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ABSTRACT 

Changing .demographic characteristics of the American 

workforce include increased lev~ls of education and 

increased numbers of females. In 1979, females became a 

majority in the workforce and in higher education. Little 

research has been conducted on the impact of education and 

gender on job satisfaction since these changes have occurred. 

The purpose of this study was to investigate the 
.-

differences in job satisfaction associated with level of 

education and gender. The data of the National Longitudinal 

Study of the High School Class of 1972 were used to answer 

the research questions: (1) Were there significant 

differences among education levels when measured by any of 

three measures of job satisfaction? and (2) Were there 

significant differences between males and females on any of 

the three measures of job satisfaction? Three levels of 

education were used, these were: high school graduate, two-

year college graduate, and four-year c~llege graduate were 

the independent variable for education. Since the literature 

indicated job level, ability, and socioeconomic status could 

influence job satisfaction, they were included in the 

analysis as. covariates. 

Multivariate analyses were used to determine whethe~ 

education, gender or the interaction of these independent 

ix 
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variables resulted in significant differences on any of the 

three measures of job satisfaction. The multivariate 

analyses indicated that there were significant differences 

for both level of education and for gender on the job 

satisfaction variables considered simultaneously. There was 

no significant interaction between the education and gender 

variables. 

Univariate analyses indicated that there were 

significant differences for both education and gender on the 

internal job satisfaction measure, but not on the external 

or overall measures. The Scheffe post hoc test was used to 

identify which levels of the education variable were 

responsible for the significant differences found. Two-year 

college graduates and four-year college graduates were found 

to be more satisfied with the ~nternal aspects of their jobs 

than high school graduates. Similarly, males were found to 

be more satisfied with the internal aspects of their jobs 

than were females. 



CHAPTER 1 

INTRODUCTION 

Without work all life goes rotten. But when work is 
soulless, life stifles and dies. Albert Camus 

The focus of this study was on the relationship of 

job satisfaction to level of education for males and females 

in the American labor force. Although historically workers 

with college degrees have enjoyed greater economic rewards 

and other satisfactions than their nondegreed counterparts, 

declines have recently been noted in the economic advantages 

of education (Freeman, 1976), as well as in workers' job 

satisfaction (Andrisani~ 1978; Quinn and Staines, 1979). 

Female workers are of particular concern since, after 1979, 

they have outnumbered males both in higher education 

(Kemmerer, 1982) and in the labor force (O'Toole, 1981). 

The impact of increasing educational levels and changing 

gender mix of workers is examined in this chapter in 

relation to recent changes in job satisfaction levels. 

Statement of the Problem 

Although job satisfaction has been researched 

extensively in the last decade, the complexity of the 

subject and the limitations of the research have left ma~y 

1 
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questions unanswered. Researchers have agreed that level 

of job satisfaction have changed significantly for nearly 

all groups of American workers, but they have not agreed on 

the extent to which differences in job satisfaction may be 

associated with gender and level of education (Mortimer, 

1979, p. 9; Christopher, 1979, p. 85). Recent demoqra~hic 

changes in the work force have made the impact of gender and 

level of education on job satisfaction unclear. The number 

of females in the work force and in higher education 

increased, for example, until in 1979 females constituted a 

majority of the work force (O'Toole, 1981, p. 141) and of 

those attending institutions of higher education (Kemmerer, 

1982, p. 165). Another changing demographic factor has been 

the increasing mean level of educational attainment in the 

work force. Although education beyond high school was 

required for only 20 percent of available jobs, up to two

thirds of the 18- to 21-year-old age group were anticipated 

to take postsecondary educational training of some sort in 

the foreseeable future (Carnegie Commission, 1973, p. 2). 

While the number of 18- to 2l-year-olds in the population 

decreased by about 1 million students between 1970 and 1983, 

the proportion of this age group attending postsecondary 

institutions increased from 26.3 percent in 1970 to 32.9 

percent in 1983 (Bureau of the Census, 1984). Mean levels 

of education in the work force have increased, while 

research has found that professional and managerial 
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positions have not increased at a rate sufficient to absorb 

the greater number of college educated labor-force entrants 

(Upjohn Institute for Employment Research, 1973, p. 134). 

The great majority of job satisfaction 5tudies were 

accomplished before these changes in education level and 

gender 

tionable 

mix occurred. Since there is a natural and unques

relationship between level of education and work, 

it is important that a current study be conducted (O'Toole, 

1977, p. 33). The object of the study reported here was to 

make a detailed examination of the recent relationship of 

job satisfaction to level of education and to gender. 

Background 

The contribution of job satisfaction to an 

individual's sense of well-being provides a central 

motivation for job satisfaction research. Job satisfaction 

is often seen as a significant component in life 

satisfaction (Carroll, 1973, p. 38). Satisfaction with 

one's chosen vocation is the best predictor of longevity, 

according to a fifteen year longitudinal study of aging by 

House (1974). Not only does satisfaction at work relate to 

physical health, it contributes to the formation of an 

individual's identity, as well as to the quality of 

performance at work (O'Toole, 1973, p. 32). Additionally, 

adjustment to work and satisfaction with it appear to be 

important factors in general life adjustment. These and 
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other concerns about how job satisfaction is associated with 

general well-being have led to more" elaborate concepts 

regarding the components of job satisfaction. 

Until the 1970s, most job satisfaction research 

analyzed the characteristics an~ problems of the work place 

in order to understand the dynamics of job satisfaction. 

Research focused mostly on the "process" side of 

satisfaction by examining what takes place on the job, such 

as corporate level reward systems, work rules, and so on. 

Since the early 1970s, job satisfaction research has focused 

considerably more on the "input" side of the equation, that 

is, on the charactistics of workers. In particular, age, 

education, and gender are more commonly studied as variables 

in job satisfaction research within the last decade. As 

Seashore and Taber (1975, p. 345) maintain: "It is 

essential to take demographic variables into account for 

they are the basis for much of the selective, nonrandom 

clustering of like people in like jobs and job 

environments. II Such increasingly elaborate views of the 

determinants of job satisfaction have also been accompanied 

by developments in the measurement of job satisfaction 

components. 

A 

satisfaction 

significant 

critical examination of the 

has been made possible and 

state of 

potentially 

job 

more 

by recent trends toward more sophisticated 
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measurement of job satisfaction. Until the last decade, 

single global measures of job satisfaction were used 

predominantly. The single measure was usually a variation 

of tha question: In general, how satisfied are you with 

your job? 

Recently, researchers have been asking additional 

questions to probe many other aspects of job satisfaction, 

such as how personal and work-related factors affect job 

satisfaction. This use of additional questions to increase 

the sophistication of measurement of job satisfaction has 

coincided with the observation of significant decreases in 

job satisfaction in all groups regardless of age, sex, or 

race (Andrisani, 1978, p. 90). Whether this change is due 

to more sophisticated measures or to actual decline in job 

satisfaction is not clear. Mortimer (1979, p. 9) noted that 

a measurement deficiency in earlier studies may at least 

partially account for the reported stability of job 

satisfaction before the declines observed from 1973 to free 

(overall) measures did not indicate increasing 

dissatisfaction from 1969 to 1977. However, the few 

multiple-item scales ~sed in 1973 and 1977 indicated 

significant declines in job satisfaction (p. 9). 

Despite increased measurement sophistication, little 

consensus has been reached on the determinants of job 

satisfaction (Quinn and Staines, 1979; Andrisani, 1978). The 

conflicting results indicate a need for further study. In 
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addition to decreased overall job satisfaction in most age

gender-race groups (Andrisani, 1978, p. 90), there have been 

several important demographic changes occurring in the last 

decade that may have had significant impact on the state of 

reported job satisfaction. These include: 

1. Increased enrollment in higher education (NCES, 

1982, p. 71), 

2. Increased enrollment of females in higher education 

to the point where they constitute a majority 

(Kemmerer, 1982, p. 165), 

3. Increased participation of females in the labor 

force to the point where they constitute a 

majority (O'Toole, 1981, p. 141), 

Increased enrollment rates in higher education have 

been reported to have had an impact, alone or in combination 

with other variables, on changes in the overall level of job 

satisfaction (Weaver, 1979, p. 74). This impact could be 

partially explained by increased employment expectations of 

college graduates. For example, Wise and Charner (1978, p. 

11) found that "persons who go to college usually anticipate 

getting better jobs with greater responsibilities and 

higher salaries." When these expectations are not fulfilled 

job dissatisfaction is a likely result. 

In contrast to these expectations, Christopher (1979, 

p. 85) noted that "jobs have failed to change with the 
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increased educational attainments and concomitant expec

tations of the work-force. II Workers entering the work force 

have education levels 50 percent higher than those leaving 

(p. 8~). The labor market is not able to keep up with the 

increased expectations of a more educated workforce 

(Hoerr, 1979, p. 69). Employment trends do not point to 

immediate improvement of this situation. 

Interest in educational attainment is expected to 

continue, especially among women. The National Center for 

Educational Statistics (NC~S, 1982, p. 73) indicated that, 

although the number of high school graduates from all public 

and private schools will decrease from 3.1 million in 1979-

80 to 2.4 million by 1990-91, the number of bachelor's 

degrees conferred will decrease only minimally. The 

percentage of females in higher education has increased 

dramatically; fully half of bachelor's degrees awarded went 

to females by 1980-81 (p. 165). The proportion of females 

in higher education increased from 49 .. 9 percent in 1978 to 

51.6 percent in 1982 and is projected to rise to 52.3 

percent by 1990 (p. 166). 

Reports on the impact of this increased education on 

job satisfaction have varied widely. On the positive side, 

the graduates of four-year programs have been well satisfied 

with their education and their jobs (Padilla, 1975, p. 

13). Even in low-paying jobs, graduates have expressed 

satisfaction; in one study 47 percent of non-professionally 
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with their employed college graduates were very satisfied 

jobs (Bisconti and Solmon, 1977, p. 7). 

Mandilovitch (1977) found evidence for a 

Quinn and de 

"credentialling 

effect II in which those who earned degrees had significant 

increases in job satisfaction. According to one study, only 

4 percent of graduates were IInot at all satisfied" (Bisconti 

and Solmon, 1977, p. 7) which indicated that there was no 

substantiation for the allegation that job satisfaction of 

college graduates is declining. 

In contrast to these reports, a number of 

researchers have reported that the most dissatisfied 

workers are those who were too highly educated for their 

jobs <Quinn and de Mandilovitch, 1977, p. vi). Their 

research also found no increment in job satisfaction for 

each year of education, and no correlation between education 

level and job satisfaction among workers who had not gone 

to college (p. v). Increased levels of education have been 

found to increase income but not job satisfaction (Spaeth 

and Handler, 1979, p. 12; Glenn and Weaver, 1982, p. 46). 

Significantly less job satisfaction was commonly found among 

workers whose education did not result in completion of a 

degree (Quinn and de Mandilovitch, 1977, p. v). In 

addition, Weaver (1979, p. 71) suggested that if the job 

satisfaction of educated females differed from that of their 

male counterparts, then the increased number of educated 
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females in the work force would be likely to affect mean 

levels of job satisfaction. 

Findings on the association of gender and job 

satisfa~tion also have been inconsistent. Although some 

research has indicated that males are more satisfied than 

females (Shapiro, 1975, p. 389; Padilla, 1975, p. 13), there 

have also been reports of females being more satisfied 

(Cross, 1971, p. 107; Andrisani, 1978, p. 90). The majority 

of studies have shown, however, that in spite of generally 

lower levels of salary and job status for females, there are 

few differences in the job satisfaction between males and 

females (Kavanaugh and Halpern, 1977, p. 67; Bisconti and 

Solmon, 1977, p. 7). Recent research has indicated that, 

although the ingredients of job satisfaction for females may 

initially be different from those of males (Kerr, 1979, 

p. 42), femaies like males soon assign greater importance to 

the financial rewards of work when ranking the components of 

job satisfaction (Crosby, 1982, p. 171). 

Most of the literature since 1978 has indicated that 

job satisfaction has been declining. Significant declines 

in job satisfaction were found in nearly all age-sex-race 

groups studied by Andrisani (1978 p. 245). This decline 

consisted largely of a change to lower levels of 

satisfaction within those groups still reporting some 

satisfaction, 

dissatisfied. 

rather than a polar swing from satisfied to 

Quinn and Staines (1977) also found substan-
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from 1972 to 1977. Similar results were reported by 

Mortimer (1979), Gallup Polls of Public Opinion (1978), and 

by O'Toole (1973). 

