
 
Journal of Social Sciences and Humanities 

Vol. 1, No. 5, 2015, pp. 540-544 

http://www.aiscience.org/journal/jssh 

ISSN: 2381-7763 (Print); ISSN: 2381-7771 (Online) 
 

 

 

* Corresponding author 

E-mail address: pierood@yahoo.com (P. Dwumah), pdwumah.cass@knust.edu.gh (P. Dwumah) 

Pay and Supervision as Correlates of Job 
Satisfaction Among Junior Workers in a Ghanaian 
University 

Peter Dwumah1, *, Nelson Gyasi-Boadu1, Luke Adonbire Ayamga2 

1
Department of Sociology and Social Work, Faculty of Social Sciences, Kwame Nkrumah University of Science and Technology, Kumasi, Ghana 

2
Institute of Distance Learning, Kwame Nkrumah University of Science and Technology, Kumasi, Ghana 

Abstract 

The study examined whether pay and supervision were related to job satisfaction of junior workers in Kwame Nkrumah 

University of Science and Technology, a university in Ghana. The findings indicate that majority of junior workers were 

dissatisfied with their work. Using Pearson correlation, it was found that junior workers who were satisfied with their pay were 

less likely to be dissatisfied with their work (r = -0.439, p<0.01, and n=95). Similarly junior workers who were satisfied with 

the level of supervision were less likely to be dissatisfied with their work. The study therefore recommends the need for the 

management of the university to re-examine the pay and supervision regimes of the junior workers to enhance their job 

satisfaction. 
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1. Introduction 

In order for an organization to be successful, they must 

continuously ensure the satisfaction of their employees [3]. 

Job satisfaction is viewed classically as the pleasurable or 

positive emotional state resulting from the appraisal of one’s 

job or job experience [12]. Several factors come together to 

determine the job satisfaction including pay, work, 

supervision, promotion, co-workers and work environment, 

as well as the demographic attributes of the employees and 

the broader social, organizational, and human contexts 

constituting the totality of work environment [19]. 

A lot of research work on job satisfaction in public 

universities has concentrated on the senior and teaching staff. 

Priority is not given to the auxiliary workers whose 

contribution is pivotal to the overall realization of university 

goals. Boyer, Altbach & Whitelaw [5] conducted an 

international study that explored among others, sources of 

satisfaction and frustration among professors in 14 countries 

(Australia, Brazil, Chile, USA, UK, Germany, Israel, Hong 

Kong, the Netherlands, Korea, Japan, Russia, Sweden and 

Mexico). The results of the research showed that professors 

reported a high sense of satisfaction with their intellectual 

lives and courses they taught as well as their relationships 

with colleagues. 

Using African data, Ssesanga [21], in a study on job 

satisfaction and dissatisfaction of university academics in 

Uganda observed that, while professors of Islamic University 

in Uganda (IUIU) and Makerere University in Kampala 

(MUK) were relatively satisfied with co-worker behaviour, 

supervision and intrinsic aspects of teaching, their potential 

stimuli of dissatisfaction were remuneration, governance, 

promotion, and physical facilities. Again, Chimanikire, 
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Mutandwa, Gadzirayi, Muzondo & Mutandwa [7] in a study 

on job satisfaction among academic professionals in tertiary 

institutions in Zimbabwe realized that, a greater proportion of 

the academic staff was not satisfied with their jobs. Reasons 

for dissatisfaction included high volume of work, inadequate 

salaries, allowances, loans to facilitate purchase of housing 

stands and cars. 

Though studies on job satisfaction have been conducted in 

African and Ghanaian public universities, emphasis have 

been on academic and senior staff. There is no known 

empirical work on job satisfaction among junior workers in 

Ghanaian public universities. The study therefore sought to 

find out whether junior workers were satisfied or not with 

their work. Again the study examined how pay and 

supervision relates with junior workers’ job satisfaction. It 

was therefore hypothesized that: 

Hypothesis 1: Junior workers who are satisfied with their pay 

are less likely to be dissatisfied with their job compared with 

those who are dissatisfied with their pay. 

Hypothesis 2: Junior workers who are satisfied with their 

supervision are less likely to be dissatisfied with their job 

compared with those who are dissatisfied with their 

supervision. 

