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Abstract 

 

The study examined the effect of age, rank, marital status and gender on job satisfaction 

among academic staff of universities in Ghana. The descriptive survey design was employed 

for the study. A proportional stratified random sample of 361 academic staff made up of 287 

males and 74 females completed a validated survey questionnaire. The results of ANOVA 

show a significant positive effect of age, rank and marital status on job satisfaction among 

academic staff of universities in Ghana with senior lecturers being the most satisfied academic 

staff among the ranks. Independent samples t-test results found no significant difference 

between male and female members of the academic staff with regard to their levels of job 

satisfaction. It is recommended from the study that universities in Ghana engage young 

academics who have the opportunity of progressing on the academic ladder. 
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Impact of socio-demographic factors on job satisfaction among academic staff of 

universities in Ghana  

 

1. Introduction 

Job satisfaction has been defined in various ways by different authors and researchers. Shah (2012) defined 

job satisfaction as any combination of psychological and environmental circumstances that cause a person to be 

satisfied with his or her job. Psychological circumstances include factors such as achievement and work 

accomplishment where the individuals receive good assessment or evaluation from superiors and other 

colleagues at the work place. Environmental circumstances include factors such as safety and security issues in 

the work environment, satisfaction with regard to resources like office space, internet facilities and computers. 

Office space provided to university academics ought to be conducive and the work environment must provide 

opportunities for academics to concentrate and focus on their tasks without distraction. 

According to Schneider (2008), job satisfaction is the totality of an individual’s social and psychological 

wellbeing at the work place. Socially, it implies that the individual is satisfied with the relationship with his or 

her co-workers where there is team spirit, social support, collaboration to achieve results as well as fairness in 

the application of rules and regulations to all. Psychological wellbeing means the worker is satisfied with the 

emotional support system at the work environment with regard to feeling a sense of belonging, being involved in 

decision making as well as satisfaction with opportunities for professional growth and development for 

self-actualization. 

Armstrong (2006) opined that, job satisfaction is the fulfilment acquired with experiencing various job 

activities and reward by employees. Fulfilment implies that the worker derives satisfaction in doing the work as 

well as feeling a sense of pride in accomplishing a given assignment or task. Satisfaction with reward is where 

employees feel that there is equity in compensation and that salaries and allowances they receive commensurate 

with the work they do. According to Daft and Noe (2001), job satisfaction is a psychological response which is 

reflected in the evaluations that employees make of all the salient aspects of their job and the organisation for 

which they work. The salient aspects of the job include the nature of work, safety at the work place, 

opportunities for advancement or promotion and adequate compensation or reward systems that have been put in 

place by the management of the organisation. The foregoing definition is restricted to only the psychological 

perspectives of job satisfaction and did not touch on the social dimensions such as satisfaction with regard to 

relationships with co-workers and the social support system at the work place. 

Sohail and Delin (2013) have asserted that job satisfaction is the good feelings that an employee has about 

his or her work as well as the organisational environment. This definition linked job satisfaction to employees 

perceiving their organisational environment in positive terms. The focus is on organisational policies, structures, 

systems and procedures within the organisation that boost satisfaction of employees. Hence in academic 

institutions such as universities, these policies and procedures need to convey a message on the nature of the 

institution, their core mandates and values to academic staff in order to give them a sense of direction as well as 

improving teamwork and synergy at the work place. 

In their explanation of job satisfaction, Nel, Van-Dyk, Haasdroek, Schultz, Sano, and Werner (2004), 

synthesises that, job satisfaction is the positive perception of workers about the nature of rewards that are 

appropriate and meaningful and are commensurable to the amount of efforts that led to the rewards. These 

rewards can be intrinsic such as achievement and recognition or extrinsic such as salary and fringe benefits. 

However, McCarry (2005) looks at job satisfaction from the perspective of monetary rewards that are equitably 

distributed among employees. This assertion of monetary rewards at the work place has ignored other important 

aspects of job satisfaction that are non-monetary such as accomplishment, recognition as well as pep talks which 



 

Impact of socio-demographic factors on job satisfaction among academic staff of universities in Ghana 

International Journal of Research Studies in Education 69 

are also highly effective means of boosting job satisfaction levels since job satisfaction is a bi-dimensional 

concept consisting of intrinsic and extrinsic satisfaction dimensions. The intrinsic dimensions of job satisfaction 

largely depend on individual characteristics of an employee such as ability to use initiative, accepting 

responsibility and the work that the person actually performs. Extrinsic dimensions of job satisfaction, on the 

other hand, are situational and depend on the environment such as organisational policy which implies the 

mandate and direction of the organisation, safety and security measures put in place in the organisation as well as 

financial and other material rewards. 

1.1 Age and job satisfaction 

Robins (2001) has contended that job satisfaction declines with increasing age while Saleh and Otis (1964) 

have indicated that job satisfaction increases with age. According to Saleh and Otis (1964), increase in job 

satisfaction with age may be due to social and remunerative advantages of staying and advancing on the job. 

This implies that age and experience are social and economic factors that relate to intrinsic factors that facilitate 

workers’ satisfaction on the job. Therefore, the more advanced in age and experience a workers are, the more 

satisfied they are; and the less likely they express the desire to leave the organization. 

Cano and Miller (1992) in a study of agricultural education teachers in Ohio found that age, number of years 

in current position and degree status are not significantly related to their overall levels of job satisfaction. In 

contrast, Nester and Leary (2000) in a study found a significant effect of age on levels of job satisfaction among 

agricultural extension agents. The study shows that job satisfaction is higher for those in the age groups of 23-33 

and 46-50. Similarly, the findings of Bowen, Radhakrishna, and Keyser, (1994) indicated that age is significantly 

related to job satisfaction since in their study it was found that those who were older have higher levels of job 

satisfaction. Andrews (1990) on the other hand, in a study established no significant effect of age on levels of job 

satisfaction among extension agricultural agents. 

A critical look at the literature shows that in some studies, age as a socio-demographic variable is 

significantly related to overall levels of job satisfaction while in other studies age is not significantly related to 

job satisfaction. The findings of Ohio researchers on the relationship between age and levels of job satisfaction 

are contrary to the findings of Grady (1985). For example, Grady (198) in a study found that as the age of the 

teacher increased, so did his or her overall job satisfaction level decrease. 

Other researchers in the field have also attempted to establish relationships between age and levels of job 

satisfaction. The results of these studies have been contradictory. This is because five different types of 

relationships namely: positive linear, negative linear-shaped, inverted U-shaped and no significant relationship 

have been reported. For example, the relationship between age and job satisfaction tends to be a U-shaped 

function where job satisfaction with younger employees is initially high and then drops for several years, and 

finally increases again with employees age (Waskiewicz, 1999). However, Green (2000) in a study found that 

age was not related to job satisfaction. 