In summary, recent studies have shown declines in job 

satisfaction. Since these decline~ may have an effect on 

workers' health and well-being, it has become important to 

study these changes. Over the last few decades, the number 

of stUdies has increased and research on job satisfaction 

has evolved from an examination of the process side of work, 

i.e., what takes place on the job, to include the input side 

as well, i.e., those characteristics specific to the workers 

themselves. At the same time, measurement sophistication 

has improve~. Originally only global aspects of job 

satisfaction were measured. More recently specific aspects 

of job satisfaction have also been included. These changes 

in what is measured as well as in how it is measured have 

led to more elaborate conceptualizing of the nature of job 

satisfaction. 

Conceptual Framework 

The classic IItwo-factor theoryll work of Herzberg, 

Mausner, and Snyderman (1959) provided the conceptual 

framework for this study. Their motivation-hygiene theory 

was drawn from a study of 200 engineers and accountants who 

were asltet.. to describe times when they felt especially 

satisfied as well as times when they felt especially dissa-
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When these "critical incidents" 

were grouped together on a logical basis, satisfaction was 

found to depend on motivators such as achievement and 

advancement, while dissatisfaction was found to result from 

hygiene factors such as working conditions, supervision, and 

company policy. In the present study these hygiene factors 

are referred to as external aspects of job satisfaction, and 

Herzberg's motivators are referred to as the internal 

aspects of job satisfaction. 

The use of motivation-hygiene theory is particularly 

appropriate to this study since the two specific job 

satisfaction measures used here, internal and external 

measures, can be equated to Herzberg's two categories. The 

internal job satisfaction aspecte used in the present study 

originate within the worker and belong in the motivation 

factor category of Herzberg; and the external job 

satisfaction aspects originate outside the worker and belong 

in the hygiene category. 

The two-factor theory suggests that workers who score 

high on satisfaction with their job as a whole will also 

score generally high on the motivator (internal) group of 

factors. In contrast, workers who score high on hygiene 

(external) factors may not score high on job satisfaction as 

a whole because these factors are thought to ameliorate 

dissatisfaction rather than generate positive feelings. 
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Consistent with the Herzberg model, the importance 

of internal aspects over external aspects in producing 

higher levels of job satisfaction may relate to the higher 

levels ~f education often associated with higher level jobs. 

For example, Kahn (1981, p. 23) found that preferred occu

pations, such as those in management and the professions, 

were associated with higher levels of job satisfaction. It 

would also be consistent with the Herzberg model to find 

that females, including more educated females, 

simultaneously report high levels of satisfaction on 

external (hygiene) aspects and low overall job satisfaction. 

On the other hand, higher educational attainment may allow 

for increased vocational choices and thus relate to higher 

satisfaction on both internal and overall aspects. Examples 

of consistency in the relationship of hygiene factors in 

employment to lower order needs are readily found in the 

literature. Kahn (1981 p. 29) found that nonmanagerial 

employees' needs were primarily lower order (external) needs 

and that professionals and managers aimed to satisfy higher 

(internal) needs. Dickson (1975, p_ 44) similarly observed 

that workers in lower level occupations are more likely to 

be motivated by external needs. In general, the implication 

of the "two-factor" model is that overall satisfaction with 

the job will predominantly be found among those who report 

satisfaction of internal aspects. 
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Data Base 

The data base selected for this study was the 

National Longitudinal Study of the High School Class of 1972 

(NLS) •. The NLS collected data on the vocational and 

educational plans, activities, and aspirations of 

approximately 22,000 respondents who were twelfth-grade 

students, enrolled in all public, private, and church

affiliated schools in the 50 states and in the District of 

Columbia in 1972 (Levinsohn et al., 1978, p. 5). These 

students were chosen to be representative of the national 

population of twelfth-graders in that year. The final NLS 

sample included 1,318 schools and 23,451 students (p. 

19). This cohort was followed up in 1973, 1974, 1976 and 

1979 (p. 89). TIle data for the present study came from the 

Base Year (1972) and the Fourth Follow-up surveys (1979). 

Purpose 

The purpose of this study was to examine the 

differences in job satisfaction asssociated with level of 

education and gender. The large nat~onal sample of workers 

in the NLS and the detailed measurement of job satisfaction 

contained 

examining 

therein 

the way 

satisfaction. 

were used to provide a 

education and gender 

foundation 

relate to 

for 

job 
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Significance 

This study was intended to provide a more complete 

and accurate assessment of the relationship of job satis

factio~ to education and gender for individuals working 

less than eight years after graduation. By providing more 

detailed and recent information on a sample of young 

workers, this 

state of job 

study was designed to clarify the current 

satisfaction and the possible effects of 

education and gender on that satisfaction. This study 

attempted to control for three variables (covariates) often 

considered in the literature to be related to job 

satisfaction: aptitude, socioeconomic status, and level of 

job. For example, Schultz found (1982, p. 295) that 

aptitude is associated with job satisfaction, usually 

through its relationship with education. Brittain (1977) 

found that parental socioeconomic status significantly 

impacted sons' and daughters' careers. Kahn (1981, p. 22) 

showed a relationship between job satisfaction and job 

level, through job prestige. 

The current inconsistencies in scholarly research can 

be a barrier to those who want to better understand the 

relationship of education and gender to job satisfaction. A 

clearer picture of these issues would be of potential use to 

a number of groups. Employers and workers may ultimately be 

able to better select a person for a given job by having 

clearer and more detailed information on how education and 
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gender relate to job satisfaction. Makers of public policy 

may be interested in a current assessment of job satis-

conditions among young American workers. faction 

students, as well as· those funding and managing 

Finally, 

higher 

education, may be concerned with the variation of education 

and job satisfaction. 

Definitions 

Aptitude or Academic Ability Index 

Academic ability was determined from the composite 

value of base-year NLS test scores in four areas: 

vocabulary, reading, letter groups, and mathematics. The 

mean of the four standardized scores served as an ability 

index (Fetters, 1976, p. 2). 

Four-Year College Degree 

This study included in this category those in 

the NLS who reported receiving a four-year or five-yea~ 

degree. 

High School Graduate 

This study included in this category only those high 

school seniors who reported receiving a high school diploma 

in 1972. 
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Job Satisfaction 

In general, this was defined as a positive emotional 

state resulting from the appraisal of one's job or job 

experience (Locke, 1976, p. 1300). In the NLS, eleven 

aspects of job satisfaction were measured (see Appendix A 

for a copy of the question). In the present study each of 

these was categorized into one of three sub-measures: 

internal, external, and overall job satisfaction. The 

internal measure was derived by summing workers' ratings on 

the following five aspects: 

1. Importance and challenge, 

2. Opportunity for promotion and advancement with this 

employer, 

3. Opportunity for promotion and advancement in this 

line of work, 

4. Opportunity for developing new skills, 

5. Opportunity to use past training and education. 

The external measure was derived by summing workers' 

ratings on the following five aspects: 

1. Pay, 

2. Fringe benefits, 

3. Working conditions, 

4. Supervisor(s), 

5. The pride and respect workers received from family 

and friends for being in this line of work. 
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The facet-free (overall) measure of job satisfaction was a 

separate aspect in- which respondents were asked to rate 

their satisfaction with their job in general. 

Parental Socioeconomic Status Index (SES) 

The SES index used here was a composite of five 

components: father's education, mother's education, 

parents' income, 

Each component 

father's occupation, and household items. 

variable was standardized and then given 

equal weight in calculating the composite index (Fetters, 

1976, p. 2). 

Job Level 

Level of job was based on the Socioenomomic Status 

Index (SEI) of Duncan (1961) This index measured 

predominantly male occupations, using income and education. 

The higher status occupations were indicated by higher 

numbers on a scale ranging from 1 to 100. 

Two--year College Degree 

This study included in this category those 

individuals in the NLS who reported receiving two-year 

academic degrees as well as those who reported receiving 

two-year or three-year vocational degrees. 
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Research Questions 

This study examined the variation of job satisfaction 

in relation to level of education and to gender. The 

research questions addressed in this study were:. 

1. Are there differences among levels of education in 

job satisfaction, ~s measured by internal 

aspects? 

2. Are there differences among levels of education in 

job satisfaction, as measured by external aspects? 

3. Are there differences among levels of education in 

job satisfaction, as measured by satisfaction 

with the job as a whole? 

4. Are there differences between males and females in 

job satisfaction, as measured by internal aspects? 

5. Are there differences between males and females in 

job satisfaction, as measured by external aspects? 

6. Are there differences between males and females in 

job satisfaction, as measured by satisfaction 

with the job as a whole? 

Limitations 

There were several limitations to this investigation. 

First, the potential imprecision of the survey instrument 

(NLS questionnaire) due to response bias must be accepted as 

a limitation. In this regard, workers may tend to equate 

th~ir satisfaction with work to their worth as a person, and 
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consequently may be expected to inflate their scores. 

Second, the sample was limited to those who had completed 

high school only, a two-year degree (including three-year 

vocational degree) only,,- or a four- or five-year 

baccalaureate degree. Students who did not complete. high 

school were not considered, nor were those who completed 

graduate school. Partial completion of degrees was not 

considered. Third, this study was limited to individuals 

who graduated from high school in 1972 and fell into one of 

the above educational categories in 1979. Students 

completing college degrees after 1979 were not considered. 

Fourth, the amount of work experience varied among and 

between groups. Graduates of four-year programs may have 

had up to seven years of work experience, but generally the 

group which completed only high school had more work 

experience. Finally, the sample in this study followed a 

homogeneous age-cohort, so that extreme caution must be used 

in any generalization of the results of this study to other 

populations. 



CHAPTER 2 

REVIEW OF RELATED LITERATURE 

There is no paucity of research on job satisfaction. 

However, despite the publication of a large body of 

information on the subject within the past decade, research 

concerning the impact of demographic factors on the quality 

of job satisfaction of American workers is scarce. 

Furthermore, studies dealing with the effect of changing 

social conditions on job satisfaction do not agree on the 

impact of these changes. 

regards approaches to 

satisfaction. 

The literature is also diverse as 

defining and measuring job 

This review will begin with a brief discussion of the 

history of job satisfaction measurement and of the evolving 

factors defining it. The second section will describe 

changes in job satisfaction levels in the American work 

force between 1958 and the present. The next section will 

examine the interaction of education level, workers' 

expectations, and their job satisfaction. The final section 

will consider other aspects of job satisfaction, e.g., pay 

and position for males and females in the labor force. 
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rhe History 9f Job Satisfaction Measurement 

Resea.rchers have atte.pted aince the early 1930s to 

determine the extent to which Aaericans in the labor force 

have been satisfied with their work. Historically.. job 

satisfaction research has evolved fro. a narrow focus on 

work environaent factors. to social and attitudinal factors~ 

and finally to the Mfit- between the nature ot work and the 

individual's psycholoqical and social characteristics. 

Traditionally. the characteristics of the work place 

were analyzed to understand workers' actions in the job 

situation. Investiqations of fatigue reduction strateqies 

durinq and after Hbrld Mar I focused .ostly on the effects 

of workinq cond1t10ns and pay (Locke, 1976, p. 1300). The 

first intensive study of job satisfaction was Hoppock's 1n 

1935. He studied a variety of factors wbich potentially 

affect job satisfaction, . such as fatigue and supervision, 

which were previou~ly studied in isolation. He also 

included the later e.phasized factor of achieve.ent. The 

Hawthorne studies of Mayo and his colleaques (1933), just 

two years earli~r, focused on productivity rather than job 

satisfAction. Althouqh the Hawthorne studies ezaa1ned 

attitude and performance, they included aany co.ponentl 

usually seen as parts of job satisfaction. It was the work 

of Mayo (1933) and other Hawthorne researchers, rather than 

Hoppock, which had the qreater i.pact in shap1nq the future 

of job satisfaction relearch. That work led to the 
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emergence of the .. Human Relations .. movement <Locke, 1976, p. 

1299) . 