2. Literature Review 

Various factors have been identified as determinants of job 

satisfaction. These factors include pay and supervision of 

employees. 

2.1. Pay as Determinant of Job Satisfaction 

Employees in different entities such as private, public, small, 

medium and large size organizations regard pay as a 

fundamental factor in job satisfaction [9]. However, research 

on the influence of pay on the job satisfaction of workers 

appears not to be conclusive. In a study conducted by 

Oshagbemi [15] among United Kingdom academics, a 

statistically significant relationship between pay and their 

level of job satisfaction was established. The existence of 

financial reward has been found to have a significant 

influence on knowledge workers [1]. However, a study 

conducted by Young, Worchel and Woehr [23] in the public 

sector did not find any significant relationship between pay 

and job satisfaction. According to Bassett [2], there is lack of 

empirical evidence to indicate that pay alone enhances 

worker satisfaction or reduces dissatisfaction. Highly paid 

employees may still be dissatisfied if they do not like the 

nature of their job and feel they cannot enter a more 

satisfying job.  

Salary differences exist on the basis of gender which also 

affects job satisfaction [13]. The relationship between pay 

and job satisfaction also depends, to some extent, on the 

economic status of the individuals involved. For people who 

are poor or who live in poor countries, pay does correlate 

with job satisfaction and with overall happiness [18]. 

Individuals view their remuneration as an indication of their 

value to the organisation. They compare their inputs to 

received outputs relevant to that of others [14]. This view is 

supported by Sweeney and McFarlin [22] who stated that 

comparisons with similar others are important predictors of 

pay satisfaction. Their study, which was based on the social 

comparison theory, highlighted the fact that comparison to 

similar others impacts on pay satisfaction. According to 

Boggie [4], inequity in terms of poor pay often contributes to 

a problem with employee retention. 

2.2. Supervision 

Research demonstrates that a positive relationship exists 

between supervision and job satisfaction [10]. Supervision 

forms an important role in job satisfaction. This role is 

evident in terms of the ability of the supervisor to provide 

emotional and technical support as well as guidance with 

work-related assignments [17]. Job satisfaction is stimulated 

when supervisors offer technical assistance and work related 

support to the subordinate. The supervisor’s attitude and 

behaviour toward employees may also be a contributing 

factor to job-related complaints [20]. Supervisors with high 

relationship behaviour strongly impact on job satisfaction [8]. 

Wech [24] supports this view by adding that supervisory 

behaviour strongly affects the development of trust in 

relationships with employees which may, in turn, have a 

significant relationship with job satisfaction. A study 

conducted by Packard and Kauppi [16] found that employees 

with supervisors displaying democratic management styles 

experienced higher levels of job satisfaction compared to 

those who had supervisors who exhibited autocratic or laissez 

– faire leadership styles. Brewer and Hensher [6] indicated 

that supervisors whose leadership styles emphasise 

consideration and concern for employees generally have 

more satisfied workers than supervisors practicing task 

structuring and concern for production. Similarly, Bassett [2] 

maintained that supervisors who bring the humanistic part to 

the job by being considerate toward their employees 

contribute towards increasing the employee’s level of job 

satisfaction. 

3. Research Methods 

3.1. Research Design  

The research adopted a case study utilizing survey techniques 

for data collection and descriptive as well as inferential 



542 Peter Dwumah et al.:  Pay and Supervision as Correlates of Job Satisfaction Among Junior Workers in a Ghanaian University  

 

statistics in the analysis of data. Case study is a method of 

careful and critical inquiry or investigation and examination 

seeking the facts of a case, problem, an issue, a community, 

etc [11]. This design enabled the researcher to grasp and 

understand the special and peculiar job satisfaction issues 

among junior workers of Kwame Nkrumah University of 

Science and Technology in Ghana. 

3.2. Study Population and Sampling 

The study population for this study was junior workers of the 

university. For sampling, the study utilized the random 

sampling procedure. This technique was applied to ensure 

every element in the population had an equal probability of 

being selected and all choices were independent of one 

another. The sample size for the study was 95 deemed to be 

representative of the study population. 

