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ABSTRACT

The purpose of this paper is to examine the relalipp between the gender job satisfaction and effic
competencies among males and females Administr&iygport Personnel (ASP) in Katsina State tertiasfitutions,
Nigeria. A survey research design was employethim study. A total of 530 questionnaires wasrilisted and 356
(67%) responses were found useful. A t-test steishnalysis of the mean scores of office compsé=nof the two groups
revealed that the difference between the mean sodrthe males and females is not significant. Biryi, the t-test results
showed that there is no significant difference leetwmales and females in their job satisfactiohe fegression analysis
showed that office competencies predict job satigfa. Therefore, based on theresult of the amslyii could be
concluded that office competencies lead to jobsfattion. Similarly, the result indicated that #hevas no significant

difference between males and females office compéts and job satisfaction as well.
KEYWORDS: Administrative Support Personnel, Gender, Job fatien, Office Competencies

INTRODUCTION

This paperpresentsa study on the relationship l=etilie gender job satisfaction and office compeé&snamong
males and females administrative support persowoeking in Katsina State tertiary institutions, Biga. Theories of
motivation utilizedby management of organizatiomsittain employees’ job satisfaction are discuskierature related to
gender issues and administrative support persaameehighlighted. Certainly any professional cobkl identified by
means of thefunctionsor type of task he performaignwork place. As such, office professional® l&kdministrative
support personnel (ASP) could be identified throtigd functions they perform in any organizationyttage working.
Their main function in any type of organizationtésprovide support to the administrative executitesvhom they are
attached.In Nigeria,typing at a speed of 50 worels minute, producing, receiving and sortingoffiegrespondences,
receiving and making telephone calls, coordinatioeetings, minutes taking at meetings, filing syst@maintenance,
mastery of word processing application and muchenaoe some of the competencies required.In addiédministrative
support personneltake dictation in shorthand apeed of 120 words per minute and transcribing sanaking travel
arrangements for the executive, conducting resealatabase maintenance, scheduling executive’soffiork, making
calendar for office activities, ensuring office plips, operating and maintaining office equipmentyeell as other duties
and responsibilities as they may be assigned bgffieer they serve,are their main administratiupmortfunctions(Porter,
2014; Tamim, 2007; Ndinechi, 2012).
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Specifically, office competencies are needed by iistrative Support Personnel in order to providethe kind
of administrative support required in the office toflay. Such competencies as for the Nigeria’s I[edies include;
internet, email, database, word processing,teamaodk communication. The aspects of the Informatemd
Communication Technology competencies are needeend, find or prepare informationusing modern néphes and
devices while communication and teamwork are reguliecause this category of workers communicateagsdciate
with different types of people from all works ofdifor the discharge of their daily work. Their skalemands interaction
with coworkers,clients, executives andmanagerseOthategories of customers they interact withineloffice cleaning
staff, couriers, mail carriers, cafeteria cashard cooks.However, in Nigeria these office workess|iterature indicated,
lack of adequate training from their various ingtdns that ought to make them fit for the aboventiemed job duties and
responsibilities (Onamade and Temitayo, 2012; Okasa & Ohakwe, 2007; Onifade, 2009; Abolade, 2@kKgomi and
Ordu, 2009). The inappropriate trainingwas comgaahnby outdated training equipment, lack of updatadiculum, and
thelack ofelectricity power supply. The educatiogahlifications of administrative support personimeNigeria ranged
from Commercial Secondary School Certificate, NaloDiploma (ND), Higher National Diploma (HND), Nenal
Certificate of Education (NCE) in Business Eduaatito Bachelor's Degree in Secretarial Studies fiic® Education or