The second evolutionary stage of job satisfaction 

research stemmed from the "Human Relations" movement.. It 

stressed the role of the supervisor and the work group in 

determining employee satisfaction. Stimulated by the needs 

of the military in World War II, this movement reached the 

peak of its influence in the late 1950s and early 1960s 

<Locke, 1976, p. 1299). A new trend focusing on how work 

met the needs of individual workers was fostered by the 1959 

publication of Herzberg, · Mausner, and Snyderman's The 

Motivation to Work. This view argued that real satisfaction 

could only come from redesign of the work itself to allow 

individuals enough responsibility to enable them to grow 

intellectually. 

More recently, a third stage of job satisfaction 

research has emphasized the "fit" or congruence between the 

features of the work itself and the individual's 

psychological and social characteristics. Typical concerns 

in this stage were the relationship of workers' values to 

their differing responses to job experiences, the rewards 

they held important, and their dominant individual needs. 

These individual attributes varied according to the worker's 

education, age, gender, and other social characteristics. 

In a thorough review of theory and research on job 
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sat1sfact1on. Locke (1976) marshalled extensive evidence for 

the "fit hypothesis." He noted widespread aCJreeaent on this 

model. Wh1ch descr1bed" job sat1sfaction a8 essentially an 

inverse- function of the degree of dlacrepancy between the 

individual's work preferences anc:l actual work experiences. 

Locke further descr1bed job satisfact10n as the degree of 

match between the worker and the job--specifically. the 

matching of ezternal work features with 1nternal individual 

attr1butc$ (p. 1342). 

The increased complexity of this third viewpo1nt is 

best illustrated by the research on 1ndividual attributes 

and deaograpb1c factors. The often cited work of Seashore 

and Taber (1975) indicated that 1t was essential to cons1der 

demographic variables such as "education level and ~ender in 

accountin~ for job satisfaction. Researchers such as Heraan 

(1975). however. claiaed that positional, not individual, 

variables e:plained job satisfaction levels. Thepositional 

variables found important in predictin~ job satisfaction 

included job level. tenure. and depart.ent (Heraan. 1975. 

p. 298). Although the literature is indec1sive re~ard1n~ 

the do.inance of work characterist1cs over ind1vidual 

character1stics. Hart"iser (1979. p. 7) found. s1qn1f1cantly 

aore support for the work characteristics even beyond the 

arquaent that it i8 much .~re pract1cal to chan~e the 

attr1butes of work than to chan~e the attributes of workers. 



24 

Tbil variety of theoretical perspectivel on job 

aatisfaction hal encourged the study of ~ wide spectrum of 

factors. The literature indicates an evolution from a 

narrow rocul on environmental factor., such al illumination 

and noise, to the inclusion of such locia1 factorl &S aqe, 

education, and qender (Locke, 1976, p. 1298). 

This evolution in the number of factors seen as 

essential in understandinq what constitutes job satisfaction 

has been accompanied by a parallel evolution in the facets 

of job satisfaction measured on surveys. Prior to 1973, 

sinq1e items were used almost exclusively in national 

surveys of job satisfaction. A typical example was: All in 

all, how satisfied would you say you are with your job? 

Atter 1973, facet-specific ite.s, such as pay, as well as 

the q10ba1 item ahove, were included (guinn and de 

Mandi10vitch, 1977, p. v). Spaeth and Handler (1979, p. 12) 

noted that when specific facets were not used, the analysis 

rarely explained more than 20 percent of the variance in job 

satisfact10n. However, with the facet-specific measures 

added, the coefficent of determination was rouqhly doubled. 

Changes in Reported Job Satisfaction Levels 

Most studies prior to the last decade found hiqh and 

stahle levels of job satisfaction in all population groups. 

A series of ·seven national studies and eiqht public opinion 

polls conducted between 1958 and 1973 suqqested that there 
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was no lubltant1al chan,. 1n overall levell ot job 

satt.factlon over th18 per10d (Dav11 1977, p. 78'. Mortimer 

(1979, p. 8) found that job Gat1.tact10n was 1ncreas1ng up 

until 1~64, When it stabilized At a high level. 

Approximately 90 percent ot workers indicated that they were 

at least soaewbat satisfied with their jobs. Supporting 

these data was the f1ndinq that workers' descript10ns and 

evaluations revealed little change of working conditions 

bet~~en 1969 and 1973 (Quinn, Staines and HcCullough r 1977). 

S1milarly, the 1977 study ot college graduates by Solmon 

(1977, p. 7) tound no evidence of decline in job satis

faction. The coaprehensive and widely quoted study of Quinn 

and Shepard (1974), based on national surveys of workers in 

1969 and 1973, concluded that there had been no significant 

decrease in job satisfaction levels during that period. 

They found that stability in job satisfaction was 

characterist1c of the labor force in general, as well as of 

specific segments of the working population, such as 

females, younger workers, or groups with varying levels of 

education. 

The Quality of Employment Survey (Quinn and Staines, 

1979) offered a sharp contrast to this pattern of stability 

in job satisfaction levels. This work revealed substantial 

declines 1n overall job satisfaction, as well as with 

specific dimensions of work from 1973 to 1977. Areas 

indicating increased worker dissatisfaction' in 1977, 
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compared to 1973, included the challenqe encountered by 

workers 1n their jobs, opportunities to develop their 

abilities, pay, frinqe benefits, job security, and chances 

for promotion. Job satisfaction dropped in all educational 

cateqories, with the most siqnificant declines for workers 

with colleqe deqrees but without qraduate education. 

Mortimer (1979, p. 9) noted that this result was pervasive 

and strikinq, as almost all major qroups of the workinq 

population were affected. Additionally, he observed that 

the use of more sophisticated Bultiple-item scales of job 

satisfaction measurement durinq this period increased 

confidence in the reported decline durinq the 1973 to 1977 

period. 

Andrisani (1978) has also provided evidence that 

contradicts the findinq of studies show1nq stability of job 

satisfaction. He noted a siqnificant dec11ne 1n job satis

faction 1n nearly all eiqht of the aqe-sex-race qroups he 

examined fro. 1966 to 1972 (p. 245). Workers' job 

satisfaction levels dropped fro. 5 to 13 percentaqe pOints 

within seven of the eiqht qroups surveyed. S1nce almost all 

of the declines were froa "hi9hly satisf1ed" to "somewhat 

satisfied,· he claimed that the absence of a downward trend 

in the national data reported by Quinn and Shepard 1n 1974 

probably resulted fro. an aqqreqation bia. in their 

classification of responses. The drop. 1n satisfact10n 
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noted by Andrisani were more pronounced in the latter half 

of the 1966 to 1972 period, and were considered a phenomenon 

of the 1970s. 

Educatign Leyel and Jgb Satisfactign 

In recent decades, studies have shown 1ncrea~1nq 

levels of education in the work force. Tbe Carneqie 

Commission (1973,) predicted that tW9-th1rds of the 18- to 

21-year-old aqe qroup would "undertake postsecondary 

educational tra1n1nq at some point" (p. 2), even thouqh only 

20 percent of all jobs would require more than a h1qh school 

education. Christopher (1979, ~. 85) noted that the averaqe 

level of education for those enter1nq the work force 1s 50 

percent ~1qher than for those leav1nq. 

The consequences of the increased educational levels 

of workers have been discussed 1n the l1terature and there 

has been relat1ve aqreeaent that an 1ncrease 1n care~r 

expectat10ns has been an 1aportant result. Berq (1970, p. 

109) hypothes1zed that workers' educational levels are a 

.. jor deter.inant of their occupational expectations and 

also of the1r job satisfaction. He stated that Meducat10nal 

ach1eveaents can predictably be associated with h1qher job 

expectat10ns H (p. 198). Mortiaer (1979) found evidence for 

a qrowinq d1screpancy between workers' expectations and 

their job levels. He related this d1screpancy to declines 

1n job sat1sfact1on that had occurred 1n all parts of the 
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labor force. Hoerr (1979> also noted that one explanation 

for the decrease in job satisfaction was the rising 

expectations of workers: "Jobs aren't getting worse, but 

people are getting better" (p. 69). 

Yankelovich (1974a) anticipated great stress for the 

American work~ng 

dissatisfaction. 

class in general due to frustration and 

Christopher (1979, p. 79), who studied 

workers without college degrees, found greatly increasing 

discontent in the past five years, noting that fewer and 

fewer of them believed that hard work always pays off. 

Katzell <1975) found an urgent need ''to do something about 

the 3 of 4 young people in the country who do not receive a 

4 year college degree, but who have strong aspirations to 

equip themselves for better jobs and careers .. (p. 51>. The 

future of college graduates is not optimistic either: 

"Work is not going to be pleasant for most people and a 

college education will not· help much to make it so .. 

<Christopher, 1979, p. 79>. 

Although the declines in job satisfaction levels 

were reported to have occurred among workers of widely 

varying age and years of schooling, these declines have been 

reported ___ -t-o be more pronounced among the more educated 

<Mortimer, 1979). Mortimer noted specifically that the 

number of professional and managerial jobs, to which college 

graduates aspire, did not increase quickly enough to absorb 

the increased numbers of college-educated labor-force 
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contributed to 

(O'Toole. 1981. 
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limited number of these higher level jobs 

underemployment of college graduates 

p. 171). Mortimer C1979. pp. 10 - 12) 

further stated that workers were less satisfied with the 

intrinsic features of their jobs. consistent with less 

challenging employment being available. He did not 

attribute this to changes in the objective features ,of work. 

Other researchers have reported a negative impact of 

education on Job satisfaction. This negative impact of 

education on job satisfaction has been commonly discussed in 

terms of overeducation or underemployment. Rumberger 

(1981). in Overeducation in the U.S. tabor Hark~. found 

direct evidence that overeducation led to job 

dissatisfaction. In' Quinn and de Mandilovitch's 

comprehensive study. Education and Job Satisfaction: a 

Questionable Payoff (1977). the most dissatisfied workers 

were those too highly educated for their jobs. Under

employment among college graduates was found to be 

wid~~Fread both in terms of skills actually used by 

graduates in their jobs and in terms of subjective 

assessment (Phelan and Phelan. 1983. p. 23). The 

underemployment of workers who were college graduates was 

estimated to be as hiqh as 80 percent (O'Toole. 1977. p. 

96). Tempering this impact of overeducation and 

underemployment on job satisfaction has been the finding 
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of Burris (1983 p. 45) that moderate levels of overeducation 

have small effects on job satisfaction. In these studies. 

small but siqnificant effeets of overeducation were 

concentrated almost exclusively on the very hiqhly 

overeducated. 

Mortiaer (1979) found that colleqe qraduates 

experienced the sharpest decline in job satisfaction of any 

qroup between 1973 and 1977. Other researchers found a more 

neqative relationship. Two to four tiaes qreater job 

dissatisfactlon &Bonq the educated was noted by Gordon and 

Arvey (1975. p. 890). 

Another larqe portion of the literature surveyed has 

indicated a positive relationship between education level 

and job satlsfaction, especially where education resulted in 

a credentlal. Quinn and Shepard (1974, p. v) found hiqh 

levels of job satisfaction aaonq workers with colleqe 

deqrees, but otherwise there was little relation in general 

between education and job satisfaction. This ett"ect of 

college graduation on Job satisfaction has been termed the 

H credentialllng effect,N whereby those who earned coll~ge 

degrees had siqniflcant increases in Job satisfaction but 

those students who atarted and did not co.plete a degree 

experienced s1qnlf1cantly less job aatiltaction COuinn and 

Shepard, 1974, p. 115, Jencks, 1972. p. 78, Weaver, 1979, 

p. 365). Similarly, Padilla's 1975 study ot 9radu4~es frOB 

four-year nursing prograas found _oat graduates hlghJy 
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satisfied with their jobs (p. 13). Padilla (1975) also 

tound mOlt qTaduatea ot other prQqraas well satistied with 

their jobs. In the same vein, staunch 8upporters ot hiqher 

education, such as Bowen (1977), strohqly believe that 

colleqe educated. people qain more satisfaction ·from their 

wor~ than others. 

guinn and de Mandilovitch (1977) found education 

level related to only a limited number of aspects of job 

satistaction. A small but significant positive relationship 

was fO~1d between education level and the financial rewards 

provided by jobs, as well as with how challenqinq and self

developing these jobs were (p. v). Spaeth and Handler 

(1979, p. 30), and Glenn and Weaver (1982, p. 46) also 

found increased financial rewards from higher levels of 

education. 