3.3. Method of Data Collection  

Questionnaire was the method used for the collection of data. 

The researchers chose questionnaire because its usage 

reduces the improbability or difficulty in getting busy 

workers for interview. The use of questionnaire also prevents 

the tendency of including everything interesting and keeping 

the researcher very focused on the subject under study as 

well as ensuring anonymity of respondents [11]. 

3.4. Data Analysis 

The data that were obtained from the questionnaires was 

summarized in order to identify the findings. SPSS version 

20 was used to analyse the information on respondents’ 

demographic characteristics and different dimensions of job 

satisfaction studied. The findings were presented using tables 

and percentages. Pearson’s correlation was utilized in testing 

the hypothesis to determine the relationship between the 

various variables. Job satisfaction was the dependent variable 

while pay and supervision were the independent variables. 

All the variables were measured in ordinal level. 

4. Results 

The data is presented using frequency tables and percentages.  

From Table 1, it can be observed that, the number of males in 

the study was 62 which represent 65.3% as compared to 33 

females accounting for 34.7% of the sample size. High 

percent of the respondents were within the age group 31-40 

which is 49.5% of the respondents. 25.3% represents the age 

group 21-30 years. Meanwhile, 18.9% were between the age 

group 41-50 and only 6.3% represents the age group 51-60. 

The modal group was 31-40 years. Majority of the 

respondents were senior high school graduates representing 

50.6%. This is followed by basic school leavers making up 

25.3%. Tertiary graduates were 13.7% while those who 

completed vocational school accounted for 10.5%. In terms 

of period of work with the University, 54 respondents 

representing 56.8% worked between 6-10 years in the 

University. Those who worked below 6 years were 18.9% of 

the respondents. Finally, 12.6% and 11.6% represent those 

who worked in the University for 11-15 years and more than 

15 years respectively. 

Table 1. Demographic Characteristics of Respondents. 

Gender Frequency Percent 

Gender    

Male 62 65.3 

Female 33 34.7 

Age   

21-30 24 25.3 

31-40 47 49.5 

41-50 18 18.9 

51-60 6 6.3 

Education   

Basic school 24 25.3 

Senior High 48 50.6 

Vocational 10 10.5 

Tertiary 13 13.7 

University experience   

Below 6yrs 18 18.9 

6-10 years 54 56.8 

11-15 years 12 12.6 

More than 15 years 11 11.6 

4.1. Level of Satisfaction 

Table 2. Level of satisfaction of study participants. 

Satisfaction Frequency Percent 

Dissatisfied 84 88.4 

Satisfied 11 11.6 

Total 95 100.0 

Only 11 of the 95 respondents admitted that, they were 

satisfied with their jobs. This represents 11.6% of the sample 

size. Majority of respondents (n=84; 88.4%) said they were 

dissatisfied with their jobs. 

4.2. Analysis of Data to Test Hypothesis 

The data was analysed to examine the relationship between 

pay and supervision as independent variables and job 

satisfaction of junior workers as dependent variable. 

Pearson’s correlation was used to test the research 

hypothesis. The possible research hypotheses are that, there 

is a positive relationship between the variables, a negative 

relationship between the variables, or no relationship 

between the variables. The test involved generating the 

results from SPSS version 20 and interpreted accordingly. 

The tests are categorized below: 
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4.2.1. Pay and Job Satisfaction 

Table 3. Relationship between pay and level of satisfaction. 

 Correlation Respondents level of satisfaction 

Pay  Pearson Correlation -0.439 

 Sig. (2-tailed) 0.000 

 N 95 

Correlation is significant at the 0.01 level (2-tailed). 

The study hypothesized that junior workers who are satisfied 

with their pay are less likely to be dissatisfied with their job 

compared with those who are dissatisfied with their pay. 

Using Pearson correlation to determine the relationship 

between job satisfaction and pay, preliminary analysis was 

performed to ensure no violation of the assumption of 

normality, linearity and homoscedasticity. The results of the 

analysis from table 3 indicate a moderate, negative and 

statistically significant relationship between the two 

variables, r = -0.439, p<0.01, and n=95. Where r = 

correlation, p = significant value and n = number of 

respondents. The test is statistically significant when p value 

is less than the significant level as it occurred in this 

hypothesis testing. For that matter, based on the results of the 

analysis, the hypothesis is supported. This means that, in the 

sample of 95 junior workers studied, their job dissatisfaction 

is inversely related to pay.  

