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- © ABSTRACT

s - - The'purpdse of'this-study vas tovinvestigate the jOb attitudes

relatlve to JOb satlsfactlon and JOb dlssatlsfactlon of educators 1n

-

Rehabllltatlon Med1c1ne in Canadlan unlversltles. Spec1f1cally, it wvas

_de51gned to 1dent1fy the job facets and JOb aspects whlch contrlbuted.

to  job satlsfactlon and dlssatlsfactlon of Physical and Occupatlona;
Therapy educators. Furthermore, the studygexplored the extent to whlep,‘
Herzberg s two factor theory of job satlsfactlon was'appllcable to thlS‘
proﬁe331onal group, and the extent to which different levels,of overall

‘.Job satlsfactlon yvere assoclated w1th d1fferent personal, organlzatlonal,

¢
)

profe351onal, and moblllty characterlstlcs of thls group.

Based upon a rev1ew of the‘llterature on Job.satlsfaction: a-
-three—part questrpnnalreuwas developed The’ populatlon for this study
con31sted of 118 full-time academic faculty members employed durlng the
1979/80 academlc year in 11 Cahadian dnlversltles whlch offer: programs
in Phy91cal and Occupatlonal Therapy. The sample for‘the study,con51sted

~of 94 educators vho returned usable questlonnalres. ' "

Data were collected on, “the perspnal organlzatlonal vprofesSIOnal

d and mob111ty characterlstlcs of the respondents, the 1mportance and level
of satlsfactlon associated with each job:facet and tr1t1cal 1nc1de%ts
whlch contrlbuted to feelings of satlsfactlon and dlssatlsfactlon respect-l
1vely, w1th their JObS. The data vere subJected to approprlate statis- -

' tical analyses. F test vas used to test for 51gn1flcant dlfferences in the

mean levels of job sptlsfactlon among the educators cla381F1ed by sel-_-

CA\Ected.demographlcicharacterlstlcs. The ma jor, flndlngs and conclus1ons'
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__lmprove the estimate of overall job satisfaction.‘

. an years *n present employment. Secondary andlyses 1nd1cated that Jen-

'
¥

In general the respondents reported)moderate overall satlsfactlon
with thelr Jjobs. Intr1n51c JOb facets wvere not only more 1mportant but

also contrlbuted more to overall job sat1sfact10n than did extr1n31c Job

facets. The 1mportance of the JOb facets vas reflected in the satls- ’

‘.afaction.ratlngs_and therefore the use of 1mp0rtance ratlngs'dld.not

©
¥hen the respondents vere satlsfled w1th their JObS, they narrated
L

" critical incidents relatlng to recognltlon, achlevement, varled and chal-

leng1ng~content of work,.and_goodjlnterpersonal relathnshlps wlth stu-

" dents. When they were’dissatisfied vith their jobs, they narrated . critis

’ cal 1nc1dents relatlng to unfavourable worklng condltlons, unfavourable

pOllCleS and admlnlstratlon of the unlver81ty, poor 1nterpersonal rela-

F3

. tlonshlps W1th thelr peers and being accorded 1nadequate respon31b111 Y

A series of analyses of varlance were carrled out to determln

if signlfrcant dlfferences.ex1sted in the level of JOb satlsfactlon o

the respondents based on selected demographlc varlables. Slgnlflcant

d.ffehggces 1n‘the level .of bverall job satlsfactlon existed _among tWe

<

re pondents grouped accordlng to the1r level of educatlon, salary sodles‘f

graph c characterlst1cs. By

No dlfferences in\the level of overall Jjob sat13fact10n~exieﬁe:

' between the mobxle -and non-moblle reapondents. The major reasons for
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inobilit)'{"‘ vere "Op-port;bnity fbr re'search,"'_ "opportunity for gurther

tlp'rbfessioha'l-eduéa'tion.," and fhé need for "adequate recognition."”
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Chapter 1

INTRODUCTION AND PROBLEM

Introduction

3

.

The concept of joblsatisfact%pn has ‘been of great intereet fo
social scientists vhose ma jor concefn vas on problems related to work
in induslry. Some social scientists have been interested in‘the study
of job satlsfactlon because they assume that work enables a person to
satisfy one's needs and adds to the dignity of the individual as a per-
son and therefore, ought,to be vaerd~positively. On the othe;\hand,

I

Smith, Kendali and Hulin (1969:3) believe that "the 1mprovement of
. : o

satisfaction is of humanitarian value. .i. satlsfactlon ;s a legltlmate
goal in itself," |
o

Other researchers have ‘embarked on the study of job satis- "’
factlon because research ev1dence suggests a llnk bétween the level of
Jjob satlsfactlon and the quallty of life within the work env1ronment
Lavler (1973) sees job satisfaction as "one measure OF the quality of
“life in organizafﬁdns." Despite the different concerns, the common
focus of tﬁese approaches is tKe eesence of the work and the desir-
ability of p081t1ve affectlve feelings which people experlence in the
course of their employment

A varlety of personal factors including age, sex,veducatlonal
background (Herman -and Hulin, 1972) and experlence (Wild and Dawson,

1976) have some effect on the "affective feelings" which people exper-

ience in the course of their employment. In addition, individual needs

k4
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o ‘L‘v - '
tend to vary during @ person's life cycle such that the needs at the
primekgf life are likely to be different from the needs of the same

‘pérsdn,band for that matter other persons, close to retiremenf. Kalle-

berg (1977:125) maintains that suco individual differences arise not

, . ‘ o , - ,
only because people evaluate jqb éﬁaracter:stics,differently,_but also

~

fr?m Hﬁfferehces in what peoplg»seek\to obtain from fheir wvork., The;
igﬁividual's needs affect ﬁhe person's job éttitu&eé. Among profes- - .
sional people theivariation in these needs isveven more manifeéE due
to their different ;evélé of'education and their'différing ievels‘of c
desire for achieuemeﬁt. One suéh professional,group\is the educatars’ ??\
in Rehabilitation Medicine in Canédé, specifically\Physical‘and Occu-
‘pational Tﬁeﬁapy edicators. | “
.Aé récently as‘five years ago,\tt waé not necesséry for a ’
therapist to hold a university degree in order to obtain a poéitibnvag\\\s !
) aﬁ edgcator in Rehabilitation Medicine in Canada, All that‘was Heces-

sary was that the individual should have a teaching diploma and be

registered will. a professional association either the Canadian .Physio- Y

4%

theri?y.ﬁssociation ar the Cénadian Association :f“Occupationéivﬁh?répyl
Tha teaching diploma programs in bhysical and occupatiqpal theraby no
'lqnger exist iﬁ Canada. - The last anédian'graduates of the‘teaching
diploma progfams graduated in 1974 From:the Division of dccupationa{-
fﬁeiapy at The University of Alberta, and in 1975 from the School of
- Physical and Occupational Therapy at the University of Toronto. Pres-!
ently, most qpédemic tEachihg positiohs”in the Rehabilitatiéﬁ-Medicine
progra&s of fered in Univefsities in Canada are fgiled by_therapists .

_who hold a Master's degree, often in disciplines other than Rehabilita-

tion Medicine. Recent advertiseméﬁts placed in the professional jbunpals"



Y

~ for teaehingapositiohs in Rehabilitation Medicine have requested that

-

applicants have a doctorate.

In any caae;!the beginning educators in Rehabilitatidn'Medicine_

ﬂ'lare often employed at the lowest academ1c Tank and normally must walt

for a number of years to be gradually promoted to. the next’ hlgher aca- .

' demlc rank. Whereas therapists who have a teachlng.dlploma'have a

. limited economic market outerge of the Schools of Rehabilitation‘Medi-

01ne, the younger generatlon of theraplsts vho have advanced degrees

‘are in @ more competltlve market. These 1nd1v1duals can plck and choose

among careers-énd?roles. There is ev1dence of an increasing number of
therapists in graduate programs'who vill eVentually'be~in the different
academic p031t10ns 1n Rehabilitation Med1c1ne. Demerath Stephens and

Taylor (1967:190) malntaln that spec1allzatlons w1th1n the unlver91ty

_produce material. dlfferences in values, bellefa and attltudes. Vollmer

nand Klnney (1955) and K1e1n and Maher (1968) reported that educatlonal

level 1nfluences employees JOb attitudes and expectatlons, .such that

‘hlgher education leads to hlgher 1nd1v1dual expectatlons. ﬂé the same

time there,are a number of'reports 1nvthe111terature on sex dlfferences

.,(Hollon and Gemmill, 1976; Weaver; 1974; Shapiro and Wehba, 1973) which

[3

_ahow that women profe381onals experlence a lower level of job- aatlsfac-

: tlon than men .

Many of these fxndlngs on educatlon and sex dlfferences do not

‘relate to profeealonal employeee who teach in 1nat1tutlons of hlgher

learnlng. rAs 8 matter of fact only m1n1mal attentlon has been devoted

to how men and women profesalonal employees in the university eector '

;ndlffer from each other in, thélr JOb attltudee. R0391 and Calderwood

(1974) show that the maJor focue of comparaeon among prof3381onals in

i




alunlvereity setting’ls,on euch'variablee.as.rank, tenure, salary andf
Anumber-of publicatlons. It ls freouently aeserted-that males have
gteater need for achievement and_are generally more~achievement oriented -
'%than wvomen (Maccoby and Jacklin, 1974). Similarly, the possible inequal-
1ty in treatment between men and wvomen academlcs contlnues to be a toplc
of lengthy discussions (Tan31g, 1979: 2-3)

To date, no research has,peen conducted that focused spe01f1-
cally on the job. attltudes of male and female un1versxty educators in
_a "tradltlonally Female“ professlon as Rehabllltatlon Medlclne in
Canada. Slnce K1ng (l970) recommended thatvemponees of single occu-
'pational groups shoald be the focus of future studies on job satisfac-'
tion, an exploratory study to understanduthe job attitudes related to
| job satisfaction and dlesatlsfactlon of - men and women educators in
Rehabllltatlon-Medlclne.1n Canadlan universities seems appropriate.
The- focus of this study was to”determine the level of satiafaction
egperiencedvby male and- female Phyaical and 0ccu;ational‘Therapy.

'educator8'in the tuo "traditionallylfemale" professional programs in

Rehabilitation Medicine in Canadian universities.

THE PURPOSE OF THE STUDY

.The pucpose of this.study;was 2
Kl) lo'determine the joh attitudes‘related to job satisfaction
of educators in Rehabilitation Medicine‘in universities in Canada.

- (2) To 1dent1fy which job. facets contrlbuted significantly to
the educators' feellng of overall satlsfactlon. . '

"h(3) To- 1dent1fy the JOb facets which the educators con91dered



~ more important to tﬁeir-satisfaction with their job.
'?Z) To determine the‘relatipnship between the job facet imqu;
tance and the overall job satisfaction. |
| (5)‘ Tq determine if the factors which contribute to‘job éatiéf
faction are ‘different from'thoéeAwhich contribute to job dissatisfaétion.
.s (6) The study élsq attempted to test for differences in. job -
satisfaction between various subAgroupsbof educators in Rehabilit +! ion
Medicine "in Cénadiah uhive;sities formed on the baéis of their identi-

 Fied'persohal, organizational, professional and mobility characteristics.

DELIMITATIONS, ASSUMPTIONS AND LIMITATIONS

.“Delimitgtions of the Study

| - ‘This study was delimited to those edugators in Rehabilitation
Medicine vho were registered therapists and vere employed in a fuil
time academib‘position in a Canadian Universifyvin a department of
Physical and/o; Occupatiohal Thefapy.? The study ‘therefore, excluded

other educators in Rehabiiitation Medicine who had no clinical back-

groUnd>training{zthose educators vho vere in part-time positions. and

other educators in Physical and Occupational Therapy programs which

'

4wére not siﬁﬁated in a university. Alsoiexbluded from the stUdy-were

educators wvho met the inclusion criteria but were on either study leave

or-on a sabbatical leave. R

The findings of this study'are limited to the population of
concern in Canada.

‘o

Agsumptions ’ o , ; . R N :

L4

_"-Fbr the purpbse of this;etudy, the following assumption

¢



made:

(1) The respbnses providea in the questionnaire were accurate
sEaﬁ ments of the subject‘s'pe#ception~of_the situation. '

(2) The subjécts answered fully and honestly.

(3) In reporting the critic;&%incidents,_the sub jects could
successfully locate their own feelings about their job og a continuum
and choose the ektremes of tﬁe continuum on their reports.

(4) That the importahce.of each job facet to the educator vas

a meaningful dimension. .

Limitations of the Study

The delimitations and assumptions made for this study i&posed
certain limitations to it., The pobulatiop included only those educa-
tors vho vere employed in Physical and Occupational Therapy prdgrams
in 11 Canadian universities in the 1979/80 academic year and who were
in attendance in September and October 1979. Therefore, n6 generaliza-
tion can be made -to other emplbiees nor to other departments within
the same universities. | |

A forced choice instrument such as the questionnaire employed

-

has the limitation that perhqgé not enough choices may have been included

_ Ty . _ .
to exhaust the entire range of ;possible responses. Abdve all, this

study,deals vith job att;tudes, and attitudes are subject to ohange

" over a period of time. S

RESEARCH QUESTIONS

In order to achieve the purpose of this study, the following

research questions were formulated. .
*



1. Overall Job Satisfaction

.1 To what extent do educators in Rehabilitation Medicine in
Canada currently experience overall job satisfaction?

2 What' job .facets are identified as contributing signifi-
cantly to the feeling of overall job satisfaction?

.3 Which job facets are identified as most impertant to the
feeling of overall job satisfaction?

.4 What is the relationship between overall Jjob satisfaction
and the importance of the job facets? -

-5 What is the relationship between job facet importance and job
facet satisfaction for this group of educators?

.6 Are the satisfying and dissatisfying facets consistent with
. the motivator-hygiene theory of job satisfaction described
by Herzberg et al. (1959)7 o

2. Job Aspect Satisfaction and
Dissatisfaction - - -

" «1 What critical incidents were identified by educators in
° Rehabilitation Medicine in Caenadian universities as the
' . sources of sgatisfaction and dissatisfaction?

.2 1s there any ‘consistency between these incidents and the
‘motivator-hygiene dichotomy of Herzberg et al. (1959),
that is, are similar factors identified? :

3. Overall Job Satisfaction and
Demographic Variables

+1 . To what extent are there differences in overall job satis-
faction between sub-groups of respondents formed on the
bases of their personal independent variables: sex, age,
~academic level?

.2 To what extent are there differences in overall job satis-
faction between sub-groups of respondents formed on the
bases of their organizational variables: academic rank,
salary level, primary involvement, years in present ‘depart-
ment? : .

.3 To what extent are there, differences in overall job satis-
faction between sub-groups of respondents formed.on the
bases of their professional varisbles: total years of
experience, number of publications, number of presentations?



4. Job Satisfaction and Mobility

-1 What is the difference in the level of gverall job satis-
faction between mobile and non-mobile educators-in Reha-
bilitation Medicine in Canadian universities?

_«2 What job chafécteristics vere identified by the mobiles
as contributory to their decisions to move? ‘

~DEFINITION OF TERMS

For the purposes of this study the definitions of the several
terms which hold specificémeanings in the study. were provided.

Job, Attitude: In this study job attitude refers to the learned pre-

. dispositions to react to the job and Job components as they are per-
ceived to be,. Accord;ng to Herman (1973:209), it is "measured by self
reports of beliefs, feelings and/or interactions" about one's job.

Satisfaction: The definition‘of satisfaction and all its derivatives

are based upon the definition provided by Steers. Steers (1977:41)
defines satisfactidh as "the degree of feeling of contentment felt

by the person tovard his organizational role or job."

Job Satisfaction: In this stu&y, job satisfaction implies that feel-
ing of contentment wﬁiéh islexpepienced by the educator in the codrse
of, or following thevperformance of his/her role aé an educator. -
Uperati&naily if is the respondents'.positive evaluation of the work

gituation.

" Job Dissatisfaction: Job dissatisfaction is defined in this study as

a negative attitude towafd the job. Operationally it is the respondents"

-négative evaluation of the‘work.aituation.



Job Facet Satisfaction: Job fackt satisfaction is operationally definef
as the positive evaluation indicated by the respondents to the facets
of their job identified on the questionnaire. |

‘Job_Facet Dissatisfaction: Job facet dissatisfaction is operationally

~

defined as the fespdndents' negative evaluation of the given facets of
their job identified on the gquestionnaire.

Job Facet Importance: Job facet importance is the respondents' percep-

tion of the value or essence of the given facets in the wbrking situa-

tion. Such value will be indicated on a scale of 1-5.

OLera;l‘Job éatisfaction: Overall job satisfagtion‘is that job satis-
faction expressed by the resbondent vith regard to his Qr‘hefzfeeling
about the job as a whole. Oﬁerationally overall job satisféction.is
.vieved as a funciion of the jdb facet'satisfactioq/diasatisfactidn

(Decker, 1955), and the importance of the job facets.

Job Aspect Satisfaction: Job aspect satisfaction is satisfuction with

aspects of'tbe'jdb‘identified'by the educators themselves separate from

the facets contained in the questionnaire.

Job Aspect Dissatisfaction: Job aspecf dissatisfaction is dissatis- ka\#<
faction with aspects of their job which are identified by'thg respon-’

" dents themselves separate from the facets contained in the questionnairéﬁ
"Mobilitz: Mobility here implies infra-professional, intér-organiia-
tional transfer,-envexclgsivevaituation in which an educator stays in

the same prbfgaeioﬁ but éhangesvemp;oyer. For the purpose of tbis study
an educator vas régarded as mobile'of potentially mobile iflany-of these
conditions waélapplipaﬁlezl (a) the,edUcétor had léft‘é brevidus academhﬁ
position in anofﬁer uniQersity in Canada;v(b)gthe educator indicated 6n
'the.queationnéire an intentiqﬁ to §tay in the preseﬁi place of émplqy-'

»
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. ment for thisnyéar only; (c) the educator indicated thatAan application
had been filed for one or more advertised positions in.other prbgrams
since January 1%9. | |
Educator: An educator -in this study possessed all the following charac-
teristics: He/she vas a qualified therapist, engagéd in teaching,
reseafch, and/or administration, and was officially designated as "full-
time faculty" by the employing university. o

Rehabilitation Medicine: Some schools of Rehabilitation Medicine in

Canada have departments of Occupational Therapy, Physical Therapy
(PhysiotheraPY) and Speech Pathqlogy_éhd Audiology. In this study
Rehabilifatiop Medicine implied only depértments (schools) of Physical
Therapy and OccUpational Thérapy. Physical Therapy is‘synonymous wvith

L

Physiotherap&.

SIGNiFICANCE OF THE STUDY

8

Although there is considerable'reseérchxon Job satisfaction in
general, the writer could locéte;only one study on job satisfaction and
intra-professional mobility of educators in specific professions in
institutions of higher éducation (Marriner and Craigie, 1977)., Speci~
fically the literature lacks reséérch studies which have been designed
to elicit the level of overall job satisfaction experienced by male and
female edicators in Rehabilitation Medicine in Canada. A large propor-
tion of the studie; on jpb satisfaction hasvbeen carried out among
workers in indusfry and other non~-educational institutions. - The small,

proportion that has been conducted in education has focused on teachers '

in elementary and secondary schools (Holdaway, 1978; Wickstrom, 1973; °
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Sergiovanni, 1967). Some of the studies were also completed in secon-

'»dary schools among principals and superintendents (Rice, 1978; Schmldt

1976' Iannone, 1973). »

If it is accepted that job satisfaction will depend upon per-
ceived characteristics of the Job in relation to an individual's frame
of referehce, and that different people in different walka of life
place different values and. importance on different aspects of theit
Jjobs, it seems\that a generalization from studies in different situations
may not-apalyvto educators in institutioaa of hiqher education. In such )
a case, a study focusing on specific professionals in hlgher education

such as Rehabllltatlon Medicine appears to be in order. Such a study

wvould be useful not 6n1y in an era vhen the vocational orientation of

men and women, especially in the professions, is becoming increasingly

similar but even more so when done in the “traditionally female" pro-
fessions such as Physical and Occupational Therapy vhere men and women

now compete for p081t10n8 on equal terms.

This study has three areas of potential algnlflcance. First,

the study may assist in filling the gap in the literature regarding the

"Job satisfaction of thisg group of pTOfeSSthBls in Canada. Perhaps the

findings of this study may provide the basis for comparison with futare'
researeh regarding the job satisfaction of other allied health educators.
Second, the findings of this study could be useful in examin-
ing the appiitability of existing theories'of.job satisfaction to this
group of professionals in iﬁstitutiens of higher education. In addition,
Wanous and Lawler ((1972:105) indicate that . theory and research arel
needed which map in detail the relatienahipa among different ways of

measuring satisfaction, various kinds of facet satisfaction and a
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number of independent and depgndent variables. Similarly, Ronan (1970:
192) pointed out.that “there has been comparatively little regearch
concerned with the relative importance of the varied components com-
prising job satisfaction faciors." The present study was an attempt

to identify and employ a u}ide spectrum of job facets and to take into
consideration the individuél differences in job~faéet importance -
computing the oveéall jbb satisfaction rather than employing a single
item measure as found in many reports. Hopefully this study may e-tena
this line of approach to the research in, and measurement of, job /
satisfaction by estimating the relationship between satisfaction/dissat-
isfaction vith and the importance of specific job facets.

Finall; Dipasq&éle (1978); suggested thaf "édministratoré should
be awvare of the organizational factors qontributing to the maximizgtion
or minimization of teacher Job dissatisfaction and satisfaction."
{reating and maintaining a favouraplé“workplace however, requires the
knowledge snd understanding of how educators perceive and valge their
jobs and job environments, and the consequences of such perceptions.
Towards this end, Katz (1978:204) pbints out that "job satisfaction
répresents an important yardstick by which researchers have tried to
assess the effects of job conditions upon individuals." If adminis-
trators can attempt to minimize those aspecfs of'the job which are
identified as the greatest sourées of digsatisfaction, and maximize
those contributing to satisfaction, if Herzberg's tvo-factor theory
applies, the faculty members may spend more time in positive and satis-
fying work. To this end this study will identify those job facets to
wvhich administrators in_Rehébilitation Hédieine in Canada may need to

pay close attention in order to minimize dissatisfaction and maximize

P
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satisfaction. Furthermore, job satisfaction information sbout academic
positions may be useful for administrators in selecting particular s

gducatofs for particular situations. B : : o

ORGANIZATION AND DUTLINE OF THE THESIS

The content of this chapter comprised ‘the introduction’tg tﬁe
background of the study,‘the‘putpose of the study, the delimitafions,
assumptions. and limitatiogé of the study. The chapter also contains
the resqarch questions, -the definitions of terms which hold specific
meaning to the study and the s;gnificance of the study.

The fbllowingnis the outline of the remainder of the study.

Chapter II-'This chaptef contains the conceptual framework for
the study on job satisfaction.of educators in Rehabilitation Medicine.

| Chapter IfI- This chapter containé the review. of related liter-
ature and fesearch on job- satisfaction and mobility in genergl.

Chébter IV -‘The reéegrch desigm, instrumentation and metho-.
dology of the study are presented., Additiopally, the pilot'study, the
validation pfocess for'dgveloping‘the instrument and the strateqy for

¢

data analysis are outlined.

.
{

Chapter U - In this chapter the analysis and evaluation of the

demographic data are presenfed.

Chﬁpter VI - Contains the analyses and evaluation‘of thevdéfa -
related to overall satisfaction and facet satisfac£ion,vtbgether vith /
job éspect satisfactioﬁ and dissatisfactiogp. J

Chapter VII - This chapter reports the differences in overall .

job,satiafaction.betweén the sub-groups of educators formed by their
: /
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personél, orgénizational, professidnal’and mobility characteristics.
Chgpter VIII - The summary and discussions of the findings of
the study are contained in this chapter, The conclusions, implications
of the findinga anpd recomméndatiqnsAfor further research are outlined.
A list of the references”in the study is prévided. The appen-
dix éonfains.thé,following: corresponﬁence, the instrument and the |

<

data on the 31 satisfaction items.-



( ,‘ - Chapter 11

CONCEPTUALIZATIONS OF JOB SATISFACTION
Job satisfaction continues to be a sub ject of much research.
Katz and Uan Maanen (1977:469-470) aptly described the conceptual pr6b~
leps of research in this area as follqws:

There is perhaps no area in the social sciences Fraught with more
ambiguity, conflicting opinions, or methodological nuances than
that of work satisfaction. Yet, paradoxically, there are fev

~ areas more researched, ’ T

Fundamentally, the difficulties are conceptual. Work satis-

faction is treated for the most part ag if it were unidimensional,
somehow amenable to measurement and representation by a single ‘
number.,

v ~ .
The difficulty is that job satisfaction has been conceptualized in

- several vays. The result hasfpeen a proliferation of operational

definitions of job satisfaction.

One approach has been to viev job satisfaction as the extent

.to which the work environment bfovides for the fulfillment of néeds

(Porter, 1961; thzell,_l964;£ocke, 1969:390). Smith,’Kendall and

Hulin (1969:6} regard job‘satisfactioh as the "feelings or affective
responses to.facets of the (job) situation." These authorévhypothesized
that these feeliﬁgs are associated with the person's perception of the
difference between what is expected as a fair and reasonable reéurn '

and what the peféon experiences ih relation to-the person's expecta-

tions, and in relation to the alternatives available in & given situa-

tion.

In another approach, Porter and Lawler (1969:30) viev satis-

15
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"crepancy the greater the satisfaction. In other wvords, in the discrep- '

-~ A . 18
» ' f

faction as a function of the equity of -the reward that 8 person receivesg

on te job. In this case, satisfaction is a function of the discrep-

ancy between equitable reward and actual reward, The smaller the dige
>

ancy approach a large difference vould be 1nd#cat1ve of a reletiuely » .

. lov satisfaction, which the individual would éerceive as dissatisfaction.

The discrepancy approach to conceptualizing job satisfaction 7
roughly approximates "equity theory." Equity theory is defined by
Davis (1977:24) as an exchangé theory which is concerned with esch

person s feelings of fairness about the rewards received from the organ-

vization, ineluding social, economic and psychological rewards. The ._

basic pr1n01ple af the equity theory is that employees tend to determ)h

N \
equlty by con31dering their ihputs over outcomes on th7 job, compared \y

- I

to the inputs over outcomes of selected referent othprs. This prin- (
B

" ciple is well illustrated by Porter et al. (1975:345) in their writing \\

‘\\\

on intra-organizational equity. They point out that employees may Feel

\\\
o
fairly remunerated with respect to the outside world and yet Feel : /

unfairly remunerated within the organization. These authors suggest

that such is the case when employees believe that there are other

employees who contribute less td the organization thap they do but

receive similar or greater rewards. Following this line of conceptual~ , o

-

‘ization, Porter and Miles (1974) maintain thag_inputs‘ére-attributes

vhich employees bfing to the job & 4 which are perceived as relevant
for exchange (of rewards) wvhile an outcomé'is'the'employee's receipt
of the exchange, In this_gﬁ;;é:t, job sétisfaétion cén be defined;as
& function of the émﬁloyee'é perceived input-outcome'balance., |

& - ‘ -

The common factor to all-these-approaches,to'bdnqeptualizing .

R
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and deflnlng JOb aatxafactlon 1s the concept of rewards.‘ The maJor

. determln;S§ of aatlsfactlon on the ‘job is the reward a peraon recelves

~on the The other 1mportant factors which are 1nherent in the above

definltlons are the 1nd1v1dual s needs, expectatrons, perce1Ved equity
’ and referent others.” - - ' S i ’ .
- R N
' In all life altuatlons, 1nd1v1duals ‘approach the1r JObS vith

dlfferent “needs and agpirations. Each one has a definite notion of
what he/she expects to contrlbute to the institution and. what to
expect to receive in return For the serv1ces rendered (Wernlmont 1966)
To the extent that the needs are different) the educatlonal levels are
dlfferent employment levels are dlfferent and the other demographlc

. varlables are drfférent the level of expectatlons would be expected '

to be dlfferent. The level of satxafactlon experlenced from satlsfy- .

"~ . ing the needs w111 be dlfferent. In add1t10n, Cr021er (1964) and Karplk

€

(1968) p01nt out that Job satlsfactlon -cannot be’ v1ewed in 1solat10n

| i
From the soc1oioLy of the complex 1nst1tut10nal setting to vhich satis-
factlon reporta are dlrected. Katz -and Van Maanen (1977 483) malntaln

" that Jjob aatlsfactlon is "also a functlon of the 81tuat10nal aurround-

-1nga accompanylng the doing of work."

~

‘some Theories of Job Satiafaction

%

- As already stated the common factor to moat approaches to
'operatlonal def1nit1ona of  job aatlsfactlon is rewards. CTwo theories
relate cloeely to intr1n31c and extrlnaic rewarda of job satisfaction.

”Thay are' Haalow 8 need-hxerarchy theory, and Herzberg 8 two-factor
S , Lo a

[

B -.-theory. Sl

(VN
”

-
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e Need-Hierarchy Theory

‘opment

Maslow (1954) malntalned that there is a hlerarchy of needs

in-the 1nd1v1dual arranged in vae broad levela- phy81ologlcal, v

safety, soc1al,-esteem, self-fulfillment. He held that whenbthe“lower-

order needs, such as physiqlogical and safety needs are satisfied, the

——

‘higher-order needs such as. esteem and self-actoallzation,'come into

operation.. The reason for this as MaslowAindicated vas that a satis-

fied heed does not act as a motivator. .

This‘theory is a developmental theory and was not‘rntended to
be avtheory for concgptualizing jab aatistactlon. Although”there is
no empirical evidence. that there isra~definite-hierarchical arrangement

of -human needs, Maslov's theory is helpful to understand 1ntr1nalc and

':extr1n31c aatlsfactlon. Slocum (l97l:312) proylded a different approach

‘to the need-hierarchy theory when-he stated that intrinsic rewards are

associated vith the satisfaction of higher-order needs and therefore -

give rise to'intrinsic satisfaction; Extrinsic rewards are often prim-
arllg assoc1ated vith the satisfaction of the lover-order needs and
therefore only 1ead to extrinsic satlefactlon. The'lmportance of

Haslow s.tﬁeory to tHis research is that 1t’hlghlights the fact that

: dlfferent people will place dlfferent 1mportance on dlfferent ‘needs

~

e

,dependlng on thélr dlfferlng atages 1n personal and psychologlcal devel- ‘

’

The Two-Factor. Theory of Job

Satisfaction

":Follooing\thefanalyaia of their.job.aatisfaction-atudies among’

engjneets and,accountants,’Herzberg:(l959)yandfhia associates dend'

,that.poaitive;eventa wereﬁdominatedfby‘referenée to:intrinaic aspects

PRRETe)
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of_the'job such as-achievement, recognition,‘reeponsibilit;, advancement
and wofk itself. Conversely, negativevevents vere deminated by refer-
-ence to extrinsic aspects of the job situation; such as pollcy, adm1n-<.
'ietratlve practices, working condltlons, interpersonal relations and
jqb security. Herzberg ealled the intrinsic variables "satisfiere" and
the ektrinsie variables "dissatisfiers." ;ﬂhe satisfiers are also called
mptivators because their presence was shawn by Herzberg.(1966) to be |
effective in'motivating the employees tplgreatef proauctivity, Dissat-
isfiers are also called hygiene factors, because their presence serves
‘ only to- prevent d1s&at19fact10n from occurrlng, but does not 1nduce
employees toward "positive attltudes” (Herzberg et al., 1967:114)%
According to Heréberg'e.twoffactor theory of job satisfaction, job
satisfactioh results primarily from ihtrinsic'job facfofs, vhile job
dissatisfactiop results primarily ffom extfipéic job factors. Murphy
- (1978: 485) suggests that the two-factor theory propuees a content- |
context dlchotomy o} wvork elements, exp11c1tly‘;tat1ng that these two
discrete. sets of vork factors have quite dlstlnct affective correlates.

Subsequent studles to test the valldlty of Herzberg's: two-factor
fheory have not p;ogxded resounding suppqrt for the theory. The maJorb
.‘criticism of the t@o-factor thebry is that it is'method bound (Bray-

‘.

fleld 1960) and therefore, support for the theory comes only from

studles wh1ch utzllze the same open-ended critical 1621dent approach
employed by Herzberg et al. (1959). Ewen (1964) malntalna that it is .
eaaxer to recall 1nc1¢ents whleb relatebte echievement or~to.promotion
than incidents which resulted in lack of achievement p} lack bf promo-

© tioh. | | : I
House and Wigdor .(1967) and Dunnett, Campbell and Hakel (1967) -

~
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.o,

%
" criticize the two-factor theopy‘as being an'over-siﬁplificatioﬁ of theé
'relatiohships between mdtivatqrs and satisfaction,.and'between the»v'
sources of job satisfaction and.dissatisfaction.- Ewven (1964) and Roéen
(1963) found that both "satisfiers and dissatisfiers" are capable of -
contributing to overall job éatisfaction{ Ewen (1964) found that
‘digsatisfiers are‘capable of acting as satisfiers, vhile sétiéfiersﬁ
act both as satisfiers and dissatisfiers.

| Andther weakness of the iwo-féctor'fheo;y is that statements
vere made ;h overali job'satisfaction withouf having the data relevant
to overall}saﬁisfacfion oradissatisféction. The research from which
the theory was formulated was not'gased entirely on overall éatisfactioﬁ
vith the current job situation. It wvas based on critical incidents
wvhich occurfed/dn the joE. Earlier, Kahn (1961) points out that
defensive behaviours and displacement couid éccount‘for the findings
of Herzberg and his associates. In the same vein, Vroom (1964), and
Wolf (1970:90) criticize the'two—factor'theory explaining that "o,
peéple tend to remember and to attribute cauéeé of satisfaction to
themselvgs, and'the'qause of dissatisfaction to fhé environment:""ﬁolf
furthef stated that it wvas an‘er:or‘bn the part of Herzberg et al., to
equate "saiiafaction" vhich is an end-state to "motivation" which is a
force or drive to achieve an end-state.

Despite the above criticisms, Heriberg's tWOeFactbr theory is
releuanf to thié study,io the extent that it Qfovides the pasis,for the
claasificationvscheme of the job facets into intrinsic or content and
'bxtriﬁsic or coﬁfexf categories. -

L ‘“-The:poeition being adopted in this study:is not that one set of

. : . ]
revards. produces satisfaction and another dissatisfaction, but that
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both 1ntr1ns1c and extrinsic variables can be related to both job satis-
Factlon and dlasatlsfactlon (wernlmont 1966 Centers and Bugental 1966;

Ewen, 1964). ‘It is further canceptuallzed that for persons whose hlgher

o
~

level needs are'pfepotent, the content (intrinsic) elements will be
related to increased job satisfaction. The context elgments on the

other hand will be strongly related to decreased satisfaction when the

accustomed level of ongoing gratification'is thwarted for such persons., -

The Conceptual Framework for . L
the Study
Locke (1969:330) drew attention to the fact that a Jjob is com-

posed of various facets:
| A job is not an entlty but an abstraction referrlng to a
. combination of tasks performed by an individual in a certain
physical and social environment for financial (and other) remun-
erations. "Since @ job is.not perceived or experienced as such
it cannot initially be evaluated as a smngle unit.
Ih»add;tlon to this, Wanous and Lawler (1972:95) found that a singie
itém measure of overall job‘safisfaction is less reliable than a com-
;posite baéed on a number of job -items (facets). It follows, therefore,
_that in e11c1t1ng the varying levels of job satisfaction, as many
facets of the job as possible need to be included in order to prov1de
the subjects with the opportunity to respond to ir job in its entirety!
. Fq; this study overall job gatisfaction is conceptualized as a .
multi-faceted unitary entity répreaentihg 8 compoaite feeling about the
‘job as a whole. Consequently it is conceptualized that the att1tudes
- of satxsfactzon or dlssatlsfactxon toward the spec1f1c Facets of the
- Job combine to produce the compos1te fpellng referred to as overall

setiafaétion or diasatisﬁaction with the job in genbral. This za in

keeping vith Portqf and Steers (1973) wvho have emphaalzed breaking down
f



the global-concept of job satisfaction into such components as organiza-
tional, work, and personal factors. Just as pebple are nevér'juét happy
or just séd,'so also people at work are never juét satisfied or juét
dissatisfied. Péoplé can be satisfied with some aspects of the Jjob

(job facet satisfactions) and be dissatisfied with other aspect§ of

the job (job facet dissatisfactions). Yef, vhile thesé phenomena
operate iﬁ beople at work, they are-still able to reporf an overall ~
feeling about the job as a whole. The basic assumption, which is
‘supported by KélleQe;g (1977:126), is thaf people are'able to balance
the specific satisfactions againsf tﬁe specific dissatisfactions and
arrive at a composite satisfactioﬁ vith the job.as a vhole. It is that
composite in this study wvhich is referred to as overall job satisfac-
tibn.'»Each individual goes thrﬁugh a compléx balancing process in qrder
"to arrive at an overall rating of satisfaction based on the feeling
~concerning the specific faceté. In the conceptualizatiOn for this

sfudy recbgnition.is given to the fact that there is a difference in the
primacy of job facets. Some.faceta,may be very important. Other fatets'
may be relatively unimportant. Yet it is possible to be satisfiéd with
the facetg that are not important. In such‘a case the level of satis- |
faction may superficially be the same as that of an important facet

. but theAmagﬁitude or intensity of satisfaction would be expected to
varykgcéording to the importance of the job facet to the particular

individual. R

Viewed this vay each job facet satisfaction has a magnitude

ﬁhpserdimensions consist of the level of satisfaction'currently present
.and the level of imporfance each component of thg job holds for the

individual. The higher the importance of each job facet, the greater



the additive or aubtractive effect the facet has on overall job satia;
‘faction. As the resultant magnitude of the overall satisfaction in-
creaaea, the force of attraction of the job for the employee 1ncreases.u
In other. words, the greater the magnitude of c .erall job satisfaction,
the greater will be the'force on the employeé to remain n the job.

) The magnitude of overgll job satisfaction decreases as the
level of satisfaction and/or the level of importance of the. facet of
the Job decreases. {}he attraction of the job to the incumbent gets
weaker and veaker as the magnitude of overall satisfaction gets lower
and -lowver untilia limiting point is reached. 'The limiting.point will
vary from person tc person. Close-to each'personls limiting point, it
is conceptualized that the JOb incumbent will start thinking and talking
about, and perhaps ;~ searching for more congenial work elsewhere. The
ultimate result will be a move from the JOb, subject to the availa-

- bility of another more‘attractive‘job. On the other hand, where there
is no other more attractive joh available the incumbent undergoes a
process of readjustment in order to atay.in the hitherto unattractive.
poaition. lhus,.the greater the overall aatisfaction the greater the
attractionrto remain on’the Jjob, and the less the overall job satisfac-

< tion; the greater the,propensity to move from'the Jgb, or to mooify one's
perceptions in order to stay on. |

The conceptual fremework provided here accounts for the ind1v1d-

B ual differences that may exiat in the importance placed on each job

facet. It does, however, require that the various facets of the.Job
Vae well as the paychological_needs of the individuals on the job must

be tapped by the instrument employed in the measurement of Jjob satis-



24

faction. .

Methods of Combining Facets
of Gatisfaction

A review of the literature on job satisfaction guggests that

there are at least five ways of combining the measures 6f the differ-

ent aspects of satisfaction in order to arrive at some measure of over-

all satisfaction. Such measures vary in elegance‘and complexity. Only

two of the five combinations which bear some relevance to the present

étudy will be.described here. Overall satisfac ‘on has been.éonceptual-'

- ized as the simple'summation of job-facetAsatisfaction (twen, 1967;
Sghaffer, 1953). >In this case the,rééearcher asks his respondents to
indicate thgirvsatisfaction;léVel vith régard to each facet of thé.job.
The total score obtained by summing the facets constitutes the overall
satisfaction on the job.

On the other hand, overall satisfacfign has slso been concepté
ualized as the summation of th; product of job-fécet satisfaction and
job facet impo;éance (Ewen, 1967). In this case the reséarcher not
only determines how satisfied the respondents are on:the different
faéets of their job but also how important each facet is to them. The
level of satisfaction is wveighted by the importance. The overall écore
is obtained by summing the Products. Evans (1969:100) recommehds that:

Hhile it may be that decisions about which method to use can be

based upon practical expediency. . ., it is desirable, given a

value system that includes parsimony and elegance in research

design, that the decision be made to use a method of combination
" that is congruent with the researcher's conceptual framework.

- In accordance with the above recommendation, the following framework

vas utilized in the study:
-

e .Y
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Overall job satisfaction (JS) is a function of the sum (over the
facets) of the product of job facet satisfaction (JFS) and job

facet importance (JFI).
facets
Js = I (JFS x JFI)

Summary

A linear compenéatory,model is being used for this study. Over-
all job'sétisfaction is cdnceptualized as a mulfidimensipnallentity,'
vhich exists as é composite of the satisfactions with the different
_ facets; The ?ollowing synthesis of the cogcebtual frgpeWork is derived:

- (1) Overall job satisfaction will vary directly with the extent

-~

to which the facets of the Jjob provide satisfaction.‘

(2) The more important the facet sa@ésfactioh, the more closely
vill job satisfaction/dissatisfaction depgnd on it.
| (3) Both the importahce of eacﬁ’job facet and the level of
éatisfaction wvith the facet, will vary wvith the demographic and .organ-

*

izational variables.



Chapter I11I-

REVIEW OF LITERATURE

In the previous chapter, the literature relating to the problems
‘ of adequate conéeptuélization of "job satisfaction" was reviewed. In
'the present chapter, the remaining reviev of the literature is in fivé
parts, each focusing on a differént aspect as follows: |

- £he problems of the measurement of job satisfaction,

- the sources of job satiéféction,

- the relationship between overall job satisfaction and
personal characteristics,

~ the relationship between'qterall job satisfaction and
organizational characteristics, and ‘

- the relationship between job satisfaction and other work
behaviours.

The literature reviev located no studies on job satisfaction

of educators in Rghabilitation Medicine. Therefore, the review of liter- - T .

v

ature was drawn from réSéﬁrch reports of studies carried out in other
argas of education, or in non-educational settings. There is an abur-
"dance of literature in'these areas. In 1969, Locke estimated that over
2,000 studies had been published on the topic,of‘job satisfsction,
Attention has been focused to those research findinge»&hich have direct

significance to the present study.

 MEASUREMENT PROBLEMS «

wanous and Lawler (1972) presented data comparing ninme different

26




27

methodsyof measuring job satisfaction.  They concluded that there is
no one best Qay’to measure job satisfaction. Théy pointeqiéut}that
the "best" measure m;y depend upon the independent ar dependenf vari-
ables tq‘which the~satisfactibh measure is to be related. Their data,
hovever, sugéest that it is possibie ;; measure job satisfaction
validly with different job fécets, since there are probably sgveral
types of feelings that people have which can be called‘satisfaétion or
which influence their feelings of satisfaction about their Jjobs.

Tﬁe usual methqd of measuring job satisfaction, other than by
an intervievw approa&h,\iﬁ by administering a queétionnaire containing
items which areTpe}tinent to satisfaction with variﬁué facets of the
" job. For example, the mos* widwiy used questionnaires are the Bray-
field-Rothe Questionnaire (1951), the Job Descriptive Index (JDI)
designed by Smith et al. (1969), and the Minnesofa Satisfaction Ques-
tionnaire. The JDI has been describéd by Vroom (196#:10) as "without
doubt the mést carefully constructed measure of job satisfaction in
existence today." This adjective check list instrument measures Jjob
satisfaction vith only five aspects (facets) of the job: the work
itself, the supervision, the co-workers, pay and promotion. The five
Jjob facetg do not seem exhaustive enough to embface thé crucial facets
_of the work for the gréqp being studied in this research. Conroy (19?9)
found out that the addition of s "student area" to the JDI made a
significant impact on the measurement of teacher job satisfaction. It
appears that Smith, Kendall and Hulin (1969:55) wére sensitive enough to
this-issueiwhen they éuggested that "to 'make éhe measurement fit the

clime' may perhaps prove productive in measuring satisfaction for some

people in more h}ghly skilled and professional areas." Katz and Van
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&
Maanen (1977:483) Strongly recommended that in éll conceptualization
- and measurement of job-satisfaction, better objecfive description of

wvork situations is required.

The Importance Ratiggv

;-One important dimension whi;h has frequently remained unaccountea
: for\inuthe measurement of Job satisfaction -is the'imaortance of each |
facet ofvthe job tq'the respondent. -An understanding of the worker's
job satisfaction requipes‘knowledge of the importance to the worker of
the various fac?ts of the work situatiqn. Friediander (1965b) and
Hinrichs (1968), in their studies of different occupational groups
have shown fhat there are syéfematic differenceé in the importanée
ratipgs of variéus job facets.

