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Abstract 

The purpose of the study was to assess factors influencing teachers job satisfaction, to 

examine relationship bet ween teachers job satisfaction and teachers job performance and 

quality of education in Kellem Wollega Zone particularly at Dale Sadi Wereda secondary 

schools. To this end, descriptive survey research method was employed. The study 

participants were 128 teachers, 3(three)vice principals, 4(four) principals and 

1(one)supervisors of Kellem Wollega Zone particularly at Alem Teferi, Dale, Ifa Lalo and 

Cammo  secondary schools. The instruments used to collect data from teachers was 

questionnaire and interview was used for vice principals, principals and supervisors. 

Documents were consulted to identify teachers who left the profession and following another 

field of study and students achievement, repetition rate, dropout rate and enrolment rate. 

The data were entered to computer soft ware to be   analyzed using (SPSS) software. The 

results indicated that the teachers were dissatisfied with their profession. Salary and 

benefits were indicated as the primary dissatisfying factors. Policies relate to students' 

discipline, less promotion for teachers, the leadership skill of the principals, and the poor 

relationships of teachers with the supervisors, principals, vice principals, students and the 

parents were factors identified as dissatisfying aspect. Secondly, it was identified that there 

is a direct relationship between teachers job satisfaction and teachers job performance. 

Thirdly, it was identified that there is a direct relationship between teachers‟ job satisfaction 

and quality of education. From this study it was concluded that teachers‟ salaries do not 

meet teachers‟ basic need and no other non-salary incentives provided to, teachers. Also 

interpersonal relationship of teachers with their supervisors, principals, students and 

students‟ parent influenced job satisfaction of teachers. Since teachers were dissatisfied to 

their job it is concluded that its role in influencing teachers‟ job performance and quality of 

education is believed to be high .Based on the results the research was recommended that 

the teachers were highly dissatisfied with their salaries, the government of Ethiopia, education 

leaders and the Ethiopian Teachers‟ Association should understand the importance of implementing 

appropriate salaries and benefits for teachers 

 

 

Key Words: Teacher, Job Satisfaction, in Kellem Wollega Zone, Dale Sadi Wereda
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CHAPTER ONE 

1. INTRODUCTION 

This chapter presents the background of the study, statement of the problem, basic research 

questions, objectives of the study, significance of the study and scope of the study. 

1.1 Background of the Study 

Job satisfaction is basically described as the feelings that an employee has about his/her job. 

Job satisfaction is an interesting topic to both people who work in organizations and people 

who study them. Job satisfaction can be defined as ―The degree to which individuals feel 

positively and/or negatively about their jobs" (Steyn& Van Wyk, 1999 P.99).  McNamara 

(1999) also defines job satisfaction as one's feelings or state of mind regarding the nature of 

their work. As indicated by Jaiyeoba and Jibril (2008), satisfied teachers are important for 

any educational system. It is obvious that teachers have a significant impact on student 

achievement. 

Many researchers have been made on the job satisfaction of teachers in different countries 

including our country Ethiopia. However this topic is not studied around Kellem Wollega 

Zone. This research is basically under taken for three reasons including lose of experienced 

teacher from education sector, decreasing of academic performance of students; and 

deterioration of the quality of education. 

The quality of the teachers, their commitment, satisfaction and motivation are the 

determinant factors for the students to benefit from the education system. It is impractical to 

realize positive changes in the schools without the teachers‘ commitment to and 

participation in reform. Thus, job satisfaction affects the teachers‘ work and psychological 

health.  

The education system in Ethiopia, at all levels, is challenged by a lack of quality, as 

indicated by the Study into Teacher Utilization in the Regions of Ethiopia Report (Centre for 

British Teachers, 2008 P.217). The study showed that there has been a deterioration of 

quality in the education system as a result of the rapid rise in student enrolments, among 

others. This state of affairs is indicated by the low student achievements.  
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Many factors have been identified as contributing to the poor performance of the education 

sector in Ethiopia. The problem has, to a great extent, been attributed to the low respect for 

and the low status of teachers, inadequate salaries, weak education reform, the poor standard 

of the teachers‘ living conditions, as well as failing school management and leadership 

(Evans,2000 P.39). As stated in the Education and Training Policy of Ethiopia (1994), one 

of the objectives of education is ―to improve the working conditions and job satisfaction of 

teachers, to evaluate their status in the community, and to enhance their motivation and 

professional attitude‖. This shows as there is a problem with the working condition of 

teacher because of different factors. Even though some factors are solved, yet there are 

unsolved factors that can cause teachers‘ dissatisfaction on their jobs. To guarantee better 

student achievement and quality education, to stabilize the teachers‘ employment in the 

teaching profession and to raise the teachers‘ morale, is to be better informed about teacher 

job satisfaction. This is because teachers are very important than any other requirements in 

improving students achievement.  

The effect of the teacher on student achievement has been shown to be greater than effects 

due to class size, school, and student socio-economic status (Sanders and Horn, 1998 P.91). 

Therefore, taking all these into consideration, the student researcher conduct the study on 

―Teachers Job Satisfaction at Kellem Wollega Zone of Dale Sadi Wereda‖ in focus so as to 

investigate the extent of teachers‘ job satisfaction. Kellem Wollega Zone have 11-woreda 

and 37 high school. On average there are more than three high School in each Wereda. 

There are also 1088 teachers and 33,583 students in Kellem Wollega Zone. Kellem Wollega 

Zone is located at the eastern part of the country and very far from Addis Ababa about 658 

(six hundred fifty eight) kilo meter, because of this many researcher were not attracted to 

conduct study in this area. The promotion rate of the grade 10 students‘ was 61% and 60.5% 

in 2008 E.C and 2009 E.C respectively 

1.2 Statement of the Problem 

To be successful and competitive enough, organizations should have motivated/satisfied 

employees that can bring their effort and willingness to their work. It is derived from motive 

which is an active form of a desire and need which must be satisfied. Supporting the above 

ideas, different scholars state that, the continuing shortage makes it crucial for educators and 
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researchers to continue to find ways to stop the flow of teachers from the profession and to 

retain the best teachers in classrooms (Chapman, 1984 P.37). Most importantly, though, 

teacher dissatisfaction appears to be a main factor in teachers leaving the profession in many 

countries (Woods, 1997). Now a day there is shortage of teachers, because teachers leave the 

profession from time to time. Research also reveals that teacher attrition has become a 

global problem (Hong, 2010). This shows the fact that there is, indeed, a problem that needs 

to be addressed. Children continue to fill classrooms, and the expectation is that they will be 

given an education that will prepare them to be productive citizens.  

     The effect of the teacher on student achievement has been shown to be greater than 

effects due to class size, school, and student socio-economic status (Sanders and Horn, 1998 

P.57).  Education officials, legislators, and parents expect ―highly qualified‖ teachers in the 

classrooms.  Even parents prefer experienced, well knowledgeable and satisfied teachers to 

teach their children. Thus it can be observed as there is link between the job satisfaction of 

teachers, quality of education, and student achievement. Hence, research into teacher 

satisfaction is becoming more and more important given not only that a growing number of 

teachers leave the profession but also that dissatisfaction is associated with decreased 

productivity (Shannen and Moran, 1998 P.97). 

The study conducted by Rao and Girma,(2017) pointed out the relationship between 

leadership style and job satisfaction of subordinates faculty members in a study of selected 

Ethiopian University effective leadership and academic job satisfaction are two factors that 

has been considered as fundamental requirement for the university .The  academic leaders 

influence their faculty‘s job satisfaction positively. In addition to this, (Teferi et al 2016) 

conducted study on teachers‘ job satisfaction and its relationship with organizational 

commitment in Ethiopia primary school of Bonga town. The finding indicate that teachers‘ 

job satisfaction is enhanced by creating a more conducive and more satisfying environment 

in the work place, creating better training and development opportunities, improving 

leadership and management support, promoting accountability and involving teachers in 

decision make at school level. Furthermore, Mohammed Gezu,(2013) conducted study on 

job satisfaction and organizational commitment of teamers educators in the case of Arba 

Minch college of teachers education. His study was mainly focus on assessing teachers job 
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satisfaction in the context of facets of job satisfaction. The study finding indicate that there 

is relationship between teachers job satisfaction and facets of job satisfaction. Study by 

Desta Ayele, (2014) entitled teachers job satisfaction and commitment in General secondary 

school of Hadiya zone. The study finding indicate that to bring teachers satisfaction and 

commitment there should be personal development and training, air benefits and incentives, 

constructive continuous support, fair and equitable promotion in the area of professional 

responsibility. 

Gedefaw, (2012) has conducted a study entitled Job satisfaction of secondary school in 

Ethiopia. He points out that teachers job satisfaction is influenced by work conditions 

(salary, fringe benefits, administrative support, school management and leadership style and 

workload). The interpersonal relationship (teachers- teacher /college relationships, teacher-

principals /supervisor relationships, teacher parent relationship. the intrinsic job 

characteristics (work itself, responsibility, recognition, advancement and promotion and 

relationship between demographic variables and job satisfaction). 

But this study is different from other studies it focused on identifying major factors 

influencing teachers job satisfaction, relation between teachers job satisfaction and teachers 

job performance, relation between teachers job satisfaction and quality of education in 

secondary schools of Kellem Wollega Zone Dale Sadi Woreda and used the design and the 

place that differ from that of the above researchers.Thus the researcher intends to fill the 

above gaps and set the basic research questions. Hence, this study intends to answer the 

following basic research questions: 

1. What are the major factors influencing teachers job satisfaction in secondary schools 

of  KellemWollega Zone, Dale Sadi Wereda? 

2. What is the influence of teachers‘ job satisfactions on teachers‘ job performance in 

secondary schools of Kellem Wollega Zone Dale Sadi Wereda? 

3. How far the influences teachers‘ job satisfactions on quality of education with respect 

to drop out, repetition, enrolment and student achievement of secondary schools of 

Kellem Wollega Zone Dale Sadi Wereda? 
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4. To what extent the school environment, Teaching environment and teachers 

development influence teachers‘ job satisfaction at secondary schools of Kellem 

Wollega Dale Sadi Woreda?  

1.3 Objectives of the Study 

1.3.1 General Objective 

 The general objective of this study was to investigate major factors influence teachers‘ job 

satisfactions and impacts of teacher job satisfaction on quality education at secondary 

schools of Kellem Wollega Zone Dale Sadi Woreda.  

1.3.2. Specific Objectives of the Study 

  The specific objectives of this study were to: 

 Identify major factors that influence job satisfaction of teachers teaching at secondary 

schools of Kellem Wollega Zone, Dale Sadi Woreda; 

 Examine the impact of teachers‘ job satisfaction on teachers‘ job performance and 

quality of education in secondary schools of Kellem Wollega Zone, Dale Sadi Wereda 

1.4. Significance of the Study 

Like other research, this research has its own significance .The following points are 

identified as the significance of the study 

 To serve as spring board for other researchers those are going to conduct further 

studies. 

 To recommend to the stake holders on how the job satisfaction of teachers teaching at 

secondary schools can be improved. 

 To address major factors that influence teachers job satisfaction; and recommend 

responsible bodies about the issue. 
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1.5. Delimitation/Scope the Study 

The study take  place at Secondary schools of Kellem Wolega, Zone, Dale Sadi Wereda 

particularly in; Alem Teferi secondary schools, Dale Secondary school, Cammo secondary 

school and  Ifa Lalo Secondary school .The reason why I select this area is; there is no 

research conducted on this topic in this Wereda and secondly, most experienced teachers are 

leaving the education sector . The researcher used only these four (4) schools, because of 

budget shortage, workload and shortage of time. This study is only limited to Kellem 

Wolega Zone, Dale Sadi Wereda. Because, the time given for the study is short and also, the 

researcher conducted this study while he is working his regular work. Again, this study 

participate only teacher and principal because, the ultimate objective of   this study is to 

analyze the degree to which teachers satisfied to their profession.    
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CHAPTER TWO 

                            REVIEW OF RELATED LITERATURE 

2.1. INTRODUCTION 

Under this chapter the researcher tried to discuss an overview of job satisfaction, theories of 

job satisfaction, importance of job satisfaction and factors influencing job satisfaction.  

2.2 An Overview of Job Satisfaction 

According to Evans (1999 P.39), job satisfaction is defined as ―a state of mind 

encompassing all those feelings determined by the extent to which the individual perceives 

her/his job related needs to being met‖. Competent employees are essential to the success of 

any organization. An important factor driving satisfaction in the service environment is 

service quality. This is because satisfaction derives from various sources, such as service 

encounter satisfaction and overall satisfaction. 