other qualifications obtained from private instibuis.
LITERATURE REVIEW

One of the burning issues today is about gendealitggu Numerous researches have been carried roigsoies
related to gender with a view to correct the imbatabetween males and females. For instancedg stuinformation
and communication technology competency on gender s@nducted by Danner and Pessue (2013). Thediadif the
study showed that there was no significant diffeesim Information and Communication Technology cetepcy between
males and female students. This study thereforieatetl that there was equal opportunity given tih lmales and female
students towards the learning of information anchirmnication technology. However, studies advange®dhaumburg
(2001) and Atan, Azli, Rahman and Idrus (2002) ads@ that womenhave less interest in using computean their
malecounterparts. In his contribution, Derbyshir€2003) studyfound out that womendemonstratecdesputer skills
than boys. The study revealedthat boys scoredrtbtin girls in computer skills. Furthermore, &@s arefound to have
negative attitudes in related computer activitigscly make men more computer literate than fema{esi€l, 2005; and
Sefyrin, 2005).Similarly, gender study was conddcby Rajagopal and Bojin (2003) where they foundt thender
differences exist between males and females in atenpnanipulation related skills with males havingre self-efficacy
than females. This is in line with the study of @issen (2005) who confirmed that boys have motkesicacy in
building web page than girls. It has also beeraldished that males have higher perceived Infoonatand

Communication Technology competencies than femald®e area of Kubang Pasu, Malaysia (Tengkufack@fs).

A notable study related to gender on job satisfactimong staff members of Azad University in Iraasw
conducted by Hajiha, Jassbi, and Ghaffari (20IB)e findings of their research indicated that wormenomparison to
men are less satisfied with their jobs at Azad drsity in Iran.  In his study, Oshagbemi (200@)rfd out the effects of
gender on the job satisfaction among 1,102 facuktynbers in the United Kingdom. Unlike Hajiha, b&sand Ghaffari's
(2014), Oshagbemi’s findings indicated that overhifh ranking female academicians at the rankeofis lecturers,
readers and professors are more satisfied with jibigithan their male counterparts. Moreoveresearch conducted by

Okpara (2004) based on gender job satisfactioha@rNigerian banking industry, the result of thedgtindicated that men
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have higher salaries than their female counterpdfty this reason, male bank workers were foundetanore satisfied
with their salary than their female colleagues.sTimplies that unlike female bankers, male bankkexs are satisfied
with their jobs based on the dimension of salamytitermore, his study revealedthat there were geditierences in
promotion because male bankers enjoy more promdhian female bank workers which added to the jaisfaation of
male bank workers. Contrary to Ofuani’s (2010dgtuwvhich was conducted to find out whether workimgmen in the
Benin city are satisfied with their jobs or notheTresult of the study indicated that women empeyare satisfied with
their jobs overall regardless of the amount of eemee, marital status, age, qualification and tiefeship with
supervisors. This finding is in line with the finds of Clark (2006) and Usman (2006).

It is pertinent to note that job satisfaction isiauation where an employee is contented with bis j Some
researchers like Brief & Weiss’s (2002) define gatisfaction based onthe entire or overall jos&attionof an employee
and not on the individual facets of workers’ jolisfaction. In the same manner, Hajiha, Jashi, Eaffari (2014) also
viewed job satisfaction from the perspective of jiite as a whole as distinct from its different fac€hey argued that job
satisfaction refers to a worker’s overall attitude/ards his job. In their opinion, an employeeatssied with his job when
he demonstrates a positive attitude on his job\acel versa. However, numerous factors determinaadisfaction; as
such an employee may be satisfied with a partidaleet of the job and may be dissatisfied with haodifferent facet of
his job. In this case, an employee may be satisfredissatisfied with one or more facets of hisjebr instance he may be
satisfied or discontented with one or moredimersiohthejob satisfaction like the work itself, onggational policies,
advancement, responsibility, and achievement, azgdanal policies, interpersonal relationship, pawrking conditions
or supervision. On their contribution, Greenbeng 8aron (2003) argued that job satisfaction irployee’s affective,
cognitive, and evaluative emotional reactions ispext of employees’ jobs. Job satisfaction redleoe extent to which
employees are contended with their jobs and theesef fulfillment that is derived from their jobstes (Griffin and
Moorhead, 2007).