Rhodes (1983), in a comprehensive literature review, found that the relationship between age and job 

satisfaction is best represented by a positive linear relationship. Even though this relationship was revealed in 

most studies, the strength of the relationship was weak, with correlations falling between 0.10 and 0.20. Brush, 

Moch, and Pooyan (1987) conducted a meta-analysis in an attempt to estimate the population parameter 

representing the relationship between age and levels of job satisfaction. The results showed a mean correlation 

coefficient of 0.22 for the association between age and job satisfaction. However, further analysis revealed that 

the type of organisation (manufacturing, service, government) moderated the relationship. Individual parameters 

varied between types of organisation which suggests that the age-job satisfaction relationship is not stable across 

organisation types. Green (2000) conducted a subsequent meta-analysis to assess the relationship between age 

and job satisfaction that included a larger number of sample than the previous meta-analytic investigations. Their 

results showed that the relationship between age and job satisfaction was positive but weak in magnitude (r 
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= .07). In addition, type of occupation moderated the relationship between age and levels of job satisfaction. 

Taking a critical look at the outcomes of these two meta-analyses studies, one can point out some 

similarities and differences. First, the results are similar in finding some type of organisational grouping (by 

organisation or occupation type) moderating the age and job satisfaction relationship. Though the categories used 

as moderators differ by name, both reveal some organisational element influencing the association. Conversely, 

the results of the two studies contradict each other by finding differing strengths of the relationship. While Brush 

et at., (1987) found a moderate relationship (r = 0.22), Sterns (1995) results showed a much weaker association 

(r = 0.07). 

Although the foregoing meta-analyses provided important information about the strength of age and job 

satisfaction relationship, they are not capable of distinguishing the actual shape of it. This is because 

meta-analysis utilizes linear correlation coefficients from past studies as data points. Therefore, an analyst is 

unable to identify any nonlinear relationships. In other words, nonlinear relations could be evident within the 

data sets, but the meta-analysis only explains the proportion of the variance that is linear. Consequently, 

meta-analytic results may not truly represent the strength of the relationship if nonlinear relations are evident. 

We can therefore point out that both meta-analytic studies that have been reviewed may not have substantially 

advanced our knowledge about the strength of the relationship between age and job satisfaction as its shape has 

been left undetermined. 

In order to fill this gap, some researchers have attempted to determine the form of the relationship between 

age and job satisfaction (Clark, Oswald, & Warr, 1996; Kacmar & Ferris, 1989; Warr, 1992). Though these 

research efforts have the potential to provide vital information concerning both the shape and strength of the 

relationship, each study has various methodological problems that inherently limit the validity of their 

conclusions. For example, Kacmar and Ferris (1989) found significant nonlinear variance evident for extrinsic 

satisfaction, but not for intrinsic satisfaction. The results of this study may be questioned because of two factors. 

First, a small sample size (N = 81) was used, which increases random sampling error. Second, the participants 

used were employed in a single occupation within one organisation (i.e., nurses from one hospital). Their results 

therefore may have been influenced by type of occupation and type of organisation specific variables. In any 

case, both factors may have ultimately contributed to biases in their conclusions. 

Clark et al. (1996) have attempted to determine the shape of the age-job satisfaction relationship using a 

large sample (N = 5,192) of British employees. The results of the study indicated that the relationship between 

age and job satisfaction is U-shaped. Although this study used a sample that was characteristic of the working 

population, a potential problem remains with its measurement of the different facets of job satisfaction. Each job 

satisfaction facet considered in the study was measured via single-item measures. It is important to note that 

single-item measures have a tendency to be unreliable, which raises questions concerning how well the facets of 

job satisfaction were actually measured. Moreover, the construct validity of the facets of job satisfaction could 

also be questioned as scale unreliability can also affect what specific construct is being measured. 

From the review we notice that researchers and scholars have investigated the relationships that exist 

between age and job satisfaction but two questions remain unanswered. First, given that there is a positive 

relationship between age and job satisfaction, is it simply linear or does it contain a nonlinear component? 

Second, what underlying variables can account for the pattern of job satisfaction differences between age groups? 

The current study is therefore an attempt to fill this research gap. 

1.2 Rank and job satisfaction 

The term rank as used in job satisfaction studies refers to an individual’s status in an organisation and 

indicates an employee’s job level or job seniority in a particular occupational classification (Oshagbemi, 2003). 

Rank is a person’s status or position in a group, which often is determined by a person’s characteristics. Within 

the context of universities in Ghana, rank indicates whether an academician is an assistant lecturer, lecturer, 
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senior lecturer, associate professor, or professor. Moreover, majority of job satisfaction studies for a long time 

have focused on industrial and organisational settings. Therefore, empirical evidence regarding job satisfaction 

of higher education teachers particularly among university academics is scarce in the international literature 

(Oshagbemi, 2003; Tack & Patitu, 1992). According to Pearson and Seiler (1983), this area has not received 

much attention because a high level of job satisfaction has generally been presumed to exist in a university 

setting. 

A survey of the literature reveals that studies designed to investigate whether job satisfaction increases with 

rank have shown inconsistent results. Oshagbemi (2003) in a study concluded that rank is a reliable predictor of 

job satisfaction with workers of higher ranks generally being satisfied with their jobs as compared to those of 

lower ranks. Higher rank employees indicate higher levels of job satisfaction because higher-level jobs tend to be 

more complex and have better working conditions such as pay and promotion prospects, supervision and 

responsibility. However, in a study conducted in Northern Cyprus, the level of job satisfaction of academics did 

not increase with rank (Eyupoglu & Saner, 2009). Similarly, Platsidou and Diamantopoulou (2009) in a study on 

job satisfaction of Greek university academics found that academic rank had no significant effect on faculty job 

satisfaction. 

Conversely, in their study that examined the relationship between rank, age, and gender and overall job 

satisfaction, Near, Rice, and Hunt, (1978) found that the strongest predictor of job satisfaction was rank. Holden 

and Black (1996) indicated clear differences in the levels of job satisfaction and productivity among 

psychologists employed as faculty members in a medical school with full professors displaying higher levels of 

job satisfaction and productivity when compared with associate professors and assistant professors.  

Oshagbemi (1997) examined the effects of rank on job satisfaction of UK academics found that overall job 

satisfaction increased progressively with rank. Ssenga and Gerrett (2005) in their study of the job satisfaction of 

university teachers in Uganda concluded that rank significantly predicted academic staff job satisfaction. 

Similarly, Noble and McCornic (2008) found rank to be a significant predictor of job satisfaction in their study 

of job satisfaction among primary school staff.  

1.3 Marital status and job satisfaction 

No clear consensus has been reached with regard to the effect of marital status on job satisfaction of 

university academics and the effect appears to vary by gender. Some studies have shown that men who are 

married have higher publication rates and job satisfaction than single men Sax et al. (2002). On the other hand, 

Campbel, Converse, and Rodger (1976) found that single men are more satisfied with their jobs than married 

men, but no difference was evident for females. Other studies have concluded that marriage increased job 

satisfaction for faculty members at all levels (Cetin, 2006; Hagedorn, 2000).  

Result of a study conducted by Olatunji (2014) found a significant difference in job satisfaction between 

married and single employees with those who are married reporting higher job satisfaction than those who are 

single. Marriage has been found to have positive effect on job satisfaction of male faculty members and in some 

cases it has no effect on career attainment and job satisfaction (Sonert & Holden, 1995). Berssoff and Crosby 

(1984) in a study found that the effect of marital status has more impact on male faculty job satisfaction than 

female faculty job satisfaction. 