4.2.2. Supervision and Job Satisfaction 

Table 4. Relationship between supervision and level of satisfaction. 

 Correlation Respondents level of satisfaction 

Supervision  Pearson Correlation -0.162 

 Sig. (2-tailed) 0.118 

 N 95 

Correlation is significant at the 0.01 level (2-tailed). 

The study again hypothesized that junior workers who are 

satisfied with their supervision are less likely to be 

dissatisfied with their job compared with those who are 

dissatisfied with their supervision. Preliminary analysis was 

performed to ensure no violation of the assumption of 

normality, linearity and homoscedasticity using Pearson’s 

correlation. The results of the analysis from table 4 also 

indicate a moderate, negative and statistically insignificant 

relationship between the two variables, r = -0.162, p>0.01, 

and n=95. Where r = correlation, p = significant value and n 

= number of respondents. When p is greater than the 

significant level, the test becomes statistically insignificant. 

Based on the results of the analysis, the hypothesis is 

supported. In the sample of 95 workers studied therefore the 

relationship was statistically insignificant. Junior workers 

who are satisfied with their supervision are less likely to be 

dissatisfied with their job. 

5. Discussion of Results 

The Pearson’s correlation test of hypothesis proved that, pay 

has a significant relationship with job satisfaction. Though, 

Bassett [2] claimed that, a lack of empirical evidence exists 

to indicate that pay alone improves worker satisfaction or 

reduces dissatisfaction, this study provided some evidence. 

This study indicated that there is a relationship between 

satisfaction with pay and job satisfaction. Indeed the 

relationship was established at r = -0.439, p<0.01. 

Considering the range of Pearson correlation to be from -1 to 

+1, the strength of the relationship is very significant. The 

result was in tandem with Oshagbemi [15] finding that, 

among United Kingdom academics, a statistically significant 

relationship existed between pay and their level of job 

satisfaction. The results of the study also confirms the finding 

of Malik, Danish & Munir [13] that pay has significant and 

positive association with job satisfaction of educationalists in 

higher education institutes in Punjab province of Pakistan. 

Examining the relationship between supervision and job 

satisfaction, the Pearson’s correlation test for the sample 

showed a statistically insignificant relationship (r—0.162, 

p > 0.01). Though junior workers who were satisfied with 

supervision were less likely to be dissatisfied with their job, 

the relationship was not statistically significant. The finding 

is consistent with the view by Robbins, Odendaal, & Roodt 

[17] that supervision forms a pivotal role in ensuring job 

satisfaction in terms of the ability of the supervisor to provide 

emotional and technical support and guidance with work-

related tasks. For that matter, Graham & Messner [8] was of 

the opinion that, supervisors with high relationship behaviour 

strongly impact on job satisfaction.  

6. Recommendation 

The study found that pay is an important determinant of job 

satisfaction. The University should therefore introduce some 

policies such as providing transport services for workers to 

and from campus to lessen their financial burden. Credit 

facilities should be made available by the University to 

enable workers access loans since the salaries of most of the 

junior workers do not qualify them to access loans in major 

financial institutions.  

The researchers encourage bottom up and lateral 

communication when any major policy is being drawn for 

junior members of the University. Supervisors with whom 

workers come into contact with most of the day are to ensure 

their continuous encouragement to workers, provide support 

and involve workers in decision making at the workplace. 

They should show interest in the feelings of their 

subordinates and treat them fairly. This would improve 
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human relations and make workers feel that they are part of 

the University. 

7. Conclusion 

On the basis of the findings, the study concludes that junior 

workers at Kwame Nkrumah University of Science and 

Technology are dissatisfied with their jobs. There is a 

significant relationship between pay, supervision and job 

satisfaction of junior workers at the university. It is 

imperative to state unequivocally that, satisfied workers 

perform more efficiently, are more committed, and desire to 

work with their respective organizations for a lifetime. 

Efforts should therefore be made to enhance the junior 

workers’ satisfaction with their job.  
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