The definitions highlighted are concerned with theerall job satisfaction of an employee. Somerditiere
considered job satisfaction as an equity which coa®ea result of employees’ comparison betweebehefits enjoyed by
his colleagueswith whom he is on the same levelthatof his own earnings from his job (Tutuncu dtakak, 2007).
Similarly, Griffin and Morehead (2007), and Greempand Baron (2003) definitions viewed job satittatas the overall
satisfaction derived by an employee from his jokutuncu and Kozak's definitions of job satisfacto& based on the
workers equity or inequity judgment of an employeEhat is, a worker is satisfied or unsatisfiedhwliis job when he
compares the values he derives from his job in @ispn with what other workers of the same levehigorganization
get by doing the same job. In their contributiG®orge and Jones (2008) indicated that job setisfais the beliefs and
feelings that workers have concerning their jobd tat workers’ levels of job satisfaction can beged from extreme
dissatisfaction to extreme satisfaction. This implithat workers job satisfaction or dissatisfactionld be in levels.
Robbins (2001) argued that job satisfaction iswibeker’s general attitude towards his job. Mull{i2905) was also of the
opinion that job satisfaction is rather more of arker’'s attitude towards his work. This means thatkers’ job
satisfaction could be seen from the attitude thispldyed in their work place.Job satisfaction beimgltifaceted and
complex concept means different things to differentployees. From the opinions of the forgone rebeas, job

satisfaction could either be viewed based on tleailjob or based on a particular facet of a woskpb.

In the views of Peretomode (2006), job satisfactiorthe fulfilment acquired in terms of job experce,
activities and rewards by the employee. Accordinfim, job satisfaction is the feeling about rasges to the aspects of

the work environment. Riggio & Freedman (2000)eass that job satisfaction is the overall feelimgsl attitudes one
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has about his job. This implies that any workercpeted positivity or negativity aspects of a jobntdbute to the
development of the overall feelings of satisfactiwrdissatisfaction of a worker. Riggio and Freadni2000) confirmed
the same view withArnold and Feldman (1986) wheaasslthat job satisfaction is the amount of ovepaBitive feelings
that individuals have towards their jobs.In theiglanent, Sousa-Poza and Sousa-Poza (2000) heldtrmgoview from
some scholars as they emphasized that job saifsfaist more than the feelings and attitude towanaployees’ job. It
involves the entire emotional and psychologicallifige of an employee regarding his job. However,s&d2001)
introduced a bi-dimensional concept of job satisfecconsisting of intrinsic and extrinsic typessattisfaction. Intrinsic
sources of satisfaction depend on the individuaits¢rof an employee which include the ability tce usitiative, or
relationship with supervisors or colleagues. Afriagic source of satisfaction is situational amgends on the context of
an environment such as pay, promotion or job sgcuriThese are the financial and other materiabre or advantage of
a job that ignites satisfaction of the employee®. jThis is in conformity with Luthans, (2006), @nh and Moorhead,
(2009) that the nature of the work performed by lByges has a significant effect on their level ol jsatisfaction.
Robbins (2001), and Luthans, (2006) supported #ut that pay has a significant influence on thefgerance of a
worker’s job. Most workers look for a payment gyst that they believe to be fair, definite, andine with what they
expected(Robbins, 2003).It is obvious that satisBenployees are happy regardless of their gendgritaiollows that
workers are only productive when they are happw wheir jobs (Saari & Judge, 2004, p. 395). Theans that when
workers are happy with their job, massive produrctid goods and services will be realized whichhis tiltimate goal of
any organization. Job satisfaction/dissatisfactipplies to all types of employees, regardlesd@ftype of work they do.
Employees’attitude towards their jobs can be pgsitvhen they are satisfied with their job and negatvhen they are

dissatisfied with their jobs.

Quite a number of factors contribute to job satiSém. Worker's job competency is one of the mdpmtors
leading to job satisfaction. This is because cdemgeworker can confidently accomplish his job tas#fectively and
efficiently, which eventually makes him happy amtisfied worker. Literature substantiated thatkeo's job competency
leads to job satisfaction. Similarly incompetendrker is obviously dissatisfied with his job because could not
productively be able to put up his best and thasl$eto lower morale, productivityand dissatisfattigth the job (Wagner,
2007). Since numerous literatures supported Heaktis a relationship between competency andgtisfaction, then it is

obvious thatmales and females administrative suggtaif's office competencies could lead to satisém in their job.