Wolfinger, Mason, and Goulden (2008) investigated the differences between marital status and job 

satisfaction among employees. They found a significant difference between marital status and job satisfaction 

among employees with workers who are divorced and widowed being more satisfied with their job than their 

married counterparts. They argued that the two critical areas of life are job and family. As a result, balancing out 

the needs of these two domains is of a great importance. If an individual encounters a problem in one of those 

areas, he or she would be challenged in the other one as well. Stress and difficult working conditions in some 

jobs have significant negative effects on physical and mental efficiency of the employee and it would also distort 
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his/her family and social relationships greatly. 

Weaver (1974) investigated the relationship between marital status and job satisfaction and concluded that 

the two variables are positively correlated. In their investigation of the relationship between marital status and 

job satisfaction in long term and gender differences, Rogers and May (2003) observed that job satisfaction and 

marital status were significantly correlated in long term. An increase in marital satisfaction was significantly 

related to an increase in job satisfaction. Furthermore, there was a negative correlation between marital disorders 

and job satisfaction, and this was similarly observed in both women and men. 

With regard to the effect of marital status on job satisfaction, the literature shows contradictory research 

findings. Some studies have established that married people report higher levels of job satisfaction than people 

who are not married (Bersoff & Crosby; Martin & Hanson, 1985). Sohail and Delin (2013) indicated that marital 

status affects job satisfaction differently for men and women. Men who are married reported less job satisfaction 

than men who are not married. The reverse is true for mothers who reported higher job satisfaction than women 

who are not mothers. Warren and Johnson (1995) in a study established that working women with children 

reported lower job satisfaction than working men with children. Research has shown that many married women 

experienced work-family conflict leading to job dissatisfaction (Greenhaus, Parasuraman, & Collins, 2001). A 

close look at the literature shows that even though studies have been done in this area, the effect of marital status 

on job satisfaction still remains unclear.  

1.4 Gender and job satisfaction 

Gender has been noted as an explanatory variable in many studies. Studies have shown that job satisfaction 

can be influenced by a variety of socio-demographic variables such as gender. A number of studies involving 

gender and levels of job satisfaction have been done. However, the literature is divergent indicating that in some 

studies females have higher levels of job satisfaction while other studies indicate that males have higher levels of 

job satisfaction (Bowen et al., 1994). There are even some studies that found no significant difference between 

male and female with regard to their levels of job satisfaction. For example, Azim, Haque, and Chowdhurry 

(2013) in a study found no significant difference in job satisfaction between male and female. Whereas Nester 

and Leary (2000) in a study found no significant difference in levels of job satisfaction between male and female; 

Riggs and Beus (1994) on the other hand, indicated that as the number of areas of responsibility increased for 

females, job satisfaction increased as well. The opposite is true for males indicating that as their areas of 

responsibility increased, their job satisfaction levels decreased.  

Riggs and Beus (1994) in a study of gender differences in job satisfaction of agricultural extension agents 

found that female extension agents were more satisfied with their jobs than their male counterparts. In contrast, 

Olatunji (2014) contends that males reported higher levels of job satisfaction than females in their study of health 

workers. Clark (1997) underscores that female workers tend to report higher levels of job satisfaction than males 

while Ward and Sloane (2000) in a study found that for Scottish workers, males have higher levels of job 

satisfaction than females. Booth, Francesconi, and Frank (2002) indicate that females are even less satisfied with 

their levels of promotion prospects than males, but then they are more satisfied with their salaries than their male 

counterparts. In a study, Castillo, Conklin, and Cano (2008) found no significant gender differences in levels of 

job satisfaction. They reported that both males and females were satisfied with their jobs. 

One specific area of investigation is the study of differing levels of reported job satisfaction by gender. 

Practically all studies (Clark, 1997; Sloane & Williams, 2000; Sousa-Poza & Sousa-Poza, 2003; Long, 2005) 

have shown that females possess higher levels of job satisfaction compared to males, a puzzling outcome when 

one considers the existence of gender wage differentials in favor of males, as well as occupational segregation by 

gender, with women occupying jobs with lower prestige. Clark (1997) in a study found gender differences in 

levels of job satisfaction in Britain and indicated that females have greater levels of satisfaction compared to 

males, despite being in jobs with lower earnings and promotion opportunities compared to males. 
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Results from a study conducted by Kessuwan and Muenjohn (2010) revealed that there were no significant 

differences between males and females with regard to their levels of job satisfaction. In contrast, some studies 

found that men were more satisfied than their female counterparts (Hulin & Smith, 1964; Weaver, 1974; 

Forgionne & Peeters, 1982). The possible reason for different levels of job satisfaction reported for male and 

female employees may be due to their different types of expectations from the job. For example, to male 

employees, career is of central importance, which is not for their female counterparts. 

Sloane and Williams (2000) reported higher levels of job satisfaction for females compared to males, despite 

earning lower pay. They indicated that this could be due to females having lower expectations. Nevertheless, 

females in male dominated workplaces have similar satisfaction levels compared to males, perhaps reflecting 

higher expectations. Souza-Poza and Sousa-Poza (2003) undertook a meta-analysis in Britain using 1991-2000 

data and found evidence of falling levels of job satisfaction among females over time. Similar to Clark’s (1997) 

as well as Sloane and William’s (2000) findings, Donohue and Heywood (2004) found no gender job satisfaction 

gap for young United States workers, once again indicating that specific female labor market groups possess 

expectation levels similar to those of their male counterparts. 

Long (2005) used cross-sectional data to investigate gender differences in job satisfaction. The results 

showed that females were more satisfied with their job compared to males. This is consistent with the findings of 

McNeely (1984) who reported a significant gender difference in levels of job satisfaction with females being 

more satisfied than males. These findings were supported by Tuch and Martin (1991) in which female employees 

were more satisfied than their male counterparts. However, a study by Barber (1986) found no significant job 

satisfaction differences between male and female human service workers. Similarly, Jayaratne and Chess (1984) 

in a study found no significant differences between male and female with regard to promotion, financial rewards, 

work environment and role conflict. These findings were supported by Rentner and Bissland (1990) who in a 

study found no significant differences between male and female public relation workers with regard to their 

overall job satisfaction. It is important to note that most of the studies have found no significant differences in 

the level of job satisfaction between male and female employees, particularly when a number of other variables 

were statistically controlled. It is therefore worth investigating if these controversies that exist between gender 

and job satisfaction are true. 

The literature so far shows inconsistencies in the findings. Considering gender, there are no conclusions 

about the differences between males and females levels of job satisfaction. Some empirical studies reviewed by 

Herzberg (1959) indicate that males are more satisfied with their jobs while others contend that females are more 

satisfied. Looking at the literature, it suggests that a clear conclusion cannot be drawn with regard to gender and 

levels of job satisfaction. Therefore further research is needed to establish if any differences exist with regard to 

gender and levels of job satisfaction. 