Bisconti and Solmon (1977), studying job satisfaction 

after colleqe graduation, found that almost 6 out of 10 

graduates were very satisfied, while 4 out of 10 were 

somewhat satisfied (p. 7). Only 4 percent of graduates are 

"not at all" satisf1.ed with their jobs. The main 

distinctions these researchers made were between those who 

were "very" and those who were "somewhat" satisfied. In 

Bisconti and Solmon's study the baccalaureate degree-holders 

with the greatest job satisfaction were those in business, 

allied health, and teaching. Business workers with lower 
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status, such as middle-level otfice workers, assistants, or 

clerks were least satistied, only one-third of the workers 

in these positions were very satisfied and 11 percent were 

"not aOt a11" satisfied (p. 34). These researchers also 

found it s1qnifi~ant that few nonprofessiona1ly employed 

co1leqe graduates were totally dissatisfied and that up to 

47 percent were "very" satisfied (p. 4). Graduates were 

similarly satisfied, even in low payinq jobs. The qreat 

majority of col1eqe qraduates workinq in fields not related 

to their major proqrams of study were doinq so out of choice 

rather than out of necessity. These authors also found that 

there was only a sliqht difference in job satisfaction 

between those with jobs related to their colleqe major and 

those with jobs unrelated to their colleqe major. 

Kahn (1981) found that the relationship between job 

satisfaction and occupations closely followed the rank 

orderinq of occupations by prestiqe. Professionals and 

manaqers consistently rated hiqher in job satisfaction than 

crafts~orkers and salespersons. He also found significant 

trends amonq those who would more likely choose similar work 

aqain: professionals, 75 percent; skilled auto workers, 41 

percent; blue-collar workers, 24 percent; and unskilled auto 

workers, 16 percent (p. 29). When asked if they would 

continue working if they had enouqh money to live 

comfortably, 75 percent of those in professional occupations 
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8a1d yes, and 78 percent of those in the manaqerial occu

pations replied similarly (p. 25). 

A contrasting view was presented by Jencks (1972) who 

used national survey data to indicate that ~here was little 

or no connection between job satisfaction and either 

occupation or occupational prestige. He found 40 percent of 

professionals and managers showed less satisfaction than the 

national mean. The overall correlation between occupational 

status and job satisfaction was .20, which indicated that 

people who hold hi~h status jobs are only sliqhtly more 

satisfied than people who hold low status jobs (p. 248). He 

d1d find, though, that workers with qraduate deqrees 

differed appreciably from the national averaqe. However, 

even in this qroup, 37 percent were below the national 

averaqe in job satisfaction. Educated workers did not find 

their jobs appreciably more challenqing than uneducated 

workers, nor were they appreciably more satisfied with their 

pay. . Further, he noted that the neqliqible correlation 

between job .satisfaction and educational attainment miqht 

possibly be due to the tendency of people to evaluate a job 

by comparinq it to jobs they could have had or to those of 

frieqds. More specifically, Jencks (1972, p. 249) stated: 

"The more education an individual has, the more he expects 

from his job. If his expectations improve as fast as his 

options he ends up no more satisfied than before." 
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Gender and Job Satisfaction 

Recently studies have begun examining the differencee 

in job satisfaction which may be associated with gender. 

The reasons for this interest are twofold. One reason is 

that females became a majority of those enrolled in 

postsecondary education in 1979 (Kemmerer, 1982, p. 165). 

The proportion of females in the work force has changed 

significantly in recent years, increasing from 33.9 percent 

of the work force in 1950 to 50.95 percent in 1979 (O'Toole, 

1981, p. 141). Host studies show no difference in job 

satisfaction between males and females. Some studies, 

however, indicated that one gender was more satisfied than 

the other. 

The status and expectations of females may in the 

past have been affected by their lower educational 

achievements. Although there are no significant differences 

found in intellectual or academic ability between the sexes 

until 1979, there was significantly lower educational 

attainment by females compared with males (Solmon and 

Taubman, 1973; Haccoby 1974). In 1976, for the first time, 

more female9 enrolled as college freshmen than men. This 

change in female enrollment represents an an 80 percent 

increase from 1970 to 1980 (Kemmerer, 1982, p. 165). 

Despite the recent relative numerical equity of 

females in the work force, they have not been successful as 

a group in gaining an equal p~oportion of the financial 
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rewards of employment. Solmon (1977, p. 91) found that the 

median income for females was three-fifths that of males 

with the same scores and achievement variables. Further, 

Weaver (1979, p. 71) discovered through the use of U.S. 

Department of Labor statistics that females were severely 

discriminated against in terms of wages and occupations. 

Females, for example, were more likely to be clerical 

workers and less likely to be managers and administrators. 

Only one female out of seven held a blue collar job and 

twice as many females were service workers such as maids 

(Weaver, 1979. p. 72). 

Weaver (1979) found that, despite severe 

discrimination in terms of wages and occupations, females 

expressed about the same degree of satisfaction as males. 

Kavanaugh (1977) found that both sexes were satisfied to the 

same degree with their work. Solmon (1973) and Quinn, 

Staines and McCullogh (1977) supported this position. A. 

survey of 2,000 public employees by Lee (1982, p. 261) 

showed only minimal gender differences, although supervision 

was more important to females and they were more satisfied 

with their salaries. Hill (1983, p. 23) found little 

differences in job satisfaction between male and female 

faculty members. Similarly, Golding (1983, p. 288), in a 

survey of male and female lawyers, found no differences. 

Legal secretaries, however, were lower in employment-
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related qratifications as a result of job status rather than 

qender. 

Crosby (1982) noted that the qreat aajority of 

female~ expressed resentment about the job situation of 

females in qeneral but showed little resent.ent about their 

own situations. About two-thirds of the feBales in her 

study stated that they had what they wanted, even thouqh 

they had les5 than they deserved. In this study, income 

mattered less to females than a sense of accoaplishment or 

qood interpersonal relations. Crosby predicted that as 

females find themselves more often becominq heads of house

holds, they will become more concerned with income. The 

financial rewards of employment will assume new importance 

in the qratifications females seek from eaployaent. Crosby 

concluded, pa~adoxically, that while fesales' wants may 

chanqe, their feelinqs of entitlement are not likely to 

outstrip their actual outcomes. 

With the obvious inequities in pay and job position, 

it was not surprisinq to find that some studies reported 

males showinq hiqher job satisfaction. Shapiro (1975, p. 

390) found that males were more satisfied with work and 

proBotion, whether the individual was professional or 

nonprofessional. S1ml1ar hlqher job satisfaction for males 

was found by Spaeth and Handler (1979 p. 9) and Padilla 

(1975, p. 13). An indirect, but still useful, measure used 

by Kahn (1981, p. 25) to indlcate job satisfaction found 
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that more than 40 percent of.workinq females would quit 

their jobs if they bad enouqh Boney to live coafortably, 

while l~ss than 30 percent of workinq Eales would quit under 

the same circumstances. 

Conversely, Cross (1971) found that, on the whole, 

females expressed more satlafaction with thelr jobs than 

males, althouqh a larqe proportlon of able young females 

were underemployed. More recently Andrisanl (1978) also 

found that temales tended to be more satlsfied than males. 

The inconqruence between females' hiqher reported job 

satlsfaction and their lesser succes~ in achievinq pay and 

proBotlonal equality was otten seen as due to -difference ln 

the 1nqredients required to experience job sat1sfactlonN 

(Kerr, 1979, p. 48). Carroll (1973, p. 10) f~und that 

females had other interests such as faal1y, whl1e &ales 

channeled most of their enerqies lnto the job. She claimed 

that qender alone was not the crltical factor 1n job 

satisfaction. Similarly, Freeman (1976, p. 163) found that 

46 percent of females and 32 percent of males put career 

second to faml1y obliqatlons. 'Females placed greater 

importance than Bales on interpersonal relatIonships at work 

and on factors which make work and f&aily responsibtlities 

more or less compatible, such as distance from home, (Qu1nn 

and Shepard, 1974, p. 6). A dlfferent career orientaeion 

was noted by Spaeth and Handler (1979, p. 8). They observed 
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that, until recently, societal norms dictated that females 

were to be concerned with having and raising children and 

males were to be concerned with advancing their careers. 

Females worked only when the family income was inadequate. 

Consequently, they hypothesized that females may have held 

jobs that were compatible with family responsibilities, 

rather than those with the greatest potential for intrinsic 

rewards or higher earnings. 

In summary, the literature is not in substantial 

agreement on the differences in job satisfaction associated 

with gender. There is agreement that females were 

intellectually and, in recent years, educationally equal to 

males, but their financial rewards and occupational status 

have been found to be considerably lower than males. 

Females, ironically, have reported relatively high levels 

of job satisfaction, which several studies attributed to 

differences in the ingredients of female job satisfaction. 

The lower value placed on earnings by females may change as 

expectations for independence increase <Crosby, 1982). 

Summary 

The purpose of this review was to outline the 

relevant literature describing the history and present 

state of job satisfaction as they related to education level 

and gender of American workers. The study of job 

satisfaction, as outlined in the literature, evolved from a 
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narrow focus on work environment factora, then to social and 

c1tt1tudinal factors, and finally to the "tit" between the 

nature of work and the individual psychological a.nd social 

characteristics. The measurement ot job satisfaction has 

also developed from a predom1a.ntly global or facet-free 

approach to a more soph1sticated facet-specific approach. 

The literature 1s 1n relative agreement that 

increased education leads to increased career expectations. 

The increase in the educational level of workers and in the 

number of persons 1n higher education would therefore affect 

job satisfaction. The labor market did not always offer 

workers jobs which matched their greater training. 

Additionally, the number of females 1n the work furce and 

in higher education increased greatly over the past 15 

years (Bureau of the Census, 1984). The success of femal~s 

in att.~ining salary and position 1n the work place was 

conspicuously less than that of males. 

The literature is 1n almost complete a9~eement that 

job satisfaction decreased strIkIngly in the decade before 

this present (1979) survey period. The college educa~ed 

were seen as more likely to be among those experiencing 

lower levels of job satisfaction. The literature was 

unclear on the association of gender and level of education 

with this unusually sharp decrease in job satisfaction. The 

question of whethe~ there are differences 1n job 

sdtLsiaceion due to these variables of Level of education 
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and g'ender will be explored Wllng' the _thodol~ 4 •• cl':UMld 

ln the following cbapter. 



, 

CHAPTER' 3 

RESEARCH METHODOLOGY 

This chapter describes the sample, research design, 

and statistical methods used to address the' research 

questions. The first section describes the National Longi

tudinal Study of the H1qh School Class of 1972 CNLS), the 

data base used for this study. The next section describes 

the dependent and independent variables in the research 

design, as well as the covariates used in the study. Tha 

final section deals with the statistical procedures used to 

test for significant differences among levels of 

and between males and females as measured by 

satisfaction scores. 

Data Base 

education 

their job 

The data base used for this study was the National 

Longitudinal Study of the High School Class of 1972 (NLS>, 

The purpose of the NLS was to collect data on the 

educational, vocational, and personal development 

experiences of a cohort of young people as they moved from 

hiqh school through their young adult years. More 

specifically, the design~rs of the study have stated their 

purpose as: 
41 



the observation of the educational and vocational 
activities, plans, and attitudes of young people 
after they leave high scpool, and the investigation 
of the relationships of this information to their 
prior educational experiences, personal and 
bio~aphical characteristics. (Levinsohn et al., 
1978, p. 1) 
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The Rational Center for Educational Statistics (RCES) 

authorized the Educational Testing Service to collect the 

base year data in a deeply stratified probability sample of 

twelfth-gradp.rs in 1200 participating schools in 1972. The 

universe of schools included all public, private, and 

church-affiliated high schools in the 50 states and in the 

Distl'lct of Columbia. Follow-up surveys of the original 

cohort were done by the Research Triangle Institite in 1973, 

1974, 1976, and 1979. The final NLS sample included 1;318 

schools and 23,451 students (Levinsohn et al., 1978, 

p. 19). 

