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Job satisfaction has received considerable attention within the community 

college sector, but there is limited research focused solely on the job satisfaction of 

foreign-born faculty members employed at community colleges.  The purpose of this 

study was to examine factors associated with job satisfaction among foreign-born 

faculty members employed at U.S. community colleges.  This study addressed the 

need to better understand foreign-born faculty members within the community 

college sector.  The following research questions that guided this investigation were: 

(a) which motivator and hygiene factors have the most significant relationship with 

job satisfaction among foreign-born faculty members at community colleges? (b) to 

what extent does gender influence job satisfaction among foreign-born faculty 

members at community colleges? (c) to what extent does academic status influence 

job satisfaction among foreign-born faculty members at community colleges? (d) are 

there significant differences in the overall job satisfaction between foreign-born and 

U.S. citizen community college faculty members? This study was guided by 

Hagedorn’s (2000) conceptual model and Herzberg’s et al. (1959) theoretical 



 

 

 

framework. Variables from Hagedorn’s model were used to measure job satisfaction 

among foreign-born community college faculty members.  A secondary analysis was 

conducted utilizing data from the 2013 Survey of Doctoral Recipients (SDR).  Data 

were analyzed using both descriptive and inferential statistics to address each 

research question. Multiple regression and an independent sample t-test were applied 

to analyze the data. The sample included 214 foreign-born community college 

members.  The multiple regression analysis revealed that opportunities for 

advancement, salary, degree of independence, and contribution to society were 

significant in predicting job satisfaction among foreign-born community college 

faculty members. However, the results indicated that gender and academic status 

were not significant factors influencing job satisfaction among foreign-born faculty 

members. The t-test results showed that there was a significant difference in U.S. 

citizen and foreign-born faculty members’ overall job satisfaction. The findings of 

this study has implications for community college administrators, faculty members 

and key stakeholders interested in understanding retention and job satisfaction factors 

associated with foreign-born faculty members within the community college sector. 
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Factors Associated with Job Satisfaction among Foreign-Born Faculty at Community 

Colleges within the United States 

 

Chapter I: Purpose and Significance 

Community colleges play an important role and have proven to be a vital 

sector within the United States higher education system.  Community colleges first 

emerged in the early 20th century and today they provide educational opportunities 

for students to earn certificates, vocational training, and degrees.  Following World 

War II, community colleges experienced significant growth and based on their 

mission as open-door, low cost, comprehensive institutions they now serve diverse 

constituents based on local and regional community needs.  Today, there are 982 

public community colleges that educate a significant percentage of undergraduates in 

the United States.  According to the most recent statistics, 45% of all undergraduates 

in the United States were enrolled at community colleges (American Association of 

Community Colleges [AACC], 2016).  With an open door admission policy, 

community colleges were seeing an increase in underrepresented and unprepared 

students.  With increasing numbers of ethnically and culturally diverse students, 

having diverse faculty members that reflect the populations they serve can enrich the 

learning environment. While the increasing percentages of diverse student 

populations within the community college directly impact the classroom environment, 

it also impacts faculty experiences and expectations in the workplace environment. 

As a result of the shifts in student demographics, community colleges must 
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understand this impact on classroom dynamics and how this will affect faculty and 

the conditions associated with faculty job satisfaction.  

Job satisfaction among community college faculty has received considerable 

attention and has become an important area of focus given the increasingly diverse 

community college environment, employment trends within the faculty sector, costs 

associated with faculty turnover, and looming retirements among faculty (Akroyd, 

Bracken & Chambers, 2011; Milosheff, 1990; Rosser & Townsend, 2006). 

Community colleges are also seeing a significant increase in the number of full- and 

part-time non-tenure track faculty members that are becoming the majority faculty. 

Wells (2007) conducted a study on 375 international faculty members at 172 

community colleges and found that a significant proportion of foreign-born faculty 

members are part-time (64.4%) and non-tenure eligible (67.4%) faculty.  These 

growing trends have not only transformed the traditional landscape of higher 

education, but prompted leaders and administrators to examine the working 

conditions and job satisfaction of all faculty more closely. 

Job satisfaction is referred to how content as an employee is with his or her 

job. Research has shown that job dissatisfaction can result in turnover and a decrease 

in institutional and/or departmental commitment.  Faculty members’ level of 

satisfaction is important to the institution. Their satisfaction is typically reflected in 

their performance, teaching delivery, and intent to stay with an institution. Findings 

from several studies acknowledged the relationship between high job satisfaction, 

decreased turnover, and institutional and/or departmental commitment (Rosser, 2004; 

Rosser & Townsend, 2006; Ryan, Healy, & Sullivan, 2012).  Rosser (2006) 
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concluded that a faculty members’ satisfaction is a contributing factor influencing 

intent to leave. Understanding factors that cause dissatisfaction is equally important. 

The effects of dissatisfaction create low morale and can adversely impact student 

success (Dee, 2004). Valadez and Anthony (2001) found that low salaries, lack of 

benefits, job insecurity, and lack of tenure track/tenured opportunities were factors 

that contributed to dissatisfaction among part-time community college members. In 

order to promote a healthy and inclusive environment, community college leaders 

will need to better understand the factors that contribute to satisfaction among their 

faculty members.  Knowing these factors can help administrators improve the level of 

job satisfaction and institutional commitment of faculty and optimize their 

contributions to their institution (Waltman, Bergom, Hollenshead, Miller, & August, 

2012).     

 For some time four-year colleges and universities have understood the 

significant role foreign-born faculty members can play at promoting diversity on 

campuses. Given the growth of diverse student populations at community colleges, 

leaders need to recognize the strategic significance of community college faculty, 

especially foreign-born faculty members in promoting diversity on their campuses, as 

well as exposing students to faculty with diverse perspectives and views.  

While there have been a plethora of empirical studies that have examined job 

satisfaction among United States citizen faculty, few studies focused on foreign-born 

faculty at U.S. postsecondary institutions at four-year institutions (Corley & 

Sabharwal, 2007; Lin, Pearce, & Wang, 2009; Mamiseishvili & Rosser, 2011; 

Sabharwal, 2011a; Sabharwal 2011b), and research is even further limited among 
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foreign-born faculty members at the community college (Mamiseishvili, 2011; 

Markus, 2011;Wells, 2007).  Research on the demographics of community college 

faculty found that full-time faculty members at community colleges are still 

predominately White (Townsend & Twombly, 2007).  Considering that community 

colleges enroll the highest percentage of diverse students of any segment of higher 

education, it would be prudent for community colleges to invest in and recruit diverse 

faculty, including foreign-born faculty to serve the record numbers of diverse 

students.  Foreign-born faculty members bring diversity in terms of their teaching and 

pedagogical approaches, experiences, and cultural perspectives (Skachkova, 2007) 

that expose students to global perspectives in the classroom (Horn, Hendel, & Fry, 

2007).   

This study can provide relevant scholarly and practitioner significance about 

the factors that contribute to job satisfaction among foreign-born faculty members 

within the community college. The following section will discuss the purpose of this 

study, theoretical framework, research questions, significance of this study, definition 

of terms, and a summary.  

Purpose 

The purpose of this quantitative study was to examine factors associated with 

job satisfaction among foreign-born faculty members employed at community 

colleges within the United States.  Foreign-born faculty members are a heterogeneous 

group and vary in terms of country of origin, language, faculty rank, discipline, and 

academic position (Wells, 2007).  In spite of the presence of foreign-born faculty at 

United States community college campuses, there have been few studies focusing on 
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factors that contribute to job satisfaction among foreign-born faculty members at 

community colleges.  Many studies that were conducted on factors related to job 

satisfaction among foreign-born faculty members were focused on four-year 

institutions (Corley & Sabharwal, 2007; Lin, Pearce, & Wang, 2009; Mamiseishvili, 

& Rosser 2009; Sabharwal, 2011a; Sabharwal, 2011b).   

This study utilized selected motivator and hygiene and demographic variables 

from Hagedorn’s (2000) Conceptual Framework of Faculty Job Satisfaction to 

measure the influence of these variables on the dependent variable, overall job 

satisfaction. Hagadorn’s conceptual model can best explain and predict the 

relationship among mediator and trigger variables related to job satisfaction among 

foreign-born faculty.  Mediators are job related factors that include (1) motivators and 

hygienes, (2) demographics, and (3) environmental conditions.  The term hygiene 

refers to maintenance factors that cause job satisfaction (Herzberg, Mausner, and 

Snyderman, 1959).  This study focused on motivator and hygiene variables such 

advancement, responsibility, and salary and the demographic variable, gender.  

Triggers are significant life events that can impact a person’s satisfaction level at 

work such as, changes in life stage, transitioning to a new institution, change in 

perceived justice, and changes in rank or tenure. Trigger variables were not measured 

in this study because the Survey of Doctorate Recipients did have appropriate items 

to analyze these factors.  

Research Questions 

Four research questions provided the framework for the study: 
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RQ1: Which motivator and hygiene factors have the most significant 

relationship with job satisfaction among foreign-born community colleges 

faculty members? 

RQ2: To what extent does gender influence job satisfaction among foreign-

born community college faculty members?   

RQ3: To what extent does academic status influence job satisfaction among 

foreign-born faculty members at community colleges? 

RQ4: Are there differences in overall job satisfaction between foreign-born 

and U.S. citizen community college faculty members? 

Personal Disclosure 

 Prior to conducting this study, I have been part of the refugee and immigrant 

community by assisting them with starting a new life and career in the United States. 

My commitment to refugees, immigrants, and other vulnerable populations is very 

personal. It was with passion to serve and support diverse populations in my 

directive.  In my role as a career development practitioner, I assist diverse populations 

with their career, employment, and workforce entry needs.  As an adjunct faculty 

member, I create a safe environment in which students can gain new skills and feel 

that they are important members of the learning community. Many of my students are 

underserved populations who differ in age, religion, gender, ethnicity, culture, 

socioeconomic status, and English language proficiency.  As a result, I wanted to 

develop a deeper understanding of how diverse students learn and implement 

teaching methods that promote desired learning outcomes. My experiences working 

with diverse student populations, international scholars and faculty led to my interest 
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in teaching and learning with an emphasis on foreign-born faculty.  These 

experiences sparked my desire to better understand the experiences of foreign-born 

faculty within U.S. higher education institutions was a natural segue to this study and 

it is my hope that this topic will make a significant contribution to the U.S. higher 

education sector, specifically with the community college.  

Significance of Study 

 Very few studies have examined job satisfaction among foreign-born faculty 

members at community colleges. In recognizing the need to address 

underrepresented, diverse faculty members, this study addressed job satisfaction 

factors are associated with foreign-born faculty within the community college sector.  

Understanding the contributions of foreign-born community college faculty and their 

needs as related to job satisfaction has both theoretical and practical significance. As 

related to their contributions, the talents of faculty members contribute significantly 

to expanding quality education at the community college.  Foreign-born faculty 

members promote faculty diversity, support internationalization efforts, and help 

community college students develop global awareness and competency. Foreign-born 

faculty also bring with them rich cultural experiences and knowledge and skills that 

can enhance the learning environment. Community colleges and students alike can 

gain from the direct access provided by the presence of foreign-born faculty. 

 Despite the expertise and talents of foreign-born faculty in their perspective 

disciplines, they still face challenges adjusting to American academic life (Collins, 

2008).  These challenges may impact their as related to job satisfaction. Transitioning 

to a new and different environment is a barrier for many, especially foreign-born 
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faculty from non-English speaking countries because of their language skills and 

different educational backgrounds and experiences (Alberts, 2008).  For foreign-born 

faculty to transition more successfully into U.S. institutions of higher education, 

customized orientation and faculty development programs are needed to acclimate 

and prepare foreign-born faculty for the American academic culture and classroom 

(Gareis & Williams, 2004).   Customized training and appropriate socialization to the 

U.S. academic culture can help foreign-born faculty deal with the challenges they 

face. The presence of foreign-born faculty in community colleges assuming teaching 

roles with no formal preparation or training for the classroom presents a need to study 

and understand what factors contribute to job satisfaction among this unique faculty 

group.   

 Academic departments, international education scholars and practitioners, and 

human resources professionals could benefit from this study.  Findings of this study 

can better inform community colleges about the factors related to job satisfaction and 

employment trends of foreign-born faculty.  Academic departments can better 

understand the experiences of foreign-born faculty and respond to the unique needs of 

this unique population.  To address the needs of foreign-born faculty members, 

diversity and inclusion initiatives and the development of hiring and recruitment best 

practices can be implemented. Ingle (2005) suggests that desired diversity outcomes 

can be best achieved when initiatives are linked to the mission of the institution. 

Through such efforts, academic departments can help create a campus climate that 

values diversity among faculty.   
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 International education scholars and researchers can have increased 

knowledge and understanding of foreign-born faculty and use the data to gain new 

insights and considerations about recruiting foreign-born faculty at community 

colleges. More importantly, job satisfaction theory can help explain and understand 

specific job satisfaction factors that impact foreign-born faculty members within the 

community college sector.  It also provides an opportunity to identify problems and 

modify practices, policies and processes.  

Foreign-born Faculty at U.S. Colleges and Universities 

Due to limited research focused on the levels of job satisfaction and 

challenges of foreign-born faculty at the community colleges, literature from four-

year institutions also must be studied to establish a framework and rationale for this 

study.  For example, there were two studies within the literature that examined 

foreign-born faculty at community colleges (Mamiseishvili, 2011; Wells, 2007). The 

presence of foreign-born faculty can encourage greater learning and enhance 

American higher education’s internationalization efforts (Stohl, 2007).  According to 

the Open Doors Report on International Education (Institute of International 

Education, 2012) there has been a steady increase in the number of international 

scholars during the past 14 years, from 79,651 in 2001 to 124,861 in 2015.   

Data from the Survey of Doctorate Recipients (2008) indicated that the 

greatest number of foreign-born faculty were from Asia, followed by Europe and 

North America (excluding United States) respectively (See Appendix D).  Foreign-

born faculty members were more heavily represented in engineering, 

agricultural/environmental life science, and physical sciences. Foreign-born citizens 
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were also equally concentrated in the private for-profit and four-year educational 

institution sectors (National Science Foundation, 2012).  According to the National 

Science Board report (2003), approximating 20% of the scientific workforce in the 

U.S. is foreign-born.   

Challenges of Foreign-born Faculty 

The presence of foreign-born faculty members has at the same time created 

challenges for institutions.  With the growing diversity of foreign-born faculty, U.S. 

institutions of higher education are seeing a simultaneous increase in the need for 

culturally appropriate assessments, services and training to support the unique needs 

of this faculty group (Green & Myatt, 2011).  