1.5 Statement of the problem 

Since the Hawthorne studies were done in the 1920s by Elton Mayo at the Western Electronic Company, 

there have been several studies on the nature, causes and correlates of job satisfaction. However, it has been 

observed that these studies left education and did not address issue in higher education particularly the impact of 

socio-demographic factors on job satisfaction of academic staff of universities. Studies that investigated job 

satisfaction focused on organizational and industrial settings and relied on quantitative data from respondents 

(Lacy & Sheehann, 1997). Other researchers touched on only psychological variables (intrinsic and extrinsic 

factors) and left out socio-demographic factors such as age, rank marital status and gender. It must be noted that 

the way a male academic staff assesses job satisfaction may differ from that of a female academic staff. Also, 

different age groups may pose varying perceived views about job satisfaction levels so are marital status and 

rank. 

Also, the vast majority of earlier studies conducted in job satisfaction have been done in advanced and 
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industrial nations such as North America, United Kingdom and other parts of Western Europe (Mullins, 2002). 

Evidence from developing nations is unfortunately lacking. It is also not clear to what extent the theoretical 

models of job satisfaction developed in these advanced and industrialized nations apply to other national 

contexts, particularly in developing countries. While literature abounds on job satisfaction of workers in 

industrial and organizational settings, the same cannot be said about socio-demographic factors from the 

perspective of higher education especially with regard to academic staff of universities in a developing nation 

like Ghana. This study therefore sought to examine job satisfaction within the educational context by exploring 

the impact of socio-demographic factors such as age, rank, marital status and gender on job satisfaction among 

university academic staff in Ghana. The present study is an attempt to fill a research gap in the area of job 

satisfaction in higher education. 

1.6 Purpose of the Study 

The purpose of the study was to examine the effect of socio-demographic factors on job satisfaction among 

academic staff of universities in Ghana. Specifically the study assessed the effect of age, rank, marital status and 

gender on job satisfaction of academic staff. 

1.7 Hypotheses  

The following null hypotheses were formulated to guide the study.  

� Age does not have a statistically significant impact on job satisfaction among academic staff of public 

and private universities in Ghana. 

� Rank does not have a statistically significant impact on job satisfaction among academic staff of 

public and private universities in Ghana.  

� Marital status does not have a statistically significant impact on job satisfaction among academic staff 

of public and private universities in Ghana.  

� There is no statistically significant difference in the job satisfaction of male and female academic staff 

of public and private universities in Ghana. 

1.8 Significance of the study 

The study will serve as a manual to universities and their staff in the sense that, it will unearth the positive 

characteristics that their staff can use to enable them improves on their job in the academic environment. Besides, 

it will serve as a guide for university teachers in the delivery of the curriculum as they work with the 

administrators. Again the findings could help university academic staff pursue excellence at the workplace if 

policy makers took into consideration issues about their job satisfaction. Other stakeholders including personnel 

of the Ministry of Education (MOE) could consult this piece in addition to what is available to them. 

2. Methodology 

2.1 Research Design 

The descriptive survey was used for the study. According to Creswell (2014), descriptive surveys gather data 

at a particular point in time when there is an intention of describing the nature of existing conditions or 

identifying standards against which existing conditions can be compared. Surveys are also capable of providing 

descriptive, inferential and explanatory information that can be used to ascertain correlations and relationships 

between items and the themes of the survey (Cohen, Manion, & Morrison, 2007). For Polit and Beck (2008), 

descriptive surveys gather information to represent what is going on at only one point in time. This study in the 
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first place sought to explore the effect of socio-demographic factors on job satisfaction among academic staff of 

universities in Ghana. To be able to accomplish this, there is the need to gather data from a wide population of 

academic staff in order to make generalizations. Also, there is the need to provide descriptive and inferential 

information on academic staff perception of their psychosocial work environment. This therefore calls for the 

gathering of standardized information by using the same instruments and questions for all sampled respondents. 

To meet these expectations, the study employed the descriptive survey of academic staff socio-demographic 

characteristics and psychosocial work environment of job satisfaction. 

Considering the nature of the research problem, the researchers selected conditions that already existed for 

analysis of their relationships. It must be pointed out that surveys also have their pitfalls among which is the 

inability to ask probing questions as well as inability to seek clarifications especially when structured or closed 

ended questionnaires are used as data collection instrument. Despite the deficiencies, the descriptive survey 

design was chosen for this study because judging from the main thrust of the study where data was collect at just 

one point in time on samples from academic staff of universities in Ghana; it was deemed the most appropriate 

design. 

2.2 Population and Sample 

The target population for the study involved all academic staff of public and private universities in Ghana as 

of March, 2014 spread over all faculties, schools and colleges. The accessible population for this study was 

however, all academic staff of University of Ghana, Kwame Nkrumah University of Science and Technology, 

Valley View University and Catholic University College. This consists of assistant lecturers, lecturers, senior 

lecturers, associate professors, and professors. As at 2014, the total population of academic staff in the four 

universities under study was 1737. The distribution of the population of academic staff by institution, rank and 

gender is shown in Table 1. 

Table 1 

Distribution of Population among the Universities 

Rank of university academic staff 

Public Private  

Total UG KNUST CUC VVU 

M F M F M F M F M F 

Professor 55 5 13 0 1 0 1 0 70 5 

Ass Professor 79 33 44 4 0 0 1 0 124 37 

Senior Lecturer 178 45 133 17 4 2 4 0 319 64 

Lecturer 281 88 389 71 46 8 39 7 755 174 

Asst. Lecturer 102 65 0 0 0 0 15 7 117 72 

Total 695 236 579 92 51 10 60 14 1385 352 
Source. UG, 2014; VVU, 2014; CUC, 2014; KNUST, 2014. 

 

2.3 Sampling Techniques 

To be able to select a representative sample of the population, this study was guided by Kirk (1995) 

recommendation that it is appropriate to select a sample size of 20 percent or more for a population of 1737. 

Therefore, a sample size of 376 was established which is 20 percent of the population of the four universities 

selected for the study. For example, a proportion of 20 percent was calculated among the four universities which 

included 194, 142, 22, 18 academic staff from University of Ghana, Kwame Nkrumah University of Science and 

Technology, Valley View University and Catholic University College respectively. The probability sampling 

specifically, the proportional stratified random sampling technique was employed. In stratified random sampling, 

the population is divided in to a number of strata and a sample is drawn from each stratum (Fowler, 2009). The 

division of the population into strata is based on one or more significant criteria such as rank, gender, age, or 

socio-economic status (Creswell, 2014). The rationale for employing stratified sampling in this study was that it 

provides the opportunities for generalisation of research findings to the population. In this study, stratification 
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was done based on rank and gender of university academic staff. The researchers collected the list of the 

academic staff from the Divisions of Human Resource of University of Ghana, University of Science and 

Technology, Valley View University and Catholic University College. From the list, a proportional stratified 

sampling technique was employed to select 376 academic staff made up of 294 males and 82 females for the 

study. 