Herzberg's Motivator/Hygiene Theory of Motivation L eading to Job Satisfaction

Thistheory is referred to as intrinsic/extrinsiayotfactor, dual factor, or motivator/hygiene/maimdace
motivationtheory. The motivation/hygiene theory ksown to be one of the most researched theoriesnadern
management utilized to find long term solutionshi® problems of employees’ job satisfaction. THeoty was developed
by Herzberg by means of a research conducted omesrg and accountants and who were requestedspmrdby
recalling a time when they felt exceptionally gomlobut their jobs and when they felt exceptionaky bincluding the
eventsthat transpired to return them to their nbomaegular feeling about their job.The study tesdiin coming up with
two distinct and separate dimensions ofsatisfactibne first set of dimensions was referred tohastotivators/satisfies
or intrinsic” factors. The availability of thesactors leads to “satisfaction”. And the abserfcin@se motivating factors
leads to “no job satisfaction” and not dissatigtatt The other dimensions were called the

“dissatisfiers/extrinsic/hygiene/maintenance” fasto The presence of these factors leads to “nsatig$action”. This
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indicated that the opposite of “satisfaction” i®“satisfaction” and not dissatisfaction while thmposite of dissatisfaction

is not satisfaction but “no dissatisfaction” (Heerdp, 1980).

The motivation dimensions are based on the worfopeed as well as the rewards of the work perforiihtalise
& Wigdor, 1967; Ramasamy, 2010). The intrinsictéas that lead to job satisfaction are the resyilitgi advancement,
achievement, recognition, and the work itself (Herg, 1980). Such factors activate the need fbraalization and self-
actualization at work. In the opinions of Basseites & Lloyd (2005), lasting attitude to change getting job
satisfactionare promoted by advancement and Jgbomewbility while achievement was related to wotkeif and
responsibility. Recognition by supervisor, suboad&s, or peers enhanced positive feelings on theajml can as well
provide additional satisfaction when based on aehieent (House & Wigdor, 2007).0On the other handjidrnye factors,
referred to as dissatisfiers, extrinsic or mainteeafactors are based on the employee-relationsftip the work
environment (House & Wigdor, 2007; Ramasamy, 2010%uch extrinsic factors include organizational i@gl

supervision, working conditions, interpersonal tielaships, and salary.
RELATIONSHIP BETWEEN JOB SATISFACTION AND COMPETENC IES

Numerous studies were conducted to find out thaticelship between job satisfaction and work conpeés.
Work competencies are universal across all jobsrdbgss of gender inclination. That is all job Safttion or job
competencies involve either men or women or bdtbr instance the study conducted in Netherlandtherrelationship
between job satisfaction and competencies of welieGrip, Sieben and Stevens (2006). It was fawrtdhat there exist
a relationship between the workers’communicatiompetency and their job satisfaction. Furthermtre,study revealed
that workers that perform tasks below or abovertlesels of competence are found to be dissatisfiigd their jobs. This
means that workers’ over-competence on the tagispghrform leads to job dissatisfaction (GordorQ20 This is in line
with the findings of Ganzach’s (2003) study. Wosetompetency could be negative or positive regaydheir job
satisfaction (Gordon & Harvey 2008). Worker's catgncy is positive when it is of the level with flob tasks because
at this level workers are found to be satisfiechwiiteir job. Conversely, the competency of a woikeegative when it is
below or above the level of his job task. Thignidine with the literature that over-competentimeompetent employees
are not satisfied with their jobs (Ganzach, 2008pGSievens & Stevens, 2006; Gordon, 2007). hKigeducated
workers are found to be less satisfied with thelr yvhen the tasks assigned to them are below toempetence (Grip,
Sievens & Steven, 2006). This may be due to #w that highly educated and over-competent wohieaes high
expectations. This implies that workers’ job datifon depends on the match between job charatitsriand their
aspirations. It is therefore very important to ohathe job contents of employees with the empldyegpectations
(Harscher, 2010).