 Foreign-born faculty members from non-English speaking countries generally 

face greater difficulties adjusting to the academic environment.  Some of the noted 

challenges encountered by foreign-born faculty include cultural and communication 

barriers, English language proficiency, visa and immigration challenges, and 

acculturation stress (Alberts, 2008; Foote, Wei, Monk, & Theobald, 2008, 

Kuhn,1996; Thomas & Johnson, 2004).  These challenges have resulted in attention 

to how institutions train and prepare foreign-born faculty for the classroom.  Research 

has indicated that foreign-born faculty members need more exposure to the U.S. 

academic culture (Collins, 2008; Gareis & Williams, 2004; Kilburg, 1992).  The 

majority of foreign-born faculty members receive little to no formal assistance with 

transitioning into U.S. colleges and universities.  Few higher education institutions 

offer customized training, mentoring and practical advice for foreign-born faculty 

(Gravois, 2005; Sarkisian, 2006).  In order to create a quality learning environment 
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for both the institution and faculty member, it is essential that faculty members are 

prepared for the classroom, especially foreign-born faculty members (Green & Myatt, 

2011).  Sarkisian (2006) provided practical advice and suggestions for international 

faculty and graduate students who teach American colleges students. She suggested 

that it is in the interest of higher education that foreign-born faculty members receive 

some formal training that exposes them to the U.S. higher education classroom 

environment. 

Summary of Purpose and Significance 

The purpose of this quantitative study was to examine factors associated with 

job satisfaction among foreign-born faculty members employed at community 

colleges within the United States.  Research on job satisfaction among academic 

faculty, especially among foreign-born faculty has been limited.  More data are 

needed from the community college perspective and warrants further consideration. 

This chapter presented the purpose for investigating factors associated with job 

satisfaction among foreign-born faculty at American community colleges.  The lack 

of literature in this area will make this study valuable to the community college 

sector. This study also provided a rationale for each of these research questions. The 

following research questions are: (a) which motivator and hygiene factors have the 

most significant relationship with job satisfaction among foreign-born faculty 

members at community colleges? (b) to what extent does gender influence job 

satisfaction among foreign-born faculty members at community colleges? (c) to what 

extent does academic status influence job satisfaction among foreign-born faculty 

members at community colleges? (d) are there significant differences in overall job 
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satisfaction between foreign-born and U.S. citizen community college faculty 

members?  Based on the review of the literature, this work can provide direction, 

meaning and purpose for examining factors associated with job satisfaction among 

foreign-born community college faculty.  
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Chapter II: Literature Review 

This literature review provided an overview of the relevant literature related to 

job satisfaction among foreign-born faculty members employed at postsecondary 

institutions within the United States.  Because of the limited literature on foreign-born 

community college faculty members, this literature review also examined job 

satisfaction among community college faculty in general and foreign-born faculty 

members at four-year higher education institutions.   This chapter also presented the 

approach to the literature review, an examination of foreign-born faculty members’ 

contribution to the U.S. academic labor market, definitions of job satisfaction, and an 

explanation of the theoretical and conceptual frameworks that provide the foundation 

for this study.    

Approach to Literature Review 

The data in the study were retrieved from a variety of information sources.  

Articles, books, reports and dissertations relevant to the research topics were 

identified for this investigation.  Reference lists from journal articles and dissertations 

also contributed to the study.  Academic Search Premier, Oregon State University’s 

database was the primary database used for this study.  Google Scholar, EBSCO host, 

and Education Resources Information Center (ERIC) were also used to search for 

articles and abstracts.  To search for dissertations PQDT was used.  The main search 

method was to examine abstracts and full text studies from different source types.  

The majority of the research came from peer-reviewed journals and relevant non-

refereed literature.   The most notable time for foreign-born faculty members and 

international education within higher education was after 2001. This study chose to 
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focus on research after 2001. The tragic events of September 11 not only reshaped 

many facets of the American higher education but adversely impacted 

internationalization efforts and the growth in the number of foreign-born faculty. 

Issues such as increased scrutiny on foreign-born faculty, tightened immigration laws, 

and visa restrictions contributed significantly to the decline in the number of foreign 

faculty (Lin, Pearce, & Wang, 2009; Passel & Suro, 2005).   

The following key words used in this study were: foreign-born faculty, job 

satisfaction, and community college.  Foreign-born faculty, international faculty, and 

international academics were used interchangeably.  Community college and two-

year institutions were also used interchangeably. This study included not-for profit 

American higher education institution types.  For-profit institutions and higher 

education institutions outside of the United States were not considered in this study.   

Organization of Literature Review 

This review of literature discussed how this study could make a meaningful 

contribution to the literature on foreign-born community college faculty. The 

literature review is organized in five sections.  The first section begins with 

definitions of the terms used throughout the study.  The second section provided 

definitions of job satisfaction from various scholars. The third section examined 

factors contributing to job satisfaction among community college faculty within US 

postsecondary institutions. In the fourth section, literature on job satisfaction of 

foreign-born faculty at U.S. higher education institutions was discussed.  Section five 

provided an explanation of Herzberg, Mausner, and Snyderman (1959) Two-Factor 
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Theory or Motivation-Hygiene Theory and Linda Hagedorn’s (2000) Conceptual 

Framework of Faculty Job Satisfaction.  

Definition of Terms 

Foreign-born faculty. Foreign-born faculty members are non-United States citizens 

who hold either a permanent U.S. resident visa (green card) or a temporary U.S. 

resident visa, as defined by the 2013 Survey of Doctorate Recipients (SDR).   

Hygiene.  According to Herzberg et al. 1959, hygiene refers to factors that contribute 

to job dissatisfaction.  These factors include supervision, interpersonal relations, 

physical working conditions, salary, company policies and administrative practices, 

benefits, and job security.  

Job satisfaction. Refers to “the pleasurable emotional state resulting from the 

appraisal of one’s job as achieving or facilitating the achievement of one’s job 

values” (Locke, 1969, p. 316). 

Mediator: Refers to “a variable or situation that influences (moderates) the 

relationship between other variables or situations producing an interaction effect.” 

(Hagedorn, 2000, p. 6).   

Motivators.  Motivators are factors that contribute to positive job satisfaction.  These 

factors include achievement, recognition, responsibility, advancement, growth, and 

the work itself (Herzberg et al. 1959). 

Trigger. Refers to “a significant life event that may be either related or unrelated to 

the job” (Hagedorn, 2000, p. 6).  
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Defining Job Satisfaction 

 Although definitions and theoretical constructs of job satisfaction abound in 

the literature, there is no one standard or widely accepted definition.  For the purposes 

of this study, job satisfaction is described as the degree to which employees feel 

positively or negatively about aspects of their job. Vroom (1964) defined job 

satisfaction as “workers’ emotional orientation toward their current job roles” (p. 

121).  Spector (1997) describes job satisfaction as individual’s feeling about their jobs 

and the different aspects of their jobs.  Locke (1969) further adds that job satisfaction 

is “the pleasurable emotional state resulting from the appraisal of one’s job as 

achieving or facilitating the achievement of one’s job values” (p. 316). For Lofquist 

and Dawis (1991), satisfaction is “an individual’s positive affective evaluation of the 

target environment…the individual’s appraisal of the extent to which his or her 

requirements are fulfilled by the environment” (p. 27).   

 Research conducted on faculty members and job satisfaction have consistently 

shown that when faculty members are content with their jobs they are more likely to 

stay at the institutions and are more productive (Hagedorn, 2000; Rosser, 2004; 

Spector, 1997).  Furthermore, when faculty members are content and satisfied with 

their jobs and work environment, they are more actively engaged, productive, and 

committed to their institutions (Hagedorn, 2000).  This study does not attempt to 

define job satisfaction, but to measure job satisfaction using Hagedorn’s conceptual 

framework.   
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Factors Contributing to Job Satisfaction among Community College Faculty  

 Many factors impact job satisfaction and knowing these factors are vital if 

institutions are to retain their faculty members.   Work related concerns such as 

salary, benefits , instructional autonomy (Kim, Twombly and Wolf-Wendel, 2008), 

and workload have been identified as determinants of job satisfaction among 

community college faculty members as well as demographic factors such as gender 

(Antony & Hayden, 2011; Milosheff, 1990; Townsend, 1998; Truell, Price & Joyner, 

1998), ethnicity, institutional type, academic status (Gappa & Leslie, 1993; Kramer, 

Gloeckner & Jacoby, 2014; Schuster & Finkelstein, 2006; Valadez & Anthony, 2001; 

Wagoner, 2007) and discipline (Truell, Price & Joyner, 1998;Wagoner, 2007 ) .  A 

considerable amount of research conducted on the job satisfaction levels of faculty at 

community colleges found that faculty members are generally satisfied with their 

jobs. Huber (1998) reported that 80% of community college members were satisfied 

with their job satisfaction as a whole.   

Work related factors. Milosheff (1990) conducted a study to investigate 

factors influencing job satisfaction among 703 full-time community college faculty 

members.  A number of independent variables influencing job satisfaction were 

personal and demographics (e.g., educational degree, attainment, and gender), 

professional activities/responsibilities (e.g., influence on campus, time spent on 

school activities relative to students and teaching), perceptions of and relationships 

with students (e.g. perception of student quality, student interactions outside of class), 

institutional environment (e.g., adverse finances of the institution, perception of 

instructional quality), and departmental environment (e.g., perception of department 
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and department colleagues, type of departmental affiliation).   This study found that 

influence on campus, perceptions of students, adverse financial condition of the 

institution, and perception of department and colleagues were all significant factors 

with comparatively equal amounts of influence on job satisfaction, with perception of 

student being the most significant. Findings also indicated that gender, type of degree, 

and department affiliation were not statistically significant.   Kim, Twombly and 

Wolf-Wendel (2008) investigated factors that predict satisfaction among faculty 

members at two-year and four-year institutions with instructional autonomy (i.e., 

authority to make decision about content and methods in instructional activities).  The 

results of Kim, Twombly and Wolf-Wendel (2008) study indicated that over 95% of 

faculty members were satisfied with their instructional autonomy.  They found that 

community college faculty members were significantly less satisfied than four-year 

college faculty with their instructional autonomy.  Results also indicated that despite 

community college faculty members being less satisfied with their instructional 

autonomy, they were satisfied with their jobs overall than faculty members at four-

year institutions.  

Academic Status.  Higher education has seen a dramatic increase in part-time 

faculty members, specifically within the community college in the last few decades 

due to increased student enrollments, funding shortages, and retirements.  Eagen and 

Jaeger (2009) conducted a study on part-time community college faculty and found 

that 27% of all faculty appointments were part-time in 1969, 52% in 1987, and 66.7% 

in 2003.  A significant amount of literature on job satisfaction and community college 

faculty has focused on non-tenure track and part-time faculty members (Gappa & 
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Leslie, 1993; Kramer, Gloeckner & Jacoby, 2014; Schuster & Finkelstein, 2006; 

Valadez & Anthony, 2001; Wagoner, 2007).  Kramer, Gloeckner, and Jacoby (2014) 

sought to determine factors that impact job satisfaction among part-time community 

college faculty members from 13 community colleges within the Colorado 

Community College System (CCCS). A total of 405 part-time community faculty 

members responded. The findings from Kramer, Gloeckner, and Jacoby (2014) study 

revealed that part-time faculty who preferred full-time teaching appointments were 

dissatisfied with various dimensions of job satisfaction, including their workloads, 

salary, and overall job satisfaction.  They also reported that their belief that part-time 

faculty members were not treated fairly.  In addition, they felt that good teaching was 

not rewarded and did not feel valued in their departments as part-time faculty 

members.  Antony and Hayden (2011) utilized the 2004 National Study of 

Postsecondary Faculty (NSOPF:04) to examine factors associated with job 

satisfaction among 18,713 part-time and full-time faculty members at both two-year 

and four-year institutions.  Among the part-time faculty members surveyed, 56.5 

percent were community college faculty and 31.8 percent were from four-year 

institutions. Antony and Hayden (2011) found that part-time faculty members at both 

two-year and four-were equally satisfied with aspects of instructional duties (e.g., 

technology- based activities, equipment and facilities, institutional support for 

teaching, and authority to make decisions) and rewards and workload scales (e.g., 

satisfaction with job overall, salary, workload and benefits).  The findings also 

revealed no significant differences in job satisfaction among male and female part-

time faculty members.  Valadez & Anthony (2001) examined job satisfaction and 
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commitment of 6,811 part-time college faculty members. The results indicated that 

two-year college part-time faculty members were less satisfied with their overall job 

satisfaction and level of autonomy than four-year college faculty.  

Gender.  Gender has emerged as an important factor affecting job satisfaction 

among community college faculty (Antony & Hayden, 2011; Townsend, 1998; 

Truell, Price & Joyner, 1998).  Akroyd, Bracken, and Chambers (2011) utilized data 

from the 2004 National Study of Postsecondary Faculty (NSOPF) to explore variables 

that predict job satisfaction among 1,779 community college faculty by gender.  The 

authors examined a combination variables such as human capital factors (educational 

attainment and years of experience), structural factors (presences of tenure system, 

presence of union, and enrollment), productivity variables (numbers of courses taught 

and time in non-instructional activities), market variables (discipline), satisfaction 

with instructional autonomy, satisfaction with time spent on disciplinary activities, 

and satisfaction with the aspects of community college employment.  Akroyd, 

Bracken, and Chambers (2011) found that instructional autonomy and time spent on 

disciplinary activities were significant and positive predictors of faculty satisfaction 

among both male and female faculty members.  They also found that both men and 

women faculty members were satisfied with the financial aspects of their jobs if there 

was a perceived increase.  Other findings within this study revealed that women in 

general education disciplines were more satisfied than women who taught in 

occupational areas. Race was also investigated and the results indicated that White 

men tended to be less satisfied than men of color.   
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Academic Discipline.  Academic discipline has been identified as a factor to 

consider when examining job satisfaction and community college faculty.  Wagoner 

(2007) examined job satisfaction among part-time and full-time community college 

faculty across missions and disciplines (e.g., arts and sciences and vocational 

training).  Wagoner’s (2007) findings showed that full-time faculty members were 

more satisfied with job security, advancement opportunities, salary, and benefits than 

part-time faculty.  Arts and sciences part-time faculty reported being less satisfied 

with salary and overall with job satisfaction than vocational part-time faculty.  Part-

time vocational and training faculty reported being more satisfied with their salary 

and positions overall.  Among full-time faculty, the results were reversed. Arts and 

sciences full-time faculty members were slightly more satisfied with overall job 

satisfaction than vocational and training faculty.  Truell, Price, and Joyner (1998) 

investigated the level of job satisfaction among 255 full-time and part-time 

occupational-technical faculty utilizing factors based on Herzberg’s et al. (1959) 

Motivation-Hygiene Theory.  Results of the study indicated that part-time 

occupational-technical faculty expressed significantly higher levels of satisfaction 

with their jobs than did the full-time occupational-technical faculty. Findings also 

revealed that there were significant differences between full-time and part-time 

occupational-technical faculty on four of the 10 factors (e.g., achievement, growth, 

interpersonal relations, policy and administration, recognition, responsibility, salary, 

supervision, the work itself, working conditions, and overall satisfaction). Part-time 

occupational-technical faculty members reported being more satisfied with policy and 
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administration, responsibility, supervision, and working conditions than full-time 

occupational-technical faculty.  