Job satisfaction is either a global feeling about the job or a related constellation of attitudes 

about various aspects of facets of the job. The facet approach is used to find out which parts 

of the job produce satisfaction or dissatisfaction. The more important factors conducive to 

job satisfaction include mentally challenging work, equitable rewards, supportive working 

conditions and supportive colleagues. Job satisfaction can also be seen as an indicator of 

emotional well being or psychological health (Begley &Czaika, 1993 P.117).   

Spector (1997) refers to job satisfaction in terms of how people feel about their jobs and 

different aspects of their jobs. Ellickson and Logsdon (2002) support this view by defining 

job satisfaction as the extent to which employees like their work. .Reilly (1991) defines job 

satisfaction as the feeling that a worker has about his job or a general attitude towards work 

or a job and it is influenced by the perception of one‘s job.  Wanousand Lawler (1972) refers 

job satisfaction is the sum of job facet satisfaction across all facets of a job. Similarly, the 

utilitarian perspective to job satisfaction, asserts that job satisfaction can lead to behaviors 

that can have either a positive or negative influence on organizational functioning. For 

example, in the way teachers relate to students and other colleagues could be strongly 

influenced by their sense of satisfaction within that school (Spector, 1997. P.79). 
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Teacher job satisfaction is vital area of study since several studies have found that work 

satisfaction influences general life satisfaction. General life is an important influence on the 

daily psychological health of a teacher. This in turn has an impact on teachers‘ job 

performance (Andrew & Whitney, 1974 P.227). 

All teachers are expected to act as discipline masters, counselors and role models (Kenya Ed

ucation Handbook, 1981). In additional, senior teachers are expected to assist with 

inspection and guidance of other teachers (Republic of Kenya,1998). Chapman (1983) 

reports that a high quality of professional life for the teacher contributes to an increase in 

students achievements. In the United States of America, there is evidence that satisfied 

teachers have a positive rather than a negative influence on classroom learning (Goodland, 

1984 P.81) In Kenya, teachers‘ salaries have been relatively low compared with financial 

rewards in the private sector. The high wastage of graduate teachers leaving the teaching 

profession has been a matter of concern by the government (Republic of Kenya, 1984). 

Job satisfaction has been the most frequently investigated variable in organizational 

behavior (Spector, 1997.P.221). Job satisfaction varies and researchers, for example Whawo 

(1993) suggested that the higher the prestige of the job, the greater the job satisfaction. 

Many workers, however, are satisfied in even the least prestigious jobs. That is, they simply 

like what they do. In any case, job satisfaction is as individual as one‘s feelings or state of 

mind. Job satisfaction can be influenced by a variety of factors, for example, the quality of 

one‘s relationship with their supervisor, the quality of the physical environment in which 

they work, the degree of fulfillment in their work, etc. However, there is no strong 

acceptance among researchers, consultants, etc., that increased job satisfaction produces 

improved job performance 

Hack man and Oldham (1975) suggested that jobs differ in the extent to which they involve 

five core dimensions: skill variety, task identity, task significance, autonomy, and task 

feedback. They further suggested that if jobs are designed in a way that increases the 

presence of these core characteristics, three critical psychological states can occur in 

employees: (1) experienced meaningfulness of work, (2) experienced responsibility for work 

outcomes, and (3) knowledge of the results of work activities. According to Hackman and 

Oldham, when these critical psychological states are experienced, work motivation and job 
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satisfaction will be high. Therefore, one would expect a person is satisfied when his or her 

expectations or desires have been met. The 1993-94 Schools and Staffing Survey asked 

teachers if they were satisfied with different aspects of their work environment 

(administrative support and leadership, buffering and rule enforcement, cooperation among 

staff, adequacy of resources, and overall satisfaction). Not one area received higher than 30 

percent of the teachers being satisfied (Alt, 1999 P.47).  

Harris & Associates (1992) of new teachers revealed that 70 percent of second year teachers 

were very satisfied working with their students, 58 percent were satisfied working with other 

teachers in their school, and only 25 percent indicated satisfaction working with parents. 

New teachers tend to be less satisfied with their job than teachers with experience (Mertler, 

2001; Harris and Associates, 2001).          

Curricular changes, meager resources, lack of recognition from society and low pay have an 

impact on low teacher job satisfaction levels in many countries. (Dinham and Scott, 1998, 

2000a; Scott, 2001; Vanden Berghe & Huberman, 1999; Van den Berg, 2002). The effects 

of these trends include lower job satisfaction levels, lack of aptitude to meet students‘ needs, 

increase in emotional disorders leading to stress, anxiety, and increased absenteeism (Farber, 

1991; Troman& Woods, 2000 P.121). Also, and perhaps more significant, is the link 

between teacher dissatisfaction and teachers leaving the profession (Huberman, 1993 P.102; 

Woods, 1997 P.211). Thus, job satisfaction research among those in the teaching profession 

is becoming an integral part of policy making exercises since a significant number of 

teachers are leaving the profession and those who remain are besieged by feelings of 

discontent and distress.  

Shann (2001) identified other factors that contribute to increased teacher discontentment: 

problems arising from changes in administrative routines, overwork – especially paperwork, 

students‘ evaluations, schools‘ grading procedures, behavior problems, low pay, student 

indiscipline, few possibilities for career progression and the overall decline of society‘s 

esteem towards teaching. Furthermore, Arnett and Polkinghorne (2010) identified the 

following factors as contributing to teacher‘s satisfaction or dissatisfaction: nature of recent 

education reforms, inclusion of students with special needs, support and recognition from 

school administrators, teacher‘s salary, physical conditions of the school, daily work of 
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teaching itself, class size, student discipline and behavior, lack of resources and lack of 

opportunities for career progression. Lawler (1973) argued that teacher satisfaction refers to 

a teacher‘s affective relation to his or her job and depends on perceived relationship between 

what one wants and what one achieves from the teaching itself. 

 On a similar line of thought, Watt and Richardson (2008 P.34) argue that career 

development aspirations are important factors in job satisfaction. Therefore if the teaching 

environment does not facilitate the satisfaction needs of teachers, then teachers are unhappy 

and unproductive. On a rather parallel track, Maeroff (1998. P.78) described teachers‘ 

―sense of empowerment‖ as a major way ―to make teachers more professional and to 

improve their performance‖. 

Job satisfaction represents a combination of positive or negative feelings that workers have 

towards their work. Meanwhile, when a worker employed in a business organization, brings 

with it the needs, desires and experiences which determinates expectations that he has 

dismissed. Job satisfaction represents the extent to which expectations are and match the real 

awards. Job satisfaction is closely linked to that individual's behavior in the work place 

(Davis, 1985 P.172). Nonetheless, commitment to teaching and the workplace have been 

found to be enhanced by psychic rewards (acknowledgement of teaching competence), 

meaningful and varied work, task autonomy and participatory decisionmaking, positive feed

back, collaboration, administrativesupport, reasonable work load, adequate resources and  

pay, and learning opportunities providing challenge and accomplishment (Johnson, 1990 

P.109). 

 Some of these studies also portrayed long-serving teachers as being unmotivated as they 

reached the final stages of their career (Huberman, 1993 P.91). It has also been recognized 

that experienced teachers differ from less experienced ones in terms of knowledge, attitudes 

and skills and therefore it can be concluded that they also differ in their professional and 

development needs. Long serving teachers have experienced a move to a performance 

culture, characterized by targets and accountability, within the workplace. It is this emphasis 

on accountability and the administrative aspects of teaching that has led to the production of 

policy documents encapsulating the official view of what constitutes teachers‘ work.  Hence, 
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as teachers continue to advance in their career, the importance of lifelong professional 

learning becomes of vital importance. 

 Job satisfaction has been the most frequently investigated variable in organizational 

behavior (Spector, 1997 P.103). Job satisfaction varies and researchers, for example Whawo 

(1993 P.87) suggested that the higher the prestige of the job, the greater the job satisfaction. 

Many workers, however, are satisfied in even the least prestigious jobs. That is, they simply 

like what they do. In any case, job satisfaction is as individual as one‘s feelings or state of 

mind.  

2.3 Theories of Job Satisfaction 

In this section, the literature related to job satisfaction will be reviewed to get a better 

understanding of the theories on the factors that influence job satisfaction. The most 

important theories which are relevant for this study, and which will be explained in the 

following sections are Maslow‘s Hierarchy of Needs Theories, Alderfer‘s Erg Theory  

Herzberg‘s Two-factor Theory, the Expectancy Theory, Adam‘s Equity Theory, and 

Locke‘s Value Theory. 

2.3.1 Maslow’s Hierarchy of Needs Theories 

Abraham Maslow distinguished a theory of human needs based on a hierarchical model 

ranging from lower-order needs at the bottom to higher-order needs at the top (Maslow, 

1954, P.41). He suggested that human needs are arranged in a series of levels, in a hierarchy 

of importance. Based on this hierarchy, Maslow identified five human needs. From the 

lowest level, these are physiological needs, safety and security needs, love needs, esteem 

needs, and the need for self-fulfillment at the highest level.  

The principle behind the hierarchy is that unless the needs at each level have been satisfied 

to some extent and until they are met, people find it difficult to respond to higher-order 

needs (Steyn, 2002, P.90). Once a lower-order need is satisfied it is no longer a motivator or 

satisfier (Mullins, 2005, P.481). It comes to an end to motivate employees‘   
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2.3.1.1 Physiological or Basic Needs 

The physiological needs are the lowest level of needs that must be satisfied to survive 

physically. They are important for the body‘s automatic efforts to retain normal functioning, 

such as the need to satisfy hunger and thirst, the need for oxygen, and the need to regulate 

the body‘s temperature (Mullins, 2005, P.480). Physiological needs also include the need for 

sleep, shelter, sex, an adequate salary, satisfying working conditions, heat and lighting, 

clothes and exercise (Mullins, 2005, P.480; Steyn, 2002, P.90). These basic needs can be 

fulfilled if the teachers are employed and are provided with a salary that enables them to 

cope with the rising living conditions (Steyn, 2002, P.90).  

For Maslow, in order for a teacher to be concerned about the higher-order needs or to be 

self-actualized as a teacher, his/her basic needs must be satisfied fairly well. When the basic 

needs are reasonably well satisfied, then this satisfaction will have the power to activate the 

needs at the next level.  

2.3.1.2 Safety or Security Needs 

According to Maslow (1954), once individuals have substantially satisfied their basic or 

biological needs, the safety or security needs emerge to direct behavior. These needs include 

the need for protection from danger or deprivation, the need for freedom from pain or from 

the threat of physical attack, the need for savings, medical aid, and even for armed response 

(Mullins, 2005, P.480; Steyn, 2002, P.90).  

2.3.1.3 Love or Social Needs  

Love or social needs include the need for giving and receiving love, the need of affection, a 

sense of belonging, social activities, and friendships (Mullins, 2005:480). In the school 

setting, these are manifested in the teachers‘ need for belonging and affiliation, and include 

professional friendships, good interpersonal relations with colleagues, students and 

principals, acceptance by others, and affable supervision by the principals. If teachers 

experience a sense of belonging at their schools, then this will result in fulfilling their social 

needs (Boey, 2010:26). When the teachers participate in the school‘s activities, and are 

involved in the decision-making processes, this creates a sense of belonging. Then 

communication between and among teachers, the principal and the students will be 

effective, and the teachers will have a propensity to produce good quality results (Boey, 

2010, P.26).  
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2.3.1.4 Esteem or Ego Needs 

Esteem or ego needs refer to both self-respect and the esteem of people, for example, of 

teachers. The principle behind esteem-needs is that if someone feels loved and has a sense of 

belonging, then he or she starts to develop the need for esteem and self-respect. Self-respect 

involves the desire for and feelings of confidence, achievement, independence and freedom.  

To be held in high esteem by others involves having a good reputation or prestige, status, 

recognition, and being appreciated (Amos, 2008, P.178; Mullins, 2005, P.480). In the work-

place these needs are reflected in the form of a merit pay-increase, peer/supervisory 

recognition, and in the form of being given responsibility and promotions. According to 

Steyn (2002, P.91), teachers who do not feel that their status and self-esteem needs are being 

met in their work, may become discouraged. She (2002, P.91) further states that the 

satisfaction of esteem or ego needs leads to self-confidence and a sense of pleasure. 