The degirability of using éﬁployees' ratings of the impdrtance

of a job faget as a weighting in computing data on job satisfaction
has received both positive and negative support from researchers -on Jjob
attitudes. Youngberg et sl. (1962) and Glennon et al. (1960) found -
that the use of importance and satisfaction meaaures together produced
better results than satisfactipn measures used alone. Other researchérs
such as Locke (1969), and Mobley and Locke (1970), maintain thét
importance ratings are al}eady réflected‘}n:the satisfaction rétings;
and ‘thereéfore the weighting procedure adds‘nothing to the prediétion
of overall job satisfaction. Similarly, reséarchers such as Schaffér
(1953), Ewen (1967:71), Mikes and Hulin (1968:389), Blood (1971), and
Handﬁé and Lawvler (1972), have attempted to improve predictions of

overall job satisfaction by weighting satisfaction with job facets by

rated importance. They reported that although the results obtained

3,
N ~
t
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corfélated with overall Jjob satisfaction, they failed to show an impreve-

- ment over the prediction using unweightéd facets. However, Schaffer
.(1953) and Even (1967),. did report that there is an indication that the

- correlation between facet satisfaction and overall satisfaction increases

as the rated importance of the facet increases.
On the other hénd Wanous and Lavler (1972) found 8 significant
correlatlon (r = .61) between facet 1mp0rtance and the correlatlon of

facet satlsfactlon w;th overall Job satlsfactlon. Theyvpolnted out
( i

kY

that "the 'impartance' measures do seem to have meaning in that they

indieate how much influence satisfah*ion vith a particular facet has on

-

| i
voverall satisfaction.” Along the same line, Kraut (1975) argues thafggzi;b

it is more llkely that the employee himself is the best means of prop—

erly welghtlng and 1nfegrat1ng the factors that go into a decision to
quit or to remain in a job. The discussions here indicate that unit .
weighting (that is, equal weighting for all facets), ignores the indi-
v1dual differences and is therefore, a false assumptlon of equallty |
for all job facets to the respondent: For example, ‘being highly satis~
fied w1th the parklng facilities in a unlver31ty may not be 1nterpreted  -
as® of equal 1mportance to a‘professor'as being highly satisfied with
the availability'of facilities fpr,clinicél'reseérch iﬁ the same insti- -
tutidﬁ._ Kraut aptly pointed dut that failure to consider the intrinsic -
difference's among people may iead‘tb unexplaiﬁabie'differences_orAeven
erroneous'inferences vhen job Batisféétion data are compared‘acfosé’
sffatified occupational grqups. i

;;Lockev(l969:33l) apccinctly summarizes fhe‘pfoblems of measure- -

ment of job sﬁtisfaction ag follows:
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: Intehsityiof satisfactien and value importaoce cannot be measured
in terms of any known physical (or psychological) units. It ~
would' be an error to conclude from this that these concepts are’
" not mean¥ngful, however. By introspection it can be observed
that men do experience -different degrees of’satisfaction and

dissatisfaction.and do value things to different degrees. (It -
should be possible to rate these factors on an ordinal scale).

'Mobley and Locke (1970) and Friedlander (1965a), have shown that those

facets which are most important to workers are usually these that

=y

receive‘the most extreme positive’ or neoativo,satisfaction ratings.
{fgy impl}cation theée reports suggest that peoole-tond to rank highest

those things which they both value and lack. iThese findings suggest

that the most dissétisfying‘fattors in/an employee's job afe those

-

« factors which are most important to? him. Quino and Mangione'(l§73)
maintain that the facets of the jobvthat are of,little importance are
characterized by more restricted ranges of attltudlnal responses.~
Since it is to be expected that educators do dlffer in tenms of the |
Jjob Facets that =z« _mportan§ ﬁo them, the~ est1mate‘of~overall JOb
satisfaction based upon their ratingg of the jab faceto may be IﬁBfovedJ
}f the importance ratings of those facets are takenninto conoideration.

Méry studies have attempted to improyo the predictionnof"over—
all job satisfaction by the use of importance ratings. Somo havelfound
that the sum of the 1mporta;ce welghted scores does not predlct rat1ngs~

> of overall Job satisfaction any better than the simple sum of the un—
wveighted satlsfactlon _scores (Decker, 1955; Ewen, 1967; Schaffer, 1953;
; Mikes and Hulln, 1968) In oach of these studles the crlterlon measure
of overall satisfaction with which the association was sought vas a‘ .
'facet-free aatlsfactlon scale such ag’the Gereral Motors Face Scale

a
(Kunin, 1955) -~ a one-ltem graphic scale. Qulnn and Manglone (1973 3),

7 paint out, however, that -this does not mean that the weighted measures .

L&
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f_were necessarlly 1nvaF!d but elmply that they vere no better than the

“more,economlc unwelghted sums. .’ : o -" _ .
I o Blood (1969: 456) in’ hls study of 448 aitmen From the United
‘States Alr Force foupd cons1stent relatlonshlps between feasures-of their
| JOb sat13fact1on and their work values. Blood's results suggest the need
. for 8 con91deratlon of the worker s percelved 1mportance -of the work <
done in the organlzatlon in the ériterion measure of ‘the 1nten81ty of - |
‘overall satrﬂfactlon. In summary, the above reviev suggests the need

for further research on. the dlfferences between the 1mportance of welghted
hand unwelghted mefsures Bf overall Job satlsfactlon. Decker (%gﬁp) and

vf:wanous and Lawler (1972), emphaalzed that future research is needed on

-
=

: the vel1dat10n of attitude survey measures.

THE SOURCESIOF J0B SATISFACTION ' ° '

i

The-dlfferent conceptuallzatlons of JOb satlsfactlon have led

;yto dlfferent approaches to v1ew1ng the aourcee and determlnants of JOb

'jﬂj aatxafactxon. RS :‘---fk_

3 | . Y .

Jeb Batiefaction<has been vzowed as determxned by the extent

f~j to meh themork environment provides for the. fulfillment of the
: The proponenta of thra view are Porter (1961); Katzell

.'11969) and Schneider and Alderﬁer (1973) Tie focus of lﬁﬁ




“Intrinsic and Extrlnsrc ReWards as

‘ lhigher order needs such aevesteem andveelFQactuelizetion. Maslow main-

talned'that the hlgher order needs become actlvated as the lower order

l neede become satlsfled. Maslow clearly_explalned that when lower-order’

e

' needs:are depr;ved, they ‘tend to re-emerge and dominate the behaviour

of the inoumbent. " Using Maslov's need~hierarchy theory as a baeis,

Porter ae ‘well as Schnelder and Alderfer have- developed 1natrumente for

,mea8ur1ng the level of an 1nd1v1dua1's perce1ved need setlsfectlon in

<, an organlzatlonf ‘For example, Porter (1961) in hlS study . d? the

need-satisfaction of‘managers, using his need-fulflllment;questlonnalre,-
found that self,actuelization is the least met need for all managers;

wnale esteem, security and»autonomy are more often sqtiefied\For_middle e
than tor bottom'managers. ’ | : | :

“eptshma

Sources of - Job Satisfactlon

'

3& Job setlsfactlon hae also‘been vxewed as a function: of the A
rewards a person rece;ves on the job. This apploach is ‘taken by Porter

_of)

and Lawler (1968), and Slocum (1971) The-rewards can‘be sUbdividéd'

1nto two categorles. 1ntr1n31c and extr1ns1c, also often referred to

<

"i'as content and context varlables.

W

Saleh and Grygler (1969 446) deflne 1ntr1n51c rewards as "those

d1rectly related to actual performance of the JOb," and extr1n81c

rewarde as "those related to the env1ronment in whlch the JOb is belng

'performed " Dec1 (1972'218) defxnea 1ntr1n81c revarde as- "thoae medi~ ,\
" ated. by the.person hlmaelf" nhxle thoee externally mediated (by someone:
"other than the employee hlmeelf) he called extrlnslc rewards.' '

Slocum (1971 312) maxntaxns that 1ntr1nsxc revards ere eesoci-h:'

ted wzth the eatlefactzon of hlgher-order neede whlle extrinelc rovardszﬁlﬁ x

. .v . . ; A
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% s_uéh as pay, promotion, and sécyrity are nftén ‘pri‘marily associated with
the satisfaction of the lower-order reeds discussed by -Maslov. - Wernimont -

'(1972'173) summarized the'définitions as follows: "All intrinsic

factors are 1nternal feellngs vhile extrinsic factors are\external

-

.rsltuatlons."

" As a summary, intrinsic rewards give rise to intrinsic job

s

satisfaction. Sétiafaction arising from the performance of the job

itself produces in the individual such'feelings‘as‘accomplishment,
: o . : s
responsibility and recognition. Extrinsic rewards give rise to ex-

trinsic satisfaction. Extrinsic satisfaction arises from the inter-

actions of the employees with factors which are peripheral to the actual

Job duties :such as admlnlstratlve practlces and p011c1es, worklng cqp-

ditions, 1nterpersonal relations, pay and promotlons.
" The- 1ntr1n81c rewards approxlmate Herzberg 8 (1959) "motiva-

tors/satlsflers" slnce thelr presence. motxvates employees to greater

' ‘-per ormance. The extr1031c rewards do not approxlmate Herzberg s

' "hyglenea" 1nsdfar as he malntalns that their presence only gerves to

%y

= prevent dlasatlsfact1on from oceurring and cen nelther lnduce'employees
’toward extra effort nor ‘cause satxsfactlon. It is for thls reason that
nLocke (1969:332) postulated that Herzberg, in effect, vas argulnr that -
"the importance of work content (iﬁtrlnaxc) fectors drops to zero1lnen
\vthe contenh values are. fruatreted dhd that vhen extrinszc work valuea

" ape fulfuled" c*?h mportance drope to zero 80 that no- satzsﬁactxon '

_rgcults. B

A



‘persori's perceived'cheracteristics”of‘the'job. Many etudies *.ave been
-reported which indicate'that‘by~fer the strongeet determinants of job
satisfaction are‘the characteristice'of the job itself (Biscenti and
Solmon, 1977 24 Locke, 1973; Armstrong, 1971 Smith, Kendall and :
Hulin, 1969) Armstrong (197l)rreported that.regerdlees of the occu-

: pational level ameng engineers and~assemblers, satisfaction with the
cohteﬁt'fector made the greatest contrig;tiun'to the employee's overall
Jjob satisfactien. He'fouhd, hovever, that the content eepects of the
job vére more imqutantffor engineers,'while the context agpects vere
‘ﬁnore iaportaht for the essemblers. fh;t the job content or intrinsic
tactore are more'potent sources of both job satisfaction and dissatis-

~faction than job context or extr1n51c factors is supported by the find-

1ngs of Frledlander (1964) " Graen (1966), Hu11n and Naters (1971), and"

Waters ‘and Waters (1972).
'i' Reperts on etudles in educatlon provide szmllar flndlngs..
Schmldt (1976) found that the sources of setlsfactlon for school admln-
1stratore were achlevement, recognltlon and advancement._ Ea:}1er, ~{$; '.'?
Sergiovann1 (1967) repllcated Herzberg s study and found that. teachers 7 j&%‘
in Nev York State were motivated by recogn1t1on, respOnalblllty, and
opportunxty for achlevement in thelr work. Sergiovannx concluded that‘
the factors whlch accounted for the teachers poeltzve attitudee vere s
related to vork itself, vhile the fa:tors whlch eccounted for their et
negative ‘attitudes yere l_feleted to .work:_mg condxtm_hs._ chkstrom
z(19j}-2), in hia etudyvof'the joblsetiefection of pdblic elementery end’
" secondary school teachers in Seeketoqn, found that theee teechers ‘

. ~1dent1fied in the order of rated lmportenCe the four top~tank1ng ”satxe-_

fiers" ee. eenee of achievement, the vork itself qood 1nterpereonal '

L ~H . e
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‘relationships with students, and reSponsibility.

The literature on jos enrichment indicafes that the average
worker is both happier‘and more effective if working on an enriched jbb
than if worklng on a routlne, standardlzed, repetitive one. If this
is a fact of life, the average worker, vithin limits, would have a
greater chance of experiencing jbb satisfaction on a challenging; non-
;epefitiﬁe job than the converse. Katz (1964) maintains thét the
motivétidnal bath to high performance can be reached through the devel-

opment of 1nd1v1dual intrinsic JOb satlsfactlon. The indications are

that the characterlstlcs of the wvork’ thaf%vould arouse- intrinsic job - =
: satlsfactlon and commltment to the job are: sufficient complexity, |

: suff1c1ent challenge, and sufficient skill requirements:to engage the

o ébilities of the employee. All of these w111 vary across 10Q§v1duals.

Rice (1978) melntalns ‘that variety in the JOb provxdes a vorker vith
- an opportunity for accompllahment through the use of skllls and abil-

, 1t1es vhich are personally valueq~ Vroom (1964) p01nts out that auch

| opportunlty leads to the satlsfactlon of self—aé@ﬁal1zat10n needs.

[N,

The Interactionzat Approach :
to Satigfaction R >

“

‘Job satlsfactlon has élsd been viewed as a re#ﬁlt ofvthe mutuél
1nteract1on betWQen ‘the employee and hxa wosk envzronment This theo-
retlcal frameuork for conceptuallzlng JOb satxafact1on is advocated

'-by Lofqu1at and Dawis (1969) They explain th?t the bESIC pr1nc1p1e
' V.

;of this - npproachyaa that of work adjustment. ln esserice this th‘gry '

W

"statce that each 1nd1vidual tends to strive to ‘chxeve and ma1ntaln )

'--;"correspondoncé” with the.nnrk envxronment.. Pr'ttchard and p,ter,

(1974:316) describe correapbndance aa "the indiv dual‘a fulfilling
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the requiremente of the work environmenﬁ,_end tHe vork environment
fulfiliing the requiremente of the individual." Locke.(l969:316)
subscribes to the interactionist abproaéh to job satisfaction. He

_'defines gob satisfaetion.as " e .'the'pleasurable'emotiohal steté
resulting from the appreisal of one'e.job‘es achieving or facilitating
one's job values." Thus Locke (1969:316) sees job satisfaction/dissat-
tﬂfactlon as "a functi®n of the perceived relatlonshlp between what
one wants from one's job and what one perceives it as offering."

‘This approach entalls an appraisal ‘process whlch borders upon
two other theories already described in the»conceptual fremework for
this study, namely, the equity theory ahd the discrepancy theory. .
Locke’(i969:319)‘summarized this approach to understending and pre-
dicting job satisfaction és follows:

. The causes of JOb satisfaction are not in the job nor solely
& in the man but lie in the. relationship between them. The predic-.
*  tion of job satisfaction necessarily requires an interactive

. . approach--not because 20 or 30 correlational studies have "proved”
« i it, but because of the nature of man and the evaluatlve process.

RELATIONSHIP BETWEEN JOB SATISFACTION AND
PERSONAL VARIABLES |

A number of etudles have been reported that have 1nveetlgated o

the 1nfluence of some blographlcal characterletlcs such es age, sex and

_ educatlon on the feelings of Job satlsfact1on. The review of literature

¢

discuaeed below 1nc1ude8 the research flndlngs of ‘such etudles.

| ﬁgg and Job Satiefactlon “**%f/ o S .
| "G"Y BtUdIBB on job satlsfactlon have reported a poe;txve

| lineer relatxonahip between age and Job satlsfaction. 'Some ofAsucH |

P
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studies include Chen (1977), Glenn, Taylor and Ueaver (1977), Hunt and
: Saul (1975), Bembry (1975), Gibson and Klein (1970), Saleh and'Hyde
(1969), Hulin and Smith (1965), Saleh and Otis (1964) and Porter (1962).
Hulin and Smith (1965) in their stugy'of male and female workers in two
. electronics piants‘found thaé the relationships between age, tenure.and
job satisfection wvere positive and linear but different for maie and .
female workers. - They concluded that the three variables were unlikely
to’be similarly interrelated under all conditions for all‘individuals.-
Saleh and Otis (1964) reported & slightly different finding. They found
a pos_.ive lineap relationship between age and job satisfection up to
the preQretirement age,obeyond‘whicn'the subjects reported deorements
’ in the level of JOb satisfaction. In tnflr studies among teachers both
Bembry (1975) and Chen (1977) reported that older teachers expressed
'more Jjob satlsfactlon than d1d younger teachers.

A possxble explanation of these flnd1ngs can be found in the
’prop081tlon of March and Simon {1958) ‘that vorkers perceive a decrease
1n the ava;lablllty of JOb alternatives as they become older. Lofqulst
~and Dawis (1969) state that with the necessity to adjoet to"the percep-
tion of l_imitedljob alternatives, elono' wit’hv the "increaeino need to
_ adapt to the particuler work environment,“employees will report_en
‘increase in job aetiafacfion as they become oldeé. This suggests that
.88 increeelng matUrxty and work experience brxng a realistic adJustment
in the vorkers' expectations eetisfaction tends to increase. |
, ?‘1» On the other hand, other reseerchers have proposed a U-shaped
relotionahip between age and JOb sausfactmn.. The chief proponent. of
-this type of reletxonehip is Herzberg end e380c1ates (1957) They

report that when people atarted thelr fxrat job, job setlafaction vas’

. N ) . .‘7“' s .
i&ﬁh e o w
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found to bé high. Job satisfaction subsequently &eclinea with age (and
tenure) up to some point, and then beganvto risé again.' Once the
workers' level of satisfaction increased again,.it continued for the
rest of their tenure in the organization. Baséd oﬁ'an extensive review
of the literature Herzberg provided aﬁ explanation for thése’findings.
vHe explained that the initial satlsfactlon vas a result of the "néwness"
and challenge of the job. - Some of the workers initial high expecta-
tions are often not fulfilled hence a drop in job satisfaction results.
But, w1th advancing years, the vorker's maturity and work experience
‘brlng a reallstlc ad justmeh® in Kis expectat}ons culminating in an -
increase in the feeling of job sétisfaction. |

I'Other age differences in‘job satisfaction have been attributed
to petceppual differenées of Qorking situations between the age groups.
For example, Miskel (1973) found that younger educators tended to regard
as 1mportant such factors as pay, benefits, physical worklng conditions
and opportunlty to be 1nnovative. On the qther hand, Wild and Dawson
»(1976) reported findings whic; confirmed those of Porter and Lawler
(1968) that vith advancing age, managefs tended to place moré'importance

on recognition and socisl relationships.

Sex and Job Sstisfaction : | , -

The regéarch f1nd1ngs on sex dxfferences in job satlsfactlon are -
1nconc1u91ve. While the reports of some studies indicate that there
are differences, othera report no aign;ficant differencea among the
sexes in their level of overall Job satlefactlon. o |

Among the studies which reported sex’ differences in JOb sat1s-
factlon are those conducted by Hulin and Smxth (1964), Centers and
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Bugental (1966), Armstrong (1971), Shapiro and Uahba,(1973) and Weaver
(1974). Huiin and Smithv(l9é4) used the JDI of Smith et al. (1969) to
collect data, the analysis of which revealed sex,differences in the
JOb satlsfactlon of workers in four dlfferent plants. Theif results
showed that in three of the four plants, female workers were less
satisfied with their overall job situation than the m?les. Females.
were found to be slightly more satisfied'with their pay; but less .
satiefied than the males with prbmotions, supervision, co-workers  ahd
the work itself. ,‘ | S ..

_ ﬁesults slightly different from those of Hu}in and Smith were
‘obtained by Shapiro snd'Wahba‘(l973),and Weaver (1974) in their studies -
. of emplb*ees in peblic service-type opgahizations. ‘They reported that
wvomen who were deseribed as cereervand professionally oriented; vere
less satisfied with their level of pay, tate of promotion and}their
overall JOb satisfaction’ than vere their male counterparts.

Some etudles have found no slgnzflcant dlfference in the level
~ of job satlsfactxen between the sexes. They include the stqdles reported
by Manthe (1976), Sauser and York<(197q), and Weaver (19782}' Manthe
(1976) fouhd no aignificnﬁt difference in the level 6fﬂjob satiefaction
'betveen men and women who were employed in the Uest Virglnza Unlver31ty
'Extendlon Servace.' ‘Sauser and York (1978) carried out a study designed
to test the hypothesla that the obaerved sex differencee in job satxa-
‘fhctlon were due not to the 1nf1uence of sex per se, but rather due to
.the effects of several varxablea vhlch covary w1th sex. Biographxcal
and job eatisfectxon data were obtalned from 154 mala ‘and 326 female
| atate government employeee.‘ They raporgad that the s;gnxf;cant observed
f"_differqﬂpes (male greater than fenale) in satisfactlons with pronotxona

-



and work did not hold Qhen the effects of age, educafion, tenure in the
organization, tenure in presgent position, etc., were held constant
through analysis *of covariance. As a result, Sauser and York (1978)
concluded that their study demonstrated that "there are a numbef of
: vafiables wﬁich madify the éex-job satisfaction relatipnéhip." )
In-fhe educationiSQEtor,-the findings on tﬁe sex-job sgtisfaction

relationship havé begn equally inconsistent. .Chagg (;951),1H01daway
(1971, 1978:75), Belasco and Alutto (1972),_Wickstroﬁ,(1973), and
Lortie (1975:91), all repofted sex differences in their studies'bf job
satisfaction of teachers. Ea‘h found that female teachers reported
more satlsfactlon than: thelr male counterparts. Research flndlngs
contrary to these vere reported by Hollon and Gemmill (1976) following
their study on a dlfferent population comprising faculty members in
seven two=year public community-colleges iﬁ the U;itéd States. They:
v found'tﬁat w;men professiopals in academic positions experienced a
lover level of overall job satisfaction.

) It seems that some’of the studies in which sex-job satisféction :
differences have been found Bave been conducted in situations in which '
the conditions of 'ork remain dramatlcelly dlfferent for the sexes.

2

| In such a situation, the reports have tapped the dlscrepancy for the

 employed women between the objective conditions and their subjective
evaluations of their vork. Weaver (1978:271) sccordingly maintains.

that: . 3 ,
1x:z}glven sltuatlon, if the sexes are unequally affected by the
determinants of job satisfaction such as wages, prestlge, e« s o OT
other influences such as social norms which differentially 1nter-
vene between job satisfaction and these determinants, then sex’
dlfferences in JOb satisfaction can be expected to result

Weaver's point of view supports that of Golemb1ewsk1 (1977). Golem-
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biewski found that when only sex differences are considered, the data
more often than not'support the common stereotype that the sexes derive
different satisfaction from work. He cbserved, however, that the sex-

F 3

‘stereotypic view gets little support when the differences in hierarchicgl
rank are also taken into account. Hé concluded that gr;ss'male.versus
‘ femgle c0mparisons in job éatiéfaction without control;ing“for hier-
' archical status may. be misleading where ‘the research population is
heavily weight;d by'feﬁales vho have low hierarchical status,
In summary, substantial diFferénces'betweéh the sexes in satis-"
qutlon with work need not exist if the condltlons of employment are

more or less comparable. The observed differences in job satlsfactlon

between the sexes may be attributed to other factors which covary with sex.,

‘Level of'Education,and Jab
Satisfaction

One bibgfaphical characteristic whiéh all vorkers bring to their
;jobs is their educational level. Some studies in the literature report
that educatlonal level 1nfluences the worker's expectatlons concerning
Jjob rewards as well as his job perceptlons in general, such that the
hlgher the educational level the higher the worker's expectatlons. . Such
) studles 1nclude these of Vollmer and- Kinney (1955), Singh and Baungartel
1966), Friedlander (1966), Klein and Maher (1968) and Seybolt (1976).
/<§ | Singﬁ and Baungartel (1966) found that among airline mechanics
"the level of e&ucational acﬁievemenf bears a pogitive relationship with
. advancement motivation." ‘This findiﬁg is supported by Smith et al.
(195?:101) who posited that "eﬁqcation is likqu;to be an index 8%_

sources, of satisfaction; with bettegreducéted vorkers more likely te

ed
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occupy situations vith more desirable features.".
There is, however, some evidence that suggests that employees

‘who have acquired higher\EQUcation are less,satisfieaﬂzgth their pay

than thelr counterpa N lover education. Klein and Maher (1268)‘

RN

maintein that.a key'l _ %?etermining salary eatiefaétiOn is the

';.g“ . & A 3
pdiyidual compares himself. The explana-

tion for t*&ai‘s"'pré.l, - ges on tn&eqult/theory. Lawler (1971)

'strongly malntalns that av$ETson with more education has higher per—

1Ce19ed 1nputs and even w1th percelved JOb opportunltles belng equal,
. will be more dlssatlsfled
The fgenerali;ébilityvof the studies which have reported a
posit;ve relationshin between educational level and worker satisfaction
is open to queseion. The.subjec£s in such groups (Singh énd-Baun- .
gartel, 1955':;‘ Klein and Maher, 1968; Seybolt, 1976) had a limited range
of eduycation. Of special interest, hovever, are etudies in the educa-
tione}.field'reported b} Brown (1976) endVChen.(1977). Brown’ found-
f'that educational administrators who hed doetorates reported signifi-
/cantly greater satisfaction from their jobs than_their colleagues witn-
out doctoratesl The result of Brown'e finding must be interpreted vith
caution as it did not compare beginning admlnlstrators w1th ngher
degrees to older admlnlstrators vith lower degrees and hlgher ranks.
On the other hand, Chen (1977) found a significant negative correlation

. .

. between Job satlsfactlon and teechers educatzon among teachers 1n the

ﬂﬂap\:llc of Chlna. B r
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RELATIDNSHIP BETWEEN SPECIFIC ORGANIZATIDNAL %§
VARIABLES AND J0B SATISFACTION ; H

ifh?rg has bgen‘oonsideraﬁle feseérch aimed at determining the.
effeéts of cerfain organizational chafacteristics on ' job sat?sfaction.
This section of the literature review is a summa:y}ofxthe findings
regarding relationships between such variables as occupational levels,
péy and promotions; and intef-personal relationships, énd emplqye; Jjob
satisfaction.

Jgb Level/Rank and Job _ }
Satisfaction - _ - . }

\, —

A

Much attentioﬁ“pas,beeh focused on the relationship between
the hierarchiéal.job level and'eﬁployee job satisfaction. There is a

conéistent’body of evidence which shows that the higher a worker is in

Y

. the occupational hierarchy, the higher the.individual's Jjob satisfac-

&

tion. Thls evidence comes from studies reported by Herzberg et al
(1957); Vroom (1964), Porter (1961, 1962, 1963) Waters and Waters
(1969); Wild (1970); and Kaho (1972). Kahn (1972) repogted a linear
rélationship between occupational prestige and job’satisfaction.
Porter investigated the differénce'in need-satisfactions among

various grqyps of managers. - Porter's results (1961, 1962, 1963) showedf,

an increasing level of_job_satisfaction of ménagers relative to their

level in the organizational hierarchy. Herman and Hulin (1972) reported

similar results. Ténnenbaum et al. (1974) stated that it is not

surprising that such avrelati hip-shoﬁld exist since higher job

levels frequently offer m?r :pey, more power, more autonomy, higher

soc1al‘status, greater’ responslblllty, greater dlscretlon and more
e _

13?'. ;:L | , 

task variety and complexlty.
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In educatlon, Chen (1977) in his study of the Job satlsfactlon

of school teachers in the Republlc of Chipa found that teaehers in
admlnlstratlve p091t10ns shoved a h{gher level of satisfaction than

- | 5

d1d classroom ‘and general teachers, - : _ .

~

Pay and Promhtional Opportunities and

Job Satisfaction

‘' There is some evidence that the pay an individual receives is

“of major importance in satisfyingavarioue_individue; needs (Lavler,

1971). It 1is therefore possible that pay may be cfueial in a given q

individual's job attitude. Both Bembry (1975) and Chen (1977) reported

p

a 31gn1f1cant positive correlatlon coefflclent@Petween JOb satlsfactlon )

-and salary. -Hinrichs (l968:501)vf0und that, pay did :epresent,a.yery

D

important component of job satisfaction and dissatisfaction for employ-

ees of all levels, while the components of Ehe work context thch vere

most 1mportant in contributing to overall satisfaction dlfFered for .

dlfferlng levels of employees. - -

q

People tend po move up in- the hiererchical order as they stay .
longer wiéh\the organiiatién and-asfthey become older, in which case
all othér things being equal, pay, promotlonal opportunities and rank
would tend to be p081t$vely related to job satlsfact;on. Korman (1977:
224) p01nts out that pay and promotlonal opportunltles are "tied up
wvith occupational lexq;s and also have social prestige themselves."

Korman further p01nts dut that each of the varlablea also has the

capeg&ty to fulfill an %ncr3351ng number of needs thevmore they are

.increased, thusumeeting the. personal-fulfillment component of job

M
R A

:qsétisFeEtion. Clearly related to pay and_promotiahal opffartunities is
TR . : " @ >

B
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a3 the fuwen qf,?ars af' expenence A md:er of studxes carned out in
edmuon !uvg_ reported a significant pom:ive relationship betveen the

m.wer of‘ years of teachmg expenence in the present posltmn and Job

sat:.sfactmn. SR ERT

‘ Intemmsai.,;relatmns pervade all orgamzatzons Such 1nter- '
53 act:lm prevaxl anong all vorkera uth thezr 6&.vpt.atlox:s, peers and subox:-

dimtes. He,czberg et a.l. (1967) regard mterpersonal relatlons as 8 .

-

1 ,atuch.ee hav‘e.,been reported in educat vhoee f‘mdmgs are not

eompleuentéry. Sergmvami (1967) found that "mterpersonal relatmn- '

L.

) e m mt g1ven as a "satmf‘ler" by the tewhers in- a county of

"ﬁhétudenta m a "satxsfier., : H1ckstrom (1973) hke - |




and socmlogiete. °0f epec1al mgmﬁcénce are: (1) Is JOb sétxsfac-

'vsatxsfactmn/dz.ssatlsfactxon and JOb turnover and absenteelau? The
- review of llterature in tﬁs section - w111 deal nth the fmdmge on the

relatlonsh.lp between job sgglsfactlon and JOb perfomance, Jjob’ turnover"

'ehlp \vas that eatmf‘actxonggn the _]Ob vas related dlrectly to greater f,

"and performance R 4‘ 2 ,

‘ vork behavmurs have been of‘ greet ﬂ:terest to mdustnal psychologaste :

gt

tmn a determmant of job. performance? s(2) Is Job satisfactmn the

effect of J°b Performance" (3) Does job. satlsfact.lon bear any" relatmn- .

h shxp ‘to productlvzty’l and (4) Is t%re any releuonetup betvaen Job :‘v.i E

¢ prod t t e
ané produc ivi y. v | -
o $1 ‘ ’ : : N lf' ' . ‘.
Job Satlsfactlon and Performance S N R S
_ The relathnehlp betWeen JOb satlsfachon&md performance
‘ attracted attentlon d&rzng the "human relatlons” era follovmg tﬁ_
Hawthorne studles, As a- m‘eult of the 1ntu1t1ve appeal to the human v _
relatlons theonsts the earhest hypothesls regardlng th.ls relation- ® ffgf ,

perf'ormance and product.lvity. Hany etudles tﬁ/e emce f‘alled to

Te

X eupport the exietence of:a hnear relatxms‘tup between job eatiafaction

4 . PR .

Brayfie.ld md Croekett (1955) nre the ~f1rst mear rs ,to'

v":

Ry out 8: cohprehenslve rﬁviev of reeearch on the relati

waim:;but attr:l.putad the absm of q relationship to pombu-’v‘-” e

. & Rt Lk
\: e U

mo@ m %mmt LA f‘urther _ rtvm ,nf, corre. , tioml etud.les
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?i " 1/  in th1s area was carned ‘out by Vroom (1964) He- reported ] etatistlc- ‘
Foam o ally ms.lgmﬁcant (r = .14) med:lan correlatmn betveen employee JOb

aatufactxon/and vahous measures of Jtﬁ performance

'; i o
= . model For the relatmmhlp. Pprter and Lawler (1968) stated
oy ormaace leada to satlsf‘actmn and that perfdrmance is ‘s func-

T tfon c}.the combined effecta Gf'ﬂéfforts, ﬁtnhty and role perceptlon. o

;?f;‘/ fji{fl':,', TQ;;J;/B bmodel haa beeg) supported‘ahd extended by Locke (1970), Cherrmg-‘,- .
, tcm, Reitz and Seott (1971) and Slocum (1970, 1971). Whereas Porter
"/ : ; : and Lawler (1968) end Locke (1970) maintain that perforrnance is ayu;:ch B
‘ | stronger eaugﬁe of job eatngaction than the converse, Slocum, in hls o
| tvo studaéa'r_ .(19%‘ mn found that Job sauafacuon and perf'ormance

'j vere mox‘e closely related for upger than lower lawl managers.' It g‘aa

SR the causal relat;oneth amng theae vanables that me miaaing in all
the reports cited ‘ : T |
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" and,the quality of job performance._

_,sat1sfavtion-performance relationship as need,:'

:‘and Lawler (1971) reported stinilar reeults. , They hypotheeize that |
'g,perfd'mence vill 1ead to eatiefpction of highet level needs if the .]*

(1974) found that the overall relationship betueen aatisfaction and,e

: performance was slightly positlve, but the direction of the relation—vf'

V.ship vas not clear enough to deduce causality. On further analysis,

Wanous found that when job satisfactlon vas separeted 1nt9 1ntrinsic : N

and extrinsic components, the data suggested that performance causea A

'1ntr1n81c satisfaction and that extrinaic satisfaction causes perfoq

found that among hOQQStal workers, where salary vas linked to perfor~

‘\l

Other researchers have 1dent1f1ed the moderator in the JOb
ngths. Slocum (1970)

: found that performance and setisfection were aore closely re atﬂd for .
the higher level needs cnmmonly aaeociated vith 1ntr1d§1c revard@ than _
they were for the lowes" level needs. Porter "and Lavleﬁ (1P69) and Heckman f;*

la/

‘tasks prov1de opportunities to do a me.ningful and 1dentif1able portion
:*‘of ‘the. 'ork, if they reeult in outeeneo thot/b!o-intrineieolly mean- .
| ~;ingfu1 or othernisewaxperienced as vorthvhile by the 1nd1vidba1,
“Vﬁ.vif they provida feedback abbut uhat has been aeconpliahed._ In addition, i.'

,"':ﬂft (1971) auggoet thet variatioqp in enployee need- .
Oo:topreoent an.iuportAnt moderator 1n the. job perform- ’

hlltionchip. They posit that “indd. iduale mh "

ance. This finding supports that of - Schneider. and. Olson (1970). Thky gy

K P ..-‘-":;v',fg ‘{ .
ance a higher correlation existed betveen satisfaction thh salary XV

G
o

L
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hlgher growth needa uught show a stronger relatlonehlp b;tveen perforn- _

ance and JOb aatlsfactlon on relat.tvely challenging taska \\than 1nd1v1d-

e

uala with weaker levele of growth need-strength. Other. re earchers-
" have: malntalned that to examlne the performance-satzafactxob relatlon—
ah1p it is worthwhlle to categorlze Jobenon the baala of vhether th y
are mgh stmulatmg or low st.lmulatmg Jobs (Ivanceuch, 19&9 220)
Thla approach to theggmmatlon of the relatlonshlp betveeﬁ &t
thﬂ and perfbrmanbe tiad been utlllzed by Baird (1976) in hai? kge;ip

gla employees in 8 state agency. He f'ound that analyezs of v e

2N Vi
8818 that on etlmulatmg Jobs, eat1sf‘actmn would be poartlvely relate i

' to performance.. ,
-

| ~ Given the above array of f:.nd,mge & number %ﬁuthora, mcluding
‘_: Locke (1970), Schuab ang Cumings (1970). ‘and Suterneiqgg (1971)
X . " _ ma:.ntam that e1ther caueal relatmnshlp could exzst between Job
| \ aatlafactmn and job performence dePBndmg on the, workere value system, -
and the"'type of working environment. To, this effect Steere (1975:618)
5 euggeats the neceaezty for conaidermg both 1nd1v1dual dszerences and -
' vork environment character;latxce in any model relating performance and
| rewarde to reeultmg Job satiefaction. Steere' euggeetion complementef ‘
thoee of Herman (15?73). T o o s '_ R
_ Herman‘a 31973) "Situatxonal C@ting@elea” ;uodel eeame to ;"
provide en oxplenetion to’the conf‘ualon regarding the Job attitude-g_)ob [
perf‘omance relatzor)abip. Hemen coneaptualizea Jjobr att:.tude as dn C
aff‘octivo reepmu to eoma ati.nulue or "attitude ‘Bb,ect"-a prediepoai-

itlon toA act ot to behave in a egttain nemer, She deaeriben job por- J b

Caen




stands as a complex'eummery‘meeeurer; Sheﬁhypetheexzes thet 'hen the
fcontlngencxea surrounding the srtuatmou;1n ihj%h~gob perﬁornggce muot

" AP o
e R

.occur are highly structured either in the phyelcal propert1ee of the

' task or the” characterlstlcs of the work eltuatlon, en attltude-perform-

-1

ance relatlonshlp cannot be expected. In such a case there vould be no
-job satisfaction-performance relatgﬂﬁ@hfaﬁ On the other hand, Herman

malntalns that 1f the Jjob behav1ours are pr1mar11y worker controlled;

that is, the ‘worker is free of eltuational constralnts 1n chooslng

‘among behavloural elternatlves, then a job attltude-Job performance
'relatlonshlp wbuld be expected; In other words, the reported relatlon-'.
'7eh1ps are Just meesures of the degree to wh1ch sltuatlonal contlngen- E

'c1es structure the performance eettlng. o o _ ' o f”

R
Job Satlsfactlon and Product1v1ty

L11<e performence, product1v1ty has not been ‘d.lrectly hnked %

N with JOb satlsfactlon._ There ere 1nd1cat10ns, however, that,dlssat--"ﬁf;
o 1sf1ed workers have hzgher turnover ratee and absenteeiem retes then _:"
ﬂiteegiefied workere (Gu1on, 1965, Lewler and Porter, 1967) DuBrrn ; h
\(1%?2;264) mainfgina that the leck ofﬁdxstinction betveen satlefaction ‘
"'_,__\ ' d‘!’-f&i;atton le‘ﬂs/to 8 lack of ‘understanding regerding why dob é

?:; does qpq?nebehsarily lead to high productxvxty. He aug—
| teg 'inddviduele are content with jobe thet do-

,,._.zeetiafaction is low. DuBrin

s ufi;
coN
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” },1 ,_related to mploy e -t}#nowr. Other reeearchere, eueh ae Hobley v
eI, kocks (1915, 1#&), Waters and Roach (1971); Hulin’ (1966, 1968),
L Vsoom (1964) and arayfield and Crockett (1955) reported eimilar findingsw

that the . two are npt 1ncompet1b1e eﬁd‘that 1n.fact there is

tthat they can’ be echleved together. g*,',t 3 4‘ 'Qdf7-f

AR

g
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i o

?etiefection else'here. ‘
‘#iétf ' Baes (19569 suggesta that a product1ve worker may manifest

more dlssatisfactlon with certaln con£l1ct1ng aspects of his work as

| a consequence of hle 1nvolvement end lnterest in the work. This view ‘
is further extended by Lswler (1974) who malntaxns that pr satisfac-
-.txon does nat cause employees to. work harder.' In other words, JOb ‘
.'satlsfectlon does not necesearlly lead to h;gh productivxty. A modl-

B fled view is presented by Brayfleld afd Crockett (1955) who state that

‘.

B hrgh product1v1ty and job sat1sfpct10n can be expected to occur together
.- only. when product1v1ty 1s percelved as a means to 1mportant ‘goals and :
':when‘those goels are. achleved. Katzell and Yankelov1ch (1975) contrlb-

© . ute to the Iatter view. Much as JOb satlsfactron has not. been direct}y

"..llnked with product§v1ty, Katzell ankelovxch (1975 71) belleve

R »
. 4 1
R |

pv

Some reletlonehlp hee-been found between JOb satiefectlon and;

lt%work rejated JOb eecepe behavioura euch as turnover and abaenteexsm

. “‘r¢,‘"d eypn jgb hehnviours such a8 filrng grxevances and eahotege

An exteneive revieu of litareture by Porter and Steere (1973)

l

'Fdovers mithghos (1973) found thtt enployeoe' reeems for ataying
\ ;:{“,m Y 3«: vamd vith tho job mei cnd vith mk v.lua.. Theypindi- e




‘. _oontext of JOb market ‘conditions.

" on the turnover.

52
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cated, for example, that higher skilled employees vere more 11kely to 2

stay for Job setxsfactlon then for external factors, whereas the reveree
vas true for the lower~ek111ed employees. Flowers and. Hughes (1973)

also noted that the reasons for staylng may not be slmply the oppoelte fﬁl
of the reason for leaving. - ‘ |

, A The reasons for this’ lack of .a simple contlnuum is expls.med’vc
by Newcomb et al. (1965) They poxnt out that the reletlonshlp bstveen‘ |
sg?itudes and behaviour ie.not a direct one They melntaln that

behaviour is a functlon of a number of attitydes and the situation in
whlch the ibhav;our occurs.r Slmllarlf; Herman (1973) and Hulin (1976)
both report that the d90131ogi§f en employee to leave an orgenlzatxon

may be effected by other factors than Jjob dlssatlsfactlon such as the |

svallab111ty of an alternatlve JOb, the individusl's age, the posel-

"U§I1ty of secur1ng the slternatlve Job and the 1nd1v1dual's ablllty .
_ to malnteln the standerd of living supported by ‘the. current JOb In' 7

e other worde, they ma;ntaln that turnover is a decxezon mede in the -

'=&. Th1e explalns wvhy Mobley (1977) presented a heurlstlc model of ‘_“

_,the employee w1thdrawal deczslon proeess. He suggested thet one of thejt
| fnpr1msry consequenoes of Job d1eeetisfactxon is to etxmulﬁts thoughts |
»a_of qu1tt1ng, leeding to on evaluetlon of the expected ut111ty of searchyi,l,fl
| 'the xntsntlon to quit . and Finally a decie;on to- phyelcally withdrsw. . |
: T,Qyilhteqmodel the availabii&ty of elternetlve employment (baeed on the

.vecsncy rate and employment levele) vould exsrt a signzfleent Jnfluenee -

o

Mobley et sl. (1979) found @ high negat.we con’htion betveen o

. '.A‘

"setiefact1on and the frequeney of thlnking of quittlng. Ihis finding wae
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complementary to that of Atchmson and Lefferts (1972) that- the fre-
quency with vhlch people thought about quitting the.lr JObS vas s.lgmf:.-
aantly »related to the-actual termination. . Imp11c1t in these . fmdmgs |
J.s that satlshéﬂ n@hoyees are most 11ke1y to be committed to the JOb
: '-2?‘ and theref‘ore, less 11kely to qalt. The reverse is also equally true
| (Gumn, 1965; Lawler and Parter, 1967; Lavler, 1973). " Lavler (1973) s
“in Ius !ev:.e\v of stud:.es on turnover concluded that @satlsﬁed vorfzars
] were mdre 11kely to terminate the1r employment than satisfied workers. -
’ o .March and.S;m_on (1958) conclude that the greater the individs
uel"gs';éﬁgt?sfact.ion' with_the job, the less he is likety to desire to-
;.‘change"j'dlﬁs, and the greater the extra-orgenizatli'onal‘ al‘ternati\)es for
' an&tﬁér Jjob, t%ﬁoreater' 'ia the perceived eaee of movement‘; : To what
-t axtent these f‘mdinga can be generahzed to professxonal educators in .|
- . “' : hlgher educatlon is open to questmn. Metzner and Mann 76) po.mt .,
i y* ' \‘_,oﬁ that the negatlve relatlonsh:tp between JOb satlsfect on and absen-
| teeisn would seem not- to hold for individuals in highly e’kllled Jobs
and “higher occupatlonal levels. _ _ . R
e "‘é:}JA . ’ : . E o . - \’ M.
L‘i o m@akv,or RE‘VIEH OF LITERATURE R
R : . g o . S
The lxterature review ahovs that job satxafactmn has been

extemnvely etudxed, more so in induatrial and dther non-educational

' oituationa. than inr achool eettmgs. In epite of the extenszve research

o ' on ‘the topxc the different operctional def'i,nstmns and conceptueh-
v S . B B} PR . W . -
; J/ PR zat'.ion'e,have 1 _aaurmnt problem ﬂf‘ epeciol controversy '

is thb qunt\ibn of the v,,gf 1mortance ratinga ifvcomputing overall

: lctiafuction. The resenrch reviugd indicatss that mportence rating
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of the job facets correlates gignificantly with-overall job satisfac- .

.tion (Wanous and Lavler, 1972; Youngberg et al., 1962 Glennon et al.,

1960)

lhe different conceptualizations have also led to different
approaches to viewing the sources of job eatisfaction. Dn one hand,
it has been viewed as the- extent to vhich the work envxronment pr0v1des
;or the fulfillment of the worker's needs; on the other, it has been
v1ewed as a function of the intrinsic and_gxtrlnslc rewards a person

receives from the JOb Yet others such as" Locke (1969) and Prlttchard'

and Peters (1974), see job satlsfactlon as a result of the 1nter«ctlon

P

' between "the man" and the job.

* job satisfaction due to education levels have been attrlbuted to the

L

~w1th sex (Sauser and York, 1978, Meaver, 1978) The dlfferencee in

Overall job satlsfactlon has been found to relate to certain
personal characteristics such as age, sex, and educatlon. A p081t1ve
linear relatlonshlp exists between age and job aatr;factlon whereas the
relatlonshlp between sex and job satlsfactlon seems confu31ng.v The

S

maJorlty of 3"archers seem to agree that any dlfference between sexe%y
3

in JOb satlsfactlon may be accounted for by other factors wvhich covary

J

fact that educatzon raises one's levele of expeotatlon.
‘A relationshlp aleo exlsta between certaln organlzatlonal .

varlables and Job eetlafaction. The worker'e rank 1n the organzzatlon,

f'the number of yeera of . experlence 1n the current poaltlon, the level .

