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ABSTRACT 

Job satisfaction is a very important attribute which is frequently measured by organizations. The most common 

way of measurement is the use of rating scales where employees report their reactions to their jobs. Job design studies have 

focused primarily on worker satisfaction and well-being. However, despite the influence of job design on job satisfaction 

especially in achieving organisational goal, from our experience and personal observations in Kaduna Polytechnic little is 

known by the lecturers about job design of the Polytechnic. The aim of this study is to examine the impact of job design on 

lecturers’ job satisfaction in Kaduna Polytechnic with a view to highlight whether or not the lecturers are happy with their 

job. Adopting a survey research approach and using a structured questionnaire on a five-point Likert’s scale, data from 261 

respondents (Kaduna Polytechnic lecturers) were collected and analysed with the aid of descriptive statistics. 

The results of the study indicated that majority of the lecturers in Kaduna Polytechnic are not happy with their pay 

package, and there is a gross inadequacy of job design in Kaduna Polytechnic which lead to lecturers job dissatisfaction in 

Kaduna Polytechnic. The study therefore concluded that lecturers in Kaduna Polytechnic are not satisfied with their job 

due to inadequate job design in Kaduna Polytechnic. The study recommends that the pay package in Kaduna Polytechnic 

should be improved, and the management of Kaduna Polytechnic should ensure adequate provisions of modern offices and 

convieniences to all the lecturers. 
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INTRODUCTION 

A well defined job will make the job interesting and satisfying for the employee. The result is increased 

performance and productivity. If a job fails to appear compelling or interesting and leads to employee dissatisfaction, it 

means the job has to be redesigned based upon the feedback from the employees.  

Job design is concerned with the content of the job that an individual or group undertakes, i.e. the roles and tasks 

they fulfill, as well as the methods that they use to complete their work (Holman, Clegg, & Waterson, 2002; Birnbaum & 

Somers, 1995). The way that jobs are designed or structured can have effects on workers’ motivation, job satisfaction and 

overall performance of the organisation.  

Job satisfaction describes how contented a worker is with his or her job. There are a variety of factors that can 

influence a person’s level of job satisfaction. Some of these factors include the level of pay and benefits, the perceived 

fairness of the promotion system within an organization, the quality of the working conditions, leadership and social 

relationships, the job itself (the variety of tasks involved, the interest and challenge the job generates, and the clarity of the 
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job description/requirements). The happier people are within their job, the more satisfied they are said to be, though Parvin 

and Nurul Kabir (2011) maintained that job satisfaction is not the same as motivation, although they are clearly linked.  

Therefore, the aims of job design are; to enhance job satisfaction, to improve through-put, to improve quality and 

to reduce employee problems (e.g., grievances, absenteeism). Other influences on job satisfaction include the management 

style and culture, employee involvement, empowerment and autonomous workgroups (Parvin and Nurul Kabir,2011). Job 

satisfaction is a very important attribute which is frequently measured by organizations. The most common way of 

measurement is the use of rating scales where employees report their reactions to their jobs. Questions relate to rate of pay, 

work responsibilities, variety of tasks, promotional opportunities the work itself and co-workers. 

Job design studies have focused primarily on worker satisfaction and well-being. In general, research has 

supported the relationships for attitudinal outcomes i.e. satisfaction and motivation more so than the behavioural outcomes 

i.e. work performance, turnover and absence (Parker, Wall & Cordery, 2001). Possibly this is because it is very difficult to 

measure performance and productivity and most outcome data are based on self-rated questionnaires. 

Traditionally, the criterion for job design was efficiency (Arab British academy for higher education, 2012). The 

assumption was that effective job design would lower labour costs which in turn would have an effect on the efficiency of 

the organisation. However, this approach wrongly assumed that an individual's reaction to his work could also be 

controlled. It has been found by research that people are unhappy in a job if they have no control over its activities. It was 

also found that work that does not offer variety of challenge does not possess intrinsic meaning. Therefore such work has 

an undermining effect on motivation and also gives rise to such problems as frustration, absenteeism and increased labour 

turnover. These symptoms all affect production. A better job design is one with a combination of efficiency and individual 

satisfaction; the optimal design is one which ensures that while the individual experiences satisfaction, he is at the same 

time performing effectively towards achieving the organisation's goals. 