Job Satisfaction of Foreign-born Faculty at U.S. Institutions 

The purpose of this section is to provide a review of the literature on foreign-

born faculty member’s job satisfaction patterns at both four-year and two-year 

institutions.  Also discussed are the contributions of foreign-born faculty to the U.S. 

academic labor market within four-year institutions.  The goal is to determine how 

content foreign-born faculty members are with their job roles within U.S. higher 

education institutions.    

Contribution of Foreign-Born Faculty to Four-Year U.S. Academic Labor 

Market 

Foreign-born faculty are recruited for their unique skills and talents which 

helps promote high research productivity and fosters international partnerships and 

collaboration (Kim, Twombly & Wolf-Wendel, 2012).  U.S. institutions benefit from 

global talent because they fill needed gaps in the academic STEM market (Lin, 

Pearce & Wang, 2009).  The presence of foreign-born faculty not only boosts an 

institution’s research capacity and productivity (Corley & Sabharwal, 2007; 

Mamiseishvili, & Rosser 2009; 2011; Webber, 2012), but enhances its ranking and 

reputation in the academic market.  Several studies discussed the importance of 

foreign-born faculty and their role in innovation and scientific productivity (No and 

Walsh, 2010; Libaers, 2007; Libaers & Wang, 2012).  

Highly skilled foreign-born faculty members are instrumental in helping the 

U.S. compete in a highly competitive global economy.  Most foreign-born faculty 
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members are represented in the fields of science, technology, engineering and 

mathematics (STEM) (Institute of International Education, 2012) and are credited 

with strengthening America’s STEM pipeline (Gahungu, 2011).  Given the 

technological and scientific advancements that foreign-born scientists and engineers 

have made to the U.S. academic market and economy, it would be prudent for the 

U.S. institutions to invest in and better understand this unique group.  If U.S. 

institutions of higher education are to maintain their global presence and competitive 

position in the academic market, they must recognize the value of foreign-born 

faculty to the U.S. academic labor market and STEM workforce.   

Productivity of foreign-born faculty.  Research comparing productivity 

levels of foreign-born faculty members shows that they are more productive than their 

U.S. counterparts.  Mamiseishvili (2010) researched the work roles and productivity 

of foreign-born women faculty at research universities in the United States.  Data 

from the National Study of Postsecondary Faculty (NSOPF:04) was used to examine 

productivity in the areas of teaching, research, and service in comparison with their 

U.S. counterparts at research universities in the U.S.  Results found that foreign-born 

women faculty were more engaged and produced more scholarly outputs, but were 

less engaged in undergraduate teaching and service in comparison to U.S. born 

women faculty.  A single Structural equation modeling (SEM) analysis was 

conducted with foreign-born status as a predictor variable and after controlling for 

demographic variables, foreign-born status remained a significant predictor of 

productivity. The results are noteworthy and provide theoretical and practical 

importance for future research and practice.  One of the strengths of this study is the 
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added research on the work roles and productivity of foreign-born women in 

American higher education.  Limited studies focused on the contributions of foreign-

born women. The SEM data analysis was appropriate and addressed the research 

questions.  The author addressed the limitations of the using secondary data.  A major 

limitation of the data source was the quantitative measures of productivity.  It was 

difficult to determine productivity because the quality of scholarly outputs could not 

be measured based on this data set.  Likewise, Kim, Twombly, and Wolf-Wendel 

(2012) found that international faculty members were more productive, but 

significantly less satisfied than U.S. faculty.  The authors also examined the 

relationship between international faculty status and productivity while controlling 

for organizational influences.  Results also demonstrated that foreign-born faculty 

members were highly represented among the tenure-track assistant rank than tenured 

positions.  This study contributed to the current research on international faculty and 

addressed their levels of satisfaction and productivity at four-year institutions.  The 

authors also stressed the need to develop more research and understanding about 

international faculty in order for the U.S. to maintain a leading role in fostering global 

talent and knowledge production.  Mamiseishvili and Rosser (2010) also investigated 

the differences between international and U.S. citizen faculty members’ productivity. 

Productivity was measured in the areas of research, graduate and undergraduate 

teaching, and service at research universities in the United States. Data from the 2004 

National Study of Postsecondary Faculty (NSOPF:04) and Structural Equation 

Modeling (SEM) was used to analyze the data and answered the following research 

questions in the study: 1) What differences exist between international and U.S. 



25 

 

 

citizen faculty members ‘research, graduate and undergraduate teaching, and service 

productivity at U.S research universities?; and 2) How do these differences in 

productivity between international and U.S. citizen faculty members vary when 

controlling for selected demographic characteristics(e.g., gender, academic rank, and 

tenure)? When controlling for demographic variables of gender, academic rank and 

tenure, the results revealed that international faculty members were significantly more 

productive in research and less productive in teaching and service than their U.S. 

citizen colleagues.  

Job Satisfaction at Four-Year U.S. Institutions of Higher Education 

Lin, Pearce, and Wang (2009) conducted a study using the 2004 National 

Study of Postsecondary Faculty (NSOPF:04) to examine the demographic 

characteristics, job achievement, and job satisfaction of foreign-born full-time faculty 

at four-year American colleges.  The statistical analysis demonstrated that most of the 

differences among the job satisfaction items for foreign-born and native born faculty 

are significant at p < 0.01 level.  Decision making showed the greatest difference 

among the job satisfaction items followed by overall job satisfaction and benefit. 

Results indicated that overall, foreign-born full-time faculty members were more 

satisfied with their jobs than their native born faculty members.   

This study had some important strengths and limitations. Among the strengths of the 

research are the large sample size (n=11,562), overall quality of the data set, quality 

methods of data analysis, and results that answered the research questions.  This study 

made an empirical contribution to research on foreign-born faculty and revealed 

additional research avenues regarding the underrepresentation of native born 
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minorities.  The findings suggested that American four-year institutions rely heavily 

on foreign-born faculty to diversify their campuses, which further contributes to the 

underrepresentation of domestic minority faculty members.  Notably, the study 

examined foreign-born faculty at four-year American colleges and was one of the few 

studies that reported foreign-born faculty being more satisfied with the job 

satisfaction in comparison to their native born faculty.  Further research is needed to 

determine whether these findings could be replicated across other types of higher 

education institutions and faculty ranks.   

Birth status and job satisfaction. Birth status can affect job satisfaction 

among higher education faculty.  Sabharwal (2011b) examined the job satisfaction 

patterns of scientists and engineers by status of birth using Hagedorn’s (2000) 

conceptual framework of faculty job satisfaction.  Regression analysis was applied to 

explore the relationship between the mediator and trigger factors and job satisfaction. 

A variety of independent variables such as mediators (e.g., salary, benefits, 

opportunities for advancement, and gender) and triggers (e.g., English language 

proficiency and geographic location) were included in the regression analysis.  

Separate regression analyses were run for native born and foreign-born faculty 

members.  Results indicated that foreign-born scientists and engineers were less 

satisfied with all aspects of their work life as compared to their US-born peers.   

Gender. Several studies examined the association between gender and job 

satisfaction among university faculty members (August & Waltman, 2004; Olsen, 

Maple, & Stage, 1995). Sabharwal and Corley (2009) examined the job satisfaction 

levels of faculty members at universities with a focus on gender and academic 



27 

 

 

discipline.  Sabharwal and Corley’s (2009) findings showed that across all academic 

disciplines, male faculty members had significantly higher levels of overall 

satisfaction with their job and significantly higher levels of satisfaction with job 

security than female faculty members. Male faculty members reported being more 

satisfied with opportunities for advancement than their female peers within the 

science and social science field. Within the health fields, female faculty members 

were most satisfied followed by science, social sciences, and engineering. Women in 

the sciences and social sciences fields reported being more satisfied than their male 

peers with their level of job responsibility.   

Country of Origin. Wells, Seifert, Park, Reed and Umback (2007) 

investigated the differences in job satisfaction between international faculty members 

based on country of region and their non-international colleagues using data from the 

National Study of Postsecondary Faculty (NSOPF:99). The sample in consisted of 

8,128 respondents.  Findings from Wells et al. (2007) study revealed that there are 

significant differences among international faculty members when controlling for 

region of origin. International faculty members with origins from the Middle East and 

Asia were the least satisfied with their jobs in comparison to faculty members from 

Europe, Latin American and Africa.  Faculty members from the Middle East and Asia 

reported being less satisfied with autonomy and contractual issues (e.g., salary, 

general benefits, and advancement opportunities).  Middle Eastern faculty members 

also reported being less satisfied with overall job satisfaction. This study also found 

that salary was the most common factor that would cause foreign-born faculty to 

leave their current job.   
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Citizenship Status. In a study of citizenships status and job satisfaction, 

Sabharwal (2011a) examined job satisfaction among foreign-born faculty members 

from all citizenship levels (naturalized citizens, temporary residents, and permanent 

residents) and native-born faculty members.  Findings from Sabharwal’s (2011a) 

study revealed that foreign-born faculty members from all citizenship levels reported 

lower job satisfaction in comparison to native-born faculty members.  Naturalized 

citizens expressed the greatest satisfaction with their work in comparison to 

temporary residents and permanent residents.  Results also indicated that temporary 

residents expressed greatest satisfaction with opportunities for advancement, and less 

satisfaction with intellectual challenges, degree of independence, location of work, 

level of responsibility, job security and contribution to society.  Permanent residents 

reported greater satisfaction when their primary work activity involves research and 

are in a supervisory role.  

Salary. Salary has received a significant amount of attention as a factor 

influencing job satisfaction. Corley and Sabharwal (2007) used the 2001 Survey of 

Doctorate Recipients (SDR) data to compare the productivity levels, work 

satisfaction levels (e.g. advancement opportunities, job benefits, intellectual 

challenge, independence, location, level of responsibility, salary, job security, and 

contributions to society), career trajectories, and salaries of 7,980 full-time foreign-

born and U.S.-born academic scientists and engineers.  The results obtained from the 

study revealed that foreign-born scientists were more productive than their U.S. 

counterparts.  Corley and Sabharwal (2007) reported three other findings regarding 

the career trajectories and salaries of foreign-born scientists.  Foreign-born scientists: 
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(a) were more likely than their U.S.-born counterparts to be employed by Carnegie 

Research I or II institutions; (b) earned less; and (c) were hired at lower ranking 

positions. The authors suggested that work satisfaction plays an important role in the 

retention of foreign-born academic scientists and engineers.  

Job Satisfaction at Two-Year Institutions 

Mamiseishvili (2011) used the 2004 National Study of Postsecondary Faculty 

(NSOPF:04) to examine the characteristics, job satisfaction, and workplace 

perceptions of foreign-born professorates at public two-year institutions relative to 

their U.S.-born peers.  Analysis of the data in this study revealed themes consistent 

with existing literature on foreign-born faculty at four year institutions.  Foreign-born 

faculty members in this study had similar employment characteristics to foreign-born 

faculty members at four-year institutions. A significant number of foreign-born 

faculty members were highly concentrated in science and engineering and employed 

part-time and on the non-tenured track.  The findings of this study indicated that 

foreign-born faculty members had lower levels of satisfaction and more negative 

perceptions with all aspects of their jobs than U.S. born faculty members.  Findings 

also indicated the largest difference in mean responses between foreign-born faculty 

members and U.S. born faculty members were: satisfaction with benefits, salary, 

workload, and perceptions about the fair treatment of minority faculty.  This study 

has some strengths and limitations. Among its strengths are the large sample size and 

the overall quality of the data set.  This study is one of the few studies that examined 

foreign-born faculty at a community college.  The data analysis and methodology 

seemed appropriate for the design of the study.  A limitation is that the results may 
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not be generalizable to all foreign-born faculty members within the community 

college setting.  There was little control for geographical location.  Foreign-born 

faculty members were homogenized and the differences among groups were not 

explored.  

Markus (2011) also utilized the 2004 National Study of Postsecondary Faculty 

(NSOPF:2004) to examine factors that contribute to job satisfaction among foreign-

born faculty members at community colleges in the United States. The research 

showed that foreign-born faculty expressed high to moderate levels of overall 

satisfaction with their jobs and were most satisfied with authority to make decisions.  

The results also showed that foreign-born faculty members were dissatisfied with 

teaching and improvements and their salaries.   

Overview of Job Satisfaction Theory and Conceptual Framework  

 Herzberg, Mausner, and Snyderman (1959) Two-Factor Theory or 

Motivation-Hygiene Theory and Linda Hagedorn’s (2000) Conceptual Framework of 

Faculty Job Satisfaction are the theoretical frameworks guiding this study. Hagedorn 

(2000) adapted Herzberg’s motivator and hygiene concept to develop a model that 

applies individual and environmental characteristics to explain job satisfaction among 

college and university faculty. This study utilized selected independent variables from 

Hagedorn’s (2000) Conceptual Framework of Faculty Job Satisfaction to measure the 

influence of these variables on the dependent variable, overall job satisfaction. 

 Two-Factor Theory or Motivation-Hygiene Theory. Herzberg et al. (1959) 

posit that there are certain factors that contribute to job satisfaction (motivators) and a 

distinct set of factors that contribute to dissatisfaction (hygienes).  Herzberg (1966) 
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assert that satisfaction and dissatisfaction are considered independent phenomena and 

do not influence each other. Motivator factors influence job satisfaction but have little 

impact on dissatisfaction and hygiene factors influence job dissatisfaction but have 

little impact on satisfaction.   

 Motivator factors are intrinsic conditions that lead to positive satisfaction. 

Factors such as achievement, recognition, responsibility, advancement, growth, and 

the work itself are considered motivators.  Hygiene factors are extrinsic to the work 

itself and are sources of job dissatisfaction.  Factors related to job context such as 

supervision, interpersonal relations, physical working conditions, salary, company 

policies and administrative practices, benefits and job security are characterized as 

hygiene factors.  

 Conceptual Framework for Study. Hagedorn’s (2000) Conceptual 

Framework of Faculty Job Satisfaction is the conceptual framework that will be 

applied to explain the factors that are associated with job satisfaction among foreign-

born faculty members and measure how they are related.  Hagedorn (2000) modified 

Herzberg’s motivator and hygiene concept to develop a model that applies individual 

and environmental characteristics to explain job satisfaction among college and 

university faculty.  According to Hagedorn (2000) this framework is a “strategy to 

sort and categorize the factors that compose and contribute to satisfaction” (p. 6).  

Hagedorn (2000) suggests that the more satisfied faculty members are, the more 

engaged and productive they are in their work. The Conceptual Framework of 

Faculty Job Satisfaction posits that there are two constructs that interact and influence 

job satisfaction: triggers and mediators (Hagedorn, 2000).  Triggers can be 
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characterized as major work or non- work related life events.  Triggers include: (a) 

change in life stage, (b) change in family-related or personal circumstances, (c) 

change in rank or tenure, (d) transfer to new institution, (e) change in perceived 

justice, and (f) change in mood or emotional state.  Mediators refer to interacting 

variables or circumstances that provide a context through which job satisfaction can 

be understood.  Mediators include: (a) motivators and hygienes, (b) demographics, 

and (c) environmental conditions.  Mediators that increase satisfaction are considered 

motivators and mediators that cause dissatisfaction are considered hygienes.  