. S
oA

'relationahip to the worker s overell job eatlafactlon.

of pey jﬁd promotional opportunltzes each eeema to bear’a positive linear

Uhereas Herzberg et’al. (1959). whose research wvas conducted 1n a

‘;”’noh-echool aetting viev 1nterperaonel relatlonehipe as hYgxene factore,
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#2 researchers in school settings such as SaVagé (l967).abd Wickstrom
(1973) report that intgfpersbnal'relétionahips wit; students was given
by the teaghers ag h ‘tis‘fieré - |

The résearch on the relétionship‘befween jobvsatiéfadtiod and -
other work behaviours such és‘performance, productivity and turnover
" indicates an indirect relationship betwéen the variables. fhe reaéons
" are ‘thgt the relationships are moderated by 1ntervqn1ng varxa?;>§ and

e

“behaviour is a functlon of -a number of attitudes and the situation in

- which the behav1ou; occurs. In other word;,:the different frames of
referencglof employees influence their perceptiéns of job satisfac~1'7
;tion.' It is sugh perceptual pifferences in.job safisfaction asSoc{atéa

wvith different personél and situational frames of reference that thié

_ research wvas designed to examine. ' N

e

=

o
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' Chapter IV~ -

P o)

RESEARCH DESIGN AND METHODOLOGY

L
¢

The instrumentation and research methodology along witﬁ an

‘outline of - the plans for a pllDt study and methods oF data analy51s

arﬁ%gresented in this chapter. They are dlscussed under the follow-
ing headings' . .
N F
- Research Des;gn. K ‘ ¥
4‘e Research Instrumentatlon - The Questlonnalrb :
Valldatlon of the Research Instrument o . |

: The Pilot Test

The. Rellablllty of the inetrument ,é

< The Adminiatration of the Questionnaire and Data Collection 3

- The Method of Data Analysis T - | o

o R v ‘ i . Fy ’ ‘ o B :‘

« o g - RESEARCH DESIGN ;

. . X

‘ , f

The Questionnaire ) ' ' C Cod

The dﬁta that, were to be analy;ed_foi this study were obtaiﬁéd
by means of a questlonnalre. In view of the fact that the Job Descrip-
tion Index of Smlth, Kendall and Hulln (1969) vas not spec1f1cally
designed for use w1th educetors in a post-secondary edueatlon.settlng,

s

a- questionnalre speC1f1cally relevant to. the group under study was-

- desxgned. The 1ntentxon was to tap as many facets as possible which re-l'

flected the charactenetmé- of. t.gg*ﬂ% educators in Rehabxhtatmn L. .
,Hedlcine. Thls 13 in keep;ng w1fh thﬁ,!ﬁggéstxons of Smith st al. |



-

-

(1969:55), the authors of the JDI, that "to 'make "the measurement fit .-

the clime' may perhaps prove productive in measuring satisfaction fdr'

" some people in more highly skilled and professional aregs.ﬁ The items

- ip the questionnaire were developed by the researcher on the following -

-

bases: )
o :; ) (a) A series of consdltatipe'interviéws vere held with some f
educators in Rehabilitation Medicir-, - ,
. “(b) A review of the_literature on job s-tisfacticn and.mobil~

'Ety vas undertaken.
(c) Segments of prev;ous 1nstrum9nt% used by Murphy (1978),
“Holdaway (1978), Norton (1978) and welss, Davis, England

and Lofquxst (1967) were 1ncorporated in the design of the
lnstrument. | O

The resultlng queetlonnalre items vere deemed to closely apbrox1mate

the characterlstlcs of educators 1n.Rehab111tat10n Medicine 1n Canada,

and their job characteristics. The valldatlon exercise for the 1nstru-

ment is reported in the latter parf of this chapter. :

The queetlonnalre contalned a prellmlnary part and 50 items

: groqped 1nto demographic, job- facet and narratlve sectlons. The

v

: queatlonnaxre vas prefixed w1th a preliminary part wvhich was de31gned

to enaure that only those educators who met the crmteria for 1nclus10n '

inn the study. actually part1c1pated in-the study. The questlons in this

section requ1red the aubJects to conflrm that they had met the crlterla

for partlczpatzon before proceedxng,to Section I, 11 and 111 of the 'l*;j o

'quest;onnaire. e p

Section I -~ gggég gggic varzables. This sectlon of the ques-,‘

«

"~t;onnalre contalned 1tems designed to gather demographxc data on the

ek




‘~f'the revard system, teachlng and teachlng~related matters, peer and,

58

e té;;u:.‘ﬁ'.i"

Y ' A
respondents such as sqg, age, highest academic qualificatinn, academic
rank, salary level, the numher of years in the piresent schoo;, total
years 5% eroer?ence as an educator,'the'area of prinary involvement of
time, three duéstions to identify the mobility characteristics and. |

reasons for a decision to leave present or previous position.

‘Section IW- pr facet satlsfactlon;gnd facet ;_gortance. -The®

second sectlon of the questlonnalre contalnégf}l 1tems which were Judged

to be 1mportant and pertaln to the facets of the respondents' jobs ag

Y -3 . -y

‘sources of p0351ble ‘satisfaction or dlssatlsfactlon to educators 1n

v

Zﬁéhabllltatlon Medicine. These items pertalned to worklng QOndlthﬂs,‘

student-related matters, and profe951onal aspects of the work 1tself.
”For all the ltems, a 31x—p01nt, verbally anchored Likert-type scale
vas used that ranged "hlghly satlsfled" to "hlghly dlssatlsfled" with-

£
a "not appllcable“'as "neutral" point. Furthermore, each item.requ1red

T TR R

-
-

the tespondent to indicate on a8 five4point scale which ranged ‘from
'"unimportant" to "extremely 1mportant " the Ievel of" 1mportance of the

facet for satisfaction with tthjge\fé a whole. '. . : '//// i

Section I1I - job aspect satisfaction. Section three_of the

{‘w&‘“_& s

-

,queatlonnalre was 1ntended to provide respondents vith an opportunlty

to 1dent1fy crltlcal 1nc1dents they onally expe 1enced On_thef%‘v
Jobs, whlch they percelved as sour&éZE:: unusually 'ghﬁﬁoh satisfaction
or dlBS&tleﬂCthﬁ. Spec1flcally the gection con91 ted of two open-
'ended questxona requarxng the aubJects to narrate two 1nc1dths, in
their JObB as educators, vhich" contrlbuted most to their feellng of,
vunusually hlgh sat}t(actlon WIth thelr JObS, and two.i,c1deﬁis, in gﬁélr

jobs as, educators, Whlch contrlbuted most to thelr F‘h

T

[

. . . .
. : . . ~ i ! . .
o : v - '
s . . . » B ) - . o
. IR . . C_j\.\ . .. . i
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“"?on eatiaate of' the, prgpi;ion df hgeasam“m _m_halfhats the,

test ang: y‘leIded 0'993'vh
mtly reixabie to be uaed _m’ﬂls
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R aub,]edte could identzfy themsahles 1f: they requued some qumtmn on
TA tbe fiudm of' the atudy Respunees began ta artive. -withm three i

N

A
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e Responses to ma,il questiomaxres are generaily ponr Returne of
-7 . less than 40 or 50 percent are common., ' High pcrcantagee are rare

.. s At best, fhd réscarcher ‘must contend himself' v1th returns 88 ‘1ow B

o ’__~

{Jn the same problem of ‘fﬂv retutn to mail questionnaire,s, Travera ‘ ‘_‘

SR (19‘9 1”* points aut thate ® L /

,’ionriaire of ‘some interest to 'thé recipient may.-be expected -
© . . .. to Wb only-a 20 percent retypr, even when conditions drefavér-
o 3 © able. ~ If non-respondents ‘are contacted a second-and & third time,

T D the return may be increased to-: percent._ DnIy 'rarely does it |
AR ,reach the 4o percent le\Ie.‘l (pp. 199-200) | 2. J i :v, -

-: ;'f . . The methods of"g maximzmg returne have been bhown in the htera- ‘

iqnt,ees of anonym;ty (Ma Bﬁﬂqal'f""

mm ef.gl. i%l)' usegf mﬁ”’&w (Roeher. 5‘963‘). ae oF.- l
‘ F\_!’Qg?al, conﬁlb%ﬂﬂd attractive pover ﬁt'ter ‘Qartan, -

’"The rgturna we,é a littlc




: _' reeponaea from a11, ﬁtograms'., The rate of mtum by 1_'_:» 'u
. Vmg frw a lw_of‘, 68‘.7 perceﬂt to a hlgh of 100 percef'

L

_ in'Table i Smea queat,lmigge wfe s_eht,to ‘all éhg,ibbe educators "'* |

*

. A : ' .
'Jach gducator nad an egﬂe], prob- g



N S L
t v.f. 1\ . . . ..- . R
: Cim - ¥
- s - : . o
s d =z S
& . A N ‘ A i . ® . v.MJ, o
‘ . N - - T
L H A e ‘ . 2
o . ? e . kY
~ . & ‘. .
N : ? : » -’
N o
3

vocu:uu_u vcu 5@335?;33 a n_._u,._v:o. auwuuuunuuauatu

Loue:;oouﬁu:cﬁmumosv,o:u coﬁ:a

- ....%?o,a oy Tre3ep .»ESE.:@, ut pogeTduo

&

L sxsarofs ferey . suiney

"~ o ‘ebe] 4o Iequny

o m»uo_.,nam Am.uoh_ s 5 ¥
g04 .* Jo oabejuadley

S ) cmcu,:mom,am.

]




meetinga vere groupediae;:shown m Chaptet%and

Sectlon II - Jub”facet mmrtance gnd satlsfactlon.' Th;s sec- ,‘

tmn deals vith the numencal values assxgned to both the "mportance"

and "satxsf'actlon" dme ',

gns of'r ﬁae Job faceta on the queatmnnalre.

In order to be consxst ','_ th tﬁe conceptuai Franmmrk, for. eech job

'

facet on the questmnnaire the numencal ratmg easigned to the ltem .

by each reSpondant was tranat‘omd, 8 4} for hzghly satlahed (6).

+2 fnr moderately satxs" ied (5), +1 for avhghtly satlsfied (a), O for’

Fra

o




,‘ TR i . o }
The BBCGﬁd otber measufe- is 8 ene-ztem measure besed on- the response t,o e

satzsﬂed are you vuth your

-

Job 8s an educator"" The third other me bure’ is the one- item meaeure -

the facet-free questmn, "on the whole, ;

’. - RS D

‘

welghted by the‘percewed 1mportanee of one' s work 1n one' P programe. b -

L2 3
Y In order to establlsh the extent to Uhlch the proposed measure’ﬂ

‘mof overall satlsfactmn for thJ.s study compares f‘avourably or unf‘évour-y'

s ebly wzth t.he other three measures of overall Job satlst‘actlon, the

z Pearson product-moment correlat:?- coe-f.f'lcients were computed using the h

@tatlstlcal Package for Social Stiences program (Nze et al., 1975)

‘aﬁ' o
N & 'z:- The f‘ollong steps were followed e ) zy ?

,’V"__g - »;‘ ) (1) The ‘unwe:.ghted facet-f‘ree (FFS). mdex of overall sat),sfac-,
” 't1on was obteined from the responses to quest onnalre item #aa.r

S @ The we;ghted facet-free (FFS x FFI) 1ndex of overdll sat-
1sf'ectmn vas obtamed from the product of the reeponses to .

i : S S questmnnaire 1teme #ae end.n,g, ‘;,,

(3) Ihe second un\velghtedw : w.v‘t"weetxef‘action (JFS) 1ndex

_,V.was obtamed by avengmg eech reapondent's ratings of m.-

. , - factmn on the 31 job feceta on the queetionnnre. ' -

B (4) Tha final inde; (JFS x'JFI) vae obta.ined from tha average
T ':'of the ra'cinge of setisfnction mwted by .importcnce on’ the ‘_

;1 job focet.u on_the“questionnaire. f i Lok |
iii#uﬂmmhustheaudnnt hblhidﬁiwﬂlﬁinﬂ.1nd91pmhﬂdmiln

‘&-:A -" -




C 6
Table-2
.. C] .
Pearson ,Product-f‘bment GCorrelatJ.ons Between Four Metﬂwods of
~ Using Importance and ‘Satisfaction Ratmgs as
. L “Indices to Predlct Overall Job Satlsfactmn ,
' N . g
~ | . e
ST AREERS R S - P
g FFS~ | FFS x FF1~ JFS . JFS x"JFI’
CFFST .. 63 Lo 6
o FFS x FFL 62 .64 o
~ " B ' , ﬁ: JFS . ‘. . v\ i sl ": '*'.'_. 3:;0% . »a'l',.' ' .98 - ) .
<t 3FS x JFI e T Iogwd,
- N i EERI . e
No't’e: ALL correlatmr;s were slgmflcant 8 -.001 level (and rounded to’
; two decimal places) v , .
: . B
correlatan coefficxents denote subétantxal or marked relatxonehxps A
S “with orre another. They are all ,diffarm f“ 2880 at‘“the .om leveluu-'
( y ’ o "
: : The corralations betwaen the facet-related indicea (JF S and JF S x JF I)
. . ~Q"‘(.’ PO v
appqn tn bc bu)hor tshnn thou of fmt-fm mdim‘. : S

_f'i' ,'?;j_ fv,Em'“though tm' iﬂ)ortnnca-uxghud fmt utiafmhon meamro did not[ 7




an homoqeneity of variance (6) tlp contribution cff the factq;'s to the

e e

as a su1table measure to employ in the study

[

Anelysls of Variance: In the sectmn of thlS study where the- ma,}or focus

vas a comparlsop of the job satlsfaetlon of sub-grougs of educators

formed on their demographlc varlables, extensi’ve use has been made of B
descrlptlve statmtl.cs such as means, stmdard devi&tlons, frequenc:.és

[§

and percentage f requenc1es. where compariaon_s gmdng sub-groups have

w

-been made: wfuch mvolved non—dlrectmnal hypotheses, bt dec.181on ‘was &

:'Jt =]

31gn1f1cance. One statlstlcal procedux*e used 1%’%’$mg the statis-

_t.\ﬁl d1fferences Between the s@:oups vas L

. L
variance. - S R
N w . . . - y v

’ Smce most of‘ the 1nd&p!ndent vanables were

and tr\e dependent varlables were J.n mtetval scale, the F and t tests .

vere used in- the analysee. Accordmg to»Ferguson (1971 % e

" .« where the treatment, or mdependent vari ble s nonunal the .
analyszs of the data cannot.be extended beyc)n the F test ap lied
‘ta- the group means and t:he companson of ‘means ezther two a¥*a -
tune or in sub-grqups IQ , : : \ :

4

oo - In this study, F test vas used for all&!r-gmp COmperlgona. . - o

: _’;'_:Mere F was-found to be slgmf’lcent beyond the »05 level the nature of C

) , ; _the J.mphed dlff'er’ane\ vas sought f‘urther thrbugh the applzcatlon of' the L.
° Sct)af fé’ methmd of mul’ﬂple cowpa:;;sona. " In. the usg of p&ametnc tests , “ o
o -such aa and= t tests, cex‘tam eseumptions are J.mpli*ed‘ (1) random ’ﬂ a0
.sé’mplmg (2) vsriable& undar study are randnmly distributed (3) there 1“.,“ 2 ;

‘rim i’ hdditive. ' I" 'ﬂ” °f th' hlgh rate of rsturn and the ﬁ L



e e satpneen

were :normally distributed

- Ihe Scheff‘é methq%qf multfple compatlaons is concerned vith

'the probabllzty of‘ reJectmg .the null bypothesis when 1t is true, a

‘\"& .
Type 1 error. Thls method has been descrlbed by Ferguaon (1971.271)
\

a mo;e rlgorous than other multlple cémpanaon methods w1th regard to - ;
Type 1 error.’ Among other | advantages of this method accordmg to o

B

Ferguson (1971 271) is that 1t is not sermusly affected by.,vmlations :

of the aasumptmns of normahty and hotno*e,lty of varlanoe, unlesa o
g, ’«__ .

’ t‘hese are gross.‘ Ferguson (1971 211*) suggested that smce the rigoroua
4 nature of the :Scheff‘e‘ procedure wJ.lI lea&ftd ?‘e\ver -algmucant results o,

e
g the mvestlgator may chooae te follow Schef fé's. reconﬁ;endatmn to employ

9 s > e "' ' S
‘8 less rlgorqua 31gn1f1cance level of 10 1matead of .05, -:’ IhJLs sugges- N

-

.o

tlan vas followed. ‘ S , :
« - Factor Analya.la. The Importance and Satlat‘actiqn compmeﬂts \"81‘5 éUb' : Q
s ,_Jected to factor anay.a.xs in ordeg_to J.denmfy thoae f“tm‘s "hmh ' |
;.? _'-accounte d f'or 8 1arge mcgntagg@ of the uar,iatioﬁ"ﬁmong the educat'o“ral ~“V &,
| ":";in Rehabuitation Medlci-ne. | The procedure employed ia explamed 1"‘* o T

..--_.- '.:‘_

B L N 4 . .
;e B AT T P . . . .
V.- AR X L -
' : - T
k A

| datail in Chapter vu1 ‘ SRR
| | JIJ = the 'tzve eg onsea.v The state«- .

b

o -'/_- menta provid‘d by .the rbapbndents wore aubjected to cont’ent analysis,
'mu clusifiﬂ‘abmding to tﬁp ochan providod by Harzbeffet el.‘.;. ‘ -,
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2 Ca

s :i“ 1. Achievement . This includes alL references’ to the presence

‘. oL absence of :_ personal feellng ofaaccomplashment, prof3351onal growth
.(. -

;' ' (wlthout change 1n status), scholarly work er publlcatlon, and- student

]

SUCCESS .

!A ’ -
- - oo

e

!t : 2;~vRé£o tion - ,Inélbded under thxs are reFeﬁencea made 5,' -
3 !b ’resence ;r lack‘cf‘it -Qf p;aléf; comméndatlon, nomxna;'y;{»l
,wtldhs, award (frpm othqrs xgcludlng.éd;egxofs, peersr students, rele~
}Qh» tant others) for the WQrk~dZne.l‘ fiigé”'(: . J‘j '73 - E

.
- . ‘-‘ ;..~

9w;$h regard'

3
or-
/)

.’_,_ d '_,.: 1.

@y st BN . o ‘o

L RN 3;3. &dvancement e Under thxa cabngory vere al& references made,

) 14 ard to a feeliﬁg of growth or lack of it _on the JOb whxcH br0ught -_av‘

F
'“change in status such as promotlon, and academlc tenure.

a

Regbon81b111ty - Eﬂxs 1nc1udes all statements 1nd1cgtlng

sat;sfactxon‘nr dlssatxefact;oﬁ\arxslng from the reapundent & own- "J‘

2

exerc1se of authofity and coatrol over people o things, ga1n or 1088

) i s RYa . v ) . .

R of autonomy and xndependent actlon, and- being accountablecior own - ~,#_
.' ;'behavmqr or ithose of, others. D L ot .“_ }_ ‘~' L
M 5. woPk Contiht 4  Under th;s category were codqqﬁall posxtxve

Gt
‘. -
R .

B and negatxve referencea regarding the extent to which the vOrk ia iMpor~
~tant, a;xmulatlng, verzable, challenging,; 1112ee the sk}lls ur hbllity,

y_and repreaents necgasarx;or unngcaesnry busy work.,;;agﬁ,ﬂ - ‘ﬁ:,v'rg‘ jf'$§ e




71 ’
with each other,.presence or abseqse of help, cooperation, and communi-
f .

catidn.

8. Inter_personal Relatlons wlth Studept - Any'reference to’

getting along ¥ not gettlnq along w1th students and obtaining or not

-~
™

obtalnlng student cooperatlon wvas. coded here.

' 9. Poligies -and Administration - ThlS contains all references
_ ro - - ,
relating to academic policy implementation, quality of leadership,

delegation, consultation, supportiveness of and comrinication vith

.

..~ administrators.

10. Reward System - Under this category were coded all refer-

ences to salary, pay relativevto amount~of‘60rk, merit awarded or denied,

Justlce or 1nJust1ce in the institution's remuneratlon. ~

11. -Constrarnts in Personal.lLife - All references with regard

~ to subtle pressures, expectations and demands on the job that affected

the respond nt s personal life or phllosophy vere coded here.

The frequency counts of the occurrence of events in 1nd1v1dual
categorles vere computed A chi—square analysis was used to find the
51gn1f1cance of differences among the proportion of events that fell

into different categorles,'followed by a t-test to determinethe level

ll

of significance.
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‘Chapter V

ANALYSIS OF DEMOGRAPHIC  DATA OF RESPONDENTS
. | )

R .
~

Questionnaire datévoh the demographic characferistics'of the
respondents arefreportee in this éhapter. Column counts were run on the
i?mggraphic data provided by the EFspbndents.i A‘wide range‘was evident
on each -of the variables classified as peréonal, organizationai, profes-

sional and mobilily characteristics. These characteristics are grouped

_and reported below.

/> B ' 7

 PERSONAL CHARACTERISTICS

Table 3 contains data which shou the frequency and percentage

distribution of respondents on the indebenaent vaf?ables classified as
! [ 4 ’ N
personal characteristics.

=

Sex. e

$ince physical and occupational therapy are "traditionally female"

4

professions it was not surprising that there were almost four times

~as many females as males among the respondents. Of the respondents,

78.7 percent (74) were females anc 1.3 percent (20) vere males.

J

Age

Approximately 43 percent of the respondents were under -40 years

of age, 32 percent reporiru their agég as ‘40-49, and almost 26 percent

A 1

74

e



Table 3

s

Personal Chardkteristics of Respondents

N

75 -

<Responde’ ¢s

L3
Characteristic Frequency Pe czenyay2
Sex N
Female 74 78.7
- Male 20 21.3
Total 94 100.0
Age
Unde: ~0 40 42.6
W -6 30 31.9
50 and . .er 24 . 25.5
Tote™ 94 100.0
Academic Loa_.rication
Undergrz nate Professional degree 23 24.5
Teaching .ertificate - No graduate degree 22 23.4
Master's Degree \ 44 46.8
Doctoral Degree ) 5.3
94 100.0

Total




N

76

were 50 years of age or older.
: -

Academic Qualifications _ s LT

in vibu of the fact that there ingycontinued increase in the

pursuit of higher- edueation through part-time programs, the academic ..

%
(./O. of o

qualification for the respondents was not measured by the humber?SéAfip
7 . oL e

years of post secondary education as is the usual practice. Instead ..
) B '.v‘d o’ oo

Dy - z

_/EEE}I académic,qualification vas based:oh the higheqt:degree:oriaébmoﬁngg .

L

attained by the respondents at the time of the studyJ; [' f"f*; _;
Among the‘respohdents approximately one-quarter (Za;s‘péfcehtfif

indicated that their highest academic qualification vas an qnderéféd}g
uate professional degree in physical and/or QCCupational thér3py;7'tJ
Those who had teaching certificates in addition to their basic-profes--

sional qualifications constituted 23.4 percent. Almostﬂb§?f dfﬁthei_'
total respondents (46.8 percent) had a Master's degreg,ﬂ Fiyé?reSpoa—

) ~ ; A\}luv‘ . /.. )
dents (5.3 percent) had Doctorates. o e e

al

ORGANIZATIONAL CHARACTERISTICS

s

The frequency distributions of the respondents-on the variables

classified as organizational characteristics are tabulated in Table tE\N_M

Academic Rank

' . The data on the respondents' ;cademic'raaks in their different
iniversities provided four sub-groups. Approximately 18 percent of
the respondents held academic ranks lower than assistant professor, while
| 44.7 Percent held the rank of assistant professor. Thirty-three percent of

the respondents were Associate professors while 4.2 percent were profgssors.
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Table &4

Frequency and Percentage Dlstrlbutions of Respohdents

Based on Their Organization Characterlsilcs
{

Respondenfs’
Chafacteristic _ _ | Frequency "~ Percentage
. o
Academic Rank
Below Assistant Professor Rank - ' 17 18.1
' A531stant Professor = «. A B o4z 447
Associate Professor v 31 - 33.0
. ‘ ~
" Professor | _' / ’ , 4 4.2
Total T 9% 100.0
. 1979/80_Salary ‘ ' (
' $21,C70 or less 4: : v 19 ZO.é
421,001 - $27,000 o 38 ° 40.670
.: $27,001 - $33,000 ; | ' 24 25.6
over  $33,000 R 13 13.8
Total , 94 100.0
. , , o
_Area ofrPrimary Involvement : /-
Predominantly Administration ' o 1.7
Predominantly Teachlng ‘ 34 : . 36.2
Combination of All Academlc Respon51b111t1es 49 §2.l
Total T 100.0
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Salary ( ) )

k4

From the data provided_by the‘respoﬁaents four sub-groups were
formed based‘on their income levgis. 7fr9m Table 4, it éan be noted
lj‘that Qne-fifth (20.2 berpedt) of respondents reported that their salary
for the 1979/80 aﬁademic year wvas $21,000 or less. Two-fifthshof the
respondents (40.4 percent) reparted a salafy.between $21}001 and $27,000.
Of the remainder, 25.6 percent reported that their saléry was.bétween
$27,6Dl and $33,000, vhile 15\8-perceht reported a salary higher than;\

$33,000 in the 1979/80 academic year.

[———]

Area of Primary Involvement

The data here provided a measure of the proportionate distribu-
tion of thé respondents' time to specified tasks on‘theif Jjobs.
] Essentially the idea was te identify the area of h&gheét commitment of
time on the job. | | |
O0f all respondents,-ll.7 percent indiéated that they épént more
- than tuo-thirds of their time in administration and administration
related dpties, wvhile 36;5 percent indicated’that~they spent more thah
tvo<thirds. of their time on‘the job in teaching. 'The remainder, 52.1
percent, had Lhéir‘timé‘spent al&ost evenly on.tegching, research, 6ther

university activities and some administrative responsibilities.

- ° =

e '  PROFESSIONAL CHARACTERISTICS

u

Years of Experience B3 TS

. DT o .
In Table 5 are reporteﬂ,}he‘frequency percentage distribytions

of respondents according to their years of teaching expérience in their
- :

5
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present employmenf, years o} experience in téaching Rehabilitation

' s
Medicine in Canada, and total years of experience in teaching in their
~entire professionalﬂcaréer./ The‘subdivisiéns vere chosen to reflect
the usQal peri f probation, the'periodé'when individua%g usually

began to expect promotion and tenure, and the consolidation: periods in

an employment.

_Publications and Presentations

The professiohal characteristics of the respondents based on
their proven ability to publish refereed articles and make presénta-

tions in scientific meetings in the last five years are presented in

Table 6.
Table 6 T .
Professional Characteristics of Respondents
Based on Thear Pubiications and
Scientific Presentations

Number of Publicatrons | Presentations

Papers " Frequenc Percenta Frequenc Per tage

p quency erc ge | AjgukiL} centag

None . 49 - 52.1 33 . 35.1

l1 -2 , 21 22.3 . 27 28.7

3 and over 24 25.5 34 C36.2

Total ' 9y 100.0 9  100.0
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:'More than half of the réépondent;,'SZ.l percent, réportgd thag‘they had
.no publications, 22.3 percent had one or two publications ah; 2535
percent had at least three ‘publications. -The\range in the publication
variable was high from O to 3. The highest publisher among the respon-

dents reported 33 publications vhen the next three highest publishers |

.
. [

had 14, 10, and eight respectively.
' y With respect‘to presghtafions at séientific meetings, alhost
tuo-thirds of the requndgnté (64.9 percent) reported tha£ they had
read’papers at ;gigntifié meetihgs in the last five years.‘ The number
of ~such presgntations ranged ‘from 0 to 50, with 28.7 percent of regpdn-
dents :eﬁorfimgLOAe or two papers, while 36.2 percent had read at leést
threevpapers in the last five years. Although the highest presen£or
’had'Sd;pfesehtations, the next three‘highest‘presentors had 15, 12, and

10, respectively.

MOBILITY CHARACTERISTICS

Three measures were used to ascertain the extent of intra;
professional, interorganizati;nal mobility among educators in Rehabil-
‘itation Medicine in Canada: : ' .

(1) The number of schools/departments in which the respondent
had‘been employed in a full—time academic position
'(Uuestiennaire item 8).-

(2) how long the réspoﬁdent intended to remain Qith the present
employér/(Questionnaire item 12). |

(3) The number of letters of enquiry the respondent had sent

to potential employer(s) since gggpary 1979 (Questi#%naire

"
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item 13). -~

The figures for the respective measures are shown in Table 7. -‘ﬁNJ

Table 7

Mobility Characteristics of Respondents

Respondents

Characteristics ~ Frequency  Percentage
Mobiles 26 - 27,7
Non-maobiles 68 72.3
Total 94 , 100.0

Through the use of the SPSS5 programme it vas possible to
extract the figures in the three measures such that each mobile éduca—
tor was included once only. The combination showed that 27.7 percent

belonged to the mobile group while 72.3 percent wvere grouped. as non-
&
mobile (stable).

Respondents who indicated that;they had either moved or had
reached a pbint at which they would like to move were asked to rank-
order 15 job-related items to the e%tent that they contributed to their

| ’ ' ‘ ‘
- decision to move. The detailed anayysis of their responses is presented

) | A
in Chapter VII. : ; -



SUMMARY

The demographlc data gathered from the. respondenLS«were anal-
/
yzed to determine the characterlstlcs of educators in Rehabllltatlon

Medlolne partlclpatlng in the study. The characterlstlcs vere' greueed

\\‘

as personal, organlzatlonal profe351onal and moblllty categortes N

The subjects consisted of full-time faculty members In\Phy51cal
"\\,‘ ‘

‘and Occupational Therapy programs .in 11 Canadlan unlver31t1es. of

the 94 SUbJECtS, AO 4 percent vere from Occupational Therapy, 54 3

\l »
percent were from Physical Therapy and 5.3 percent had respon31b111t1es.

T e

in baoth Physioal and Occupational Therapy programs. Grouped by sex,

“" - .

there were almost four ‘times as many female respongedtsras males.
‘ Both‘the mean ano median age gfoup for the ?espondents vas 40 -
:49 years. More @han half the respondentsvhad;graduats degrees. The
highest percentaoe (aa.7vpercent) of the respondents held assisiént
professor ranks in 1979/80, while 35 percent held academic ranks above
assistaot professor. Both the mean and the median salary scale for

'1979(80 academic 'year for' this group were in fh;$%§,000.; $27,000 oange;

Altﬁough the number of years in*fﬁé’presentfemployment ranged
from ons‘yéar to 37 years; the mean iength of smploymentﬁwith Enﬁ
present employer vas 8.8 years with a median of 7.5 years. Wito rsgard
to the total years of teaching exoeriencé, it ranged from one year to

_ _ S : :

41 years, with a mean of 10 years and a median of'8.6 fears.

On the two indicators of‘schoiarly proouctivif}, more than
half‘(52.l percent) of the respondents had had no publication in ths-

last five years, vhile more than one-third (35.1 percénf) of the'respon-

{ .
dents had not presented papers ;f scientific sessions in the last five

B



1 - |

years. ' Classified éccording to their mobility characteristics, a large
proportioh (72.3 percent) of respondents had remained employed in only

b . : .
‘one university in Cangda and had never taught in a program in any

other university ir Canada.

3
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ANALYSIS DF DATA - JoB FACETS JOB ASPECTS
~ AND 5J0B, SATISFACTION : - *

12
.-

This chapter contains the repprt of statistical analyses carried .

out to determlne the extent to which educators. 1n Rehabllltatlon Medlclne

-

1n Canada experlenced overall satlsfactlon on their Job, and - to deter-

-

" mine the JOb Facets Wthh contrlbuted to thelr Feellng of overall satis-

faction. Reported in thls chapten also are the relatlonshlp between

-

facet 1mportance and facet satlsfactlon, the relatlonshlp between facet

1mportance and overall satlsfactlon and a test to determlne vhether
4
=4
the factors Wthh determlne job Satlsfactlon are separate from the

Factors whlch determine job dlssatlsfactlon.

; ThlS chapter follows the order of research questlons 1 and 2

n

that were presented 1n_Chapter 1.

-

v T;'
. v k . ‘
.. PROBLEM 1: OVERALL JOB SATIS?ACTIUN «

BN

Sub-problem 1.1

"To wvhat extent do educators in Rehabllltatlon Medlelne ‘in Canada
eurrently expenience overall“gob satlsfactlon?"'
, Two 1ndlces were used in determlnlng the level of overall job
gatisfaction experlenced by the respondents. They vere: the face\\iree
One-ltem ratlng, ‘and the mean value obtained from the sum ‘of, the product
of the job facet importance and the JOb facet satlsfactlon. The facet

4

A 85

e
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7k

. »/'\'\ ’ . .
free one-item rating produced a mean of 5.12 which corresponded to tne

‘response category cued verballyvés moderately satisfied. Using the
transforméd scores the second index produced-a mean ovérall satisfac~’
.tion score of 6.45.

bn the whole- there were no job fécets on which all fespondents

<:::::%_//wé?5\éatisfied, nor was there a facet on which.all respondents were dis-

satisfied. The percentage frequency distribution of the respondents

-
/ . .
Ry 5 on all 31 job facets in the questionnaire is provided in Table 49 which
R “ : : .
) .1is included in Appendix D. When the response categories "highly satis-
fied," "moderately satisfied," and "slightly satisfied, ' were combined,
' ~ it-was found that at least 90vpercerc\of the-respondents reported satis- -
M 4 - s ) 3
faction with seven of these job facets. . The seven job facets are skoun
in Table~8;’ : )
o Table 8 ' .
~N ‘
EO Seven Job Facets on Which'the'Highest* Percentages
of Satisfacti®dn Were Reported
. . W
. ' Percentage
% Job Facet A Méan ‘Satisfied
i B Freedom to select the subject matter for- 5.62 96.8
: courses taught ‘ : -
The provision for sick leave - 5.54 94.7
Relationship with -students - © 5.34 94.7
Opportunity to.use-own initiative . 5.18 92.6
Opportunity to use, own knowvledge and skill 5.11 91.5
Intellectual stimuilation in work - 4,96 "~ 90.4
Feeling of achievement as an educater 4.85 ' 90.4

- * Only facets with more than 90 percent of respondents satisfied are
reported. '

'
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On the other hand, py'collapsihg the response categories '"slightly

dissatisfied,” "moderately dissatisfied,” and "highly dissatisfied," it

Ceenmie

of the respondents were dissatisfied. Those job facets are-shown in Table

9.
Table 9
Nine Job Facets oﬁJWhich the Highest* Percentagés
‘of Dissatisfaction Were Reported
) . Mean Percentage
Job Facet. ©  Score Dissatisfied
The physical conditions of your classrooms 3.86 39.4
and laboratories
The use of research and publications in 3.82t , 31.9
determining salary increments {
The -status accorded- to educators in your 3.99+ 30.9
- professiop within your university - }
Opportunity to do research ' 3.87F 30.9
Methods used to determine facuity p omo-' 4.03% 29.8
tion and .tenure K :
The policies regulating sabbe i -aL '-ave 4.26% 27.7
The number of non-teaching dut. s pc >formed 4,19t 27.7
The time available for lecture preparations 4.31% 25.5
Your partlclpatlon in decision making 4.56 20.2

process in your school/department

* Only job facets with at least 20 percent of respondents dlssatls— ‘
fled are reported.

+ Job facets on vhich the N varied due to "not applicable" respohses.

It was observed that the distribution of respondents was skeved

 toward the "satisfied" end of the scale. The presence. of "not applicable"

\



responses makes the "satisfied" plus "dissatisfied" on some facets not

" equal to 100.0 percent. Thereforeg extremes are reported here to empha-

size those job facets which had fairly clear agreehent among the respond-~

ents resulting'in 16 out of 31 job facets which. appeared in. Tables 8

and 9.

Sub-p;oblem 1.2

"What job facets are identified as contributing significantly
to the feeling of overall job satisfaction?"

In order to examine fhe above research questian, a stepwise
multiple regression procedure was used to determiné the job facets

(that is, predictor variables) Mhich were associated with the greatest

,percenta@e of variance in overall job satisraction for the respondents.

- The stepw1se multiple regression procedure was stopped when the entry

of subsequent predlctor varlables failed to account for more than two
percent of variance.

The job.facets, the ésgnificance of each of the facets, the
cumulative percentage of variance and the percentage of variaﬁce accounted
for by each job facet are presented in Table 16. The-sevén job facets

together accounted for 90.1 percent of the total variance.
a

Sub~-problem 1.3

~ the Social Sciences (SPSS) program (Nie et al., 1975). A job facet

"What job facets are identified as most important to the feel-
ing'of‘overall job satisfaction?"

To examine the above research question, the mean importance
attached by the respondents to each of the 31 jop/facets on Section II

of the_questiohnaire vas calculated using the Statistical Package for
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>

wvas regarded as most important if its mean importance rating could be

rounded to 5.0.
Summarized in Table 11, in descending order of magnitude of

their importance, are nine job facets wvhich the respendents identified

4

as most impértant to their feeling of satisfaction with their job.

\Tablelll
Job Facets Identified as Most Important to the

Feeling of - Satisfaction on the Job’

Mean Importance

Job Facet 4 ‘ : Rating*
Freedom to select the subject matter of courses 4.76
taught '
Opportunity to use initiative ; 4.70
Opportunity to use own knowledge and skill 4.69
* Intellectual stimulation in work -~ ' 4.69
Relationship with students ) 4.65
Feeling of achievement as an educator | 4.60
Availability of library and A/V resources . 4.60
Oppdrtunity for profeés{s:fl grovwth //’ o ) 4.59
Assignment to teach parti ?lar,courses ' 4.52

* Maximum rating = 5.0

Sub-problem 1.4

"What is the relationship between overall job satisfaction and

the importance of the job facets?"
In order to ascertain the relationship between the importance

ratings of the job facets and the index of overall job satisfaction,



91

Pearson product-moment correlation coefficients were computed between
the overall job satisfaction index and the following measures: the
mean job facet impcrtance, the mean job facet satisfaction and the mean

eighted‘job‘facet satisfaction. The obtained correlation

coefficients are shown/in Table 12. <
' Applying Garrett's (i960:l76) interpretation of coefficients
to the results in Table 12, five out of 31 correlation coefficients
between overall job satisfaction and importance had values bé(been .20
and .37 which indicate lov or slight relétionship. The remaining 26
correlatidg’coefficient§Jwere less than .20 which denotes»indifferent
or negligible relationship. On the othe;.hand, each of the 31 cof;e-
latibn coefficients between ovérall job satisfaction and the .unweighted
job facet satisfactions was above .20.
. However, the correlation betveen ovgrall Jjob satisfactign and
each of the unweighted job facet satisfactions was not ;ppreciably
improved by the addition gf the~importancé'measure eggept on three job
faéets, namely "provision for sick léave," "prospect- of comfortable
‘retirement," and "feeling of job security.” ® In other vords, the corre-
lation coefficient obtained with importance Weighted job facet satis-

faction was not in most cases, appreciably different from- that obtained

vith the unweighted job facet satisfaction as shown in Table 12.

Sub-problem 1.5 .

nWwhat is the relationship between job facet importance and job
facet satisfaction for this group of educators?"
To test this relationship the mearis of the scale values of both

Importance and Satisfaction on the 31 job facets were computed. Using

~
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. . Table 12
Comparison of Correlations Between‘Overall Job Satisfaction
and Job Facet Importance, Job Facet Satisfaction

and Weighted Job Facet Satisfaction

Correlation with Overall Job Sapisfaction

-

_ ‘ Satisfaction
Job Facet . Importance  Satisfaction x Importance

Salary .133 .347 .335
Promotion and tenure procedures .170 .582 .558°
Reseavch'gnd publications 1n 022 400 431

salary increments
Sabbatical leave policies 174 . .398 .381
Provision for sick leave . .322 .351 - .413 -
Prospgcts of comfortable 367 431 517

retirement .

Feeling of job security ' .359 ‘ - .328 ' . 407
Number of hours of teaching 77 438 .4b4
Time available for lecture :

preparat ion .}17 ‘ .381 413
Number of non-teaching duties .001 .579 . 567
Assigned course to teach .060 .300 .293
Freedom to select subject matter 004 iﬁzoa 219

of course taught P
Availability of library and ‘

A/V resources .140 .518 .519
Classroom and lab conditions 7165 , ©.587 .602
Availability of useful advice ' -.105 .648 ©o.627
Relationship with administrator(s) .177 . .377 431
Congeniality of professional ‘ -.0l4 573 534

colleagues
Relationship with students .086 44 435
Opportunity to help/others 233 507 513

find success
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Table 12
(Cont'd.)

L

Correlation with Overall Jc! Satisfaction

. - Satisfaction
Job Facet . Importance Satisfaction x Importance
Sense of responsibility of -
student s ‘ .083 .321 .320
Minimum acceptable student 043 : L 44s 470
achievement
Status accorded to therapy 092 582 592
educators - ,
Feeling of achievement .152 L645 T .655
Recognition of oun work ) .093 .440 455
Intellectual stimulation 1in 053 532 535
wark
Opportu§1ty for professional _145 . 556 555
growt! . A .
Op ortunity to do research -.088 .593 .600
Opporty 1ty to use initiative 163 - .580 .587
Dpportun%E¥ to use knowledge oos 670 6Tl
anc ski.it
Part‘plpatlcn in dehlsl?n 141 371 360
mak 1ng «
Opportunity tc < sncially 119 ass 455

significant tasks
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the mean scores in each dimension, the job facets were rank 6rdered from
" high to lov on the basis of the mean values of importance, and then on
the mean values of satisfaction. The rank-order correlation was cal-
culatgd as suggestediby Guilford (1936:339) using the SPSS program.

" Table 13 illustrates the results of the statisticéi procedure.
The rankfo;der correlation (rho‘: .55) was siénificant at the .001 level.
In other'wofas, there wvas .a substantial positive relationship between
the relative amount of importance the-géspondenﬁs attached to the given
facets and the relative amount ofisatisfaction they felt toward the

~ given facets.

Sub-problem 1.6

"Are the satisfying and dissatisfying facets.consistent with
the motivator-hygiene theory of job‘satisfaction described b; Herzberg
et al. (1959)7" | ' |

An exaﬁinatidn of the frequency run on thg respondents' respon-
ses to the 31 job facets in Section Il of the questionnaire showed that
there were no job facets on the questionnaire which could be described
as either totally satisfying or dissatisfying. The purpose of the above
resgérch question was to investigate whether or not the job facets judged
to be motivators were associated with significantly higher levels of
satisfaction than the job facets judged to be hygienes.

In accordance with Herzberg's classification, 12 of the 31 job
facets were judged to be items intrinsic to the job and tor analysis,
wvere categorizéd as "motivators." These were item numbers 27, 28, 35,
39, 40, 41, 42, 43, aA, 45, 46 and 47 on the questionnaire. The remain-

>

ing 19 items on Section II of the question were deemed extrinsic to the
7
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- Table 13
Rank Order Correlation of Paired Mean Scale Ualues of Importance

and Satisfacti on 31.Job Facets

Importance Satisfaction Importance Satisfaction

(’ Item X Score X Score Rank _ Rank
. Salary 3.56 4.74 29 .17
Promotion and tenure 3.94 4.03 2% =~ 27
procedures
Research and publi~
cations in.salary 3.47 3.82 30 31
‘increments :
Sabbatical leave C ' .
policies ‘ 3.85 ' 4.%6 ‘ 26.5 25
Provision for sick 3.69. 5. 54 28 2
leave . ‘
Prospects of comfort- . : '
able r&tirement 3.89 4.83 25 14.5
Feeling of job security 4.04 4.71 ' 21 18.5
Number of hours of = 4 g2 4.71 22 18.5
eaching .
Time available for ‘
lecture preparation 4.25 4.31 16 24
Numbe? of non-teaching 3.85 4.19 26.5 26
duties
Assigned course to 4.52 5.13, 9 5
teach .

Freedom to select sub- ) _
ject matter of 4.76 5.62 1 : i
course taught

Availability of

library and A/V 4.60 , 5,01 6.5 7
resources » ‘
St e 3eem N
Av:éiﬁgility of useful 4.28 'a'éz 15‘ 20
g, es e

~
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Table 13
(Cont'd.)

_ Importance _Satisfaction Importance Satisfaction

Item % Score X Score Rank Rank
'Congen%ality of pro- 4.31 4.97 13 : 9
fessional colleague
Relationship with 465 5.34 ’ 5 3
students :
Opportunity to help
others find success 4.14 4‘99 19 8
Sense of responsibility 4.48 4.84 10 12.5
of students . o .
Minimum acceptable '
student achievement 443 4.84 , 11 12.5
Status accorded to - ) '
therapy educators - 4.12 3.99 20 28
feeling of achievement  4.50 4.85 6.5 11
Recognition of own work 3.96 4.67 23 21
Intgllegtual stimulai 4.69 4,96 3.5 , 10
tion in work :
Opportunity for pro- ; _
fessional growth 4.59 465 8 , ' .22
Gpportunity to do 4.20 3.87 17 29
research c
-Opportunity to use ‘ '
. initiative 4.70 >-18 2 &
"—Opportunity to use
knowledge and skill 4.69 . 2-l _ 3 o 6
- Participation 1n 438 4.56 12 23

decision making

Opportunity to do ,
socially signifi- 3.46 4.83 31 14.5
cant tasks .

% Rho = .55, significant at .00l
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ategérized as "hygienes."

mine the research questiqn, the following statistical
e followed: c ) e

The mean scoré oh the motivator items was computed.
The -mean score on the hyglene items was computed

By means of a t-test, the difference between the twﬁ“\\
means was examined for significance. N
. Vo

the statistical analyses are preééﬁted in Table 14.
is vas carried out on the importance of the "motivators"

red.to the impértance of the "hygienes" todether.

Table 14

of the Meant OSatisfaction Scores on Hygiene Items

and Motivator'ltems on the Questionnaire

- .