Given the significance of job design for motivation and satisfaction, further understanding is required of the 

psychological links between job design and productivity related outcomes such as learning and development, absenteeism, 

turnover, and job performance on lecturers satisfaction. Kaduna Polytechnic has a total of 1,500 academic staff and the 

institution rely on them for teaching and learning, which constitute its mandate.That is to say, job design research needs to 

account for the influence of work context on outcomes of lecturers, especially in a polytechnic setting.  

However, despite the influence of job design on job satisfaction especially in achieving organisational goal, from 

our experience and personal observations in Kaduna Polytechnic little is known by the lecturers about job design of the 

Polytechnic. Another problem is that of stress and fatigue resulting from overload and clumsy work schedule, non-

availabilty of conducive learnig environment (for example office accommodation, class accommodation, security of 

property), and irregular /unstable academic calendar.  

Owing to the above listed problems, the aim of this study is to examine the impact of job design on lecturers’ job 

satisfaction in Kaduna Polytechnic with a view to highlight whether or not the lecturers are happy with their job. Other 

objectives of this study are: 

 To assess the job satisfaction level of lecturers in Kaduna Polytechnic  

 To identify the factor which improves the job satisfaction level of lecturers in Kaduna Polytechnic  

In an attempt to achieve this objective the following research questions are raised:  

 Are the lecturers in Kaduna Polytechnic satisfied with their job?  
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 What is the level of job satisfaction of lecturers in Kaduna Polytechnic  

 What factors improves the job satisfaction level of lecturers in Kaduna Polytechnic  

Therefore, in order to achieve the objectives of the study, this paper is divided into six sections including this 

introduction. Section two presents literature, section three describes the methodology, section four shows the results and 

discussion, section five concludes the study, and the last section provides recommendations. 

LITERATURE REVIEW 

Perspectives of Job Design 

Job design, or work design as it is identified by some, has a rich documented history dating back to the industrial 

revolution. There are four main perspectives: mechanistic, motivational, biological and perceptual motor. 

Mechanistic 

The classical, post-industrial period of job design focused on division of labour, simplification of work and 

specialization of work. This mechanistic perspective of job design further developed its underpinnings through the 

scientific-management school of thought. This mechanistic approach contributed to the removal of planning, coordinating 

and controlling (thus accountability) of activities from those who performed the tasks (Jackson, 2005). 

Jobs high in mechanistic features could be staffed by almost anyone as long as they were trained in the task. 

Campion & Thayer (1987) state that because mental demands are minimal for these workers, stress and overload are 

unlikely. Errors are less common because mistakes are less likely to occur. The disadvantages to this approach are that 

staff are less satisfied and less motivated and this eventually translates into absenteeism, staff turnover, and health 

complaints and injuries related to physical wear, carelessness or repetition.  

Motivational 

During the 1950’s human relations advocates recognized the absence of attention to human needs in the 

mechanistic approach to job design and advocated for an approach that addressed work motivation and organizational 

behaviour. The motivational perspective to job design takes into account social or people-interaction aspects as well as task 

variety, feedback, and achievement (Campion & Thayer 1987). Jackson (2005) argue that recognizing that staff have 

feelings, motives and needs, organizational psychology developed two main theoretical approaches to motivational 

designs: socio-technical and job characteristics theories.  

Socio-technical theory is concerned with the interdependence of both the social and technical systems of 

organizations. Its premise is that the incremental gains of doing more of what is already being done and doing it better are 

limited (Tonges, 1992). Job design needs to include both how the work is designed and how the people are organized. 

Socio-technical theory has, in particular, encouraged the innovation of autonomous work groups (Holman, Clegg, 

&Waterson, 2002). The second main theoretical approach is that of the characteristics of jobs and this has been strongly 

influenced by the work of Hackman & Oldham (1980) and their Job Characteristics Model. They suggest that three 

psychological states are necessary for high levels of work quality and propose that five core job dimensions are 

instrumental in producing these psychological states. The five core job dimensions include: task variety, task identity, task 

significance, autonomy, and job-based feedback.  

Task variety is related to the fact that completing repetitive tasks offers no challenges to staff and can cause them 

to lose interest and become dissatisfied. Task identity suggests that staff are more satisfied when they have an opportunity 
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to complete a ‘whole’ piece of work. Task significance suggests that staff need to feel responsible for their work and 

understand the significance of their work and how it impacts on others. Autonomy is the individual’s control of their 

individual work. Finally, feedback suggests that everyone needs information on how they are doing otherwise there is no 

satisfaction from performing effectively. 