Boey (2010, P.27) also argues that when teachers are recognized for their first-rate job 

performances and are rewarded for what they have done, this will increase their self-

confidence and also their self-esteem. The development of esteem-needs will help the 

teachers to be effective in their day-to-day professional activities. If teachers are recognized 

for their accomplishments and are also respected by the ‗self‘ and significant others, this will 

have a direct positive impact on their professional activities. Esteem-needs are higher-order 

needs. If these higher-order needs are fulfilled, the teachers have the power to exercise 

control over these needs. This perception of control will give the teachers a sense of 

achievement at work, which in turn, will make it more likely for them to be effective in their 

professional activities.  

2.3.1.5 Self-actualization Needs 

The self-actualization needs are at the top of the hierarchy, and refer to the need for 

development and the realization of one‘s full potential. Maslow (Boey, 2010, P.24) wrote 

that these needs impel us to become all that we are capable of becoming. According to Boey 

(2010), the individual (e.g., the Ethiopian teacher), who is not self-actualizing will be 

restless, frustrated and discontented. At this level the individual strives for truth, beauty, 

justice, individuality, meaningfulness, and perfection (Amos, 2008, P.178). 
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2.3.2 Alderfer’s Erg Theory 

Alderfer developed this theory in 1972. He modified Maslow‘s ideas by considering the five 

needs to just three. He postulated that there are three main categories of needs; Existence 

(E), Relatedness (R) and Growth (G) hence, the ERG theory. The existence needs are 

necessary for basic human existence and they correspond to the Physiological and security 

needs in the Maslow‘s theory. Relatedness needs are concerned with how people relate to 

their surroundings‘ social environment.  

These needs correspond to love and esteem needs in Maslow‘s hierarchy of needs. Growth 

needs are similar to self esteem and self actualization. These are higher level needs which 

relate to the development of human potential. Alderfer‘s theory suggest that a teacher can 

have for example, safety needs and love needs at the same time or even a basic need and other

 need.  

This is important information to educational managers that needs be sought often, if they 

have to approximately respond to the needs of teachers. Alderfer‘s theory further suggests 

that a need may never cease to be a motivator and in fact he suggests growth needs may 

increase in intensity the more they are satisfied (Mitchell, 1982 P.106). 

2.4 Importance of Job Satisfaction 

For several reasons, teacher job satisfaction has always been an important issue in empirical 

pedagogical research: First, job satisfaction is considered to have an effect on the quality of 

teaching and on the school achievement of pupils (Nabi, 1995 P.131; Menlo,1990 P.49). 

Second, it has been found to predict withdrawal cognition (Hall, Pearson & Carroll, 1992 

p.78) and may therefore be seen as an important aspect in maintaining the stability of the 

teaching staff. And third, teacher job satisfaction is supposed to contribute to the quality of 

teacher work-life, making their professional experience an element of psychological health 

(Menlo &Poppleton, 1990;104), personal fulfillment and growth. This might be perceived as 

an objective in itself (Garrett, 1999; 61). There is a relationship between job satisfaction and 

very different variables. There is a relationship between job satisfaction and life satisfaction 

(Ho & Au, 2008), service quality (Schneider & Bowen, 1985 P.83), performance (Luthans, 

1995, p.129), demographic, job, and personality characteristics (Miller, 2009).  
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Job satisfaction is found to be a mediator between emotional intelligence and organizational 

commitment (Güleryüz, 2008 P.59). An organization‘s success depends on hiring and 

retaining satisfied employees (Cordeiro, 2010 p.185).  

Teacher job satisfaction is a source of motivation that sustains effort in performing tasks 

required of good teachers (Watson, 1991 p.249)such tasks include preparation of schemes of 

work, daily lesson plans, careful marking of assignment, detailed record keeping to monitor 

students progress. 

2.5 Factors Influencing Job Satisfaction 

Factors influencing job satisfaction may vary from continent to continent, country to 

country, region to region, Zone to Zone, Woreda to Woreda, Kebele to Kebele. As suggested 

by Bolin (2007, p.49), the factors influencing job satisfaction identified by different studies 

are not identical, but the contents of the items are basically similar.   

Ellickson (2002, p.343) suggests that, irrespective of the approaches used to study job 

satisfaction, most studies identified at least two general categories of antecedent variables 

associated with job satisfaction, namely the work environment and factors related to the 

work itself, and the personal characteristics of the individual. It seems clear that teacher job 

satisfaction in developing countries might be influenced by factors that are different from 

that affecting teacher job satisfaction in the North, where most of the teacher job satisfaction 

research has been carried out. For instance, questions of basic educational infrastructure or 

teacher salaries could play a higher role in countries where education may happen under a 

tree, and where many teachers can hardly afford their living and may need second and third 

jobs to cover the basic needs of their families. Indeed, existing literature on teacher job 

satisfaction in developing countries, and specifically in Africa, generally suggests a stronger 

emphasis on monetary aspects and, perhaps more surprisingly, on teacher family 

surroundings (Chivore 1988 for Zambia, Abangma 1981 for the Anglophone part of 

Cameroon. Employees may feel that poor working conditions will only provoke negative 

performance, since their jobs are mentally and physically demanding. 

Norton and Kelly (1997) and Shann (1998) identified the following factors that contribute to 

increased teacher dissatisfaction and to teachers leaving the profession:  
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Problems/frustrations with the variety of administrative routines and accompanying 

paperwork; concerns about the evaluation of student performance and school grading 

practices; problems relating to student behavior and handling of student discipline; problems 

related to teacher load and expectations for assuming extra-curricular assignments; concerns 

about relationships with peers and administrative personnel, including supervisory 

relationships and communication channels; low pay; few possibilities for career promotion 

or growth; and the declining respect for the profession. 

Variables identified in this unit with respect to  job satisfaction is reviewed and explained, 

namely working conditions (salary, fringe benefits, administrative support, school 

management and leadership style, and workload); interpersonal relationships (teacher-

student, teacher-teachers/colleagues, teacher-principal/ supervisor, and teacher-parent 

relationships); the nature of the job (the work itself, responsibility, recognition, advancement 

and promotion); demographic variables (gender, age, educational qualification, and teaching

 experience), preserves-preparation and in-service training. 

2.5.1 Working Condition 

Working conditions refers to salary, fringe benefits, administrative support, school 

management and leadership, as well as workload. Understanding the effect of working 

conditions on the teachers‘ day-to-day professional activities will have the power to provide 

precise, explicit, and measurable goals to work toward (Chang, 2010, p.1). 

2.5.1.1 Salary 

Any person A considerable number of research reports have reported that the teachers‘ job 

satisfaction was related positively to the teachers‘ salaries (Ingersoll & Smith; Shann, 1998). 

According to these studies, an increase in salary was followed by a considerable raise in the 

teachers‘ job satisfaction. In their study of administrative support and its mediating effect on 

US public school teachers, Chang (2010, p.6) also demonstrated that the teachers‘ 

satisfaction with their salaries was a significant predictor of their job satisfaction. An 

increase in the teachers‘ satisfaction with their salaries was followed by an increase in their 

report of their job satisfaction, and their intent to stay on in the teaching profession. 

Similarly, Nielsen and Smith (2008, p.1932) found that, among other things, employees 
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(e.g., teachers) who selected a job because of a satisfactory salary were more likely to have 

higher levels of job satisfaction. The employees‘ perceptions of inequity with respect to 

salary may result in dissatisfaction (Kim, 2005, p.668). In Ethiopia, a VSO (2008) report on 

the motivation and morale of Ethiopian teachers, by means of questionnaires, focus group 

discussions and interviews, indicated that inadequate salaries were mentioned by the 

majority of the participants. Their low salaries were the most significant and most-often 

mentioned cause of de-motivation and low morale (VSO, 2008, p.9). One secondary school 

teacher reported that the salary a teacher was paid was not enough to support a family.  

Accordingly, Wole (2002, p.15), in a local survey, indicated that salary inequalities between 

teachers and non-teachers were the most predominant source of stress (dissatisfaction) with 

teachers in Addis Ababa senior secondary schools. As argued by VSO (2008), the level of 

low pay provisions as compared to other professions, such as lawyers, was a major cause of 

teachers‘ job dissatisfaction. The report also indicated that even when the starting salaries 

were compared, it was clear that if employees changed to other professions they would 

receive higher salaries.  

Despite the increased demands placed on teachers to improve quality of education, as argued 

by Richardson and Watt (2006, p.28), relative to other professions, the teachers‘ salaries are 

falling short. The failing salaries, coupled with a rising cost of living, meant that many 

teachers were unable to meet the demands of their basic needs. Thus, unless the salaries of 

all the teachers were market-related and consistent with the teachers‘ experiences and 

qualifications and the salary level of other professions, teachers may not strive towards the 

desired student outcomes, namely quality education, and reaching their teaching 

responsibilities. While money has the potential to satisfy a whole range of needs from lower 

to higher-order needs, it has a noticeable and strong link to the satisfaction of the 

employees‘ (e.g teachers) basic needs, such as for clothing, food, and housing (Nielsen & 

Smyth, 2008, p.1930). 
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2.5.1.2 Fringe Benefit 

 Fringe benefits, such as housing and transport allowances, pension, sick pay, holidays, 

health insurance, compensation for after-hours‘ work, and employer-provided training, 

which are the concern of the present study, can have an impact on job satisfaction in several 

ways. These benefits are considered an important component of worker compensation (Artz, 

2010, p.626). In spite of this, the impact of fringe benefits on job satisfaction is a less 

frequently examined factor (Ellickson, 2002, p.343).  

Both employees and employers choose fringe benefits as substitutes for salaries. Fringe 

benefits, such as housing allowances, are free from taxation, and are also cheaper to get 

from the employer body than on the market. Fringe benefits have the potential to increase 

the job satisfaction of employees, such as teachers (Artz, 2010, p.627).  

Employers choose these benefits as a means to decrease turnover rates, and to retain quality 

employees. Employees, on the other hand, choose benefits over salaries because they are 

free from taxation. Thus, the less-taxed fringe benefits can be substituted for salaries, and 

have the potential to increase the job satisfaction of workers, such as teachers (Artz, 2010, 

p.627). 

2.5.1.3 Administrative Support 

In their study of administrative support and its mediating effect on US public school 

teachers, Chang (2010, p.5) demonstrated that administrative support was found to be the 

most significant and a strong predictor of the teachers‘ job satisfaction, more so than other 

variables (teaching experience, student behavior, and teachers‘ salaries), which were 

included in the study. They also found that administrative support had much power, directly 

and indirectly (through job satisfaction), to predict the teachers‘ intent to stay in the 

profession.  

In line with the above-mentioned study, a study done by Choi and Tang (2009; 773) in an 

international context indicated the potential benefit of administrative support to reduce 

teacher attrition. Efficient administrative support such as the provision of adequate facilities 

and equipment, and supporting teachers when there is a conflict between the teachers and 

the students reinforces teachers‘ commitment and morale. Inadequate administrative support 
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for teachers could result in teacher dissatisfaction, de-motivation, decreased commitment 

and attrition. As indicated by Baker (2007, p.83), inadequate administrative support was one 

of the primary reasons for teachers leaving the profession early in their careers. Accordingly, 

Choi and Tang (2009) found that teachers‘ decreased commitment was related to their 

perception of the lack of administrative support at their schools. The teachers‘ decisions to 

remain in the teaching profession were very closely related to their perceptions of 

administrative support (Baker, 2007, p.83). If teachers perceive their administrators as 

supportive and cooperative, their job satisfaction, the quality of the instruction they provide, 

and their intent to stay on in the profession come into play. 

According to Lehman and Stockard (2004, p.762), administrators seem to influence the 

teachers‘ job satisfaction indirectly. They argue that by promoting a safe and orderly school, 

by assigning teachers to positions for which they are qualified, by providing teachers with a 

sense of control and influence over their work, and by providing a context in which teachers 

can feel supported by their colleagues and the students‘ parents, and where they can be more 

efficacious in their teaching, school administrators positively influenced teachers‘ job 

satisfaction. 

2.5.1.4 School Management and Leadership Style 

Schools where efficient management policies are practiced may attract teachers who are 

already in the teaching profession at other schools, to their schools. Such efficient schools 

may enhance the teachers‘ satisfaction with their work, since management policies are 

hygiene factors, according to Herzberg (1959). Effective schools will also motivate other 

teachers to join their staff, with the aim to learn from their colleagues and their 

environments. 