Environmental conditions are the social and working relationships that exist among 

administrators, colleagues, and students. These conditions include collegial 

relationships, student quality or relationships, administrations, and institutional 

climate or culture.  The last portion of her model includes the job satisfication 

continuum. This concept describes how mediator and trigger factors are used to gauge 

job satisfaction on a continuum.   

Summary of Review of Literature 

In reviewing the literature, it was apparent that more research is needed to 

better understand factors associated with foreign-born faculty members within the 

community college setting. The purpose of this literature review was to present 

relevant scholarly research on job satisfaction among foreign-born faculty members 

employed at U.S. community colleges and establish a rationale for this study’s design 

and approach.  The approach to the literature review, an examination of foreign-born 

faculty members contribution to U.S. academic market, key terms and definitions, 

and the guiding theoretical and conceptual frameworks were discussed.  However, 
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much of the attention was given to literature concerning faculty job satisfaction.  

Although there was a significant amount of quantitative studies on faculty job 

satisfaction very few studies focused on exploring factors that influence job 

satisfaction among foreign-born community college faculty members.  Mamiseishvili 

(2011) provided the most substantive research in the existing body of literature on 

faculty job satisfaction among the foreign-born at public two-year institutions.   

In summary, this literature review demonstrated the need for this study and 

identified gaps in the literature pertaining to foreign-born community college faculty 

and job satisfaction. The aim of this study is to contribute to existing body of 

literature regarding the importance of job satisfaction among community college 

faculty, namely underrepresented foreign-born faculty members and raise awareness 

of their presence within the community college sector. The following chapter will 

provide an overview of how the theoretical and conceptual frameworks guiding this 

study are utilized to examine factors associated with foreign-born faculty members at 

U.S. community colleges.  
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Chapter III: Design and Methods 

 This chapter presented the research methods and design of this study.  This 

chapter also provided an overview of how the design and methodologies will be 

applied to measure factors associated with job satisfaction among foreign-born 

faculty members at community colleges. Data from the 2013 Survey of Doctorate 

Recipients (SDR) conducted by the National Science Foundation were used to 

address each of the research questions. The SDR is a longitudinal biennial survey that 

provides demographic and career history information about individuals with a 

research doctoral degree in a science, engineering, or health (SEH) field from a U.S. 

academic institution.   This chapter begins with a discussion of the four research 

questions, my philosophical approach, and continues with the guiding theoretical and 

conceptual perspective, research methods, data sources with a description of the 

study’s data, variables in depth, an explanation of the data analyses used, and 

limitations of the study’s methodology. 

Research Questions 

RQ1: Which motivator and hygiene factors have the most significant 

relationship with job satisfaction among foreign-born community college 

faculty members? 

H1: All motivator and hygiene variables will be significant factors that 

influence job satisfaction among foreign-born faculty at community 

colleges.  

H0: There will be no significant relationship among these factors.  
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The independent variables are separated into two main types: (1) Mediators 

and (2) Triggers. Mediators are further divided into (a) Motivators and Hygiene 

factors that include: achievement, recognition, work itself, responsibility, 

advancement, and salary; (b) Demographics include gender, ethnicity, institutional 

type, and academic discipline; and (c) Environmental Conditions include: collegial 

relationships, student quality or relationships, administration, and institutional climate 

or culture. For the purpose of this study, the independent variables motivator and 

hygiene and demographic variables were examined to measure job satisfaction among 

foreign-born faculty.  

The purpose of this study was determine if salary, benefits, job security, job 

location, opportunities for advancement, intellectual challenge, level of responsibility, 

degree of independence, and contribution to society are significant factors that 

influence job satisfaction among foreign-born faculty at community colleges and if 

there is a strong correlation among the factors.  Hagedorn’s (2000) study found that 

work itself, salary, relationships with administration, student quality and 

relationships, and institutional climate and culture were the most highly predictive 

mediators.  Findings also revealed that faculty who perceived a high level of justice 

within their institution reported higher levels of job satisfaction.  

RQ2: To what extent does gender influence job satisfaction among foreign-

born community college faculty members?  

H2: Gender will be a significant factor that influences job satisfaction 

among foreign-born faculty members.   

H0: Gender will have no significance on job satisfaction. 
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This question was asked to determine if gender influences job satisfaction 

among community college faculty members.  Sabharwal and Corely (2009) 

investigated the relationship between gender and job satisfaction among university 

faculty and found that female faculty members expressed lower levels of satisfaction 

than male faculty members. In another study, Sabharwal (2011a) studied the 

satisfaction patterns of scientists and engineers by birth and found that female 

foreign-born faculty members experienced lower overall job satisfaction levels 

compared with male and female U.S. born scientists and male foreign-born scientists. 

Results also revealed that both male and female foreign-born scientists expressed 

lower satisfaction levels in comparison to their U.S. counterparts.  

RQ3: To what extent does academic status influence job satisfaction among 

foreign-born faculty members at community colleges? 

H3: Academic status will be a significant factor that influences job 

satisfaction among foreign-born faculty members.   

H0: Academic position will have no significance on job satisfaction.  

This question was asked to determine if academic status impact job 

satisfaction among community college faculty members.  In Kramer, Gloeckner, and 

Jocoby’s (2014) study, findings revealed that part-time faculty who preferred full-

time teaching appointments were dissatisfied with various dimensions of job 

satisfaction, including overall job satisfaction.  In another study on part-time 

community college faculty and satisfaction, Antony and Hayden (2011) reported 

different results. They found that part-time faculty members at both two-year and 

four-year institutions were equally satisfied with their overall satisfaction.  Valadez 
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and Antony (2001) study on job satisfaction and commitment of community college 

part-time faculty found that community college faculty members were less satisfied 

overall and with their level of autonomy than four-year college part-time faculty 

members.    

RQ4: Are there differences in overall job satisfaction between foreign-born 

and U.S. citizen community college faculty members? 

H4: There will be a perceived difference in overall job satisfaction 

between foreign-born and U.S. citizen faculty.   

H0: There will be no difference in overall job satisfaction between 

foreign-born and U.S. citizen faculty. 

This question was asked to determine if there were differences in overall job 

satisfaction between foreign-born and U.S. citizen community college faculty 

members. Findings of Mamiseishvill’s (2011) study on job satisfaction among 

foreign-born faculty at two-year public institutions revealed that foreign-born faculty 

members reported lower levels of satisfaction and more negative perceptions with all 

aspects of their jobs than U.S . born faculty members.  

Philosophical Approach 

  This study was approached from a positivist epistemology.  Epistemology 

refers to the philosophical study of knowledge and knowing.  In this study, 

knowledge was discovered through direct measurements to describe the phenomenon.  

The role of the researcher in the quantitative research process is to be independent of 

what is being studied.  In this study, an objective systematic process for obtaining 

quantifiable information was applied.  As a result, a quantitative methodology was 
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most appropriate as the purpose of this study was to examine relationships between 

factors that are associated with job satisfaction among community college faculty 

members from a large number of participants.  In quantitative research, literature also 

plays a significant role. The literature not only justifies the research problem, but 

creates a need for the study.  The theoretical and epistemological perspectives of this 

study were informed by published empirical research related to job satisfaction 

among foreign-born faculty. According to Creswell (2012), the researcher can 

“identify in the literature key variables, relations, and trends, and use these to provide 

direction for your research question and hypotheses” (p. 14).   

Guiding Theoretical and Conceptual Perspective 

 Job satisfaction theory was the underlying framework guiding this study. 

There are several theories that attempt to explain why an employee may be satisfied 

or not. While there have been several studies that have measured the validity of 

Hagedorn’s conceptual framework and its relationship to job satisfaction (August 

&Waltman, 2004; Corely & Sabharwal, 2007; Sabharwal & Corley, 2009), there is 

limited research that focuses solely on the relationship of Hagedorn’s framework 

among faculty members within the community college sector.  Thus, this study 

examined the level of satisfaction between U.S. citizen and foreign-born faculty 

members employed at community colleges in the United States.   

The most widely known and accepted approach towards understanding job 

satisfaction is Herzberg, Mausner, and Snyderman’s (1959) two-factor theory. 

Hagedorn’s (2000) Conceptual Framework of Faculty Job Satisfaction is the 

conceptual framework was  applied to explain the variables and measure how they 
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were related.  Hagedorn (2000) modified Herzberg’s motivator and hygiene concept 

to develop a model that applies individual and environmental characteristics to 

explain job satisfaction. According to Hagedorn (2000) this framework is a “strategy 

to sort and categorize the factors that compose and contribute to satisfaction” (p. 6).  

Hagedorn (2000) suggests that the more satisfied faculty members are, the more 

engaged and productive they are in their work. The Conceptual Framework of 

Faculty Job Satisfaction posits that there are two constructs that interact and influence 

job satisfaction: triggers and mediators (Hagedorn, 2000).  Triggers can be 

characterized as major work or non- work related  life events.  Triggers include: (a) 

change in life stage, (b) change in family-related or personal circumstances, (c) 

change in rank or tenure, (d) transfer to new institution, (e) change in perceived 

justice, and (f) change in mood or emotional state.  Mediators refer to interacting 

variables or circumstances that provide a context through which job satisfaction can 

be understood.  Mediators include: (a) motivators and hygienes, (b) demographics, 

and (c) environmental conditions.  Mediators that increase satisfaction are considered 

motivators and mediators that cause dissatisfaction are considered hygienes.  

Environmental conditions are the social and working relationships that exist among 

administrators, colleagues, and students. These conditions include collegial 

relationships, student quality or relationships, administrations, and institutional 

climate or culture.  The last portion of her model includes the job satisfication 

continuum. This concept describes how mediator and trigger factors are used to gauge 

job satisfaction on a continuum.  Due to the limitations of the SDR, this study was not 

able to measure environmental conditions and Triggers.  Figure 1.1 is a summary of 
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Hagedorn’s (2000) model with variables that support and validate the variables that 

will be used in this study.  

 
Figure 1.1: Hagedorn Conceptual Framework of Faculty Job Satisfaction 

Research Methods 

The purpose of this study is to analyze factors associated with job satisfaction 

among foreign-born faculty members employed at U.S. community colleges. The 

following research design was able to best answer the research questions, examine the 

relationship between the variables used in this study, and to test the conceptual and 

theoretical frameworks.    

Research Design  

 This study was developed to better understand what factors influence job 

satisfaction among foreign-born community college faculty members. This research 

study will examine the level of job satisfaction among both U.S. citizen and foreign-

born faculty members and employ a survey research design utilizing the SDR to 

answer the research questions and measure the data.  In quantitative research, 
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variables are used to support the research objectives and hypotheses.  According to 

Creswell (2012), quantitative research “describes a research problem through the 

description of trends or a need for an explanation of the relationship among variables” 

(p. 13).  In this study, the independent variables include demographic and academic 

employment characteristics related to foreign-born faculty members. The dependent 

variable is overall job satisfaction.  The researcher chose to pursue a quantitative 

design with the purpose of collecting numeric data from a large number of 

participants that could not be analyzed through a qualitative research design. The 

results will use statistical analyses to make inferences about the level of job 

satisfaction among foreign-born faculty members. Therefore, the research questions 

being measured are most appropriate for a quantitative design.  

Data Sources and Description of Data 

The unit of analysis for this study is academic faculty with a focus on foreign-

born community college faculty. For the purpose of this study, foreign-born faculty 

members are non-United States citizens who hold either a permanent U.S. resident 

visa (green card) or a temporary U.S. resident visa. This study is inclusive to faculty 

respondents who are working in academic (faculty) positions within a community 

college. Non-academic faculty respondents were excluded.  Analysis of the data will 

be conducted by citizenship status. 

Instrumentation 

This study utilized the National Science Foundation’s Survey of Doctorate 

Recipients (SDR: 2013) dataset.  The SDR sample is drawn from the Survey of 

Earned Doctorates (SED) respondents. The rationale for selecting this survey is based 
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on the comprehensive nature of the variables and it captures data needed to analyze 

the job satisfaction patterns and trends of faculty in higher education. The SDR is a 

longitudinal biennial survey conducted since 1973 that provides demographic and 

career history information about individuals with a research doctoral degree in a 

science, engineering, or health (SEH) field from a U.S. academic institution. The 

survey samples doctorate recipients from the year of their degree award until age 76.  

The sample may be followed throughout their careers until the age of 76.   The 

population sample consists of individuals who received a doctoral degree from a U.S. 

institution in science, engineering, or health sciences field.  The SDR is a longitudinal 

study and data will be collected from the most current cohort.  

The SDR dataset has variables that are relevant to this study and provide 

information about foreign-born faculty such as employment characteristics and job 

satisfaction. This survey will be used to analyze necessary demographic and academic 

employment information including age, citizenship, academic position, educational 

type, and job satisfaction levels.  The job satisfaction variable include the following 

categories: salary, benefits, job security, job location, opportunities for development, 

intellectual challenge, level of responsibility, degree of independence, and 

contribution to society. 

Reliability and Validity 

 Reliability and validity are critical when selecting survey instruments. Surveys 

that are used to impact change, address important issues, and used for decision 

making must provide evidence of its reliability and validity (Suskie, 1996).  

According to Creswell (2012), reliability “means that scores from an instrument are 
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stable and consistent.  Scores should be nearly the same when researches administer 

the instrument multiple times at different times” (p. 159).   

Cronbach’s alpha was calculated to estimate the consistency of scores for 

continuous variables. The closer the coefficient is to 1.0, the greater the internal 

consistency of the variables in the scale. Vogt (2007) suggest that Cronbach’s alphas 

that are above .70 are considered acceptable estimates of internal consistency for 

social science research. All of the scaled questions in this study produced Cronbach’s 

alphas ranging from α = .972 to α = .994.   

The validity or accuracy is also important when conducting scientific 

research.  Validity refers to the extent to which an instrument measures what it is 

supposed to measure.  To establish validity in the study, content validity was used to 

measure whether the scores from the instrument were valid.  Vogt (2007) states that 

content validity “gauges the degree to which the content of a test or survey matches 

the content it is intended to measure” (p. 119).  Creswell (2012) asserts that validity 

“can be thought of as the larger, more encompassing term when you assess the choice 

of an instrument” (p. 159).  The SDR survey was chosen because of its validity in 

previous studies.  Several researchers utilized elements within the survey to measure 

relevant constructs related to job satisfaction and foreign-born faculty members 

within the U.S. institutions of higher education (Corley & Sabharwal, 2007; Kim, 

Twombly and Wolf-Wendel, 2011; Mamiseishvili, 2013; Sabharwal, 2011b). 

Data Collection 

This aim of this study was to conduct secondary analysis of data collected from 

the 2013 Survey of Doctorate Recipients (SDR: 2013). The SDR is a nationally 
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representative survey that includes U.S. citizen and foreign-born faculty members at 

both two-year and four-year institutions. The 2013 SDR is a valid source and the data 

collected from the survey includes variables that can measure job satisfaction among 

foreign-born faculty members employed at U.S. community colleges.  

Sample 

 The total sample comprised of 1,002 U.S. citizen and non-U.S. citizen 

community college members.  Faculty members were selected on the following 

criteria: (1) non U.S. citizen and (2) held an academic teaching and adjunct faculty 

position. The final sample size decreased to 214 foreign-born community college 

faculty members.   