Jackson (2005) argue that these 5 core dimensions affect the outcome of work by influencing three psychological 

states: experienced meaningfulness, responsibility, and knowledge of results. Once these three psychological states are 

activated, supposedly work motivation, job satisfaction, and work performance should improve. It is further suggested that 

these outcomes would be more significant for employees with high growth needs. The goal of this model is to design work 

so that it will be personally satisfying and intrinsically rewarding. This model along with the Job Design survey (Hackman 

& Oldham, 1980) have guided a significant number of job design studies.  

Similarly, Job enlargement and job enrichment are another variation on the motivational perspective of designing 

jobs (Pierce, 1980). Recently, job enlargement and enrichment have seen resurgence as organizations have become 

concerned with empowerment, operator control and autonomy, and division of labour. Job enlargement refers to an 

increase in the number and variety of duties and tasks performed although it may not give employees more responsibility; 

it is the opposite of the mechanistic approach that included repetitive jobs. Job enrichment involves expanding the depth of 

a job supposedly allowing for more responsibility, accountability, independence and participation in decision-making 

(Jackson, 2005 in Parvin and Nurul Kabir, 2011).  

Campion & Thayer (1987) conclude that the benefits of the motivational approach to job design may include 

increased satisfaction and possibly improved performance. The disadvantages are that jobs often require longer training 

times, have greater mental demands resulting in stress and mental overload, are resultantly more expensive to staff and, 

have an increased occurrence of errors. 

Biological 

As attention to biomechanics and ergonomics (study of worker efficiency in work place) grew, a biological 

perspective to job design developed. Its main premise was to minimize the physical costs and biological risks of work 

(Campion & Thayer 1987). The benefits of jobs exhibiting a biological approach include less physical fatigue, fewer health 

complaints, fewer injuries, lower absenteeism and possibly even increased job satisfaction because they are physically less 

arduous (less effort) (Jackson, 2005). However, some tasks just are physical, involve working shift work or involve 

environmental stressors such as lecturing in the evening and/or on weekends. The goal of the biological approach is to 

ensure that staff’s physical capabilities and limitations are not exceeded by the design of their jobs (Campion & Thayer 

1987). 

Perceptual Motor 

A less documented approach to job design is the perceptual motor perspective. Campion & Thayer (1987) state 

that the main contributors to this approach have been the research on skills and how people mentally process information. 

This approach ensures that staff’s mental capabilities and limitations are not exceeded thus minimizing the occurrence of 

errors and accidents. 

Another goal of this approach is to reduce the general mental demands of a job thereby decreasing the chances of 

mental stress and overload, reducing training times and increasing the number of staff who can perform the job with little 

or no training. A definite downside to this approach is that staff satisfaction and motivation may be lowered because jobs 



Impact of Job Design on Lecturers’ Job Satisfaction in Kaduna Polytechnic                                                                                                                  53 

can be less mentally stimulating (Jackson, 2005). It would appear from the historical review of job design that the design of 

the job is multidimensional. 

Research in job design has focused significantly on the job characteristics model proposed by Hackman & 

Oldham (1980). Much of this research has also involved use of the Job Design Survey. The bulk of this empirical work has 

been dominated by blue-collar industrial work and male employees; little attention has been given to knowledge workers – 

that is highly skilled, highly educated people. 

Further to job design research on job satisfaction, there have been ethnographic studies on people at work as well 

as studies focused on the design and introduction of new technology. Holman, Clegg, and Waterson, (2002) summarizes 

this work. The research on people at work has emphasized the significance of understanding work in the larger context of 

practice. Of interest is the fact that these studies have drawn attention to the significance of knowledge – for example, how 

it is used, distribution of knowledge, and types of knowledge (Jackson, 2005).  

The research on technology has highlighted the relationship between technology and the social practices that 

surround technology and their resultant impact on job design, productivity and quality of working life. Further to the social 

practices that surround technology is the fact the rapid technological change in education provision and administration adds 

pressure to increase skills as well as creating cognitive complexity to lecturers activities. The literature does identify the 

need to consider the organizational context, and in particular knowledge requirements, in which the employee and the job 

are embedded. 

The final area of job design study has been related to labour process theory and how job designs are shaped by 

managerial practices and worker responses. Holman, Clegg, and Waterson, (2002) describes these study efforts as 

addressing control strategies used by managers (for example, performance appraisal) and resistance practices used by 

workers (for example, attempts to gain security and maintain identity). This research indicates that employee resistance, 

compliance and consent to control are contingent on the distribution of knowledge and power, employee need for security 

and identity, and organization specific conditions. 

