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 Turnover among state employees across the country is a significant and growing concern to state 

legislatures.  In researching the staff turnover experienced by public institutions of higher education in Texas, 

an inquiry into this activity at the six largest institutions in the state (The University of Texas at Austin, Texas 

A&M University, Texas Tech University, University of Houston, Texas State University-San Marcos, and The 

University of Texas at San Antonio) was undertaken. The combined staff of these institutions numbered 

26,202 employees in FY 2008 and 29,190 employees in FY 2010. Their combined turnover yielded losses of 

3,644 employees in FY 2008 and 3,546 employees in FY 2010. Of these employees, 2,914 voluntarily departed 

in FY 2008 and 2,489 voluntarily departed in FY 2010. Of the reasons cited by employees who voluntarily 

exited state employment in FY 2010 (Texas State Auditor’s Office, 2011) and completed the state employee 

exit survey, many cited factors related to ineffective supervision as central to their departure. Specifically, 

these employees mentioned poor working conditions, lack of career opportunities, opportunities for better 

pay elsewhere, and issues with a supervisor as determining factors. Organization managers occupy positions 

of varying degrees of influence over such factors. This assertion is supported by seminal research (Hackman 

and Lawler, 1971; Hamner, 1974; Herzburg, 1959; Vroom, 1964) conducted in the areas of employee 

motivation, job satisfaction, and organizational culture. To appreciate the concern regarding this issue, it is 

important to note that there are many challenges associated with the departure of skilled and capable 

employees. These challenges include productivity losses stemming from 

▪  the absence of trained and productive workers; 

▪  disrupted work schedules;  
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▪  efforts to recruit, hire, and train replacement workers; 

▪  decreased employee morale in response to an uncompensated increase in workload; and 

▪  loss of intellectual and relationship capital built by the departing employee. 

 In the coming years, as an increasing number of employees approach retirement age, it is anticipated that 

the number of retirements will rise dramatically. In response to the expected rise in retirements and the 

compounding effect of voluntary turnover unrelated to retirement, it is imperative that action be taken now 

to reduce the rate of employee-driven turnover. There is a dearth of research in this area related to 

employees of institutions of higher education. Previous studies were limited to for-profit, private sector 

businesses and public sector agencies. Due primarily to the significant cultural differences and operational 

imperatives that exist between these organizational types and institutions of higher education, the 

transference of findings from these earlier studies cannot be assumed. As such, there is a clear and pressing 

need for further research in this area as it relates to institutions of higher education.  

 The lack of an adequately staffed, motivated, and skilled university workforce presents tremendous 

challenges in meeting the administrative and educational requirements inherent to the mission of any 

university. To this end, the purpose of this study was to examine the effects of Employment Development on 

Job Satisfaction among staff employees of public, four-year universities in Texas. In addition, the effects of two 

other factors—Physical Environment and Information Availability—and their relationships to Job Satisfaction 

were examined. These factors were selected in response to findings from previous studies which revealed that 

these variables are critical measures of supervisor effectiveness (Cascio, 1982; Mobley, 1982; Zippo, 1982). 

 

Theoretical Framework 

 A behaviorist epistemological perspective was employed throughout the course of this study. Skinner 

(1974), credited as the father of radical behaviorism, postulated that environmental factors have a great effect 

on individual behavior. Information regarding these environmental factors contributes substantially to the 

prediction and control of individual behavior. According to Skinner, this is accomplished by taking into account 

only those details which can be directly and objectively detected and measured in the behavior of a person 

relative to his environmental history. The prediction of such behavioral tendencies based on environmental 

conditions upon which those behaviors are often linked formed the theoretical and practical basis for this 

study. Additionally, the seminal works of Frederick Herzberg and Victor Vroom related to workplace 

motivation were also examined. Herzberg (1959) posits that a variety of factors affect the workplace 

environment by directly or indirectly influencing employee motivation and job satisfaction. According to 

Herzberg, job satisfaction is considered an outgrowth of achievement, recognition, challenging work, 

responsibility, and career advancement. When these factors are present in a job, Herzberg states the 

employee will experience positive feelings towards his employment that inevitably result in improved work 

performance. Conversely, job dissatisfaction is driven by other factors present in the work environment. For 
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example, Herzberg states that job dissatisfaction often stems from organizational policies and practices, 

quality of supervision, relationships with others (particularly supervisors), work settings, job security, benefits, 

and pay. These dissatisfiers, which Herzberg characterizes as hygiene factors, can reduce or eliminate job 

dissatisfaction and enhance performance to a degree, when properly applied, but will not deliver optimal 

levels of performance. To achieve high performance outcomes, management must introduce motivation 

strategies that focus on the nature and quality of the work environment.  

