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Abstract 

 

Individual job satisfaction enhancement alongside gender differences determination could lead to improvements and 

innovations which is often linked to organisational commitment, turnover intentions and absenteeism in the 
workplace. This study examined the gender differences and job satisfaction of the Forestry Research Institute of 

Nigeria employees, Nigeria. Multi-stage sampling procedure was used to select 226 (160 male and 66 female) 

employees in the study organisation. Primary data were obtained on respondents’ personal characteristics and job 

satisfaction through the use of a structured questionnaire. Job satisfaction was constructed around Herzberg’s 

motivation theory and measured through employee perceptions of extrinsic and intrinsic job characteristics. 

Percentages, means and Paired-Samples T-Test were used for data analysis. Results showed that the mean age of 

the employees, their household size, work experience and annual income were 40 years, 4 persons, 9 years and 

₦1,272,635 respectively while 87.2% of them were married. The findings revealed that age (t = -3.53), household 

size (t = -2.83), income (t = -6.65), extrinsic (hygiene factor) motivation (t = 3.05) and job satisfaction (t = 1.81) 

significantly vary (p < 0.05) between female and male employees in the organisation. The study concluded that with 

respect to the gender status of the employees, the organisation should consider employees’ personal characteristics, 

motivation factors and job satisfaction attributes by the way they are derived to realize predictable positive 
organisational results as gender has to do with one’s enthusiasm and fulfilment. 

 

Key words: gender, motivation, job satisfaction, employees, organisation 

 

INTRODUCTION  
 

Human Resources Management in 

organisations is ascribed to the recruitment, 

teaching, improving, inspiring and retaining 

the employees. Recruitment entails strategic 

human resource planning, recruiting and 

selection. Some years back, human resources 

management was much unassuming because 

labour force was usually similar. Today, 

employees have transformed from similar to 

dissimilar form [11]. 

Managing diversity entails creating a varied 

labour force to accomplish its potentials in 

impartial work environs, where no associate 

or set of members has a gain or drawback. It 

is very vital for any establishment, especially 

in this period of globalization. It is required to 

close the unfair discrimination and hence 

enable employees to compete on an equal 

basis [5]. 

Readings have revealed that the notion of 

gender is not the same with feminine matters 

alone in any society. Gender speak of socially 

centred outlooks of the starring role and 

conduct of males and females [27]. Similarly, 

it characterizes male and female in a societal 

perspective and variances in approach and 

characters [13]. Additionally, it is a fiscal 

create, stipulating the inherent illogical 

measure by which both men and women are 

cautiously positioned in our social order [34]. 

It has to do with the anticipated starring role 

of individuals (males and females) in the 

society for systematic living, change and 

progress [14]. Nevertheless, as acquired in the 

collected works, in emerging cultures 

contained by the background of scholastic 

accomplishment, the level of involvement in 
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governance, work-related structure and the 

undesirable outmoded behaviours, societal 

and traditional approaches against females 

makes gender matters to be tantamount with 

efforts to comprehend the place, roles, 

difficulties, challenges and significance of 

females in males subjugated evolving 

developments [12].  

[2] stated that the perceptions, feelings and 

attitudes that someone have about his or her 

work justifies the individual’s job satisfaction. 

It has two basics which are intrinsic and 

extrinsic job satisfaction [6]. Numerous 

scholars have shown that in order to 

determine job satisfaction, pay policies, 

working conditions and organisational 

environments are key and essential 

contributors [7; 8; 9; 10 and 25]. These 

features are said to be interlinked although 

happiness with one feature does not confirm 

gratification with all the other aspects. 

Besides, many scholars that through alliance 

with individuals’ direct supervisors in relation 

to the working environment, employees’ can 

institute the level of satisfaction amid them 

and raise the odds of remaining with the 

organisation [1]. This suggests that if an 

employee is dedicated and devoted to his/her 

administrator, it will positively influence his 

job satisfaction and raises the possibility to 

stay on the job. This finding is substantiated 

by [33], who acknowledged that worthy 

dealings with managers are linked with 

individual job satisfaction taking a direct 

bearing over employee’s intention to stay with 

or quit. Each time an employee senses a 

discontent from his/her job, then and there are 

the extreme chances of that employee 

resigning or exit from the work or job [1]. 