No. of Mean Standard | Proba-
Category Respondents Scores Deviations D.F. t Value 'bility
Hygienes 94 5.66. 3.60 93 -6.53% .000
i
Motivators 94 7.70 3.65

* t.001 at 93 df =

A t-va
beyond the .00
fereﬁce iﬁ the
vator items to

on the hyglene

~ higher (t = —6.890, beyond the .001 level.

+ 3,373; t range = -15 to 15.

lug of ~6.53 was obtained. This value was significant

1 letel which indicated that there was a significant dif—
mean SCOres. The mean satisfaction reported on‘the ﬁoti—
gether was slgnlflcantly higher than the mean satisfaction

items together' their 1mportance wvas also 51gn1f1cantly
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PROBLEM 2: JOB ASPECT SAT_ISFABIDN AND DISSATISFACTION.

The purpose ot problem 2 was to investigate the jeb'attitudes
of educators in Rehabilitation Medicine in Canadian universities as
related to the critical incidents on their;joes vhich they‘personally
identified as contributing to their feeling of satisfaction or dissat-
isfaction with their jobs. fSpeciFicaLly, tvo sub-problems were investi- .

gated.

Sub-problem 2.1 ‘ L

"What critical incidents vere identified by educators in Rehabil-

,

itetion Medicine in Canadian universities as the sources of satisfaction
and dlssatlsfact10n7” | )
v This research questlon vas examlned by flrst carrying eut a
content analysls of the crltlcal 1n01dents 1dent1f1ed by the respondents
in the narratrve part of the questlonnalre in Section III.Y The proce-
dure followed in the content anaiysis was describedvin Chepter_IV.
Aftervtne content anelysis a_frequency cqentnand percentages vere tallied,_
.using the SPSS,program, on the joe aspects which appeared in the triti-
cal ingcidents narrated by the respondents. FOllowing closely Herzberg'srh
< et aI (1959) 013351f1cat0ry scheme, the job aspects wvhich appeared in
the crltlcal 1nc1dents were also grouped into motlvators and hyglenes.
*Table 15 presents the frequency and percentage dlstrlbutlons of
.the job aspects 1dent1f1edv1n the critical 1nc1dents vhich vere associ-~
ated most with the. respondents' feellngisyf satisfaction. ‘"Recognltion“
vas mentloned in 39. 5 ‘percent of the satisfying critical. 1nc1dents.
"Achievement' appeared in 30.3 percent and "content of vork" was 1den-‘

tified in 13.6 percent of the satisfying incidents. "Interpersonal



Table 15. ) .

- y

Frequency and Percentage Distribution of Job Aspects, Identi;!k?
by Respondents in Critical Incidents Contrlbutlng to the-

Feellng of Exceptlonal Satlsfactlon

| - N=Bl -
) \\~ L ~ {}_
= i '
* . Job Aspects _ ! ‘Frequency Percentage
S s N L. ‘
-wij ) Recognition - : oMy 84 39.5
‘ ””AchieVement\_/ S - (M) 45 - 30.2
Content of work - | (M) . 22 - 13.6
Interpersonal relationship with SR
o students . (H) 12 7,4(
Advancement o (M) 8 “4.90
Respon51b111ty N ) ’ 2.5
Constraints on personal life (H) 2 1.2°
Context’ of work - . (H) 1 0.6
Total - R 162*%
K

‘Note: The abbreviations M = motivator; H. = hygiene.
* Not all respondents provided information on this Section.

relationship with students" vas identified in assc:iation withwthe feel-.

.

»

ing of job satlsfactlon in 7.4 percent of . the total 1nciég%ts. The
‘remaining - job aspects vere associated 1nfrequently w1th the feellng of
job satisfBetion. - |

‘The three jqb~aspecte which appesred most Frequently in tne .
satlsfylng crltlcel incidents - “recognition," "achievement" and "content,
of work" accounted for 83.3 percent of the total job aspects in the
satisfying 1nc1dents Two. other motlvators‘iﬁvch vere mentioned less

frequently, "advancement" and “respon31b1!ity;\t3§ether appeared in 7 a
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percent of the incidents. nerzberg plassiﬁied "relationship vith subor-
dinates (students)" as a_hygiene factor, even though it operated as a
:lmotivator for this group. 'The findings hefe tend to shou that for job
aaspects motlvators vere the chief contrlbutors to JOb satlsfactlon for

educators in’ Rehabllltatlon Medlclne ' Ko
The job aspects which appeared inztﬁe critical incidents narrated

by the respondents as contributing to ‘their feeling of exceptional dis-

satisfaction are summarized in Table 16.
Table 16

Frequencyvand Percentage Distribution of Job Aspects Identified
by Respondents in Critical Incidents -Contributing to the

Feellng of Exceptional Dissatisfaction

AN 78
.Job Aspects : s Frequency Percentage

Context of work (H) 33 21.3
Policies and administration (H) 29 18.7
Interpersonal relationship w1th A (H) 22 S 4.2

peers . .
Responsibility : (M) 15 9.7
Content of work ’ ' (M) 14 9.0
Constraints on personal lifeg (H) 14 9.0
Reward system - _ (H) 12 7.7
Achievement ' ' . (M 8 5.2 ‘
Interpersonal relatlonshlp w1th (H) 4 2.6

students
Recognition - - (M) 3 1.9
Advancement - (M) 1 0.6

. . ) ¢ L

Total 155%

mBEi&éEoé," hyglene.
all respondents provided information on this Section.
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The three” job aspects which were mentioned most frequently were "context
of work" (21.3 percent), "policies and administration" (18.7 percent).
and fihterpersonal relationship with peer;" (14.2 percent). .py Herz-
| berg's classification, these job aspects are extrinsic to the job: they
are hygiene factors. Three_other hygiene factors, "reward system," '"con-
straint on personal life" and "interpersonal relationship with sfudents"
(subordinates)‘together.accounted for 19.3 pefcent of the dissatisfying
critical incidents. However, five job aspects which are intrinsié to
rﬁhe joo and ‘are classified as motivators, together accounted for 26.4
percent of ﬁhe dissatisfying incidents. These were inadequate '"respon-
sibility," "content of work," "achievement," “recoénipion,” and "advance-
'ment.“

The findings here indicate that the hygiene factors contributed
in'large'measure to the feéling of exceptional dissatisfaction té educa-

tors in Rehabilitation Medicine in Canada.

Sub-problem 2.2

"Is there any cbnsistency between these incidents and the
aotivat r-hygiene dichétomy of Herzberg et al. (1959)?"

The purpose of this sub-problem was to examine whether or not
the job aspects identified in the critical incidénts narrated by the
respondents as contributing to:their feeling of exceptional satisfac-
tion were-different from, rather than opposite of, the jéb aspects
identified in the critical incidents narrated as contribgti6g to their
'feeling:of exceptional dissatisfaction;

The folloﬁing procedures were followed: The frequencies and

percentage distribution for ®ach of the job aspects which were identified

v
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in the two parts of the narrative section of the questionnaire were com-

puteg\gnd are presented together in Table 17.

Table 17

Frequenby and Perceﬁtage Distribution of Jdb Aspects Appearing

in Critical Incidents Contributing to Job Satisfaction and

Dissatisfaction

Frequency of Mention

As Source of

As Source of

Satisfaction Dissatisfaction

Job Aspect f % f % 7
Recognition M) 64 20.2 0.9
Achievement (M) 497 15.5 8 2.5
Content of work (M) 22 6.9 14 4.4
Advancement (M) 2.5 1 - 0.3
Responsibility (M) 4 1.3 ° 15 4.7.
Interpersonal relationship

with students (W) 1z 3.8 4 13
Cont .1 of work (H) 1 0.3 33 10.4
Interpersonal relationship

vith peers . (H) 0 0.0 22 6.9
Policies and administration (H) .0 29
Reward system (H) 0 . 12
Constraints in personal life (H) . 14 4.4
Total ' 162 51.1 155 48.9

Note: The abbreviations M =

motivator; H = hygiehe.

The frequency that each job aspect was associated with the time when the

respondents felt exceptionally satisfied with their job was tabulated

opposite the frequency that the same job aspect was associated with the

7
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time when the respondents felt exceptionally dissatisfied with their’

jOb. 4

The chi-square '"goodness of fit" analysis was empleoyed to test
"Q§~ghe significance of the juxtaposed frequencies and to determine if the

job aspects vere associated differently with satisfying and dissatisfy-

ing critical incidents as presented in Tm;k518.

/ /.

Table 18 7
| » \
Chi Square Analysis for Relationship Between the Moﬁdvators

and Hygienes in the Critical Incidents f

Number of Incidents cifed

As Sources of As Sources of

Satisfaction Dissatisfaction
Character- - Row

istics f \%\\\ f A % Total %
Motivator . . 147 90.7 41 26.5 188 59.3
Hygiene 15 9.3 114 73.5 129 40.7
"‘K( S e — —
Column Total 162 155 317
Corrected =~ X? = 133.00 df = 1
phi = 0.65 p = 0.0000

A 6hi-square value of 133.00 vas obtéined. This value was significant

beyond .01 level. A phi coefficient of 0.65 was also obtained wvhich,
according to Garlington and Shimota (1964:95), suggested an "intense re-
lationship." These values indicate that job aspects associated vith job sat-

isfaction were different from those associated with job dissatisfaction.

Three motivators "recogmition," "achievement" and "content of work"

&
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wvere found to be mentioned significantly more Frequently in the satis-
fying critical incidents than in the dissatisfying critical incidents,

‘Similarly, the hygiene factors: "“context of work," "policies and
administration," "interpersonal relationship with peers," "constraints
in personal life," and "reward system'" were mentioned’significahtly more
frequently in the critical incidents associated with the feeling of
exceptional dissatisfaction than exceptional satisfaction.

Taking the motivators as a group and the hygienés as another as’
shown in Table 18, it was observed that iﬁ.the criL;cal incidents assoc-
iated with satisfaction the motivators as augroup vere identified with
a frequency of 90.7 percent while the hygienes as a group vere identified
in 9.3 peréent. On the other Hénd, hygiene factors were identified in
73.5 percent of the critical incidents associated with job dissatisfac-
tion compared to the identification of motivators as a group in 26.5

percent of the critical incidents.

4

In summary, those resuylts show thgtvamong eduecators in Rehabil-
itation Mediéine in Canadian universities, motivators wére alluded to
aimost ten times as frequently as hygienes when describing satisfying
incidents. Hygienes were alluded to about three times as much as moti-

vators in the description of dissatisfying incidents.
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Chapfer VII

: N .
OVERALL JOB SATISFACTION AND THE DEMOGRAPHIC VARIABLES

Introduction

\

‘The data analyses felevant to problems ; and 4 are reported in
this chapter. THe purpose of research problem 3 wvas to determine if
there existed in Cénadian Qniversities, sub-groups of educators in Reha-
~bilitation tedicine who had different patterns of job,satisfaction scores.
In the measurement.of overall job sétisfaction, Weiss (1976:327) recom-

mends that:

Rather than treat job satisfaction as a global variable, more
information is made available for practical use if job satisfac-
tion can be seen in terms of an individual's satisfaction with his
pay, his supervision, working conditions, or the amount of vari-
ety his job provides.

In the conceptual @ ~amework for this study, overall job satis-
faction was described as a multi-faceted unitary entity. The researcher
adopted Weiss's (1976) recommendation, empioying factor analysis in order
to reduce the 31 job facets on the questionnaire into smaller, more
easily interpretable factors underlying the concept of overall job sat-
isfaction. The factors were used together with the overall satisfaction
measures in exploring differences among sub-groups of the respondents.
Overall job satisfaction was used in the primary analysis, while the

_ factors were-used in the secondary analysis. Tertiary analysis on the

job facets produced additional significant results which are included

in the summary tables in Appendix E.

105
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Factor Analysis

To determine the underlying.factors:present in theIBl job facets
on the questionnaire, a factor analysis with VARIMAX rotation was per-
formed as recommended by Weiss .(1976:355).

Nine factors, all with eigenvalues higher than 1.0 were extracted
and:they accounted for 69.4 percent of the total variance. The eigen-
values rang;g from 7.56 to 1.12. After rotation the nine factors
accounted for 40.5 percent, llf6 percent, 10.9 percent, 9.4 percent, 7.4
percent, 5.8 percent, 5.3 percent, 5.1 percent and 4.0 percent of the
common variance respectively. The factors were assigned names which
vere suggestive of the principal quality that the correlated facets had

\

in common, .

Identification of Factors

In naming the factors the-following decision rules vere estab-
lished:
1) Items loading .40 or higher were considered to be priméry

sources of description of the factors, while items loading below .40 vere
. '

considered as secondary sources.
2) Where any item loaded on more than one factor the meaning
of the item was regarded as no longer simple since according to Nie

et al. (1975:475) such a variable was measuring "more than one theoreti>

cal dimension."
3) Cattell's (1952:336) assertion that "if a loading is not
much above 0.50, it is not possible to consider the factor as being

highly characterized by that particular vafiable," was adopted for any
: +

item which loaded on two factors. Therefore, any item which loaded on
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A

two factors was considered salient only to the factor wvhere its loading

vas at or above .50, but the 1tem was not dropped from the second factor

-on which its loading was at least .40.

4) Items which load on é.factor should be subject to meaningful
intérpretation and should be seen to have a logical fit into the factor
in order td¥contribute to the naming of the factor.

fFolloving the established deci;ion rules, the nine factors vere
named after indepéndent evaluatiors by five judges. These judges were
almost in complete agreement regarding the names of the factors except
for factor six., The complete factor solution is shoun in Table 19 to
tvo decimal places. Three items did not load on any of the factors.
They wvere "the salary you receive," "methods used in determining promo-
tion and tenure'" and "availability of library and aud%ovisual resources."

The names of thg nine factors and the items loading .40 or
higher on the nine factors are shown in Table 20. The descriptions of
the nine factors are provided below.

Factor 1: Working conditions. The working conditions in a

university are determined, to a large extent, by the number of hours of
teaching per week, the time available for lecture preparations, the

number of non-teaching duties that faculty members have to carry and the
opportunity to carry out sbme research. The physical conditions of the
lecture rooméﬂand laboratories may have some ‘impact on the working con-

ditions.

Factor 2: Content of work. The content of work is described

to the extent that it provides opportunities to use one's knowledge and

skill, useone's initiative, engage in research, grow professionally and
’ ’ gag ’
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Table 20 -

Summary, of Factors Extracted from the Factor Analysis

Percentage*
_ of Total .
Factor Job Facet Items Loading  Variance -
1. Working Conditions  Number of hours of teaching 80 2.6
’ per week . ./ *PE e
Time available for lecture 78
preparation ) <
Number of non-teaching .59
duties performed *
Oppertunity to do research - .46
‘Physical classroom/lab. ° 40"t.
. econditions '
2. Content of Work Opportunity to utilize 86
knowledge and skill )
Opportunity to'use initiative .72 8.0
Opportunity for prof8351onal 71
7 growth . )
Opportunity to do research .58
Intellectual stlmulatlon 55
in work )
/N
3. Administrative Participation in décision 89
Involvement making ' .
Relationship with adminis-
trator(s) .76 7.4
- Use of research and publi- o
cation in determining 43 .
‘ salary increments /
4. Benefits - Policies requlating sabbat- 59 ”"
ical leave :
Feeling of job security .57 6.6
Prospects of comfortable .
retirement SR \\«/—
Relationship with students JA43
5. Environmental Availability of useful - 69 : 5.7
Support‘ ‘advice as necessary g ‘

Congeniality of professional 50
colleagues '
Provision for sick leave W47
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Table 20 |
o
(Continued) i
Perééntage*
, - . of Total
Factor Job Facet Items - . Loading  Variance
6. Work Ethas - ' o Congeniality.of-brofes- ‘ 68
. sional colleagues E T
Minimum acceptable level 56- 4.8
- of student performance * *
. Intellectual stimulation 49
in work : T
Status accorded to éduca-
tors in your profession - .40

vithin your university

’ . - .
7. Teaching Autonomy = Freedom to select subject. 59 4.3
‘ matter | ‘ " *
Assignment to teach courses .60
N

tr

8. Accomplishment Sense ‘of responsibility —y 4.1
of students e ot
Recognition of your work 53
Relationship with students .51
Feeling of achievement .41
9. Altruism Qpportunlty to help others - 60 - 3.8

find success ..
Opportunity to do socially 49
significant tasks ot

* Total variance = 69.4 .
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to the extent that it is not monotonous but a source of intellectual

stimulation to the incumbent.

“

Factor 3: Administrative involvemerit. This refers to_the inter-

~ ~

" action at work between the facolty member and the administrative pefsonnel

- in decisicn making processes and in the‘assessment and evaluation of the
faculty member For salary adJustment . -

>
Factor 4: Beneflts. By benefits 1s meant such Frlnge beneflts

as sabbatical leave,'feeling of security.on the job, a prospect of com-
fortable retirement as well as a feeling of good’relationships vith

one's students.

Factor 5: Environmental support. An academic environment can

be said to be supportive when the educator has easy access to useful

advice gs necessary, has congenial professional colleagues aid pryvis-
~ ‘ r‘ ‘
ion is made for sick leave.

Factor 6: Work ethos. Work-ethos relates tg-the practices n.

the academic community which are very much 1nfluenced by the: congen ality

“of one's profe581onal colleagues, the acceptable level of student pé?z\\\

N

formance, the intellectual stimulation present in the job 1tse1f afd the
soc1al p081tlon accorded to the Faculty member by others. | ¢f*\vj

Factor 7: Teaching autono_y. Thls relates to the opportunlty

¢
to teach in courses.of one's interest and"specielty as well as sn oppor-
i :
tunity for freedom of action to select the appropriate'subject'matter;
° Faﬁﬁor 8: Accomplishment;p'ln teaching, accomplishment is a

{//
function of the sense of respon51b111ty demonstrated by the products,

the amount’ of recognition shown for the work done, the eVLdence of good
i .

faculty-student relationships and the feéeling of achievemeqt.

[ . - ' R
. : cE

L

2
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{actor 3 Altr . am. A profesgional is presumed to be altruistic
(Cheek,_l967£ll). This relates to the unselfish service provided‘to
6ther members of the gociety. In this factor it relates £0 Lhe extent
_ to which the job provides the opportunity té‘help otheré find success

and to do socially significant tasks. s

P
~N

PROBLEM 3: OVERALL JOB SATISFACTION AND DEMOGRAPHIC VARTABLES.

! ' . ) ’
In'dealing with problem 3, sub-groups of subjects were formed

based on the data provided by the respbndeggs in sgction I of the ques-
tionnaire which wa; reported in Chapter V./ The mean overali Jjob éatis-
Faction-~scores énd the mean satisfaction scofes oﬁ each of the nine
Factofs'ideﬁtified in fhe factor analysis Were;éomputed for the;éub-

grOUps. All computations were done using the SPSS program.

One-vay analysis of variance was used to compare the mean sgores

of the different sub-groups on overall job satisfaction and on the factors.

Where F valEF was:found‘to be significant beyond the 0.05 level, the

" combination of sub-groups which accounted for the resulting differences-
was sought through the application of the Scheffé multiple comparison
of means. The éignificance level for the Scheffé brocedure vas set at

0.10. A t3§§st vas used where the mean scores of two groups wvere com-

w

_pared.

Three sub-problems were investigated under problem 3.

Sub-problem 3.1: Jpb Sat.sfaction'
and Personal Variables

"To what extent are therr differences in overall job satisfac-

tion between sub-groups of respohdents formed on the basis of their pers-

I

7\
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onal variables?"
Sex.. A measure of thé mean cverall job satisfaction scdre by
sex was obtéined from the résponses\to Section II of thef&ueéfionnaire.
-The‘r mean scores by sex dn the ﬁine féctors wvere also computed. |
The results of the t-test comparing the two overall jbb satis-

faction mean scores are presented in Table 21.
.+ Table 21
Comparison of the Mean Overall Job Satisfaction Scores aof Educators

’_/.

EOS—

in Rehabilitation Medicine Grouped by-S x

Number of  Mean ~Standard Degrees of t . 2-Tail
Sex Respondents Score Deviation Freedom Value Probability
Female 74 6.13 3.40 92 -1.85 0.067
. J T
Male 20 7.65 2.67

t.05 at 92 df = £ 1.98

The overall job satisfaction mean score for males was higher than that
- E : v
of the females. However, the‘difference betveen thé two mean scores wvas
not significant at the .05 level. It was concluded that no significant
”difference existedfbetween the male and female respondents on their ovér—
all job satisfaction. The difference between their mean scores on ‘
factor 6, Work Ethos, was significént beyond thé .05 level. Female
respondents were signifiéantly less satisfied than their male counter-

parts with regard to Work Ethos. The result of this analysis is presented

) in Table 22.
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Table 22

Comparison of the Mean Satisfaction Scores on the Factor of Work
Ethos of Educators in Rehabilitation

Medicine Grouped by Sex

Number of Mean Standard Degrees of t 2-Tail

Sex Respondents Score Deviation Freedom Value Probability
Female 74 6.12 5.36 92 -2.27 0.028
Male  ° 20 8.39 3.47

LY

E . ' - <
t.05 at 92 df = + 1.98

Age. Three age groups vere formed comprising those aged under
40, 40-49 and over 49. The frequencies, mean overall job satisfaction
scoreé and standard deviations fotzthe age gré@ps are shown in Table
23, The under-40 group had a lower overall job satisfaction mean score
than the 40-49 group and the over-49 group. The mean score for the
over-49 group was relatiyely lover than that of the 40-49 group. )

Analysis of variance was used to test fhe significance of the
observed mean differences. An F-value of 0.17 was obtained which was

. , .
not significant at 0.05 level. It wvas Conéiudéd’that there was no
significant difference in the mean overall Job sat{éfaction scores of
the‘diffELcﬂt age groups of educators in Rehabilitation Medicine in
Canada.
» Table 24, however, shows that the observed difference in the‘

group mean scores on Factor 9, Altruism, was statistically significant, -

The F value of 3.40 was significanf beyohd the .05 level. The applica-
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3 { -

tion of the Scheffé multiple comparison of means.revealed that the under

" 40 group vere significantly less satisfied with the factor of Altruism

than the 40 - 49 age group.

Level of education. From the information provided in question

4 on Section I of the questionnaire, the respondents were grouped into
three education catégories. The first group consisted of those respon-
dents vhose highest educational qualification was a baccalaureate degree
or less in their professional discipline. Tﬁe second gfoup ?omprised
responaents vho had teaching certificates in addition to their basic
professional qualifications. The third group consisted of respondénts
who héd a masters degree. Five respondents who had doctorates vere

- combined with those holding the masters to conétitute group three.

The mean; and standard deviations of tﬁe overall job satisfac-
tion score for the three groups are presented in Table 25. TheAlowesﬁ
mean score was reported by ?he baccalaureate group. The group vith
teaching certificates reported a higher mean score than the group with
graduate degrees. When the mean scores were subjected to analysis of
variance to test for significant differences, the obtained f value of
3.27 was significant at the .05 level as shown in Table 25. The Scheffé
test showed that the overall job satisfaction mean score for the bacca-
laureate group was significantly less than that of the teaching certifi-

&
cate group.

Further analyses were carried out with regard to the nine factors
vhich underlie overall job satisfaction. A statistically signifi-
cant difference among means occurred on Factorll; that is, Working

Conditions. The results relating to Factor 1 are presented in Table 26.
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There was no statistically significant differeﬁce beiween the teacher's
.certificate-group and the graduate degree group, but the baccalaureate
group differed significantly from the othe;‘twolgroups on this vari-
able. Therefore,_it vas concluded that in Rehabilitation Medicine
feducatofé vho har only baccalaureates were significantly less satisfied
with the vorking conditions in their respective employments than the rest
of their professionai colleaqgues who held higher academic qualifications.
Other significant differences in job facet satisfaction among
the.;hb-groups of.educators on the bases of their levels, of education
are stmarized in Appendix E.1.

Sub—problem 3.2: Job Satisfaction
and Organizational Variables

"To what extent are there differences in overall job satisfaction
between sub-groups of respondents formed on the*bases of their organiza~

tional variables?"

Academic rank. Three groups of educators in Rehabilitation

Medicine in Canadian universities vere formed based on their self-‘
reported academic ranks. Table 27 shows the frequency, overall job
satisfaction mean scores, and the standard deviation$ for the various
ranks. The lowest overall job gsatisfaction mean score was reported by
the Assistant Professor group. The Associate Professor/Professor group
reported iﬁe highest overall job satisfactiop mean score. .

The significance of the difference amoné the mean scores was
testﬁd, usiﬁg one-way analysis of variance. The obtained F value of

1.63 was not significant at ihe .05 level. That is, there was no signif-

icant difference in the levels of the mean overall Jjob satisfaction among
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the various groups of educators in Rehabilitation Medicine based'on their .
academic ranks. '

The differences among the sub-groups of educators on the factors
underlying ouera%l satisfaction were explored. There vas a éignificant
difference found on Factor 4, Benefits. Table 28 shous that the lovest
mean score on Benefits was reported by the group belov the Assistént
~ Professor rank. The‘mean scores also increased as the academic rank
increased. When one-way analysis of variance was performed an F value
of 6.93 was ébtained vhich was significant beyond the .01 level. By
applying the Scheffé multiple comparison of means, it was discoLered
that the Associate Professor/Professor group vas significantly more
satisfied vith Bené}ifs factor than were fhe other two groups.

Other signifigant differences in the job facet satisfaction
- among the éub—groups of educators in Rehabilitatioﬁ Medicine on the
bases of their academic rank are tabulated in Appendix E.

Salary. Four sub- jruups of respondents wvere formed based on
their self-reported salary scale for 1979/80 academic ygar. Table 29
shows that the lerst overall job satisfaction mean score was reported
by those educators in Rehabilitation Me&icine in Canada who earned $21,000.
or less. The job satisfaction mean scores increased as the salary in-
creased such‘that the highest job satisfaction mean score vas reported
by thqse educators whose'salary vas over $33,000.

The results of a one-way analeis of varianca used to test the
aignificahce’of the observed differences among the four sub-groups are
. algso shown in Table 29. The obtained F value of 5.95 vas significant

beyond the .01 level, showing that there was a significant difference

4
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"in the levels of overall job‘satisfaction among the sub-groups oﬁledufj

LY

cators based on thenr salary.

-

» Scheffé's multlple comparlson of means was used to 1dent1fy the.

=sub-groups vhich were dlfferent It was found as shown in Table 29 that

* the overall JOb satasfactlon mean score for those educators vhose salary

v

. -was $21, 000. or less, was 31gn1f1cantly lover than the mean score for

_those educators vhose salary was over $33,000x The overall JOb*SatlS-v

and

faction mean score for the $21,001. - $27, 000;‘group vas also signifis

" cantly-lover than the mean score for the educators whose salary vas

4
over $33,000. Therefore,. it vas concluded that the two sub-groups of

edué@tors whose salaries were below $27,000. had 31gn1f1cantly lower

‘overall JOb satisfaction than those educators whose salary vas over .~

$33,000. The overall satisfaction mean score of the group whose salary

wvas $27,001. - $32,000. vas not:signifréantly dlfferent from those of

e

the other three groups.
Secondary analyses. showed that there were 51gn1f1cant differences

\
among the sub-groups on two of the nine job satlsfactlon factors, namelfﬂ

Benefits and Altruisr.

Factor 4: Benefits. With regard to Beneflts, 1t wvas observed

that the satisfaction mean scores for thls factor increased as the salaryr

‘'saale 1ncreased such that the hlghest mean Score vas reported by the

sub-group of educators—whose salary was over $33,000. The results.of
[ ]

a one-vay analysis of ‘variance to.test the significance of the observed

differences among the mean scores are presented in Table 30. AnF value

_of 6 93 vas obtalned and it was algnlflcant beyond the- .0l level.

When Scheffé's multiple c0mparlson of means vds applied it vas

found that no sxgnlflcant dlfference existed in the mean satisfaction

= T e SRR
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wifh_the agﬁociated probability beyond .01 indicated a statistically
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score on this factor among the three groups whose salary vas belovw
$33,000.. The group whose éalary vas over $33,000. wvas éignificantly
more -satisfied than the tyo gr;ups-whose salari;s vere $21,000. or less
and $21,001; - $27,000. respectively. It was concluded that educators
vhose salaries wvere higher than $33,000. were signifiéantl; more satis-
fied with their fringe benefits than those educators whose salaries
vere below.$27,000. !

Factor 9: Altruism. With respect to Altruism, the mean satis- \

faction score on this factor increased as the salary scale inéreased
such that the lowest mean score was reported by the sub-group of educa-
tors whose salary was $21,000. or less while the highest mean scoré

vas reported by those whose saiary wvas over $33,000. The F value of 4,21

\

_ significan@'aifferénce between the means. These are shown in Table 31.

&ﬁBy usé-of Scheffé's multipie comparison- of meané, it vas found
that the group of educafgrg whese salary was $21,900. or less vas signif-
icanfly ;esslsaiisfied,WEth fespect to the factor.of Altruism than the
gerp vhose salary was abov¢'$%3,000.

Primary involvement. In order to.examine the differences in job

safisfaction among.éducators based on their areas of primary involvement,
éhree groups were formed on the bééis of the fespondents' réported area
of commitment of more than 60‘percen{ of their time on the job. The
frequenciéa; mean scores and standard deviations of the. respondents
relative to e§ch~of the three groups are summariied in Table 32.

Differenées eiisted in the mean ovefall job satisfaction scores

.among the three groups. One-vay analysis of variance indicated that the

()

~J

)
L £ SRS
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observed differences among the groups wvere not statistically 31gn1f1cant
at .05 level. Therefore it wvas concluded that there wvere no signifi-
cant differences in overall job satisfaction among the group of educa-
tors based on their areas of primary commitment of time,

When secondary ane’vses were carried out to investigate the

- differences in satisfaction on the nine factors, there was a signifi-

cant difference in the level of‘satisfaction expressed by the three
groups in relation to Factor 4, Benefits. As shown in Table 33, the
predominantly "administration" group had the highest mean score on this
féctor followed by the predominantly "teaching” group.

Analysis of variance was carried gﬁf to compare the differences
between the means. An F value of 3.26 was.obtained wvhich was signifi- <
cant beyond the .05 level. When the Scheffé multiple comparison of
means was applied, it was found that there was a significant Qifference
between the predominantly "administrative" group and the "mixed" group.

All other differences were not significant, The conclusion vas that

the predominantl\' administrative group were significantly more satis-

Y

: fied with the Benefits than the mixed group. s

Years in present employment. From the data :1uyvided by the

respondents four groups of educators were formed baged on the number of
yearé they 'had spent in their current department/scho. 1. The frequen-
cies, mean overall satisfaction scores and standard deviations for the

groups are shown in Table 34. Some differences seemed to exist between
, ] « . ] :

the means.

A one-way analy81a of variance was computed to test the sqgnif-w

J .
icance of the observed differences in mean overall. job satisfaction -~ ¢

S
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scores., As shown in Table 34, an F value of 3.04 was ogtaiﬁed vhich
wvas statistically significant at the .05 level. The application of
Scheffé's multiplevcomparison of means identified that the 3 - 5 years
group was significantly less satisfied than the "10 and Bver"-group.
When further analyses were carried out using the nine satisfac-
tion factors, factors 1, 4 and 5 produced significant differences among

the groups.

Factor 1: Working conditions. As shown in Table 35, the highest

group mean score on this factor wasvreported by those who had spebt no
more than two years in their present department. It appeared that
satisfaction,with_this factor was high during the first and second
years and for the third to théﬁ?iftﬁlyears, the level of satisféction
waé lov. From the sixth yesr onwards, the mean scores on this variable
increased as the number of years in employment increased.

One-way analysis of variance showed'that the obtaired ratio
of 2.79 vas significanf beyond the .05 level. This meant that signifi-
cant differences existed among the group means. The application of
Scheffé's multiple comparison of means revealed that the mean score of
the educators in the 3 - 5 year group was significantly less than the
mean of the 1 - 2 year group. The respondents who were in their first
or second year were significantly mére satisfied than the respondents
vhe were in their third to fifth year in their depa;tments or schools,
The other observed group différencés'were not statistically significant.

Factor 4: Benefits. 1lable 36 shows that from the fifth year

. onwards, the Benefit aatisfaétion mean score tended to inc:eaae with

the respondents’ years}in employment . The group of respondents who
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had 10 years -and over in present empléymeht reported the highest mean
satisfaction score on this factor, while thesi -~ 5 year group reported
the lowest mean satisfactioﬁ score,

0ne~way analysis of variance was used to test the gignificance
of the observed dlffe:ences betwveen the means. The obta1ned F-ratio of
4.%8 vas significant beyond the .01 levél. That is, there was a signif-
icant difference in the mean satisfaétion-reported on the Benefits factor -
among sub-groups of educatprs in Rehabilitation Medicine who had spent
different numbers of years in their respective departments/séhoéls.‘
Scheffé'simultiple combafisonvof means waé used to identify tﬁe sbecific
sub-groups whlch vere different. It washfound that a significant differ-
e?ce in the mean score existed between those educators who had 3 - 5
years compared to thg;e/ﬁﬁose years in present employment wvere 10 years
and over. The 3 - Sryear group wexe significantly less satisfied with
this factor than the 10 and over group. Hovever, no dlfferences existed
redlative to the 1 - 2 and 6 - 9 year groups,

Factor 5: Envzronmental support . The findings on this factor

vere siﬁilar to those reported above in Factor 4. Presented in Table
37 are the frequencies, mean scores on satisfaction with Environmental
Support and the standard deviations for the various groups of Rehabili-
tation Medicine educstors with respect to the number of yéara in their
current employment. The highest mean score vas reported by tﬁe 10 and

over group. The 3 - 5 year group reported the 1oweat mean score on

this factor.

-
N »

Oﬁe-way analysis of variance was computed.‘ The results produced

an F-ratio of 3.86 which was significant beyond the .05 level. Therefore,
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statlstlcally 51gn1f1cant differences existed among the f0ur groups af

educators. ‘The Scheffé test shoved that the difference between the

3 - 5 group and the 10 and over group was 51gn1f1capt. An inspection
0fﬁthe>mean;, indicated Epat the 5 -~ 5 group vere éignificantly less
‘satisfied vith the Eﬁvirdnmental'Support factor than the group with 10 |
Or more years inttheir currentvemployment.

Sg!:groblem 3.3: Job Satisfaction
and Professional Variables

"To what extent are there differences in overall Jjob satisfac-
tion among sub=groups of respondents formed on ihe bases of their prq%

fessional variables: total years of experience, number of publlcatlons

2

and number of presentatlons?" ‘

Total years\;} teachmng experlence. From the respondents' data

on their total years of teaching experience, four groups were formed.
Table 38 presents the group frequencies{ the group*mean scores and stand-
ard deviations on their overall job satisfaction. The lowest mean score
was reported by those edﬁcators'in the group with 3 -5 yearsuof teach-
ing expérience, vhile the highest mean overall job satisfaction vas ‘
rebor@ed by educafors vho ﬁéd at least 10 years of tegzhing experience,

- One-way analys;s of variance was carried -out to test the 31gn1f-
icénce of the observed differences in the group mean scores.' The F-
ratlo of 2.55 obtained in the analysis was not slgnlflcant at the .05
level. Theréfore, it was concluded that there were no slgnlflcant
differénces in the levels of overall Job-aatlsfactlon among the‘groups )
of educato;s based onltheir_tétal number of years of teaching experi-
ence.

Hovever, vhen secondary analysis was carried out to -seek. for
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N vas tested by uslng one-way analyels of variance.

-any dlfferencea,among the groups based on the nine factors Wthh under-

lgé.overall JOb satlsfactzon, factors 4, 5 6 and 9 showed slgnlflcant

differences. Thqsg are,reported belov.

Factor 4: Benefits. - Table 39 shows that the group mean scores

'incréased'aé the'totgi number of years of teaching experience increased.,

The group with a~t6ﬁal,experience'of 10 .years and over reported the

higﬁest mean score on this factor.

The observed dlfferences in the mean #core: vere tested by one-

‘ﬁg, analysis of variance. The resultlng F value of- 4.05 vas 81gn1flcant

at the .01 level. That showed that a significant difference existgd in
th"bxogp mean scores. The Scheffé multiple Famparison of means revealed

that there was a significant difference between thé‘l - 2 year gfoup and

éhd.lﬂ years and over group. The cbserved diffevences between the

other groups - vere not statistically significanf. The conclusion was

;that the‘lO years and over group were significantly more satisfied with

ﬁ&e Benefrts factﬁr than the 1 - 2 year group.

The F-value of 4.16

PR

vas algnxflcantgbeyond the .01 level. That is, there vere slgnlfxcant

.J%' differences in the group meﬂn scores. 0On application of the SCheffé

test off mulfiﬁie comparison of means, it vas found that the mean score

o .

T
B %
¢

-
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of the 3 - 5 years group was significantly lower than those of the.two
groups with the most experience; tha. is, the & - 9 years and 10 years f“iS@
. 3. . :,;‘.fl

anc #~ >r groups. There were n s'r ificant differences between the

1 - 2 year group and the other groups on thls factor.

Factor 6: Work ethos. The total years of teachlng experlence

end‘group mean scores on satisfaction with Work Ethos are presented s
S . o
in Table 41. The mean scores on this factor tended to increase with o "Qgi

the number of years of teaching experience.

One-way analysis of variance was computed to test-the Signifi-

cance of the apparent mean differences among the groups; Thevresults v L \'
Y S

show that an F- ratldégf 3 31 was significant beyond the .05 level. S -g(’

'That is, there vas a 51gn1f1cant dlfference in the level of satlsfactlon g ’P ,//

"w1th the Work Ethos among the groups of educators.

Scheffé's multiple comparison of means was employea to identify | .
éﬁihe specific difterences between the sub-groups. . There was a signifi-
cant d- ’Ference‘in group means between the 1 —ggkend the 10 and over
groupsrsuch that the latter wvere slgnlflcantly more satisfldﬂ thﬁn the L .

former. All other comparlsons did not shov Slgnlflca - differences.

Factor 9 Altrulsm.‘ ‘As shown in Table 42, the lowest mean

sog;e on thls factor vas reported by the 3 - 5 year group. The group

of educators who had at least 10 years of teachlng experxenqe reported’
*'ﬂ'.
the hlghest mean’ satlsfactlon score .on this Factor.

v

From the;ang;ysls of,varlance carried out to test.the.signifi-
cence of the mean’score differences, an fF-ratio of 3.5§‘was obteined.'.
This vas slgnuf;cant beyond the .05 level. That is, there was a signifi-
cant dlfferpnce inf thé -mean scores among the four groups. The Schef fé

| multlplé;comparison of means test showed that a slgnlfxcant,dlfference
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" among the three groups.._ Ca
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existed in the mean scores between the 3 - 5 year group and the 10 and

_byst group. It was concluded that the group of educators who had at

Igéa;;lo yearszof'tg§§hing experience were significantly more satis-
fied with the Altruism sspect of their job then the 3 - 5 year group.

‘Number of'publications.» Fublication,yas used as one indicator

of productivity in order to exqwine the differences in job satisfaction
among educators in Rehabilitafion Medicine who might differ in this
aspect of productivity. Three groups were‘fqrmed based on the data on
the number or publications in refereed @gurnals in the.lagt.five years.
The frequencies, mean overall job satisfaction scores agd standard devi-
ations‘for the three groups are prereAted in Table 43; The lowest mean
overall jrb satisfaction score vas reported by the group of educators
wvho had one or two publications. The mean score for the group who had
no publlcatlons wvas lower than the meanggcore for the group who had

]

£
three or more publlcatlons. One-way ana{ysls of variance vas used to
. .‘;3“ ..

‘test the slgnlflcance of the dlfferences among the groups. »An i—ratlo
of 1.09 wves not 81gn191cant at the .05 level. Th1s showed that fo’ 819-

’n1f1cant difterence existed in the leve& of oVerail job satisfaction

S
P
+ . 3

. Uhen secondary analyses vere carried out using the nihé'factors

under1y1ﬁg overall job satisfactlon there was 8 algnlflcant difference

-

'among the groupe on Factor 2,-Content of Work. This difference was

accounted for essent;nlly by "the opportunlty to do research" (Question-
aire Item as), .f’,' - /

‘y‘»'

Thi reaults*of thgggnalysla relating to Factor 2 sre praaented

in"Table 44. The loweet,mean ‘gcore on this factor vas rqpcrted by the
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group with 1 - 2 publications, while the highest mean score was reported

BV

by the group with 3 or more publications. The F-ratio obtaifed in Table ~
44 was gignificant beyond the .05 level. That is, there was a Qignifi-
cant difference in tﬁe mean scores among the th;ée groups. .The Scheffé
ﬁultiple comparison of means test revealed that the group with three or
mbre'publicatiﬁns were significantly more satisfied Gith the Content of
Work factor than the group with one or two publications only.

Some significant differences on two job facets were found among ;

educators grouped according to their publlcatlons. These differences

" e o 7

T

are tabulated and included in Appendix E.3...

.
Number of presentations. Another indicator of productivity

edi~

utlllzed to seek for differences among educators in Rehabllltatlﬁ

" cine in Canada vas the number of papérs presented at professxonal/

scientific meetings in the last Flve yeats. from the respondents' data

ArAl e

his_on the'number~of'papers presented, three groups were formed.k The'aresen-
tation frequencies of each group, mean overall job satisfaction scores,

F-ratio and prpbability are reported in _Table aS.Z‘The "none" presentor

group reportedifhe lowest overall job satisfaction mean score. The tw  :
. S e B . .6
highest overall satisfaction mean score was reported by the group of

educators who had at least three presentat;ons, One-way analysis of 

T e e e S e A

Y
- -.7@2'(3 -

. variance shoved that Qith an F~ratio of 1.01, lhe observed diffﬁrences - .
‘win the mean satisfaction of the groups were not statistically gignificant
st .05 level, . | o
When secondary snalyses wé%e carried out usi@g thé‘nine factors | B ;
underlying overall job aatigfaetion as the debendent variables, no 7 / !

. AN - N -
> significant differences existed among the groups of educators who had
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~ varying number of presentations; There were, however,'significant dif-

ferences among the groups in the level of satisfaction on two job

~ -

facets. These differences are summarized and included in Appendix E.4.

k-3

PROBLEM 4: JOB SATISFACTION AND MOBILITY

)

Sub-problem 4.{ R

e e e

"What is the difference in the ievel of overall job satisfaction

' between mobile and non-mobile educators in Rehabilitation Medicine in

Canaggjn unlver51t1es7"

The data presented in Table 46 shov that the non-mobiles had a

higher overall satlsfactlon mean score than #he moblles.‘ The t~

on- the mean scolps produced a t-value of 0.51 whlch vas not sighe'“ A
at the .05 level. It was concluded that no significant d1fference”exiated
betwveen the ovefall job satisfecﬁ;ontmean;segres of -mobile and non-

mobile edugators. . ’ .
No significanht difference Waegobserved in the mean satisfaction

scores onvanygﬁf the nine facfogs considered separatg%y.;‘However, one
signifrtentﬁaifference on the job facet, "RbcognitiOnvof~your work by

others" ;é summarized and included in Appendix E.5. . e

Sub-problem 4.2f

 "What job cﬁaracteristics vere identified by the mobiles as
contrubutory to their decisions to moye?" '
In order to identify “the apecxfzc reasons for mqblllty, the
mobile_respondents were provided a list of 13 job cha?actarxstlcs whlch

vere identified in literature as pdtehtialiy influential in the
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z

"gelect-versus-re ject" decisions among typicsl ptrofessionals (Broin,

7 o ,-:3‘

~

1967:149), Respondenta'ﬁere asked to select the five moet important
«job chegacteristics from the list’and-toArank order those five to the
extent that they contribueed to their decision to move.

The frequency vith Wthh the 15 Job characteristics were sel-
ected together with the "we1ghted response” which srows their relatlve
importance .to the respondents are summarlzed in Table 47. |

;Q; T;e globai entity - "The attraction of the;new position, “.vbs_;

of prime impcrtanc?‘to the mobiles. The speclf1c1ty of. the attractdon
b

" of the nev position lay in the next four JOb %,'racterlstlcs wvhich

Were second to Flfth: For most mobile educato:s in~Reheb{litetipn

Medicine in Canadian universities "opportunity for research," "oppor-
p

N4

unlty For furthur professional educat:on" and "adequate recognltrbn"

had the gtrongest 1nfluence upon ‘their decxslqn to. move. ' Other Job¢

-~

characterlstzcs such as "poor p011c1es and regulatlons," "low feellng
-of accampllshment " "problems with the adminlstrat1on" and "llmlted
responslblllty" in that order vere also ident1f1ed vith less frequency

as contributing to thelr dec181ons to mave on.

SR

Table 48°is 8 summary of the sxgniflcant flndzngs wvith regard o
to the level of overall JOb satlafactxon and satlafact1on with the
factors among . various groups oP educators in Rehab;lxtat;on Medlcilp 1n

Canadxan unlversltlea. The fzndxngd are dxacuaeed 1n Chqpter Vi1l

S¥

followed by cOnc1031ons and 1mpllcationa.
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s MMARY,  CONCLUSIONS: AND MPLICATIONs :
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¥his f‘mal chapter contams an overviev of the study, the
i

fmdlngs and a brlef dlSCUS of the fmdm ] r&}atlve to the
g

e

llterature x\ﬁréwed Some conclusmné érqidrawn pﬁsed on -the f &nd-

K . v "‘Q '
. _ﬁf ' 1ngs. C@smeratlon of the 1mp11cat40ns f‘ai' ad;uﬁxct;pﬁidn and for o
. - ; ‘ e g& ’ 2 ‘ A.._ - )
' f'urther resqarch 1s prov1ded. o T »—:..45 e L A
Ty “ | " 7 OVERVIEW OF.THE STupY ) ¢ .. ®*+ ¢ -
y . R - _ . " £ 3 V.. _ _
N ¥ * o ’ - “' &:‘#& ! . . ' [y
',&' ‘ J .
' o 40 investigate.the :]o% attitudes
.}1 »
Aissatisfaltion of. educators’in
& ’ e

Leow. #

B Rehablhtatlon Medlcme in Canadmn uﬁlversltles. %}eci'fically-‘ tlae
1ntent was to dlacover wvhich job facets and job related factors

: contnbuted to JOb satisfaction and 305 dlssatlsfactmn as well as

"theu- relatlve 1mpo. to overall Job satmfactmn. Furthetmore
the study was intended to explore the applicablllty of exmtxﬁ’g theones

' of job sat,lsfactmn to thxs group of‘ echcators in. Canadian univers.lt;les.-

2 ) I‘ o A review of the llterature pertammg to Job aatlsfaction

| revealed thnt mst of the exxgt,ing. thoory fooused on awloyees in . .