Variables 

Job factors from Hagedorn’s (2000) conceptual model and Herzberg’s et al. 

(1959) theoretical framework were used in the selection of variables that contribute to 

faculty job satisfaction. The independent variables were selected according to the 

Hagedorn’s (2000) framework, which contains the following mediators and triggers: 

motivators and hygienes (responsibility, advancement, salary), demographics (gender, 

ethnicity, institutional type, academic position), and triggers (change in family-related 

or personal circumstances). The SDR survey did not contain data for the following 

variables from Hagedorn’s (2000) conceptual model: achievement, recognition, work 

itself, collegial relationships, institutional climate or culture, collegial relationships, 

student quality/relationships, administration, institutional climate or culture, change 

in life stage, family-related or personal circumstances, transfer to new institution, 

perceived justice, and mood or emotional state circumstances. Citizenship will be 
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used to identify foreign-born and U.S. citizen faculty, academic position (teaching 

and adjunct faculty) will represent the work itself variable and the reasons for not 

working will be used to represent change in family-related or personal circumstances.   

The variables collected in the 2013 SDR were relevant for the purposes of this 

current study. Several questions in the survey included questions that reflected the 

variables used in Hagedorn’s (2000) model.  The next section includes a description 

of the variables used in this study.  An explanation of the variable coding is included 

in Table 3.1. 

 

Table 3.1 
 

List of variables used in the study 

Name Description 

Dependent  

JOBSATIS Overall Job Satisfaction  

Independent  

Motivators and Hygienes  

SATADV Advancement 

SATRESP Level of Responsibility 

SATSAL Salary 

SATBEN Job Benefits 

SATCHAL Intellectual Challenge 

SATIND Degree of independence 

SATLOC Job Location 

SATSEC Job Security 

SATSOC Contribution to Society 

ACADTCHF  Academic Position -  Teaching Faculty  

ACADADJF  Academic Position - Adjunct Faculty  

 

Demographics   

GENDER Gender 

BTHUS  Place of Birth 

CITZUSIN Citizenship Status 

CTZUS Type of Citizenship 

AGEP Age 

RACETHMP Race/Ethnicity 

EMSECPB Employer Sector 
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Dependent Variable   

Overall Job Satisfaction. The dependent variable is overall job satisfaction 

and a multiple-item measure.  Respondents were asked to indicate their level 

satisfaction on a four-point Likert scale to question A 35 (Q A35), “How would you 

rate your overall satisfaction with the principal jo you held during the week of 

February 1, 2013?”  This variable was operationalized as dependent and was 

measured on a continuous measurement scale. The overall jobs satisfaction variable 

was derived from SESTAT variable JOBSATIS.  The responses were coded as 1 = 

Very dissatisfied, 2 = Somewhat dissatisfied, 3 = Somewhat satisfied, 4 = Very 

satisfied.  The lower scores represent less satisfaction while the higher scores 

represent higher satisfaction with work.   

Independent Variables 

Demographic variables such as gender, place of birth, citizenship status, type 

of citizen, race and ethnicity, age, employer sector, and academic position were 

measured and used to operationalize the demographic factors.   

Gender. The gender variable was derived from SESTAT variable GENDER. 

The dichotomous variable was coded as 0 = male and 1 = female.   

Place of birth. The place of birth variable was derived from the SESTAT 

variable BTHUS. The dichotomous variable was coded as 0 = Non U.S. citizen and 1 

= U.S.  

Citizenship status. The citizenship variable was derived from the SESTAT 

variable CTZUSIN and respondents were asked, “On February 1, 2013 were you a 
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U.S. citizen or non-U.S. citizen?” The dichotomous variable was coded as 0 = No and 

1= Yes.  

Type of Citizenship. The type of citizenship variable was derived from the 

SESTAT variable CTZUS and respondents were asked, “Where you a U.S. citizen? 

The categorical variables were coded as 0 = Born in U.S. or U.S. territories, and 1= 

Born abroad of American parents, and 2 = By naturalization.  

Race/Ethnicity.  The race and ethnicity variable was derived from the 

SESTAT variable RACEHMP.  The categorical variables were coded as 0 = Asian, 

non-Hispanic ONLY, 1 = White, non-Hispanic ONLY, and 2 = Underrepresented 

minorities.  

Age. The age variable was derived from the SESTAT variable AGEP. The 

categorical variables were coded as 0 = less than 27 years, 1 = 27 – 36 years, 2 = 37 -

46 years, 3 = 47 – 56 years, 4 = 57 – 66 years, and 5 = 67 and older.  

Employer sector.  Employer sector indicates the faculty member’s sector of 

employment and comprised of the following categories: 1 = 2-year college or other 

school system, 2 = 4-year college or medical institution, 3 = Government, 4 = 

Business/Industry, 5 = Other.   The employer sector was derived from SESTAT 

variable EMSECPB and coded as dichotomous variable with the values of 0 = two-

year college, community college, or technical institute and 1 = Non-two-year college.  

Academic position. In this study, academic position refers to academic status 

and is comprised of two options, which include teaching faculty and adjunct teaching.  

The teaching faculty variable was derived from the SESTAT variable ACADTCHF.  

The dichotomous variable was coded as 0 = No and 1= Yes.  The adjunct teaching 
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variable was derived from the SESTAT variable ACADADJF.  The dichotomous 

variable was coded as 0 = No and 1= Yes.  

Motivator and hygiene factors. The 2013 SDR survey involved sampling 

nine indicators of satisfaction in question A 34 (Q A34).  On each of the following 

satisfaction variables, respondents were asked to indicate their level satisfaction on a 

four-point Likert scale to question, “Thinking about your principle job held during the 

week of February 1, 2013, please rate your satisfaction with that job’s: (a) Salary 

(SATSAL); (b) Job Benefits (SATBEN); (c) Job security (SATSEC); (d) Job location 

(SATLOC); (d) Opportunities for advancement (SATADV); (f) Intellectual challenge 

(SATCHAL); (g) Level of responsibility (SATREP); (h) Degree of independence 

(SATIND); and (i) Contribution to society (SATSOC).”  These variables were 

operationalized as motivator and hygiene factors and measured on a continuous 

measurement scale. The responses are coded as 1 = Very dissatisfied, 2 = Somewhat 

dissatisfied, 3 = Somewhat satisfied, 4 = Very satisfied.  The lower scores represent 

less satisfaction while the higher scores represent higher satisfaction with work.   

Prior research has shown that demographic variables (e.g., gender, age, salary, 

citizenship, country of origin, rank) and academic employment experiences such as 

tenure and institutional type are factors that influence to job satisfaction (Lin, Pearce, 

& Wang, 2009; Mamiseishvili, 2011; Sabharwal, 2011a; Sabharwal,2011b; 

Sabharwal, & Corley, 2009; Wells, Seifert, Park, Reed & Umbach, 2007).   

Data Analyses 

 This study employed both descriptive and inferential statistical procedures. 

SPSS software was used to perform the statistical analysis for the study. To analyze 
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the data, descriptive statistics was used to explore demographic, academic 

employment characteristics, and job satisfaction ratings of community college faculty 

members.  Descriptive statistics such as percentages, frequencies, means, standard 

deviations, independent t-test, and multiple regression were used to analyze the data. 

Descriptive statistics were analyzed and presented to examine characteristics about 

the sample such as place of birth, gender, age, race/ethnicity, and academic status.  

Multiple Regression 

To address research questions 1, 2, and 3, a multiple regression analysis was 

conducted to examine the relationship between the dependent variable, overall job 

satisfaction and selected independent variables Independent variables include 

demographic (gender and place of birth), academic employment characteristics 

(academic status), and motivator and hygiene variables.  The goal is to determine 

which variables are highly predictable and have an influence on job satisfaction.  

Using a multiple regression analysis can provide evidence of the predictability of the 

independent variables on overall job satisfaction among foreign-born community 

college faculty members. For all statistical tests, the alpha level was set at .05 and the 

confidence interval was set to 95%. 

Independent Sample T-Tests  

To address research question 4, a t-test was conducted to measure if there 

were significant differences between U.S. citizen and foreign-born community 

college faculty members’ perceived overall job satisfaction. 
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Limitations 

There are some limitations inherent to this study and methodology. First, the 

SDR did not include other important predictors of job satisfaction such as 

organizational culture, job performance, engagement and organizational commitment. 

Second, the results may have limited generalizability because of the variations of 

community colleges. Community colleges vary in structure, mission, size and student 

population, and culture which could impact the results.   Third, future research is 

needed to investigate the reliability and validity of the SDR by measuring faculty at 

non-U.S. higher education institutions.  

Despite the limitations, the SDR and the research methods used in this study 

were the most effective approaches when assessing community college faculty 

members’ levels of satisfaction. In addition, the SDR is an empirically verified survey 

to measure faculty experiences in higher education.  

Protection of Human Subjects 

 The student researcher and principle researchers are committed to the 

protection and safety of human subjects involved in this study and followed all 

policies and procedures for the protection of human subjects.  To ensure that ethical 

standards governing data collection and reporting were met, both the student 

researcher and principle investigator received appropriate CITI training and 

certification to conduct this research. This current study is also using secondary, 

public use data where subjects are unknown and unidentifiable. All forms and 

necessary information have been submitted and approved by Oregon State 

University’s Institutional Review Board.  
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Summary of the Design and Methods 

This chapter provided a framework for executing the research methods and 

design of this study. The rationale for the research methodology and design was 

discussed as well as the how the data will be analyzed.  The purpose of this study is to 

objectively measure factors associated with job satisfaction among foreign-born 

faculty members at community colleges. This research will also measure whether the 

selected variables are significant predictors of job satisfaction.  This study could 

provide insight about job satisfaction and the job satisfaction levels of foreign-born 

and U.S. citizen community college faculty members. Also, there could be important 

implications for faculty and administrators in higher education settings. First, the 

SDR could be a useful tool for researchers and scholars, especially those interested in 

assessing faculty in U.S. higher education institutions.  Using variables in the SDR, 

researchers can analyze and understand the employment characteristics and job 

satisfaction factors that are unique to community college faculty members in higher 

education.    
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Chapter IV: Results 

 The results of data utilized from the 2013 Survey of Doctorate Recipients 

(SDR) are presented in this chapter.  This chapter is organized into three sections. The 

first section provides details about the demographic characteristics of foreign-born 

and U.S. citizen community college faculty members including frequencies, 

percentages, and descriptive statistics.  In the second section, the findings and 

analysis of the data as it relates to the research questions and hypotheses are 

presented.  The final section concludes with a summary that discusses overall key 

findings of the study.   

Demographic Characteristics of U.S. Citizen and Foreign-Born Faculty 

 Participants were asked to provide demographic information about their 

gender, age, race, academic status, and place of birth. This demographic information 

is presented in Table 4.1. Females were slightly overrepresented in the sample. The 

represented sample (n = 1,002) consisted of 401 females (50.8%) and 387 males 

(49.1%) with U.S. citizen status. Approximately 21% of community college members 

were foreign-born (n = 214). Foreign-born faculty members consisted of 117 females 

(54.6%) and 97 males (45.3%).  The mean age of the respondents was 51 years.  Non-

White and foreign-born respondents were underrepresented in this study. The 

majority of U.S. born respondents identified as being White, non-Hispanic, 595 

(75.5%), 155 (19.7%) underrepresented minority, and 38 (4.8%) Asian. Among 

foreign-born faculty, 74 (34.6%) identified as an underrepresented minority, 71 

(33.2%) Asian, and 69 (32.2%) White, non-Hispanic.  Teaching faculty members 

were overrepresented in this sample. The majority of the respondents reported being 
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teaching faculty, 302 (38.3%) and 122 (15.48%) were adjunct faculty. Of the 115 

foreign-born faculty members, 83 (10.53%) were teaching faculty and 32 (4.06%) 

were adjunct faculty.     

Table 4.1  

Demographic Characteristics of Community College Faculty  

 

Variables 

U.S. Citizen Faculty  Foreign-born Faculty  

N n % N n % 

Gender  788  78.6 214  21.4 

Female  401 50.9  117 54.7 

Male  387 49.1  97 45.3 

Age        

27 - 36 years  86 10.9  21 9.8 

37 - 46 years  191 24.2  79 36.9 

47 - 56 years  219 27.8  52 24.3 

57 - 66 years  226 28.7  52 24.3 

67 or over  66 8.4  10 4.7 

Race/Ethnicity        

Asian  38 4.8  71 33.2 

White  595 75.5  69 32.2 

Underrepresente

d  

 155 19.7  74 34.6 

Academic Status 424   115   

Teaching 

Faculty 

 302 71.2  83 72.2 

Adjunct Faculty  122 28.8  32 27.8 

  

 A Cronhbach alpha was calculated for internal consistency to estimate 

reliability of the four job satisfaction scales and subscales. All of the scales 

demonstrated high internal consistency and exceeded the reliability minimum of .70.  

The Cronbach’s alpha estimates range from .974 to .985 for level of responsibility 

demonstrates that the four items among all scales have high internal consistency. The 

Cronbach alpha estimates are shown in Table 4.2. 
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Table 4.2 

Cronbach’s Alpha for Job Satisfaction Scale 

Scale/Subscale Number of items Cronbach’s Alpha 

Job Satisfaction Scale 36 .994 

Salary   4 .976 

Benefits  4 .974 

Job security 4 .974 

Job location  4 .974 

Opportunities for advancement  4 .978 

Intellectual challenge  4 .983 

Level of responsibility  4 .985 

Degree of independence  4 .983 

Contribution to society  4 .982 

Cronbach’s alpha estimates were measured based on the following: > .90 

=Excellent, .81 - .90 = Good, .71 - .80 = Acceptable, .61- .70 =Questionable, 

.50 - .60 = Poor, and < .50 = Unacceptable (George & Mallery, 2003)  

 

Descriptive Statistics for Job Satisfaction Factors Relating to Community 

College Faculty 

 The findings reported that the majority of foreign-born community college 

faculty members are generally satisfied with their jobs. In the survey, respondents 

were asked a question to rate the degree to which they felt satisfied about their job.  