However, gender variances in echelons of job 

satisfaction are higher in females likened to 

males, despite being in jobs with lesser 

salaries and preferment chances equated to 

males [6]. This is owing to females having 

minor expectations at work due to the 

shoddier position in the workforce market that 

females have held in the past. This could be 

transient as they enhanced their workforce 

market representations over time. [23] in her 

research on gender differences in job 

satisfaction while relating statistical and 

econometric (ordered probit) examination 

advanced that females are more contented at 

work equated to males. Nonetheless, she 

stated that the gender-job satisfaction gap 

disappears for younger females and also those 

with greater echelons of education. 

In regard to the aforementioned issues, this 

study examined the following objectives: To 

(i)describe the personal characteristics of 

respondents in the study organisation; 

(ii)examine the level of respondents job 

satisfaction in the study organisation; 

(iii)examine the differences in the personal 

characteristics and level of job satisfaction 

between male and female respondents in the 

study organisation. 

The following hypotheses were expressed and 

tested in the null form. 

H01: There were no significant differences 

between the personal characteristics of male 

and female employees. 

H02: There were no significant differences 

between the intrinsic (motivator factor) 

motivation of male and female employees. 

H03: There were no significant differences 

between the extrinsic (hygiene factor) 

motivation of male and female employees. 

H04: There was no significant difference 

between the job satisfaction of male and 

female employees.  
 

MATERIALS AND METHODS  

 

The study was carried out in the Forestry 

Research Institute of Nigeria (FRIN). The 

Forestry Research Institute of Nigeria was 

established in 1973. The headquarters is 

situated in Ibadan, Oyo State. Its mandate is 

to conduct research while the vision is to 

ensure true scientific research activities and 

manpower development, sustainable forest 

resources production, management utilization, 

biodiversity conservation, forest-based raw 

materials provision, food production and 

security through agroforestry and wildlife 

employment opportunities thereby alleviating 

poverty, and environmental conservation and 

management.  

Cross-sectional primary data were collected 

using a structured questionnaire with open and 

closed-ended questions. Simple random 
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sampling technique was used for selecting 

five work locations out of fifteen work 

locations. Stratified sampling technique was 

subsequently implemented for choosing 

employees on the basis of employee status at 

management, senior and junior staff levels 

from the list of employees delivered (aiding as 

the sample frame). A total of two hundred and 

sixty questionnaires were administered. Only 

two hundred and twenty-six questionnaires, 

which was almost 13% of the sample frame 

and nearly 87% of the sample size, were used 

in the ensuing examination.  

The study used standard questions adopted 

from earlier studies. The job satisfaction 

concept was measured using 14 items of [4 

and 17]. The rating used was centred on a 7-

point Likert scale ranging from “strongly 

disagree” (1) to “strongly agree” (7). The 

questions were phrased to tap the level of 

respondent’s agreement valued their Intrinsic 

(motivator) factors and Extrinsic (hygiene) 

factors. To check reaction predisposition, a 

limited statement was adversely phrased and 

thereafter reverse-scored. Information 

collected were afterwards subjected to Mean 

Score analysis and Paired-Samples T-Test 

analysis.  

 

RESULTS AND DISCUSSIONS 

 

The description of the personal characteristics 

of respondents with respect to sex, marital 

status, education level, age, household size, 

work grade level, work experience, employee 

condition of service and annual income is as 

presented in Table 1. From the table, the 

majority of the respondents (70.8%) are males 

while 29.2% are females. [22] also reported a 

similar finding that male employees 

constituted the majority in his study. 

However, majority of the respondents (87.2%) 

were married while 12.8% were not married. 

This is good for the organisation because 

marriage goes with sense of household tasks, 

responsibilities and accountabilities which can 

be show-cased in the work environment. [16] 

and [33] posited that marital status had a 

positive relationship with employees’ 

commitment as married employees exhibited 

more commitment at work than unmarried 

employees.  

 
Table 1. Personal characteristics of respondents 

Personal Characteristics % x̅ σ 

Sex 
Male 70.8  
Female 29.2 

Marital Status 
Married 87.2  
Not Married 12.8 

Education  

ND/HND 40.7 

 
Bachelor 12.4 

Master 23 

Ph.D. 3.5 

Others 20.4 

Age (Years)  

≤ 35 20.9 

40 6.5 
36 – 45 53.5 

46 – 55 23.7 

≥ 56 1.9 

Household Size  

(Members)  

≤ 5 76.4 
5 2 

≥ 6 23.6 

Work Experience  

(Years) 

≤ 5 17.3 

9.16 5.31 
6 – 10 52.4 

11 – 15 22.7 

≥ 16 7.6 

Employee 

condition  

of service 

Research and 

Academics 
54.4  

Administration 45.6 

Annual Income  

(per ₦ 

1,000,000) 

≤ 1 26.5 

1.27 0.64 1 – 2 69.9 

≥ 2 3.6 

Source: Field Survey, 2018. 