2.4 Data Collection Instrument 

Taking ideas from Spector’s (1985) Job Satisfaction Survey Questionnaire, a questionnaire of the Likert type 

scale of Academic Staff Job Satisfaction was developed by the researchers based on the variables considered as 

well as the objectives of the study. The questionnaire was divided into two sections. The first section dealt with 

the socio-demographic characteristics of the respondents. It sought to gather information on gender, age, rank, 

marital status and category of university (public and private). The second section was measured on a five point 

scale such as one (1) indicating the least agreement to the issues while five (5) representing the strongest 

agreement to the issues. Examples of items that measured the job satisfaction of academic staff included: 

� 1 - I am satisfied with the various forms of rewards given to me in this university. 

� 2 - I am satisfied with the various forms of promotion criteria used in this university. 

� 3 - I am satisfied with the core mandate and direction of this university. 

� 4 - I am satisfied with the freedom for initiative and creativity in the execution of my responsibilities 

in this university.  

The reliability co-efficient of the questionnaire was established using the Cronbach’s alpha since the 

responses to the items on the questionnaire were measured discretely or numerically. A reliability co-efficient of 

0.91 was obtained which was deemed to be appropriate (Field, 2005). According to Pallant (2001), any reliability 

co-efficient that is equal to 0.7 or more is presumed to be statistically significant. The reliability test, therefore, 

indicates the ability of the instrument to generate consistent result. 

2.5 Data Collection Procedure 

Prior to administration of the questionnaire, the consents of academic staff selected to participate in the 

study were sought and contacted. The purpose of the study was explained to them and the questionnaires were 

given out to the 376 selected academic staff to complete. At the end of the data collection, 361 completed 

questionnaires were retrieved representing 96.0 percent response rate. 

2.6 Data Analysis 

The data obtained were analysed using inferential statistics. For hypotheses 1, 2, and 3, the two-way 

between group analysis of variance (ANOVA) was employed while the Independent samples t-test was used to 

analyse the data on hypothesis 4. All the hypotheses were tested at the 0. 05 alpha level of significance. The data 

were analysed with the Predictive Analytic Software (PASW) Version 19.0.  

3. Results and discussions 

The main objective of this study was to examine the impact of socio-demographic factors (age, rank, marital 

status, gender) on job satisfaction of academic staff of universities in Ghana. To examine the impact of age on 

job satisfaction among academic staff of public and private universities in Ghana, the two-way between group 

analysis of variance (ANOVA) was conducted. The respondents’ age groups were in eight categories (Group 1: 

Less than 30 years; Group 2: 30 – 34 years; Group 3: 35 – 39 years; Group 4: 40 – 44 years; Group 5: 45 – 49 

years; Group 6: 50 – 54 years; Group 7: 55 – 59 years; Group 8: 60 years and above). The age group and 
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category of university (public and private) were treated as the independent variables while the dependent 

variable was academic staff job satisfaction. Also, a post-hoc test was conducted using Tukey HSD to find out 

where the actual differences occur. In order to quantify the differences and also, to know the margin of the 

differences, the eta square values were calculated for the differences if any. Table 2 presents the results of the 

descriptive statistics. 

As shown in Table 2, none of the academic staff in both public and private universities who participated in 

the study were below 30 years. Table 2 further shows that academic staff of private universities who were within 

the age groups of 30 – 34 years (Mean = 3.04, Std. Dev. = 0.70), 45 – 49 years (Mean = 3.42, Std. Dev. = 0.59), 

and 60 years and above (Mean = 4.10, Std. Dev. = 0.09) were more satisfied than those in public universities 

who were within the same age groups. On the other hand, academic staff in public universities who were within 

the age groups of 35 – 39 years (Mean = 3.21, Std. Dev. = 0.57), 40 – 44 years (Mean = 3.12, Std. Dev. = 0.54), 

50 – 54 years (Mean = 3.48, Std. Dev. = 0.55), and 55 – 59 years (Mean = 3.45, Std. Dev. = 0.49) were more 

satisfied than their counterparts in the private universities.  

Table 2 

Descriptive statistics of age group and category with regard to their level of job satisfaction 

Age group of respondent Category of university Mean SD N 

Less than 30 years Public 3.61 0.39 11 

Total 3.61 0.39 11 

30 - 34 years Public 2.90 0.62 61 

Private 3.04 0.70 12 

Total 2.92 0.63 73 

35 - 39 years Public 3.21 0.57 53 

Private 3.07 0.78 7 

Total 3.19 0.59 60 

40 - 44 years Public 3.12 0.54 51 

Private 2.73 0.58 5 

Total 3.09 0.55 56 

45 - 49 years Public 3.20 0.68 55 

Private 3.42 0.59 2 

Total 3.21 0.68 57 

50 - 54 years Public 3.48 0.55 49 

Private 3.07 0.59 5 

Total 3.44 0.56 54 

55 - 59 years Public 3.45 0.49 34 

Private 3.00 0.0 1 

Total 3.44 0.49 35 

60 years and above Public 3.45 0.40 10 

Private 4.10 0.09 5 

Total 3.67 0.45 15 

Total Public 3.22 0.61 324 

Private 3.17 0.71 37 

Total 3.22 0.62 361 
Source. Field data, 2014 (N = 361). Dependent Variable: Job satisfaction. 

 

To find out whether there is a difference between the groups with regard to their levels of job satisfaction, 

the study presented further the test of between-subject effects as depicted in Table 3. After finding out that there 

was a difference, the study then presented the post-hoc analysis as shown in Table 4. As Table 3 shows, there was 

a statistically significant main effect for age [F (7, 346) = 4.01, p = 0.00]; however, the effect size was moderate 

(partial eta squared = 0.08). Post-hoc comparisons using the Tukey HSD test was performed. The post-hoc 

analysis for the combined data is presented only when there is a statistically significant difference between the 
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respondents with regard to their job satisfaction and age. The results are presented in Table 4. 

Table 3 

Two-Way ANOVA Test for Age Group, University Category and Academic Staff Level of Job Satisfaction 

Source 
Type III Sum 

of Squares 
df 

Mean 

Square 
F Sig. 

Partial 

Eta 

Squared 

Corrected Model 19.80
a
 14 1.41 4.17 0.00 0.14 

Intercept 809.44 1 809.44 2.39 0.00 0.87 

Age group 9.52 7 1.36 4.01 0.00 0.08 

University category  0.06 1 0.06 0.17 0.68 0.00 

Age group * 

University category 

 

3.45 

 

6 

 

0.56 

 

1.69 

 

0.12 

 

0.03 

Error 117.28 346 0.34    

Total 3875.22 361     

Corrected Total 137.08 360     

R Squared = .144 (Adjusted R Squared = .110)    
Source. Field data, 2014 (N = 361). Dependent Variable: Job satisfaction. 