Perspective of Job Satisfaction 

The study of job satisfaction is a topic of wide interest to both people who work in organizations and people who 

study them. Job satisfaction has been closely related with many organizational phenomena such as motivation, 

performance, leadership, attitude, conflict, and moral. Researchers have attempted to identify the various components of 

job satisfaction, measure the relative importance of each component of job satisfaction and examine what effects these 

components have on employees’ productivity. 

Moreover, Abraham Maslow(1954) viewed human needs from a five-level hierarchy ranging from physiological 

needs, safety, belongingness and love, esteem to self-actualization. Based on Maslow’s theory, job satisfaction has been 

approached by some researchers from the perspective of need fulfillment (Kuhlen, 1963; Worf, 1970 in Parvin and Nurul 

Kabir, 2011). However, Spector (1997) refers to job satisfaction in terms of how people feel about their jobs and different 

aspects of their jobs. Ellickson and Logsdon (2002) support this view by defining job satisfaction as the extent to which 

employees like their work. In another attempt, Reilly (1991) defines job satisfaction as the feeling that a worker has about 

his job or a general attitude towards work or a job and it is influenced by the perception of one’s job.  

Meanwhile, job satisfaction and dissatisfaction not only depends on the nature of the job, it also depend on the 

expectation of what the job supply to an employee (Hussami, 2008). For this reason therefore, lower convenience costs, 



54                                                                                                                                                                              Yusuf Alhaji Hashim & Aliyu Mamman 

higher organizational and social and intrinsic reward will increase job satisfaction (Mulinge and Mullier, 1998). Job 

satisfaction is a complex phenomenon, it is influenced by the factors like salary, working environment, autonomy, 

communication, and organizational commitment (Vidal, Valle and Aragón, 2007).  

For example, according to a study conducted by Friedlander and Margulies (1969) cited in Parvin and Nurul 

Kabir (2011), it was discovered that management and friendly staff relationships contribute to the level of job satisfaction. 

However, this result contradicts with view of Herzberg (1966) who supported the view that supervision is irrelevant to the 

level of job satisfaction. Besides, Frame (2004 in ) argue that work conditions are defined as an employee’s work place, 

work instruments, the work itself, organization policy, and organizational rules. 

In addition, Parvin and Nurul Kabir (2011) asserts that Arnold and Feldman (1996), promotes factors such as 

temperature, lighting, ventilation, hygiene, noise, working hours, and resources as part of working conditions. Therefore, 

the worker would rather desire working conditions that will result in greater physical comfort and convenience. The 

absence of such working conditions, amongst other things, can impact poorly on the worker’s mental and physical well-

being. Employees may feel that poor working conditions will only provoke negative performance, since their jobs are 

mentally and physically demanding.  

However, even with the widespread recognition of the importance of facilitating the relationship between job 

satisfaction and motivation in facilitating organizational commitment, there are varying perspectives on the means of doing 

this. The earliest strategy is to use wage increases to link job satisfaction and motivation to organizational commitment 

(Parvin and Nurul Kabir, 2011 citing Hill & Wiens-Tuers, 2002). With the recognition that this is not enough to bring 

about motivation expressed in job satisfaction, other perspectives emerged giving particular importance to the training and 

skills development of employees (Parvin and Nurul Kabir, 2011 citing Woodruffe, 2000) applied through the underlying 

principle of continuous organisational learning.  

This means that achieving motivation and job satisfaction to develop organizational commitment is not simple or 

easy and works according to the context of individual organizations. Although, there are best practices within industries, it 

is up to the individual organisations to determine which human resource strategies meet its needs and objectives. 

Kaduna Polytechnic  

Kaduna Polytechnic was established by the then Northen Region, as technical institute in 1956. The Northern 

Nigeria Executive Council by conclusion No.1 at its meeting of 17th August, 1962, re-designated the Kaduna Technical 

Institute as the Polytechnic Kaduna. It became Kaduna Polytechnic in 1968 under the Federal Government Decree No.20 

of 1963 which was amended in 1979 by Decree No. 73. On the 27th August, 1991, the Federal Government took over the 

institution under Decree No. 40 of 1991 (Kaduna Polytechnic, 2011).  