 

The table further showed that the highest 

educational level of the respondents 

constituted National Diploma/Higher National 

Diploma (40.7%), Bachelor Degree (12.7%), 

Master Degree (23%), PhD Degree (3.5%) 

and other educational certificate programmes 

such as Technical/Vocational Certificates 

(20.4%). [21] noted that employees with 

higher academic qualifications are less 

committed to their employing institutions and 

are prone to change jobs.  

More so, majority of the respondents (53.5%) 

fell within the age group of 35 – 44 years with 

a mean age of approximately 40 years. This 

implied that many of the respondents were 

still within the energetic and economically 

productive age bracket and that they still had 

more years to put in the service of the 

employing organisation. Besides, the finding 

agreed with [21] and [29] who reported a 

mean age of 41 years and 40.1 years 

correspondingly for agricultural faculty and 

researchers. Past studies have shown that 

productivity increases with age [15]. The age 

range of the respondents was a good 

indication for the organisation.  
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The household size of the majority of the 

respondents (76.4%) had at least 5 persons 

living together under the same roof. The 

average household size of the respondents was 

approximately 5 household persons.  

More than half of the respondents (52.4%) 

had work experience of within 6 - 10 years. 

However, respondents that had work 

experience of above 10 years constituted 

34.7%. Only 17.3% had work experience of 

fewer than 5 years. The average work 

experience of respondents in the organisation 

was found to be 9.16 years. Various studies 

had shown a relationship between long tenure 

on the job and performance of employees. 

[18] emphasized that tenure on the job which 

is synonymous to work experience is a key 

resource under the Conservation of Resources 

Theory.  

The mean annual income of the respondents 

was found to be ₦1,272,635.07 with the 

majority of respondents (69.9%) earning 

between ₦1,000,001 to ₦2,000,000 per 

annum. The findings revealed a low level of 

income among personnel in the organisation 

and that remuneration of personnel fell below 

the demands of the job. [1] recommended a 

review of the work conditions of the 

personnel because this has a negative effect 

for the organisation if not done. [20] also 

revealed that low remuneration has a negative 

effect on the employees’ commitment.  

Job satisfaction measured the following 

satisfaction domains: those susceptible to 

intrinsic and to extrinsic satisfaction. Domains 

that are intrinsic in nature (motivator) include 

job complexity, recognition, responsibility, 

work itself, achievement, growth and 

advancement while extrinsic nature 

(dissatisfaction) include the relationship with 

peers, relationship with supervisor, security, 

quality of supervision, personal life, salary, 

company policy and administration. The 

results are presented in Table 2. 

 

 
Table 2. Level of employees’ job satisfaction 

Employee Job Satisfaction Survey Statements x̅ σ  Sub x̅ ± σ Grand x̅ ± σ 

Intrinsic 

(motivator) 

factors 

Job complexity - My work is intellectually 

challenging.   
6.31 1.40  

 5.23 ± 1.08 

5.14 ± 0.77 

Recognition - I sense that my efforts and I are 

appreciated.  
5.30 1.59 

Responsibility – I do a meaningful job. 5.97 1.40 

Work itself - My job encounters my 

experience and abilities.  
5.55 1.75 

Achievement - I can realize my concepts and 

prospects.  
5.91 1.45 

Growth - I do have openings for personal 

growth in my organisation.   
5.81 1.55 

Advancement - I have career prospects in my 
organisation. 

5.31 1.58 

Extrinsic 

(hygiene) 

factors 

Relationship with peers - I do have good 

interactions with my contemporaries.   
5.94 1.59 

5.05 ± 0.83 

Relationship with supervisor - I have faith in 

my manager.  
4.7 1.79 

Security - Safe and relaxed working milieu is 

fashioned in my organisation 
4.6 1.64 

Quality of supervision - I do have hope in my 

organisation headship.  
5.13 1.66 

Personal life - My assignment is wieldy.  5.38 1.60 

Organisation policy and administration - A 

clear plan and course is set and made straight 

with my organisation dream and standards.  