The sample design may be described as a deeply 
stratified two-stage probability sample with schools 
as the first-stage sampling units and students as 
second-stage units.. The first-stage sampling 
frame was constructed from computerized high school 
files maintained by USOE and by the National Catholic 
Education Association (Levinsohn et al., 1976, p. 
5) • 

The school sampling frame was stratified into 600 final 

strata based on the following variables: 

- Type of control (public or nonpublic), 

- Geographic region (Northeast, North Central, South, 
and West), 

- Grade 12 enrollment (less than 300; 300 to 599; 600 ·or 
more) , 

- Proximity to institutions of higher learning, 
- Perc~"taqe minority enrollment, 



- Income level of the community, and 
- Degree of urbanization. 

In order to increa&e the number of 
disadvantaged student~ in the sample, schools 
lo~ated in low-income areas and schools with high 
proportions of minority group enrollments were 
sampled at twice the sampling rate used for the 
remaining schools. Schools in the smallest grade 
12 enrollment strata (less than 300 seniors) were 
selected with probabilities proportional to their 
estimated numbers of senior students and without 
replacement. Schools in the remaining strata were 
selected with equ~l probabilities and without 
replacement. In each final stratum, four schools 
were selected initially and then two of the four 
were were randomly selected and designated as the 
primary selections. The other two schools were 
retained as back-up or substitute selections and 
were used in the sample only if one or both of the 
primary schools did not cooperate (e.g., refused, 
ineligible). S~ples of 18 students per school 
were selected and five additional students were 
selected as alternates. The students were sampled 
with equal probabilities and without repacement 
within schools (Levinsohn et al •• 1976, pp. 5-6). 
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The sample drawn from the NLS would be biased if it 

were not corrected for the above mentioned oversampling of 

minority and disadvantaged students. In order to use the 

most accurate sample, the oversampling was corrected by 

using the major stratum numbers which the NLS assigned to 

schools. with large numbers of minority and disadvantaged 

students. Bias from oversampling was thereby removed using 

respondents' major stratum numbers to randomly discard 50 

percent of the students from minority and disadvantaged 

areas. 

Decreases in questionnaire return rates for follow-up 

surveys in longitudinal studies are often a source of 



44 

nonsamp1inq error. In the NLS, the response rates for the 

follow-up studies were hiqh conaiderinq the 1arqe sample 

initially taken. There were 16,683 students who returned 

questionnaires in the Base Year Survey (BY) fro. a total 

number sampled of 23,451. This represent~ a response rate of 

71.14 percent. The response rate increased to 79.44 percent 

in the Fourth Follow-up Survey where 18,630 questionnaries 

were returned from a total sample of 23,451. (Riccocono, 

1981, p. H.5). 

Research Design 

This study examined differences in 

measures of job satisfaction' for workers 

three distinct 

with different 

levels of education and for males and females. The specific 

research questions addressed in this study were: 

1. Are there differences amonq levels of education in 

job satisfaction, as measured by internal 

aspects? 

2. Are there differences amonq levels of education in 

job satisfaction, as measured by external aspects? 

3. Are there differences amonq levels of education in 

job satisfaction, as measured by satisfaction 

with the job as a whole? , 

4. Are there differences betw~en Bales and females in 

job satisfaction, as aeasured by internal aspects? 

5. Are there differences between males and females in 

job satisfaction, as .eaGured by external aspects? 
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6. Are there differences between males and teal.. in 

job sat1sfact10n, as measured by satisfaction 

. with the job as a whole? 

In this study the 1ndependent va~14bles were level 

of education and ~ender. Level of educat10n was comprised 

of three ~roups. tn the f1rst ~roup were those renpondents 

with hi~h school ~raduat10n as their h1~hest educational 

level completed. The second ~roup was made up of respondents 

who had completed two-year academ1c de~rees and also 

included those who has completed two- or three-year 

vocational de~rees. The f1nal ~roup 1ncluded those who had 

completed four- or five-year baccalaureate de~rees. There 

were 3~234 respondents who met these and other selection 

cr1teria and answered the job sat1sfaction quest10n in the 

1979 follow-up survey. These respondents became the sample 

for the present study. 

The ~ependent variables were the three measures of 

job satisfaction: internal, external, and overall aspects. 

The specific aspects of satisfaction measured in the NLS are 

found in the definitions section of Chapter 1. The 1979 NLS 

Follow-up Survey aeasure4 eleven items 1n the question on 

10b satisfaction. Ten at the 1tems involved specific aspects 

of job satisfaction and one was a ~lobal or facet-free item. 

The ten 1teas were sub-divided in the present study into two 

groups, internal aspects and external aspect's. The internal 
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aspects relate to Her?berg/s motivators and include such 

items as challenge on the job and opportunities for 

promotion in this position. The external aspects relate to 

Herzberg's hygiene factor and include aspects like pay and 

fringe benefits. In addition to measuring respondents job 

satisfaction on internal and external aspects, the present 

study also included a third aspect, that of a single facet

free, or global measure, in which respondents rated their 

overall job satisfaction. 

In order to remove extraneous variation from the 

three dependent variables and increase the precision of the 

analysis, control was provided·for the effects of three 

possible sources of such variation. The covariates 

controlled for were aptitude, socioeconomic status, and 

level of job. 

Academic aptitude was measured in the NLS from 

vocabulary, reading, letter groups, and mathematics scores. 

It has been found to be a significant' factor in job 

satisfaction when considered in relation to the type 

of work being performed <Schultz, 1982, p. 295). For 

example, persons with too high an academic aptitude for 

their work may find insufficient challenge and become bored 

and dissatisfied. 

The second covariate, parental socioeconomic status, 

was chosen based on research such as Brittain's <1977). His 

study found the positive relationship between f~mily 
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backqround and the chances of sons achieving specifl~d 

economic qoala,. i.e., pay, an important aspect of job 

satisfaction. Socioeconomic status was controlled throuqh 

the use of the NLS composite score for socioeconomic status. 

The third covariate, level of job, was measured in 

the NtS by means of the Duncan Socioeconomic Index (SEI) 

derived from the respondents' description of their jobs in 

1979. The SEI scale ranqed from Ito 100, with higher 

numbers indicatinq h1qher status occupations (Reiss, 1961, 

p. 147). The literature has alternately reported t.hat thi~ 

covariate relates stronqly (Kahn, 1981, p. 22) and weakly 

(Jencks, 1972, p. 24a) to job satisfaction. 

Wildt and Ahtola (1978) state the necessary 

conditions for appropriate use of covariates. They outline 

five conditions: (1) there are one or more extraneous 

sources of variation believed to affect the dependent 

variable; (2) this extraneous source of variation can be 

measured on an interval (or ratio) s~ale; (3) the functional 

form of the relationship between the dependent variable dnd 

the extraneous variable(s) is known (a linear relationship 

is usually assumed); (4) direct experimental control of 

extraneous sources of variation is either not possible or 

not feasible; and (5) it is possible to obtain a measure of 

the extraneous v8.riation that does not include the effects 

of the treatment (p. 15). 
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These conditions were present for the covariates of 

aptitude and socioeconomic status, but not for the job level 

measure. The job level measure failed to meet the fifth 

condition. Since it is possible that the job level covariate 

was affected by the education variable, any adju~tment made 

in the dependent variable was potentially biased because 

some effects that could be attributed to education may be 

'unintentionally eliminated from the dependent variable. 

Consequently, the index of job level (SEI) was removed from 

the analysis because of the influence of the education 

variable on job level. Since conditions for use of the 

remaining covariates were met, it was legitimate to proceed 

with the analyses appropriate to the research questions. 

Statistical Analysis 

In order to control for the covariates and to assess 

differences among various levels of the significant 

independent variables multiple analysi~ of covariance 

(MANCOVA) was chosen. The use of multivariate analysis is 

particularly appropriate for studies involving 

independent and dependent variables. 

several 

Multivariate statistical analysis is concerned with 
data collected on several dimensions of the same 
individual. • [TJhe common source of each 
individual's ,observations will generally lead to 
dependence or correlation among the dimensions, and 
it is this feature that distinguishes 
multivariate data and techniques from their 
univariate prototypes (Morrison, 1967, p. vii). 

There were three reasons for the choice of MANCOVA in this 
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study. First, the data is multivariate in that there are 

three dependent measures, internal, external and overall job 

satisf~ction, and two independent measures, education and 

gender. Multivariate analysis takes into account possible 

interrelationships among the dependent variables. as well dS 

between the independent variables. In this study MANCOVA 

provided two-way analysis of variance and was used to 

indicate possible interaction between education and gender, 

as well as adjusting simultaneously for the effect of the 

covariates on the dependent measures. Secondly, use of 

MANCOVA is parsimonius in that the need for multiple 

individual tests is eliminated. In addition, MANCOVA guards 

against such problems as alpha slippage, which occurs in 

multiple tests on the same data. 

Multiple analysis of covariance simultaneously 

assesses several dependent measures with respect to group 

differences. Specifically, for each education and gender 

group, a vector is formed consisting of the means of the 

three measures of job satisfaction (internal, external, and 

overall). Differences among the the centroids of these 

vectors are evaluated by F-tests. If an F-value is 

significant, the centroids of the vectors are said to be 

significantly different and further testing is necessary to 

determine which dependent variable was responsible for the 

significant results. 



50 

Additionally, MANCOVA adjusts the dependent measures 

to take into account the influences of extraneous variables 
-

or covariates. In the Statistical Package for the Social 

Sciences (SPSS), MANCOVA adjusts the means of the dependent 

variables with respect to the covariates. The analysis then 

determines whether education, gender, or the interaction of 

education and gender are significant with respect to the 

three adjusted measures of job satisfaction considered 

simultaneously. 

Once a ~~_~COVA F-test is found significant, a 

univariate analysis of covariance (ANCOVA) is used on each 

of the independent variables to identify which specific 

dependent variables are responsible for the difference in 

education and gender groups. ANCOVA tests whether the means 

of different groups are significantly different. 

Specifically, means for each education and gender group are 

computed and compared using an F-test. If the F-value is 

significant, the group means are said to be significantly 

different. For the gender variable no further test is 

necessary since there are only two groups. However, for the 

education variable, one or more of the means could be 

significantly higher than the other means and further post 

hoc testing is. required. In this latter cas.e., the Scheffe 

post hoc test is used to identify which levels of the 
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education variable are significantly different from the 

others. 

Summary 

This chapter presented a description of the sample, a 

discussion ot the research design and questions, as well as 

the plan for analysis. The characteristics of the NLS 

population were described in addition to the processes used 

for stratification and weighting. In the research design 

gender and education comprised the independent variables. 

Three dependent variables were used in the study; these 

were: internal, external, and overall job satisfaction. The 

covariates of aptitude, and socioeconomic status were 

included in the design to increase confidence in the 

results. Level of job was excluded as a covariate since it 

could not be assumed to be unaffected by the education 

variable. The statistical technique of multiple analysis of 

covariance (MANCOVA) was used to simultaneously assess the 

relationship of the independent measures to the dependent 

measures and to control for the influences of the 

covariates. 



CHAPTER 4 

FINDINGS 

This chapter reports the results obtained from 

executing the analysis on the data extracted from the NLS as 

described in Chapter 3.. Changes in the statistical analysis 

will be described in the appropriate sections of this 

chapter. The following items will be discussed: tests of 

the covariates, statistical assumptions, and findings of the 

statistical analyses. 

The major goal of this research was to determine if 

significant differences in job satisfaction exist for males 

and females of different levels of educational attainment. 

In order to guide the study toward that goal, seveJ::'al 

research questions were proposed; these can be summarized as 

follows: (1) Were there significant differences among 

education levels on any of the three component measures of 

job satisfaction? and (2) Were there significant differences 

between males and females when measured by any of the three 

component measures of job satisfaction? Three levels of 

educational attainment were examined; th~se were high school 

certificate, two-year college degree, and four-year col1e~~ 

degree. Measures used as dependent variables in the 

analyses included internal, external, and overall job 
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satisfaction. 
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Several other variables, level of job, 

aptitude, and socioeconomic status, were also considered for 

inclusion in the study in order to control for as much 

extraneous variation in the dependent variables as possible. 

Inclusion of these covariates prompted the choice of 

multiple analysis of covariance as the analytical technique, 

with these last three variables entering the analysis as 

covariates. As explained in Chapter 3, job level was 

excluded as a covariate since level of education was 

assumed to have an a priori affect on the level of job a 

worker is likely to be qualified for or to obtain. Thus 

aptitude and socioeconomic status remained to be tested for 

in the analysis. 