Contrary to Grip, Sieben and Stevens (2006), JunyShin (2014) conducteda study on administratieé $o
find out the impact of their job competency andirthjeb satisfaction in a Korean research universithe study
conceptualized job satisfactionas: Satisfactionthe workplace, job field, and the actual task. iflseudy focused on
whether competent employees are more satisfied thihr jobs or not. Therefore, a job satisfactimodel was first
developed and added to competency factors in tleehto test whether competent employees are satigfith their jobs.
With continuous environmental changes in tertiamgtitutions, the human resource section is beirigbished and
developed which find effective ways of increasihgit staff members’ job competency based on thepedemcy models.
University of Australia as a tertiary institutiotilizedthe competency models to assess and trsistdtff. The university

defines staff competency as the task-performandityaihat shares an organization’s values andovisiThe competency
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model was utilized for staff management, recruittheselection, and promotion systems to integrate rrentioned
definition into the organization’s objectives. #ings of the studyconducted by the Jung and Shid4Ridentified the
most relevant key competency needed byevery teritistitution. This competency was the ICT competewhich was
needed in any knowledge-based society where thititiesc used for carrying out assigned tasks changmpidly.

Information technology is one of the most importemnpetency confronting tertiary institutions (Qre2011). The need

to be current in terms of ICT should not be takghtly at any tertiary institution (Rice and Mill2001).

Many previous studies have determined the relatipnisetween competency and job satisfaction (Sek&@05;
Sullivan and Uhlin, 2002). However, findings frothe study of Tharenou (2012) concluded that a Heyel of
competency leads to high job satisfaction. Thislgthas implications for leaders of tertiary ingiitns and policy makers
because tertiary institution’s leaders and policggkers are encouraged to consider how staff mempaystompetence
and job satisfaction can be improved through refonitiatives and managerial strategies. If compe®mployees are
satisfied with their jobs, managerial effectivenaght be facilitated through workers’ increased waqrerformance. As
such finding ways to increase the job competeney tbads to job satisfaction of employees will ac@l in any
managerial reforms. Furthermore, a study wasezhwit in the United States by Wang & Lee, (2008¢re they analyze
the interactive effects of job competence involvi@l professionals and ICT impact on job satisfatti Findings
indicated that job competency hasa positive refatiip to job satisfaction. The competenciesreduie operate as
Administrative Support Personnel in the modernceffare the internet, email, word processing, dagb@amwork, and
communication. The job dissatisfiers as advangedHérzberg include the organizational policy, supson, working
conditions, interpersonal relationships, and salafyile the satisfiers on the other hand includspoasibility,

advancement, achievement, recognition, and the itseK.
METHODOLOGY

The survey of this study was conducted in the séediary institutions in Katsina State, Nigeri@ihe accessible
population of the study constitutes the 1,873 Adstiative Support Personnel. A total of 530 quesimres were
distributed among the seven tertiary institutiomghie state. Out of the 530 questionnaires, 3366f8vere found to be
useful. The job satisfaction questionnaire was astbftom the Wood (1976) Job satisfaction instrunidrd office
competency questionnaire was modified from the ‘@&dional and psychological measurement developnagt
validation of scores on the basic technological pet@ncy for educational inventory developed by Eimrand Algozine
(2000).0ne of the demographic aspects of the quresdire was the gender.Four experts from UniveRsitra validated
the questionnaire.Both the office competency ant gatisfaction aspects instruments use a five-pditert
scale.Incompetent toVery Competent were used fiiceotompetencies while Very Satisfied to Very Rigsfied was

used for job satisfaction.

A t-test of the independent sample was conductedk® a comparison of the difference between meares
of the office competencies among the males and l&smaorking in the tertiary institutions of Katsir&ate. As
indicated in Table 1, the mean scores of the &tedysis of the office competencies involving thender groups
showed that the difference between the mean sobrde males (3.71) and females (3.54) is not Sigant (t = 1.83,
df = 354 and p>.05).