The items were answered on a four-point Likert-type scale ranging from (1) very 

dissatisfied to (4) very satisfied. Over 85% of foreign-born community college faculty 

members were satisfied with their overall job satisfaction. Foreign-born faculty 

members reported that they were very satisfied (43.2%) or somewhat satisfied 

(45.1%) with their job. A summary of the means, standard deviations, and job 

satisfaction measures are shown in Table 4.3.   
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Table 4.3 

Descriptive Statistics For Job Satisfaction Factors Relating to Foreign-born 

Community College Faculty 

Job Satisfaction 

Variables
a
 

%Very 

satis-

fied 

%Some-

what satis-

fied 

%Some-

what dis-

satisfied 

%Very  

dissatis-

fied 

Mean SD 

Overall Job 

Satisfaction 

35.5 50.0 11.2 3.3 3.18 .754 

Salary   20.1 46.7 20.1 13.1 2.74 .927 

Benefits  33.2 36.0 14.5 16.4 2.86 1.056 

Job security  41.1 33.6 13.1 12.1 3.04 1.016 

Job location  51.4 35.5 11.7 1.4 3.37 .744 

Opportunities for 

advancement  

17.8 41.6 23.4 17.3 2.60 .972 

Intellectual 

challenge  

24.8 47.2 17.3 10.7 2.86 .913 

Level of 

responsibility  

32.7 50.5 12.6 4.2 3.12 .781 

Degree of inde-

pendence  

46.7 41.1 8.4 3.7 3.31 .780 

Contribution to 

society  

63.1 30.4 4.7 1.9 3.55 .675 

a
4-point scale: 1=Very dissatisfied, 2=Somewhat dissatisfied, 3=Somewhat 

satisfied, 4=Very satisfied 

 

Comparison of Job Satisfaction Variables of U.S. Citizen and Foreign-Born 

Faculty  

 The results in Table 4.4 compare the mean of job satisfaction variables 

between U.S. citizen and foreign-born faculty community college members. The 

items of job satisfaction can be interpreted using the following four point scale: 1 = 

Very dissatisfied, 2 = Somewhat dissatisfied, 3 = Somewhat satisfied, and 4 = Very 

satisfied.  Foreign-born faculty members reported having lower levels of satisfaction 

among all job satisfaction factors compared to U.S. citizen faculty members. Among 

foreign-born faculty members, contribution to society (M = 3.55), job location (M = 
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3.37), and degree of independence (M = 3.31) were reported as the highest levels job 

satisfaction. Foreign-born faculty members reported being less satisfied with 

intellectual challenge (M = 2.86), benefits (M = 2.86), and opportunities for 

advancement (M = 2.6).  

Table 4.4 

Comparison of Job Satisfaction variables of U.S. Citizen and Foreign-born 

Faculty 

Job Satisfaction Variables
a
 U.S. citizen faculty  Foreign-born faculty 

Overall Job Satisfaction  3.32 3.18 

Salary   2.81 2.74 

Benefits  2.98 2.86 

Job security 3.18 3.04 

Job location  3.41 3.37 

Opportunities for 

advancement  

2.68 2.60 

Intellectual challenge  3.06 2.86 

Level of responsibility  3.28 3.12 

Degree of independence  3.45 3.31 

Contribution to society  3.62 3.55 
a
4-point scale: 1=Very dissatisfied, 2=Somewhat dissatisfied, 3=Somewhat 

satisfied, 4=Very satisfied 

 

Comparison of Job Satisfaction Variables among Foreign-born Faculty 

Members by Gender  

 Table 4.5 compares the mean of job satisfaction variables among foreign-born 

faculty members by gender.  According to the means for this measure, foreign-born 

women were most satisfied with contribution to society (M = 3.54), followed by job 

location (M = 3.4) and least satisfied with opportunities for advancement (M = 2.56).  

Male foreign-born faculty members were also most satisfied contribution to society 

(M = 3.56), followed by degree of independence (M = 3.34) and least satisfied with 

opportunities for advancement (M = 2.64).  Foreign-born male faculty members had 

the lowest level of overall job satisfaction (M = 3.15) when compared with female (M 
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= 3.19) foreign-born faculty members. With the exception of job location, female 

foreign-born faculty members expressed lower levels of job satisfaction among all 

factors than male foreign-born faculty members.  

Table 4.5 

Comparison of Job Satisfaction Variables among Foreign-born Faculty Members by 

Gender  

Job Satisfaction 

Variables
a
 

Male 

 

Female 

 

Overall Job Satisfaction  3.15 3.19 

Salary   2.79 2.69 

Benefits  3.01 2.74 

Job security  3.25 2.86 

Job location  3.33 3.40 

Opportunities for 

advancement  

2.64 2.56 

Intellectual challenge  2.87 2.85 

Level of responsibility 3.14 3.09 

Degree of independence  3.34 3.28 

Contribution to society  3.56 3.54 
a
4-point scale: 1=Very dissatisfied, 2=Somewhat dissatisfied, 3=Somewhat satisfied, 

4=Very satisfied 

 

Comparison of Job Satisfaction Variables among Foreign-born Faculty 

Members by Academic Status  

 The results in Table 4.6 compare the mean job satisfaction variables among 

foreign-born faculty members by academic status.  Foreign-born adjunct faculty 

members reported being less satisfied with their overall job satisfaction (M = 2.84) in 

comparison to foreign-born teaching faculty (M = 3.36).  Foreign-born adjunct 

faculty were most satisfied with contribution to society (M = 3.5) and less satisfied 

with opportunities for advancement (M = 2.16). Among teaching faculty, foreign-

born faculty members reported being most satisfied with contribution to society (M = 

3.6) and less satisfied with salary (M = 2.86) and opportunities for advancement (M = 
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2.86).  Overall, foreign-born adjunct faculty members reported lower levels of job 

satisfaction among all factors than foreign-born teaching faculty members.  

Table 4.6 

Comparison of Job Satisfaction variables among Foreign-born Faculty Members by 

Academic Status  

Job Satisfaction 

Variables
a
 

Teaching Faculty Adjunct Faculty 

Overall Job Satisfaction  3.36 2.84 

Salary   2.86 2.38 

Benefits  3.10 2.19 

Job security  3.42 2.28 

Job location  3.31 3.12 

Opportunities for 

advancement  

2.86 2.16 

Intellectual challenge  2.99 2.62 

Level of responsibility 3.22 2.91 

Degree of independence  3.48 3.19 

Contribution to society  3.60 3.50 
a
4-point scale: 1=Very dissatisfied, 2=Somewhat dissatisfied, 3=Somewhat satisfied, 

4=Very satisfied 

 

Findings and Analysis 

 This section provides the results of the data analysis based on the four 

research questions and hypotheses. A multiple regression analysis was conducted to 

examine the first three research questions and an independent t-test was conducted to 

answer the last research question.   

Multiple regression was the most appropriate analysis because the dependent 

variable is measured on a continuous scale. The dependent variable, overall job 

satisfaction was measured by a question that asked respondents the degree to which 

they felt satisfied with their job on a four-point Likert scale.  Nine job satisfaction 

factors, including gender, race/ethnicity, and academic status were selected to 

determine if they were predictors of job satisfaction among foreign-born faculty 

members.  
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Research Question 1: Which motivator and hygiene factors have the most 

significant relationship with job satisfaction among foreign-born faculty 

members at community colleges?  

H1: All motivator and hygiene variables will be significant factors that 

influence job satisfaction among foreign-born faculty at community colleges.  

The results of the regression analysis are presented in Table 4.7.  To 

determine statistical significance of the demographic and motivator and hygiene 

factors, coefficients of each variable were tested by examining the p values.  If p < 

.05, the coefficients are statistically significant. The results from the multiple 

regression showed that four of the 13 independent variables were significant in 

predicting foreign-born community college members’ job satisfaction.  The 

regression produced a modest R
2 

= .489, F (13, 200) = 14.740, p < .001.  The value of 

.489 combined with the 13 demographic and motivator and hygiene variables explain 

48.9% of the variance in foreign-born faculty members’ job satisfaction. The results 

showed that opportunities for advancement, salary, degree of independence, and 

contribution to society were significant in predicting foreign-born community college 

faculty members’ job satisfaction.  Similar to Hagedorn’s (2000) motivator and 

hygiene factors, study found that salary and opportunities for advancement were 

significantly related to overall job satisfaction, while level of responsibility, gender, 

and race/ethnicity were not.  
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Table 4.7 

Multiple Regression Analysis for Motivator and Hygiene Factors among 

Foreign-born Faculty 

Motivator and 

Hygiene Factors 

B SE Beta t Sig. (p) 

 

Opportunities for 

Advancement 

 

.145 

 

.057 

 

.187 

 

2.521 

 

.012 

 

Job Benefits 

 

.074 

 

.056 

 

.103 

 

1.327 

 

.186 

 

Salary  

 

.000 

 

.061 

 

-.001 

 

-.007 

 

.994 

 

Degree of 

Independence 

.146 .063 .151 2.308 .022 

 

Job Location 

 

.090 

 

.056 

 

.088 

 

1.596 

 

.112 

 

Level of 

Responsibility 

 

-.012 

 

.076 

 

-.012 

 

-.158 

 

.874 

 

Salary  

 

.260 

 

.058 

 

.319 

 

4.461 

 

.000 

 

Job Security 

 

-.031 

 

.058 

 

-.042 

 

-.540 

 

.590 

 

Contribution to 

Society 

 

.188 

 

.067 

 

.168 

 

2.804 

 

.006 

 

Gender  

 

.102 

 

.079 

 

.067 

 

1.286 

 

.200 

 

Race/Ethnicity 

 

-.036 

 

.049 

 

-.040 

 

-.746 

 

.457 

 

Adjunct Faculty 

 

-.113 

 

.066 

 

-.633 

 

-1.712 

 

.088 

 

Teaching Faculty  

 

.112 

 

.069 

 

.603 

 

1.636 

 

.103 

Note. *p < .05  

 

Research Question 2: To what extent does gender influence job 

satisfaction among foreign-born faculty at community colleges?   

H2: Gender will be a significant factor that influences job satisfaction among 

foreign-born faculty members.   
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The results from multiple regression analysis on gender shown in Table 4.7 

indicated that gender was not a significant factor influencing job satisfaction among 

foreign-born community college faculty members. Therefore, the null hypothesis is 

not rejected.   

Research Question 3: To what extent does academic status influence job 

satisfaction among foreign-born faculty at community colleges? 

 H3: Academic status will be a significant factor that influences job 

satisfaction among foreign-born faculty members.   

The results from the regression model on academic status in Table 4.7 

indicated that academic status was not a significant factor influencing foreign-born 

community college faculty members’ job satisfaction. Therefore, the null hypothesis 

is not rejected. 

Research Question 4: Are there differences in the overall job satisfaction 

between foreign-born and U.S. citizen community college faculty members?  

H4: There will be a perceived difference in overall job satisfaction among 

foreign-born and U.S. citizen faculty.   

An independent t-test was conducted to determine if there was a significant 

difference between U.S. citizen and foreign-born faculty members’ response to their 

overall job satisfaction. A significant difference was found between U.S. citizen 

faculty and foreign-born faculty members in terms of their overall job satisfaction, 

t(1,000) = 2.57, p = .010.  On a four-point scale with one being the very dissatisfied 

to four being very satisfied, U.S. citizen faculty members averaged (M = 3.32, SD = 

.72) and foreign-born faculty members averaged (M = 3.18, SD = .75). Foreign-born 
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faculty members had a lower mean and are thus less satisfied with overall job 

satisfaction than U.S. citizen community college faculty members.  The null 

hypothesis is rejected and the alternative hypothesis is accepted for this factor. The 

results of the t-test are presented in Table 4.8.  

Table 4.8 

Independent Sample t-Test for U.S. Citizen and Foreign-born Faculty 

Members’ Job Satisfaction 

 U.S. Citizen Foreign-born  

Variable M SD M SD T(1,000) P 

 

Job Satisfaction 3.3223 .72365 3.1776 .75449 2.57 .010 

 

Note. Equal variances assumed are reported. 

 

Summary 

This chapter provided the results of this study.  Demographic characteristics 

of foreign-born and U.S. citizen community college faculty members were presented. 

The finding and analysis of the data for the four research questions were also 

presented.  Results from the multiple regression analysis found that opportunities for 

advancement, salary, degree of independence, and contribution to society were 

significant factors in predicting job satisfaction among foreign-born community 

college faculty members. Gender and academic status were not significant factors 

influencing job satisfaction among foreign-born faculty members. The findings also 

showed that there was a statistically significant difference between foreign-born and 

U.S. citizen community college members’ perceived overall job satisfaction.  
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Chapter V: Discussion 

 This chapter provides an overall summary of the study.  This chapter 

discussed the findings which include a review of the research questions and analysis. 

Also discussed are the limitations of the study, implications for practice, and 

recommendations for further research.  

Chapter1 introduced the purpose, research questions, and significance of this 

study.  Chapter 1 also discussed the role of community colleges within the U.S. 

higher education sector.  Factors that impact job satisfaction among community 

college faculty (Akroyd, Bracken & Chambers, 2011; Milosheff, 1990; Rosser & 

Townsend, 2006) were identified.  A need for research on factors associated with job 

satisfaction among foreign-born faculty members at U.S. community colleges was 

also addressed. Attention was also given to the challenges that foreign-born faculty 

members face within U.S. institutions of higher education (Alberts, 2008; Collins, 

2008).  

In Chapter 2, the review of the literature presented studies related to foreign-

born faculty members within the U.S. higher education sector. Despite the extant 

literature on faculty job satisfaction, few addressed issues related to foreign-born 

faculty members at community colleges. The results of this study support 

Mamiseishvili’s (2011) study that show foreign-born faculty community college 

members being generally less satisfied with jobs in comparison to U.S. born 

community college faculty.  

Chapter 3 presented the design and methods used in this study including the 

four research questions and hypotheses.  Also included were the guiding theoretical 
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and conceptual frameworks which helped proved a better understanding of job 

satisfaction and the variables used in this study.  Chapter 3 also provided a 

description of the data including the instrumentation, data collection and sample and 

concluded with a detailed overview of the variables and analyses used to answer the 

four research questions.  

Chapter 4 presented the findings of the study.  Descriptive statistics provided 

a demographic profile of community college faculty including the means for faculty 

members’ responses to the job satisfaction scale items.  Finally, the chapter 

highlighted the results from the data analyses and the tested hypotheses.  

The aim of this study was to examine factors associated with job satisfaction 

among foreign-born faculty members employed at community colleges within the 

United States.  Job satisfaction factors were measured utilizing secondary data 

obtained from the 2013 Survey of Doctorate Recipients (SDR). A total sample of 214 

foreign-born faculty members were used for the data analysis.  To achieve the goals 

of this study, four research questions were asked to provide insight about factors 

associated with job satisfaction among foreign-born community college members. 

The research questions were:  

1. Which motivator and hygiene factors have the most significant relationship 

with job satisfaction among foreign-born faculty members at community 

colleges?  

2. To what extent does gender influence job satisfaction among foreign-born 

faculty at community colleges?   
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3. To what extent does academic status influence job satisfaction among foreign-

born faculty at community colleges?  

4. Are there differences in the overall job satisfaction between foreign-born and 

U.S. citizen community college faculty members? 

This quantitative study applied Hagedorn’s (2000) Conceptual  

Framework of Faculty Job Satisfaction to investigate factors associated with job 

satisfaction among foreign-born faculty members.  Independent t-test and multiple 

regression statistical techniques were used to analyze the data.  

Discussion of the Findings 

Key Demographic Findings  

 The results of this study indicated that over 85% of foreign-born community 

college faculty members were satisfied with their job. This study confirms prior 

research that community college faculty members are overwhelmingly satisfied with 

their position (Huber, 1998; Kim, Twombly & Wolf-Wendel, 2008).   