Test of Covariates 

Before performing the analysis necessary to answer 

the research questions, it was deemed necessary to test the 

strength of the relationships of the covariates (aptitude 

and socioeconomic status) to the dependent variables 

(internal, external, and overall job satisfaction). If the 

covariates were strongly related to the dependent variables, 

then their use could contribute to the analysis by 

increasing its precision; otherwise their use was not 

justified and could even confound the analysis. Evidence 

for including these covariates was reported in a number of 

research studies in the job satisfaction literature. 
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Schultz (1982, p. 295) reported that aptitude, usua.lly 

through its relationship with education, was associated with 

job satisfaction. Similarly, Kahn (1981, p. 22) reported 

that socioeconomic status was associated with job 

satisfaction. In order to test the strength of the 

relationship between the two covariates and the job 

satisfaction variables in the NLS data used in the study, a 

Pearson Product-Moment correlation for each covariate with 

each dependent variable was computed (see Table 1). 

The results presented in Table 1 indicate that all 

of these correlations were very low. Five of the six 

correlations of covariates with dependent variables were not 

significant at the .05 level. For example, socioeconomic 

status did not correlate significantly with external 

(-.02) or with overall job satisfaction (-.01), although it 

did correlate significantly with internal job satisfaction 

(-.04). Aptitude had low correlations with internal (··.OJ), 

external, (.01), and overall (.01) job satisfaction. None 

of the aptitude correlations with the dependent measures 

were significantly different from zero. When the 

correlations in Table 1 were squared, neither of the 

covariates accounted for more than 1 percent of the variance 

in any of the three job satisfaction measures. For this 

reason, aptitude and socioeconomic status were omitted from 

the analysis. With the removal of those covariates, 

multiple analysis of variance (MANOVA) and univariate 
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Table 1. Pearson Product Moment Correlations for 
Covariates and Dependent Variables 

Internal External Overall SES Aptitude 

Internal 1.00 

External .65** 1.00 

Overall .70** .71** 1.00 

SES -.04* -.016 -.01 1. 00 

Aptitude -.03 .01 .01 1. 00 

Note. These calulations were based on a. sample size of 3234. 

* Significant with p < .05. 

** 
Significant with p < .001 
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analyis of variance (ANOVA) became the appropriate analyses 

replacing MANCOVA and ANCOVA, respectively. 

MANOVA and ANOVA Assumptions 

In orde~ to have confidence in the results of 

MAN 0 VA and. ANOVA, it was necessary that several 

assumptions be met. These assumptions included: (1) 

homogeneity of variance-covariance matrices, and (2) 

absence of multicollinearity (Tabachnick and Fidell, 1983, 

p.232). 

The first MANOVA assumption to be tested was 

homogeneity of variance-covariance matrices. The variance-

covariance matrices within each of the six treatment levels 

(cells) in the design are assumed to corne from the same 

population v'ariance-covariance matrix (Tabachnick and 

Fidell, 1983, p. 232). Box's M test was used to test this 

assumption. Robustness of- MANOVA is not guaranteed if 

sample sizes are unequa~ and Box's M test leads to rejection 

of the hypothesis of no differences among the variance

covariance matrices (Tabachnick and Fidell, 1983, p. 233), 

Nonhomogeneous variance-covariance matrices would indicate 

that the data were not distributed similarly for all groups 

and thus the MANOVA tests might not be yielding valid 

results. This was not the case for the data of this study, 

as the multivariate test for homogeneity of variance-

covariance matrices (Box's M Test) was non-significant, 1:' -.. -



42.98, P > .061 (see Appendix B). 
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Thus the assumption of 

multivariate homogeneity of variance-covariance matrices was 

tenable. 

·In order to completely satisfy the homogeneity of 

variance assumption, the data must be tested for both 

multivariate and univariate homogeneity of variance. Box's 

M test for multivariate homogeneity of variance was passed. 

The Bartlett-Box test was used to test for univariate 

homogeneity of variance of the three dependent measures-

internal, external, and overall job satisfaction. The 

Bartlett-Box results for these three variables were not 

significant at the .05 level (see Appendix B). Thus the 

univariate homogeneity of variance assumption was satisfied. 

The second assumption tested was that the independent 

variables were not collinear. Since the independent 

variables, education and gender, were 

experimentally, they were not necessarily 

Iverson and Norpoth (1976, p. 44) note, 

not manipulated 

independent. 

"When the 

explanatory variables are correlated with each other, 

it is not possible to disentangle their separate effects 

As 

two 

then 

on 

the dependent variable." In other words, in order to be able 

to assess the separate effects of the independent variables 

on the dependent variables, the independent variables must 

be statistically independent of each other. 

The existence of multicollinearity in analysis of 

variance is best established, according to Iverson and 
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Norpoth, by "computation of chi-square for the frequency 

table formed by the two explanatory variables" (1976, 

p. 44 )-. When cell frequencies, (i.e. sample size in each 

cell) in the rows (columns) are equal or proportional to the 

frequencies in the other rows (columns), the chi-square 

value equals zero. Table 2 indicates that the chi-square 

test on the cell frequencies in this study yielded a value 

of 1.175 with a criterion value of 5.99 (p = .05, df = 2). 

This test indicated that the null hypothesis could not be 

rejected and that the data passed the chi-square test for 

independence. Therefore, the possible existence of 

collinearity between the independent variables was rejected 

and they were considered potentially good indicators of 

variation in the dependent variables. 

It should be emphasized that the chi-square value 
computed here has nothing to do with the possible 
effects of the explanatory variables on the 
dependent variable. The chi-square analysis 
concerns only the possible relationship between the 
explanatory variables themselves. (Iverson and 
Norpoth, 1976, p. 44). 

In summary, the assumptions required for valid use 

of MANOVA and ANOVA were met by means of Box's M, the 

Bartlett-Box, and the Chi-square tests of independence. 

Since the sample sizes were relatively large, the MANOVA and 

ANOVA hypothesis tests were expected to be robust 

(Tabachnick and Fidell, 1983, p. 232). Having satisfied 



Table 2. Actual and Predicted Cell Sizes 

Education Level 

High school 2-yr 4-yr 
Gender Graduates Graduates Graduates Total 

Males Actual 461 

Predicted (467) 

Females Actual 478 

Predicted (472) 

Total 939 

203 

(211) 

222 

(214) 

425 

943 

(929) 

927 

(941) 

1870 

Note. Chi-Square value with df = 2 is 1.175 

1607 

1629 

3234 

The criterion value to reject the null hypothesis is 5.99 

for p = .05. 
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these assumptions, MANOVA and ANOVA were used in all 

subsequent analyses. 

Statistical Procedure 

This analysis examined the differences in the 

dependent variables (three measures of job satisfaction) 

associated with the independent variables (education and 

gender) as well as the interaction of education and gender. 

The first level of analysis examined the relationships of 

the independent variables to the dependent var.iables 

considered simultaneously. The second level of analysis 

examined these relationships for the dependent variables 

considered individually. Finally, the third level of 

analysis examined the relationships of particular subgroups 

of the education variable to the dependent variables for 

those second-level analyses exhibiting significant 

differences on this variable. 

Specifically, the analytical procedures were: 

1. Multivariate analysis of variance (MANOVA) was used 

to examine the relationship of level of education, 

gender, and interaction of gender and education to 

the three job satisfaction measures considered 

simultaneously. 

2. If significance was found on the multivariate level 

then univariate analyses of variance (ANOVAs) were 

run to determine if one or more of the three 



dependent variables were associated with 
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the 

multivariate significance. 

3. When an independent variable, such as education, was 

significantly related to one of the dependent 

variables in ANOVA, further post hoc testing 

(Scheffe) was conducted. This would indicate which 

level of education or combination of levels, i.e., 

high school, two-year, or four-year, were 

significantly different from the rest. The levels 

of education were compared four ways: (1) high 

school to two-year, (2) high school to four-year, 

(3) high school" to the combination of two-year and 

four- year, and (4) two-year to four-year. 

MANOVA Results 

The mUltivariate analysis produced three separate F 

statistics. The first of these showed that there was no 

significant interaction between the independent variables F 

(6,6452) = 1.53, P > .165 (see Table 3). This was important 

to examine before the other tests, since if interaction was 

present, it would complicate the interpretation of the main 

effects. 

independent 

interaction 

Since there was no interaction 

variables, there was no further 

and the main effects of education 

could be more clearly interpreted. 

between the 

testing of 

and gender 
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Table 3. Results of MANOVA on Education and Gender with 
Internal, External and Overall Job satisfaction 

Independent Variables Lambda F df p 

Education .976 13.29 6,6452 .001 

Gender .994 6.13 3,3226 .001 

Gender by Education .977 1.53 6,6452 .165 
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The second multivariate F tested for differences in 

the centroids of the job satisfaction vectors among the 

various levels of education. The result indicated 

significant differences, F (6,6452) = 13.29, P < .001 ( see 

Table 3). Although this test indicated that differences 

existed among the education levels, further tests, i.e., 

ANOVAs, were needed to determine which of the dependent 

variables were responsible for the significant results. 

Similarly, the third multivariate F tested for 

gender differences in the job satisfaction vectors. The 

difference found here was also significant, F (3,3226) = 
6.13, P < .001 (see Table 3) and indicated that further 

ANOVA tests were ·necessary to pinpoint the source of the 

variation. 

ANOVA Results for Education 

Three ANOVAS were run, one for each of the dependent 

variables. These tests answered the three research 

questions relating to education: 

1. Are there differences among levels of education in 

job satisfaction, as measured by overall job 

satisfaction? 

2. Are there differences among levels of education in 

job satisfaction, as measured by external aspects? 

3. Are there differences among levels of education in 

job satisfaction, as measured by internal aspects? 
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Table 4. Results of Univariate ANOVAs on Education and 
Gender with Internal, External, and Overall Job 
Satisfaction 

Source 
Variables of df MS F p 

Variation 

1. Education 

Internal 

Among 2 183.37 16.27 .001 
Error 3228 11.27 

External 
Among 2 15.27 2.33 .097 
Error 3228 6.53 

Overall 
Among 2 .08 1.18 .83 
Error 3228 .48 

2. Gender 

Internal 
Among 1 60.01 5.33 .02 
Error 3228 11.27 

External 
Among 1 3.63 .56 .46 
Error 3228 6.53 

Overall 
Among 1 .37 .76 .38 
Error 3228 .48 
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The ANOVA test using overall.job satisfaction as 

the dependent variable indicated no significant differences 

among levels of education F (2,3228) = 1.18, P > .83 (see 

Table 4). Table 5 shows that the marginal means for this 

dependent variable were: 1.88 for high school graduates, 

1.86 for two-year college graduates, and 1.88 for four

year college graduates. The range of respondents' choice 

was from 1 to 4 with a response of 1 indicating "very 

satisfied," 2 indicating "satisfied," 3 indicating 

"dissatisfied," and 4 indicating "very dissatisfied." For 

example, the mean of 1.88 for high school graduates 

indicated that respondents were slightly more than 

"satisfied" with their jobs on this overall measure. (The 

form of the question used to derive job satisfaction scores 

in the NLS is available in Appendix A.) 