Kaduna Polytechnic has grown from a humble beginning in 1956 to what is today, the largest Polytechnic in 

Africa south of sahara in terms of staff, students’ population, and physical infrastructures. The Institution comprises of five 

colleges namely; college of arts and social sciences (CASSS), college of business and management studies (CBMS), 

college of environmental studies (CES), college of engineering, and college of science and technology (CST). The colleges 

are organised into schools and academic departments. At present, there are ten (10) schools and thirty-six (36) academic 

departments running a total of 138 accademic programmes (Kaduna Polytechnic, 2011). 

METHODOLOGY 

A descriptive research design and survey method were applied in this study. The researchers used both the 
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primary and the secondary data for this study. Secondary data were collected from available polytechnic records and 

publications, as well as research studies, and articles. The primary data were sourced from a structured questionnaire.  

The questionnaire was administered on a sample of Kaduna Polytechnic lecturers that was drawn from the 

population of lecturers of the Polytechnic. The sample size drawn was 230 respondents out of the 1,500 population of 

lecturers in kaduna Polytechnic. The sample size is considered sufficient based on the table for determinig sufficient 

sample size by Barlett, Kotrlik, and Higgins (2001). Barlett, Kotrlik, and Higgins (2001), argue that at 5% level of 

precision a sample size of 230 in a population of 1,500 is sufficient for categorical data.  

To adequately compensate for non responses, a total of 300 copies of the research instrument were administered, 

thus increasing the sample size by 30%. For as maintained by Israel (1992), the sample size also is often increased by 30% 

to compensate for nonresponse. Thus, the number of mailed surveys or planned interviews can be substantially larger than 

the number required for a desired level of confidence and precision. To gather primary data for this study, 300 copies of 

the questionnaire were administered to a random sample of respondents. In order to ensure equal representation of the 

respondents, the proportional representation allocation (PAR) formula was used in distributing the research instrument to 

the five colleges that make-up the Kaduna Polytechnic. In each college, a total of sixty (60) copies of the research 

instrument were administered. 

In the research instrument, respondents were provided with a five-point Likert’s scale ranging from “most 

inadequate” (1) to “most adequate” (5). Items on the research instrument were drawn from the literature reviewed, and 

include; pay package, work place, work instruments, the work itself, organization policy, and organizational rules. Others 

are ventilation, hygiene, noise, and working hours, autonomy, feedback, environmental stress, understanding of work, and 

mental demand. The data gathered for this study were analysed using decriptive (tables, mean, and ranking).  

Decision Rule 

In order to draw meaningful conclusions, there is the need to specify our decision criterion, which will guide our 

acceptance or rejection of the results of this study. Therefore, given that we used Likert’s scale in our research instrument, 

we defined our decision based on the weight of the responses received from our respondents (Kaduna Polytechnic 

lecturers). The decision rule is in terms of average (mean) score which is defined thus: 1+2+3+4+5/5= 3.0, meaning that 

3.0 is the cut-off point for evaluating (accepting or rejecting) each item of the research instrument. 

RESULTS AND DISCUSSIONS 

In this section the results of the field survey is presented, analysed, and discussed. In attempting to generate data 

for this study, 300 copies of the research instrument were administered to a random sample of respondents (Kaduna 

Polytechnic lecturers). However, only 261 copies of the research instrument were reasonably and adequately completed, 

resulting in an 87% response rate. The analysis of the data gathered from completed copies of the research instrument 

utilized descriptive statistics (specifically, mean, percentage, and ranking). 

Table 1: Descriptive Statistics of Kaduna Polytechnic Lecturers’ Responses with 

Respect to Job Design and Job Satisfaction in Kaduna Polytechnic 

Question 

No. 
Questionnaire Item Options Frequency 

Relative 

Frequency (%) 

1 Pay package of Kaduna Polytecnic is 

Most inadequate 15 05.70 

Inadequate  120 46.00 

Adequate 108 41.40 

Very adequate 18 06.90 

Most adequate -- 00.00 

  Total 261 100.00 



56                                                                                                                                                                              Yusuf Alhaji Hashim & Aliyu Mamman 