Table 4 

Age Differences in Job Satisfaction among Academic Staff 

(I) Age group of 

respondent 

(J) Age group of 

respondent 
MD (I-J) Sig. F p-value 

Eta 

square 

Less than 30 
years 

30 - 34 years 0.68* 0.01 6.816 0.00 0.119 

35 - 39 years 0.41 0.38    

40 - 44 years 0.52 0.13    

45 - 49 years 0.39 0.44    

50 - 54 years 0.16 0.99    

55 - 59 years 0.17 0.99    

60 years and above -0.06 1.00    

30 - 34 years 35 - 39 years -0.27 0.15    

40 - 44 years -0.16 0.75    

45 - 49 years -0.28 0.11    

50 - 54 years -0.52* 0.00    

55 - 59 years -0.51* 0.00    

60 years and above -0.74* 0.00    

35 - 39 years 40 - 44 years 0.10 0.98    

45 - 49 years -0.01 1.00    

50 - 54 years -0.25 0.31    

55 - 59 years -0.24 0.49    

60 years and above -0.47 0.09    

40 - 44 years 45 - 49 years -0.12 0.96    

50 - 54 years -0.35* 0.04    

55 - 59 years -0.35 0.11    

60 years and above -0.58* 0.02    

45 - 49 years 50 - 54 years -0.23 .414    

55 - 59 years -0.23 .596    

60 years and above -0.46 .125    

50 - 54 years 55 - 59 years 0.00326 1.000    

60 years and above -0.22531 .891    

55 - 59 years 60 years and above -0.22857 .911    
Source. Field data, 2014 *p<0.05 (N = 361). Where MD = Mean differences. 

 

As Table 4 shows, there was a statistically significant difference at the p < 0.05 in the academic staff levels 
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of job satisfaction for the eight groups [F (7, 353) = 6.816, p = 0.00]. The actual difference in mean scores 

between the groups was moderate. This interpretation was based on the recommendation of Cohen (1988) who 

avers that an eta square of 0.06 is moderate and eta square of 0.14 or more means that the margin of the 

difference between the groups is large. The effect size calculated using eta square was 0.119. Post-hoc 

comparisons using the Turkey HSD test indicated that the mean score for academic staff who were less than 30 

years (Mean = 3.61, Std. Dev. = 0.39) was significantly different from those who were within the age group of 

30 – 34 years (Mean = 2.92, Std. Dev. = 0.63) with regard to their job satisfaction. The descriptive statistics of 

the variables further show that academics who were within the age group of 30 – 34 years perceive their job 

satisfaction differently from those within the age groups of 50 – 54 years, 55 – 59 years and 60 years and above. 

The results in Table 4 show that academic staff who were on post-retirement contract (60 years and above) were 

more satisfied with their job than any of the age groups. 

The finding of the current study that age significantly influenced job satisfaction of academic staff of public 

and private universities in Ghana confirms the findings reported by (Hunter, 2007; Lorber & Skela-Savic, 2012) 

who in their studies found significant impact of age differences on job satisfaction of employees with older 

workers being more satisfied with their job than younger workers. The result of the current study gives the 

impression that older academics in public and private universities in Ghana have a deeper experience than 

younger academics with regard to their work. This finding corroborates Robins (2001) arguments that age 

significantly influences job satisfaction with older employees being more satisfied than the younger ones due to 

the experience they have gained. The outcome of the present study is also in line with the findings reported by 

(Nester & Leady, 2000; Saba, 2011) who in their studies found significant age differences in job satisfaction of 

university academics with older academic staff reporting higher job satisfaction than younger academic staff. 

However, the finding of this study disconfirms the findings of Cano and Miller (1992) who in a study found no 

significant effect of age on job satisfaction of employees. This is also underscored by (Green, 2000; Andrews, 

1990) who in their studies reported that age does not significantly influence job satisfaction of workers. 

The possible reasons advanced in the literature for age differences in job satisfaction include the benefits 

that come with maintaining a long career, including higher salaries, fringe benefits and success in the work place. 

It must be pointed out that, although, the present study also found age as a significant predictor of job 

satisfaction among university academics in Ghana, it is possible that it may not be as a result of salary or fringe 

benefits. This is because both the young and the older academics in public and private universities in Ghana are 

not satisfied with the kind of salary and allowances as well as other paid-for activities such as research and 

supervision.  

Also, one cannot rule out the differences in value orientation between the young and the old as a possible 

explanation for the significant age difference in job satisfaction among university academics in Ghana. It should 

be noted that younger workers have different values and motivation compared to older workers. The older 

university academics most probably would have different goals and motivation as compared to younger 

university academics and this may have accounted for the differences in their levels of job satisfaction. Another 

possible explanation for the age differences in job satisfaction among academic staff in Ghana could be 

attributed to the fact that most young university academics are still upwardly mobile and with age on their side 

they are most likely to explore other job opportunities or to seek for greener pastures in developed economies. 

Based on the findings, the study rejects the hypothesis that age does not have a statistically significant impact on 

job satisfaction among academic staff of public and private universities in Ghana.  

To explore the impact of rank and category of university (public and private) on job satisfaction of academic 

staff of universities in Ghana, the two-way between group analysis of variance (ANOVA) was conducted. 

Respondents were divided into five groups according to their academic ranks (Group 1: Assistant lecturer; Group 

2: Lecturer; Group 3: Senior lecturer; Group 4: Associate professor; Group 5: Professor). The ranks of the 

academic staff and category of university (public and private) were treated as the independent variables while the 

dependent variable was job satisfaction. Also, a post-hoc test was conducted using Tukey HSD to find where the 
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actual differences occur. In order to quantify the differences and also to know the margin of the differences, the 

eta square value was calculated for the differences if any. The descriptive statistics of the rank of academic staff, 

category of university and job satisfaction are shown in Table 5. 

Table 5 

Descriptive Statistics of Academic Rank and University Category with regard to their Level of Job Satisfaction 

Academic rank of respondent 
Category of 

university 
Mean Std. Dev. N 

Assistant lecturer Public 3.39 0.50 68 

Private 2.66 0.51 8 

Total 3.32 0.55 76 

Lecturer Public 2.87 0.51 137 

Private 3.03 0.57 15 

Total 2.88 0.52 152 

Senior lecturer Public 3.60 0.54 86 

Private 3.37 0.79 8 

Total 3.58 0.56 94 

Associate professor Public 3.32 0.59 25 

Private 4.08 0.12 2 

Total 3.37 0.61 27 

Professor Public 3.37 0.35 8 

Private 3.83 0.56 4 

Total 3.53 0.46 12 

Total Public 3.22 0.61 324 

Private 3.17 0.70 37 

Total 3.22 0.61 361 
Source. Field data, 2014 (N = 361). Dependent Variable: Job satisfaction. 

 

As shown in Table 5, academic staff who were at the rank of assistant lecturer (Mean = 3.39, Std. Dev. = 

0.50) and senior lecturer (Mean = 3.60, Std. Dev. = 0.54) of public universities were more satisfied than those in 

the private universities. However, academic staff who were at the rank of lecturer (Mean = 3.03, Std. Dev. = 

0.57), associate professor (Mean = 4.08, Std. Dev. = 0.12) and professor (Mean = 3.83, Std. Dev. = 0.56) of 

private universities were more satisfied with their job than their counterparts with similar ranks in the public 

universities. The mean difference shows that academic staff of public universities (Mean = 3.22, Std. Dev. = 0.61) 

are slightly ahead of their private counterparts (Mean = 3.17, Std. Dev. = 0.70) in terms of their levels of job 

satisfaction.  