Son studias"

bueiness and mduatrial uttin’,::___.: {1 e
educatimal inst.itutiom but in these the mjor targgt gmupg “m j :

:l

R

C. . ,
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& ' e
N . . . . ~
A N L

R enbloyees afflllated to primary and secdnda;;y' -scho’ols. Little

attentlon had been pald to the JOb attltudes of employees in pogt

e =
A

o secondary 1nst1tut1ops. In Eny# case the factors reported by -employees

- in different flelds as’ contrlbutors to the1r Jjob sat1sf‘actlon x’ned & -

T,

\ndely. ‘ Accordlngly, som; of those* factors vere used as ‘the startmg

pomts in the mvestlgatlon«o‘: the ﬁ)b attltudes relatlve to Job o

¢ A.a-f

satlsfactlone of eamyp‘tors in Phymﬁlaf and Occupatmnal Therapy pro- o

grams in eleven C‘an,adlan unlverslt_’ s

& e e .
: = L e g;.se e
: I'nstrumEntatloh ST e """.'%’1' p
T - v, .« N '3 . o
e . o i
Do : Ir]_cfhe concepi:oel framework for the study &erall _)obqsatls- -
=3 %

& ,
- Fatdﬁn vas, conceptuahze.d as. a mult%aceted entlty. To measyr% that

-

e ent..i‘ty P questlonnalre cmtaintng a large ﬁﬂﬁuber of the Jjob @’acets

: re%ctlve of thg J‘% of educators in Rehabllltatﬁh’ Medlclne was

“developed. The questlonnalre had. three parts.
-

“Section 1 of the quest-lonnaire elicited
sex, ‘age, 'lg“evﬁ ‘of education, a'cademnk" ealary, area of' p'rimary

U com?hitmera‘ employmént tlme, tota] years in present employment

total years of teachmg expenence, number of publlcatlonsl ‘number

e
of preaentatxhna and moblhty characteristics. P gv’

Section II of the quaatlonna‘lre vas dsrgned to e11c1t attit-
udmal reactmns regardmg 31 job facets whlch were Judged 4o charact- -
erlze the work of educators in .Rehabilitatlon Med.lcme. The intent.
waa to measure both thg‘ importance and the eatiafactlon aasoc.rated
vith each facet and, in additxon, to provxde a meaaure of‘ overall
job aatisf‘actlot). L oo a
Seetion dll of the queatiomaire conaiated of open-mded
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' %1' © questions which requeeted the respondents &o narraté twotcritical
0 1nc1der s that had contrlbuted = 5’" ffeé‘lmgs offexceptmnal satis~

" X

' ‘ T~ A
.factlon vith their JObS as educat - g

and two cr1t1cal intidents that

had antri@tjted to feelings of excep_thiOnala dissatisfaction with their .

. jobs. ’
! ’ " .
L _ R e

. . ‘lethogologz

L ' ",.. The questionnaire was pllot tested on-a group of educators AR

,

<, - in Rehabi’lltatlon Medlcme in, The Hm.versﬁ;y of' Albert‘e. Followmg o 4
- ‘. | ) v,the ;:ulot test, approprlate ‘Tevisions were carmd oyt .on the - questmn- } a
| nalre‘ before it vas ma11ed£to thee sub;e& . R O d
TR B The subgects of this sf.udy J,ncIuded IlB full time facul? ‘
- member§ for the 1979780 acadetg}c year Th Phy‘si'f:al erad Occupﬁtmnal -

. L _— g\:
Lo Y ’_Therap‘} progﬁams in eleven umveralt.les who were reg:.stered therep.lsts,

/ - Q,: éﬂhelr names were obtamed from the heads of the programs. “The sub— : ‘lij'é :

\

Jécts vere mailed the" questmnnalre wvithsa co“ver letter and a return
> pa.ld envelope m a packet dlrected to therr cm,)uskaddr sses. ‘

e,

\. ¥
AItogether, 106 gturns were tecelved qfter a aecond follow- b
up reques‘l: reptesentmg an 89.83 percent teturn. Tvelve.of the
**7 . .. returned questlonna.lres were unusalﬂe. Tharefore, 79.66 percgnt of
; ._ ‘

-

the Qducatora \mo mre contacted ac ally formed the sample for thia

4 /. - ) ..,, T Study. . N ." .*’ R ‘ ,
- . o : :
g . ‘._ , . R 4 . ., ’ R ‘.._ ”.,‘. . ' 4 ‘
. ¢ ) - e T ) S ta al eis ' ‘T X '..'. i ~r‘ N ’ . : . 0 - ,' S L B , - .-4. |
A D ‘ For unof qnhlysi the data fron tha q\netiomaim ura L
‘_!(.j, : o Im eouput.br d-rda Tho Statisticl‘.l, Puduge fm‘ the {' 'u

Awmrim
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- gtatistical measures were employed in order to determme the level A

161

of . satlsfactmn and to determme the dlfferencea in job sausfact.lon

b s ‘6‘ ] . ‘ . .
gcores among the respondents based on their demographlc data. The .. :ff*
VmaJor statlstz cal procedures employed mcluded frequfency and per- , .

centage of reponses on 2each vanable, mean scores, standard dev1éhons, K

ws b ) - . . .
~an&ly31,svof verlance, chl-squage and probablllty teste. Uhere N e .
F‘-val',.f piwere 91gn1f1cant at the .05 leve‘;, the Scheffe multxple e

cotnparlsbn of means ‘was used to adent1fy ‘the grOUps whlch were slgmf—

)" A n Wy e R ) , . . - ’ _
g‘ '1cantly dlf,ferent_. _ ) o ¢ - E T

1Y -

Revxew of Flndlngs

¢ el
-

In thlS study the reseatc”reblems &re framed in the form BRI

researeh questlons. The' find!ﬂgs are aummarlzed below undar each ,

e T iy / ) .
. ' “ of the .reseatch queataons 1nvesﬁgated 1n thJ.s atudy d oo ‘ :
.» « A ~. o, . ‘f. . % f?‘ V . R W S
' ‘.:3,9,“‘#,‘ 4 . PROBL.EM l. UVERALL JOB SATISFACTIGN T TR
. . ) | . ‘o ' Q- .1 - . - | ‘ .q‘ L | ,_E;,xg .
Sub-problem 11 -z;" e
"To what extent do educator? m Rehabrlitatmn Med1c1ne in o
_ ﬁ@anad currently explnence overall JOb satiqﬁactmn?" ) e .‘z : L -
4 - . The ugean ovarall job sqtmfactlon score mdiaated that in S

general, the educators mch;%ed in this study reported moderate\

v ’ Y

overall satisfactmn uuth their jnbs. L ' . i "', @




B SRR

LB . ls2 |
13 9 : 7 . . __“ .
g b R , i
feehng of overall JOb satlsf‘action. - Together they accounted for 7

;ﬁﬂ 1 percent - of‘ the total variance. "-vﬂppomftuni-tya to use. your know-

ledge and Sklll " al}ge accounted for 45 {)_e.l.‘ce‘nt' df the- total variance_gﬁ o

e = : Sub-problem 1.3 . R &
-. "What JQb facets vere identififed as most 1mportant to the ,J'Q:_g oE
" feeling of overall _]ob satxsfactmn'”' L ' : ‘t SE Y
Nine r]db facets on the queatlpnhalre had a mean rat.mg of at. 1 ﬁ'
least 4.5 on the scale whe;e 4 is “very important" and 5 18 "exttemel;( o :
" 1mportant “&These f'acets wex;eggeemed most 1mportant for - the redp%nd-
L *‘-‘- S ents' feehng of overall ejOb satlsfactmn. T f‘ ' 0,,
o oa sub-grob;em 1oa- B T ST -

et "Mtat”‘ﬁf

9 elatwnshm between OVBQ!'ﬁ-ll Job Satl.sfacthn .
and the importanog of' the Job f"ﬂwf’“ s _:’. . ‘

@

The cdrrelatmn between the mportance ratmg of eech Jo‘&
fecet and the index of overall Job satmfactmn vas low. The
correlatmn between each umnelghted -job facet satlsfactmn and the |

' ‘ index of overall Job eatxsfactmn vas hxgh. -The correlatiun betveen -

the overall Job sdtisfactxon mdex and each of - the 31 importance-

¢

KeE veigwted job facat satiafactmns vag not appracigbly different fm - "'\ /
tl'w cortolat‘ion hetmn thé ovotall Job. ntwoctim index and nah

- 5 of ' the N mmghted job ucat. utisf.ctiona. S R

Thi-‘m éh-t ttw hportmea nmre‘ d.td mt add a sig-

.«




e

JOb facet satisfaction for this group mf educators’“

. p031t1ve rank order cor“elatlon cbefflcxent of .55 whlch R

€

vas gignificant at 001 level vas obtained between the. 1mportance and

satxsfactlon ratlngs of the job facets. (A’ posltlve relat1onsh1p ;
% v "

exl ed between the 1mportance,£he respﬁndints attached to the glven

facets and the - satlsfactlon they reported on the same facets.

& SRR 7

'81qniﬁxcantly hlgher téén tﬁe mean éhtxsfac%:on ecor% ﬂn éll hy::;: -

 -all but ¢

t.hn oxtrimi.c upoct/ of the job cleutfied aa hyg.tene fnctore.

s Lt ' . R
Sub-problem 1.6 ' e P - "
_ng_i_-""Are the, satlsfx;ng and dlssatisfylnq facets consigtent ‘ vt "‘
"h~§ge motlvator-hyglene“theory of Job satlsfactlon descrlbed by ;.t

zbetg et al {(1959)’7'% ,”D" B
/There vas a slgn;fgcant dlfference in the mean Ievel of
' L

satxsfg;tion rsported by the réepondéﬁts when on the JOb facets judged
.\" A .
to Be hyglene factors Were‘compagyd to the facets Judged to be:’ motlv-

¢y
ators. The mean satlefactlen,score on all motlvators together was -

factors together. .The meah 1mportance of the motlvators vas aldﬁ

- . f

81gn1f1cantly higher than that of nglenea.
Further examination of the responaes ehowed that six out

of the seven job fecets on ih1¢h at least 90 percent of the respond-

v enta were aetxefied were judged to be related to ‘the 1ntrxnszo aspecta ’

L ef the‘Job othqrvme craaaified ee mtivatore. On the other ‘harid;

t of the nine Jdb facets on vhich ot least 20 percent of *
ents vere ‘disastisfied vere judged to describe prinrily -

' Job fmta umh acmm fo;: 90 1 pemnt;,_

,.‘
e wiembca

i e A s AR




s r
LN

v . _ | _ o PR
" of the total vaﬁz:?ce in overall job satisfaction vere judged to be

prlmarlly related to the 1ntr1narp\aepects of the job and accounted

. for 50 percent of" the tothl varlancu, whxle 4 were Judged to relate

ing critiecl incj,dentt. T w% '

to extrinsic componengs of the job. Ffiﬁ}ly, n1ne " job facets were

1dent1fled as most 1mbortant to the feeling of overall Job satlsfact-

-

ion; elght of them vere deemed related to the 1ntr1n31c aspects of

the job while one relatsg to eytrlnslc aspects. ‘ o -

ﬂLJ = L -

PROBLEM. 2: JOB 5SPECT SATISFACTION AND DISSATISFACTION C e

S

Sub-groblem 2.1 ) o
g’f%&nc1dents were 1dent1fled by educators }n .ﬁ§§

v ' "Uhét crltr

(‘/

in the critical 1ncidents vhlch vere identifled as the sources of
the feelzng of. Jub qg&iefectlon. Thoae vere "recognltioﬁ‘" "achxeve—l

‘ment“ end "content ef Unrk."_ "Recognitlon" and “echievement" together

et

"l-’

19

" were’ mentioned mat often md Wad in 69 5 percent of the sat.\sfy- -

| o the omn- h-nd, the thrée job npect- vhich vere. mntmned 2
‘.‘..noat fr-qaontly in tht criticll tncidonta llaociated uxth a feeling
of exuptiml mm ':w-é‘”um -ms "cmtext of mk." "policies ind




'Sub-problem 2.2 . , - | . .

: are mot.watora) wvere aasocmted more hth Jjob satisfaction than with

‘ ‘JOb dlasatlafactlon. They . were "recogn.ltlm‘," "achlevement" "content

ﬁof diaaatlafactlon. Job aapocta claasif;od L1 hygionas vere mentioned
‘1erpottionately morc oftun aa tournan of diaaatitfaetion than as : *‘. f-'-;u_ '

~-sources of utiafaction. L

,tr-y N identifhd prbportiwtaly wors oft.n thm‘ "hygim 1n |

~

¢ ' ' . 165

,

"]a- there any cons;stency betveen theae 1nc1dents and the - . . W
mhvator—hyg;ene d:u:hotomy of Herzberg et al, (1959)'?“ |

Equr JOb aspects (whlch by varg 8 classiflcatlon acheme

-

€

of work" and "advancement., Dne motlvator item namely 1nadequate &

"'respons1b111ty" was .1dent1f1ed more as a source- of Job dxssa‘tlsf actxon

]
¥

than job satlsfactlon. - o | o .
On the other hand five Job aapects (clasmf'md by Herzberg )

scheme ‘@s hygiene f‘actors) v? re assoc1ated more with. Job dlssatlsfact-/ ]

" ion than with JOb eat;sfaction. TF\ey were "work context " !polxcles

and admmz.stratmn," "interpetsonal relatlonslip w1th peers " "con-

’ .strmnt on personal hf‘e," and "reward system." ﬁowever, one JOb

aapect, "interpersonal relatlonsth vith students," vas 1dent1f19d
subatantlally more 8s a source of JOb satxafactmn than Job dispétm-

faction among this groyp of- aducntora.

In ‘summary, Job aspects em \ " % "'d ae‘ mtxvatora were mentxoned

"'1

"\‘« «"

' proportionately more often as sourcas of utzsfactmn then ‘a8 sources

2

ﬂan 111 Jdb upecta claaaifsod pa mt,tvaton ure conaxdemd . s

.xl :
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. j"‘fymg 1nc1dents._q,.

'fwa, . 5 . . vy )
#' . PROBLEM 3: OVERALL JOB SATISFACTION AND 'DEMOGRAPHIC VARIABLES

" The difference in job satisfaction among educgtors in Rehab-
]

ilitation Medicine in Canada ‘was investigated'Using demographic data’
It

o

.as the~indépendent>variab1es. The prlmary analysis vas done usxng

the 1ndex of overall job satisfaction as the dependent varlable. The

4

-

e .
secondary auely91s vas carried out on Job facet factors. The invests

1gat10ns_were g:ouped under three subfproblems.
. - 9 ,
Sub-problen’ 3+1;  Job Satlsf'actlon w S
ancl}?rsonal Vanables. » o ' ‘

Y E . .

_” <

o T . - "To what 'extent' " gsﬂiim'overell 'job satis-
. - R s :
-faction between subgroup

—-—

H ormed Qu<the b581a of

their personal variables; ) age, acadenuc level?" o :?

: -

&

-

Sex. Female respondents were - szg\mﬁ.cantly less - sahsfled

than their male countetparts on the Factor of Work Ethos. No oth_er~ 0
slgnif‘icant s;;?fferencbs vere obtained. . e A:‘ SR
_g Although older aducatoxp tgpded éo expreas h;gher * . ﬁ@

. -'VA.J e

jub aatisfuctian than the younger« educatora n‘b statlatically algtuf;- s

o

cant diffpraneu axisted amng bhe lge groupe on their mean lavsl
| of overnll job utiafaction. Hovwor, the youngor age group (40 yaara)
m- gimifimﬁy ’1m utinfiod thm 'thu gzoup ao-asr yam, vt f |
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”respondents who had" only the baccalaureSte' in Phyeical'and./or - .

Occupatlonal Therapy. It vas also faund that those educators who had

R
-

teachmg certlflcates and thoee who' had graduate degrees wvere slgn-

L

" 1fléant4.¥ more satlsf ied with theu‘ Working Condxtmns than the1r [

peet‘s who had only the baccalaureste. R BN

Q‘.
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b - : ES - -
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- . Sub-problem 3.2: Job Satisfacti'on .
' and 'O'rgamzahonaf \lanables

Py

L o PO : , X LN ] ;’:{ﬁ‘j
.+ "To what extent are there dlffenences m overall JOb ‘sama- o

faction between subgroups of respondents f‘orme& or the bases of thelr

‘./.

orgamzatmnal varmbles"" LT v v .

Acadenuc rank. The 1eve1 of’ overall ‘m it i

.,\'

highest for the greup of "educators who~ vere Asgifiate Professors or

ﬁ&ofesaors while the level of‘ﬁ‘:rall Jom sqti b« '~ thes fist- R

ant Professor group wes the“’lowest. Those \ _ eeor C

S
scom between these two groups. However, the obServed diff'erences
amdng fhe &;ree groups ‘was ot statxstlcally s;gmflcant_ | v AE
Aseoclate Prof’essors and Profeseors vere eagni y more | . i} ,

aatlsfied with the Beneflts they got on thelr j@ than the groupa ". X N f‘,‘
_.‘Vv . . “ A '_ (‘ . '_ N , i
below Aasocxate Profesecw raak. o : ‘ o

h o Sa}.a_gx “The level of averall JOb ﬂactiod ves hlghe\t ..
L * for - the group of educetors who wre pald tﬁe hxghest salanee; o (A ‘ s o
' Educators whose%galauea wore over 3}3,000 had ngnificuntly hiqher'} g W 1

Qe

.overall Job satiif;dtion thm t.he tuo pqups gr%“m,/ﬂ ;21 ,000 or
lm, ‘"d 521 0014271000 respactively. _u_ e O S
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vere belov $27,000. ,r“, : S | IR

~

On 'the factor of Altru1sm, educators on a salary $21, 000 or
‘less were s;.gnxflcantly less_; satzsfled vith the a,ltruxstlc content qf‘ ’
‘the_i_r work than edueators on é salary above $33,009.‘

oy .

- Pri-mary ir‘),volve'n?éht'.‘ No signific‘ént differehces in the level

of overall Job satlsfactmn was observed among these educators groupgd

accordmg to the area of their prlmery com:.tment of' more than 60"

o

' percent of then time on ‘the JOb. However, the predomznantly "admm— O r
_ " 4

. xstration" grwp \vere szgn;flcantly more aatlsfled than, the “mixed"

. . R TP

'. .

- L .group wrth the Beneflta they recqwe on theu Joq, S .,t.
L . .‘ ______wharsh in_present empl t. Y%‘overall JOb sa'hsfactm!} S
. Lo mean sCOre of 'Zd;ratars m Rehabfﬁ}}tatmn Hed}mne wae hxghest f'or
. .tge groupwho had 'st‘ayed the mg’heat number of ;eara m then- present
SR employment. The rgaponddbt,a who vere 3-5, yaag in' cuw employment . o

- Ny o v
reported aJ.gnifichntly less overall -4ob.: aatisfactxon than th,o respond- S

‘ents vho had spdnt 10 yaara end over in that pmployment

Educatoro vho f then: f,irst or’ ipcond yeay: J.n thej.r ., 'f L

1}

'\.

current wlnymt vere: ignif:lcantly raore snuafied mth regard to | _70 :

[ .
: N ‘- cno‘ M

,uorunq commm(“f .auq.ﬁhrs who eck spent 35, yem ;n thdrﬁ | y e
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5 o "To what extent. are there d1fferences in overall Job aatls-
o factmn among subgroups of respcm#nt;s formed on the bases of thelr _
: ' - total years of expenence, number of pubhc-, S e
S . 2 -ex -enence, Ihere was. m statmncally .
& "sagmf rcﬁs‘difference in ﬁhe }&vel of ove‘rall 306 satlsf‘actmn among
R

e
| 'groups of educatnrs ,based'on ﬁ'm.r td‘te‘l numbSr of years of exper.‘-

% 1ence g\:en though the mﬁtoﬁ with w rughest totaf years of teach- . "
mg expenen‘ce tended to expresa the 'ﬁigheet overallQob satxsfactmn.. : v

L eP

-
o !

S

txafactmrr for educgtm vith }-5 years of teaching 'axpemonce than SRR

fox:pdueatozs with mox’:e t.hm fwe years of teachmg experience. ”No_
dszotm wera p:uant .on the Envrromental Suppuxt f’-ctor bntiuni o

aducators yho M !92“yearh.¢f teaéhlng .expaartce snd oa\ll ‘
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with each other,.presence or abseqse of help, cooperation, and communi-
f .

catidn.

8. Inter_personal Relatlons wlth Studepf - Any'reference to’

getting along ¥ not gettlnq along w1th students and obtaining or not

-~
™

obtalnlng student cooperatlon wvas. coded here.

' 9. Poligies -and Administration - ThlS contains all references
_ ro - : ,
relating to academic policy implementation, quality of leadership,

delegation, consultation, supportiveness of and comrinication vith

.

..~ administrators.

10. Reward System - Under this category were coded all refer-

ences to salary, pay relativevto amount~of‘60rk, merit awarded or denied,

Justlce or 1nJust1ce in the institution's remuneratlon. ~

11 Constralnts in Personal.lLife - All references with regard

~ to subtle pressures, expectations and demands on the job that affected

the respond n% s personal life or phllosophy vere coded here.

fhe frequency counts of the occurrence of events in 1nd1v1dual
categories wvere computed.,,A chi—square analysis wasvused to find the
sionificance of differencesoamong the proportion of events that fell
into'diFferent categories,'folloued by a t-test to determine“the leyel

ll

of significance.
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‘Chapter V

ANALYSIS OF DEMOGRAPHIC  DATA OF RESPONDENTS
. | )

Questionnaire data on the demographic characteristics of the
respondents are reported in this chapter. Column counts were run on the
iamographic data provided by the EFspbndents.i A‘wide range‘was evident

on each ~of the variables classified as peraonal, organizational, profes-

sional and mobilily characteristics. These characteristics are grouped

_and reported below.

/> B ' 7

 PERSONAL CHARACTERISTICS

Table 3 contains data which shou the frequency and percentage

distribution of respondents on the indebenaent vaf?ables classified as
! [ 4 ’ N
personal characteristics.

=

Sex. e

$ince physical and occupational therapy are "traditionally female"
4

professions it was not surprising that there were almost four times

~as many females as males among the respondents. Of the respondents,

78.7 percent (74) were females anc 1.3 percent (20) vere males.

J

Age

Approximately 43 percent of the respondents were under -40 years

of age, 32 percent reporiru their agéa as ‘40-49, and almost 26 percent

A 1

74

e



Table 3

s

Personal Chardkteristics of Respondents

N

75 -

<Responde’ ¢s

L3
Characteristic Frequency Pe czenyay2
Sex N
Female 74 78.7
- Male 20 21.3
Total 94 100.0
Age
Unde: ~0 40 42.6
W -6 30 31.9
50 and . .er 24 . 25.5
Tote™ 94 100.0
Academic Loa_.rication
Undergrz nate Professional degree 23 24.5
Teaching .ertificate - No graduate degree 22 23.4
Master's Degree \ 44 46.8
Doctoral Degree ) 5.3
94 100.0

Total




N

76

were 50 years of age or older.
: -

Academic Qualifications _ s LT

in vibu of the fact that there ingycontinued increase in the

pursuit of higher- edueation through part-time programs, the academic ..

%
(./O. of o

qualification for the respondents was not measured by the humber?SéAfip
7 . N

years of post secondary education as is the usual practice. Instead ..
: Sl e ro

N - z

_/EEE}I académic,qualification vas based:oh the higheqt:degree:oriaébmoﬁngg .

L

attained by the respondents at the time of the studyJ; [' f"f*; _;
Among the‘respohdents approximately one-quarter (Za;s‘péfcehtfif

indicated that their highest academic qualification vas an qnderéféd}g
uate professional degree in physical and/or Qccupational thérapy;7'ﬂJ
Those who had teaching certificates in addition to their basic-profes--

sional qualifications constituted 23.4 percent. Almostﬂb%?f dfﬁthei_'
total respondents (46.8 percent) had a Master's degreé,; Fiyévrespon-

: AEPEN R
dents (5.3 percent) had Doctorates. o :

al

ORGANIZATIONAL CHARACTERISTICS

s

The frequency distributions of the respondents-on the variables

classified as organizational characteristics are tabulated in Table 4.__

Academic Rank

' . | The data on the respondents' ;cademic'raaks in their different
iniversities provided four sub-groups. Approximately 18 percent of
the respondents held academic ranks lower than assistant professor, while
| 44.7 Percent held the rank of assistant professor. Thirty-three percent of

the respondents were Associate professors while 4.2 percent were profgssors.



Table &4

Frequency and Percentage Dlstrlbutlons of Respondents

Based on Their Organization Characterlsilcs

{

77

Respondents”
Characteristic _ Frequency "~ Percentage
"
Academic Rank
Below Assistant Professor Rank - 17 18.1
' A531stant Professor = - 42 44,7
Associate Professor @ 31 33.0
—~
" Professor | oy 4 4.2
Total ) 94 100.0

. 1979/80 Salary

19

20.2

' $21,C70 or less
'$21,001 - $27,000 3g ¢ 40.4"
. $27,001 - $33,000 24 25.6
over  $33,000 13 13.8
Total 94 100.0
_Area ofrPrimary Involvement : /-
Predbminantly Administration 11 11.7-
Predominantly Teachlng 34 . 36.2
Combination of All Academlc Respon51b111t1es A §2.l
Total 9 )

100.0
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Salary ( ) )

From the data provided_by the‘respoﬁaents four sub-groups were
formed based‘on their income levgis. 7fr9m Table 4, it éan be noted
lj‘that Qne-fifth (20.2 berpedt) of respondents reported that their salary
for the 1979/80 aﬁademic year wvas $21,000 or less. Two-fifthshof the
respondents (40.4 percent) reparted a salafy.between $21}001 and $27,000.
Of the remainder, 25.6 percent reported that their saléry was.bétween
$27,6Dl and $33,000, vhile 15\8-perceht reported a salary higher than;\

$33,000 in the 1979/80 academic year.
, ‘ .

Area of Primary Involvement

The data here provided a measure of the proportionate distribu-
tion of thé respondents' time to specified tasks on‘theif Jjobs.
] Essentially the idea was te identify the area of h&gheét commitment of
time on the job. | | |
O0f all respondents,-ll.7 percent indiéated that they épént more
- than tuo-thirds of their time in administration and administration
related dpties, wvhile 36;5 percent indicated’that~they spent more thah
tvo<thirds. of their time on‘the job in teaching. 'The remainder, 52.1
percent, had Lhéir‘timé‘spent al&ost evenly on.tegching, research, 6ther

university activities and some administrative responsibilities.

- ° =

e '  PROFESSIONAL CHARACTERISTICS

u

Years of Experience B3 TS

. S A o .
In Table 5 are reporteﬂ,}he‘frequency percentage distribytions

of respondents according to their years of teaching expérience in their
- :

.

|
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present employmenf, years o} experience in téaching Rehabilitation

’ s
Medicine in Canada, and total years of experience in teaching in their
~entire professionalﬂcaréer./ The‘subdivisiéns vere chosen to reflect
the usQal peri f probation, the'periodé'when individua%g usually

began to expect promotion and tenure, and the consolidation: periods in

an employment.

_Publications and Presentations

The professiohal characteristics of the respondents based on
their proven ability to publish refereed articles and make presénta-

tions in scientific meetings in the last five years are presented in

Table 6.
Table 6 T .
Professional Characteristics of Respondents
Based on Thear Pubiications and
Scientific Presentations

Number of Publicatrons | Presentations

Papers " Frequenc Percenta Frequenc Per tage

p quency erc ge | AjgukiL} centag

None . 49 - 52.1 33 . 35.1

l1 -2 , 21 22.3 . 27 28.7

3 and over 24 25.5 34 C36.2

Total ' 9y 100.0 9  100.0
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:'More than half of the réépondent;,'SZ.l percent, réportgd thag‘they had
.no publications, 22.3 percent had one or two publications ah; 2535
percent had at least three ‘publications. -The\range in the publication
variable was high from O to 3. The highest publisher among the respon-

dents reported 33 publications vhen the next three highest publishers |

.
. [

had 14, 10, and eight respectively.
' y With respect‘to presghtafions at séientific meetings, alhost
tuo-thirds of the requndgnté (64.9 percent) reported tha£ they had
read’papers at ;gigntifié meetihgs in the last five years.‘ The number
of ~such presgntations ranged ‘from 0 to 50, with 28.7 percent of regpdn-
dents :eﬁorfimgLOAe or two papers, while 36.2 percent had read at leést
threevpapers in the last five years. Although the highest presen£or
’had'Sd;pfesehtations, the next three‘highest‘presentors had 15, 12, and

10, respectively.

MOBILITY CHARACTERISTICS

Three measures were used to ascertain the extent of intra;
professional, interorganizati;nal mobility among educators in Rehabil-
‘itation Medicine in Canada: : ' .

(1) The number of schools/departments in which the respondent 8
had‘been employed in a full—time academic position
'(Uuestiennaire item 8).-

(2) how long the réspoﬁdent intended to remain Qith the present
employér/(Questionnaire item 12). |

(3) The number of letters of enquiry the respondent had sent

to potential employer(s) since gggpary 1979 (Questi#%naire
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item 13). -~
The figures for the respective measures are shown in Table 7. -‘ﬁNJ
Table 7

Mobility Characteristics of Respondents

Respondents

Characteristics ~ Frequency  Percentage
Mobiles 26 - 27,7
Non-maobiles 68 72.3
Total 94 , 100.0

Through the use of the SPSS5 programme it vas possible to
extract the figures in the three measures such that each mobile éduca—
tor was included once only. The combination showed that 27.7 percent

belonged to the mobile group while 72.3 percent wvere grouped. as non-
&
mobile (stable).

Respondents who indicated that;they had either moved or had
reached a pbint at which they would like to move were asked to rank-
order 15 job-related items to the e%tent that they contributed to their

| ’ ' ‘ ‘
- decision to move. The detailed anayysis of their responses is presented

) | A
in Chapter VII. : ; -



SUMMARY

The demographlc data gathered from the. respondenLS«were anal-
/
yzed to determine the characterlstlcs of educators in Rehabllltatlon

Medlolne partlclpatlng in the study. The characterlstlcs vere' greueed

\\‘

as personal, organlzatlonal profe351onal and moblllty categortes N

The subjects consisted of full-time faculty members In\Phy51cal
"\\,‘ ‘

‘and Occupational Therapy programs .in 11 Canadlan unlver31t1es. of

the 94 SUbJECtS, AO 4 percent vere from Occupational Therapy, 54 3

\l »
percent were from Physical Therapy and 5.3 percent had respon31b111t1es.

T e

in baoth Physioal and Occupational Therapy programs. Grouped by sex,

“" - .

there were almost four ‘times as many female respongedtsras males.
‘ Both‘the mean ano median age gfoup for the ?espondents vas 40 -
:49 years. More @han half the respondentsvhad;graduats degrees. The
highest percentaoe (aa.7vpercent) of the respondents held assisiént
professor ranks in 1979/80, while 35 percent held academic ranks above
assistaot professor. Both the mean and the median salary scale for

'1979(80 academic 'year for' this group were in fh;$%§,000.; $27,000 oange;

Altﬁough the number of years in*fﬁé’presentfemployment ranged
from ons‘yéar to 37 years; the mean iength of smploymentﬁwith Enﬁ
present employer vas 8.8 years with a median of 7.5 years. Wito rsgard
to the total years of teaching exoeriencé, it ranged from one year to

_ _ S : :

41 years, with a mean of 10 years and a median of'8.6 fears.

On the two indicators of‘schoiarly proouctivif}, more than
half‘(52.l percent) of the respondents had had no publication in ths-

last five years, vhile more than one-third (35.1 percénf) of the'respon-

{ .
dents had not presented papers ;f scientific sessions in the last five

B
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years. Classified according to their mobility characteristics, a large
proporfioh (72,? percenz) of respondents had remained employed inlonly,
‘one university in Cangda and had :never taught in a program in any |

other university ir Canada.

3
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ANALYSIS DF DATA JOB FACETS JOB ASPECTS
~ AND 5J0B, SATISFACTION : - *

12
.-

out to determlne the extent to which educators. 1n Rehabllltatlon Medlclne

-

1n Canada experlenced overall satlsfactlon on their Job, and - to deter-

-

" mine the JOb Facets Wthh contrlbuted to thelr Feellng of overall satis-

faction. Reported in thls chapten also are the relatlonshlp between

-

facet 1mportance and facet satlsfactlon, the relatlonshlp between facet

1mportance and overall satlsfactlon and a test to determlne vhether
4
=4
the factors Wthh determlne job Satlsfactlon are separate from the

Factors whlch determine job dlssatlsfactlon.

; ThlS chapter follows the order of research questlons 1 and 2

n

that were presented 1n_Chapter 1.

-

v T;'
. v k . ‘
.. PROBLEM 1: OVERALL JOB SATIS?ACTIUN «

BN

Sub-problem 1.1

"Ta what extent do educaters in Rehabilitation Meoicine‘in Canada
currently expesience oVerall“job satisfactiOn?"'

Two 1ndlces were used in determlnlng the level of overall job

gatisfaction experlenced by the respondents. They vere: the face\\iree

One-ltem ratlng, ‘and the mean value obtained from the sum ‘of, the product

of the job facet importance and the JOb facet satlsfactlon. The facet

4

’ 85

S

This chapter contains the repprt of statistical analyses carried .

A,
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7k

. »/'\'\ ) ’ . .
free one-item rating produced a mean of 5.12 which corresponded to tne

‘response category cued verballyvés moderately satisfied. Using the
transforméd scores the second index produced-a mean ovérall satisfac~’
.tion score of 6.45.

bn the whole- there were no job fécets on which all fespondents

<:::::%_//wé?5\éatisfied, nor was there a facet on which.all respondents were dis-

satisfied. The percentage frequency distribution of the respondents

-
/ . .
Ry 5 on all 31 job facets in the questionnaire is provided in Table 49 which
R “ : : .
) .1is included in Appendix D. When the response categories "highly satis-
fied," "moderately satisfied," and "slightly satisfied, ' were combined,
' ~ it-was found that at least 90vpercerc\of the-respondents reported satis- -
M 4 - s ) 3
faction with seven of these job facets. . The seven job facets are skoun
in Table~8;’ : )
o Table 8 ' .
~N ‘
v Seven Job Facets on Which'the'Highest* Percentages
of Satisfacti®dn Were Reported
. . W
. ' Percentage
% Job Facet A Méan ‘Satisfied
v . Freedom to select the subject matter for- 5.62 96.8
: courses taught ‘ : -
The provision for sick leave - 5.54 94.7
Relationship with -students - © 5.34 94.7
Opportunity to.use-own initiative . 5.18 92.6
Opportunity to use, own knowvledge and skill 5.11 91.5
Intellectual stimuilation in work - 4,96 "~ 90.4
Feeling of achievement as an educater 4.85 ' 90.4

- * Only facets with more than 90 percent of respondents satisfied are
reported. '

'
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e

On the other hand, py'collapsihg the response categories '"slightly

dissatisfied,” "moderately dissatisfied,” and "highly dissatisfied," it

Ceenmie

of the respondents were dissatisfied. Those job facets are-shown in Table

9.
Table 9
Nine Job Facets oﬁJWhich the Highest* Percentagés
‘of Dissatisfaction Were Reported
) . Mean Percentage
Job Facet. ©  Score Dissatisfied
The physical conditions of your classrooms 3.86 39.4
and laboratories
The use of research and publications in 3.82t , 31.9
determining salary increments {
The -status accorded- to educators in your 3.99+ 30.9
- professiop within your university - }
Opportunity to do research ' 3.87F 30.9
Methods used to determine facuity p omo-' 4.03% 29.8
tion and .tenure K :
The policies regulating sabbe i -aL '-ave 4.26% 27.7
The number of non-teaching dut. s pc >formed 4,19t 27.7
The time available for lecture preparations 4.31% 25.5
Your partlclpatlon in decision making 4.56 20.2

process in your school/department

* Only job facets with at least 20 percent of respondents dlssatls— ‘
fled are reported.

+ Job facets on vhich the N varied due to "not applicable" respohses.

It was observed that the distribution of respondents was skeved

 toward the "satisfied" end of the scale. The presence. of "not applicable"

\



responses makes the "satisfied" plus "dissatisfied" on some facets not
" equal to 100.0 percent. Thereforeg extremes are reported here to empha-
size those job facets which had fairly clear agreehent among the respond-~
ents resulting'in lévout of 31 job facets which. appeared in. Tables 8 |

and 9.

Sub-problem 1.2

"What job facets are identified as contributing significantly
to the Feeling of overall job satisfaction?"

In order to examine the above research questlon, a stepwise
multlple regression procedure wvas used to determlne the job facets
(that is, predictor variables) Mhich were associated with the greatest
,percenta@e of variance in overall job satisraction for the respondents.
- The stepw1se multiple regression procedure was stopped when the entry
of subsequent predlctor varlables failed to account for more than two
percent of variance.

The job.facets, the e;%nificance of each of the facets, the
cumulative percentage of variance and the percentage of variaece accounted
for by each job facet are presented in Table 16. The-sevén job facets

together accounted for 90.1 percent of the total variance.
a

Sub~-problem 1.3

"What job facets are identified as most important to the feel-
ing'of‘overall job satisfaction?"

To examine the above research question, the mean importance
attached by the respondents to each of the 31 jop/facets on Section II
of the_questiohnaire wvas celculated using the Statistical Package for

~ the Social Sciences (SPSS) program (Nie et al., 1975). A job facet
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wvas regarded as most important if its mean importance rating could be
rounded to 5.0.
Summarized in Table 11, in descending order of magnitude of

their importance, are nine job facets wvhich the respendents identified

4

as most impértant to their feeling of satisfaction with their job.

\Tablelll
Job Facets Identified as Most Important to the

Feeling of - Satisfaction on the Job’

Mean Importance

Job Facet 4 ‘ : Rating*
Freedom to select the subject matter of courses 4.76
taught '
Opportunity to use initiative ; 4.70
Opportunity to use own knowledge and skill 4.69
* Intellectual stimulation in work -~ ' 4.69
Relationship with students ) 4.65
Feeling of achievement as an educator | 4.60
Availability of library and A/V resources . 4.60
Oppdrtunity for profeés{s:fl grovwth //’ o ) 4.59
Assignment to teach parti ?lar,courses ' 4.52

* Maximum rating = 5.0

Sub-problem 1.4

"What is the relationship between overall job satisfaction and

the importance of the job facets?"
In order to ascertain the relationship between the importance

ratings of the job facets and the index of overall job satisfaction,
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Pearson product-moment correlation coefficients were computed between
the overall job satisfaction index and the following measures: the
mean job facet impcrtance, the mean job facet satisfaction and the mean

~ The obtained correlation

.

Applying Garrett's (i960:l76) interpretation of coefficients
to the results in Table 12, five out of 31 correlation coefficients
between overall job satisfaction and importance had values bé(been .20
and .37 which indicate lov or slight relétionship. The remaining 26
correlatidg’coefficient§Jwere less than .20 which denotes»indifferent
or negllglble relationship. On the other.hand, each of the 31 cof;e-
lation coefficients between overall job satisfaction and the .unweighted
job facet satisfactions was above .20.
. However, the correlatlon betveen overall Jjob satlsfactlgn and
each of the unwveighted job facet satlsfactlons was not appr801ably
improved by the addition of the. importance measure exgept on three job
faéets, namely "provision for sick léave," "prospect- of comfortable
‘retirement," and "feeling of job security.” ® In other vords, the corre-
lation coefficient obtained with importance Weighted job facet satis-

faction was not in most cases, appreciably different from- that obtained

vith the unweighted job facet satisfaction as shown in Table 12.

Sub-problem 1.5 .

nWwhat is the relationship between job facet importance and job
facet satisfaction for this group of educators?"
To test this relationship the mearis of the scale values of both

Importance and Satisfaction on the 31 job facets were computed. Using

~
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. . Table 12
Comparison of Correlations Between‘Overall Job Satisfaction
and Job Facet Importance, Job Facet Satisfaction

and Weighted Job Facet Satisfaction

Correlation with Overall Job Sapisfaction

-

_ ‘ Satisfaction

Job Facet . Importance  Satisfaction x Importance
Salary .133 .347 .335
Promotion and tenure procedures .170 .582 .558°
Research "and publications in : -

saery increments -022 -400 -431
Sabbatical leave policies 174 . .398 .381
Provision for sick leave . .322 .351 - .413 -
Prospgcts of comfortable 367 431 517

retirement ,
Feeling of job security ' .359 ‘ - .328 ' . 407
Number of hours of teaching 77 438 .4b4
Time avallgble for lecture 117 381 413

preparation _ . .
Number of non-teaching duties .001 .579 . 567
Assigned course to teach .060 .300 .293
Freedom to select subject matter 004 iﬁzoa 219

of course taught P
Avallablllty of library and 140 518 ‘ 519

A/V resaources
Classroom and lab conditions 7165 , ©.587 .602
Availability of useful advice ' -.105 .648 ©L627
Relationship with administrator(s) .177 : 377 L4331
Congeniality of professional ‘ -.0l4 573 534

colleagues
Relationship with students .086 44 435
Opportunity to help/others 233 507 513

find success
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Table 12
(Cont'd.)

L

Correlation with Overall Jc! Satisfaction

. - Satisfaction
Job Facet . Importance Satisfaction x Importance
Sense of responsibility of -
student s ‘ .083 .321 .320
Minimum acceptable student 043 : L 44s 470
achievement
Status accorded to therapy 092 582 592
educators - ,
Feeling of achievement .152 L645 T .655
Recognition of oun work ) .093 .440 455
Intellectual stimulation 1in 053 532 535
wark
Opportu§1ty for professional _145 . 556 555
growt! . .
Op ortunity to do research -.088 .593 .600
Opporty 1ty to use initiative 163 - .580 .587
Dpportun%E¥ to use knowledge oos 670 6Tl
anc ski.it
Part‘plpatlcn in dehlsl?n 141 371 360
mak 1ng «
Opportunity tc < sncially 119 ass 455

significant tasks
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the mean scores in each dimension, the job facets were rank 6rdered from
" high to lov on the basis of the mean values of importance, and then on
the mean values of satisfaction. The rank-order correlation was cal-
culatgd as suggestediby Guilford (1936:339) using the SPSS program.

" Table 13 illustrates the results of the statisticéi procedure.
The rankfo;der correlation (rho‘: .55) was siénificant at the .001 level.
In other'wofas, there wvas .a substantial positive relationship between

the relative amount of importance the respondents attached to the given

facets and the relative amount of satisfaction they felt toward the

~ given facets.

Sub-problem 1.6

"Are the satisfying and dissatisfying facets.consistent with
the motivator-hygiene theory of job‘satisfaction described b; Herzberg
et al. (1959)7" | ' |

An exaﬁinatidn of the frequency run on thg respondents' respon-
ses to the 31 job facets in Section II of the questionnaire showed that
there were no job facets on the questionnaire which could be described
as either totally satisfying or dissatisfying. The purpose of the above
resgérch question was to investigate whether or not the job facets judged
to be motivators were associated with significantly higher levels of
satisfaction than the job facets judged to be hygienes.

In accordance with Herzberg's classification, 12 of the 31 job
facets were judged to be items intrinsic to the job and tor analysis,
wvere categorizéd as "motivators." These were item numbers 27, 28, 35,
39, 40, 41, 42, 43, aA, 45, 46 and 47 on the questionnaire. The remain-

>

ing 19 items on Section II of the question were deemed extrinsic to the
7
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- Table 13
Rank Order Correlation of Paired Mean Scale Ualues of Importance

and Satisfacti on 31.Job Facets

Importance Satisfaction Importance Satisfaction

(’ Item X Score X Score Rank _ Rank
. Salary 3.56 4.74 29 .17
Promotion and tenure 3.94 4.03 2% =~ 27
procedures
Research and publi~
cations in.salary 3.47 3.82 30 31
‘increments :
Sabbatical leave C ' .
policies ‘ 3.85 ' 4.%6 ‘ 26.5 25
Provision for sick 3.69. 5. 54 28 2
leave . ‘
Prospects of comfort- . : '
able rétirement 3.89 4.83 25 14.5
Feeling of job security 4.04 4.71 ' 21 18.5
Number qf hours of ' 4.02 4.71 22 18.5
teaching .
Time available for ‘
lecture preparation 4.25 4.31 16 24
Numbe? of non-teaching 3.85 4.19 26.5 26
duties
Assigned course to 4.52 5.13, 9 5
teach .