 Similarly, Vroom’s (1964) research was based on the notion that employees have a tendency to favor 

certain purposes or outcomes over others. Regarding these favored outcomes, they are inclined to anticipate 

feelings of satisfaction should a favored outcome be realized. Vroom employs the term valence to characterize 

the feelings attributed to these outcomes. If positive valence exists, achieving the outcome is preferred to not 

achieving it. Conversely, negative valence characterizes a circumstance when the achievement or realization of 

an outcome is not preferred by employees. In essence, the magnitude of the valence of a given outcome is 

contingent upon the degree to which it is seen as contributing to other outcomes and the valence of those 

outcomes. Vroom applied this proposition to research associated with occupational choice, job satisfaction, 

and job performance.  

 

Employment Development as an Influence on Job Satisfaction 

 The association between employment development and job satisfaction has been well documented by 

numerous studies involving employees in both the private and public sectors (e.g., Chew and Chan, 2008; 

Owens, 2006; Sahinidis and Bouris, 2008).  

 Chew and Chan (2008) examined the impact of several human resource practices on employee 

organizational commitment, job satisfaction, and intention to stay. One of these practices was the 

implementation of training and career development strategies. The authors suggest that many forward-

thinking employers are striving to create a positive organizational climate in an attempt to retain valuable 

employees through a variety of human resource initiatives. The authors further claim that although 

conventional wisdom suggests that trained individuals become more marketable and consequently might 

leave the organization at the first opportunity, studies indicate that if their training needs are met, employees 

may be more satisfied with their employment and likely to remain with their employers. In fact, the results of 

their study serve to substantiate this claim. The researchers concluded that training and development did 

indeed have a significant and positive association with an employee’s intention to remain with their employer.  

 In a similar study involving public sector employees, Owens (2006) investigated the relationship between 

training participation, job satisfaction, and turnover intention. The results of the study indicated a strong 

positive correlation between training participation, heightened job satisfaction, and low turnover intention.  

 Sahinidis and Bouris (2008) investigated the connection between perceived employee training 

effectiveness and job satisfaction, motivation, and commitment to an employer. The authors surveyed 



84 

 

employees after they had completed a performance-enhancing training program. The information solicited 

from these participants was related to their attitudes towards the training program as well as their employers. 

The results of the study indicated a positive relationship existed between perceived training effectiveness and 

job satisfaction, motivation, and commitment to an employer. In light of these findings, we proposed the 

following hypothesis: 

Hypothesis 1: Employment development is positively and significantly related to job satisfaction. 

 

Physical Environment as an Influence on Job Satisfaction 

 Likewise, physical environment is shown to have a marked influence on employees attitudes regarding 

satisfaction with work (e.g., Adams and Bond, 2000; Annakis, Lobo, and Pillay, 2011; Earthman and Lemasters, 

2009). In their study of hospital nurses, Adams and Bond (2000) explored the relationships between physical 

work environment, personal characteristics, and level of job satisfaction. The researchers concluded that ward 

facilities and ward layout were statistically significant predictors of job satisfaction among survey respondents. 

These factors, both associated with physical environment, were found to have positive associations with job 

satisfaction. 

 Annakis, Lobo, and Pillay (2011) investigated predictors of workers’ job satisfaction among customer 

service representatives (CSR) of call centers located in Australia. The results of their study indicated three 

factors: monitoring, flexibility, and work environment were significantly correlated to job satisfaction among 

employees.  

 Earthman and Lemasters (2009) researched the possible relationships between the perceptions teachers 

have about the states of their classrooms and their satisfaction with employment. Their findings indicate the 

physical environment does in fact influence the attitudes of teachers, in turn, affecting their productivity. Poor 

classroom environments can cause morale issues which the authors suggest may eventually affect student 

achievement. These findings gave rise to the following study hypothesis: 

Hypothesis 2: Physical environment is positively and significantly related to job satisfaction. 

 

Information Availability as an Influence on Job Satisfaction 

 A review of the extant literature on the relationship between information availability and job satisfaction 

reveals a significant association (e.g., Goris, 2007; Carriere and Bourque, 2009; Zydziunaite and Katiliute, 

2007). Goris (2007) explored the influence of communication satisfaction on the relationships between job 

congruence, job performance and job satisfaction. His findings indicated satisfaction with communication was 

a strong predictor of both job performance and job satisfaction.  