5.69 1.09 

Salary - I am getting remunerated enough for 

my work.  
4.13 1.96 

Source: Field Survey, 2018. 
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The overall employee job satisfaction was 

x̅=5.14. This implied that generally, 

employees’ have strong positive affective 

responses to their job. It also acknowledged 

the multidimensional construct that included 

strong positive employee feelings about the 

variation of both intrinsic and extrinsic job 

elements in the organisation. The degree to 

which the work environment (i.e. career, co-

workers, and supervision) met the needs of the 

employees was stronger and positive [28 and 

35]. 

Intrinsic job satisfaction is derived from 

execution of the work and thus undergoing 

feelings of achievement, self-actualisation and 

distinctiveness with the task; its variables are 

related to employees’ personal growth and 

development. It relates to job satisfaction 

when present but not to dissatisfaction when 

absent. The study, however, revealed that job 

complexity (x̅=6.31±1.4) was the highest 

motivation factor while employees’ 

recognition (x̅=5.30±1.4) was the least 

motivation factor in the study organisation. 

The overall employee intrinsic job satisfaction 

was x̅=5.23 [19; 24 and 30]. 

Extrinsic job satisfaction is derived from the 

rewards given upon an individual by his/her 

peers, supervisors or the organisation; its 

variables are connected with security in the 

work environment. It is linked with job 

dissatisfaction when absent but not with 

satisfaction when present. Result revealed that 

employees’ good relationship with peers 

(x̅=5.94±1.59) was the most identified 

hygiene factor while employees’ salary 

(x̅=4.13±1.96) was the least. The overall 

employee extrinsic job satisfaction was 

x̅=5.05 [3; 26; 31 and 32]. 

The study further sought out to establish a 

significant difference in the level of job 

satisfaction between male and female 

employees. It was hypothesized that the age, 

education, household size, income, work 

experience, extrinsic (hygiene factor) 

motivation, intrinsic (motivator factor) 

motivation and level of job satisfaction do not 

significantly differ between male and female 

employees. The conjecture was that the age, 

education, household size, income, work 

experience, extrinsic (hygiene factors) 

motivation, intrinsic (motivator factors) 

motivation and level of job satisfaction among 

men and female don’t significantly differ. In 

response to this supposition and determining 

the stated objective, a t-test was employed to 

substantiate or reject the hypothesis, thus, the 

computed mean indices in Table 3 were 

compared. 

 
Table 3. Level of employees’ job satisfaction 

Variables Gender Mean t-value 
Sig.  

(2-tailed) 
Interpretation Decision on Ho 

Age 
Female 39.02 

-3.53 0.00 
Significant 

difference 
Rejected  

Male 43.63 

Education 
Female 4.47 

0.34 0.73 
 No significant 

difference 
Accepted  

Male 4.38 

Household Size 
Female 3.86 

-2.83 0.01 
Significant 

difference 
Rejected  

Male 4.80 

Annual Income  

(per ₦100,000) 

Female 11.58 
-6.65 0.00 

Significant 

difference 
Rejected  

Male 18.20 

Work Experience 
Female 9.23 

-1.29 0.20 
 No significant 

difference 
Accepted  

Male 10.59 

Extrinsic Motivation 

(Hygiene Factor)  

Female 5.08 
3.05 0.00 

Significant 

difference 
Rejected  

Male 4.64 

Intrinsic Motivation 
(Motivator Factor) 

Female 5.16 
0.28 0.78 

 No significant 
difference 

Accepted  
Male 5.11 

Job Satisfaction 
Female 5.12 

1.81 0.04 
Significant 

difference 
Rejected  

Male 4.87 

Source: Field Survey, 2018. 
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As shown in the table, age, household size, 

income, extrinsic (hygiene) factors motivation 

and job satisfaction significantly differ 

between male and female employees in the 

organisation. It was established that there was 

a difference in age, household size, income, 

extrinsic (hygiene) factors motivation and job 

satisfaction between male and female 

employees. It was observed that female 

employees were slightly younger (t = -3.53), 

had a smaller household size (t = -2.83) and 

received less income (t = -6.65) than the male 

employees in the organisation. These female 

employees were more motivated than male 

employees by extrinsic (hygiene factors) 

motivation (t = 3.05) by having good 

relationships with their colleagues, a 

manageable workload, trust their supervisors 

and organisational leadership, a safe and 

comfortable working environment, a set and 

aligned clear organisational strategy and 

direction with organisational vision and 

values and get paid enough for their job. 