Table 1: Contd., 

2 
The conduciveness of the working environment 

in Kaduna Polytechnic is 
Most inadequate 44 16.90 

  Inadequate  147 56.30 

  Adequate 51 19.50 

  Very adequate 19 07.30 

  Most adequate -- 00.00 

  Total 261 100.00 

3 The Kaduna Polytecnic work instruments are Most inadequate -- 00.00 

  Inadequate  38 14.50 

  Adequate 150 57.50 

  Very adequate 50 19.20 

  Most adequate 
23 

 
08.80 

  Total 261 100.00 

4 The work itself in Kaduna Polytechnic is Most inadequate 5 02.00 

  Inadequate  38 14.50 

  Adequate 150 57.50 

  Very adequate 70 26.00 

  Most adequate -- 00.00 

  Total 261 100.00 

5 

The Kaduna Polytechnic policy (in terms of 

training, conference attendance, and 
sponsorship, etc) is 

Most inadequate 56 21.46 

  Iinadequate 168 64.37 

  Adequate  20 07.66 

  Very adequate 10 03.83 

  Most adequate 7 02.68 

  Total 261 100.00 

6 
Ventilation and hygiene at work places in 

Kaduna Polytechnic are 
Most inadequate 33 12.64 

  Inadequate  146 55.94 

  Adequate 66 25.29 

  Very adequate 16 06.13 

  Most adequate -- 00.00 

  Total 261 100.00 

7 The work load in Kaduna Polytechnic is Most inadequate 15 05.75 

  Inadequate  33 12.64 

  Adequate 153 58.62 

  Very adequate 40 15.33 

  Most adequate 20 07.66 

  Total 261 100.00 

8 
Assignments, tests and examinations being 
conducted on courses being taught in Kaduna 

polytechnic are 

Most inadequate 15 05.75 

  Inadequate  54 20.69 

  Adequate 138 52.87 

  Very adequate 54 20.69 

  Most adequate -- 00.00 

  Total 261 100.00 

9 
Autonomy/control over work performed in 

Kaduna Polytechnic is 
Most inadequate -- 00.00 

  Inadequate  93 35.63 

  Adequate 150 57.47 

  Very adequate 18 06.90 

  Most adequate -- 00.00 

  Total 261 100.00 

10 
Feedback/information on how you are 

performing your job in Kaduna Polytechnic is 
Most inadequate 24 09.20 

  Inadequate  114 43.70 

  Adequate 99 37.90 

  Very adequate 24 09.20 

  Most adequate -- 00.00 

  Total 261 100.00 

11 
The environmental stressors at work place in 

Kaduna Polytechnic are 
Most inadequate 12 04.60 

  Inadequate  172 65.90 

  Adequate 51 19.54 

  Very adequate 26 09.96 

  Most adequate -- 00.00 

  Total 261 100.00 
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Table 1: Contd., 

12 
The understanding of work in Kaduna 

Polytechnic is 
Most inadequate 3 01.15 

  Inadequate  84 32.18 

  Adequate 129 49.43 

  Very adequate 45 17.24 

  Most adequate -- 00.00 

  Total 261 100.00 

13 
The general mental demand in Kaduna 

Polytechnic is 
Most inadequate 3 01.15 

  Inadequate  78 29.89 

  Adequate 147 56.32 

  Very adequate 29 11.11 

  Most adequate 4 01.53 

  Total 261 100.00 

             Source: Field Survey Data, 2013 

Table 1 displays the descriptive statistics of the Kaduna polytechnic lecturers’ responses with respect to job 

design and job satifaction in Kaduna Polytechnic. From the table it can seen that 51.7% of the lecturers considers the pay 

package of Kaduna Polytechnic as inadequate. Similarly, 73.2% of the lecturers are of the opinion that the working 

environment of Kaduna polytechnic is not condusive, this is not suprising as the lectures suffers from non availability of 

clean toilets and relatively well-furnished offices in Polytechnic. 

In addition, 72.03% of the lecturers are of the view that the Kaduna Polytechnic policy in terms of training, 

conference attendance and sponsorship is most inadequate. This, also is not suprising as majority of the lecturers have 

squeeze themslves to be able to undertake postgraduate studies. In fact, there is a zero allocation to conference attendance. 

Furthermore, 68.58% of the lecturers considers ventilation and hygiene at work places in Kaduna Polytechnic as 

inadequate. This is not suprising as in most cases offices and lecture rooms are left unkept. Another area of inadequacy in 

Kaduna Polytechnic is feedback and information on how the lecturers are performing their job. In fact, 52.90% of the 

lecturers considers the feedbackand information system on how they are performing their job as grossly inadequate, and 

therefore they are blind-folded as they do not whether their performances are according to the standard, or below the 

standard. 