 Carriere and Bourque (2009) examined the relationships between internal communication practices, 

communication satisfaction, job satisfaction, and organizational commitment. The authors identified 

significant and positive relationships between internal communication practices and communication 
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satisfaction, communication satisfaction and job satisfaction, and communication satisfaction and 

organizational commitment. 

 Zydziunaite and Katiliute (2007) researched the experiences of nursing staff in a variety of areas including 

information-sharing, work motivation, and job satisfaction. The authors found that motivation and job 

satisfaction among nurses decreased when operating in organizations with poor information-sharing 

mechanisms. Additionally, those nurses operating in organizations that fostered effective interpersonal 

communication experienced increased motivation and job satisfaction. In light of these findings, we propose 

the following hypothesis: 

Hypothesis 3: Information availability is positively and significantly related to job satisfaction. 

 

Supervision Effectiveness as an Influence on Job Satisfaction 

 In addressing the subject of supervisor effectiveness, Doh, Stumpf, Tymon, and Haid (2008) questioned 

whether the use of compensation as a primary retention tool was an effective strategy. The findings revealed 

four factors which appeared to be highly influential in affecting employee turnover decisions: performance 

management practices, professional development practices, the quality of supervision, and the company’s 

socially responsible posture. In turn, these factors influenced the formulation of two employee attitudes: job 

satisfaction and pride in the organization. Researchers concluded that the finest companies to work for 

provide a high degree of management support as well as training and development opportunities to their 

employees very early in their employment.  

 This finding was further supported by research conducted by Buelens and Van den Broeck (2007). Buelens 

and Van den Broeck proposed public sector employees are more motivated by a supportive work environment 

and less motivated by extrinsic monetary rewards. Their findings confirmed that civil servants were less 

motivated by financial considerations. Additionally, their findings served to affirm their proposition that public 

sector workers were more strongly motivated by a desire to work in supportive working environments which 

is indicative of effective supervisory practices. 

 The present study follows the work of Herzberg (1959) and Vroom (1964), by including the following 

theoretical variables to represent the concept of supervisor effectiveness: employment development, physical 

environment, and information availability. This established association between the study’s predictor variables 

resulted in the formulation of the following hypotheses: 

Hypothesis 4: Physical environment is positively and significantly related to employment development. 

Hypothesis 5: Physical environment is positively and significantly related to information availability. 

Hypothesis 6: Information availability is positively and significantly related to employment development. 
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Design of the Study 

A correlational model (Figure 1) was used to examine the relationships between the four factors: 

Employment Development (ED), Information Availability (INFO), Physical Environment (PE), and Job 

Satisfaction (JS).  

 

 

 

Figure 1. Conceptual structural equation model. Latent constructs are shown in ellipses, and observed 
variables are shown in rectangles. Factors: Employment Development (ED), Physical Environment (PE), 
Information Availability (INFO), Job Satisfaction (JS). Q## represents the specific survey items used in 
measurement models. E represents measurement error or the residual value associated with variables. 
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Sample and Data Collection 

 The data utilized in this study was derived from the Survey of Organizational Excellence (SOE), which was 

produced by The Institute for Organizational Excellence (IOE) located on the campus of The University of Texas 

at Austin. The SOE is intended to assist management at all levels within state government by delivering 

information about workforce related issues that influence the operational effectiveness of the enterprise. The 

information derived from the survey not only relates employees’ views of the efficacy and efficiency of their 

own organizations but also employee perceptions related to satisfaction with employment. Being cognizant of 

such perceptions is vital to an employer’s ability to recruit and preserve a high quality workforce. The SOE 

consists of 16 demographic measures and 84 survey items. The demographic measures produce both ordinal 

and nominal data, depending on the dichotomous or polytomous nature of the measure. The survey items are 

polytomous and generate ordinal data utilizing a five-point Likert scale with response categories ranging from 

strongly disagree to strongly agree. While the instrument allows for six possible responses, records containing 

one or more not applicable responses for the indicator variables utilized during this study were treated as 

unanswered items and eliminated from consideration.  In FY 2010, the SOE was administered to employees of 

seven public, four-year institutions of higher education in Texas. For the purpose of this study, the data 

gathered from these institutions was limited to staff employees and analyzed in the aggregate providing 

cumulative findings for the sample population. Additionally, incomplete records were purged from the study 

through the use of listwise deletion, which is considered an appropriate method for treating missing data in 

SEM (Hair, Black, Babin, Anderson, and Tatham, 2006). 