Interestingly, they are more satisfied with 

their job in comparison to the male employees 

in the organisation. 

 

CONCLUSIONS 

 

The findings have clearly established the fact 

that male employees’ personal characteristics 

(age, household size and income) 

meaningfully differ from female employees 

while in contrast and despite the odds of 

female employees’ personal characteristics, 

they considerably differ from male employees 

by their extrinsic (hygiene factors) motivation 

and job satisfaction. Hence, the null 

hypothesis of no significant difference 

between personal characteristics, extrinsic 

(hygiene factors) motivation and job 

satisfaction of male and female employees in 

the organisation was rejected and thus the 

alternate hypothesis was accepted. Therefore, 

based on the above-mentioned and with 

respect to the gender status of the employees 

in Forestry Research Institute of Nigeria, it 

was recommended that the organisation 

should consider its employees’ personal 

characteristics, motivation factors and job 

satisfaction attributes by the way they are 

derived in order to realize the expected 

optimistic organisational results since gender 

has to do with one’s enthusiasm and 

fulfilment.  

 

ACKNOWLEDGMENTS 
 

The authors appreciate the support of the 

Forestry Research Institute of Nigeria 

management team and the cooperation of the 

employees. 

 

REFERENCES 

 
[1]Adebayo, O. A., 2019, Organisational Support and 

Commitment on Employees’ Job Satisfaction and 

Turnover Intention at Forestry Research Institute of 

Nigeria, Scientific Papers Series Management, 

Economic Engineering in Agriculture and Rural 

Development, 19 (3): 15-20. 

[2]Armstrong, M., Taylor, S., 2014, Armstrong's 

handbook of human resource management practice, 

Kogan Page Ltd, Philadelphia, PA, p.842. 

[3]Barrow, S., Mosley, R. 2011, The Employer Brand: 

Bringing the Best of Brand Management to People at 

Work, John Wiley and Sons Ltd, ISBN 10-04-
70012730, p.232. 

[4]Bendaravičienė, R., Bakanauskienė, I., 2012, 

Determinants of different groups of employees’ job 

satisfaction: Lithuania’s University case, Human 

Resources Management and Ergonomics, 6:6-17. 

[5]Cascio, W., 2015, Managing Human Resources: 

Productivity, Quality of Work Life, Profits, McGraw-

Hill Education, p. 768. 

[6]Clark, A. E. 1997, Job satisfaction and gender: Why 

are women so happy at work?, Labour Economics, 4: 

341-372. 
[7]Cohen, A., 1993, Work Commitment in Relation to 

Withdrawal Intention and Union Effectiveness, Journal 

of Business Research, 26 (1): 75-91. 

[8]Cohen, A., 2000, The relationship between 

commitment forms and work outcomes: A comparison 

of three models, Human Relations, 53(3): 387- 417.  

[9]Cohen, A., Hudacek, N., 1998, Organisational 

Commitment Turnover Relationship across 

Occupational Groups, Group Organisational 

Management, 18 (2): 188-213. 

[10]Cohen, J., 2013, Statistical power analysis for the 

behavioural sciences, Routledge, p. 567. 
[11]David, A. D., Robbins, S. P., 2011, Human 

Resource Management (10th edition), Wiley India Pvt. 

Limited, p.432. 

[12]Egbon, P. C., Orubu, C. O, 1999, Critical Issues in 

Nigeria's Development, Faculty of the Social Sciences, 

Delta State University, p. 140. 

[13]Fayomi, O. O., 2005, Strategies for effecting 

gender balance and the position of the Nigerian State, 

International Journal of Violence and Related Studies, 

1(1): 95-105. 



Scientific Papers Series Management, Economic Engineering in Agriculture and Rural Development  

Vol. 20, Issue 1, 2020 

PRINT ISSN 2284-7995, E-ISSN 2285-3952 

19 

[14]Gberevbie, D. E., Osibanjo, A.O., Adeniji, A, A,, 

Oludayo, O. A., 2014, An Empirical Study of Gender 

Discrimination and Employee Performance among 

Academic Staff of Government Universities in Lagos 

State, Nigeria, International Journal of Social, Human 

Science and Engineering, 8 (1):101-108. 