As Table 6 shows, there was a statistically significant difference at the p < 0.05 in the academic staff levels 

of job satisfaction for the five groups [F (4, 356) = 26.68, p = 0.00]. The actual difference in mean scores 

between the groups was very large (Cohen, 1988). The magnitude of the difference between the various ranks 

among the academic staff with regard to their job satisfaction was 23.1 percent. The effect size calculated using 

eta square, was 0.231. 

Post-hoc comparisons using the Turkey HSD test indicated that the mean scores for lecturers (Mean = 2.89, 

Std. Dev. = 0.52) were significantly different from assistant lecturers (Mean = 3.32, Std. Dev. = 0.55), senior 

lecturers (Mean = 3.58, Std. Dev. = 0.56), associate professors (Mean = 3.38, Std. Dev. = 0.61) and professors 

(Mean = 3.53, Std. Dev. = 0.47). Table 6 further shows that there is a significant difference between senior 

lecturers and assistant lecturers. 

The findings in Table 6 also show that lecturers within the universities in Ghana were the least satisfied with 

their job than any other academic ranks in the universities. Senior lecturers were the most satisfied followed by 

professors, and associate professors. Some possible reasons could be assigned to senior lecturers as the most 
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satisfied among the ranks. In the first place, it is possible that university academics that are young and are 

promoted as senior lecturers have the opportunity to rise to other higher ranks. In other words, young academic 

staff that have been promoted to the rank of senior lecturer have the potentials and capabilities to climb the 

academic ladder to top ranks such as associate professor and professor. Secondly, they have the opportunity to 

take part in certain key decisions and also to be appointed as departmental heads. On the other hand, the older 

university academics who are promoted as senior lecturers would naturally be satisfied with their job all things 

being equal because they would be given the opportunity to serve on post retirement contract. 

Table 6 

Rank Differences in Job Satisfaction among Academic Staff of Universities in Ghana 

(I) Academic rank of 

respondent 

(J) Academic rank of 

respondent 

MD 

(I-J) 
Sig. 

 

F 

 

p-value 

Eta 

square 

Assistant lecturer Lecturer 0.43
*
 0.00 26.68 0.00 0.231 

Senior lecturer Assistant lecturer 0.26
*
 0.02    

Lecturer 0.69
*
 0.00    

Associate professor 0.21 0.42    

Professor 0.05 0.99    

Associate professor Assistant lecturer 0.054 0.99    

Lecturer 0.49
*
 0.00    

Professor Assistant lecturer 0.21 0.74    

Lecturer 0.64
*
 0.00    

Associate professor 0.15 0.93    

Source. Field data, 2014. *p<0.05 (N = 361). 

 

Based on the results, the study rejects the hypothesis that academic rank does not have a statistically 

significant impact on job satisfaction among academic staff of public and private universities in Ghana. The 

finding of this study confirms the findings of Oshagbemi (2003) who in a study found a significant effect of rank 

on job satisfaction of university academics. The foregoing also gives credence to what was reported by (Noble & 

McCornic, 2008; Ssenga & Garrett, 2005) who in their studies found significant effects of rank on levels of job 

satisfaction of workers. It is also in line with the perspectives of Holden and Black (1996) who reported 

significant effect of academic rank on the levels of job satisfaction and productivity among psychologists 

employed as faculty members in a medical school with employees at higher ranks having displayed higher levels 

of job satisfaction and productivity when compared with those at lower ranks. 

The general trend indicates that higher rank employees report higher levels of job satisfaction because 

higher level jobs tend to be more complex and have better working conditions such as pay and promotion 

prospects. This corroborates Ssenger and Garrett (2005) argument that among Ugandan university academics 

rank is a significant predictor of job satisfaction therefore, significant differences exist in levels of job 

satisfaction between the various academic ranks. However, the foregoing is in sharp contrast to Platsidou and 

Diamatopoulou (2009) who indicated in their study that academic rank had no significant impact on job 

satisfaction which also underscores the results revealed in a study conducted in Northern Cyprus that no 

significant differences exist in job satisfaction between the various academic ranks because the level of job 

satisfaction among academics did not increase with rank (Eyupoglu & Saner, 2009). 

To investigate any significant impact of marital status on job satisfaction among academic staff of public 

and private universities in Ghana, the Two-way between groups Analysis of Variance (ANOVA) was employed. 

The marital status of the respondents were in four groups (Group 1: Single; Group 2: Married; Group 3: 

Divorced; Group 4: Widowed). The dependent variable considered was job satisfaction while the independent 

variables were marital status of respondents and university category (public and private). Also, a post-hoc test 

was conducted using Tukey HSD to find where the actual differences occur. In order to quantify the differences 
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and to know the margin of the differences, the eta square values were calculated. The descriptive statistics of the 

preliminary analysis is depicted in table 7. 

Table 7  

Descriptive Statistics of Marital Status and University Category with regard to their Level of Job Satisfaction 

Marital status of respondent Category of university Mean SD n 

Single Public 3.17 0.55 59 

 Private 2.75 1.09 4 

 Total 3.14 0.59 63 

Married Public 3.23 0.61 261 

 Private 3.13 0.61 30 

 Total 3.22 0.61 291 

Divorced Public 3.83 1.18 2 

 Private 4.08 0.12 2 

 Total 3.96 0.69 4 

Widowed Public 3.50 0.47 2 

 Private 4.17 0.0 1 

 Total 3.72 0.51 3 

Total Public 3.22 0.61 324 

 Private 3.17 0.71 37 

 Total 3.22 0.62 361 
Source. Field data, 2014. (N = 361). Dependent Variable: Job satisfaction. 

 

Table 7 shows that academic staff who are single (Mean = 3.17, Std. Dev. = 0.55) and married (Mean = 3.23, 

Std. Dev. = 0.61) with regard to their marital status in public universities are more satisfied than those in the 

private universities. However, in relation to academic staff who are divorced (Mean = 4.08, Std. Dev. = 0.12) and 

widowed (Mean = 4.17, Std. Dev. = 0.0) of private universities, their levels of job satisfaction are higher than 

those who are divorced and widowed in public universities.  

As Table 8 shows, there was a statistically significant difference at the p < 0.05 level in the marital status of 

academic staff of universities in Ghana with regard to their job satisfaction for the four groups [F (3, 357) = 2.95, 

p = 0.03]. The effect of the actual difference in mean scores between the groups was small. The effect size 

calculated using eta square, was 0.024.  

Table 8 

Marital Status Differences among Academic Staff Regarding their Level of Job Satisfaction in the Universities 

(I) Marital 

status 
N Mean 

Std. 

Dev. 

(J) Marital 

status 

MD 

(I-J) 
Sig. F P-value 

Eta 

square 

Single 63 3.14 0.59 Married -0.08 0.81 2.95 0.03 0.024 

   Divorced -0.82
*
 0.05    

   Widowed -0.58 0.38    

Married 291 3.22 0.61 Divorced -0.74 0.08    

   Widowed -0.50 0.49    

Divorced 4 3.96 0.69 Widowed 0.24 0.96    

Widowed 3 3.72 0.51       

Total  361 3.22 0.62       

Source. Field data, 2014. *p<0.05 (N = 361). 