 

Data Screening 

 In examining the descriptive statistics presented in Table 1, it is immediately apparent that none of the 

survey items generate a normal distribution of participant responses. This is quickly determined from an 

analysis of skewness and kurtosis indices.  A central assumption in the performance of SEM investigations in 

general, and the utilization of Analysis of Moment Structures (AMOS) software specifically, is that the data 

used for analysis are multivariate normal (Byrne, 2010). Of particular concern are those data that are 

multivariate kurtotic. While skewness has a tendency to affect tests of means, Kurtosis severely affects tests of 

variances and covariances (DeCarlo, 1997). While there seems to be no consensus as to how great values 

should be before findings of severe kurtosis can be established, values equal to or greater than 7 are 

commonly deemed to be divergences from normality (West, Finch, and Curran, 1995). Using the threshold of 7 

as an indicator, a review of the values presented in Table 1 shows no item to be unacceptably kurtotic. 
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Table 1 – Descriptive Statistics 

Survey 
Item 

N Mean S.D. Skewness Kurtosis 

Statistic Statistic Std Error Statistic Statistic Std Error Statistic Std Error 

Q9 1319 3.82 .029 1.050 -1.003 .067 .479 .135 

Q10 1319 3.99 .026 .928 -1.253 .067 1.872 .135 

Q12 1319 3.27 .029 1.064 -.510 .067 -.519 .135 

Q15 1319 3.44 .029 1.059 -.636 .067 -.317 .135 

Q16 1319 3.43 .028 1.018 -.572 .067 -.204 .135 

Q21 1319 3.31 .032 1.154 -.445 .067 -.707 .135 

Q22 1319 3.82 .028 1.013 -.1.008 .067 .704 .135 

Q33 1319 3.64 .029 1.067 -.770 .067 -.014 .135 

Q34 1319 3.70 .029 1.050 -.870 .067 .251 .135 

Q35 1319 3.77 .027 .981 -.877 .067 .521 .135 

Q36 1319 3.94 .027 .996 -.976 .067 .723 .135 

Q37 1319 4.10 .021 .775 -1.054 .067 2.027 .135 

Q38 1319 3.95 .025 .908 -1.031 .067 1.141 .135 

Q39 1319 3.76 .029 1.062 -.831 .067 .140 .135 

Q40 1319 3.69 .028 1.032 -.785 .067 .120 .135 

Q41 1319 3.78 .025 .913 -.919 .067 .799 .135 

Q79 1319 3.84 .023 .836 -.916 .067 1.242 .135 

Q80 1319 3.82 .025 .892 -.995 .067 1.106 .135 

Q81 1319 3.52 .030 1.090 -.758 .067 -.181 .1356 

Note: Q## = survey item. 

 

Data Analysis 

 The method of analysis utilized during this study was Structural Equation Modeling (SEM). SEM allows for 

the ability to analyze construct variables that cannot be measured directly but that can be estimated from 

other directly measured variables (Schreiber, Nora, Stage, Barlow, and King, 2006). In analyzing the data 

associated with this study, Statistical Package for the Social Sciences (SPSS) was used to generate the 

descriptive statistics associated with the dataset as well as to ascertain the bivariate correlations that exist 

between the study variables. Analysis of Moment Structures (AMOS) software was used to construct the study 

path diagrams as well as to evaluate model fit from the program’s text outputs. SEM was employed to 

determine the strength of the correlational relationships between the various study variables. According to 

Byrne (2010), use of statistical models offers an effective, efficient, and expedient way of characterizing the 

composite construction underlying a set of directly observed and measurable variables. Once a path model is 

constructed, SEM can be used to calculate direct estimates of relationships between the various study 

variables. Unlike path analysis which employs simple bivariate correlations to ascertain the degree of 

relationships present in a series of structural models and their mathematical foundations, SEM provides for 

the simultaneous analysis of all variable relationships utilizing data from each of the mathematical equations 

that comprise the foundational basis of a research model (Hair et al., 2006).  

 Regarding goodness of fit (Table 2), while the chi-square and the CMIN (minimum discrepancy)/df 

(degrees of freedom) statistics were unacceptably high, these measures were undoubtedly influenced by the 



89 

 

large sample size. Values for the AIC (Akaike’s Information Criterion) and BCC (Browne-Cudeck criterion) were 

also unacceptably high. However, the CFI (comparative fit index) and RMSEA (root mean square error of 

approximation) values both indicate good model fit. Finally, at a .05 probability level, the critical N value of 

251 indicates adequate sample size.  