For Evans (2001, p.291) the greatest influences on teacher morale, job satisfaction and 

motivation, are school leadership and management. Akyeampong and Bennell (2007, p.43) 

reinforce this statement by pointing out that teacher motivation and satisfaction at the school 

level depend on effective management. The researchers further indicate that if the systems, 

policies and structures to manage and support the teachers are not in place as expected, the 

teachers are more likely to lose their sense of professional responsibility and commitment. 



20 
 

Jobs, other than teaching, allow the employees to stop working after hours, and to rest. This 

is not the case in teaching. Teachers continue with their work both within and beyond the 

school compound. Woods and others (2005, p.407) reinforce this point by arguing that since 

teaching is an essential component of a teacher‘s identity, teachers cannot stop paying 

attention to their teaching at the end of the school day. Although this commitment of the self 

may be a source of satisfaction, it may be a major contributor to an excessive workload, to 

stress and to job dissatisfaction. Choi and Tang (2009, p.772) agree, and found that work 

intensification was a common factor that the teachers in their sample saw as having an 

adverse effect on their satisfaction and commitment. The researchers further indicated that 

the teachers in the early career group attribute their declining commitment to long working 

hours on non-teaching duties that stop them from devoting their time to the actual task of 

teaching. 

2.5.1.5 Workload 

The teachers‘ tasks include continuous professional development programmer, lesson plan 

preparation, teaching, the documenting of portfolios, and more. Furthermore, unlike other 

jobs where one‘s personal and professional life may be separated, the teachers‘ professional 

role goes beyond the school environment. Jobs, other than teaching, allow the employees to 

stop working after hours, and to rest. Although this commitment of the self may be a source 

of satisfaction, it may be a major contributor to an excessive workload, to stress and to job 

dissatisfaction. Choi and Tang (2009, p.772) agree, and found that work intensification was 

a common factor that the teachers in their sample saw as having an adverse effect on their 

satisfaction and commitment. The researchers further indicated that the teachers in the early 

career group attribute their declining commitment to long working hours on non-teaching 

duties that stop them from devoting their time to the actual task of teaching.  

Bolin (2007, p.56) examined five dimensions (self-fulfillment, workload, salary, leadership 

and collegial relationships) that influence job satisfaction. His findings showed that teacher 

satisfaction was low with regard to workload. Similarly, Weiqi (2007, p.24-27) examined 

10factors to ascertain the relationship between job satisfaction and its influence on teacher 

attrition and work enthusiasm. The factors were leadership and administration, work 

achievements, student quality, the educational and social environment, social status, income 
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and welfare, collegial relationships, social acknowledgment, workload and stress, and 

working conditions. The findings showed that besides being satisfied with collegial 

relationships and social acknowledgment, teachers were dissatisfied with all the remaining 

factors examined, specifically with their workload.  

2.5.2 Nature of the Job 

2.5.2.1 Work Itself 

The nature of an individual‘s work is a very important element to facilitate that person‘s 

attitude towards the work. It is also one of the major determinants of job satisfaction. 

Regarding the impact of the work itself on the job satisfaction of teachers, Jyoti and Sharma 

(2006, p.354), in their study on the job satisfaction of school teachers, indicated that the 

teachers in the sample found their jobs interesting. In Ethiopia a VSO (2008) report on the 

motivation and morale of teachers, found a strong and positive response from teacher 

participants regarding teaching as a profession. The teachers‘ most common reasons for 

viewing teaching as an enjoyable profession were seeing and helping students achieve, being 

able to improve their self-knowledge and creating productive citizens to help with the 

development of Ethiopia. 

2.5.2.2. Recognition 

As professionals, teachers need to be recognized for their accomplishments, and be 

appreciated by the parents, communities, governments, and by their colleagues. They should 

also be valued and recognized for their work accomplishments (Menlo & Poppleton, 1999, 

p.142). The researcher also found that the teachers‘ perceptions of the extent of support and 

recognition from their administrators exhibited the most prominent positive effect on  

retention (Gardner, 2010, p.119). In another study, Thompson and Orr (2003, p.7) indicated 

the high premium teachers placed on recognition from others. They found that their overall 

job satisfaction was motivated by personal satisfaction or recognition from others. The 

‗others‘ included their peers, the parents, and administrators. A VSO (2008, p.29) report in 

Ethiopia confirmed that teachers are often de-motivated by a lack of professional status and 

recognition. Thus it can be inferred that the lack of respect and recognition for teachers by 

students, parents, colleagues, principals, and significant others cause disappointment, and a 

subsequent lack of job satisfaction. 
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2.5.3. Preserves Preparation 

Preserves preparations defined as a teacher education program at a college or university that 

provides instruction for teacher candidates to become effective facilitators of the teaching-

learning process (Hulin, 1966. P.92). Making changes in university programs and in state 

certification requirements for teachers are interventions that have been implemented to 

increase teacher effectiveness. Other major changes in university programs include more 

course work and more field experience. Many teacher education programs have been 

lengthened to five years. Prior to the 1980‘s, teacher education programs consisted mainly of 

three and one-half years of course work followed by one term of student teaching 

(Hulin, 1965 .p .109). 

2.5.4. In-service Training 

In-service training refers to the learning one is exposed to after accepting the role of being a 

teacher. Creating a journal of the experiences one encounter everyday in the classroom helps 

the new teacher provide connections between what was taught at the university level and 

real teaching (Wolf, 1991 p.49).  Gaede (1978) supported the concept that new teachers 

needed to have a period of transition that provides support during the first couple years of 

teaching. Today, there are more first-year teachers participating in programs that formally 

socialize them into teaching. California and Connecticut were among the first to fund 

mentor programs. Initially, these programs focused more on evaluating the new teacher 

rather than on providing support. One might ask, ―Why spend time and money in programs 

that are only geared to the new teacher?‖. Investing in new teachers by providing the much 

needed help up front will pay off in the long run (National Education Association, 2003 

p.57). The experience of real teaching cannot be taught at the university level. Support 

through the first couple of years of the new teacher‘s profession can increase satisfaction 

levels and retention rates (Ingersoll, 2004; P.41) Mitchell, 1998, P.24). In 1996, only 18.5 

percent of the teachers in the National Education Association (1997b) survey, Status of the 

American Public School Teacher, 1995-1996, responded positively about the support they 

were receiving from their colleagues. 

Based on the above literature, I argue that teacher job dissatisfaction is a serious problem for 

the qualities of education. Job dissatisfaction is because of different factors .factors 
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influence job satisfaction may vary from country to country, region to region and zone to 

zone. Same of the factors influencing job satisfaction is at least categories in to two. These 

are the work environment and factors related to work itself, it is obvious that many teachers 

afford the second and third job to full fill basic needs of their family. Again the work load, 

administrative support, school management and leader ship style of principal have decisive 

factors on teachers job satisfaction. Most of the teachers indicated that even the starting 

salaries when compared, it was clear that if employees to anther profession they would 

receive higher salaries. So teachers were unable meet the demands of their basic need. So 

the responsible body must think over the issue, and discuss with teachers and educational 

experts. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

         3.1 Research Design 

This study employed a descriptive survey design. A descriptive survey design is a process of 

collecting information by interviewing or administering questionnaire to a sample of 

individuals (orodho, 2003). Most social science researchers prefer this design because of its 

ability to observe, describe and document aspects of a situation as it naturally occurs. This 

design involves observation, where the required behavior is observed in a particular setting 

through a questionnaire or interview schedule. Descriptive survey design for this study was 

used to analyze the major factors that influence teacher job satisfaction, relationship between 

factors influencing job satisfaction of secondary school teachers in relation to teachers‘ job 

satisfaction and relationship between teachers job satisfaction and quality of education in 

secondary schools of kellem wollega zone dale sadi woereda, and how to improve teachers 

job satisfaction. The study used questionnaire as main data collection instrument. Interview 

was also used to collect qualitative information from supervisors and school principals. 

3.2 Sampling Techniques  

Out of 4(four) high school in Dale Sadi Woreda, all of them were considered for study. 

Since the sum of the total number of population under consideration (teachers, principals, 

vice principals and supervisors of the secondary school) was128, the researcher included all 

teachers, principals, vice principals and supervisors as sample respondents of the study. The 

reason to select all teachers, principals, vice principals and supervisors of the four secondary 

school was that, first to get data from a sample of different character (sex, age, qualification 

and work exprience). Secondly, the population is manageable to collect and analyze data. 

3.3. Sample Size 

Participants  Total 

population 

sample  Sample taken in 

percent            ( %) 

Method of sampling 

Teachers 128 128                100 Availability  sampling 

Principals 4 4                100 Availability  sampling       

Vice 

principals 

3 3                100  Availability  sampling 

Supervisors 1 1                100  Availability  sampling 

Total 136 136                100 - 
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3.5 Instruments of Data Collection 

A number of tools were used during collection of data. Both primary and secondary data 

were collected and the major tools to be used include: 

A Self-Administered Questionnaire: A self-administered questionnaire was the major 

instrument used in data collection. Questionnaires was administered to 128 secondary school 

teachers of Kelem Wollega Zone Dale Sadi Woreda. 

This helped to gather quantitative and qualitative information regarding job satisfaction of 

teachers and how their satisfaction degree influences their performance in secondary schools 

in Kelem Wollega Zone Dale Sadi Wereda. The questionnaires comprised both closed and 

open-ended questions formulated by the researcher.  

B.  Key Informant Interview Guide 

Key informant interview guide was designed and administered to key informants to get 

qualitative information. The key informants for in depth interviews were vice principals, 

principals and supervisors. This was purposely intended to get more information about the 

major factor of job satisfaction and its influence on teacher performance and on how to 

improve their satisfaction positively.  

Documents Review: The main sources of secondary data included the following: schools 

record offices to observe achievement of students, repetition rate and dropout rate. And also 

get number of teachers left the profession and number of teachers learning other professions.  

3.6 Data Quality Control 

Validity and reliability of the research instrument was measured as follows: 

3.6.1 Validity of Instruments  

To ensure validity of instruments, the instruments will developed under close guidance of 

the study supervisor. After the questions were designed, the questionnaire will tested by 

pilot study on 25 respondents selected randomly from Ifa Haro Elementary school of Dale 
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Sadi Woreda which was not member of participants. This helped to identify 

ambiguous questions in the instruments and be able to re-align them to the objectives.            

3.6.2 Reliability 

Reliability is the extent to which the measuring instruments will produce consistent scores  

when the same groups of individuals are repeatedly measured under the same conditions     (Amin, 

2005). The study administered one type of questionnaire to teachers and using cronbach reliability 

test on a sample of 25 teachers selected randomly from Ifa Haro elementary school of Dale Sadi 

Woreda which were not included in the main study. To be able to assess the internal consistency 

between the items in the research instrument, Cronbach Alpha coefficients were calculated. 

A Cronbach Alpha coefficient is based on the average correlation of variables within a test. 

The larger the value of the Cronbach Alpha coefficient, the higher the internal consistency 

and the more reliable the scale used. The closer the Cronbach Alpha coefficient is to 1.0 the 

greater the internal consistency of the items in the scale.  The Cronbach Alpha coefficient 

should be equal or greater than 0.7 for an acceptable reliability. Field (2005) notes that 

questionnaires designed to measure should have Cronbach alphas above the customary cut-

off value of 0.7, but concedes that questionnaires designed to measure attitudes may have 

alphas lower than 0.7 and still have acceptable levels of reliability. 

Table 3.1. Reliability statistics 

No Variables Cronbach‘s 

Alpha 

No of 

items 

1 Major factors affecting job satisfaction .679 6 

2 Major factors related to leaders skill and leadership style .981 4 

3 Major factors related to interpersonal relationship .856 4 

4 Factors related to school environment teachers training 

and development 

.782 5 

5 Influence of teachers‘ job satisfaction on teachers‘  job 

performance 

.701 6 

6 Relationship of job satisfaction and quality education .876 6 

Table 3.1.depicted that reliability statistics. To test the reliability the researcher distributed 

25 questionnaire to randomly selected teachers from Ifa Haro elementary school of Dale 

Sadi Woreda. The cronbach‘s alpha value ranges between 0 and 1. If the cronbach‘s value 

greater than. 70; it implies that the questionnaire has strong reliability. Thus, factors 

affecting job satisfaction is reliable at .679 with 6 items which is relatively weak reliability. 