The F score for external job satisfaction indicated 

no significant differences among high school, two-year, and 

four-year educated students, F (2,3228) = 2.33, p) .097 

(see Table 4). The marginal means for external job 

satisfaction were: 9.66, for high school graduates; 9.76, 

for two-year college graduates; and 9.81, for four-year 

college graduates (see Table 6). The scores used to 

compute these means were higher than those used to compute 

the overall means since the external scores were the sum of 

five items with the possible range for the sum being from 5 

to 20. Note that a score of 10 for the external measure 
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Table 5. Overall Job Satisfaction Cell Means, Standard 
Deviations, and Frequencies for Level of Education 
and Gender 

Gender 

Males 

High 
School SD 

1.87 .69 

(461)* 

Females 1.86 .69 

Total 

(478) 

1.88 

(939) 

Education Level 

2-yr 

1.89 

(202) 

1. 83 

(222) 

1.86 

(425) 

SD 

.73 

.62 

4-yr 

1.89 

(943) 

1. 87 

(927) 

1.88 

(1870) 

* parentheses indicate cell frequencies 

SD 

.68 

.71 

Total 

1.88 

(1607) 

1.85 

(1627) 

1. 87 

(3234) 
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Table 6. External Job satisfaction Cell Means, Standard 
Deviations, and Frequencies for Level of Education 
and Gender 

Gender 

Males 

Females 

Total 

High 
School SD 

9.66 2.59 

(461),Ie 

9.66 

(478) 

9.66 

(939) 

2.54 

Education Level 

2-yr 

9.35 

(203) 

9.41 

(222) 

9.76 

(425) 

SD 

2.40 

2.39 

,Ie parentheses indicate cell frequencies 

4-yr S:O 

9.62 2.57 

(943) 

9.72 2.60 

(927) 

9.81 

(1870) 

Total 

9.54 

(1607) 

9.60 

(1627) 

9.63 

(3234) 
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would indicate respondents were IIsatisfied ll and a score of 5 

would indicate livery satisfied. II For external job 

satisfaction the the mean responses indicated that all three 

groups of respondents 'were, similar to the overall item, 

slightly more than IIsatisfied ll with this aspect of their 

jobs. These data indicated that there were no Significant 

differences among the three education levels, high school, 

two-year, or four-year, associated with respondents' 

external or overall job satisfaction. 

There were significant differences on the Anova F 

test for education with respect to internal job 

satisfaction, F (2,3228) = 16.27, P < .001 (see Table 4). 

The marginal means for internal job sati~faction were: 10.54 

for high school graduates, 9.76 for two-year college 

graduates and 9.81 for four-year college graduates (see 

Table 7). The marginal mean of 10.54 for high school 

graduates indicated that they were slightly less than 

"satisfied ll with their work. The college means of 9.76 for 

two-year graduates and 9.81 for four-year graduates 

indicated that these two groups are slightly more than 

II satisfied" with their jobs. Figure 1 provides a visual 

presentation of the mean differences among education levels. 

Note that the difference between the high school and the 

college groups is emphasized. Further post hoc testing was 

necessary to determine which levels of education were 
'" 

responsible for the significance found. 
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Figure 1. Mean Internal Job Satisfaction by Education Level 
for Males and Females Combined 



70 

Table 7. Internal Job Satisfaction Cell Means, Standard 
Deviations, and Frequencies for Level of Education 
and Gender 

Gender 

Males 

Females 

Total 

Educa.tion Level 

High 
School SD 2-yr SD 

10.23 3.31 9.75 3.44 

(461)* 

10.88 3.34 

(478) 

10.54 

(939) 

(203 

9.78 3.98 

(222) 

9.76 

(425) 

* parentheses indicate cell frequencies 

4-yr SD 

9.74 3.39 

(943) 

10.89 3.42 

(927) 

9.81 

(1870) 

Total 

9.91 

(1607) 

10.17 

(1627) 

10.02 

(3234) 
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The Scheffe post hoc test of significance, which 

points to sources of variation in ANOVA tests, was used to 

identify the levels of the education variable which 

contributed to the significant relationship with internal 

job satisfaction. The Scheffe procedure was carried out by 

first ranking the group mean differences from highest to 

lowest -and then subtracting each smaller mean from the 

larger. Those mean differences which were greater than the 

critical Scheffe value were described as significant. Both 

the high school mean difference from the two-year mean (.76) 

and the high school mean difference from the four-year mean 

(.73) were greater than the critical Scheffe value of .56, p 

= .05 (see Appendix C). The mean difference of high school 

graduates and the two college-educated groups together (.75) 

was also greater than the critical Scheffe value. In this 

case, the Scheffe test allowed the conclusion to be drawn 

that two-year and four-year graduates were significantly 

more satisfied with the internal aspects of their jobs than 

high school graduates. The college-educated groups were not 

significantly different from each other. This test also 

indicated that the mean of college graduate groups together 

was also significantly different from the high school group. 

The implications of these results are: 

1. That those respondents with the two higher levels of 

education were more likely to experience 



significantly higher job satisfaction 

high school graduates. 
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than were 

2. That no significant differences were determined 

among the three levels of education when 

respondents' external and overall job satisfaction 

are considered. 

3. When significant differences were found in internal 

job satisfaction, actual mean differences are slight 

indicating that practical, significance may be 

limited. 

ANOVA Results for Gender 

The same three·ANOVAS run for education were used to 

answer the three research questions related to differences 

in job satisfaction associated with gender. These questions 

were: 

1. At't:: Lht::t'c:: till t erences between males and females in 

job satisfaction, as measured by overall job 

satisfaction? 

2. Are there differences between males and females in 

job satisfaction, as measured by external aspects.? 

3. Are there differences between males and females in 

job satisfaction, as measured by internal aspects? 

The ANOVA tests indicated no differences for gender 

on the external measure, F (2,3228) = .56, p > .46 or for 

the overall job satisfaction measure, F (1,3228) = .76, P > 
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.38 (see Table 4). The marginal means for external job 

satisfaction were: 9.60 for females; and 9.54 for males 

(see Table 6). For overall job satisfaction, the marginal 

means were: 1.85 for females; and 1.88 for males (see Table 

5). These data indicated that there were no differences 

between males and females, as measured by external and 

overall job· satisfaction measures. Therefore, no further 

testing was needed. 

There was a significant difference for 

indicated by the ANOVA test on internal job 

F (1,3228) = 5.33, P < .02 (see Table 4). 

significantly more job satisfied than females. 

gender as 

satisfaction, 

Males were 

The marginal 

means for internal job satisfaction were: 10.17 for females, 

and 9.91 for males (see Table 7). A graphic presentation of 

the data is provided in Figure 2. Note that the difference 

1H..' LWl!l!U mi;ll~:.:s GlwJ. i emales in job satisfaction is only found 

on the internal aspects. Specifically, females were less 

satisfied with their jobs than were males on this measure. 

Model Efficacy 

The model used in this study, that is, two-way 

MANOVA, is not especially powerful. In spite of the 

significant differences between gender groups, the amount of 

variance explained by gender was relatively small. The 

amount of variance explained by the gender variable was 

calculated by subtracting the Wilks' Lambda from 1, since 
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Figure 2. Mean Internal Job Sati~faction by Gender 
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Lambda is the proportion of total variance due to error 

(Tatsuoka, 1971, p. 85). The Wilks' Lambda of 0.994 

indicated that less than 1 percent of the variance 

associated with the three job satisfaction measures was· 

accounted for by the independent variable of gender (see 

Table 3). This multivariate test indicated that although 

there was a s~gnificant differences in job satisfaction 

levels, considering gender, there were factors other than 

education which affected job satisfaction. 

Similarly, the amount of variance explained in job 

satisfaction by education was also small. The Wilkes Lambda 

of 0.976 indicated that less than 3 percent of the variance 

in the dependent variable of job satisfaction was accounted 

for by the variable of education (see Table 3). This 

indicates that although the education variable was 

associated with significant differences in job satisfaction 

scores, other variables not in the model must contribute to 

the variation observed in the data used in this study. 

Summary 

This chapter dealt with testing of the covariates and 

the assumptions of mUltivariate and univariate 

prior to describing the statistical procedures 

analysis 

and the 

results of the multivariate and univariate tests. When the 

two remaining covariates were tested, they were not found to 

relate strongly enough to the dependent variables to justify 
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their use in the analyses. With their removal, the 

appropriate analyses became MANOVA and ANOVA rather than the 

originally planned MANCOVA and ANCOVA. The data was tested 

for and met assumptions of homogeneity of variance

covariance matrices and the absence of multicollinearity. 

The multivariate tests showed that there were significant 

differences in job satisfaction among levels of education 

and between males and females, but no interaction of 

education and gender. The univariate and post hoc test 

results indicated that two- and four-year college graduates 

were significantly more satisfied with the internal aspects 

of their jobs than were high school graduates. There was 

also significantly higher internal job satisfaction found 

among males 

significant 

in comparison with females. 

differences in the external 

There were 

or overall 

no 

job 

satisfaction measures for education level or for gender. 

The following chapter will summarize the findings, draw 

conclusions, and make recommendations based on the above 

results. 



CHAPTER 5 

SUMMARY OF FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 

This chapter summarizes the findings of the MANOVA 

and ANOVA analyses described in the previous chap~er. These 

findings are then compared to the findings of previous 

studies in the job satisfaction literature and conclusions 

are drawn. The chapter concludes with a series of 

recommendations for future research in job satisfaction. 

The purpose of this study was to discover what 

differences in job satisfaction are associated with high 

school, two-year and four-year education for males and 

females. The data base for this study was a sample of 3234 

respondents drawn from the fourth follow-up (1979) of the 

National Longitudinal Study of the High School Class of 

1972. The analyses chosen for this study were MANOVA, ANOVA 

and the Scheffe post hoc test. The conceptual framework for 

this study was the motivation-hygiene theory of Herzberg, 

Mausner, and Snyderman (1959). Components of their theory 

were used to formulate two of the dependent measures, 

internal job satisfaction from motivators and external job 

satisfaction from hygienes. 

overall job satisfaction. 

education variable asked 

77 

The third dependent measure was 

The research questions on the 

if there were significant 
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differences among education levels for any of the three 

component measures of job satisfaction. The research 

questions on gender asked if there were significant 

differences between males and females when measured on any 

of the three measures of job satisfaction. 

Summary of MANOVA Findings 

The first MANOVA result dealt with the question of 

whether or not there were differences in job satisfaction, 

considering level of education. Results showed that there 

were significant differences among levels of education, on 

the job satisfaction measures. The second MANOVA result 

questioned whether there were differences in job 

satisfaction when gender was considered. Results showed 

significant differences in job satisfaction as a function of 

gender. The third MANOVA result was concerned with the 

existence 

compared 

of interaction between education and gender when 

on the three dependent measures considered 

simultaneously. 

between education 

There was 

and gender 

no 

on 

significant 

the job 

interaction 

satisfaction 

measures. This absence of interaction allowed education and 

gend.er 

ability 

differences to be more clearly interpreted. This 

to indicate in a single analysis the education 

result, the gender result, and interaction, demonstrates the 

efficacy of the MANOVA technique. 
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Summary of ANOVA Findings 

Three ANOVAs were run, one for each of the dependent 

variables, internal, external, and overall job satisfaction. 

The results of the analyses were presented in Cll1I;5W~r' l,u l,h<..: 

six research questions, three regarding education level and 

three regarding gender. The first three research questions 

can be summarized as follows: Were there significant 

differences among education levels on any of the three 

component measures of job satisfaction? 

Significant differences among education levels were 

found for the internal job satisfaction measure. The 

marginal means were: 10.54 for high school graduates, 9.76 

for two-year college graduates, and 9.81 forfour-yea~ 

college graduates. Note that a score of 10 on this variable 

indicated a respondent was "satisfied" with these aspects of 

his or her job. The magnitude of these results indicates 

that, on average, high school graduates reported they were 

slightly less than satisfied with internal aspects and that 

both college educated groups were slightly more than 

satisfied. The statistical significance of these slight 

differences may be a function of the large sample size. 

No significant differences were found for the 

external measure of job satisfaction. 

this dependent variable were: 9.66 

Marginal means on 

for high school 

graduates, 9.76 for two-year college graduates, and 9.81 for 

four-year college graduates. The 'magnitude of these results 
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indicated that all three education groups were slightly more 

than satisfied with external aspects of their work. The 

overall. job satisfaction measure also was not significantly 

different among levels of education. Here the marginal 

means were: 1.8~ for high school graduates, 1.86 for two~ 

year college graduates, and 1.88 for four-year college 

graduates. For this variable a score of 2 indicated 

"satisfied". Thus, all three education groups were slightly 

more than satisfied with overall aspects of their jobs. 

The Scheffe post hoc test used to indicate sources of 

variation in ANOVA tests, identified which leva1s of the 

education variable 

relationship with 

contributed 

internal job 

to the 

satisfaction. 

significant 

Results 

indicated that both two-year and four-year college graduates 

were significantly more internally job satisfied than high 

school graduates. However, the two college-educated groups 

did not differ significantly from each other. 