 In this study, 75.5% of U.S. citizen faculty community college faculty 

identified being White, 19.7% identified being underrepresented minority, and 4.8% 

identified being Asian, which supports previous research that community colleges are 

predominately White and have limited diversity within the faculty ranks (Townsend 

& Twombly, 2007).  However, among foreign-born faculty, underrepresented 

minority faculty members were the majority at 34.6%, followed by Asians at 33.2%, 

and White at 32.2%.  The findings in this study support previous research about 

foreign-born faculty members being an ethnically diverse group and contributing to 

diversity at community colleges (Mamiseishvili, 2011).     
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 Age was another key demographic characteristic that emerged. In this study, 

the average age of all faculty members was 51 years old with the majority of the U.S. 

citizen population (28.68%, n = 226) falling between the ages 57-66 years old.  The 

majority of foreign-born faculty members were younger than their U.S, citizen peers 

with 37% of respondents falling within the 37 – 46 age range. 

 Research Question 1: Which motivator and hygiene factors have the most 

significant relationship with job satisfaction among foreign-born faculty members at 

community colleges?  

 The results from the multiple regression analysis indicated that opportunities 

for advancement, salary, degree of independence, and contribution to society were 

strong predictors of job satisfaction among foreign-born community college faculty 

members. Among Hagedorn’s (2000) motivator and hygiene factors, salary and 

opportunities for advancement were significantly related to overall job satisfaction, 

while level of responsibility, gender, and race/ethnicity were not.    

 This study found that foreign-born faculty members were less satisfied with 

their salary (M = 3.18 vs. M = 3.32) in comparison to U.S. citizen faculty. These 

results support prior research about foreign-born faculty being significantly less 

satisfied with their salary when compared to U.S. citizen faculty (Lin, Pearce & 

Wang, 2009; Mamiseishvili, 2011; Wells, Seifert, Park, Reed and Umback, 2007) 

Research Question 2: To what extent does gender influence job satisfaction 

among foreign-born faculty at community colleges?   

Results from this study found that gender was not a statistically significant 

factor influencing job satisfaction among foreign-born faculty.  Prior research has 
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shown no significant differences between male and female satisfaction levels (Antony 

& Hayden, 2011; Milosheff, 1990).  In this study, both female and male foreign-born 

faculty members were most satisfied with contribution to society and less satisfied 

with opportunities for advancement.   Foreign-born male faculty members were less 

satisfied with their job overall.   

Research Question 3: To what extent does academic status influence job 

satisfaction among foreign-born faculty at community colleges? 

Results from this study found that academic status was not a statistically 

significant factor influencing job satisfaction among foreign-born faculty.  Adjunct 

faculty in general reported being less satisfied in all job related categories in 

comparison to teaching faculty. Adjunct faculty also reported being the least satisfied 

with opportunities for advancement and benefits. Findings from this study support 

prior research about part-time faculty members generally being less satisfied than 

full-time faculty (Kramer, Glocekner & Jacoby, 2014; Valadez & Anthony, 2001).  

Research Question 4: Are there differences in the overall job satisfaction 

between foreign-born and U.S. citizen community college faculty members?  

Results from this study found significant differences between U.S. citizen 

faculty and foreign-born faculty members in terms of their overall job satisfaction. 

Foreign-born faculty members reported lower levels of jobs satisfaction in all aspects 

of their job in comparison to U.S. citizen faculty. Other studies have reported 

significant differences in overall job satisfaction between U.S. citizen and foreign-

born faculty members (Kim, Twombly & Wolf-Wendel, 2012; Lin, Pearce & Wang, 

2009; Sabharwal, 2011b).  This study arrived at similar results as Sabharwal’s 
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(2011b) study which used the SDR.  The results indicated that foreign-born faculty 

members are less satisfied with their jobs than their U.S. citizen peers.   

Limitations of Study 

The sample of foreign-born faculty members was relatively small, which 

limits its generalizability to all foreign-born faculty members within the U.S. 

community college sector. Future studies can be more statistically robust with an 

increased sample size.  In studies that use self-report methods to gather data, 

researchers rely heavily on the truthfulness of the participants’ responses.  There are 

uncertainties about how honest the respondents will be with certain job satisfaction 

factors. Using secondary data was another limitation of this study.  Research has 

found that institutional factors such as institutional support, departmental 

environment, funding shortages, and retirements can contribute to faculty satisfaction 

(Antony & Haydent, 2011; Kramer, Glocekner & Jacoby, 2014; Milosheff, 1990).  

Due to the limitations of the 2013 Survey of Doctorate Recipients, institutional 

factors were unavailable in this dataset.  

This study used a quantitative approach, but the inclusion of qualitative 

methods could strengthen the findings.  There are several reasons for using a mixed-

method study to examine factors related to job satisfaction among foreign-born 

faculty members within the U.S. community college sector. Including a qualitative 

method can give more meaning to the experiences of foreign-born faculty that 

quantitative study alone cannot provide.  A qualitative method can explore the 

complexities surrounding demographic factors such as academic status, gender and 

culture identity that this study was unable to identify. Although gender and academic 
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status were not statistically significant factors influencing job satisfaction, a 

qualitative method would be most appropriate to better understand how these factors 

impact job satisfaction. This study and as well as the empirical studies in Chapter 2 

yielded a significant amount of information about the factors associated with of  

faculty job satisfaction, but did not yield some of the unique characteristics and 

experiences of foreign-born faculty members at community colleges.  A focus group 

or in-depth interviews can validate the quantitative data in this study.  Through 

exploratory methods, this study can better capture the rich experiences, attitudes, and 

perspectives of foreign-born faculty members as it relates to their job satisfaction.   

Implications for Practice 

 This study provides an important contribution to the literature on foreign-born 

community college faculty.  The results indicate that community college faculty 

members are generally satisfied with their jobs, but foreign-born faculty reported 

lower levels of job satisfaction in all aspects of their job in comparison to U.S. citizen 

faculty members.   These results may inform practical implications for community 

college administrators and human resources personnel working with foreign-born 

faculty members who are facing challenges in their role.  

With the presence of foreign-born faculty teaching in the community college, 

it is imperative that community colleges provide appropriate support to acclimate 

foreign-born faculty to the organizational culture.  Several studies have suggested 

customized orientation and socialization programs are needed (Collins, 2008; Gareis 

& Williams, 2004; Kilburg, 1992; Mamiseishvili, 2010) to assist foreign-born faculty 

members with integrating successfully to the U.S. academic environment. For new 
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foreign-born faculty entering the U.S. community college environment from diverse 

cultural and linguist backgrounds, their integration plays an especially significant role 

in how they adjust to their environment.  Navigating through the U.S. academic 

culture can be overwhelming and daunting if foreign-born faculty members are not 

properly introduced.  To minimize stress on newcomers, organizations must 

understand their role in the process and create environment that has an infrastructure 

for integrating newcomers for success.   

As a result of this study, all stakeholders will have additional information 

upon which to base decisions and have a better understanding of the job satisfaction 

attitudes of foreign-born faculty at U.S. postsecondary higher education institutions.  

This study can also be used to assess the contributions that foreign-born academics 

have made to U.S. community colleges and what efforts can be adopted to retain and 

cultivate highly skilled talent.  

As institutions continue to recruit foreign-born faculty, managing a diverse 

workplace becomes a major challenge.  U.S. higher education institutions need to 

have adequate resources in place to accommodate the varying needs of foreign-born 

faculty members.   The evolving needs of foreign-born faculty will require 

institutions to stay attuned to their particular needs to retain them.  As a result, higher 

education institutions will need to be better positioned to support and address their 

unique needs.   

Recommendations for Community College Leaders  

 

 Given the importance of job satisfaction, it is imperative that leaders within 

the community college identify ways to improve job satisfaction among faculty 
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members.  In this study, foreign-born faculty members reported being less satisfied 

with their job in comparison to U.S. citizen faculty members. Having this awareness, 

leaders can develop strategies to attract and retain talented foreign-born faculty 

members.  Leaders will also need to be committed to implementing policies and best 

practices for hiring, retaining, and promoting culturally diverse faculty.  If this matter 

is not addressed, there is a risk of having high attrition rates among foreign-born 

faculty members.  

 Opportunities for Advancement. Opportunities for advancement was a 

significant factor contributing to job satisfaction among foreign-born faculty in this 

study.  In order to retain foreign-born faculty members, administrators will need to 

invest in providing career development opportunities for foreign-born faculty 

members.  Having limited opportunities to grow contributes to faculty attrition.  

Research suggests that providing career development opportunities has a direct effect 

on faculty members’ intent to stay and engagement (Association of Higher Education, 

2009).   The Association of Higher Education suggests that institutions do the 

following to retain and increase diversity: (1) provide mentoring and support groups 

for aspiring leaders of color, (2) promote a healthy multicultural environment and 

campus, (3) adhere to the principles of affirmative action, (4) provide work and life 

balance opportunities, and (5) ensure fairness in recruitment, hiring, and promotion.  

 Salary. In this study, salary was a significant factor influencing job 

satisfaction among foreign-born faculty members. This suggests that foreign-born 

salary may influence foreign-born faculty members’ satisfaction with their job and 
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the intention to remain in the position or not.  Community college leaders will need to 

provide competitive salaries in order to retain foreign-born faculty.  

 Contribution to society. Contribution to society was another factor 

influencing job satisfaction among foreign-born faculty members. Leaders within the 

community college will need to further examine what foreign-born faculty members 

value in a career. Providing meaningful work that makes a contribution to society is a 

good predictor of job satisfaction for foreign-born faculty members.  The community 

college will need to foster an environment where foreign-born faculty members 

perceive their work to be rewarding and fulfilling.   

Recommendations for Further Study 

 The results of this study also have implications for research and demonstrate 

the need for more studies on job satisfaction among foreign-born faculty within the 

community college sector.  This study sample focused on foreign-born community 

college faculty members as a single group.   Perceptions of job satisfaction may differ 

according to foreign-born faculty members’ country of origin and native language. 

Cultural differences and communication styles could also contribute to variations in 

job satisfaction attitudes. Thus, future research should analyze the levels of job 

satisfaction of foreign-born faculty members based on country of origin. Future 

research may consider examining job satisfaction among U.S. born citizens employed 

at non-U.S. postsecondary institutions. Understanding the culture and climate of 

community colleges are important concepts that merit investigation and exploration.  

Also, a future study for consideration could be gained through further inquiry.  The 

following questions can provide more meaningful data about job satisfaction factors 
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associated with foreign-born faculty: (1) What attracted you to work at a community 

college? (2) What aspects of your job would cause you to stay?  (3) What aspects of 

the job would cause you to leave? (4) What suggestions do you have to retain faculty 

members at the community college? For foreign-born faculty, having a cultural 

understanding of their environment is essential for their success. Many foreign-born 

faculty members face many obstacles adjusting to U.S. Academic life because of their 

unfamiliarity with U.S. academic culture. The findings of this study can also be used 

to inform and develop culturally appropriate training and orientation for new foreign-

born faculty members. Specifically, administrators, faculty supervisors, and teaching 

and learning centers need to recognize the challenges that foreign-born faculty face, 

which can impact their role and performance.  

Conclusion 

Which motivator and hygiene factors have the most significant relationship with 

job satisfaction among foreign-born faculty members at community colleges?  To 

what extent does gender influence job satisfaction among foreign-born faculty at 

community colleges?  To what extent does academic status influence job satisfaction 

among foreign-born faculty at community colleges?  Are there differences between 

the overall job satisfaction of foreign-born and U.S. citizen community college 

faculty members?  This study sought to answer these questions, which fills a need to 

better understand factors associated with foreign-born community college faculty. 

This study is one of the few studies that focuses on foreign-born faculty within the 

community college sector and warrants a need in the literature.  Identifying the 

characteristics and workplace issues of foreign-born faculty is an important initial 
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step to better understand foreign-born faculty and orient them into the U.S. higher 

education culture.  Having a better understanding of their challenges and experiences 

can provide valuable insights about how to design and deliver culturally relevant 

orientation.  Having appropriate training can not only to enhance foreign-born faculty 

members’ quality of academic life, but also improve student learning and institutional 

outcomes.   



75 

 

 

References 

Akroyd, D., Bracken, S., & Chambers, C. (2011). A comparison of factors that 

predict the satisfaction of community college faculty by gender. Journal of the 

Professoriate, 4(1), 74-95. 

Alberts, H. C. (2008). The challenges and opportunities of foreign-born instructors in  

the classroom. Journal of Geography in Higher Education, 32(2), 189-203. 

doi:10.1080/03098260701731306 

American Association of Community Colleges. (2015). Fast facts. Retrieved from 

http://www.aacc.nche.edu/AboutCC/Pages/fastfactsfactsheet.aspx 

Antony, J., & Hayden, R. A. (2011). Job satisfaction of American part-time college 

faculty: Results from a national study a decade later. Community College 

Journal of Research & Practice, 35(9), 689-709. 

doi:10.1080/10668920801949513 

Association of Higher Education. (2009). Factors influencing engagement, retention,  

 and advancement for administrators of color, 35, 47-64. 

August, L., & Waltman, J. (2004). Culture, climate, and contribution: Career  

satisfaction among female faculty. Research in Higher Education, 45(2), 177-

192. 

Collins, J. M. (2008). Coming to America: Challenges for faculty coming to United  

States' universities. Journal of Geography in Higher Education, 32(2), 179-

188. doi:10.1080/03098260701731215 

Corley, E., & Sabharwal, M. (2007). Foreign-born academic scientists and engineers:  



76 

 

 

Producing more and getting less than their U.S.-born peers?. Research in 

Higher Education, 48(8), 909-940. doi:10.1007/s11162-007-9055-6 

Creswell, J. W. (2012). Educational research: Planning, conducting, and evaluating 

quantitative and qualitative research. (4
th

 ed.). New York: Pearson. 

Dee, J. R. (2004). Turnover intent in an urban community college: Strategies for 

faculty retention. Community College Journal of Research & Practice, 28(7), 

593-607. 

Foote, K. E., Wei, L., Monk, J., & Theobald, R. (2008). Foreign-born scholars in US 

universities: Issues, concerns, and strategies. Journal of Geography in Higher 

Education, 32(2), 167-178. doi:10.1080/03098260701731322 

Gahungu, A. (2011). Integration of foreign-born faculty in academia: Foreignness as  

an asset. International Journal of Educational Leadership Preparation, 6(1), 

1-22. 

Gareis, W., & Williams, L.  (2004). Foreign-born faculty development for full-time  

and adjunct faculty: A program description. Journal of Faculty Development, 

20(1), 45-56.  

Gappa, J. M., & Leslie, D. W. (1993). The invisible faculty. Improving the status of  

part-timers in higher education. San Francisco, CA: Jossey-Bass Inc. 

George, D., & Mallery, Paul. (2011). SPSS for windows step by step: A simple guide  

 and reference 11.0 update (4th ed.). Boston, MA: Allyn & Bacon/Pearson 

Gravois, J. (2005). Teach impediment. Chronicle of Higher Education, 51(31), A10- 

A12. 

Green, W., & Myatt, P. (2011). Telling tales: A narrative research study of the  



77 

 

 

experiences of new international academic staff at an Australian university. 