Factors related to leaders skill and leadership style is reliable at .981 with 4 items which has 
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strong reliability. Factors related to interpersonal relationship is reliable at.856 with 4 items 

which has strong reliability. Factors related to school environment teachers training and 

development is reliable at .782 with 5 items. Relationship of teachers‘ job satisfaction and 

job performance is reliable at .701 with 6 items which has strong reliability. Relationship of 

job satisfaction and quality education is reliable at .876 with 6 items which has strong 

reliability. 

3.7. Method of Data Collection 

Data collection instruments in this study were questionnaire, interview and document review 

these instruments were preferred since they are appropriate to seek the necessary 

information, opinion, and attitude in structured framework from the respondents. 

Questionnaire and interview are helpful in getting the necessary information from the 

teachers, principals, vice principals and supervisors of the schools. The questionnaire 

involved structured multiple choices as well as open ended and items that were to be 

answered in five point-scales ranging from strongly agree to strongly disagree (Lickert scale 

method). In the mean time the necessary clarification was made by the researcher, incase 

needs arise from the respondents. The filled questionnaire collected in duration of not more 

than  one week as it was not possible to get back as planned in  a one or two days of the 

attendance of each respondents. The interview was designed to elicit information from the 

principals, vice principals and supervisors of the schools. Pilot survey was take place on 25 

teachers of selected school and necessary amendment was made to the instruments before 

getting into the main research work. 

3.8. Methods of Data Analysis 

Depending on the number of groups involved and the type of measurement used to measure 

the dependent variable (Nachmios, 1987), the following statistical techniques were used in 

this study. The researcher employed percentage to explain the degree of job satisfaction of 

the respondents and then see the degree of agreement or disagreement of teachers responses 

and to show the disparity in responses among of respondents.  Data from the respondents 

were entered in a computer and Statistical Package for Social Scientists (SPSS) program to 

analyze it. The percentage of respondents according to variables such as; sex, age, level of 

education and work experiences were computed and presented using tables. Qualitative data 

analyzed and interpreted by collecting similar ideas and their direct voice. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

This chapter deals with analysis, interpretation and presentation of data obtained from the 

sample respondents. Based on the sampling procedure described in chapter three, four 

Secondary Schools were selected for the study. A total of 128 questionnaires were 

distributed to respondents.  All the distributed questionnaires were collected as planned. 

Thus, the analysis was on the basis of information obtained from the returned questionnaires 

of all teachers, principal, vice principals and supervisors responses.  

4.1. Socio-Demographic Characteristics of the Respondents 

The purpose of this section was to provide some vital information about the characteristics 

of the sample respondents regarding their sex, age, educational qualification and work 

experience 

Table 1: Distribution of Respondents based on their Sex and Age 

 

 

 

 

 

 

 

 

 

Source: Field survey, 2018 

As Table above shows, the gender of respondents indicates that 80.46% of teachers were 

males and 19.5% of teachers were females, all of principals, vice principals, supervisors 

were males. Hence, females‘ participation was very less in teaching and completely absent 

            Characteristics Respondents 

 Teacher principal Vice 

principal 

Supervisor 

N %  N % N % N % 

Sex M 103 80.46 4 100 3 100 1 100 

F 25 19.5 - - - - - - 

Total 128 100 4 100 3 100 1 100 

Age  21-25 32 25 - - - - - - 

26-30 45 35 2 50 1 33 - - 

31-35 18 14 1 25 2 67 1 100 

36-40 13 10.1 -  - -   

41-45 12 9.37 1 25 - - - - 

46-50 6 4.6 - - - - - - 

Above 50 2 1.5 - - - - - - 

Total 128 100 4 100 3 100 1 100 
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in the principal, vice principal and supervisory positions. Regarding the age distribution, 25% 

of teachers were between 21and 25 years old, 35% of teachers were 26– 30 years old, 14% of 

teachers were between 31 and 35 years old 10% of teachers were between 36-40 years old, 9.3 % of 

teachers were between41-45 years old, 4.6% of teachers were between 46-50 years old and only 1.5 

% of teachers were above50 years old. The principals' age distribution was mainly above 29years 

old; as 50% of them were between 26-30 and 25 % of principals were between 41-45yeas old. 

Similarly 33% of vice principals were between 26-30 years old and 67% of vice principals were 

between 31-35 years old and all of supervisors were between 31 and 35 years old.  The supervisors 

were, however, mainly over 30 years, which may be due to their long years of services in 

their previous positions as teachers and school leaders .Thus, it was found that teachers in the 

schools were young, and older age teachers were small in number. This may be, due to old age 

teachers were dissatisfied to their work and leave the teaching position/profession. 

Table 2: Distribution of Respondents Based on Qualification and Work Experience 

 

Characteristics 

                                       Respondents 

     Teacher Principal Vice principal Supervisor 

N %  N % N %  N % 

 

Educational 

Qualification 

Diploma 3 2.3 - - - - - - 

Bachelor's deg. 124 96.8 4 100 3 100 1 100 

Master's degree 1 0.78 - - - -   

Other  -  - - - - - - 

Total 128 100 4 100 3 100 1 100 

Work 

experience 

Below 5 year 26 20.3 - - - - - - 

5-9 year 41 32 2 50 1 33 - - 

10-14 year 32 25 1 25 2 67 1 100 

15-19 year 19 14.8 - - - - - - 

20 and above 9 7 1 25 - - - - 

Total  128 100 4 100 3 100 1 100 

Source: Field survey, 2018 

Regarding the educational level of respondents, the data on the part of teachers reveal that 

majority of teachers (96.8%) were bachelor degree holders, a negligible number (2.3%) were 

diploma holders and only 0.78% of teachers were master‘s degree holders.  On the part of 

the principals all of them were bachelor degree holders. Similarly all of vice principals were 

bachelor's degree holders and all of the supervisors were bachelor's degree holders. It may, 

therefore, be inferred that all of the principals, all of the vice principals and supervisors did 

not satisfy the standard set by MoE (1996, p.8) which requires at least MA degree for 

principals, vice principals and supervisor, and bachelor's degree for teachers of secondary 
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school. Generally the placement of school principals, vice principals, teachers and 

supervisor does not satisfy the standard set by MoE (1996).  Since the standard set for 

supervisors, and principals was not met they may lack skill and ability to satisfy teachers in 

their leading skill and style. 

Considering work experience of respondents, 20.3% of teachers have below 5years work 

experience, 32% of teachers have served  between  5 and 9 years, 25% of teachers have 

work experience of 10-15years, 24.8% of teachers have work experience of 15-19 years, and 

7% of teachers have work experience of 20 years and above. From this teachers‘ experience, 

anyone can observe that the percent of experienced teacher is decreasing.  This can be seen 

that, as teachers experience increase their satisfaction decreases. Regarding principals work 

experience, 50% of principals have work experience of 5-9 years and 25% of principals have 

work experience of 20 years and above. For vice principals, 33% of vice principal have 

experience of 5-9 years and 67% of vice principal have experience of 10-14 years.  Similarly 

all of supervisors had experience of 10-14 years old. 

4.2 Major Factors Influencing Job Satisfaction of Secondary School Teachers  

In order to identify major factors influencing teachers‘ job satisfaction, questionnaire 

consisting of thirty one items was employed in the current line of inquiry. This item consists 

of six questions related to teachers view of their salary, incentives or benefits, management 

or administration and interpersonal relationship. The average scale was calculated by adding 

scores for all responses of a scale‘s items and dividing them by the total number of 

responses for that item.  In the same manner, data were analyzed using mean and standard 

deviation. 

 

 

 

 

 

 



31 
 

Table 3. Factors influencing job satisfaction of secondary school teachers related with 

salary, incentive and reward.                                                                 

 

 

S/No 

 

 

               Issues raised 

                    Responses of respondents Total 

respo 

ndent 
Strongly  

disagree 

 Disagree  Neutral    Agree  Strongly 

 agree 

 

 

Mean 

 

 

Std N  % N  %  N % N % N  % 

1 The salary for teachers in 

your geographical area is 

comparable to other people 

with the same level of 

education. 

 

 

99 

 

 

77.3 

 

 

25 

 

 

19.5 

 

 

1 

 

 

0.7 

 

 

3 

 

 

2.3 

- - 

1.28 0.59 128 

 2 Your salary  adequately 

meets your needs 

96 75 31 24.2 - - 5 3.9 - - 
1.39 0.68 128 

 3  Your salary appropriately m

atches  your experiences and 

your qualification 

95 74.2 30 23.4 2 1.5 1 0.7 - - 

1.28 0.53 128 

 4 There is an incentives 

delivered to you to increase 

your  satisfaction 

93 72.6 31 24.2 3 2.3 1 0.7 - - 

1.32 0.55 128 

 5 There is allowance giving 

system. 

91 71. 33 25.7 3 2.3 1 0.7 - - 
1.32 0.55 128 

 6 There is a fair ―reward 

system‖ for your increased 

efforts 

91 71 30 23.4 5 3.9 2 1.5 - - 

1.32 0.63 128 

Source: Field survey, 2018 

According to the responses of the respondents on item 1, of Table 3, 99 (77.3%) of the 

respondents disagreed on the question which says; the salary for teachers in your 

geographical area is comparable to other people with the same level of education.  The mean 

score of this item was 1.28 and the standard deviation was 0.59. This indicated that the 

majority of the respondents disagreed.  

Item 2 on the same Table, asks whether the teachers think that their salary adequately meets 

their needs. Accordingly great majority (99.2%) of the respondents disagreed. The mean 

score was 1.39 and the standard deviation was 0.68. This implies that the teachers think that 

their salary does not meet their basic need. With regard to the match of salary, experience 

and qualification of teachers, most of the respondents (97.6%) had shown their 

disagreement. The mean score of the respondent‘s was1.28 and the standard deviation was 

0.53. This implies that teachers work experience, qualification and their salary are 

not matching as the teachers believe. In response to the question ―there is an incentives 

delivered to teachers to increase their satisfaction‖, most of the respondents (96.8%) 
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displayed their disagreement. The mean score and standard deviation became 1.32 and 0.55 

respectively. Similarly for the question raised if teachers are happy with the types of 

allowances given, majority of the participant (96.8%) disagreed on the provision of 

incentive for the teacher. The mean score and standard deviation for this item is 1.32 and 

0.55. In the same manner the response of the respondents if there is a fair ―reward system‖ 

for your increased efforts, 121 (94.4%) showed their disagreement. The mean score of this 

item is 1.32 and the standard deviation is 0.63. In relation to this, the result from interview 

showed that: 

“The major factors that influence teachers‟ job satisfaction were low 

salary, luck of fringe and benefits. This is confirmed by the 

participants of the interview (P3 and P7)”. 

This is also asserted by other studies of Ingersoll & Smith, Shann, (1990), teachers‘ job 

satisfaction was related positively to the teachers‘ salaries. Chang (2010, p.6) also 

demonstrated that the teachers satisfaction with their salaries was a significant predictor of 

their job satisfaction.  

Table 4. Factors Related to Leaders Skill and Leadership Style. 

Source: Field survey, 2018 

With regard to leadership quality of school principals, most of the respondent 98 (76.5%) 

showed agreement. The mean and standard deviation were 3.78 and 0.82 respectively. Like 

 

S/No 

 

               Issues raised 

Strongly  

disagree 

 Disagree Neutral   Agree  Strongly 

 agree 

 

Mean 

 

Std Total 

responded N % N % N % N % N % 

1 You are pleased with leadership  

the quality of  your school schl 

directors 

5 3.9 11 8.5 22 17.1 98 76.5 - - 

3.78 0.82 
128 

2 You are satisfied with your        

school rules and regulations 

2 1.5 43 33.5 - - 85 70.8 - - 
3.34 0.98 

128 

3 Your school director works well 

in a group and listen to your 

suggestions 

4 3.1 16 12.5 16 12.5 90 70.3 2 1.5 

3.42 0.85 
128 

4 You are pleased of your 

relationships with the your 

students‘ and the respect             

they   give for you. 

2 1.5 28 21.1 3 2.3 91 71 4 3.1 

3.49 0.91 
128 



33 
 

the above item; whether teachers think that school principal does his/her best toward 

fulfilling the school‘s mission/goal, most of the respondents 85(70.8%) replied positively by 

showing their agreement .The mean and standard deviation were 3.34 and 0.98 

respectively. In response to the question which asks, if school principal works well in a 

group and listen to teachers‘ suggestions most of participant 92 (71.8%) confirmed their 

agreement on the issue.  The mean and standard deviation were 3.42 and 0.85 respectively. 