The three research questions relating to gender can 

be summarized as follows: Were there significant 

differences between males and females when measured by any 

of the three component measures of job satisfaction? It was 

found that there was significantly more internal job 

satisfaction for males over females; these means were: 10.17 

for females, and 9.91 for males. There were no significant 

differences found between males and females on external job 
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satisfaction measures. The marginal means were: 9.60 for 

females, and 9.54 for males. Overall job satisfaction did 

not differ significantly for males and females. The 

marginal means for overall job satisfaction were: 1.85 for 

females, and 1.88 for males. This indicates that, similar 

to the external measure, both males and females were 

slightly more than satisfied with their job satisfaction 

overall. 

Summary of Other Findings 

The background literature on job satisfaction 

indicated that covariates of aptitude and parental socio-

economic status could be useful in controlling for 

extraneous sources of variation in the dependent variables. 

However, statistical concerns limited the use of these 

covariates. 

The Pearson Product Moment Correlations on the 

~ni-;+-llnt=> -z:------- cova~iate showed low correlations with the 

independent variables, internal (-.03), external (.01), and 

overall (.01) job satisfaction. Similarly, socioeconomic 

status also failed to correlate significantly with external 

(0.02) or overall (-.01) job satisfaction, although it did 

correlate at the .05 level with internal job satisfaction 

(-.04). In conclusion, the results of the Pearson Product 

Moment Correlations indicated that these covariates 
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accounted for a very small portion of the variation in the 

dependent variable and thus were not meaningful 

contributors to the analysis. 

The present study also found that the model used here 

was not especially powerful. This model, which sought to. 

explain job satisfaction by level of education and gender, 

accounted for only a small amount of variance in job 

satisfaction. Specifically, the Wilkes Lambda test 

indicated that less than 3 percent of the variance in the 

dependent variable of job satisfaction was accounted for by 

level of education and less than I percent was accounted for 

by gender. 

Conclusions 

graduates 

did high 

Overall, two-year and four-year college 

reported higher internal job satisfaction than 

school graduates. This seems to indicate that 

education was worthwhile for those highly educated 

college 

groups 

studied in the 1979 NLS. These findings support Bowen 

(1977), who contended that college-educated people gain more 

satisfaction from their work than others. However, while 

some college education paid off, the present study did not 

show an incremental advantage for four-year over two-year 

degreed respondents. While four-year college graduates were 

more satisfied than high school graduates, they were 
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slightly, but not significantly, less satisfied than two-

year graduates. 

Specifically, two- and four-year college graduates 

were more likely to report higher internal job satisfaction. 

Internal aspects are related to personal and professional 

growth on the job. These aspects are abstract and 

intangible, valued differently by different individuals. In 

the NLS, there were five items which could be included in 

that category. These items were: (1) importance and 

challenge, (2) 
\ 

opportunity for promotion and advancement 

with this employer, (3) opportunity for promotion and 

advancement in this line of work, (4) opportunity for 

developing new skills, and (5) opportunity to use past 

training and education. The results of this study support 

some findings in the literature in that level of education 

has been shown-to be related to only a limited number of 

aspects of job satisfaction. A small but significant 

positive relationship was found between education level and 

with how challenging and self-developing (internal aspects) 

these jobs were (Quinn and de Mandilovitch 1977 p. v). 

This was to be expected, since professionals and managers, 

individuals in positions usually requiring more education, 

aimed to satisfy internal needs (Kahn, 1981). 

All three of the educational levels studied here 

seemed to indicate the same degree of external and overall 

job satisfaction. External, or tangible, aspects of job 
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satisfaction, such as pay and working conditions, have been 

reported as being more important to the high school educated 

than to. the college educated (Dickson, 1975). The present 

study did not report differences of job satisfaction in 

these areas. A positive relationship between pay and 

college education is sometimes reported (Quinn and de 

Mandilovitch, 1977; Glenn and Weaver, 1982), but the present 

study found no differences between education levels on the 

group of factors which included pay. 

The present study indicated that males reported 

greater internal job satisfaction than females. This 

finding was consistent with a number of studies which 

studied gender differences in job satisfaction in general 

(Spaeth and Handler, 1979; Padilla, 1975; and Kahn 1981). 

This is understandable in light of the fact that females 

historically have had less involvement in jobs commonly 

thought of as offering a sense of importance and challenge. 

While this is changing, females are still not equally 

represented in higher level jobs (Weaver, 1979). Similarly, 

females are generally offered fewer opportunities for 

promotion and advancement in their work (Weaver, 1979). It 

is to be expected that a population with fewer opportunities 

for promotion and advancement would also experience limited 

opportunities for developing new skills and might make less 

use of past training and education. For these reasons it is 
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understandable that females as a group would report lqwer 

internal job satisfaction than males. This finding of 

higher job satisfaction for males is in contrast with the 

findings of a few researchers. Cross (1971) and Andrisani 

(1978) found females reporting higher job satisfaction than 

males. 

Both males and females in the present study indicated 

similar levels of job satisfaction on external and overall 

measures. A majority of the literature supports this 

conclusion, finding no difference between the job 

satisfaction of males and females (Kavanaugh, 1977; Solmon, 

1978; Lee, 1982; Hill, 1983; Golding, 19,83). 

It is interesting to note that while affirmative 

action programs directed at improving the situation of 

females in the workplace are not uncommon, the need for 

improving equality of external aspects and overall job 

satisfaction is not apparent in the results of this study. 

Perhaps those programs are directed to some degree at 

improving the internal job satisfaction of females, which 

the present study indicates is significantly less than that 

of males. While research indicates that females are more 

concerned than males with the socioemotional aspects of 

work, this does not have to mean that they are less 

concerned with interesting and self-developing work (Quinn, 

Staines, and McCullogh, 1977, p. 18). 
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Recommendations 

A more comprehensive model and more precise 

measurement of job satisfaction are needed for futur'e 

studies of job satisfaction (Andrisani, 1978; O'Toole, 

1977). A more precise definition of job satisfaction 

measures would likely contribute to some synthesis and 

agreement in the literature and make it more useful to 

researchers. When the present study speaks of two measures 

of job satisfaction in addition to the overall measure, 

conflicts in the literature are reduced. For example, most 

of the 'literature surveyed found no differences between the 

job satisfaction of males and females. The present study 

found this to be true for external and overall job 

satisfaction but supports other literature finding males 

more satisfied when speaking of internal job satisfaction. 

In terms of the NLS data, a more disaggregated approach 

using all eleven factors individually may indicate 

differences not apparent in grouped measures. It would not 

be surprising to find females expressing less satisfaction 

than males regarding their level of pay, and the same 

satisfaction on the other external measures. 

The survey instrument used in the present study may 

suffer from the inherent weaknesses of all self-report 

instruments in that respondents tend to answer in a socially 

expected way and not reflect their actual status. The use 

of indirect measures of job satisfaction might produce 
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different results and/or more accurate data on workers' 

ratings of their job satisfaction. For example, indirect 

measures such as the question: Would you still work if you 

had enough money to live on? might be useful in future 

research studies. 

The present study and the literature in general do 

not address a number of educational levels in relating 

education to job satisfaction. Other levels of education 

such as, less than high school education, partial degrees, 

and graduate degrees, may better indicate job satisfaction 

differences. Since four-year graduates were slightly less 

internally job satisfied than two-year graduates, this trend 

may indicate that those with graduate degrees are even less 

satisfied on this measure. 

The ingredients of job satisfaction differ for 

females, especially those with family responsibilities 

(Kerr, 1979; Quinn and Stains, 1979). This suggests that 

the. use of more background characteristics such as marital 

status and presence of children in the family may have 

produced different results for groups such as single 

parents. There is also evidence that females place higher 

values on different aspects of the work environment than do 

males (Spaeth and Handler, 1979). The question of what 

satisfies females at work has not been answered. For 

example, the work of Herzberg with engineers and managers in 
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1959 did not address the interests and values of females. 

Also, 

normed 

1961) • 

the Duncan Socioeconomic Index, which ranks jobs, was 

predominantly for male occupations in 1961 (Duncan, 

This instrument would be more accurate if it were 

updated and considered changes in the proportions of females 

in the workplace. 

An alternative analytical model could be useful to 

explain more of the variance of job satisfaction. The 

covariate of job level could be used as an independent 

variable in order to better understand any difference it may 

make in job satisfaction. 

grouped into relatively 

professional, technical, 

For example, job level could be 

homogeneous groups such as 

and clerical occupations. Other 

potentially useful variables include, personality of worker, 

variety of tasks available on the job, control of decisions 

affecting the way work is done, and how work blends with 

lifestyle factors such as family and avocations. 

To understand the current picture of job 

satisfaction it may be useful to examine differences in job 

satisfaction in relation to regional changes in economic and 

employment patterns. There may be regional disparities in 

the pay and kinds of work available in different parts of 

the country. Where "smoke-stack" industry has been replaced 

by high-technology industry there may be, at least 

initially, lower levels of job satisfaction. 
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The present study was limited to the persons working 

in 1979. The age of all the respondents was relatively 

homogeneous; they all completed high school in 1972 and 

worked "for seven or fewer years. Further research using 

respondents working longer periods of time might show the U 

shaped curve sometimes found for workers who initially 

experience high job satisfaction and then experience a mid

career decrease, followed by an increase as retirement 

approaches (Schultz, 1982, p. 296). It would be interesting 

to examine possible differences for education and gender 

over a longer time period. 



APPENDIX A 

Q.UESTION FROM 1979 NLS QUESTIONNARIE USED 

TO DERIVE JOB SATISFACTION SCOP~S 

B 
CONTINUED 

21. How satisfied went you with the following aspects of this job? . 

(Circle one number on elch line.1 

Vuy V.ry 
S41'ilfied . ~ Di ..... ilf;..! DiIW,i.fied 

a. Pay and fringe benefits .................................. · .... 1 ............ 2 ........... :3 ............ ~ 
b. Importance and challenge ................................... 1 ............ 2 ............ 3 : ........... ~ 
c. Working conditions .......................................... 1 ............ 2 ........... ·.3 ............ -1 
d. Opponunity for promotion and ad\'ancement with this 

employer ·•··· ... : ..•.•........•..•.•..•................. 1 ............ 2 •• : .... ;; ... 3 ............ 4 
e. Opportunity fur promotion and advancement in this 

line (If work ............................................... 1 .......... · •• 2 ............ 3 ............ 4 

r. Opponunity to use past training and education .............. 1 ............ 2 ............ 3 ............ 4 
g. Security and permanence ........ : .................... ~ ...... 1 ............ 2 ............ 3 ............ 4 

h. Supervisorlsl ................................................ 1 ............ 2 ............ 3 ............ 4 

i. Opponunity for developing new skills ........................ 1 ............ 2 ............ 3 ............ 4 
j. .lob a'l a whole ....................... · ....................... 1 ............ 2 ............ 3 ............ 4 
k. TIle pride and respect I received from m~' family and 

. friends by being in this line IIf work ...................... 1 .•.......... 2 ~ ........... 3 ............ 4 

Source: Riccobono, J. National Longitudinal Study: Base 
Year (1972) through Fourth Follow-up (1979 Data 
File Users Manual, Research Triangle Institute, 
Research Triangle Park, North Carolina, Vol. III, 
June 1981. 
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APPENDIX B 

HOMOGENEITY OF TEST RESULTS 

Table 8. Homogeneity Test Results (Univariate) 

(Homogeneity of" Variance Tests for the Dependent Variables 

Using Bartlett-Box F-Ratios and Stated p Values) 

Variable 

Internal 

External 

Overall 

F-ratio 

1.39530 

.82220 

1.78297 

p 

.222 

.534 

.113 

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

Table 9. Homogeneity Test Results (Multivariate) 

(Homogeneity Test of Dispersion Matrices -- Box's M test) 

Dispersion Analysis of all variables together 

Box's M = 

F with (30,4338779) DF = 

P = 

91 

42.976 

1. 427 

.061 



APPENDIX C 

SCHEFFE POS~ HOC TEST RESULTS 

Mean Differences for the Scheffe Post Hoc Test 
of Significance for Four-year, Two-year, 

and High School Graduates 

High 
School 

2-year 

4-year 

2·· Y'?ar 
and 
4-year 
(average) 

High School 

.76* 

.73* 

.75* 

2-year 4-year 

.05 

Note: The Critical Schfffe value for significance is .56 
(p < .05) 
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