 

Table 2 – Goodness-of-Fit Indices 

Model χ² df p CMIN/df CFI RMSEA NPAR AIC BCC 

Default Model 881.875 139 <.001 6.344 .984 .064 70 1021.875 1024.032 
Saturated Model .000 0   1.000  209 418.000 424.441 
Independence 
Model 

14542.539 171 <.001 85.044 .000 .253 38 14618.539 14619.710 

Note. CFI = comparative fit index; RMSEA = root mean square error of approximation; NPAR = nonparametric 
statistic; AIC = Akaike’s Information Criterion; BCC = Browne-Cudeck criterion. 
 
 
 Scale analyses were conducted using SPSS 18.0 to determine the degree of internal consistency among 

those survey items used as indicator variables in the study’s measurement models. Results of those analyses 

are presented in Table 3. According to Krathwohl (2004), internal consistency reliability provides 

substantiation that the survey items employed as indicator variables in a structural equation model are 

homogeneous, measure a specific construct, and correlate highly with one another. High internal consistency 

reliability is necessary for a measure to be interpretable. Cronbach’s Alpha provides an internal consistency 

reliability measure that ranges from 0 to 1, with values of .60 to .70 considered the lowest levels of 

acceptability (Hair et al., 2006). As displayed in Table 3, the sample utilized during this study provides 

adequate internal consistency reliability values for the construct variables under investigation. 

 

Results 

 Standardized path coefficients were generated to examine the pre-established relationships between the 

study’s predictor and criterion variables in terms of their statistical and practical significance. In determining 

practical significance, the r² Coefficient of Determination was employed to assess degree of practical effect 

among statistically significant factor relationships. This analysis provides for the amount of variance shared by 

the factors and will be examined in the context of Cohen’s operational definitions of small (.10), medium (.30), 

and large (.50) effect sizes for r (Cohen, 1987).  The findings presented in Table 4 provide the standardized 

regression relationships generated by the construct variables. In exploring the first hypothesis, the 

relationship between the variables Employment Development and Job Satisfaction, we found the relationship 

generated a substantial standardized regression estimate of .604 but failed to achieve statistical significance (p 

= .25). In this case, we were unable to show a predictable and meaningful relationship existed between these 

two factors. In addressing the second and third hypotheses, neither of the two predictor constructs (Physical 
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Environment and Information Availability) produced statistically significant results (r = .250, p = .24 and r = 

.140, p = .67 respectively) with the criterion variable, Job Satisfaction. As a result, we were unable to establish  

 

 

Table 3 – Reliability Statistics 

Indicator Variable Construct Variable Cronbach’s Alpha 

Q21 Job Satisfaction (JS) 0.834 

Q22   
Q41   
Q40   
Q10 Information Availability (INFO) 0.767 
Q12   
Q15   
Q79   
Q80   
Q81   

Q9 Physical Environment (PE) 0.743 
Q37   
Q38   

Q39   

Q16 Employment Development (ED) 0.876 

Q33   

Q34   

Q35   

Q36   

                         Note. Q## = survey item. 
 

 

the existence of any statistically significant relationships between the model’s predictor variables 

(Employment Development, Physical Environment, and Information Availability) and the criterion variable, Job 

Satisfaction.  In exploring the fourth hypothesis, the effects of Physical Environment on Employment 

Development, we found the relationship generated a moderate standardized regression estimate of .401 that 

also achieved statistical significance at a .001 level indicating a predictable and meaningful relationship exists 

between these two factors. A corresponding r² value of .16 indicates that 16% shared variance exists between 

the factors thus providing a medium or moderate practical effect. The relationship between Physical 

Environment and Information Availability, our hypothesis five, was likewise positive, significant and, in this 

case, produced a very substantial regression estimate of .881. The resulting r² value of .78 indicates 78% 

shared variance between the factors thus resulting in a very high practical effect. Finally, the relationship 

between Information Availability and Employment Development, hypothesis six, also generated a large, 
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standardized regression estimate of .615 that was significant at a .001 level of significance. The resulting r² 

value of .38 indicates a medium or moderate practical effect. 