Similarly about 95(74.1%) of participant showed their agreement for item 4.The mean and   

standard deviation were 3.49 and 0.91 respectively. 

Furthermore, the interview participants reported regarding to leadership skill and leadership 

style.  Teachers job satisfaction was influenced by leaders practices in terms of monitoring 

and controlling teachers job performance, planning, handling discipline of students and etc. 

‘‘According to Gedefaw 2012 the job satisfaction of teachers in selected secondary schools 

in Addis Ababa. The results indicated that the teachers were significantly dissatisfied with 

most aspects of their work. Salary and benefits emerged as the primary dissatisfying aspect 

of all the work factors. Other areas of dissatisfaction related to poor fringe benefits and 

opportunities for promotion, the management style of the principals, the lack of decision-

making opportunities for the teachers, as well as the opportunity to develop personally, and 

the poor relationships teachers have with the principals and the parents.  

In similar fashion of the above finding, Chang asserted that (2010 p.6), administrative 

support had much power, directly and indirectly through job satisfaction to predict the 

teachers‘ intent to stay in the profession. In the same manner; according to Evans (2001, 

p.291), pointed out that the greatest influence on teacher morale, job satisfaction and 

motivation are school leadership and management. So, school leadership and skill of school 

principal have direct influence on teachers job satisfaction. 
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   Table 5.  Factors Related to Interpersonal Relationship.  

Source: Field survey, 2018 

With regard to happiness of teachers with respect to their professional relation ship with their 

principals, majority of the respondent 78(60.9) confirmed their agreement on the issue.  The mean 

and standard deviation were 3.25 and 0.99 respectively. Considering item 2 of Table 5 above, 

109(85%) of the participant showed their disagreement on the question raised. The mean and 

standard deviation were 3.73 and 0.7 respectively. Again for the question which asks, if teachers 

were pleased in case of their relationship with parents of students‘, most of the respondent 

104(81.2%) replied negatively by showing their disagreement. The mean and standard deviation 

were 1.89 and 0.94 respectively. In the same way as to the response of respondents in item 4, most 

of the respondent 101(80.4%) confirmed their disagreement on the issue. The mean and standard 

deviation were 2 and 0.92 respectively. From this finding it was concluded that the relation 

between teacher and principal, between teacher and teacher were satisfied enough. But the 

relation between teachers and students, teachers and students parent is not satisfied enough.    

Interview participants reported that; 

“Inter personal relationship (teachers to parent; teachers to 

students; principals to students/teachers) was not satisfied 

enough as expected. 

     

S/ 

No 

 

               Issues raised 

Strongly  

disagree 

 Disagree Neutral   Agree  Strongly 

 agree 

 

Mean 

 

Std Total 

respond N  % N  % N % N  % N  % 

1 You are happy with your 

professional relationship with the 

school director 

2 1.5 40 31.25 6 4.6 74 57.8 4 3.1 

3.25 0.99 
128 

2 You are satisfied of your 

relationships with colleagues 

 or staff member. 

1 0.7 13 10.1 3 2.3 103 80.4 6 4.6 

3.73 0.7 
128 

3   You are pleased of your 

relationships with the 

students‘ parents and the  

respect they for you give for  

you  

 

31 24.2 73 57. 6 4.6 14 10.9 2 1.5 

1.89 0.94 
128 

4 You are pleased of your             

relationships with you               

students‘ and the respect                                  

they give for you. 

29 22.6 74 57.8 8 6.25 12 9.3 3 2.3 

2. 0.92 
128 
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However, Whawo (1993) states that the quality of one‘s relationship with their supervisor, the 

quality of the physical environment in which they work and the degree of fulfillment in their 

work influence job satisfaction. 

Similarly hygiene or maintenance factors theory; state that the extrinsic job characteristics reflect 

outcomes generated by performing the job, and are concerned with the context of physical 

environment in which the job has to be performed.  

Table 6. Factors related to school environment, teachers training and development 

 

S/No 

 

               Issues raised 

Strongly  

disagree 

 Disagree Neutral   Agree  Strongly 

 agree 

 
Mean 

 

Std 

Total 
respondent 

N  % N  % N % N  % N  % 

1 Your school has good   

has security 

- - 55 42.9 - - 73 58.1 - - 
2.82 0.98 128 

 2 You are satisfied with 

your  school rules and 

regulations 

- - 52 40.6 15 11.7 61 47.6 - - 

3.07 0.94 128 

3 Your courses in college/ 

university Prepared 

you to teach the curriculum          

for the courses that you 

 have been assigned. 

 

 

 

 
- 

 

 

 

 
- 

 

 

 

 
10 

 

 

 

 
7.8 

 

 

 

 
13 

 

 

 

 
10.1 

 

 

 

 
99 

 

 

 

 
77.3 

 

 

 

 
6 

 

 

 

 
4.6 

 

 
3.78 

 

0.64 
128 

4 You get in-service training 

continuously. 

 

78 

 

60.9 

 

34 

 

26.5 

 

10 

 

7.8 

 

6 

 

4.6 

- - 
1.56 0.88 128 

5 As school teacher, you           

have many opportunities       

for professional  

advancement. 

 

79 

 

61.7 

 

32 

 

25 

 

5 

 

3.9 

 

12 

 

9.3 

- - 

1.6 0.93 128 

 

   Source: Field survey, 2018 

The above Table indicates the number of responses, average percentage, the mean and 

standard deviations to the questions related to factors influencing job satisfaction of 

teachers.  In the same way the response of respondents for the question which asks, if their 

school has good security, 73(58.1%) of the participants showed their agreement. The mean 

and standard deviation were 2.82 and 0.98 respectively indicating presence of moderate 

level of security  

Considering the question which asks whether teachers were satisfied with their school rules 

and regulations, 61 (47.6%) displayed agreement and 15(11.7%) found to be neutral. The 

mean and standard deviation were 3.07 and 0.94 respectively showing existence of same 
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what- support rule for teachers. Regarding, the response of respondents for the item which 

asks if the courses teacher have taken in collegeor university prepared them to teach the  

curriculum for the courses that they have been assigned, most of the respondent 105(81.9%) 

replied positively by showing their agreement. The mean and standard deviation was 3.78 

and 0.64 respectively. In response to item 4, majority of the participant112 (87.4%) showed 

their disagreement. The mean and standard deviation were 1.56 and 0.88 respectively. In the 

same way, on item 5 of Table 6, majority of the respondent 111(86.7%) showed their 

disagreement. The mean and standard deviation were low (1.6 and 0.93 respectively) 

confirming the finding. 

From the findings, thus, one can recognize that factors related to salary, fringe benefit and 

allowance interpersonal relationship, leader ship style of principals, pre-service and in-

service trainings, and opportunities for professional development influences teacher job 

satisfaction at secondary schools of Kellem Wollega Zone particularly at Dale Sadi Wereda 

secondary schools. Moreover, the interview participants reported that the school 

environment has nearly good security but school rule and regulation, in service training and 

teachers opportunities for professional development is very low. 

4.3. Relationship between Teacher job Satisfactions and Teachers’ Job Performance at 

Secondary Schools 

Table 7: Relationship of Teachers’ Job Satisfactions and Teachers’ Job Performance.  

 

S/No 

 

               Issues raised 

Strongly  

disagree 

 Disagree Neutral   Agree  Strongly 

 agree 

 

Mean 

 

Std 

Total 

Respond 

N  % N  % N % N  % N  % 

1 You have a strong commitment

 to the field of teacher 

education. 

79 61.7 26 20.3 - - 24 18.75 - - 

1.77 1.14  

2 Your commitment to teaching 

work is high. 

83 64.8 20 15.6 - - 15 11.7 10 7.8 
1.82 1.16  

3 You are doing your work as it 

is expected of you. 

8 6.25 68 53.1 - - 55 42.9 - - 
3.06 1.11  

4 You believe your teaching 
develops the students 

- - 62 48.4 - - 62 48.4 4 3.1 
2.84 1.11  

5 Teachers monitor and evaluate 
their students  with clear 

objectives 

6 4.6 69 53.9 - - 53 41.4 - - 
2.78 1.06  

6 You prefer staying in teaching 

profession  throughout your life 

for better performance 

91 71 29 22.6 - - 8 6.25 - - 

1.41 0.78  

Source: Field survey, 2018 
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As it can be seen from the above table 8, the percentage, mean and standard deviation of the 

response of respondents was organized as follows:  

 For the item which raises the question, whether teachers have a strong commitment to the 

field of teacher education, large number of respondents105 (82%), showed their 

disagreement. In support to this finding, the mean value (1.77) was found to be low. 

Considering the question raised as, if teachers commitment to teaching work is high, 

majority of the respondent 103(85.4%) expressed their idea with disagreement. The mean 

and standard deviation of their response were 1.82 and 1.16 respectively. Regarding item 3 

of table 6, considerable proportion of participant 76(59.4%) expressed their disagreement. 

The mean and standard deviation were 3.06 and 1.11. Similaly on the question raised 

whether your teaching develops the students, nearly half of the respondents 68(51.5%) 

replied positively by showing their agreement. The mean and standard deviation of their 

response were 2.84 and 1.11 respectively indicating existence of some effort in student 

development at the school.  

With regard to the question asked, whether teachers monitor and evaluate their students with 

clear objectives, most of the respondents 75(58.5) expessed as they disagreed on the issue. 

The mean and standard deviation of their response were 2.78 and 1.06 respectively. 

Finally for the question raised to know teachers thinking, whether they prefer staying in 

teaching profession throughout their life for better performance, most of the respondents 

120(93.6%) showed their  disagreement. The mean and standard deviation of their response 

were 1.41 and 0. 78respectively. 

In addition to this, the interview participant responded that:  

“teachers have no strong commitment to the field of teacher education, 

teaching work, doing work as it is expected, teaching to develop students, 

monitor and evaluate students with clear objectives. This all resulted in weak 

teachers‟ job performance”. 

From this, it is possible to observe that teacher job satisaction inflences teachers 

commitment to teaching profession, teaching work  and day to day activities of teachers.  

Generally it can be concluded that teachers job satisfaction influences teachers job 

performance. 
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4.4. Relation between Teachers’ Job Satisfactions and Quality of Education at 

Secondary Schools. 

Table 8: Relation of Job Satisfaction and Quality of Education 

 

S/No 

 

               Issues raised 

Strongly  

disagree 

 Disagree Neutral   Agree  Strongly 

 agree 

 

Mean 

 

Std Total 

respondent N  % N  % N % N  % N  % 

1 Losing experienced teachers 

because of job dissatisfaction 

harms quality of education. 

     

2 

 

1.5 

 

22 

 

17.1 

 

104 

 

81.2 4.79 0.43 
128 

2 Job satisfaction of teachers 

influences student's enrolment 

rate of school. 

     

8 

 

6 

 

59 

 

46 

 

61 

 

47.6 4.22 0.54 
128 

3 Job satisfaction of teachers 

influences repetition rate of 

student's 

     

3 

 

2.3 

 

99 

 

77.3 

 

26 

 

20.3 4.17 0.43 
128 

4 Job satisfaction of teachers influ

ences dropout rate of  student's 

    -   

107 

 

83.5 

 

21 

 

16.4 4.16 0.37 
128 

5 Job satisfaction of teachers influ

ences student achievement  

    -   

34 

 

26.5 

 

94 

 

73.4 
4.73 0.43 

128 

6 Job satisfaction of teachers has  

direct proportionality with 

quality of education. 

    -   

36 

 

28.1 

 

92 

 

71.8 4.71 0.44 
128 

Source: Field survey, 2018 

According to response of respondents for the question asks, if losing experienced teachers    

because of job dissatisfaction harms quality of education, most of the respondents 126 

(98.5%) replied positively by showing their agreement. The mean and standard deviation of 

their response were 4.79 and 0.43 respectively. Again in item 2, on Table 8, above most of 

the respondent 120 (94%) expressed their idea as they are agree. The mean and standard 

deviation of their response were 4.22 and 0.54 respectively. In the same manner item 3 of 

Table 8 above, most of the respondent 125(97.5%) expressed their agreement for the 

question raised with the mean and standard deviation of their response was 4.17 and 0.43 

respectively.  

Again, for question asks, if teacher job satisfaction influences dropout rate of student‘s?, all 

of the respondents replied positively  by showing their agreement. The mean and standard 

deviation of their response were 4.16 and 0.37 respectively.  
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With regard to question raised, If Job satisfaction of teachers influences student's 

achievement, all of the respondent replied positively by showing their agreement. The mean 

and standard deviation of their response was 4.73 and 0.43 respectively.  