Freedom to select sub- ) _
ject matter of 4.76 5.62 1 : i
course taught

Availability of

library and A/V 4.60 , 5,01 6.5 7
resources o :
Classroom and lab
S e tione 4.15 3.6 18 30
Availability of useful
advice - 4.28 .4-6z 15 20
Relationship with 4.29 4.77 14 - 16
administrator(s)

~
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Table 13
(Cont'd.?)
_ Importance Satisfaction Importance Satisfaction
Item % Score X Score Rank Rank
' Congeniality of pro-
fessional colleague 4.31 4.97 13 ?
Relationship with 465 5.34 5 3
students 4
Opportunity to help
others find success 4.14 4‘99 19 8
Sense of responsibility 4.48 4.84 10 12.5
of students ) T ’
Minimum acceptable '
student achievement 443 4.84 11 12.5
Status accorded to - )
therapy educators - 4.12 3.99 20 28
feeling of achievement  4.50 4.85 6.5 11
Recognition of own work 3.96 4.67 23 21
Intellectual stimula- 4.69 4,96 3.5 10
tion in work : . St :
Opportunity for pro-
fessional growth 4.59 4.65 8 ,22
Opportunity to do .
research 4,20 ,43'87 17 29
-Opportunity to use '
. initiative 4.70 >-18 2 «
"—Opportunity to use
knowledge and skill 4.69 511 ] 32 - 6
- Participation in , : N
decision making 4.38 4.56 12 23
Opportunity to do ,
socially signifi- 3.46 4.83 31 14.5
cant tasks .
% Rho = .55, significant at .00l
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ategérized as "hygienes."

mine the research questiqn, the following statistical
e followed: c ) e

The mean scoré oh the motivator items was computed.
The -mean score on the hyglene items was computed

By means of a t-test, the difference between the twﬁ“\\
means was examined for significance. N
. Vo

the statistical analyses are preééﬁted in Table 14.
is vas carried out on the importance of the "motivators"

red.to the impértance of the "hygienes" todether.

Table 14

of the Meant OSatisfaction Scores on Hygiene Items

and Motivator'ltems on the Questionnaire

- .

No. of Mean Standard | Proba-
Category Respondents Scores Deviations D.F. t Value 'bility
Hygienes 94 5.66. 3.60 93 -6.53% .000
i
Motivators 94 7.70 3.65

* t.001 at 93 df =

A t-va
beyond the .00
fereﬁce iﬁ the
vator items to

on the hyglene

~ higher (t = —6.890, beyond the .001 level.

+ 3,373; t range = -15 to 15.

lug of ~6.53 was obtained. This value was significant

1 letel which indicated that there was a significant dif—
mean SCOres. The mean satisfaction reported on‘the ﬁoti—
gether was slgnlflcantly higher than the mean satisfaction

items together' their 1mportance wvas also 51gn1f1cantly



98

/

N

PROBLEM 2: JOB ASPECT SAT_ISFABIDN AND DISSATISFACTION.

The purpose ot problem 2 was to investigate the jeb'attitudes . | {
of educators in Rehabilitation Medicine in Canadian universities as |
related to the critical incidents on their;joes vhich they‘personally
identified as contributing to their feeling of satisfaction or dissat-
isfaction with their jobs. fSpeciFicaLly, tvo sub-problems were investi- .

gated.

Sub-problem 2.1 ‘ L

"What critical incidents vere identified by educators in Rehabil-

,

itetion Medicine in Canadian universities as the sources of satisfaction
and dlssatlsfact10n7” | )
v This research questlon vas examlned by flrst carrying eut a
content analysls of the crltlcal 1n01dents 1dent1f1ed by the respondents
in the narratrve part of the questlonnalre in Section III.Y The proce-
dure followed in the content anaiysis was describedvin Chepter_IV.
Aftervtne content anelysis a_frequency cqentnand percentages vere tallied,_
.using the SPSS,program, on the joe aspects which appeared in the triti-
cal ingcidents narrated by the respondents. FOllowing closely Herzberg'srh
< et aI (1959) 013351f1cat0ry scheme, the job aspects wvhich appeared in
the crltlcal 1nc1dents were also grouped into motlvators and hyglenes.
*Table 15 presents the frequency and percentage dlstrlbutlons of
.the job aspects 1dent1f1edv1n the critical 1nc1dents vhich vere associ-~
ated most with the. respondents' feellngisyf satisfaction. ‘"Recognltion“
vas mentloned in 39. 5 ‘percent of the satisfying critical. 1nc1dents.
"Achievement' appeared in 30.3 percent and "content of vork" was 1den-

tified in 13.6 percent of the satisfying incidents. "Interpersonal



Table 15. ) .

- y

Frequency and Percentage Distribution of Job Aspects, Identi;!k?
by Respondents in Critical Incidents Contrlbutlng to the-

Feellng of Exceptlonal Satlsfactlon

N=B8l -
) \\~ L ~ {}_
= i '
* . Job Aspects _ ! ‘Frequency Percentage
S s N L. ‘
-wij ) Recognition - : oMy 84 39.5
‘ ””AchieVement\_/ S - (M) 45 - 30.2
Content of work - | (M) . 22 - 13.6
Interpersonal relationship with SR
o students . (H) 12 7,4(
Advancement o (M) 8 “4.90
Respon51b111ty N ) ’ 2.5
Constraints on personal life (H) 2 1.2°
Context’ of work - . (H) 1 0.6
Total - R 162*%
K

‘Note: The abbreviations M = motivator; H = hygiene.
* Not all respondents provided information on this Section.

relationship with students" vas identified in assc:iation withwthe feel-.

.

»

ing of job satlsfactlon in 7.4 percent of . the total 1nciég%ts. The
‘remaining - job aspects vere associated 1nfrequently w1th the feellng of
job satisfBetion. - |

‘The three jqb~aspecte which appesred most Frequently in tne .
satlsfylng crltlcel incidents - “recognition," "achievement" and "content,
of work" accounted for 83.3 percent of the total job aspects in the
satisfying 1nc1dents Two, other motlvators‘iﬁvch vere mentioned less

frequently, "advancement" and “respon31b1!ity;\t3§ether appeared in 7 a
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percent of the incidents. nerzberg plassiﬁied "relationship vith subor-
dinates (students)" as a_hygiene factor, even though it operated as a
:lmotivator for this group. 'The findings hefe tend to shou that for job
aaspects motlvators vere the chief contrlbutors to JOb satlsfactlon for
educators in’ Rehabllltatlon Medlclne ' Ko

The job aspects which appeared inztﬁe critical incidents narrated

by the respondents as contributing to ‘their feeling of exceptional dis-

satisfaction are summarized in Table 16.
Table 16

Frequencyvand Percentage Distribution of Job Aspects Identified
by Respondents in Critical Incidents -Contributing to the

Feellng of Exceptional Dissatisfaction

AN 78
.Job Aspects : s Frequency Percentage

Context of work (H) 33 21.3
Policies and administration (H) 29 18.7
Interpersonal relationship w1th A (H) 22 S 4.2

peers . .
Responsibility : (M) 15 9.7
Content of work ’ ' (M) 14 9.0
Constraints on personal lifeg (H) 14 9.0
Reward system - _ (H) 12 7.7
Achievement ' | . (M) 8 5.2 '
Interpersonal relatlonshlp w1th (H) 4 2.6

students
Recognition - - (M) 3 1.9
Advancement - (M) 1 0.6

. . ) ¢ L

Total 155%

mBEi&éEoé," hyglene.
all respondents provided information on this Section.
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The three” job aspects which were mentioned most frequently were "context
of work" (21.3 percent), "policies and administration" (18.7 percent).
and fihterpersonal relationship with peer;" (14.2 percent). .py Herz-
| berg's classification, these job aspects are extrinsic to the job: they
are hygiene factors. Three_other hygiene factors, "reward system," '"con-
straint on personal life" and "interpersonal relationship with sfudents"
(subordinates)‘together.accounted for 19.3 pefcent of the dissatisfying
critical incidents. However, five job aspects which are intrinsié to
rﬁhe joo and ‘are classified as motivators, together accounted for 26.4
percent of ﬁhe dissatisfying incidents. These were inadequate '"respon-
sibility," "content of work," "achievement," “recoénipion,” and "advance-
'ment.“

The findings here indicate that the hygiene factors contributed
in'large'measure to the feéling of exceptional dissatisfaction té educa-

tors in Rehabilitation Medicine in Canada.

Sub-problem 2.2

"Is there any cbnsistency between these incidents and the
aotivat r-hygiene dichétomy of Herzberg et al. (1959)?"

The purpose of this sub-problem was to examine whether or not
the job aspects identified in the critical incidénts narrated by the
respondents as contributing to:their feeling of exceptional satisfac-
tion were-different from, rather than opposite of, the jéb aspects
identified in the critical incidents narrated as contribgti6g to their
'feeling:of exceptional dissatisfaction;

The folloﬁing procedures were followed: The frequencies and

percentage distribution for ®ach of the job aspects which were identified

v
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in the two parts of the narrative section of the questionnaire were com-

puteg\gnd are presented together in Table 17.

Table 17

Frequenby and Perceﬁtage Distribution of Jdb Aspects Appearing

in Critical Incidents Contributing to Job Satisfaction and

Dissatisfaction

Frequency of Mention

As Source of

As Source of

Satisfaction Dissatisfaction

Job Aspect f % f % 7
Recognition M) 64 20.2 0.9
Achievement (M) 497 15.5 8 2.5
Content of work (M) 22 6.9 14 4.4
Advancement (M) 2.5 1 - 0.3
Responsibility (M) 4 1.3 ° 15 4.7.
Interpersonal relationship

with students (W) 1z 3.8 4 13
Cont .1 of work (H) 1 0.3 33 10.4
Interpersonal relationship

vith peers . (H) 0 0.0 22 6.9
Policies and administration (H) .0 29
Reward system (H) 0 . 12
Constraints in personal life (H) . 14 4.4
Total ' 162 51.1 155 48.9

Note: The abbreviations M =

motivator; H = hygiehe.

The frequency that each job aspect was associated with the time when the

respondents felt exceptionally satisfied with their job was tabulated

opposite the frequency that the same job aspect was associated with the

7
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time when the respondents felt exceptionally dissatisfied with their’

jOb. 4

The chi-square '"goodness of fit" analysis was empleoyed to test
"Q§~ghe significance of the juxtaposed frequencies and to determine if the

job aspects vere associated differently with satisfying and dissatisfy-

ing critical incidents as presented in Tm;k518.

/ /.

Table 18 7
| » \
Chi Square Analysis for Relationship Between the Moﬁdvators

and Hygienes in the Critical Incidents f

Number of Incidents cifed

As Sources of As Sources of

Satisfaction Dissatisfaction
Character- - Row

istics f \%\\\ f A % Total %
Motivator . . 147 90.7 41 26.5 188 59.3
Hygiene 15 9.3 114 73.5 129 40.7
"‘K( S e — —
Column Total 162 155 317
Corrected =~ X? = 133.00 df = 1
phi = 0.65 p = 0.0000

A 6hi-square value of 133.00 vas obtéined. This value was significant

beyond .01 level. A phi coefficient of 0.65 was also obtained wvhich,
according to Garlington and Shimota (1964:95), suggested an "intense re-
lationship." These values indicate that job aspects associated vith job sat-

isfaction were different from those associated with job dissatisfaction.

Three motivators "recogmition," "achievement" and "content of work"

&
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wvere found to be mentioned significantly more Frequently in the satis-

fying critical incidents than in the dissatisfying critical incidents,
‘Similarly, the hygiene factors: "“context of work," "policies and

administration," "interpersonal relationship with peers," "constraints

and "reward system" were mentioned significantly more

"

in personal life,
frequently in the critical incidents associated with the feeling of
exceptional dissatisfaction than exceptional satisfaction.

Taking the motivators as a group and the hygienés as another as’
shown in Table 18, it was observed that iﬁ.the criL;cal incidents assoc-
iated with satisfaction the motivators as augroup vere identified with
a frequency of 90.7 percent while the hygienes as a group vere identified
in 9.3 peréent. On the other Hénd, hygiene factors were identified in
73.5 percent of the critical incidents associated with job dissatisfac-
tion compared to the identification of motivators as a group in 26.5
percent of the critical incidents. s

In summary, those resuylts show thgtvamong eduecators in Rehabil-
itation Mediéine in Canadian universities, motivators wére alluded to
aimost ten times as frequently as hygienes when describing satisfying

incidents. Hygienes were alluded to about three times as much as moti-

vators in the description of dissatisfying incidents.
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Chapfer VII

: N .
OVERALL JOB SATISFACTION AND THE DEMOGRAPHIC VARIABLES

Introduction

\

‘The data analyses felevant to problems ; and 4 are reported in
this chapter. THe purpose of research problem 3 wvas to determine if
there existed in Cénadian Qniversities, sub-groups of educators in Reha-
~bilitation tedicine who had different patterns of job,satisfaction scores.
In the measurement.of overall job sétisfaction, Weiss (1976:327) recom-

mends that:

Rather than treat job satisfaction as a global variable, more
information is made available for practical use if job satisfac-
tion can be seen in terms of an individual's satisfaction with his
pay, his supervision, working conditions, or the amount of vari-
ety his job provides.

In the conceptual @ ~amework for this study, overall job satis-
faction was described as a multi-faceted unitary entity. The researcher
adopted Weiss's (1976) recommendation, empioying factor analysis in order
to reduce the 31 job facets on the questionnaire into smaller, more
easily interpretable factors underlying the concept of overall job sat-
isfaction. The factors were used together with the overall satisfaction
measures in exploring differences among sub-groups of the respondents.
Overall job satisfaction was used in the primary analysis, while the

_ factors were-used in the secondary analysis. Tertiary analysis on the

job facets produced additional significant results which are included

in the summary tables in Appendix E.

105
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Factor Analysis

To determine the underlying.factors:present in theIBl job facets
on the questionnaire, a factor analysis with VARIMAX rotation was per-
formed as recommended by Weiss .(1976:355).

Nine factors, all with eigenvalues higher than 1.0 were extracted
and:they accounted for 69.4 percent of the total variance. The eigen-
values rang;g from 7.56 to 1.12. After rotation the nine factors
accounted for 40.5 percent, llf6 percent, 10.9 percent, 9.4 percent, 7.4
percent, 5.8 percent, 5.3 percent, 5.1 percent and 4.0 percent of the
common variance respectively. The factors were assigned names which
vere suggestive of the principal quality that the correlated facets had

\

in common, .

Identification of Factors

In naming the factors the-following decision rules vere estab-
lished:
1) Items loading .40 or higher were considered to be priméry

sources of description of the factors, while items loading below .40 vere
. '

consideréd as secondary sources.
2) Where any item loaded on more than one factor the meaning
of the item was regarded as no longer simple since according to Nie
retin

et al. (1975:475) such a variable was measuring "more than one theore

cal dimension."
3) Cattell's (1952:336) assertion that "if a loading is not
much above 0.50, it is not possible to consider the factor as being

highly characterized by that particular vafiable," was adopted for any
: +

item which loaded on two factors. Therefore, any item which loaded on
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e
A

two factors was considered salient only to the factor wvhere its loading

vas at or above .50, but the 1tem was not dropped from the second factor

-on which its loading was at least .40.

4) Items which load on é.factor should be subject to meaningful
intérpretation and should be seen to have a logical fit into the factor
in order td¥contribute to the naming of the factor.

fFolloving the established deci;ion rules, the nine factors vere
named after indepéndent evaluatiors by five judges. These judges were
almost in complete agreement regarding the names of the factors except
for factor six., The complete factor solution is shoun in Table 19 to
tvo decimal places. Three items did not load on any of the factors.
They wvere "the salary you receive," "methods used in determining promo-
tion and tenure'" and "availability of library and aud%ovisual resources."

The names of thg nine factors and the items loading .40 or
higher on the nine factors are shown in Table 20. The descriptions of
the nine factors are provided below.

Factor 1: Working conditions. The working conditions in a

university are determined, to a large extent, by the number of hours of
teaching per week, the time available for lecture preparations, the

number of non-teaching duties that faculty members have to carry and the
opportunity to carry out sbme research. The physical conditions of the
lecture rooméﬂand laboratories may have some ‘impact on the working con-

ditions.

Factor 2: Content of work. The content of work is described

to the extent that it provides opportunities to use one's knowledge and

skill, useone's initiative, engage in research, grow professionally and
’ ’ gag ’
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Table 20 -

Summary, of Factors Extracted from the Factor Analysis

Percentage*
_ of Total .
Factor ' Job Facet Items Loading  Variance -
1. Working Conditions  Number of hours of teaching 80 2.6
’ per week . ./ *PE e
Time available for lecture 78
preparation ) <
Number of non-teaching .59
duties performed *
Oppertunity to do research - .46
‘Physical classroom/lab. ° 40"t.
. conditions - S
2. Content of Work Opportunity to utilize 86
knowledge and skill )
Opportunity to'use initiative .72 8.0
Opportunity for prof8351onal 71
7 growth . )
Opportunity to do research .58
Intellectual stlmulatlon 55
in work )
3. Administrative Participation in décision 89
Involvement making ' .
Relationship with adminis-
trator(s) .76 7.4
- Use of research and publi- o
cation in determining 43 .
‘ salary increments /
4. Benefits Policies requlating sabbat- 59 ”"
ical leave :
Feeling of job security .57 6.6
Prospects of comfortable .
retirement SR \\«/—
Relationship with students JA43
5. Environmental | Availability of useful - 69 . 5.7
Support‘ ‘advice as necessary g ‘
' Congeniality of professional 50
colleagues '

Provision for sick leave a7




significant tasks

< 112
Table 20 |
o
(Continued) i
Perééntage*
, . of Total
Factor Job Facet Items Loading  Variance
6. Work Ethos ~ o Congeniality.of-brofes- 68
. sional colleagues T
Minimum acceptable level 56- 4.8
- of student performance * *
. Intellectual stimulation 49
in work : E :
Status accorded to éduca-
tors in your profession - .40
vithin your university
’ . - . -
7. Teaching Autonomy = Freedom to select subject. 59 4.3
‘ matter ‘ " T
Assignment to teach courses .60
N
8. Accomplishment SenSe'of,respOnsibility —y 4.1
of students e ot
Recognition of your work 53
Relationship with students .51
Feeling of achievement .41
9. Altruism Opportunity to help others o 5.8
find success - v :
Opportunity to do socially 49

* Total variance = 69.4 .
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to the extent that it is not monotonous but a source of inteliectual

stimulation to the incumbent.

“

Factor 3: Administrative involvemerit. This refers to_the inter-

~ ~
S,

“action at work between the facolty member and the administrative pefsonnel

- in decisicn making processes and in the‘assessment and evaluation of the
faculty member For salary adJustment . -

>
Factor 4: Beneflts. By benefits 1s meant such, Frlnge beneflts

as sabbatical leave,'feeling of security.on the job, a prospect of com-
fortable retirement as well as a feeling of good’relationships vith

one's students.

Factor 5: Environmental support. An academic ehvironment can

4

be said to be supportive when the educator has easy access to useful

advice gs necessary, has congenial professional colleagues aid pryvis-
~ ‘ r‘ ‘
ion is made for sick leave.

Factor 6: Work ethos. Work-ethos relates tg-the practices in .

the academic community which are very much influenced by the congeniality

“of one's pfofessibnal colleaques, the acceptable level of Student{pé}z\\\

N

formance, the intellectual stimulation present in the job 1tse1f aﬁd the.\‘J

soc1al p081tlon accorded to the Faculty member by others. -

. Factor 7: Teaching autono_y. Thls relates to the opportunlty

to teach in courses.of one's interest and"speciélty as well as sn oppor-
i :

tunity for freedom of action to select the appropriate'subject'matter;

° Faﬁﬁor 8: Accomglishment;p'ln teaching, accomplishment is a

{//
function of the sense of respon51b111ty demonstrated by the products,

, the amount’ of recognition shown for the work done, the eVLdence of good
i .

faculty-student relationships and the feéeling of achievemeqt.

- N . ! ., ’a.- '

2
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{actor 3 Altr . am. A profesgional is presumed to be altruistic
(Cheek,_l967£ll). This relates to the unselfish service provided‘to
6ther members of the gociety. In this factor it relates £0 Lhe extent
_ to which the job provides the opportunity té‘help otheré find success
and to do socially significant tasks. s

P
~N

PROBLEM 3: OVERALL JOB SATISFACTION AND DEMOGRAPHIC VARTABLES.

! ' . ) ’
In'dealing with problem 3, sub-groups of subjects were formed

based on the data provided by the respbndeggs in sgction I of the ques-
tionnaire which wa; reported in Chapter V./ The mean overali Jjob éatis-
Faction-~scores énd the mean satisfaction scofes oﬁ each of the nine
Factofs'ideﬁtified in fhe factor analysis Were;éomputed for the;éub-

grOUps. All computations were done using the SPSS program.

One-vay analysis of variance was used to compare the mean sgores

of the different sub-groups on overall job satisfaction and on the factors.

Where F valEF was:found‘to be significant beyond the 0.05 level, the

" combination of sub-groups which accounted for the resulting differences-
was sought through the application of the Scheffé multiple comparison
of means. The éignificance level for the Scheffé brocedure vas set at

0.10. A t3§§st vas used where the mean scores of two groups wvere com-

w

_pared.

Three sub-problems were investigated under problem 3.

Sub-problem 3.1: Jpb Sat.sfaction'
and Personal Variables

"To what extent are therr differences in overall job satisfac-

tion between sub-groups of respohdents formed on the basis of their pers-

I

i
\

7\
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onal variables?"

Sex.. A measure of the mean c.erall job satisfactiom score by
o
sex was obtalned from the responses to Section II of thef&uestlonnalre.
Thefr mean scores by sex on the nine fﬁctors wvere also computed.

The results of the t-test comparing the two overall job satis-

faction mean scores are presented in Table 21.
: Table 21
Comparison of the Mean Overall Job Satisfaction Scores aof Educators

’_/.

EOS—

in Rehabilitation Medicine Grouped by-S x

Number of  Mean ~Standard Degrees of t . 2-Tail
Sex Respondents Score Deviation Freedom Value Probability
Female 74 6.13 3.40 92 -1.85 0.067
. J T
Male 20 7.65 2.67

t.05 at 92 df = £ 1.98

The ovefall job satisfaction mean score for males was higher than that

- E : v
of the females. However, the‘difference betveen thé two mean scores wvas
not significant at the .05 level. It was concluded that no significant
”difference existedfbetween the male and female respondents on their ovér—
all job satisfaction. The difference between their mean scores on ‘
factor 6, Work Ethos, was significént beyond thé .05 level. Female

respondents were significantly less satisfied than their male counter-

parts with regard to Work Ethos. The result of this analysis is presented

) in Table 22.
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Table 22

Comparison of the Mean Satisfaction Scores on the Factor of Work
Ethos of Educators in Rehabilitation

Medicine Grouped by Sex

Number of Mean Standard Degrees of t 2-Tail

Sex Respondents Score Deviation Freedom Value Probability
Female 74 6.12 5.36 92 -2.27 0.028
Male  ° 20 8.39 3.47

LY

E . ' - <
t.05 at 92 df = + 1.98

Age. Three age groups vere formed comprising those aged under
40, 40-49 and over 49. The frequencies, mean overall job satisfaction
scoreé and standard deviations fotzthe age gré@ps are shown in Table
23, The under-40 group had a lower overall job satisfaction mean score
than the 40-49 group and the over-49 group. The mean score for the
over-49 group was relatiyely lover than that of the 40-49 group. )

Analysis of variance was used to test fhe significance of the
observed mean differences. An F-value of 0.17 was obtained which was

. , .
not significant at 0.05 level. It wvas Conéiudéd’that there was no
significant difference in the mean overall Job sat{éfaction scores of
the‘diffELcﬂt age groups of educators in Rehabilitation Medicine in
Canada.
» Table 24, however, shows that the observed difference in the‘

group mean scores on Factor 9, Altruism, was statistically significant, -

The F value of 3.40 was significanf beyohd the .05 level. The applica-
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3 { -

tion of the Scheffé multiple comparison of means.revealed that the under

" 40 group vere significantly less satisfied with the factor of Altruism

than the 40 - 49 age group.

Level of education. From the information provided in question

4 on Section I of the questionnaire, the respondents were grouped into
three education catégories. The first group consisted of those respon-
dents vhose highest educational qualification was a baccalaureate degree
or less in their professional discipline. Tﬁe second gfoup ?omprised
responaents vho had teaching certificates in addition to their basic
professional qualifications. The third group consisted of respondénts
wvho héd a masters degree. Five respondents who had doctorates were

- combined with those holding the masters to conétitute group three.

The mean; and standard deviations of tﬁe overall job satisfac-
tion score for the three groups are presented in Table 25. TheAlowesﬁ
mean score was reported by ?he baccalaureate group. The group vith
teaching certificates reported a higher mean score than the group with
graduate degrees. When the mean scores were subjected to analysis of
variance to test for significant differences, the obtained f value of
3.27 was significant at the .05 level as shown in Table 25. The Scheffé
test showed that the overall job satisfaction mean score for the bacca-
laureate group was significantly less than that of the teaching certifi-

&
cate group.

Further analyses were carried out with regard to the nine factors
vhich underlie overall job satisfaction. A statistically signifi-
cant difference among means occurred on Factorll; that is, Working

Conditions. The results relating to Factor 1 are presented in Table 26.
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There was no statistically significant differeﬁce beiween the teacher's
.certificate-group and the graduate degree group, but the baccalaureate
group differed significantly from the othe;‘twolgroups on this vari-
able. Therefore,_it vas concluded that in Rehabilitation Medicine
feducatofé vho har only baccalaureates were significantly less satisfied
with the vorking conditions in their respective employments than the rest
of their professionai colleaqgues who held higher academic qualifications.
Other significant differences in job facet satisfaction among
the.;hb-groups of.educators on the bases of their levels, of education
are stmarized in Appendix E.1.

Sub—problem 3.2: Job Satisfaction
and Organizational Variables

"To what extent are there differences in overall job satisfaction
between sub-groups of respondents formed on the*bases of their organiza~

tional variables?"

Academic rank. Three groups of educators in Rehabilitation

Medicine in Canadian universities vere formed based on their self-‘
reported academic ranks. Table 27 shows the frequency, overall job
satisfaction mean scores, and the standard deviation$ for the various
ranks. The lowest overall job gsatisfaction mean score was reported by
the Assistant Professor group. The Associate Professor/Professor group
reported iﬁe highest overall job satisfactiop mean score. .

The significance of the difference amoné the mean scores was
testﬁd, usiﬁg one-way analysis of variance. The obtained F value of

1.63 was not significant at ihe .05 level. That is, there was no signif-

icant difference in the levels of the mean overall Jjob satisfaction among



123

4 ~ DT'€ < 60°4 ‘T6/7 = JP YITM :@30N«

0¢°¢ 9 h6 1830]"

922 ne'L 19 10883 034
/1068834034 831BTI088Y

6L°¢ 667§ @ IA/B 10883 j0l14 juB}BIBEBY
£202°0 *»€9°T L9°¢ Lo*9 LT . 10883 )01
jue3}sT8Sy morag
i
A3T11q9BgqOad anNTBA  SUDTJBTA3ZQ 88J03G . sjuspuodsay juBy JTwapeoy

4 piepuejs ueay 40 Iaquny

juey OTwapedy Ag padnoly 3UTITPal UOTIBITITqByaY UT

SI038ONp3 JO $3I00S5 UOTIOBYSTIBG Qo[ [[BISAQ UB3| ay] 4O oomﬁumasou

LZ 9Tqe] /



124

the various groups of educators in Rehabilitation Medicine based'on their .
academic ranks. '

The differences among the sub-groups of educators on the factors
underlying ouera%l satisfaction were explored. There vas a éignificant
difference found on Factor 4, Benefits. Table 28 shous that the lovest
mean score on Benefits was reported by the group belov the Assistént
~ Professor rank. The‘mean scores also increased as the academic rank
increased. When one-way analysis of variance was performed an F value
of 6.93 was ébtained vhich was significant beyond the .01 level. By
applying the Scheffé multiple comparison of means, it was discoLered
that the Associate Professor/Professor group vas significantly more
satisfied vith Bené}ifs factor than were fhe other two groups.

Other signifigant differences in the job facet satisfaction
- among the éub—groups of educators in Rehabilitatioﬁ Medicine on the
bases of their academic rank are tabulated in Appendix E.

Salary. Four sub- jruups of respondents wvere formed based on
their self-reported salary scale for 1979/80 academic ygar. Table 29
shows that the lerst overall job satisfaction mean score was reported
by those educators in Rehabilitation Me&icine in Canada who earned $21,000.
or less. The job satisfaction mean scores increased as the salary in-
creased such‘that the highest job satisfaction mean score vas reported
by thqse educators whose'salary vas over $33,000.

The results of a one-way analeis of varianca used to test the
aignificahce’of the observed differences among the four sub-groups are
. algso shown in Table 29. The obtained F value of 5.95 vas significant

beyond the .01 level, showing that there was a significant difference

4
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"in the levels of overall job‘satisfaction among the sub-groups oﬁledufj

LY

cators based on thenr salary.

-

» Scheffé's multlple comparlson of means was used to 1dent1fy the.

fsub-groups vhich were dlfferent It was found as shown in Table 29 that

* the overall JOb satasfactlon mean score for those educators vhose salary

v

. -was $21, 000. or less, was 31gn1f1cantly lover than the mean score for

K
-

_those educators vhose salary was over $33,000x The overall JOb*SatlS-v

o

faction mean score for the $21,001. - $27, 000;‘group vas also signifis

" cantly-lover than the mean score for the educators whose salary vas

4
over $33,000. Therefore,. it vas concluded that the two sub-groups of

edué@tors whose salaries were below $27,000. had 31gn1f1cantly lower

‘overall JOb satisfaction than those educators whose salary vas over .~

$33,000. The overall satisfaction mean score of the group whose salary

wvas $27,001. - $32,000. vas not:signifréantly dlfferent from those of

e

the other three groups.

Sy

Secondary analyses. showed that there vere 51gn1f1cant difference!
.
among the sub-groups on two of the nine job satlsfactlon factors, namely

e

Benefits and Altruisr.

Factor 4: Benefits. With regard to Beneflts, 1t wvas observed

that the satisfaction mean scores for thls factor increased as the salary

‘'saale 1ncreased such that the hlghest mean Score vas reported by the

sub-group of educators—whose salary was over $33,000. The results.of
[ ]

a one-vay analysis of ‘variance to.test the significance of the observed

differences among the mean scores are presented in Table 30. AnF value

_of 6 93 vas obtalned and it was algnlflcant beyond the- .0l level.

When Scheffé's multiple c0mparlson of means vds applied it vas

found that no sxgnlflcant dlfference existed in the mean satisfaction

e SRR

RNCTHIRE S e
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wifh_the agﬁociated probability beyond .01 indicated a statistically
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score on this factor among the three groups whose salary vas belovw
$33,000.. The group whose éalary vas over $33,000. wvas éignificantly
more -satisfied than the tyo gr;ups-whose salari;s vere $21,000. or less
and $21,001; - $27,000. respectively. It was concluded that educators
vhose salaries wvere higher than $33,000. were signifiéantl; more satis-
fied with their fringe benefits than those educators whose salaries
vere below.$27,000. !

Factor 9: Altruism. With respect to Altruism, the mean satis- \

faction score on this factor increased as the salary scale inéreased
such that the lowest mean score was reported by the sub-group of educa-
tors whose salary was $21,000. or less while the highest mean scoré

vas reported by those whose saiary wvas over $33,000. The F value of 4,21

\

_ significang/éifferénce between the means. These are shown in Table 31.

&ﬁBy usé-of Scheffé's multiple comparison of means, it was found

that the group of educators whese salary was $21,900. or less vas signif-

L4

icanfly lesslsatisfied,WEth respect to the factor of Altruism than the

group vhose salary was abov¢'$%3,000.
Primary involvement. In order to.examine the differences in job

safisfaction among.éducators based on their areas of primary involvement,
éhree groups were formed on the bééis of the fespondents' réported area
of commitment of more than 60‘percen{ of their time on the job. The
frequenciéa; mean scores and standard deviations of the. respondents
relative to e§ch~of the three groups are summariied in Table 32.

Differenées eiisted in the mean ovefall job satisfaction scores

.among the three groups. One-vay analysis of variance indicated that the

()

~J

SR
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observed differences among the groups wvere not statistically 31gn1f1cant
at .05 level. Therefore it wvas concluded that there wvere no signifi-
cant differences in overall job satisfaction among the group of educa-
tors based on their areas of primary commitment of time,

When secondary ane’vses were carried out to investigate the

- differences in satisfaction on the nine factors, there was a signifi-

cant difference in the level of‘satisfaction expressed by the three
groups in relation to Factor 4, Benefits. As shown in Table 33, the
predominantly "administration" group had the highest mean score on this
féctor followed by the predominantly "teaching” group.

Analysis of variance was carried gﬁf to compare the differences
between the means. An F value of 3.26 was.obtained wvhich was signifi-
cant beyond the .05 level. When the Scheffé multiple comparison of
means was applied, it was found that there was a significant Qifference
between the predominantly "administrative" group and the "mixed" group.
All other differences were not significant, The conclusion vas that

the predominantl\' administrative group were significantly more satis-

Y

: fied with the Benefits than the mixed group. s

Years in present employment. From the data :1uyvided by the

respondents four groups of educators were formed baged on the number of
yearé they 'had spent in their current department/scho. 1. The frequen-
cies, mean overall satisfaction scores and standard deviations for the

groups are shown in Table 34. Some differences seemed to exist between
, ] « . ] :

the means.

A one-way analy81a of variance was computed to test the sqgnif-i

J
icance of the observed differences in mean overall. job satisfaction

¥

S

W
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scores., As shown in Table 34, an F value of 3.04 was ogtaiﬁed vhich
wvas statistically significant at the .05 level. The application of
Scheffé's multiplevcomparison of means identified that the 3 - 5 years
group was significantly less satisfied than the "10 and Bver"-group.
When further analyses were carried out using the nine satisfac-
tion factors, factors 1, 4 and 5 produced significant differences among

the groups.

Factor 1: Working conditions. As shown in Table 35, the highest

group mean score on this factor wasvreported by those who had spebt no
more than two years in their present department. It appeared that
satisfaction,with_this factor was high during the first and second
years and for the third to théﬁ?iftﬁlyears, the level of satisféction
waé lov. From the sixth yesr onwards, the mean scores on this variable
increased as the number of years in employment increased.

One-way analysis of variance showed'that the obtaired ratio
of 2.79 vas significanf beyond the .05 level. This meant that signifi-
cant differences existed among the group means. The application of
Scheffé's multiple comparison of means revealed that the mean score of
the educators in the 3 - 5 year group was significantly less than the
mean of the 1 - 2 year group. The respondents who were in their first
or second year were significantly mére satisfied than the respondents
vhe were in their third to fifth year in their depa;tments or schools,
The other observed group différencés'were not statistically significant.

Factor 4: Benefits. 1lable 36 shows that from the fifth year

. onwards, the Benefit aatisfaétion mean score tended to inc:eaae with

the respondents’ years}in employment . The group of respondents who
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had 10 years -and over in present empléymeht reported the highest mean
satisfaction score on this factor, while thesi -~ 5 year group reported
the lowest mean satisfactioﬁ score,

0ne~way analysis of variance was used to test the gignificance
of the observed dlffe:ences betwveen the means. The obta1ned F-ratio of
4.%8 vas significant beyond the .01 levél. That is, there was a signif-
icant difference in the mean satisfaétion-reported on the Benefits factor -
among sub-groups of educatprs in Rehabilitation Medicine who had spent
different numbers of years in their respective departments/séhoéls.‘
Scheffé'simultiple combafisonvof means waé used to identify tﬁe sbecific
sub-groups whlch vere different. It washfound that a significant differ-
e?ce in the mean score existed between those educators who had 3 - 5
years compared to thg;e/ﬁﬁose years in present employment wvere 10 years
and over. The 3 - Sryear group wexe significantly less satisfied with
this factor than the 10 and over group. Hovever, no dlfferences existed
redlative to the 1 - 2 and 6 - 9 year groups,

Factor 5: Envzronmental support . The findings on this factor

vere siﬁilar to those reported above in Factor 4. Presented in Table
37 are the frequencies, mean scores on satisfaction with Environmental
Support and the standard deviations for the various groups of Rehabili-
tation Medicine educstors with respect to the number of yéara in their

current employment. The highest mean score vas reported by the 10 and

over group. The 3 - 5 year group reported the 1oweat mean score on

this factor.

-
N »

Oﬁe-way analysis of variance was computed.‘ The results produced

an F-ratio of 3.86 which was significant beyond the .05 level. Therefore,
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statlstlcally 51gn1f1cant differences existed among the f0ur groups af
educators. ‘The Scheffé test shoved that the difference between the
3 - 5 group and the 10 and over group was 51gn1f1capt. An inspection
of”thelmean;, indicated Epat the 5 -~ 5 group vere éignificantly less
‘'satisfied with the Environmental Support factor than the group with 10
Or more years inttheir currentvemployment.

Sg!:groblem 3.3: Job Satisfaction
and Professional Variables

"To what extent are there differences in overall Jjob satisfac-
tion among sub=groups of respondents formed on lhe bases of their prq%

fessional variables: total years of experience, number of publlcatlons

2

and number of presentatlons?" ‘

Total years\;} teachmng experlence. From the respondents' data

on their total years of teaching experience, four groups were formed.
Table 38 presents the group frequencies{ the group*mean scores and stand-
ard deviations on their overall job satisfaction. The lowest mean score
vas reparted by those edﬁcators'in the group with 3 - 5 yearsuof teach-
ing expérience, vhile the highest mean overall job satisfaction vas ‘
rebor@ed by educafors vho ﬁéd at least 10 years of tegzhing experience,

- One-way analys;é of variance was carried -out to test the signif-
icghce oﬁ_th; obgerved differences in the grohb mean scores.' The-Ff
ratio of 2.55 obtained in the analysis was not signlficant.at'the .05
leQel. Tﬁéréfore, it was concluded that there were no significant |
dlfferences in the levels of overall Jjob aatlsfactlon among the groups )
of educators based on thelr total number of years of teaching experi-
ence, |

Hovever, vhen secondary analysis was carried out to -seek. for
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-any dlfferencea,among the groups based on the nine factors Wthh under-
lge.overall JOb satlsfactzon, factors 4, 5 6 and 9 showed slgnlflcant

differences.’ Thqse are,reported belov.

Factbrvain Benefits. - Table 39 shows that the group mean scores
'ihereased;ee tﬁe'totei eumben of years of teaching experience increased.
The groue wvith a~t6ﬁal,experience'of 10 -.years end'over reported_the

E o highest mean score on this factor. .

The observed dlfferences in the mean-sborec vere tested by one-
‘ee, analysis of variance. The resultlng F value of- 4.05 vas 81gn1flcant : ¢&?~,i
at the-.Ol ievel That showed that a significant difference existed in . j
th"group mean scores. The Scheffé multlplquhmparison of means revealed -
ehat there was a 81gn1f1cant difference between the;l . 2 year group and

ehd.lﬂ years and over group. The cbserved diffevences between the

other groups - vere not statistically significanf. The eonclusion vas

.“that the 10 years and over group were significantly more satisfied with

, N
E AN

A *Qfﬂé.éenefits'facfdr than the 1 - 2 year group.
. o RS _p; N

. " ' S B
:“H The sfbnlflcance of the d1fferences in the observed group means

" was tested by uslng one-way analyels of variance. The F-value of 4,16

.~

vas algnxflcantgbeyond the .01 level. ThHat is, there vere elgnlfxcant
, g differences 1n the group mean scores. On appllcatxon of the Scheffé

test off multlple comparlson of means, it was found that the mean score
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of the 3 - 5 years group was significantly lower than those of the.two

groups with the most experience; tha. is, the & - 9 years and 10 years f“iS@
v, . "’9

anc #~ >r groups. There were n s'r ificant differences between the

1 - 2 year group and the other groups on thls factor.

Factor 6: Work ethos. The total years of teachlng experlence

end‘group mean scores on satisfaction with Work Ethos are presented s
- ) ’ ‘14
in Table 41. The mean scores on this factor tended to increase with o "Qgi

the number of years of teaching experience.

One-way analysis of variance was computed to test-the Sighifi-

cance of the apparent mean differences among the grOUPSé TheerSUlts ’ - \(

. ';.3‘_4_& ‘ . o -
show that an F- ratldégf 3 31 was significant beyond the -05 level. B 'i«i
That is, there vas a 51gn1f1cant dlfference in the level of satiefaction g ’P ,//

"with the Work Ethos among the groups of educators.

Scheffé's muitiple comparison of means was employea to identify | .
jﬁghe sperific dlfferences between the sub—gr0ups.; There wvas a signifi-'
cant d- Ference in group means between the 1 —ﬁgkand the 10 and over
groupsrsuch that the latter wvere slgnlflcantly more satisfldﬂ thﬁn the L .

former. All other comparlsons did not shov Slgnlflca - differences.

Factor 9 Altrulsm.‘ ‘As shown in Table 42, the lowest mean

sog;e on thls factor vas reported by the 3 - 5 year group. The group

of educators: who had at least 10 years of teachlng experience reported’

e 4

the highest mean’satisfaction score .on this Fagtor.

v

From the analysis of variance carried out to test.the.signifi-
cence of the meah’score differences, an fF-ratio of 3.5§‘was obteined.'.
This vas slgnuf;cant beyond the .05 level. That is, there was a signifi-
cant dlfferpnce inf thé -mean scores among the four groups. The Schef fé

| multlplé;comparison of means test showed that a slgnlfxcant,dlfference
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existed in the mean scores between the 3 - 5 year group and the 10 and

_byst group. It was concluded that the group of educators who had at

Igga;;lo yearszof'tg§§hing experience were significantly more satis-

fied with the Altruism sspect of their job then the 3 - 5 year group.

‘Number of publications. Publication was used as one indicator
of productivity in order to examine the differences in jgﬁ satisfaction
among educators in Rehabilitafion Medicine who might differ in this
aspect of productivity. Three groups were‘fqrmed based on the data on
the number or publications in refereed @gurnals in the.lagt.five years.
The frequencies, mean overall job satisfaction scores agd standard devi-
ations‘for the three groups are prereAted in Table 43; The lowest mean
overall jrb satisfaction score vas reported by the group of educators
wvho had one or two publications. The mean score for the group who had
no publlcatlons wvas lower than the meanggcore for the group who had

]

£
three or more publlcatlons. One-way ana{ysls of variance vas used to
.(34 ,,

‘test the slgnlflcance of the dlfferences among the groups. »An i—ratlo
of 1.09 wves not 81gn191cant at the .05 level. Th1s showed that fo’ 819-

’n1f1cant difterence existed in the leve& of oVerail job satisfaction

P
7, -

. When secondary analyses vere carried out using the nihé'factors

under1y1ﬁg overall job satisfactlon there was 8 algnlflcant difference

-

'among the groupe on Factor 2,-Content of Work. This difference was

accounted for essent;nlly by "the opportunlty to do research" (Question-

2, i wio

daire Item as), KRS

‘y‘»'

Lol J

Thi reaults*of thgggnalysla relating to Factor 2 sre praaented

in"Table 44. The loweet,mean'ecore on this factor was rqpcrted by the
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" cine in Canada was the number of papers presented at professional/
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group with 1 - 2 publications, while the highest mean score was reported

by the group with 3 or more publications. The F-ratio obtaihed in Table ~

44 was gignificant beyond the .05 level. That is, there was a Qignifi-
cant difference in tﬁe mean scores among the th;ée groups. .The Scheffé
ﬁultiple comparison of means test revealed that the group with three or
mbre'publicatiﬁns were significantly more satisfied Gith the Content of
Work factor than the group with one or two publications only.

Some significant differences on two job facets were found among
educators grouped according to their publlcatlons. These differences

are tabulated and included in Appendix E.3...

.
Number of presentations. Another indicator of productivity

utilized to seek for differences among educators in Rehabilitatit’ 4edi-

scientific meetings in the last five yeaté. from the respondents' data

.on the'number~of'papers presented, three groups were formed.k The'aresen-

tation frequencies of each group, mean overall job satisfaction scores,
F-ratio and probab111ty are reported in.Table 45. "The "none" presentor

group reportedithe lowest overall job satlsfactlon mean score. The
[

highest ovgrall»sat1sfact10n mean score was reported by the groub of

educators who had at least three presentat;ons, One-way analysis of 

variance showed that with an F-ratio of 1.01, the observed differences
. ) : \

‘win the mean satisfaction of the groups were not statistically gignificant

at .05 level,..

T

When secondary analyses wete carried out using the nine factors |

underlying overall job satisfaction as the debendent variables, no

-

significant differences existed smong the groups of edudators who had

v‘. . ., . ‘ . ‘ m
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~ varying number of presentations; There were, howéver,'sigﬁificant dif-

ferences among the groups in the level of satisfaction on two job

~ -

facets. These differences are summarized and included in Appendix E.4.

k-3

PROBLEM 4: JOB SATISFACTION AND MOBILITY

)

Sub-problem 4.{ R

e e e

"What is the difference in the ievel of overall job satisfaction

" between mobile and non-mobile educators in Rehabilitation Medicine in

Cana%ifn‘qniversities?"