[15]Grandley, A. A., Cropanzano, R., 1999, The 

conservation of resources model applies to work-family 
conflict and strain, Journal of Vocational Behaviour, 

54: 350-370. 

[16]Hakim, C., 2000, Work-Lifestyle Choices in the 

21st Century: Preference Theory OUP Oxford, p. 356. 

[17]Herzberg, F., 1968, One More Time: How Do You 

Motivate Employees?, Harvard Business Review, 46: 

52-53. 

[18]Hobfoll, S., 2002, Social and psychological 

resources and adaptation, Review of General 

Psychology, 6: 307-324.  

[19]Kalinowski, M., 2007, Employee Engagement, 
Human Resource Partnerships, In: White Paper, 

www.hrp-inc.com/whitepapers.aspx., Accessed on 02 

Feb 2012. 

[20]Kutilek, L. M., Gunderson, G. J., Conklin, N. L., 

2002, A system approach: Maximising individual car 

potentials and organisational success. Journal of 

Extension, 40(2).  

[21]Ladebo, O. J., 2001, Appraisal of institutional 

performance of selected universities offering 

agriculture in Southern Nigeria, Unpublished Ph. D. 

Thesis, Department of Agricultural Extension and 

Rural Development, Faculty of Agriculture and 
Forestry, University of Ibadan, Nigeria. 

[22]Ladebo, O. J., 2003, Organisational commitment as 

a predictor of job performance among faculty: 

Implications for the development of agricultural 

technology in Nigeria, Journal of International 

Agricultural and Extension Education, 10(3): 57 – 64. 

[23]Long, A., 2005, Happily ever after? A study of job 

satisfaction in Australia, The Economic Record, 81: 

303-321. 

[24]Macey, W. H., Schneider, B., 2008, The Meaning 

of Employee Engagement, Industrial and 
Organisational Psychology, 1: 3–30. 

[25]Maertz, C. P. J., Griffeth R. W., 2004, Eight 

Motivational Forces and Voluntary Turnover: a 

Theoretical Synthesis with Implications for Research, 

Journal of Management, 30 (5): 667-683. 

[26]Miner, J. B., 2015, Organizational Behavior 1: 

Essential Theories of Motivation and Leadership, 

Routledge, p. 416. 

[27]Mitra, C., 2003, Women’s Development Goals: 

Reshaping Globalization, Authrspree, New Delhi, 

p.121. 

[28]Olsen, D., Maple, S. A., Stage, F. K. 1995, Women 
and minority faculty job satisfaction: Professional role 

interests, professional satisfactions, and institutional fit, 

Journal of Higher Education, 66(3): 267–293. 

[29]Oyedokun, A. O. 2000, Communication factors 

influencing scientists’ job performance in agricultural 

research institutes in Nigeria, Unpublished Ph. D. 

Thesis, Department of Agricultural Extension and 

Rural Development, Faculty of Agriculture and 

Forestry, University of Ibadan, Nigeria. 

[30]Sachau, D. A., 2007, Resurrecting the Motivation-

Hygiene Theory: Herzberg and the Positive Psychology 

Movement, Human Resource Development Review, 

6(4): 377–393.  

[31]Sartain, L., Schuman, M. 2008, Brand From the 

Inside: Eight Essentials to Emotionally Connect Your 
Employees to Your Business, John Wiley and Sons, p. 

272. 

[32]Scott, H. L., Jeff, H., 2007, Part-time Faculty Job 

Satisfaction in Higher Education: A Literature Review, 

Education Resources Information Center 

Clearinghouse, p.10. 

[33]Taiwo, K., 2003, Employee commitment as 

affected by the locus of control and leadership 

behaviour, Journal of Psychology, 2(2): 40-51. 

[34]Tongo, C. I., 2005, An Agenda for Gender Equality 

in Globalized Economies, International Journal of 
Violence and Related Studies, 1(1): 53-64. 

[35]Volkwein, J. F., Zhou, Y. 2003, Testing a model of 

administrative job satisfaction, Research in Higher 

Education, 44(2): 149–171. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.hrp-inc.com/whitepapers.aspx


Scientific Papers Series Management, Economic Engineering in Agriculture and Rural Development  

Vol. 20, Issue 1, 2020 

PRINT ISSN 2284-7995, E-ISSN 2285-3952 

20 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