Similarly for the question asks, if job satisfaction of satisfaction of teachers has direct 

proportionality with quality of education. All of the respondent replied positively by showing their 

agreement. The mean and standard deviation of their response was 4.71 and 0.44 respectively. 

However, the interview participant said that due to lack of job satisfaction experienced 

teachers were lose their job, this has impact on quality education, teachers job satisfaction has  

influence on students enrollment rate of school, repetition rate of students, students 

achievement. All this resulted and has impact on quality of education. 

 From this teachers thinking and view, it is possible to observe that teacher job satisaction 

inflences teachers commitment to teaching profession, teaching work  and day to day 

activities of teachers. Generally it can be concluded that, according to teachers view, 

teachers‘ job satisfaction influences teachers‘ job satisfaction and quality of education with 

respect to repetition, dropout, enrolment and student achievement. 

4.5. Results of Interview of Vice Principals, Principal, Supervisors and Document 

Review 

Of the vice principals, principals and supervisors interviewed all of them were bachelor 

degree holder.  As principal they agree that they should be transformational leadership. As 

their response most of the teachers were not satisfied to their work.  

This can be observed as teachers of their school were not voluntary to perform task timely 

and happy fully of the three schools 22 teachers were following 

another field of study like economics, accounting another FBE and Since 2007 E.C 12 

teachers have left the profession from the three schools and the profession and working in 

anther bureau. This shows as the teachers were not satisfied to their jobs. As the interview 

disclosed ―factors influencing job satisfaction was low salary, absent of non-salary 

allowance, students‘ disciplinary problems, less parental involvement for the issue of their 

child in school‖. (P3 and P7 may 18, 2018). Similar to this, the quantitative findings of 
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teachers questioner show that 98.7% and 81.2% of the respondent dissatisfied because of 

low salary and students‘ disciplinary problem.  

Also according to the interviewee of ( P1 and P2 may 16, 2018) „„ job 

satisfaction of teachers impacts job performance of teachers like planning, 

evaluation of students, co-curricular activities, giving tutors, handling 

discipline of students and etc.‟‟ 

 Teachers job satisfaction influences quality of education by decreasing enrolment rate of 

students and achievement of students; and increases dropout rate and repetition rate of 

students‘‘. Also influences quality of education negatively.  Because experienced teachers of 

the school know what is bad or good in teaching learning activities and in improving 

students‘ achievement.   

The interview participant replied: 

Similarly interviewed (P4 & P6 may 21, 2018) replied „„Job 

satisfaction of teachers can be improved by delivering relevant salary 

to teachers, giving non-salary allowance to teachers. Expanding a 

chance of professional advancement both in scaling up and 

upgrading.‟‟ 

Table 9. Achievement of students in Grade 10 National Examination result between 

2007—2009 E.C. 

Academ

ic year  

School Sts 

regis

tered  

                                         

                                       Scored grade 

Promotion 

rate to 

prepara 

tory. 
4 3.6-3.99 3.2-3.59 3.-3.19 2.6-2.99 2.00-2.59 <2.00 

2007 Alem 

Teferi 

1553 3 43 95 92 622 220 478 65.7 

Dale 730 2 32 64 93 235 164 140 61.6 

Ifa Lalo          

2008 Alem 

Teferi 

1348 2 27 42 65 616 329 167 60.6 

Dale 799 - 26 71 90 246 242 124 57.2 

Ifa Lalo 384 - 4 25 73 103 94 85 56.2 

2009 Alem 

Teferi 

1320 - 26 43 66 653 241 291 59.6 

Dale 810 - 26 69 81 244 247 143 58.1 

IfaLalo 422  1 26 70 133 105 87 54.5 

Source: school report  

Considering the above table it can be seen that, the number of students scored 4.00 were 

very small and less than 65% 0f students pass to the preparatory school. Around 35% were 

failed. This shows the achievement of students is very low and decrease from year to year. 
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Here the influence of teachers is believed to be greater than influence due to any other like 

class size, facilities , students back ground and etc.  

Table 10. Dropout and Repetition Rate of Students 

Academic  

year 

School No. of student  

registered  

Dropout Repetition 

N   % N   % 

2007 AlemTeferi 1553 99 6.37 152 9.78 

Dale 730 80 10.9 81 11 

IfaLalo - - - - - 

2008 AlemTeferi 1348 112 8.3 164 12.16 

Dale 799 98 12.3 103 12.8 

IfaLalo 384 43 11.1 53 13.8 

2009 AlemTeferi 1320 113 8.5 169 12.8 

Dale 810 91 11.2 102 12.5 

IfaLalo 422 47 11.1 57 13.5 

    Source: school report  

As data from record office shows, the enrolment rate of students decreases each year. The 

average dropout of two school in 2007 was 8.6% and the average repetition rate of the two 

schools was 10.39%, in 2008 the average dropout and repetition of the three school was 

10.5% and 13.06%.Similarly in 2009 the repetition and dropout of the student increased. 

This huge number in dropout and repetition rate influences education quality.  This may be 

related to teachers‘ job dissatisfactions. 

Table 11. Teachers left the profession and following another field of study 

  
Academic  

year 

School Number of teachers left profession Number of teachers following 

another field 

                  No                              No  

2007-2009 AlemTeferi                     9               9 

Dale                     3               8  

IfaLalo                     -               5 

Source: School report  

According to the above table and interview of principals and supervisor from academic year 

2007 up to 2009, 12 teachers have left the profession. And 22 teachers are following another 

field of the study such as Accounting, Economics, and etc. This shows that the secondary 

schools teachers are losing experienced teachers and will lose the experienced teachers for 

the future when those following another field of the study graduated. From this anyone can 

conclude that teachers leaving the profession is because of job dissatisfaction. 



42 
 

5. Major Factors Influencing Job Satisfaction of Secondary School 

Teachers Related with Salary, Incentives and Rewards 

According to the finding of the study, salary and fringe benefits had an influence on the 

teachers‘ job satisfaction. The result depicted that the majority of the teachers, (96.8%) were 

not satisfied with their salary. According to teachers respondents report the major sources of 

their job dissatisfaction have been Salary, fringe benefits, and advancement and promotion. 

In addition to this, no other fringe benefits, such as transport allowances, health insurances 

and medical care are provided. Moreover, promotion opportunities are limited and, 

according to the teachers, they were not free from bias. All these and other unfavorable 

conditions have a strong negative influence on the job satisfaction of the teachers. This 

dissatisfaction impacted on quality teaching. The current study showed that (98%) of the 

respondent replied that student dropout and repetition were results of teachers job 

dissatisfaction. 

In the current study (96.8%) of the respondent teachers were dissatisfied to their salary. The 

teachers reported that the salaries they received did not compare well with the qualifications 

they had, with other professions, with their efforts and experiences, did not cover all their 

basic needs, and did not enhance their commitment to teaching. 

In line with Herzberg‘s Two-factor Theory, if extrinsic factors like salary, fringe benefits, 

and promotion opportunities were not fulfilling and satisfying, the teachers would be 

dissatisfied with their work . The Ethiopian education policy stated that steps would be taken 

to motivate teachers (MoE, 1994, p.22). However, the result of this study showed that 

teachers, in addition to their salaries, teachers do not received any allowances. Thus, the 

teachers often hate their jobs and were less committed to teaching work. In the current study 

from 2007-2009 E.C12 teachers left the profession and 23 teachers following another field. 

The administrative support and leadership practices which were viewed and perceived 

negatively and as most dissatisfying, included the following, namely poor administrative 

support at the schools, leading to decreased teacher commitment; inefficient administrative 

support with regard to student disciplinary problems, poor school policies; undemocratic and 

non-transformational principal leadership style. 

In line with the above-mentioned results, Baker (2007, p.83) reported that the teacher 

respondents in his study viewed administrative support as inadequate, and this was one of 
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the primary reasons for the teachers leaving the profession. In the teachers‘ views, they were 

dissatisfied with how administrators and principals supported them with students‘ 

disciplinary problems, and the students‘ lack of motivation. With regard to leadership 

quality of school principals, most of the respondent 98(76.5%) showed agreement. 

Similarly, teachers respondents think that school principal does his/her best toward fulfilling 

the school‘s mission/goal, most of the respondents 85(70.8%) replied positively by showing 

their agreement. In response to the question which asks, if school principal works well in a 

group and listen to teachers‘ suggestions most of participant 92 (71.8%) confirmed their 

agreement on the issue. Similarly about 95(74.1%) of participant showed their agreement for 

item. Furthermore, the interview participants reported regarding to leadership skill and 

leadership style.  Teachers‘ job satisfaction was influenced by leaders‘ practices in terms of 

monitoring and controlling teachers‘ job performance, planning, handling discipline of 

students and etc. 

Regarding relationship between teachers‘ job satisfaction and their job performance, 

Nasema (1994, P.97) studied the relation between job satisfaction and teaching competence 

and found job satisfaction to be significantly contributing to teacher effectiveness. In the 

study conducted by Indhumathi (2011, P.197), investigating the job satisfaction and 

performance of 444 teachers at the secondary level were selected randomly, it was found 

that there was a significant relationship between job satisfaction and performance and the 

teachers in different categories of schools differed significantly in both job satisfaction and 

teaching performance. 

In this study the result from teachers‘ questionnaire (99%) and principals and supervisors 

interview shows teachers‘ job satisfaction influences teachers‘ job performance. Considering 

relationship between teachers job satisfaction and quality of education, in a study by 

Hongying (2008, p.11), teacher job satisfaction was found to affect teaching, the 

effectiveness of school administration, and the quality education. In this study again it was 

identified that ,job satisfaction of teachers influences quality of education negatively by 

decreasing enrolment (100%) or all of the respondent agreed on this issue, increasing 

repetition rate of student (97.7%) of the respondent replied their agreement , increasing 

dropout rate of students and decreasing the achievement of students in general. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

In this chapter, summary of the study, conclusions drawn from the findings and 

recommendations forwarded is presented.  Furthermore, this section deals with identifying 

major factors influencing teacher job satisfaction and its relationship with teacher job 

performance and quality of education at secondary schools of Kellem Wollega Zone, Dale 

Sadi Wereda. 

5.1. Summary 

The main purpose of this study was to identify the major factors which influence the job 

satisfaction of teachers teaching at secondary schools and to examine its relation with 

teachers‘ job satisfaction of teachers with teachers‘ job performance and quality of 

education. The study was conducted in four government secondary schools of Kellem 

Wollega Zone Dale Sadi wereda. To achieve the purpose of the study, the following 

research questions were attempted to be answered in the course of the study.  

  What are the major factors influencing teacher job satisfaction in secondary schools of 

Kellem Wollega Zone, Dale Sadi wereda? 

 What is the influence teacher job satisfactions on Teachers job performance at 

secondary schools of Kellem Wollega Zone, Dale Sadi wereda? 

 What is the relation between teacher job satisfactions and quality of education at 

secondary schools of  Kellem Wollega Zone Dale Sadi Wereda? 

To collect relevant data on the topic questionnaire, interview and document analysis data 

collection instruments were employed the study was carried out in four government 

secondary schools which were selected by purposive sampling techniques. Descriptive 

survey approach was employed as a design of the study.  

Finally, based on the analysis of the data, the following major findings were obtained from 

the study. Considering major factor influencing job satisfaction of teachers it appears that 

the salaries the teachers earned and fringe benefited were not sufficient to fulfill the 
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teachers‘ basic needs. In addition, their salaries were not comparable to their efforts and 

experiences, and this, in accordance with Expectancy Theory, created teacher dissatisfaction 

with their work. 

Considering the influence of teachers job satisfaction on their job performance, Majority of 

respondents 81%) indicated that as they had no strong commitment to the field of teacher 

education. And this influence job performance of teachers. Again (61%) expressed that they 

strongly disagree commitment to teaching work. Majority of teachers (respondents) have 

low job performance as a result of dissatisfied employee. Similarly (68%) of respondents 

expressed as they are not performing their job as it is expected of them. This was why 

majority of respondents (teacher) were dissatisfied to their job. 

From the finding regarding relationship between teachers‘ job satisfaction and quality of 

education, the following was summarized that, majority of the respondents 104 (81.2%) 

agreed that loosing experienced teachers because of job dissatisfaction harms quality of 

education. In this way loosing experienced teachers influence education quality negatively. 