 

Post-hoc comparisons using the Turkey HSD test indicated that the mean score for academic staff who are 

single (Mean = 3.14, Std. Dev. = 0.59) is significantly different from those who are divorced (Mean = 3.96, Std. 

Dev. = 0.69). The descriptive statistics of the categories further showed that university academics that are 

divorced are more satisfied with their jobs than any of the groups, followed by those that are widowed.  

The study therefore rejects the hypothesis that marital status does not have a statistically significant impact 
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on job satisfaction of public and private university academics in Ghana. The finding of the current study that 

marital status has a statistically significant impact on job satisfaction of academic staff of public and private 

universities in Ghana confirms the finding of Certin (2006) who in a study reported that marital status 

significantly effects job satisfaction of workers. The foregoing is also in line with the findings by (Olatunji, 2014; 

Rogers & May, 2003) who in their studies concluded that marital status had a significant impact on levels of job 

satisfaction of workers. However, the finding of this study disconfirms the finding of Sonnert and Holton (1995) 

who in a study found no significant impact of marital status on job satisfaction.  

The possible explanation for this finding on university academics who are divorced to be the most satisfied 

followed by those who are widowed in Ghana is that academic staff who are divorced or widowed do not have 

any marital commitment with their spouses. They can therefore stay at work for longer hours and come home at 

will considering the fact that in academia one needs a lot of time to conduct research and publish in order not to 

perish. It must be pointed out that in the Ghanaian socio- cultural setting, marriage comes with certain 

responsibilities. Therefore, combining work with marital responsibilities put some constraints on the individual 

and if not properly managed can affect job satisfaction levels. It is also possible that university academics that 

are divorced or widowed have older children who are well established and therefore they have enough time to 

concentrate on their profession as well as career development.  

To examine the gender differences in job satisfaction, an independent sample t-test was conducted to 

compare male and female academic staff levels of job satisfaction. Prior to the data analysis, the assumptions of 

Independent samples t-test were assessed. The assumptions of Independent samples t-test are normality and 

homogeneity of variance. Homogeneity of variance was assessed with Levene’s test and equal variances were 

assumed. The results are presented in Tables 9, 10 and 11.  

In order to examine the difference in job satisfaction between male and female academic staff, the study first 

of all segregated the data between public and private universities and analyzed them separately before combining 

them together to examine the difference between all the respondents. Tables 9 and 10 present the results on 

private and public universities respectively. 

Table 9 

Gender Differences in Academic Staff Level of Job Satisfaction in Private University 

Variable Gender N Mean Std. Dev. t-value p-value 

Job satisfaction Male 25 3.13 0.78 -0.77 0.45 

Female 12 3.32 0.54   

Source. Field data, 2014. (N = 37). 

The results in Table 9 shows that there is no statistically significant gender difference in male academic staff 

(Mean = 3.13, Std. Dev. = 0.78) and female academic staff (Mean = 3.32, Std. Dev. = 0.54) levels of job 

satisfaction [t = -0.77, df = 35, p = 0.45] of private universities in Ghana. With regard to public universities, as 

Table 10 shows, there is no statistically significant gender difference in male academic staff (Mean = 3.22, Std. 

Dev. = 0.61) and female academic staff (Mean = 3.23, Std. Dev. = 0.59) levels of job satisfaction [t = -0.15, df = 

322, p = 0.87] of public universities in Ghana.  

Table 10 

Gender Differences in Academic Staff Level of Job Satisfaction in Public University 

Variable Gender N Mean Std. Dev. t-value p-value 

Job satisfaction Male 262 3.22 0.61 -0.15 0.87 

Female 62 3.23 0.59   

Source. Field data, 2014. (N = 324). 

 

Since there were no gender differences among respondents in public and private universities, the study 

combined the data of both groups to further analyze to see whether there would be any differential. The results 
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are presented in Table 11. 

Table 11 

Gender Difference in University Academic Staff Levels of Job Satisfaction  

Variable Gender N Mean Std. Dev. t-value p-value 

Job 

satisfaction  

Male 287 3.21 0.63 -0.47 0.64 

Female 74 3.25 0.58   
Source. Field data, 2014. (N = 361). Where N = sample size and Std. Dev. = standard deviation. 

 

The results in Table 11 indicate that there is no statistically significant gender difference in male academic 

staff (Mean = 3.21, Std. Dev. = 0.63) and female academic staff (Mean = 3.25, Std. Dev. = 0.58) levels of job 

satisfaction [t = -0.47, df = 359, p = 0.64].  

Based on the results in Table 11, the study fails to reject the hypothesis that there is no statistically 

significant difference in the job satisfaction levels of male and female academic staff of universities in Ghana. 

On the issue of no gender differences with regard to job satisfaction, the result of the current study provides 

credence for the studies by (Azim, Haque & Chowdhurry, 2013) that established no significant gender 

differences in levels of job satisfaction and reported that both males and females were satisfied with their jobs. It 

is also consistent with the perspectives of Castillo et al., (2008) who noted that both males and females have 

reported no significant gender differences in their levels of job satisfaction. However, the result of this study is 

not consistent with the findings of (Ward & Sloane, 2000; Clark, 1997; Long 2005) who in their studies found 

significant gender differences in levels of job satisfaction which also underscores the results revealed in a study 

by Olatunji (2014) that significant gender differences existed in job satisfaction among employees with males 

reporting high levels of job satisfaction than females. 

The possible explanation that could be given to the current finding that established no significant gender 

difference in job satisfaction between male and female academic staff of universities in Ghana is that female 

academics most probably have same expectations as their male counterparts. Therefore, they have similar levels 

of job satisfaction. This is supported by (Barber, 1986; Jayaratne & Chess, 1984; Rentner & Bissland, 1990) who 

reported no significant differences between male and female employees with regard to promotion, financial 

rewards, work environment and role conflict. It must be noted that within the psychosocial environment in which 

this study was conducted, the public and private universities have equal level playing fields for both male and 

female academic staff with regard to appointment and promotion, work environment as well as salary and 

allowances.  

Looking at the results, and considering the fact that academia in Ghana is male dominated, the dominance of 

males in the system could have accounted for differences in job satisfaction of university academics. This is 

because it is argued that in a male dominated culture, a woman is expected to accept whatever is given to her as a 

privilege and not as a right. It should be noted that although, other reasons beyond the scope of this study may 

have accounted for the results observed, it has been ascertained that gender does not significantly influence job 

satisfaction among university academics in Ghana. Therefore, whether one is a male or a female does not have 

an influence on such an individual’s levels of job satisfaction. 

3.1 Implications for practice  

This study has shed light on job satisfaction among academic staff of universities in Ghana. Academic staff 

is a significant part of a modern research university. They are an important repertoire of professional skills, 

possess a wealth of institutional knowledge, provide essential resources, and work alongside Administration in 

realizing the University’s mission. The implications are self-evident for university management and governing 

bodies. If academic staff are to be encouraged to experience higher job satisfaction then they should be 

supported to progress through the academic ladder without difficulties. Their work environment including 

decision making, promotion and reduction in role conflict and increase in financial rewards (Barber, 1986; 
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Jayaratne & Chess, 1984; Rentner & Bissland, 1990) should not be compromised. 
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