 

Table 4 – Standardized Regression Weights and Probabilities 

Variable Relationship Direct 
Effect 

Indirect 
Effect 

Total 
Effect 

Probability (P) 

Job Satisfaction <--- Employment Development .604  .604 .238 
Job Satisfaction <--- Information Availability .140 .371 .511 .669 
Job Satisfaction <--- Physical Environment .250 .692 .943 .242 
Information Availability <--- Physical Environment .881  .881 <.001 
Employment Development <--- Information Availability .615  .615 <.001 
Employment Development <--- Physical Environment .401 .542 .943 <.001 

 

 

Discussion and Conclusion 

 The primary purpose of the study was to determine if retention of university staff employees, in this case 

inferred by the factor Job Satisfaction, was dependent on factors such as Employment Development, 

Information Availability, and Physical Environment.  Surprisingly, none of these factors showed statistical 

significance. Owen (2006) had found significant relationships exist between training participation and job 

participation for public-sector employees. Chew and Chan (2008) found that training and development had a 

significant positive relationship with employee intention to stay.  With regard to physical environment, several 

researchers found a positive relationship existed between that factor and job satisfaction.  As previously 

noted, Earthman and Lemasters (2009) found that teacher morale was positively linked to classroom 

environment. Likewise, prior research had supported the idea that job satisfaction would be positively related 

to information availability with studies such as Carriere and Bourque’s (2009) finding that internal 

communications was an important component of job satisfaction for paramedics. 

 Then why did this study fail to find strong relationships existed between the predictor variables and 

criterion variable employed by this study?  Several reasons come to mind.  First, most of the respondents are 

well satisfied in their jobs.  The mean score of the Job Satisfaction factor was 3.65 out of a possible 5.00.  

Other considerations outside of the scope of this study may have a stronger influence over employee attitudes 

regarding job satisfaction. For example, the respondents involved in this study are state employees who 

traditionally occupy stable jobs with good benefits.  They are often working in a school located in their 

immediate community and may see themselves in a role that serves the greater good for community at large.  

A qualitative research study would be helpful in exploring these reasons to a much greater extent. 

 The finding that there exists moderate to large significant and positive relationships among the predictor 

variables Physical Environment, Employment Development, and Information Availability is much less 

surprising.  Each of these factors could be viewed as an indicator of a progressive, employee-centered work 

environment. For example, an administration interested in creating an atmosphere that stimulates the flow of 
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information throughout an organization would create a work environment to facilitate this flow as well as 

provide employee training intended to encourage conversations and other types of communication. 

 

Implications for Practice 

 There are two substantive implications for managers derived from this study. First, perceptions of 

organizational efforts directed towards employee development are positively and significantly affected by the 

quality of the physical environment. Managers should insure that there exist adequate technology resources 

to deliver instructional information as well as provide a developmental setting that is well maintained, suitably 

equipped, and fosters a feeling of organizational community. Second, the quality of information available to 

employees is affected by the physical environment of the workplace and further affects employee attitudes 

towards employee development efforts. Once again, we are reminded that management should insure the 

workplace is adequately equipped with technology resources. Additionally, it is critical that the right 

information flows to the right people at the right time. Information related to developmental opportunities 

should be targeted and accomplished in the context of an overall career development plan for each employee. 

Further, the information available to employees must be perceived as useful and easy to access. Information 

delivery systems should be adopted, configured, and delivered with the end user in mind.  

 

Limitations of this Study 

 The primary limitation of the study is the use of an existing database drawn from an established survey 

instrument for this purpose. The instrument has been administered numerous times in the past but the data 

generated from the instrument had not been analyzed in this manner before.  Table 5 shows the factor scores 

for the construct variables utilized during this study. These “factor scores” represent the mean item scores of 

the items that comprise each factor or latent construct. 

 

Table 5 – Factor Scores 

 Job Satisfaction Employment 
Development 

Information 
Availability 

Physical 
Environment 

Number of items 4 5 6 4 
Factor Scores 

(Means) 
3.65 3.70 3.66 3.91 

Standard Deviation 0.23 0.19 0.25 0.15 
Minimum 3.31 3.43 3.37 3.76 
Maximum 3.82 3.94 3.99 4.10 

Possible Minimum 1 1 1 1 
Possible Maximum 5 5 5 5 

 

Examination of these scores shows a lack of variability in them.  Almost all of the scores fell between 3 and 4 

on a 1 to 5 point scale. Perhaps a homogeneity or uniformity in respondents created a situation where it was 
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difficult to discover significance where others researchers had found it. As noted in the previous section, 

further research with this population would be needed to determine why the findings from this work do not 

match existing models.  As this work is presented, the survey instrument is being modified to address these 

findings and build on the knowledge and questions raised by this research. 
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