And majority of respondents agreed that job satisfaction of teachers influence enrolment 

rate, repetition and drop out of students. This is ok when satisfied teachers mobilize the 

community as they send their children to the school and dissatisfied teachers do nothing.  

In general teachers job satisfactions has direct relationship with quality of education as 

(76%) of respondents strongly agreed. That is as satisfaction of teachers increase quality of 

education also increases and as satisfaction of teachers decreases so does quality of 

education. 
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5.2. CONCLUSIONS 

The main conclusions of this study are presented in the next paragraph. 

Regarding to factors influencing job satisfaction of secondary school teachers related with 

salary, incentives and rewards. The results related to the teachers‘ job satisfaction with their 

salaries showed that 97% of the teachers who participated in this study were dissatisfied 

with their salaries. Their views indicated the belief that their salaries did not cover all their 

basic needs. The most dissatisfying aspects of their remuneration related to the fact that they 

believed their salaries did not compare well with the qualifications they had, with the 

salaries paid by other similar professions, with their efforts, and with their years‘ of teaching 

experience. 

The teachers in this study also appeared to have very strong negative views on fringe 

benefits. Majority teacher participants (96.7%) were very dissatisfied with the fringe 

benefits they were provided with.  

This study showed that the absence of satisfactory salary and benefits were negatively 

affecting the teachers‘ job satisfaction with their job. The study revealed that the other 

fundamental reason, in addition to salary and benefits, for the low job satisfaction of 

teachers in secondary schools in Kellem Wollega zone, Dale Sadi wereda the problem 

related to the school management and administration. With regard to school leadership 

practices, poor school policies, unfair decisions, style of the principal leadership negatively 

influence teachers‘ job satisfaction.   

Concerning to factors Related to interpersonal relationship the results showed that 

interpersonal relationships the teachers were generally satisfied with this component of their 

work. More than two-thirds (85%) of the participant teachers replied satisfaction with the 

respect they got from their colleagues, with the relationships among the staff members, and 

with the behavior of their colleagues. With respect to teacher-student relationships, both the 

questionnaire (80.4%) and interview data clearly showed that the teachers were dissatisfied 

the behavior, discipline, and motivation of the students. Regarding the teacher-parent 

relationships, both sets of data clearly showed that the teachers were very disappointed with 



47 
 

the parents‘ lack of involvement in their children‘s learning. Relationship of teachers with 

supervisors was poor; even they did not go to schools by program. 

 The results in respect of the relations between teachers job satisfaction and job performance 

of teachers very high. The less job satisfaction of teachers, the less job performance of the 

teachers in secondary schools of Kellem Wollega Zone Dale sadi wereda. Teachers less job 

satisfaction influences their commitment to field o teachers‘ education influences their 

commitment to teaching work. Again less teachers‘ job satisfaction influences the mental 

development of students‘ influences as teachers poorly accomplish what is expected of them 

at school. Similarly Teachers job satisfaction influences the quality of monitoring and 

evaluation of students. In the same way teachers job satisfaction influences teachers interest 

to stay in the profession. (88%) of respondent showed their agreement on the issue. And if 

teachers do not want to stay in this profession they do not think of the way through school 

work accomplished 

 Majority of the respondents (93.6%) agreed that loosing experienced teachers because of 

job dissatisfaction harms quality of education. Because experienced teachers help the school 

in identifying strengthen and weak side of previous work and facilitate conditions to 

continue strengthen side to improve quality of education. In this way loosing experienced 

teachers influence education quality negatively. This is ok when satisfied teachers mobilize 

the community as they send their children to the school and dissatisfied teachers do nothing.  

Like enrolment rate, job satisfaction of teachers influences student repetition rate and 

dropout rate of students. In general as it was believed by majority of respondents this study, 

teachers job satisfaction has direct relationship with quality of education. That is, as 

satisfaction of teachers increase quality of education also increases and as job satisfaction of 

teachers decreases so does quality of education. 

 

 

 

 



48 
 

5.4. RECOMMENDATIONS 

Based on the conclusions of this study, the recommendations for improving the job 

satisfaction of secondary school teachers in Kellem Wollega Zone Dale Sadi Wereda are as 

follows:  

The government should think of teachers as they are change agent of our county; as they 

shape and develop the generation, and their interest should be respected. According to this 

study: 

 Since the teachers were highly dissatisfied with their salaries, the government of 

Ethiopia, education leaders and the Ethiopian Teachers‘ Association should 

understand the importance of implementing appropriate salaries and benefits for 

teachers. This will be a means of improving the teachers‘ satisfaction, motivation, and 

effectiveness, and in the end for the overall quality in the education system. 

Inadequate salaries have serious negative implications for the morale, status, and 

effectiveness of teachers, the quality of the education system, and for the development 

of the country as a whole. It is, therefore, very fundamental to ensure that the salaries 

of teachers are linked to the cost of living and inflation rates. The education system 

managers should analyze the living conditions in Ethiopia, and advise those in charge 

of setting the teacher salaries (namely, the national government). The government or 

the education leaders can put mechanisms in place, in collaboration with the 

community, donors, and other organizations for the direct funding to schools, and to 

teachers in particular. However, this may not be easy to implement.   

 Education leaders (MoE) and stakeholders (Ethiopian Teachers Association) should 

design mechanisms for non-salary incentives to teachers that may include transport 

allowances, health insurance, and low-interest loans to buy and build their own 

homes, as well as other accommodation for teachers. Income generated from 

recreation clubs in the school compound could be given to the teachers.    

 The teachers need to be empowered through in-service training, and by using 

educational opportunities to maximize the problem-solving abilities of the teachers 

and the school‘s collective expertise. Education leaders need to closely supervise and 
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establish systems to monitor and evaluate whether rules and regulations are being 

implemented fairly and transparently by the school principals.   

 What is most important for improving teaching and learning at school is the 

management and leadership styles and qualities that the school principals display in 

their schools. Addressing the factors that negatively affect the job satisfaction and 

motivation of teachers should be a primary concern of the school principals. The 

school principals should have quality and participatory school policies in place, and 

make fair decisions, and they should promote open discussions and the sharing of 

good experiences between themselves and the teachers. The principals should follow 

a transformational style of leadership, based on feedback from teachers.    

 The education stakeholders need to give appropriate recognition to teachers. The 

education leaders (at all levels), in coordination with the media, teachers‘ 

associations, and government officials should work intensively to promote the 

teachers‘ professional status, their rights and their roles, through publishing positive 

stories and articles, through conducting panel discussions on teachers‘ issues, and 

promoting the profession. It should also be the task of the stakeholders to raise 

awareness of the importance of the teaching profession for the society. The 

appreciation and affection given to teachers for the work they do has an 

indeterminable value. This, in addition to improving the professional status of 

teachers, would have strong positive implications for the improvement of quality in 

education systems. The teachers must be given the chance to express their views, 

through media programmer, regarding the support, status and recognition they need to 

develop their profession, and the respect from the society.   

 This study indicated the importance of interpersonal relationships for teachers‘ job 

satisfaction. The teachers need their significant others to be supportive, friendly, and 

free from bias. The school principal should create a working environment with good 

interpersonal relationships. Positive relationships with the principal, the students and 

the parents need to be nurtured and improved.             
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Appendix 1 

Addis Ababa University 

School of Graduates studies 

A questionnaire to be filled by Teachers 

Dear Respond  

 This survey research aims to provide information on the job satisfaction of teachers at 

secondary schools in KelemWollega Zone Dale SadiWereda. The information provided will 

be treated confidentially and used for academic purpose only. Hence, your genuine and 

professional contribution will be essential for the success of the study. Hence, I would urge 

you to complete the questionnaire and give back as soon as possible. Your cooperation is 

greatly appreciated. 

 Each section has instruction as to how to reply  to each question items 

 No need of writing your name. 

Section I General information 

Respond to each of the information by putting ―√‖ or ―×‖ marks in the box provided. 

1.1. School name  ______________________________ 

1.2. Sex       Male                     Female 

1.3. Age      20-25             26-30 

31-35 36-40                41-45        46-50                  Above 50 

1.4. Level of education qualifications    Diploma   Bachelor Degree 

Masters degree        Other specify______________ 

1.1 work experience 

Below 5 years                        5-9 years   10-14 years              

15-19 years    20 and above years 

Direction: Please, respond to each of the items on this questionnaire by circling the 

number of the response that best describes the job satisfaction of teachers at secondary 

schools in Addis Ababa .Read each statement carefully, then circle the number that 

indicate the extent to which you feel agree or dis-agree in each specific questions. For 

each question , 1=strongly disagree  ,  2=disagree , 3=neutral  4=agree  ,5=strongly 

agree . 



 
 

Table1. Factors influencing job satisfaction of secondary school teachers related with salary, incentives 

and rewards 
S/N

o 
Questions Raised Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

1 The salary for teachers in your geographical 

area is comparable to other people with the 

same level of education. 

     

2 Your salary  adequately meets your needs      
3 Your salary appropriately matches your  

experiences 

     

4 There is an incentives delivered to you to 

increase your  satisfaction 

     

5 You are happy with the types of allowances 

given 

     

6 There is a fair ―reward system‖ for your 

increased efforts 

     

Table.2. Factors related to leaders skill and leadership style. 

S/

N

o 

Questions Raised Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

7 You are pleased with the leadership quality of your  

school director(s) 

     

8 Your school director does his/her best toward full  

filling ing the school‘s mission/goal 

     

9 Your  school director works well in a group and  

And listen to your suggestions 

     

10 You are pleased with the leadership style of the s      

Table.3 .  Factors related to interpersonal relationship. 

  

S/

N

o 

Questions Raised Strongly 

disagree 

Disagree neutral Agree Stro

ngly 

agre

e 

11 You are happy with your professional relationship 

with the school director 

     

12 You are satisfied of your relationships with with 

colleagues/staff member. 

     

13 You are pleased of your relationships with the  

students‘ parents and the respect they give for  

you. 

     

14 You are pleased of your relationships with the 

your students‘ and the respect they give for you. 

     

 

 

 

 

 

 



 
 

 

 

 

 

Table.4. Factors related to school environment, teachers training and development. 

S/

N

o 

Questions Raised Strongly 

disagree 

Dis 

agree 

Neutra

l 

Agree Strongly 

agree 

15 Your  school has good security      

16 You are satisfied with your school  

rules and regulations 

     

17 Your courses in college/university Prepared 

you to teach the curriculum for the courses 

 that you have been assigned. 

     

18 You get in-service training continuously.      

19 As school teacher, you have many 

opportunities for professional advancement. 

     

 

Q.5. : Relationship of teachers’ job satisfactions and teachers’ job performance 

S/

No 

Questions Raised Strongly 

disagree 

Dis- 

agree 

neutral Agree Strongly 

agree 

20 You have a strong commitment to the field of 

teacher educ 

     

21 Your commitment to teaching work is high.      

22 You are doing your work as it is expected of 

you. 

     

23 You believe your teaching develops the students      

24 Teachers monitor and evaluate their students  

with clear objectives 

     

25 You prefer staying in teaching profession 

throughout your life for better performance 

     

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

 

Q.6. . Relation between teachers’ job satisfactions and Quality of Education at secondary schools. 

S/

No 

Question as raised 

 

Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

26 Losing experienced teachers because of 

job dissatisfaction harms quality of 

education. 

     

27 Job satisfaction of teachers influences 

student's enrolment rate of school. 

     

28 Job satisfaction of teachers influences 

repetition rate of student's 

     

29 Job satisfaction of teachers influences  

dropout rate of student's 

     

30 Job satisfaction of teachers influences   

student's achievement. 

     

31 Job satisfaction of teachers has direct 

proportionality with quality of education. 

     

    

 

 

 

 

 

 

 

 

 

 

 

 



 
 

Appindex 2 

Addis Ababa University 

School of Graduates studies 

Interview prepared for vice principals, principals and supervisors 

Dear Respond  

So you  are kindly requested to respond to the interview questions presented below to 

support questionnaire prepared for teachers.  

Principal,vice principals and supervisor  interview questions of study.  

The interview questions for the principals in the study will be: 

1.  What is your academic background (years, degree etc)?   

2.  Are teachers in your school satisfied to their job?   

3. What factors influence your school teachers‘ job satisfactions? 

4. What can you say about the impact of teachers‘ job satisfaction on teachers‘ job 

performance? 

5.  What can you say about the influence of teachers‘ job satisfaction on quality education? 

6.  By what mechanisms teachers‘ job satisfactions can be improved?  

 

 

 

 