Impact Factor (JCC): 2.7367 NAAS Rating.19
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Table 1: Independent Sample T-Test Scores for th&SP Office Competencies Based on Gender (N=356)

Variable Gender | N Mean |SD |t df P

Male 300 | 3.71 .60
Female | 56 | 3.54 .62

Office Competencies 1.83| 354| .068§

*p>0.05; *p>0.068

Therefore, according to the Table 1 above, findirgealed that there was no significant differeimcthe mean
scores regarding the office competencies (t = 1p83,068) for the males and females ASPthat amking in the tertiary
institutions of Katsina State. The non-significamtderms of the scompetencies could be as a reftite same training
exposed to both males and females ASP. The anahgitated that for males ASP office competenciesimand standard
deviationwas (M = 3.71, SD = 0.60) while that omtdes ASPwere (M = 3.54, SD = 0.62). However,tthe means
showed that the mean for males ASP (3.71) is higfieen the mean for the females ASP (3.54). Thisveld that the
females ASP have lower competencies than the PA@8€s We can now conclude that the females areclmspetent than
the males ASP currently working in the tertiarytitngions of Katsina State even though the diffeeerin the mean

scoreswere not significant.

An independent sample t-test was equally carriegdkagompare the difference between the mean sadrgb
satisfaction involving females and males ASP thmatvaorking in thetertiary institutions in Katsingaf. After carrying
out a preliminary assumptions test,the indepensgamiple t-test was conducted. As shown in Tabteeanalysis of the
mean scores ofjob satisfaction of the two groupsmalies and females revealed that the differencgdmet the mean scores
of the females (3.79) and males (3.81) is not §iamt (t = 0.36, df = 354 and p >.05).

Table 2: Independent Sample T-Test Scores for th&SP Job Satisfaction Based on Gender (n=356)

Variable Gender | N Mean | SD | t df P
Male 300 3.81 | .47

Female | 56 | 3.79 .46 0.36| 354 .712
*p>0.05 **p>0.712

Job Satisfaction

Table 2 indicates independent sample t-test orsgdisfaction based on gender working in KatsinaeStrtiary
institutions. Findings indicated that there wassigmificant difference in the scores for job dafision (t = 0.36, p =.712)
for the males and females ASP in Katsina Statatgrinstitutions. The mean and standard deviatienlvingmales job
satisfaction was (M = 3.81, SD = 0.47) while foe temales, the mean and standard deviation scorgsbosatisfaction
were (M = 3.79, SD = 0.46). However, the two mesimswed that the mean for males ASP (3.81) is Iniifen the mean
for the females ASP (3.79). This implies that thales ASP demonstrated higher job satisfaction thenfemales
administrative support personnel, however, thesdiifice in the job satisfaction was not found tsipeificant. The reason
for lack of significant difference between malesl d&@males in job satisfaction could be as a resfulhe same conditions

of service enjoyed by both males and females ASRdrertiary institution.
CONCLUSIONS

One of the most important issues today affecting smciety in the northern Nigeria is the issue ehder
inequality. Women in most cases are lagging behirtdrms of opportunities in various human endesavd his includes
the enrolment in to schools to study courses relateadministrative support personnel. As a resfuthis, findings of this
study showed that there were 300 males occupyiagadsitions of ASP in the seven tertiary institni®f Katsina State.
On the other hand, only 56 females were employeiS#3 in these institutions. Further findings shdwieat there was a

relationship between office competencies and jdisfaation among administrative support personnalking in Katsina
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state tertiary institutions. This is in conformityith the findings ofNdinechi (2012); Grip, Sieband Stevens, 2006;
Gordon, 2007; and Ganzach (2003).

RECOMMENDATIONS

Generally,all societies across the world shouldrasip bridge the gap between males and femaldsreifces.
This will enable nations to develop the potentiafglowed to both males and females for real progresdl fields of
human endeavors. With equal treatment among naslddemales, each could be made to be competemazimizing
their potentials inwhatever work they do therebyaating full job satisfaction because studies hareved that competent
workers are satisfied with their job while incomgr@tor over-competent employees are actually natfigal with their job
(Oyewomi, Suleiman and Isma2012). Factors arresting the Administrative Suppersonnel’s competency in Nigeria
should be addressed so that these types of wockeitd meet up the challenges of the modern offigerations. Issues
related to training and employment of female gersfheuld be addressed so that females can be dieesatne chance as
men to be trained and employed as administratip@at workers. This will make any organizationnmve forward,
which is the ultimate goal of any nation.All orgaations should implement Hezberg's intrinsic andriegicjob

satisfaction dimensions with a view to improve atabilize the job satisfaction of their employees.
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