International Journal for Academic Development, 16(1), 33-44. 

doi:10.1080/1360144X.2011.546219 

Hagedorn, L. (2000). Conceptualizing faculty job satisfaction: Components, theories,  

and outcomes. New Directions for Institutional Research, 105, 5-20. 

Herzberg, F. (1966). Work and the nature of man. Cleveland, OH: World Pub. Co.  

Herzberg, F., Mausner, B., & Snyderman, B.B. (1959). The motivation to work. New  

York, NY: Wiley. 

Huber, M. T. (1998). Community college faculty attitudes and trends, 1997. Stanford,  

CA: National Center for Postsecondary Improvement. (ERIC Document No. 

ED428796) 

Horn, A.S., Hendel, D.D., & Fry, G.W. (2007). Ranking the international dimension  

of top research universities in the United States. Journal of Studies in 

International Education, 11(3/4), 330-358. 

Ingle, G. (2005). Will your campus diversity initiative work?. Academe, 91(5), 13-16. 

Institute of International Education. (2012). Major Field of Specialization of  

International  Scholars, 2000/01-2011/12. Retrieved from 

http://www.iie.org/opendoors 

Johnsrud, L. K., & Rosser, V. J. (2002). Faculty members' morale and their intention 

to leave. Journal of Higher Education, 73(4), 518-542. 

Kevin Eagan, M., & Jaeger, A. (2009). Effects of exposure to part-time faculty on  

 community college transfer. Research in Higher Education, 50(2), 168-188. 

Kilburg, G.M. (1992). A study of peer collaborative mentoring for the professional  



78 

 

 

development of international graduate teaching assistants. (Unpublished 

doctoral dissertation), Oregon State University, Corvallis, OR.  

Kim, D., Twombly, S., & Wolf-Wendel, L. (2008). Factors predicting community 

college faculty satisfaction with instructional autonomy. Community College 

Review, 35(3), 159-180. 

Kim, D., Wolf-Wendel, L., & Twombly, S. (2011). International faculty: Experiences  

of academic life and productivity in U.S. universities. Journal of Higher 

Education, 82(6), 720-747. 

Kim, D., Twombly, S., & Wolf-Wendel, L. (2012). International faculty in American  

universities: Experiences of academic life, productivity, and career mobility. 

New Directions for Institutional Research, 2012(155), 27-46. 

doi:10.1002/ir.20020 

Kramer, A. L., Gloeckner, G. W., & Jacoby, D. (2014). Roads scholars: Part-time  

faculty job satisfaction in community colleges. Community College Journal of 

Research & Practice, 38(4), 287-299. doi:10.1080/10668926.2010.485005 

Kuhn, E. (1996). Cross-cultural stumbling blocks for international teachers. College  

Teaching, 44(3), 96. 

Libaers, D. P. (2007). Role and contribution of foreign-born scientists and engineers  

to the public U.S. nanoscience and technology research enterprise. IEEE 

Transactions on Engineering Management, 54(3), 423-432. 

doi:10.1109/TEM.2007.900789 

Libaers, D., & Wang, T. (2012). Foreign‐born academic scientists: Entrepreneurial  

academics or academic entrepreneurs?. R&D Management, 42(3), 254-272. 



79 

 

 

Lin, Z., Pearce, R., & Wang, W. (2009). Imported talents: Demographic  

characteristics, achievement and job satisfaction of foreign-born  full time 

faculty in four-year American colleges. Higher Education, 57(6), 703-721. 

doi:10.1007/s10734-008-9171-z 

Lofquist, L. H., & Dawis, R. V. (1991). Essentials of person-environment-

correspondence counseling. Minneapolis, MN: University of Minnesota 

Press. 

Locke, E. A. (1969). What is job satisfaction?. Organizational Behavior & Human 

Performance. 4, 309-336. 

Mamiseishvili, K. (2010). Foreign-born women faculty work roles and productivity at  

research universities in the United States. Higher Education, 60(2), 139-156. 

doi:10.1007/s10734-009-9291-0 

Mamiseishvili, K. (2011). Characteristics, job satisfaction, and workplace perceptions  

of foreign-born faculty at public 2-year institutions. Community College 

Review, 39(1), 26-45. doi:10.1177/0091552110394650 

Mamiseishvili, K. (2013). Contributions of foreign-born faculty to doctoral education 

 and research. New Directions for Higher Education, 163, 89-98.  

doi:10.1002/he.20068 

Mamiseishvili, K., & Rosser, V. (2009). International and citizen faculty in the  

United States: An examination of their productivity at research universities. 

Research in Higher Education, 51(1), 88-107. doi:10.1007/s11162-009-9145-

8 

Mamiseishvili, K., & Rosser, V. J. (2011). Examining the relationship between  



80 

 

 

faculty productivity and job satisfaction. Journal of the Professoriate, 5(2), 

100-132.  

Markus, L.C. (2011). Job satisfaction of foreign-born faculty in community colleges 

using NSOPF 2004 data. (Unpublished doctoral dissertation), Raleigh, NC.  

Milosheff, E. (1990). Factors contributing to job satisfaction at the community 

college. Community College Review, 18(1), 12. 

National Science Foundation. (2012). 2008 Survey of Doctorate Recipients (SDR:08) 

 Characteristics of Doctoral Scientists and Engineers in the United 

 States:2008.  Retrieved from http://www.nsf.gov/statistics/doctoratework/ 

National Science Board. (2003). The science and engineering workforce realizing  

America’s potential. NSB, Vol. 3: Arlington, VA: National Science 

Foundation. 

No, Y., & Walsh, J. P. (2010). The importance of foreign-born talent for US  

innovation. Nature Biotechnology, 28(3), 289-291. doi:10.1038/nbt0310-289 

Olsen, D., Maple, S. A., & Stage, F. K. (1995). Women and minority faculty job 

satisfaction: Professional role interests, professional satisfactions, and 

institutional fit. The Journal of Higher Education, 66(3), 267–293. 

Passel, J., & Suro, R. (2005). Rise, peak, and decline: Trends in U.S. immigration  

1992-2004. Washington, DC: Pew Hispanic Center.  

Rosser, V. J. (2004). Faculty members' intentions to leave: A national study on their 

worklife and satisfaction. Research in Higher Education, 45(3), 285-309. 



81 

 

 

Rosser, V. J., & Townsend, B. K. (2006). Determining public 2-year college faculty's 

intent to leave: an empirical model. Journal of Higher Education, 77(1), 124-

147. 

Ryan, J., Healy, R., & Sullivan, J. (2012). Oh, won't you stay? Predictors of faculty  

intent to leave a public research university. Higher Education, 63(4), 421-437. 

doi:10.1007/s10734-011-9448-5 

Sabharwal, M., & Corley, E. A. (2009). Faculty job satisfaction across gender and  

discipline. Social Science Journal, 46(3), 539-556. 

doi:10.1016/j.soscij.2009.04.015 

Sabharwal, M. (2011a). High-skilled immigrants: How satisfied are foreign-born  

 scientists and engineers employed at American universities. Review of Public 

PersonnelAdministration, 31(2), 143-170. doi:10.1177/0734371X11408572 

Sabharwal, M. (2011b). Job satisfaction patterns of scientists and engineers by status 

of birth. Research Policy, 40(6), 853-863. 

Sarkisian, E. (2006).  Teaching American students: A guide for international faculty  

and teaching assistants in colleges and universities. Cambridge, MA: Harvard  

University Press.  

Skachkova, P. (2007).  Academic careers of immigrant women professors in the U.S.  

Higher Education, 53, 697-738. 

Suskie, L., & Association for Institutional Research. (1996). Questionnaire survey  

research : What works (2nd ed.). Tallahassee, Fla.: Association for 

Institutional Research. 

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and  



82 

 

 

consequences Thousand Oaks, CA: SAGE. 

Stohl, M. (2007). We have met the enemy and he is us: The role of the faculty in the  

 internationalization of higher education in the coming decade. Journal of 

 Studies in International Education, 11(3-4), 359-372. 

Thomas, J. M., & Johnson, B. J. (2004). Perspectives of foreign-born faculty  

members: Their experiences and stories. Education & Society, 22(3), 47-64.  

Truell, A. D., Price, W. T., & Joyner, R. L. (1998). Job satisfaction among 

community college occupational-technical faculty. Community College 

Journal of Research and Practice, 22(2), 111–122. 

Townsend, B. K. (1998). Women faculty: Satisfaction with employment in the 

community college. Community College Journal of Research & Practice, 

22(7), 655. 

Townsend, B. K., & Twombly, S. B. (2007). Community college faculty: Overlooked 

and undervalued (ASHE Higher Education Report, Vol. 32, No. 6). San 

Francisco: Jossey-Bass. 

Valadez, J. R., & Antony, J. S. (2001). Job satisfaction and commitment of two-year 

college part-time faculty. Community College Journal of Research and 

Practice, 25(2), 97–108. 

Vogt, P. (2007). Quantitative research methods for professionals. Boston, MA: Pearson  

 

Education.  

 

Vroom,V.H. (1964). Work and motivation. New York: Wiley.  

 

Wagoner, R. L. (2007). Part-time faculty satisfaction across missions and disciplines. 

New Directions for Community Colleges, 140, 75-81 



83 

 

 

Waltman, J., Bergom, I., Hollenshead, C., Miller, J., & August, L. (2012). Factors 

contributing to job satisfaction and dissatisfaction among non-tenure-track 

faculty. Journal of Higher Education, 83(3), 411-434. 

Wells, R. (2007). International faculty in US community colleges. New directions for 

 community colleges, 138(77). 

Wells, R., Seifert, T., Park, S., Reed, E., & Umbach, P. (2007). Job satisfaction of  

international faculty in US higher education. Journal of the Professoriate, 

2(1), 5-32. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



84 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDICES 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



85 

 

 

APPENDIX A: DESCRIPTION OF VARIABLES 

Table A - 1 

Filter Variable 

 

Variable 

 

Description 

 

SESTAT variable 

 

Employer sector 

 

Refers to employment sector. 

 

EMSECPB 

 

Place of  Birth 

 

Refers to question “On February 

1, 2013, were you a U.S. Citizen 

or Non – U.S. Citizen?” 

 

BTHUS 

 

Table A – 2 

Dependent Variable 

 

Variable 

 

Description 

 

SESTAT variable 

 

Job satisfaction 

 

Refers to question “How 

would you rate your overall 

satisfaction with the 

principal job you held 

during the week of February 

1, 2013?” 

 

JOBSATIS 

 

Table A - 3 

Independent Variables 

 

Variable 

 

Description 

 

SESTAT variable 

 

Academic Position : 

Teaching Faculty  

 

Refers to question “During 

the week of February 1, 2013, 

what type of academic 

position[s] did you hold at 

this institution?”[Marketed 

“Teaching faculty’] 

 

ACADTCHF  

 

Academic Position : 

Adjunct Faculty  

 

Refers to question “During 

the week of February 1, 2013, 

what type of academic 

position[s] did you hold at 

this institution?”[Marked  

“Adjunct faculty] 

 

ACADADJF  



86 

 

 

Motivator and Hygiene 

Variables 

  

 

Salary   

 

Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s 

salary?” 

 

SATSAL 

 

Benefits  

 

Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s 

benefits?” 

 

SATBEN 

 

Job security  

 

Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s job 

security?” 

 

SATSEC 

 

Job location  

 

Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s job 

location?” 

 

SATLOC 

 

Opportunities for 

advancement  

 

Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s 

opportunities for 

advancement?” 

 

SATADV 

 

Intellectual challenge  

 

Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s 

Intellectual challenge?” 

 

SATCHAL 
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Level of responsibility Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s 

level of responsibility?” 

SATRESP 

 

Degree of independence  

 

Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s 

degree of independence?” 

 

SATIND 

 

Contribution to society  

 

Refers to question “Thinking 

about your principal job held 

during the week of February 

1, 2013, please rate your 

satisfaction with the job’s 

contribution to society?” 

 

SATSOC 

 

Gender 

 

Refers to gender 

 

GENDER 

 

Race/Ethnicity  

 

Refers to race/ethnicity 

 

RACETHMP  
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APPENDIX B: VARIABLE CODING 

Table B – 1 

 

Variable Coding 

SESTAT Variable Description Coding 

Filter   

 

EMSECPB 

 

Employer Sector 

 

0 = Two-year college, 

community college, or 

technical institute 

1 = Non Two-year 

college  

 

BTHUS 

 

Place of Birth 

 

0 = U.S.  

1 = Non-U.S. Citizen 

Dependent   

 

JOBSATIS 

 

Overall Job Satisfaction 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

Independent    

 

ACADTCHF  

 

Academic Position : Teaching 

Faculty  

 

0 = No 

1 = Yes 

 

ACADADJF  

 

Academic Position : Adjunct 

Faculty  

 

0 = No 

1 = Yes 

 

Motivator and 

Hygiene Variables 

  

 

SATSAL 

 

Salary 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

 

SATBEN 

 

Job benefits 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 
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SATSEC Job security 1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

 

SATLOC 

 

Job location 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

 

SATADV 

 

Opportunities for 

advancement 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

 

SATCHAL 

 

Intellectual  challenge 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

 

SATRESP 

 

Level of Responsibility 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

 

SATIND 

 

Degree of independence 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

 

SATSOC 

 

Contribution to society 

 

1 = Very dissatisfied 

2 = Somewhat 

dissatisfied 

3 = Somewhat satisfied  

4 = Very satisfied 

 

GENDER 

 

Gender 

 

0 = Male 

1 = Female 

 

RACETHMP  

 

Race/Ethnicity 

 

0 = Asian, non-
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 Hispanic ONLY 

1 = White, non-

Hispanic ONLY 

2 = Under-represented 

Minorities 
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APPENDIX C: COPRIGHT PERMISSION 

Yes, feel free to use the framework.  I am pleased to see it is useful. 

 

Sincerely, 

Linda Serra Hagedorn 

 

Sent from my iPad 

 

On Jul 29, 2015, at 8:16 PM, Moore, Marian <Marian.Moore@oregonstate.edu> wrote: 

Dear Dr. Hagedorn,  

  

I’m a doctoral candidate within the College of Education at Oregon State University 

and I am writing to seek permission to use your theoretical framework and 

diagram/picture for my dissertation.  I found it from your article Hagedorn, L. (2000). 

Conceptualizing faculty job satisfaction: Components, theories, and outcomes. New 

Directions for Institutional Research, 105, 5-20. See below.  

  

  
 Thank you for your attention in this matter.  

  

Sincerely, 

  
Marian Moore 
 Marian Moore, GCDF 

Assistant Director 

The Career Development Center | Oregon State University 

B008 Kerr Administration Building | Corvallis, OR 97331 

p. 541-737-0529 |  marian.moore@oregonstate.edu  

http://career.oregonstate.edu/ 

mailto:Marian.Moore@oregonstate.edu
mailto:marian.moore@oregonstate.edu
http://career.oregonstate.edu/
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APPENDIX D: DEMOGRAPHIC CHARACTERISTICS OF SCIENTISTS AND 

ENGINEERS 
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