However, 81.61% of the lecturers are of the opinion that the work load in Kaduna Polytechnic is adequate. Again, 

in terms of mental demand, 68.96 of the lectures expressed the view that it adequate. Another area of adequacy is 

autonomy and control over work performed in Kaduna Polytechnic, in this regard 64.37% of the lecturers are of view that 

it is adequate. 

Table 2: Means of Lecturers’ Responses with Respect to Job 

Design and Job Satisfaction in Kaduna Polytechnic 

Question 

Number 
Question Item Mean Ranking 

1 
Pay package of Kaduna 

Polytecnic 
2.49 7 

2 
The conduciveness of the 
working environment in Kaduna 

Polytechnic 

2.17 12 

3 
The Kaduna Polytechnic work 

instruments 
2.22 11 

4 
The work itself in Kaduna 

Polytechnic 
3.09 1 

5 

The Kaduna Polytechnic policy 

(in terms of training, conference 
attendance, and 

scholarship/sponsorship) 

2.09 13 

6 
Ventilation and hygiene at work 
places in Kaduna Polytechnic 

2.24 10 

7 
The work load in Kaduna 

Polytechnic 
3.06 2 
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Table 2: Contd., 

8 

Assignments, tests and 

examinations being conducted on 
courses being taught in Kaduna 

polytechnic 

2.88 3 

9 
Autonomy/control over work 
performed in Kaduna Polytechnic 

2.71 6 

10 

Feedback/information on how 

you are performing your job in 

Kaduna Polytechnic 

2.47 8 

11 

The environmental stressors at 

work place in Kaduna 

Polytechnic 

2.35 9 

12 
The understanding of work in 
Kaduna Polytechnic 

2.83 4 

13 
The general mental demand in 

Kaduna Polytechnic 
2.82 5 

                                                  Source: Authors’ Computation from the Field Data Collected, 2013 

Table 2 above shows the mean and ranking of the Kaduna Polytechnic lecturers responses with respect to job 

design and job satisfaction in Kaduna Polytechnic. From the table it can seen that in all cases (except in two situations; 

work itself and work load), the job design in Kaduna Polytechnic failed to lead to lecturers job satisfaction in Kaduna 

Polytechnic. For example, in terms of adequacy, the pay package of Kaduna Polytechnic is ranked 7th with a mean score 

of 2.49 which far beolw the cut-off point of 3.0 meaning the pay package is inadequate.  

Another important observation from table is the inadequacy and incondusiveness of the Kaduna Polytechnic 

working environment. The condusiveness of the working environment in Kaduna Polytechnic is ranked 12th with a mean 

score of 2.17. Similarly, in terms of sponsorship to attend conferences, workshops, and postgraduate studies, Kaduna 

Polytechnic scored 2.09 and is ranked 13th which is the last ranking of all items of the research instrument. 

In addition, feedback and information on how the lecturers are performing their job scored 2.47 and is ranked 8th, 

meaning that there is an inadequate flow of information and feedback from top to bottom on how the lecturers are 

performing their job. The understanding of work, is another area of inadequacy in Kaduna Polytechnic. The understanding 

of work in Kaduna Polytechnic is ranked 4th with a mean score of 2.83 which is below the cut-off point of 3.0. However, 

the work itself and work load in Kaduna Polytechnic are found to be adequate with a mean score of 3.09 and 3.06 

respectively, and 1st and 2nd. 

In a nutshell, this study reveal that there is a gross inadequacy of job design in Kaduna Ploytechnic which lead to 

lecturers job dissatisfaction in Kaduna Polytechnic, which means that there is a low level of job satisfaction among the 

lecturers in Kaduna polytechnic. 

CONCLUSIONS 

From the data collected, presented, and analysed, it can be concluded that lecturers in Kaduna Polytechnic are not 

satisfied with their job due to inadequate job design in Kaduna Polytechnic, which in most cases resulted to frequent 

industrial actions. 

RECOMMENDATIONS  

Based on the findings of this study, the following recommendations are put forward; 

Firstly, the pay package in Kaduna Polytechnic should be improved to meet the expectations of the lecturers in 

Kaduna Polytechnic. Secondly, the issue of sponsorship to attend conferences, training workshops, and postgraduate 

studies should be properly put in place in Kaduna Polytechnic, and be transparent and equitable to all concern in respective 
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of grade or seniority. Thirdly, the management of Kaduna Polytechnic should ensure adequate provisions of clean, modern 

offices and convieniences to all the lecturers in respective of grade or seniority. 
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