The data b;esgnted in Table 46 shou that the non-mobiles had a

higher overall satisfaction mean>§core than E%e'mobilébwl_Thé,ﬁ,,

on-the‘mean,scolks.produced a t-value of 0.51 which was not §L§H:;“,ﬁ't
at the .05 level. It was concluded that no significant difference existed
betwveen the ovefall job satisfacﬁ;ontmean;scgres of -mobile and non-

mobile edugators. . ’ .
No significanht difference Waégobserqu in the mean satisfaction

i

scores onvanyxﬁf the nine factors considered separategy.. However, one

signifrtantﬁaifference on the job facet, "Rbcognitioﬁvof~your work by

others" jé summarized and included in Appendix E.5. . e

Sub-problem 4.2,

 "What job cﬁaracte;istics vere identified by the mobiles as
contributory to theitﬁdecision; to move?" '

,In.order to identify'the:abecific reagons for mgbility, the
mobile_respbndénts were provided a list of 13 job éha?actaristics thch

vere identified in literature as pdtehtialiy influential in the

e

[V S Y W

e el ienameinte

e nd) mad e

oA e e el L . e ke
‘em&(.,fj,h"’wk&..',.“;;{hixpiﬁva;lmh‘_,&;wﬁawm.“‘l““‘ PR i
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' S
« -
"gelect-versus-re ject" decisions among @ypical p?oféssionals kBroin,
1967:149). Respondents vere asked to select the five moét important i
s Jjob characteristics from the list’and-toArank order those five to the
extent that they contribu£ed to their decision to move.
' The frequency vith Wthh the 15 Job characteristics were sal-
ected together with the "we1ghted response” which srows their relatlve
importance .to the respondents are summarlzgd in Table 47. |

QQ; The globai entity - "The. attraction of the“new position,” wag_

of prime impcrtanc?‘to the mobiles. The speclf1c1ty of. the attractdon
b

" of the nev position lay in the next four JOb %,'racterlstlcs wvhich

Were second to Flfth: For most mobile educato:s in~Reheb{litgtipn o Y '

Medicine in Canadian universities "opportunity for research," "oppor-
p

N4

unlty For furthur professional educat:on" and "adequate recognltrbn"

had the gtrongest 1nfluence upon ‘their decxslqn to. move. ' Other Job¢
characterlstzcs such as "poor p011c1es and regulatlons," "low feellng
-of ézc;mpllshment " "problems with the adminlstrat1on" and "llmlted
responslblllty" in that order vere also ident1f1ed vith less frequency

as contributing to thelr dec181ons to mave on.

YSUMHARY
Table 48 "is a summary of the signifiéant'findihgs'with regard .
to the level of‘overalllj06~satiaféction and satisfaction with the

factors among . various groups oP educators in Rehab;lxtat;on Medlcilp 1n

Canadxan unlversltlea. The fzndxngd are dxacuaeed 1n Chqpter Vi1l

S¥

followed by cOnc1031ons and 1mpllcationa.
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s MMARY,  CONCLUSIONS: AND MPLICATIONs :
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¥is f‘mal chapter contams an overview of the study, the
e
fmdlngs and a brlef dlscus%\ of the fmdmgs r&lfatlve to the

llterature x\ﬁréwed Some conclusmné ér&idrawn pﬁsed £on -the f &nd-

‘l . i
(-

e

: 1ngs. C@smeratlon of the 1mp11cat40ns fﬁi' ad;uﬁxdt;pﬁidn and for | o

Py ‘Otga Q .
f'urther resqarch 1s prov1ded. »—:..45 Tl L L e

. N
R “; ""‘ L ¢,
] . . <L N : e 4‘
H t - Ld

. . N _ OVERVIE.WOFTHE SJUDY '_".-' ‘ LB g = . . .
| :"9 G"r’.s n/“' a“‘#& ' _. ' 4

o

B Rehablhtatlon Medlcme in Canadmn uﬁlversltles. %}ec;flcally- tlae

,; revealed that mst of the equging.v thOOry foeused on Bﬂﬂoyees in ‘.f '.,;‘
_ _y bueiness and 1nduatria1 ut,ti,.’,';,_;: 50” 'Mintl T

1ntent was to dlacover wvhich job facets and job related factors

: contnbuted to JOb satisfaction and 305 dlssatlsfactmn as well as

‘ to overall Job satmfactmn. Furthetmore

the atudy was intended to explore the applicablhty of exmtxﬁ’g theones

%
of JOb sat,lsfactmn to thxs group of‘ echcators in. Canadian univers.ltxes.-

| A review of the llterature pertammg to Job aatlsfaction

'educatimal inst.itutiom but in these the mjor targgt gmups “m j f

a2 ‘. . ,
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. :13f'*‘;? ’ % .>A R o
AR enployees afflllated to primary and secmdapy' -scho’ols. Little

attentlon had been pald to the JOb attltudes of employees in pogt

A - secondary 1nst1tut1ops. In Eny# case the factors reported by -employees

- in different flelds as’ contrlbutors to the1r Jjob sat1sf‘actlon x’ned & -

T,

\ndely. ) Accordlngly, aom; of thoae* factors vere used as ‘the startmg

pomts in the mvestlgatlon«o‘: the ﬁ)b attltudes relatlve to Job o

¢ A.a-f

satlsfactlone of eﬁ@p‘tors in Phymﬁlaf and Occupatmnal Therapy pro- -

grams in eleven C‘an,adlan unlverslt'

' . C; . o i 4 » . .
: I'nstrumEntatloh S R »f' . ;
o e . - ¥ : .y 4
Do Ir]_cfhe concepi:oel framework for the study &erall Jobqsatls- h

= ‘® &
- Fatdﬁn vas, conceptuahze.d as. a mult%aceted entlty. ~To measyr% that

-

e ent..i‘ty P questlonnalre cmtaintng a large ﬁﬂﬁuber of the Jjob @’acets

. re%ctlve of thg J‘% of educators in Rehabllltatﬁh’ Medlclne was
. O . i .‘

“developed. The questlonnalre had.. three parts. SR \ % .
-bv g 4 : ’ Ty @(
. - Section I of the quest-lonnaire elicited mographlc data' o
! SR SRR .

sei‘, "age,.'l;evﬁ ‘of edbcation., a'cademnlé' salary, area of' primary
U com?hitmera‘ employmént tlme, tota] years in present employment

‘» ' total years of teachmg expenence, number of publlcatlonsl ‘number
of presentatlhna and moblhty characteristics. - i( T e P
Section II of the quaatlonnalre vas dsrgned to e11c1t gtlt;
udmal reactmna regardmg 31 job facets whlch were Judged 4o charact- -
erlze the work of educators in .Rehabilitatlon Med.lcme. The intent.

waa to measure both thg‘ importance and the aatiafactlon aasoc.rated

| " vith each facet and, in additxon, t.o provxde a meaaure of‘ overall
job aatiaf‘actlot). L Lo a
Seetion au of the queatiomaire conaiated of open-mded
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.factlon with thelr JObS as educat g

- member§ for the 1979780 acadetg}c year Th Phy‘si'f:al erad 0ccup§t10nal
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'3

questions Whlch requested the respondents d:o narrate two cr1t1cal

1nc1der s that had contrlbuted

" X

QT ffeé‘lmgs offexceptmnal satis-
JERS _
and two cr1t1cal intidents that

had antri@oted to feelings of excep_thiOnala dissatisfaction with their .
job's. ‘

d . . .
‘o N v . y’ ! ( v

‘lethogologz

The questionnaire was pllot tested on- & group of educators e

,

v

in Rehabi’lltatlon Medlcme in, The Hm.versﬁ;y of' Albert‘e. Followmg

R

,the ;:ulot test, approprlate ‘Tevisions were carmd oyt .on the - questmn-

nalre ‘before it vas malledgto thee subge& s T ?’,3

The subgects of this sf.udy J,ncIuded IlB foll time facul?

A

’_Therap‘} progﬁams in eleven umveralt.les who were reg:.stered therep.lsts, o

/ a '1{‘ ﬂhelr names were obtamed from the heads of the programs. “The sub-

3

Jécfe vere mailed the" questmnnalre wvithsa co“ver letter and a return .
paid envelope m a packet dlrected to therr cm,)uskaddr sses.
- AItogether, 106 gturns were tecelved qfter a a\econd follow- 4
up reques‘l: representmg an 89.83 percent teturn. Tvelve of the |
returhed quest1onna.1res vere unusalﬂe. Therefore, 79.66 per;:gnt of

the QdIJCRtOIS \mo mre contacted ac ally formed the sample for thia

Study. ’ - E - .t' '*f & 8

el ' " ) i Lo ’ ‘1 . : eV -) 'v ! : e .

Dats Anal “‘,5«" R o C e T ﬁ
1 For un.af qnhlysi the data fron tha q\netiomaim ure g f'

"l

. onto 1o couputbr mda m sw,mml P.uuge fm‘ the
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) : A ' S o .
- gtatistical measures were employed in order to determme the level A

of . satlsfactmn and to determme the dlfferencea in job sausfact.lon

- . .{_\ ]

gcores among the respondents based on their demographlc data. "The = :ff*
VmaJor statlstz cal procedures employed mcluded frequfency and per- , .

centage of reponses on 2each vanable, mean scores, standard dev1éhons, ._'
s B \ - .. c .
~an&ly31,svof verlance, chl-squage and probablllty teste. Uhere ‘
&

F‘-val',.f were 91gn1f1cant at the .05 leve‘,;, the Scheffe multxple R o

N -

cotnparlsbn of means was used to adent1fy the grOUps which were slgmf—

)‘) y ,’. \u- . ,
g‘ '1cantly dlf,ferent_. ] ) o ’
é . B ) S; ) 2.
’ Revxew of Fmdmgs : ;
e ' i;&*"f%&‘.'? In thlS study the reseatc”reblems &re f'ramed in the form R
- > ) ;l' “5‘ -
A . .
»,& researeh questlons. The' find!ﬂgs are aummarlzed below undar each .
Rl », H . :
. ‘ ' “ of the .reseatch queataons 1nvesﬁgated 1n thJ.s atudy d v il
PROBL.EM l. UVERALL JOB SATISFACTIGN T , ‘
Sw-problem 1.1- T T e
"To what extent do educator? m Rehabrlitatmn Med1c1ne in- - -
_ ﬁ@anad currently explnence overall JOb satiqﬁactmn?" ) e .‘g . T K
‘;ﬂ - The ugean ovarall job sqtmfactlon score mdiaated that 1n o
5 general, the educators mch;%ed in this study reported moderate\ 'v

v ’ Y

overall satisfactmn uuth their jnbs. '
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g s R , i
feehng of overall JOb satlsf‘action. - Together they accounted for 7

.
AN

féﬁ 1 percent - of‘ the total variance. "-vﬂppomftuni-tya to use your know-

[ B
bz -,

ledge and Sklll " al}ge accounted for 45 {)_e.l.‘ce‘nt' df the- total variance_gﬁ o

S ‘Sub-problem13

"What JQb facets vere identifiled as most 1mportant to the ,4',?_&. oE

’t

" feeling of overall _]ob satisfaction?" o . I

L

. ’ ‘ . Nine l*]cs’b facets on the queatlpnhalre had a mean rat.mg of at v* ﬁ'
L .o . . | ’ W , i Y-

least 4.5 on the scale vhere 4 is “very important" and 5 18 "exttemelx

<
1mportant “&These f'acets vere deemed most 1mportant for - the redp%nd-

e Tl ents' feehng of overall ejOb satlsfactmn. L7 R
,,‘ 5 . - 5 R '.. . ‘m-_" 1] L
e, . o - y. s .7 o . ,..' ":
RN PR Sub Eroblem 104 ‘ . s e o

et "what“‘ﬁ |
and the importanog of the JOb fauw;!" ~ o
The cdrrelatmn between the mportance ratmg of eech Jo‘&

* elatwnsh.lp betveen ove;r&-ll JOb satzsfactmn '

@

fecet and the index of overall Job satmfactmn vas low. The

correlatmn between each umnelghted -job facet satlsfactmn and the |
' ‘ index of overall Job eatxsfactmn vas hxgh. -The correlatiun betveen -
the overall Job sdtisfactmn mdex and each of - the 31 importance- |

a veigwted job facat satiafactmns was not appracigbly different fm - "'\
t.lu corulat‘.im hetmn thé ovotall( job. ntwoctim index and enah

- o of the 31 muuqhted Job. ucat. aatisf.ctiona. S e
e Thiu'm Eh-t the hportmea nmre d.td mt add a sig-

.«




e

JOb facet satisfaction for this group mf educators’“

A p031t1ve rank order cor“elatlon cbefflcxent of .55 whlch

€

vas gignificant at 001 level vas obtained between the. 1mportance and

satxsfactlon ratlngs of the Job»facets. (A’ posltlve relat1onsh1p ;
exl ed between the 1mportaneZ,;te respondints ahtached to the glven
facets and the - satlsfactlon they reported on the same facets.

“ i -.ﬁ . B " |

Subfprobiem 1.6 ' ‘ B I o

5‘"Are the, satlsfx;ng and dlssatisfylnq facets consigtent

S
1 J‘

'-h~§ge motlvator-hyglene“theory of Job satlsfactlon descrlbed by

zbetg et alq’(l%?)”’{. ,~_,j

. /There vas a slgn;fgcant dlfference in the mean Ievel of

. gl

o p :
: _” satxsfg;tion roported by the réepondéﬁts when on the JOb facets judged
T
to Be hyglene factors Were‘compagyd to the facets Judged to be: motlv-
o 0y
~r ators. The mean satlefactlon,score on all motlvators together was -

S '81QN1F1cantly hlgher téén tﬁe mean éhtxsfactlon scor% on éll hytf': o
Q .

N =
@ factors together. .The meah 1mportance of the motlvatore vas algo”’

-

81gn1f1cantly higher than that of nglenea.
Further examination of the responaes showed that six out

of the seven job facets on ih1¢h at least 90 percent of the respond-

v enta wero oetxnfied were judged to be related to ‘the 1ntrxnszo aspecta ’

of the'job othqrv1se cthaaified oe motivators. On the other hand,

: : of the nine Jdb fecets on vhich st least 20 percent of *

. ; .“ vare dimtiofied vare judged to describe prinrily
'-f:tho oxtrinaic nlpocgﬂ'of tho job claosified aa hygiene foetore. )

i m-u of b nm”.job' rmta which. accomted fo;: 0.1 pemnt

g -oll‘but

;
i
i

RIS
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" of the total vag!ance in overall job satisfaction vere judged to be

prlmarlly related to" the 1ntr1narp\aapecta of the job and accounted

, for 50 percent of" the tothl varlancu, vhile 4 vere Judged to relate .

" were mentioned met often and Wad in 69 5 pereent of the samfy- |
ing critical incldant..f:gdéj:i:vagfgy - Lo '

to extrinsic componengs of the job. Ffiﬁ}ly, n1ne " job facets were

1dent1fled as most 1mbortant to the feeling of overall Job satlsfact-

-

ion; elght of them vere deemed related to the 1ntr1n31c aapects of

the job while one relatsg to eytrlnalc aspects. L R ¥
, WD . « e ) : o
PROBLEM. 2: JUB BSPECT SATISFACTION AND DISSATISFACTIUN C e

K4

N

S

Sub-groblem 2.1 ) N
g’f%&nc1dents were 1dent1fled by educators }n .ﬁ§§

v ' "Uhét crltr

in the criticel 1ncidents vhlch vere identifled as the sourcas of T e

the: feelzng of. Jub-”qgisfactlon. Thoae vere "recognltioﬁ‘" "achxeve—l

‘ment“ and "content ef Uark."_ "Recognitlon" and “achievement" together

et o

"l-’

g the omn- h-nd, thy thrée job. npect.- vhich vere mntmned Ll

l..noat‘fr-qaontly 1n tht critiell tncidenta alaociated uxth @ feeling

';:of axsaptiongl diaaaglsfagilon U!f.s "context Gf ﬁotk.” ”policiea ind




'Sub-problem 2.2 . , - | . "

: are mot.watora) wvere aasocmted more hth Jjob satisfaction than with

‘ ‘JOb dlasatlafactlon. They . were "recogn.ltlm‘," "achlevement" "content

ﬁof diaaatlafactlon. Job aapocta claasif;od L1 hygionas vere mentioned
‘1erpottionately morc oftun aa tournan of diaaatitfaetion than a8 *‘. f-'-;u_ '

~-sources of utiafaction. L

,tr-y N identifhd prbportiwtaly umo oft.n thm hygim .in |

~
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,

"]a- there any cons;stency betveen theae 1nc1dents and the - . . W
mhvator-hyglene dmhotomy of Herzberg et al, (1959)'7“ |
Equr JOb aspects (whlch by varg 8 classiflcatlon acheme

-

€

of work" and "advancement., Dne motlvator item namely 1nadequate &

"'respons1b111ty" was .1dent1f1ed more as a source- of Job dxssa‘tlsf actxon

]
¥

than job satlsfactlon. - o | o .
On the other hand five Job aapects (clasmf'md by Herzberg )

scheme ‘@s hygiene f‘actors) v? re assoc1ated more with. Job dlssatlsfact-/ ]

" ion than with JOb eat;sfaction. TF\ey were "work context " !polxcles

and admmz.stratmn," "interpetsonal relatlonslip w1th peers " "con-

’ .strmnt on personal hf‘e," and "reward system." ﬁowever, one JOb

aapect, "interpersonal relatlonsth vith students," vas 1dent1f19d
subatantlally more 8s a source of JOb satxafactmn than Job dispétm-

faction among this groyp of- aducntora.

i..-j

In summary, Jjob aspects em'\ ' "'d ae mtxvatora were mentxoned

s g,g -

' proportionately more often as sourcas of utzsfactmn then ‘a8 sources

ﬂan u.u Jdb upecta claaeifsod ga mtvtvaton ure conaxdered

.xl :
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. j"‘fymg 1nc1dents._q,.

'fwa, . 5 . . vy )
#' . PROBLEM 3: OVERALL JOB SATISFACTION AND 'DEMOGRAPHIC VARIABLES

" The difference in job satisfaction among educgtors in Rehab-
]

ilitation Medicine in Canada ‘was investigated'Using demographic data’
It

® .as the~indépendent>variab1es. The prlmary analysis vas done usxng
T the 1ndex of overall job satisfaction as the dependent varlable. The ’?2;‘

4

-

i )
secondary auely91s vas carried out on Job facet factors. The invests

1gat10ns_were g:ouped under three subfproblems.

: ; 9
Subproblem 3:1; Job Satlsf'actlon Cu S .
ancl}?rsonal Vanables. T o S z

3 . gsx:im'overell 'job aatis-

e Y , - "To what extent -
} - R . ¥ & . -
. -faction between subgroup n %ormed qu the basm or ’
- LA ow : - %o
- their personal variables; : age, academlc level?“ o .;; iy

L~ ) -

-

Sex. Female respondents were szg\mﬁ.cantly less - sahsfled

than their male counterpsrts on the Factor of Work Ethos. No oth_er~ g
% _ .

slgnif‘icant differencbs vere’ obtamed . o - ,' . s -
Althou h older aducato t ed 0 8x resa h her o ‘. 2
_m g »J’ md é P 49 &

Jﬂb Bﬂtiﬁfﬂctim t.han the younger« educatora no statlatically algtufl- R

o

cant diffpraneu axisted amng bhe lge groupe on their mean lavsl _
| of overull job utiat‘actien. Hovwor, the youngor age group (40 yaara)
un giqnificanﬂy less mi.ﬁ.d than the qzoup ao-ast yoars, with ~ ©
tha oxtcnt to %ch thiir Job pmiM thﬂAl:he oopnrtun.tty tu be ',"




oyt w0 e :

i ‘ | | o
”respondents vho had only the baccalaureate in Phyeicel'and./or -

R
cramrod

i; Occupatlonal Therapy. It vas aleo found that those educators who had
Foa- teachmg certlflcates and thoee who' had graduate degrees vere elgn-
* - 1fléant4.¥ more satlsf ied with theu‘ Working Condxtmns than the1r b
Q_peet‘s who had only the baccalaureste. . AR R ]

v @ . 3
. . A )

Py

.+ "To what extent are there dlffenences m overall JOb ‘same- T

- . Sub-problem 3.2: Job Satisfaction .
' and 'O'rgamzahonaf \lanables

faction between subgroups of respondents f‘orme& or the bases of thelr

P - ‘J- o
orgamzatlonal varmbles"" LT cEe e v ,

Acadenuc rank. The 1evel of’ overall ‘m 5§ 1sfegt10n vasg

.,\'

highest for the group of ‘educators who vere

te Prof‘eesora or
ﬁ&ofeseors while the level of‘ﬁ‘:rall Jom sqti Llof thes fmist- i
ant Professor group vas the"’lowest. Thoee bei'oﬁg_, (2 3 Hoa T

scow between these two groups. However, the observed diff'erences

mdng toe &;ree groups ‘was hot stetxstlcally s1gm.f1cent. . I >

] 4

Aseoclate Prof’essors and Profeseors vere . eagni y more . S i? '

"satisfied with the Benefits they get on thelr-jib than the groupa ;;]b ERPRR
belov Aasocxate Profeseo@ raak. o : : AR

o Sa}.agx The level of. overall JOb ﬂactiod ves hlghext

L ‘“ for - t.he oroup of educetors vho wre paxd tﬁe h;ghest salanes; o B .
, Educators whose%gelauea wore over 3}3,1)00 had '*‘gnificmt],y hiqiheri (A -
overall job satisfadtion thah the tuo oups ""%earne,d szl.om o T
less, and $21, 001-S271000 reopectively. T s

- with rmtd to Banofito. odoeatora vi': »

Qe




'.'_\. y
4

vere belov $27,000. ,rw, : S | IR

~

On the factor of Altru1sm, educators on a salary $21, 000 or
‘less were s;gnxflcantly lesg satzsfled vith the altruxstlc contentvaf’
‘their work than edueators on é salary above $33,009;

oy -

- Primary ifvolvenént.” No significant differences in the level

of overall ﬁbﬁ‘éatisfactidn vas observéd-among‘these éduéators'groqud‘

accordlng to the area of their prlmery commltment of more than 60"
o

' percent of thezr time on ‘the JOb. However, the predominantly "adan- ? ,

_;\-' xstration" group were szgn;flcantly more aatlsfled than_the “mixed"

,,evtA‘

. S 'group Wlth the Beneflts they recqxve on thear Joq‘ | . < L f,"

K ' ; Years in gggsent gggl xgggt. Tﬁ@‘ovetall Job sdllsfactxog
;; e - .
' mean score of 360catars Ln Rehabii}tatlon Hedxc;ne wae hlghest for L

- . et
. |

. .tge group,who had ttayed the hadhest number of years 1n thelr present

‘employment. The :paponddhgp who vere 3-5 yeagp in’ cunggpt employment . .:‘ ﬁgﬁ
: Ny o v
reported s1gnific§nt1y less overall -4ob.: astisfactxon than thg respond- T

‘ents Uho had spﬁnt IO yaara and over in that pmployment

4 - »

Eiducatoro vho n(_.a then: f,irst or’ ipcond yeas: ln their 'V 'f B 2

, *

current wlnymnt nre igniﬂcantly raore sntmfied mth regard to ‘ _70 :

PR . ': \k,,a-_

- .uorunq -;commm(“’ aduq.ﬁbrs ho Hack spent 35, yem ;n the-ir‘ a y




R
3 CE
. N "To what extent. are there d1ffereﬁces in overall :)ob aatlé-
' factmn among subgroups of respcm#nt;s formed on the bases of thelr ; "T' g - o
: 'v_’ total years of expenence, number of pubhc- N ’

] -ex -enence, Ihere was. m statmncally :‘5’

f"t 3.

. ,k f’ sagmfrcgﬁs‘difference in ﬁhe }&vel of ove‘rall 306 satlsf‘actmn among
et L)
' groups of educatnrs r,bli\sed on ﬁ'm.r td‘te‘l numbSr of years of exper.‘- :

‘?g .1ence gven though the eﬁuﬁto& with khe hlghes{: totef years of teach- :4 ‘_ﬁy: /

s mg expenen‘ce tended to expresa the ﬁ,igheet overallQob satxsfactmn. : | v
ot Envarmmr‘kl Support factnr grovzdod a’ sxgmficantly lovéﬂ lavel of o
S aauafactmrr for educgtors vith }-5 years of teaching expemonce than a

fo: eﬂueatozs with mox’:e thln 'wae years of taachmg experience. No
dszotm.uera.mmt on tha" Envrromental Suppuxt f’-ctor bnt'un

amcatoﬁ"yhc M‘SQZ',yearh ef teaéhlng .expnartce snd o&u '
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on their current job.
Mobile educators cited reasons for their decision to move as
"pppcrtdnities for research," jopportdnities for further professional

education" and "adequate recognitian." o

-

DISCUSSION OF FINDINGS
L , v v /./\r" ‘
Problem 1: Overall Job Satis-
faction and Job Facet Importance
dnd Satisfaction

Despite the fact that the subjects vere moderately satisfied
_ w1th their JObS as a whole, their levels of satlsfactlon showed wide Z\
variations on the 31 JOb facets. For example, there wvere seven ‘job
facete on‘which over 90 percent of.the respondents were satisfied' but
there were nine job Facets on wvhich more than 20 percent of the res-
pondents were dissatisfied.

. In many vays the use of a forced choice instrument produced
‘results. 51mllar to. those studies which utlllzed interviev methodology.
An examlnet1on of* the data prov1ded by the subjects in this study
revealed that seven Job facets accounted for 90.1 percent of the
variance in overall JOb satlsfactlon. Three of those Jjob facets
_accounted for. 50 percent of the total vazlance, and vere prlmarlly
related “to the ;ntr1n31c aSpects OF_thc Job. Furthermore, SiX'OUt
of the seven job facets‘on vhich over 90 percent of respondents
vere satisfied related primarily to the,intrinsic espects of the job.
When the subjects identified nine job ?acets phich they considered

most important to their feellng of overall job satlsfactlon, elght

of éhe nlne vere rélated to the 1ntr1n31c aspects of the job. Thesev

.



‘recérds wés not étatiStically significant.

i ' . s ¢ @ . :
e The opportunity, to be Altruistic on the jéb provideq sign-
ificantly greéter(satisfaction for educators whd - d 13 or more years

of teachingré;perience than for those who had 3£5 years of teaching

experience.

. lf
Job satisfaction among the respondents based on their publishing %

/7
M

The Content of Work factor provided'avsignifiCantly greater
level of satisfaction for educators who had three or more pyblications
than for eduﬁators‘who had one or two publications. ’No:diFference
existedlhbwever, between non—pu?&ishers and publishers on.this faqtor.v

Numbe(rof presentgtions, No significant differences on the

level of “overall job satisfaction or on the jobtfacet factdrs were
found between the respondents when categorized by their reported

number of presentations over the last five years.

PROBLEM 4: JOB_SATISFACTION‘ANP MOBILITY

"What is the difference in the level of overall job satis-
faction between mobile and non-mobile educators in Rehégfiitation
Medicine in Canadiansun{versities?"

~There vas no significant difféfeﬁce in the level of ovéraki
mean job satisfaction between the mobiie educators and*the non-mobile

educators in this éﬁudy; The mobiles, however, reported significantly

greater satisfaction with the.recognition accorded to them by others
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findings support the resultq of 4Graen and Hulin (1968) that intrinsic -

variables are related more Atrongly to overall job satisfaction than

[

are extrinsic variables.
Y

On the other hand seven of the nine job facets on whic . :

least 20 percent of the subjects were dissatisfied were extrin: - tr

the job iﬁself. The f7 lings here lead to the conclusion that for
that proportion of educatsrs in Rehabilitation Medicine extfinsic
charécteristibs vere related more strongly to overall job dissatis-
faction than intrinsic‘jqb characteristics.

Conceptually it wqf expected in the methodology utilized,
that the 'se of an importaﬁce measure 1in conjunction with satisfaction
mezsures .. ild provide both theor=ztically and empirically more
appes g ﬁe;wures and better estimates of overall job satisfaction
than §311314C' on measurec used alone. The results of beoth Pearson pro-
duct momen' .orrelation and Spearman rank brder correlational analyses
provided no support for this poéipion.. The findings of Youngberg
et al. (1962) and Glennon et al. (1960) that:the use of importance and
satisfaction measures together produced better results than satis-
Faétio measures used alone were not supported by the resulté_of
this study. The results also do not suppoft those of Wanqus and

Lawler (1972) who found a significant correlation between facet

importance and the corréiation of facet satisfaction with overall:

_job'satisfaction. The results obtained in this study support- Ewven's

(1967) conclusion that importance measures add little to the measure-

ment of overall job satisfaction.

The results here suggest that' perhaps the subjects did
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consider the importance of the-job facets to their overall job
satisfaction before they reported the leVel of their satisfaction w1th
each job face:. ir such a case, multlplylng satisfaction by 1mportance
was redundant and as such added little to the measurement of overall
JOb satlsfactlon. Toese results lend support to the findings of
' Locke (1969) and Mobley and Locke (1970) that importance ratings are
already reflected-ln the satisfaction ratings, and therefore, the
weighting‘procedure added nothing significant to rhe prediction‘of
ouerali job satisfaction. | |

On the other hand since tpe'job facet, a priori, had been
judgeg as important before being-ineluded in the questionnaire, per-
haps, the items themselves did not show sufficient variability in
1mportance to affect the results obtalned by a 31mple unwelghted -sat-
isfaction measure. The other point is that the scale range employed
in this study might not have provided sufficient variability.:k

Finelly vhen the job facets on the questionoaire vere grouped
iotobintrinsic facetﬁ_(motivators) and extrinsic facets (pygienes)
tﬁe intrinéies;together produced'not only a higher meanfsatisfaction

score than the extrinsics, but also a significantly higher mean import-

ance score. These results are in accord with‘those of other studies

5
b4

by Bisconti and Solmon, (1977) Locke, (1973) and Armstrong (1971) who
r~ported that by far the st}ongest oeterminants of job satisfaction
are the characteristics intrinsie to the job.itself. vFrom these results
one might infer that the subjects in- this study, to a large extent,

e :

| had satisfied much of their lower-order needs so that they vere

essentialiy'mbtivated more by the intrinsic aspects of their job
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vhich are associated with‘thg satisfaction of higher-drder needé_

" (Slocum 1971:312) than the extrinsic aspects of the job whicﬁ are '
hygienes and are aséociéted vith the satisfaction of the lower orde{
needs. They pléced more importance onrﬁhe‘facets of the job that
provided them with the opportunity for the satisfaction of their
self-actualization needs. However, they showed greétést diséatisfactg.
ion with the‘extrinsic facets, thus suggesting that some of these ’
lowerQbrdep needs aré not bging met.’ |

Problem 2: Job Aspect Satisfact- g -
ion and Dissatisfaction

The- findings shO\qea‘/d that when satisfied, educators in Rehab-
ilitatibn Medicine in Canada reported incidentg'wh;qh we;e“character—
ized by adequate recognition, oppoftunitx fﬁr acﬁievemeﬁt and;édbahce-‘
ment, inferesting aﬁd sLimulating wvork ‘and good interpersonal relation-
ships with students. Such responses referred primarily to-=the COAtenf“,
or intrinsic aspecfs of the job whiéh Aérzberg cé&led ﬁotivators. |

| On the oéhér’hand wheg dissatisfied, the subjecté reported -
critical incidents which were characterized by‘excqséive work 10ad;
;nétitutionél policies and administration, inadequate responsibility,
workingyconditions; relationghip with peers, the reward syétem and
pressures on personal life. These responses, except "reéponsibility,”
referred'primarily-tq the context in which their jot was done ( iie.
extrinsic aspects of the job) which Herzberg labelled as hygienes. .

Herzberg's motivator—hygiene theory o f work attitudes suggesfs

that one set of attitudinal varyables (motivators) leads to high‘

Job satisfaction but does not contribute appreciably to dissatisfagtion,

-~

2
i
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>

vhile the other set of ettltudlnal varlables (hygienes) leads to job
dissatisfaction but does not contrlbute appre01ably to satlsfactlon..r
The results of tgls study only partlally supported Herzberg's two
factor theory ot job eatisfactioh‘tnsofar as the factors which produced ~
satisfaction Were different f;om rather than opposite of‘thdse vhich
p:odUced”job diésetiefactionq; . | .

. ==

The motivator and hygiene variables both contrlbute to job
satlsfactlon and dlssatlsfactlon; ’fﬁi example, the 1nadequacy of

one motivator varlable, respon51b111ty," contrlbuted more to dlssat—

isfaction than to satisfaction, one hygiene factor - "interpersonal -

~relationship with students" - contributed more to satisfaction than

to dissatisfection..ﬁThis‘professional group regarded ”inter—persbnal
relationship w1th subordlnates (students)," more as a source of

satisfaction than dlssatlsfactlon. Most of the.studles that heye

“reported the bpposite finding vere carried out in business and indus-

try. Interactlon with students constltutes the focal process of

teaching and perhaps should be v1ewed qulte dlfferently from the
‘superlor-subordlnate 1nterect10n i the business and industrial sec-
: tof. ,Hence,‘Coheﬁ'(l974:373) maintains that "interaction with

' studgnts should be the chief intrinsic motivator” in teachiné."The

* : . 5
consistent finding from this study was that altogether motivators

vere more strongly related to Job Batlsfactlon than to job dissatis-
L Eas

faction; whlle altogether hyglenes*were more strongl5 related to job dis- .

satisfaction than to job satlsfaction. - »
: Cohtrary to Herzberg's two fector'theory vhich ignores the

interaction effect, it is reasonable to believe that the determinants



of job satisfaction do 1nteract rather than stay isolated along//eﬁ%
arate dimensions. The proponents of this llne of conceptuallzaEEOn
include Friedlander (196}), and Wernimont (1966) and Dunnette et al.

(1967) who found that motivator and hygiene variables:were not in fact

mutually exclusiveé determinants of employee's job satisfaction and o

digsatisfaction respect%yely.
Interestingly enough in this study, the critical incident
épproach provided more credibility for the Herzberg two-factor theory
fhan the forced choice, étfuctured iteh agproach used on the question-
naire instrument.’ This obServatioﬁ leﬁds[support to the criticism of
the two-factor theory by Brayfield (1960) and Dunnegte et al. (1967) )
that ;helrésults are method-bound énd are supported by the studies
vhich had used the'briginal methodology. fhe'respondents' expressed
satisfaétion vith the facets pfovided‘a more direct measure of the
intensity of satisfaction fhan Herzberg's methodology'of inferring the
inteng}ty of'aatisfaction)dissatisfaction from frequenéy,cbunts.
The results of -this study suggest that the intensity of satisfaction
. arising -from 1ntr1n51c aspects of the job (motivators) is greater than
that arising from the extrinsic (hyglene) aspects of the JOb This,
howeven, ‘does not 1mply that intrinsie job asé;cts are explgs%vely the
spurces of job_sdtiéfécfion. ' . 3

)

PERSONAL CHARACTERISTICS
B -y (

Problem 3: Job Satisfaction and
the Demographic Variables

¢

Sex. The ébsenqe of sex differences in‘fhe level of overall‘

A'_-';'*l
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jdb\satisfactiOn among this grhup of professiofials cerroborates
findings by Ma (1976) Sauser and York (19785 and Weaver (1978).
This absence of a difference may be explained if the sexes'are
equally affeeted'by the determinants.of job satisfactidh; that is,t
their conditions of employment are comparable. No dlscrepancy then
ex1sts between the objective conditions of their. employment and
their subJect;ve evaluatlons of their job attltudes relative to job
satisfaction. ' ' )
Age. On thetwhole overall job satisfaction tended to increaseg
vith an increase in the age of the respondents. This finding is in
\Egreement W1th the results of many stud1esrwh1ch have reported a
positive linear relationship between age and job satlsfactlon, such
as Chen.(i9?7) and Hunt and Saul,(l97$),‘and quite unlike others
that have foune a U-shaped relationship betﬁeen age and_job satisfaction
(Herzberg et al 1957) " However, in thls study, no significant dif-

ference exlsted among the age groups on the evel of overall job

satlsfactlon.

Educational level. Most studies which e foand that educa- .

tional level influences the worker's level of satis?action have
explained suchhdifferences as reflecting‘differenCES in expectations.
Thevaifference between the 'teaching certificate’ group and the

|
baccalaureate group could be attrlbuted to perceptual differences

between them arising from the former s academic preparation to
teach.. Perhaps the dlfferences in level of educatlon created marked

differences in the expectations of the subjects.
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ORGANIZATIONAL CHARACTERISTICS

A 2

_Academic Rank-

The results of this study provide a partial support to the
findings -reported by Porter (1961, 1962, 1963), Vrooh (1964), Waters
and Waters (1969), and Wild (1970) that the higher a worker.is in the
océupdtional ierarchy, the higher is the individual's job satisfpc;

‘ Ljfioa. In th{s‘study the Professors and Associate Professors reppried
the highestnoveralleob satisfaction.

,This result was not surprising since according to Tannen-
.baum et al. (197a),'higher job levels (academic ranks)‘frequgntly offer
-mofé pay, more pover, more autonomy, higher social status, greater
responsibility, greater discretion and more task vérieéy and: complexity.

The oﬁferVed difference between the Assistant Professors and

the educators belowv the Assistant Professors was in the reverse direction
M .

fp those reported by Waters .and Waters (1969) and Wild (1970). The

1
points may provide some clues. Korman nbtes
— ’
that pay and promofiqnal oﬁb&x&unities are tied up with occupational
_— ~.

reason for this oppozif?\finding is not clear. A:closer consideration

of Korman's (1977:22

levels and also have social presfi e themselves. Perhaps the fact\
that promotion from lower academic ranks to assistant professor rank
is easier than promotion to higher ranks from éssistant professor rank,
may explain this finding. Perhaps the intense struggle for promotion
by Assistant ﬁrofessors may produce moments of lade of self-fulfillment

fhereby giving rise to a lovered feeling of overall job satisfact'ow.
. Ed

Salary

The highest levels of overall job satisfaction were reported
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Il

by educators who were in the over $33,000 salary range. This finding

compliments similar Findings‘by Bembry (1975) and Chen (1977) who found

a significant positive correlation between job_satisfqption and salary
level among teachers. The finding is also consistent vith Lavler's
(19715 evidence that the pay an individual Teceivés is of major impor—r
tance in satisfying various individual needs. The respénse 6btained,
on the sala:y facet item suggests that when asked about their salary,
the respondents provided a "socially acceptable response." Of the 31
Job facets on the questionnaire, salary had the lowest correlation .
vith overall job satisfaction, and did not even load on any of the

nine factors. The nature of the vork and the intellectual stimulation

offered by the work were identified as the rewards most sought after

by the subjects.

Primary Involvement

The absence of a significant difference in the overall job
&

satisfaction among educators based on their primary area of involvement

could be attributed té identical professional development. The admin-
/ ..

istrdtors of most proérams assume their positions by virtde of longev-
ity rather than by specialization. Since ali the éubjegtS' pgrticular
academic area of primary involvement is a fesult of personal choice,

no significant diffepgnces‘in overall job satisfaction based on their

I

primary area of involvement should have been expected.

'

Years in Present Emplqymenﬁ

Although educators who had 10 years and over in the current

~empldyment had significantly'higher‘averall Jjob satisfaction than'fhe"‘\

5
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3 -5 year group, the observed differences among the groups tended’to

9 - ."4‘»
demonstrate a curvilinear relationship. “A U- -shaped relatlonshlp uaé\ *
\\Q‘,A
proposed.by Herzberg et al. (1957) similar to the one obtalned 1n this
‘ . e \\. -
study (see Figure 1). , o o
Figure d
Y

Relatlonshlp\Betwien Years 1n’Present Employment
and Overall Job Satisfaction

"Level of
Satisfactionr . ‘ . o

he:
¢

~~

1-7 355 3= 10. —~ rears

o

From Figufe 1, it apﬁears that when the educators started
their Hobs, their overall job éatisfaction was high, That level of
Job satisfaction subsequently declined with tenure up to a point some-
where between the third and fifth year, and then began to rise again.
Once tH@t risg_had occufred it seemed to contiﬁue for.the rest of their
. tgnufe in employment. The period of‘decline'cdrresponds to‘é périod

vhich Lofquist and Dawis (1969) maintain is marked by an increasing
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need to éaépt to the perticular wprk environment. The second rising
= . : i _

@

”Efend in overall job satisfaction corresponds to the time March and
; ~ )

Slmon (1958) referred to as a perlod of the SUbJeCtS perceived decrease

in the availability of préalternatlves as they become older and have.;-

'longer tenure in pos;tion. ‘Hunt and Saul (1975:691) malnﬂaln that:

With increasing tenure, employees adjust their expectations in the
direction of the real opportunities and returns from the job.
Hence, there is an ever-decreasiny gap between the employees'
expectations and actual environméntal returns vhich results in
increasing levels of job satisfaction.

’ Jos SATiSFACTION AND PROFESSIONAL VARIABLES

“Total Years of Teaching
Experience

. Q
Although the di?ference in overall job =atisfaction among

groups of Rehabilitation Medicine educators based on their total years
of teaching exbe{ience vas not stétistically significant the level of
jobléatisfaction vas highest‘for fhose éducators vho had the highest
numbér'of years of experience. The group of educators vith 1 - 2 years
of teaching experience differ -d significantly from the educators with
'\w~‘&}0 or mpre yéars of éxperience on the Benefits factor. This finding
is in agreement with Miskel's (1973) repoft that younger educators
tended tﬁvregard as important such factors as pay, benefits, physical ¢
working cond@tions and opportunity to be innovative{v
The significanf difference in the factor of Altruism between
edueators who had ten or more years and those wvho had 3 - 5 years of
teaching experience might be attributed to perceptual differences

between the groups relative to this factor in work sitgafions. With

o
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increaeing years of experiente'professional peoplelmay tendtfo exper—
ience '@ greater element of Altruism in thelr profe851onal job than

1nd1v1duals at the beglnnlng of thelriprOFESSlonal careers.

v ]

Publications and Presentations =~ = = - . BN

Two sCholarship éﬁaracteristics vere employed as measures of
productivity among this group 0F~professionals, ﬁamely the number of . ~

publications and the Aumber of presentations Et professional meetings;yv

i
i

No significant differerice was found among groups of edqcatorsvin Reha- “

bilitation Medicine based‘op the nuhber-of puincatiSne\or the number
of'papers read at professional ,meetings. Brayfield anderockett (1955)’
had suggested that hlgh product1v1ty end JOb satisfaction could be
expected to occur together only when product1v1ty vas percelved as a
means to important goals and when those goals vere ﬁgtnieved Perhaps
the use of research and publlcatlons in dgtermlnlng salary 1ncreases

and promotlons have not recelved the $ame emph331s in all the programs
vith respect to this .group of professionals. Ifﬁrh;s is true it may

provide the explanation for the-absence of a éighificant difference

vin'overall Jjob satisfaction between this group of professionals based

on the two indicators of productivity, It would also explain why it

_percent were dissatisfied.

&

vas rated "not applicable" by 16 percent of the .respondents while 32

~

Interestinély-enough the group of educators who had no publip_

cations had hibher overall mean job .satigfaction pcores.than'the group

vith one or two publlcatlons. The s/ye results also held true for the

same two groups with regard. to sc1ent1f1c preseefatlons. The reasons
for these observatlons arg difficult to 1nfer from the data obtalned

‘hr

r
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in the present study. They are, however, 1n agreement vith the sugges-

. tion by Bass (1965), that a productive worker may manlfest more dissat-

isfaction with certain c0nflicting aspects of his work as a consequence .

of his iovoIVement and interest in the work.

'_Problem 4; Jab Satisfaction and

Mobility Characteristics

No significant difference in overall job satisfaction existed

betwveen the mobile and non—mobile groups of educators in Rehabilitation

;Medicine._ It seems that March and Simon's (1958) conclusion that satls—

vfled employees are more likely to be commltted to the JOb, and so

[ 4

less llkely ta change employers, has ro aprllcablllty to this group of

.profe351onals. The reasons given for moving suggest that moblllty was

2

“a function. of "the attraction of the new position'" rather than .a con-

'sequence of -job dissetisfaction. This could also explain why the mobile

educators expreé/éd greater satisfaction with the recognltlon accorded

to thelr vork by others than did the non-mobiles.

| | CUNCLU?IONS
v aigBased upon the data examined in tﬁ;s study and the results

obtained, the following conclusions vere gfﬁ n:

1) Oyerali Satisfaction--Educatore in Rehabilitation Medicine -
}p Canadian unipereitiee aré moderately satisfied with their jobs.

2)‘ The jobAFacets'with vhich the highest pércentage of educa-
tors in-Rehagilitation Medicine in Canada were satisfied include "the

freedomlto*seleet the subject matter of courses taught," "reletiohship

vith students," "opportunity to use own initiative," ”opportunity to
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. use own knowledge and skill,™ "opportynlty for profe581onal growth" and
"the particular course 8331gned tovteachix The.hlghest percentage of
veducators expcessed dissatisfaction with "the>wse of research and pub-
l.cations in determinﬁng salary increments," "physical conditions of
classrooms and labs," "opportunlty to do research," "status accorded

to educators in the profession within the urtver31ty," "methods of
determlnlng faculty promotion and tenure,":;number of non-teaching
dutiea,"’and "policies‘regulating sabbatical leave."

3) Tne.importance of the job facets vas reflected in the y
level of satisfaction expressed vith regard to those facets. The (
importance measure did not provide useful additional information on the
respondents' overall Job satisfaction.

4) Both the job facets categorized as motivators and the job
facets categorized as hygienes were capable of producing job satisfac-
tion and*diaéatiéfactioni The motivators, however, were not‘only more
important for s;tisfaction vith- the | b but they also contributed nost.
to the overall job satisfaction o7 educa ors incRehabilitation Medicine.

5) Job Aspect Satiéfact;1n~-dsiwg the critical incident approech
to the measurement of joo satisfacti:s. _he job satisfaction and dissat-
isfaction of educators in Rehaoilitation Medicine in Canada were similar
to those of other professional groups as specified by Herzberg and-his4
l'associates. Contrary to Herzberg's categqorization, however, inadequate
"respon81b111ty" contributed more to JOb dissatisfaction than job satis-

factlon ‘while "1nterpersonal relationship with students" (subordlnates)

contrlbuted more to job satisfaction than to job dlssatlsfactlon.,
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Overall Job Satisfaction and

tions,

Demographic Characteristics

§g£:‘ Male and female educators experienced no differences in
their overall job satisfaction, Nevertheiess, female fespondénts vere
less satisfied than the males on Work Ethos. |

Age., The level of overall satisfactioﬁ tended to increase as
age increased, the relationship vas curvilinear. Respondents under 40
yeafs of age vere less satisfied than the 40 - 49 age group with the
eitent to‘which'their Job provided them the opportunity to be Altruistic.

' Education. Educators with teaching certificates were more

satiéfied with their jqb as a whole than educators,wﬁo hadbthe bacca-
laureate. Educators who had graduate degrees ar.Jd/or teachihg diplomas
exprésséd-morevsatisfaction vith regard to their Working Conditions

than the educators who Had only professional undergraduate qd@lifica—

e

Academic rank. Associateigrofessors and Professaors expressed
ﬁofe job satisfaction than did the éducators in the lower academic
ranks; The relationship between overall job satisfaction and acédemic
rank, however, was curvilinear for these respondents.

Salary. The group of educators whose salary Las $27,000 or
less had significantly lesé overall job satisfaction than those educa-

tors vhose salary was over $33,000.

Primary involvement. The area of primary involvement prnduced

no"significant difference in the level of overall job satisfaction

among educators in Rehabilitation Medicine in Canada. .

-~

Years- in preseht employment. A U—shapedvcurvilinear relation-

ship between the number of years in the present employment and the level
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of overall job satisfaction existed_among~educators in Rehabilibétion
Medicine in Canada. On the whole, those eQuéators wvho had 3 - 5 years
in their cquent employment reported the lowest overall job satisfac-
tidn. Also, educatdrs vho had 3 -‘5 yearé in their present employment
had the lowest level of satisfaction with regard to the WQrking Condi-
“tions, Benefits, and the-Environmental SUpport; provided by their jobs.

Total years of teaching experience. The educators whothad

‘the highest total years of teaching experience tended to express more
overall job satisfaction. The'educators vith 3 - 5 yearé of teaching
experience reported the lowest overall job satisfactinn. Educators
vho had 3 - 5 years of teaching experience were less satisfied with

such factoers as Benefits, Environmental Support, and Altruism.

Number of publications and/or presentations. These two vari-

ables were not related to the job attitudes relative to the level of .
overéll job satisfactiorgof educators in Rehabilitation Medicine in
Canada. |

Mobility. No significant difference existed in the level of
agverall job satisfaction between the mobiles in this study and the non-
mobiles. The job>characteristics wvhich contributed most to the decis-
ions of the mobiles to change employers were, in descendiﬁg'order of
importagce, "opportunity for research," "opportunity forlfurgber profes~-
sional education," and "adequate recognition." The mobiles reported
significantly greater satiéfaction théq the non-mobiles on the recog-

’

nition accorded to their work by others on their current job.
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IMPLICATIONS

Implications for Administrat%on

/}p the light of the findings qf thisvstudy there was a dis-
parity in the level of overall job satisfaction during the peariod of
3 - 5 years of employment, and among the educators in Assistant Profes-
sor rank. These findings warrant a close attention by administrators.
vith a viev to providing empioyeeé with the opportunity to perform
me;ningful-and responsible work in environments conducive to increasing
their level of ovérall job satisfaction. ) !

Some of the sources of,dissatisfaFtion identified inlthis
study such as "excessive work load," ®policies and admihistration;"
”interpersonai relationship vith peers,"” "lov responsibility" and the
"revard system" réquire the understanding of administrators vho should
~undertake to eliminate or at -least reduce the effects of such causes.
Several respondents indicated low job satisfaction levels fegarding
the existence of "dead wood" among their professional colleagues who
have been kept off the job market because tenure had made mobility
voluntary rather than"compulsory. Intra-professional mobility is
further limited in-Rehabilitation Medicine as in other higher education
programs in Canada due to the declining job mafket and the increased
number of job seekers who have graduate degrees resulting’in "greater
' compétition among professofs for inétitutional rewards" (Showalter,,
1978) and status recognitions. Such being the case, administrators
must find ways of dealing with and motivating educators who are other-=
vise considered as '"growing-stale" and unproductive in order to "retool"

them and mitigate the adverse affective effects such people have on their
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colleagues.

"Interpersonal relationships yith administration(s)" was indi-
cated by several respondents as contributing to their feeling of .excep-

tional dissatisfaction with their job. Administrators:should endeavour

to realize that they have effects on the feelings which their professional

colleagues‘working under them experience in the course of their employ-
ment. A clear feedback mechanism between the employees and the admin-
istrators should be established in order to asceftain such effects on
-one énother. Above all adequate responsibility should be delegated to’
the faculty members. |

The findings of this study suggest that the grgatest‘sources
of satiéfaction on tBe job for this professional group are essentially
factors intrinsic to the job while dissatisfaction is related mostly
to facfbrs extrinsic to the.iob. Administrative attempts to influence
Fagulty-behaviour such as performance evaluatidﬁé and work. load measure-
ments, ‘can only achieve success if tﬁere is an 9dequate understanding
and consideration of the aspiratipns and priority needs of the faculty
and vhat leads to their satisfaction with their work. For example,
the faculty-student interaction was a major source of satisfaction for
most people in this study.ﬂ Sa¥isfaction can be enhanced by the elimi-
nation of what may be regarded as ;bstacles Fo the intensity qf such
interaction such as excessive COmmittee‘involvement, too heavy‘a teach-
ing load, and inordinate emphasis on-research and publications.

The major areas of dissatisfaction f&f many educators in
Rehabilitation Medicine include: the lack of adequate resources for

their departments resulting from the “shrinking budgets," unnecessary

S
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.meddling‘with the affairs of the deparfmeﬁt by people external to the
proféssion, poor inter-personal relationship with peers, and institu;
tional red tape. These yarrant infra-departmental and intra-institu-
tional studies by task forces set up by administrators in the respective
universities,

The absence of scholarly productivity by way of publications
and presentations at scientific'meetings may be attributable to the -
excessive work load and.the inadequate resources which the sub jects
emphasigpd in the critical incidents)reported in this study. Perhaps
tﬁis suggests that administrators need to establish more realistic
expectations in this area in the light of the available resources and
the prevalent work load.

Implications to the Faculty Members
in Rehabilitation Medicine

In this study it has been shown .that sucH demogtaphié variables
as education, aéademic r;nk, salary scale and tenure do affect the level
of overall job satisfaction of educators in Rehabilitation Medicine.

An avareness that satisfaction tends to increase with these variables
should provide the impetus for greater commitment to one's employment,
reduce dissatisfaction and the con§equent tendency to change employ-
ment. There is a limit to‘the extept of mobility that is tolerable
vithout raising serious doubts in employers' minds regarding the person's
stability. While some may move a few times before settling down with
.one employer to liye'out their careers, some never do settle down.

Lack of commitment to one's emplo}ment may be at the root of some reported

mobility.
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 The results of this study also indicate that educators in
Associate Professor and Professor ranks were more sakisfied tith their
jobé than wére othef educators. Therefore, educators should bear in
mind that in universities where definite signs of "up or out" promo-
tion policies are present, the non-tenured and Assistant Profeéson
positions pecome the testing grounds for future upvard mobility in
ranks. Replacements are relatively easier for such"positions ‘than ‘at
higher academic ranks. Therefare, educators in Rehabilitation Medicine
‘must endeavour to prepare themselves to measure up to the expectations
of the lérger academic commuﬁity in which they have elected to make

-

thelir careers irresppéfive of the peculiarities of their profession.

/%

Implications for Further Research

This study excluded educators in Réhabilitation Medicihe who‘
did not belong to Physical and Occupational Therapy professions and
educatr~s in iiehabilitation Medicine who were not on full-time émploy-
ment Tgr the 1579/60 academic year. A similar study might well be
conducted to investigate the job satisfaction of the groups excluded
from this study comparec . the group included.

Further research ¢ . g _~ary to attempt to examine the pro-
portion of the total variatil: "he sources of overall job satis-
faction and dissatisfactior -hat = attributed to specific univers-
ities or regions in which %“e ec. oz =~ uark. In thes study such
demographic variables as educa*ion. z:. v . d years in present employ-
ment weré shown to affect the level ¥ . veral! _.u sat .faction as well

as satisfaction w1ﬁ@3?pec1f1c JOb “acecs. urther studles are neces-

sary in order to "partlal out" the specific -elatior.~hip between Jjob

-
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satisfaction and each of these variables.

- Since the current interest in the differences between men and
" women academics was not upheld by the results of this study. perhaps
future research on such diffgrences ﬁighf focus nﬁt sormuchyon tangible
‘benefits as on the employees; affective orientation such as job satis-
facfion. Moreover, comparison of sex differences among aéédemics may
become more meaningful when such cdmpari;ons are limited to occupational
Categories.

The primary concerns of this study wefé to examine‘the job
attitudes relative to the level of jéb satisfaction of educators in
Réhabilitation Medicine, to identify the factors wﬁich determined their
job satisfactibn/dissatisfection and to determine the differences in
the job attitudes among Fhe educators based on their demographic charac-
teristics. The effect of a decline iﬁ overall job satisfaction on the
performance of the educafors vas not investidatéd. Future research is
necessary to attempt to'ascerta;D the effect 6f observed decline inrthe
level of job satisféction on the performance of the incumbents.

-ty ‘The results of this study haye shown that the "importance"
ratings on job farets may be already refleéted in the satisfaction
rating, and therefore the multiplicative pfocedufe added nothing sig;
nificant tolthe prediction of overall job satisfaction. Tﬁe onus is
on the user of the multiplicative model to prove that it is supefior‘
to the simple sum of the job facet satisfactions. In the absence of
such 8 proof, future researchers in this area may well consider using
the simple éum of the job facet ratings as a valid and pafsimonious

. o
measure of overall job satisfaction.
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QUESTIONNAIRE

. THE JOB SATISFACTION AND MOBILITY OF EDUCATORS
IN REHABILITATION MEDICINE IN CANADA™

. PRELIMINARY QUESTIONS
A. Do you bave a dlinical prepa: _tion bu:kuound in Occupational Therapy, or Phynotbznpy. or combined
oT/PT? = v a5

b Yes 2. No <
B AxtyoumWﬂeemprmyo«nscbool/Wt’
: I. Yes 2 No .

l!yo-:-wh“No toe&rd&ﬂnmmmumﬂmhﬂw
sddressed emvelope.

e

..

1. To which Department of Rehabilitation Medicine do you provide your maximum employment time?
1, OT 2 P’T . 3. Equal time for both A

2. What i your sex? .Fexmk.___ 2. Male ____

3. What was your age on January |, 19797
1. Under 30
2.30-39 —
34049
4. 50-59

5. 60 and over

4. What i your Highest Academic Qualification? (Check one.) .

. Professional Diploms plus Teaching Certificate ..2...........ccoviniininnnnen e
Baccilaureate plus Teaching Certificate ........c.oceiviicnniarnene e PR
Some Graduate Credits plus Teaching Certificate ...........c.ooineiiveiinnen, —

6. What is your annual salary for the 1979-80 academic year? .

I Under $I18000 .............. poieeeaaans SO _— )
2 SI8.001-821,000 . .renennninaneniainieiaains —_—

- $20,001-828,000 .. ereiie e _— s
S2AD01-82T.000 .. ereeineaeeniee et _

k}
4
$
6.
7. $33,001-836,000 .......iiiiniiiiiiiiiie s —_—

8. $36,001-839000 .........cotiiiiaiiieanans PPN —_—

9. Over$I9000 .......ooniniieiiniriiiriaaa e —_—

7. What peroentage of your employment time i lpem on each of the following areas? (pbnccbcck(\/)m

each of the 3 columns ) .

<

Admiristration Teaching . l"'"',. ""':m Owr

1. Ni

2 Under 20%

3. More than 20%
but less than 40%

4. More than 40% {
but less than 60% .

Ly

5. More than 60%
© but iess than 80%

6. More than 80%

but less thas 100% ‘ . - .

Ny
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8 In- raany schools/departments in Rebabilitarion }edicine in Canada have you been empioyed in a
full-¢. . academic position”

l.ome ..o ——
2.two ............ Pt —_—
3 morethantwo .................. —_—

9. If you have moved from a previous position, which of Lhe following best describes the reasons for leaving
your previous job. (Check oaly one most important reason.)

- IMmeobmwubk}ndlbadammduir'c!omove ................. —_—
luyptwmn)obmnolonp bleand Ihadtomove ......................... —_—
3. Mypnmocn)obmweepuﬁ« 1 felt 1 could do a better job elsewhere ............ —_
4. My job was acceptable but 1 d an opportunity for further professional education ..

s. Other(pbutspecxfy),

10. f you have moved from 2 position in a previous school/department plase select the FIVE MOST

. IMPORTANT factors from the list below and rank order those FIVE to the extent that they contributed -

to your decision ({*MOST important).

l. —— Salary was too low.

—— Further salary prospects were poor.

——— Advancement prospects in academic rank poor.

«m— Rescarch opportunities were poor.

~———— Recognition was inadequate.

~—nn Problem with the administration.

——— Policies and regulations in the school/department poor.
w—u— Teaching-load was excessive.

RN w

+ 10. . Interpersonal relations with peers were poor.

11. ———— Relationship with studeats was poor.

Low feeling of accomplishment.

13. — . Feeling of insecurity on the job.

14. ——_ New position was more antractive.

15. . Opportunity for further professional education poor.

I1. If you have reached a point at which you ‘would like to move. please select the FIVE MOST
IMPORTANT factors from the list below and rank order those FIVE to the extent that they do
contribute to your decision (I;MOST important).

e Salary is too low.

- Responsibility is timited.

—— Further salary prospects are poor. .

—~— Advancement prospect in academic rank is poor.

———— Research opportunities are poor.

~— Recognition here is inadequate.

——— Problem with the administration.

———— Policies and regulations in the school/department are poor.
———— Teaching load is excessive.

10. —— Interpersonal relations with peers poor. N
. Relationship with stud is poor.

Low feeling of accomplishmert.

13. —— Feeling of insecurityon the job.

I4. A new position would be more artractive,

15. Les opportunity for further professional education.

n

bt il B o ol o

12. How long do you ifitend to remain with your present school’department? (please check onk only)
1 Until retirement.
2. ———— Until | get a job with an sdvancement.
3. e This year only.
4 Probably two to three years.
——— Probably four 10 wn years.
Undecided.

s.
6.

13. meyhmdmmhwymmtomnmlmpbmcmhml 19797

14. Including the current academic year, how many years have you spent in wour present school/ department?

0

lk.'quwM:hwmmdafmmMiﬁm nCeonadd? ............ e

b. Ahoplhrfmhoﬂmﬁjmnhveyouoccnp‘:dnfnkineu&miepmﬁoninPT/O‘P —_—

16a. How many wm haveyouupublnhedmwohml;onr-h(nomormuhored)mtb
hnﬁvcyun?(ludndemmtyar) renteeeeeaneea, e neeir bt aineier et aaranes —_—

L4

b. meypmhwywmudatpﬂubmln.ﬁnphl&hufmm? ......... —

-

16, 17
18, 19
20,21

24,25

BERR
Queyy

g

37

40, 4!

42,43

4, 45

46,47
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SECTION 11 JOB FACET SATISFACTION
IMPORTANCE SATISFACTION
Please rate your curreny eve! of setisfaction/ dis-
E € | sarisfaction with each of the following items in E
< i T | relation to your job and also indicate the imporiance .g T2 3
g £z E of each of them (0 your ssrisfaction with your job. T3 g 2 3 ] 3
. E - . v | =
5Bz % > : i -121821 ]
= E|5 2 AR EEE
g|z|eE E < x|z > &
HERIEERE £131283 8|5
SU@|ZE > | 9 | Prage circle the selected rating for both fmporiance | = | X | B (B (2| E | 2
Low High md Sam?c:fon compomg of each tem. High Low
1] 2{3/4 ]| S | 17. The salary you receive 6 | S|4[3]2] 1 {Na
1 2{3| 4 5 18. The methods used in determining faculty 6 S5|14(3]2 1 N/a
’ : promotion and tenure ]
1234 5 19. The use of research and.publications in ] St413[2("¢ |N/a
determining salary increments
1 2]3/4 | S 20. The policies reguiating sabbatical leave 6 (S| 432 ! N/a
I 2134 5 21. The pmviu'a’: for sick leave 6 5| 4132 1 N/a
1 213 4 5 22. Prospects for a comfortabie retirement 6 | S 432 1 TN/a
1 2034 5 23. Your feeling of job security 6 51432 1 |N/a
I 2134 |5 24. The number of hours you teach per week 6 | 54132 I Nja
11 2/3/4 ] 5 | 25 The time availabie for the preparation of 6 |514|3|2] 1 |Na
' Jectures .
1 2{3| 4 s 26. The number of non-teaching duties [] 5{4(3(2 1 N/a
. ; performed by you
1 2 4 |5 27. Your assignment to teach particular courses 6 | 5143)2 I R/s
! 2 4 5 28. Your freedom to select the subject matter 6 51432 1 N/s
for your courses
12|34 | S | 29 Awilability of library and audiovisual 6 | 5{4{3[2] 1 [N/
resources
1 21314 5 30. The physical conditions of your classtooms 6 | S|4(3}]2 1 N/a
and labs
1 213 4 5 31. Awvailability of useful advice when pecessary 6 S| 41312 1 N/a
in the problems encounted as an educator
1| 2(3]4 |5 | 32 Your relationship with sdministrator(s) 6| slef3 1 N/
1| 2]3}4 5| 33 Thesongemiality of your professional 6 [543 1 |Na
© colleagues
1 2(3(4 5 4. Yoy relatiomship with students 6 5(4)3|2 1 Nja
1| 2|34 | 5 | 35 Oppdhunity to belp others find saccess 6 | S{a3]2] 1 [N
1 234 5 36. The sense of respoosibility of the students 6 5141312 ] N/a
1 23] 4 ] 37. The mmnimum acceptable level of student [ S1413}12 1 N/a
) achievement in your program . o ‘
1 12|34 S 38, The sans storded to educators in your 6 | S}4]3]2 i N/a
1 213|415 3. Your feeling of achievement as an educator 6 | S|4)3]2 1 N/a
1]2|3{4] S | 40 Recognition of your work by others 6|s|ef3|21 1 [Nna
1} 2[3]4 | 5 | 4l Iotellectual stimulation in your work 6 | Sj4i{3/2] 1 [N
1] 2{3[41} S 42. Opportunity for professional growth 6 | s{4ajd3j2]1 N/a
P23 4]S 43. Opportunity to do research 6 [ S]4f31.2]}1 N/a
1 2(3(4 ]S 44. Opportumity t0 use your initiative 6 [ S]e|3]2 1 N/a
1| 2;3(4| S | 45 Opportunitytouse your knowledge and skills | 6 | S|4 [3{2 | 1 |N/a
i 213(4 )| S 46. Your participation is decision making procss 6 | 5|4]3}12 1 N/a
A in your school/department
1 2/314 ]S 47. Opportunity to do socially significant tasks 6 | Sja43]2 1 N/a
— | =|=1|= |—= | 48. O the whote, how satisfind are you withyour | 6 | 5|4 |3|2| 1 |-
job as an educator? i .
4 21 3|4 b ) 49. Oun the whole how important is the jobyou do |~ [— |— {4+ |— | — -
8 an educator in your program? '
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5. SECTION 0I. JoB ASPECT SATISFACTION AND DISSATISFACTION

Think of he times when you have fedt EXC v ONALLY sarisfled with your job and then respond to
the following questions. .

Which rwo incidenus coatributed most to this feeling of exceptional sersisfacrion with your position as
an educator in Rehabilitation Medicine? (please itemize your responses)
[ 3

~$

1y

Think of the times you bave fek EXCEPTIONALLY dissarisfied with your job and thén respond 1o the
following questions. .

Which rwo incidents contributed most 1o this feeling of ¢xceptional disserigfacrion with your position
83 an educator in Rehabilitation Medicine? (piease itemire your responses)
Lo

‘anwb.bMMﬁhmﬂ.“m.
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C/C
6.7

’
8.9
10, 11
12, 13
‘g
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w THE UNIVERSITY OF ALBERTA

‘Department of Educational Administration

EDMONTON. ALBERTA, CANADA T6G 2G5 TELEPHONE 432-5241

May 17, 1979

Department of Speech Pathology and
_ Audiology
308B Corbett

Deéar

Re: My Study on the “Job Satisfaction and Mobility of
Educators in Rehabilitation Medicine in Canada."

Thank you for agreeing to participate in the pilot testing of my
questionnaire instrument for this study. Please may I request that you
follow these procedures:

(1) Choose your own code number which you will put on the first page of
the questionnaire. g .

(2) You will need to sign on the same code number for the second question-
naire which I shall send to you within two weeks of your completing

this first one.

(3) Please keep a record of the time it takes you to complete the question-
naire. -

(4) Be prepared to provide me with feedback on the content and your reaction
to the questions. )

Please omit the preliminary questions, and question #1 of page 1.

Thank you vetry much for your co-operation.

. Yours lincanly,

AO/pk
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: M THE UNIVERSITY OF ALBERTA

Department of Educational Administration

\\ EDMONTON, ALBERTA, CANADA T6G 2G5 . TELEPHONE 432-5241

June 6, 1979

Dear

Re: My Study on the "Job Satisfaction and Mobility of
Educators in Rehabilitation Medicine in Canada."

Thank you for participating in the first phase of the pilot testing
of my questionnaire instrument for the above study. I am grateful to you
for the feedback, both oral and written, ghich you provided to me.

Most of the suggestions and modifications have been incorporated
in the present questionnaire. In completing the enclosed questionnaire
may I request that you follow these procedures:

(1) Sign on the same code number that you had chosen during the first
round.

(2) Omit the preliminary questions and question #1 on page 1.

(3) Please complete all parts of the questionnaire that are applicable
to you.

{(4) Please return the complete questionnaire by June 19th 1f possible
through campus mail, using the above address.

Thank you véty much for your help and cooperation.

Yours very sihcerely.'

Alphonso Onucha

AO/pk.
\ Encl.

-~
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2 3 THE UNIVERSITY OF ALBERTA

Department of Educational Administration

EDMONTON, ALBERTA. CANADA T6G 2G5  TELEPHONE 432-5241
© July 11, 1979

I am a doctoral candidate presently working in the above department.
In partial fulfillment of the requirements for a Ph.D., I am conducting a
study on the Job Satisfaction and Factors of Mobility of Educators in
Rehabilitation Medicine in Canada -- specifically, physical and occupational
therapy educators. My supervisor on this study is Dr. C. Bumbergar.

Prior to embarking on my study-here, I was an educator for ten years
and a head of a program in physical therapy for three years. I feel I am
avare of the demands on your time at this time of the year but hope you will
be able to participate . My study will involve only faculty members of
physical and occupational therapy programs in eleven Canadian Universities,
who will be full-time in 1979-80.

Excluded from the study are
N

(1) faculty members who will be on sabbatical/study leave in 1979/80

-

.(2)*part-t1nc faculty members

(3) faculty members who had no clinical preparation in occupational
) therapy or physiotherapy.

. -‘ . -
' .. In order to conduct this study, I need your assistance in identifying
eligible faculty members. I would very much appreciate it if you could
provide me at your earliest convenience the following 1nforua;ion.' -

(a) The names of the lqii@tl of your faculty who vill be on full-
time appointment in September 1979, and - :

(b) Their campus addresses
Following the receipt of the sbove information, 1 shall be forwvarding
in September 1979, invitations to participate in the study to the individuals
identified, along with the copies of my questionnaire to be completed should
they agree to participate. The questionnaires will be completed anonymously
and the results will be reported as grouped dats omnly, with no ideatification
vhat-so-sver, of -individuals, departments or schools. A return stamped,

~ addressed envelope is enclosed for your reply.
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Thank you very much for your help and cooperation.

Yours sincerely,

Alphonso R.A. Onuoha
M.Ed., B.P.T., Dip. T.P.

ARAO/pk
Encl.
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July 17, 1979

Mme

Directeur

Ecole de Réadaptation

Université de Montréal

Pavillon Marguerite - d' Youville
2375 ch. Cote Ste - Catherine
Montreal, Québec

H3T 148

Dear Mme

I posted a letter to you last week soliciting the names of your 1979/80
full-time academic staff who might be participating in my study of Job
Satisfaction and Factors of Mobility of Education in Rehabilitation Medicine
in Canada. r

In view of the fact that my questionnaire is in English, and I want
to ensure that I have close to 100% return, could you please advise me 1if
there are some eligible members of your faculty who may not be comfortable
with responding to questionnaires which are in English rather than in French.

If there are any such candidates, I shall endeavor to arrange for
French translations of my questionnaire and the instructions right away
and not count the coset of doing so.

Thank you once again for your kindness.

Yours sincerely,

Alphonso Onuoha
AO/pk '
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FACULTY OF EDUCATION THE UNIVERSITY OF ALBERTA

DEPARTMENT OF RDUCATIONAL EDMONTON, CANADA .
ADMINISTRATION TeG 268

Q)

September 19, 1979

2
Dear Colleague:

In view of the variability in the postal services we receive, I
am checking back with you about a letter I mailed to you on September 4,
1979. It was with regard to my study on “"The Job Satisfaction and
Factors of Mobility of Educators in Rehabilitation Medicine in Canada."

Some completed returns have already been received, but as you are
aware, to be of maximum value and representativl of the actual situation
of educators in our field a high percentage of returns is needed.

Since all questionnaires areganonymous, I am contacting all those
to whom the original letter was sent except those who have sent in a
request for information on the findings, If you have already completed
and returned the questionnaire please accept my sincere thanks and my
apologies for contacting you again.

If you have simply put the questionnaire aside for la .er completion
it would be greatly appreciated if you could kindly finish and return it

4 soon.

AL
PRSP
NI

Yours sincerely,

: MAﬁi::.mwM

ARAO/pk



221

September 4, 1979

Dear Colleague,

I am a doctoral candidate presently worKing in the above department. 1In
partial fulfillment of the requirements for a Ph.D., I am conducting a study
on the Job Satisfaction and Factors of Mobility of Educators in Rehabilitation
Medicine in Canada--specifically Physical and Occupational Therapy educators.

. My supervisor on this study is Dr. C. §S. Bumbarger. o

Prior to embarking on my study I was a p?ysical therapy educator for ten
years including three years as a director of a physiotherapy program.,

My study involves the 1979/80 full-time faculty members in Physical and
Occupational Therapy programs in eleven Canadian universities. My research
questionnaire has been pilot tested, valida“ed and approved for the study by
my dissertation committee.

May I take this opporrun’ty to ‘- vi.. vou to participate in my study and
assist me by completing the enclos- i queg tionnaire. I know that you all are
busy at this time of the yeat, yet I hope you will find time to complete all
parts of the questionnaire despite your busy schedule. On the gilot test most
pedple devoted about 18 minutes to completing the questionnaire, ‘

As you can see, there ig no provision made for your name on the
questionnaire. You are therefore requested to please complete it anonyﬁously
and be assured that total anonymity is guaranteed. The results will be
reported as grouped data only, with no identification of persons, schools or

departments. *

I would appreciate receiving your duly completed return in-the enclosed, .
return paid, addressed envelope by September 25, 1979. Please complete and
return also the enclosed post card only 1f you would like to receive
information on the findings of the study. '

Thank you very much for your help and cooperat;on.'

Yours sincerely,

Alphonso Onuoha
M.Ed., BPT., Dip. TP, MCSP

CZ»‘??. ljs..‘.»(, < :‘-j-'r -

C. S. Bumbarger Ph.D.

AO/abl -
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Q 9 THE UNIVERSITY OF ALBERTA

Department of Educational Administra‘égn

EDMONTON, ALBERTA. CANADA T6G 2G5 * TELEPHONE 432°5241

October 15, 1979.. -

Lo

Dear

‘To start with I must apologize for being somewhat of a nuisance! I sent
you a questionnaire on September 4th 1979 and requested that you assist me in
my studies by completing and returning it to me. To date I have not received
a response from you. ‘ '

s . .
Much as the response presently is 73.8%Z, all the same, I would like to
obtain your input as I believe that a higher return would lend strength to my
study. . I realize that at this time of the year you probably have more immediate
things requiring your attention. However, the return of the completed '
questionnaires 18 of extreme importance to me in my study. )

' I'nerefore, I would be very grateful 1if you would kindly assist me by com-
pleting and mailing the questionnaire to me as soon as possible. Please be
reassured that total anonymity is guaramteed.

If, for some reason you do not wish to comply with my request, kindly
recurn the questionnaire to me uncompl d. In such a case, it would even be
to my isterest to learn from you theu{§:§31(s) for non-compliance.

ihaak you for your time and assistance.

Yours sincerely,

Alphonso R.A. Onuoha

ARAO/ pk ; » ’
P.S. 1If you have already returned the questionnaire, accept my apologies for
~ bothering you and thank you for your assistance.

. “ . EN
'
v
\
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‘ABSTRACTS OF SOME OF THE CRITICAL INCIDENTS

Some abstracts of the responses to'the narrative section of -

>

the questionnaire are provided in this section of the Appendices. The .
written format of critical incidents is a modification to Herzberg's .

original methodology in which questions were asked orally in a semi-

-

structured interview.
By providing a limited space for the'response to the questions

and by asking the subJects to be brief, reapondents’were foreed'to be

concxse;\thereby simplifying the codlng of the responses

The samples of both positive and negative statements where

applicable are provided under each job aspect ‘identified from the content
£ . [4 - .

analyéis of the critical incidents reported.

A

"

ACHIEVEMENT . | O

Positive Statements
' \

"I was nominated and awarded the most distingushed teaching “award
of the University on the Founders' Day, having been selected from -
among 8000 faculty members." ’

"Obtaining funding for research, and having an article accepted
for publication."

-

"The applause he received (a former student) at a Scientific-
session brought tears of satisfaction to my. eyes. "

>

"Seeing former students who had problems during the years in schaol
graduate, become competent therapists and take senior positions Ln
local hospitals."”

"When the Baccalaureate -degree was given a final approval - - - and
implemented to replace the diploma program

-

Negative Statements o L
-—5——————————————- a <

"Report of poor performance on the part of students I have taught
in both oral and practical examinations.

% ’ - A | - /
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b o "Loss of students who with adequate counselling would probably -
have remained on the cout'e."

-

"Perceived poor level of performance of graduates in the clinlcal
field a. few years after graduation "

RECOGNITION

- Positive Statements
k.

"When past stidents have returned and said that my course materials

had been useful and pertinent to their work experience.'

"Receivi;g an -invitation to address 0.T. o%ganization outside

Canada a receiving travel grants from' large Canadian agencies

to present such papers/address." R oy
4] s . . 3;/;,

"Nomination by students‘as candidate for excellence in teaching

given annually by the university ."

N

:' o

"Request for outside teaching based on recommendations of students

about university courses given by me." -

| 0
, . . "Receiving a copy of an article written in a students journal

< : . about my exceptional performance as a professor." :

Negative Statements

"Lack of appreciation of'one's efforts by superiors."

r"Students and clin¢cians lack of appreéiatlon for the efforts
expended on their behalf, with no initiative or resourcefulness
offered by them at certain times." G

ADVANCEMENT

Positive Statements v . e
e v L my avard ‘of full professorship." #

"Being' redgniud 'for .contribntions via verbal feedback and merit pay.""

"Being’ appointed a director of a school when the usual practice vn
to appoint &dical directors."" .

oL extmion of :ly appointmenc from ceuional to f.u).l
and pronotion to Auociate profeuor." :

o 0T .
N ——— - ——— TR M e s e p—
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Negative Statements

"Lack of_opportunify for academic advancement."

-
RESPONSIBILITY . ‘
Positive Statements
"When I became aware of,the -fact that uy courses were exclusively ' :
mirfe, to be handled in my own way." : A\
"Whén I first felf the freedom which comes with this position?and
" which allows me to“se my initiative, and self-direction to do the
best job possible. f~ - '
¢ .
"Mandate to develop research facilities in the school and encourage-
ment ; from the director (but the director alone!)." -
Negative Statements f
"Lack of opportunity assume”rgsponéihilities." ' f
: : LG -
S "Failure of the medical schools here and elsewhere to recognize ;
o *f'that'P; . is more than a service department and has a strong ;
: . . . researcl obligation (or responsibility)." ;
"Having an M.D. as thé dife6t6r tends to inhibit d%velopment of :
P.T. 'programs." T , o , j

"Failure to recogqize the professional responsibility and expand
the curriculum to incorpordte community care and industrial analysis . .
in O0.T. curriculum." . '
"Finding it was assﬁméd; erroneously, that I wanted to carry less
committee (administrative) responsibility  * v

"Frustrated and angered by‘limitation&placed‘upon students and _
physiotherapists by other professionals, thus inhibiting grgqth."
"Conststént'ftustratiohs in ignorant meddling with student training

by medical profession and sttempts by the latter to control the

- profession (pyhsiotherapy)," . : '
“Having to teach Jith,inother staff member as an assistant in the
lab when the staff person had done virtually no 'preparation and
was not clinically au fait enough to teach the course." .

"Relationship andbdépendence upon’ "medical academic' colleagues." -

A X [
J - .
P
g - ’

Voo o ‘ . ) ST

ey
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< &

Yo

%ﬂ\e threat of Provincial Govermment interference in the program
) especially the intern programﬂ' ,

"When colleagues attempt to impose their “will" upon my course
materials, given that they are not in the same ''field" ds I am."

WORK CONTENT

. Positive Statements

"The variability of course content and its relation to a broad
context." -

9 .
“When course planning and preparation had resulted in coordinated,
meaningful classes without the (unfortunately frequent) interferences
of schedules, changes and reorganizations etc., "

Ui

"Opportunity to pursue graduate courses while continuing as full-
time educator." :

"Opportunity to do- research and teach also."

"Teaching interesting courses that I have special interest in "

Nega tiveﬁéfatements

“Lack of knowledge of how to be a good teacher,"

"Continued need to teach subject material I don't believe in
because of the need to train students in techniques that they are

expected to know in the clinical field."

|
"“Being put in a position of responsibility for which I was not
prepared nor was the person who put me in that position.”

"The lack of research activity and academic rigor in the school
{5 very disheartning."

WORK CONTEXT ‘
Negative Statements
|

"The Dean imdicated that only publications in highly reputable
‘Journals were worth any merit. His philosphy stresses a high research.
component, however our program faculty has gpuch teaching loads

and other responsibilities that we camnot afford much time to do

. .
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research. We lack facilities and knowledgeable personmel in this
regard as well."

"Budget preparation is extremely frustrating. Attempting to run a
program which is expanding but is receiving reduced funds year after
year is perhaps the one area which makes me feel exceptionally
dissatisfied.'

' "The unavailability of research facilites in terms of equipment. .
etc in view of the past positive emphasis of the school on teaching
only." .

"Frustration that sometimes I don't have enough time to help
gstudents with their difficulties . . . excessive teaching load
eg. 15-18 student contact hours per week.' :

"Inability to keep on top of work so that things are being done
today vhich should have been done "yesterday."

"When administration and teaching tasks have been too numerous and
each has interferred with satisfactory accomplishment of the other."

"Lack of adequately qualified and capable educators in the program
and difficulty of obtaining adequate and suitable clinical facilities."

"When teaching load was pressured because of demands of extra
administrative work-membe: ship on committees etc..

‘"The feeling of '"burnt out" at the beginning of the academic year

when faced with the prospect of a full teaching load, heavy admin-
" {gtrative duties and the pressure of being a graduate student -

carrying a heavy course load and being expected to do reseatch and ' o
revise the course material." : e

INTERPERSONAL RELATIONSHIP WITH COLLEAGUES

' Negative Statements . . . e
. - . DY A

"Emotional responses and deciaions made by some of my peers which
were based on persoarlity and which have affected my careers pattern
on several occasions.'

"A trend of so many faculty members to enhance an educational %
philosophy that saxs ''students should have the priviledge of failing

1f they cannot accept my explanations and expectations'. And I

thought that every student should be~given every opportunity to

quetry and test current theories. : ]

"When faculty members are unwilling to work together to fscilitate
advancement of program.” . _ o ' .
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' ]
"Conflict with colleague who is interested only in personal goals
and not the goals of the students or the goals of the school and

the frustration with the bureaucratic procedure that appears to
make it impossible to deal constructively with the situation."

"Inietaction with colleagues who never see change in curriculum
course structure, appointmert and graduate work as being a positive
benefit for P.T. in genetal "

"The general "infighting" and"territorial stakeouts' that appear
to overide the cooperative working and sharing of ideas/skills.’

“"At one instance I felt I had né credibility with nearly all the
faculty members, and I could not identify the cause.

In later years I have felt very depressed and dissatisfied with

the fact that it was becoming very difficult to work with other
educators as a team, each faculty member wishes more and more autonomy

"When colleagues decide to form a group"’to ‘get in opposition to
the more progressive teachers and when members of my faculty made
fools of themselves by each accusing the other of incompetence in

front of students."

"Lack of cohesion among the members of the faculty There are a
lot of interpersonal problems.' \ 5

“Lack of support from professional colleagues when new change
processes are initiated.”

v

"Seeing poor relationship between full time clinicians and full time
faculty in clinical education of s;udents.

* - e ¢
N -G ,

INTERPERSONAL RELATIONSHI® WITH STUDENT -

Positive Statenments

"Opportunity to work with students and watch them progress and
become contributing members to the field of Rehabilitation Medicine.'

"I was most gratified at the exceptionally high degree of atué&nt .
interest and participation in a recent research project." o \\\

", , . An occagion when 60 ltudenta vere rcady to boycott a course.. e
for valid reasons, as a result of my meeting with them and throu '
discussion we finally came to a happy meduim where all the embarrasing e
effect of boycotting & course vete (sicl) avoided and actions were '
taken to remedy the lituation

- . ‘u'
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Negative Statements

“When I let down my students by not responding adequateiy to a
question on their area of interest because I did not prepare
enough my dissertation (sic:)."

"Seudent selfishness - taking other peoples' work ‘on their behalf
for granted." T

AN

POLICY AND ADMINISTRATION

£

Negative Statements

"Using peer evaluations in promotions and tenure decisons especially
when peers have no knowledge of subject matter innovative
educational techniques and have not really observed classroom

- performance."

"Incompetence to a certain extent, tends to be supported in Rehab
perhaps inorder to maintain the '"'status quo'' disregarding the
comments on objective evaluation I was asked to make on two
individuals was a way of keeping things on an even keel. They

* promote incompetence '

“Having administrative policies which directly affect my job

' pngormance; imposed from above with no room for discussion or input."

"Lack of sensitivity of those in positions of administrative power
to the positive or negative aspects of my job ie dissatisfaction
stems from administrative rigidity which stifles creativity
{nitiative and development . -

"Administrative policy regarding the curricula requirements of Arts
and Science credits which does not allow time for professional

course expansion having to squeeze the whole professional curriculum
in P.T. and the Arts and Science requirements into three years does
not allow for the depth of training that I would desire for students."
"The general condescending attitude of the university administrators
towards the academic staffs in the school, based on past performance
of staff members resulting in poor status being accorded to us."

‘"Major decision making on vital points taken without my knowledge
and contribufion." o :

'"Poétiy‘thoughtiout’deciliohquhahdgqidoun by deﬁartnent and /or
faculty administrators which later had to be revised on appeal to ©
university administratiom, causimgmuch mental anguish."

"New appoiﬁtments'vere wade in the department which had obvious
political components.” : - - , ‘o
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"When I felt some injustice from the administrator of the department
about delegation of tasks'.

4

"Ineffective leadership from Division head."

"Disorganization in faculty and staff meetings.
When progress is not made because of lack of organization-. "
"The realization tiat senior administrative staff at the university
do not give a dammn about the problems of a small department, as
long as it remains quiet and does not ''rock the boat' . This is
exceptionally illustrated, when students' complaints concerning
course offerings from another faculty and department received scant
hearing because of the politics involved . “

. '"Problem of finally getting sabbatical leave - because of difficulties
" with university administration in understanding particular require-
ments-gf P.T. educators ."

"Seeing students dissatisfied and developing very critical attitudes
because of lack of policy and poor attention to poor procedural

details within the school. Also, having to defend the school but
at the same time recognize the need for change administrativelyﬂ'i

- _ REWARD SYSTEM

Regative Statements

"When a person was promoted as associate professor who I felt had
not a strong enough record to be.promoted;"

"Being forced to resign to go in for a Master's program instead of
being supported to carty on, on some other arrangement.”

"Inability to obtain sabbatical leave within this faculty."

"Lack of support by the Dean - probably lack of initiative on the
part of the dean to prevent discrimination in special salary adjust-
ments,"

" "When individuals of higher rank and higher salary do not contribute
extensively to the program sand still receive similar salary increments
to my owm when they achieve. half the work."

“Carrying an exccptlonnl hith course load - 18 contact hours per
week plus administrastion, producing scholarly works and being involved
in professional development, upon all-there I am receiving the same
revard as someone of higher rank who has nothing more than lab. .
teaching " ’

Q‘tj v.:'
RN
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""The department has some very highly paid, tenured faculty who are
poor teachers, have minimual clinical background and contribute
little to the department. The junior faculty who are all good teachers
and expert clinicians are grossly underpaid and over worked."

"Working with people of questionable competence who are high in
rank, have tenures and receive much higher salaries than others and
myself who carry more responsibility and larger work load.'!

CONSTRAINTS IN PERSONAL LIFE

Negative Statements

"Working with faculty who view personal academic skills upgrading -
as an obligation rather than self fulfillment and for personal
satisfaction.' " g ‘

"Expected to participate in non-productive committee or faculty
meetings."

"Failure of staff to appreciate the time involvement in research
related activities, as opposed to teaching activities-

"Lack of ability to complete upgrading any academic qualifications
at the same time as fulfilling my job requirements."

"When long wotéing hours make it necessary to be away from family
during weekends and there is no time to take an 4nnual vacation."

"The weekend before the new sedsion starts and I have not got all
the materials prepared as I would like. . . trying to keep pace
with a variety of expectations and aspirations - clinical work,
one’'s own continuing education, professional and university
comnitment etc. It can be exaspirating. " !

"After a particularly hectic day this summer I met one of the
clinical therapists who asked "what are you doing with your 5 months
off this summer?"' A typical example of how seriously misunderstood -
the role of educator €n a professional school really is."

"Demands and expectations to carry heavy teaching load, hold member-
ship on committees etc. as well as ones responsibility for organ- ‘
izing and producing courses 1h continuing education, not to memtion
ones personal commitments,frustration With the lack of time available
to work on my own research as expected ." '

"Excessive demands in administrative responsibilities.
g)

L4
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Table 49

to the 31 Job Facets

‘IMPORTANCE . SATISFACTION
- Please rate your current level of satisfaction/ dis- IE)
E € | satisfoction with each of the following items in 3 3

€ H £ | relation to your job and also indicate the importance % 32 T .

2 ElE 2 | of each of them 10 vour satisfaction with your job. 3 i 3 ? 5 3 u :2
I - . AHHEHNERERE
HREEN AR T E R
giZ|ElE|E > {El2iz|El> | B8
HEIEEE 235|585 |26
S| |{E|Z |9 | Pieas cinck the sciected rating for both fmporiance | T |Z| A |G 12| = | 2 | 8

4 . . . - °
s lalslels and Slux_fﬂcuow components of each nm 3 lz|ssl-zt-2 o | =
32(3.1({Y2€372 /18] |7. The salary you receive 7.8 |¥15] 26| 64 53| ¥3 [ 3.2] 70.9
241 79038(#:9]207| 18. The methods used in determining facuhty i1 |prsens] 2t 26 |2 fene
promotion and tenure- ’
9.4 |17 19/5123.976.0] 19. The use of research and publications in 53 hedsrlanas) ¢3 76,0 |52
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31| Y3100 el 266 20 The policies regulating ub‘batial leave Reslansziteas!| 77 | 2F 6T
53 ls0dacd32]26.6| 21. The provision for sick leave ke, pasfszlzde (ar |0 lres
&3 | 2cli8){34.0{34.0 ]| 22. Proapects for a comfortable retirement 207 lisss1devliss| o |4.¥ |3.9
21 | edPrs[330{3a¢] 23. Your fecling of job sccurity\ 3.0 pvelrasizy|sa| v3 |2/ [50.9
/¢ |32 40281287 24. The number of hours you teach per week 24, 51y 17)15 14| 0 lar | 778
&1 |arbaglcalés 7| 25. The time available for the preparation of 2.3 | 3744020 9] 29153 |r1 (734
lectures L.
21 |53 |xe.qP2y {255 26. The numbey of nop-teaching duties 73.2 (w223 8|28| 43 |1/ 702
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O [S3|/7|347(5/1 | 32. Your relationship with administrator(s) x9.8 Yakd|¥3 (o {55/
O -|3z2jr6ed227!s5.2| 33. The congeniality of your prefemoml .2 Asale s © o |s7«
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0 | o |¥3la6.6{62/| 34. Your relationship with studeats e d afjaa| 0o iy |947
27 |22V0.4]33.0{v0.y] 35. Opportunity to help others find success CER y2n1) 0 |33 (124
32 |sMy3iss3|572] 36. The sense of respomsibility of the students 0.2 sdsya i |43127.2
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