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ABSTRACT 

The main purpose of this study was to investigate teachers work environment and level of job 

satisfaction in government secondary school in Nifase-Silk Lafeto sub city.. The study targeted 

12 Principals and188 Teachers in N/S/L sub city secondary school. Information was obtained 

from the respondents through the use of questionnaires. Quantitative data collected were 

analyzed using descriptive statistics such as frequencies and percentage with the help of SPSS 

computer programmer, while qualitative data were summarized in themes based on research 

questions and presented in narrative form and direct quote from participants. The results make a 

significant contribution to new knowledge and understanding of current issues relating to the job 

satisfaction of teachers in selected high schools in NSL sub city Addis Ababa. The results 

indicated that the teachers were significantly dissatisfied with most aspects of their work. 

Motivation and safety emerged as the primary dissatisfying aspect of all the work factors. Other 

areas of dissatisfaction related to uncomfortable work place, and the poor relationships teachers 

have with the principals and with co-workers. In addition, all four of the identified factors were 

found to have statistically significant with job satisfaction. Qualitative data confirmed the 

quantitative results. Finally, recommendations were made in order to enhance the job 

satisfaction of secondary school teachers in N/S/L sub city, and for further research. 

 

 

 

 

 

Key words: work environment factors, motivation, safety, work with others work-life balance 

and, job satisfaction. 
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CHAPTER ONE 

1.  Introduction 

One and major issue that shall be considered thoroughly to educational sector in Ethiopia is in-

convenience of working environment and job dissatisfaction. 

The main purpose of this paper is, therefore, to examine teachers work environment and level of 

job satisfaction in government secondary school of Ethiopia particularly in Nfase Silke Lafeto 

sub city Addis Ababa. The elements in work environment factors that may influence job 

satisfaction included motivation, safety, relationship with other workers, safety and work-life 

balance.. 

In this chapter, the researcher will provide a pure introduction for the research starting with the 

background and problem statement. And then, research objectives, research questions and 

significant of the study. Will be presented respectively. Finally it will be ended with chapter 

layout and conclusion. In short, this research study provides further comprehension about the 

relationship between work environment factors and teachers job satisfaction.  Ultimately, this 

research will be beneficial in enhancing the management implication for the school and other 

school centers.    

1.1. Background of the Study 

Teachers are influenced by certain activities around their habitat or working environment. A 

work environment can be identified as the place that one works, which means the situations 

around a person. It is the social and professional environment in which a person is hypothetical 

to interact with a number of people. Hay Group (2007) contends that work environment includes 

a friendly, well-designed, safe physical space, good equipment and effective communication, 

which will improve productivity. Well-designed and organized offices and work areas make 

significant differences to how people feel about their work. Working environment can give some 

depressing messages about how much the organization value employees and the standards it 

expects from them (Armstrong &Murlis, 2007).  

Kaya (2015), indicated that work environment does not only consist of physical items such as 

design, tools, devices, but also in the form psychosocial/cognitive environment. According to in 
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Raziq and Maulabakhsh (2015), work environment consist of workplace safety, security of job, 

authorization in decision making, co-workers relationship, and recognition. Work life balance is 

also an element of work environment (Lazar, Osoian, &Ratiu, 2010Al Sumaiti 2010). 

A satisfied, happy and hardworking teacher is biggest asset of to one country. Comfortable work 

environment encourage the happier teachers with their job that ultimately influence the growth of 

educated human capital as well as growth of a country economic. Lambert et al. (2001) found 

that environmental factors are important determinant of job satisfaction. The level of salary, 

promotion, appraisal system, climate management, and relation with co-workers are the very 

important factors. Creating better and higher performing workplace requires an awareness of 

how workplace impacts behavior and how behavior itself drives workplace performance 

(Armstrong &Murlis, 2007). People work individually and interact with others and this requires 

different workplace solutions (Chandrasekar, 2011).  

Management‟s new task is to form an environment that attracts, retain and motivate its 

workforce. The responsibility lies with directors and supervisors at all levels of the school. They 

have to create a working environment where people enjoy what they do, feel like they have a 

purpose, have pride in what they do and can reach their potential. The work environment affects 

employee morale, productivity and engagement- both positively and negatively. In an effort to 

motivate workers, school centers have put into practice a number of activities such as 

performance based pay, employee involvement, recruiting agreements, practices to help balance 

work and family life as well as various forms of information sharing, (Chandraseker, 2011).  

Today‟s work environment is different, diverse and constantly changing. The combination of 

factors has created an environment where the job needs its teachers more than the teachers need 

the job. It is the quality of the employee‟s work environment that most impacts on the level of 

teachers motivation and subsequent performance. In today‟s competitive work environment, 

organizations can no longer afford to waste the potential of their workforce (Hughes, 2007). 

Therefore, most private government schools are making all possible efforts to make work 

environment more comfortable, safe and healthy. The workplace environment impacts teachers‟ 

morale, productivity and engagement - both positively and negatively. Comfortable work place 

design good job satisfaction on teachers and increases their performance to a large extent. 
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According to Abdulla et al. (2010), environmental factors represent the immediate job 

environment that contains skills required to perform a job, authority, autonomy, relationship with 

supervisors and co-workers and other working conditions. It is important for the teachers to 

know how its work environment impacts greatly on the teachers‟ job satisfaction. A well 

designed school indications the values and objectives of the organization and the use of design in 

staff interior communicates a schools values and identity. School design therefore should be one 

of the factors in affecting teachers‟ job satisfaction. It‟s therefore important to find out if 

teachers‟ safety can directly or indirectly distract their work performance or activity. So it is 

necessary to study the effects of the work environment in a school on their job satisfaction. 

Hence, the purpose of the present study is to examine the teachers work environment and level of  

job satisfaction in  teachers in Nfase Silke Lafeto sub city secondary school. 

1.2 Statement of the Problem 

In many educational backgrounds, teachers increasingly leave the profession after a few years in 

service. In addition studies worldwide have found that teachers are exposed to the highest level 

of job related stress and that they are less satisfied with their jobs than any other professional 

group. Research into teachers‟ satisfaction has a great effect and value because job 

dissatisfaction causes little commitment and productivity, reduced ability to meet teacher‟s 

needs, certain degrees of psychological disorders and high levels of stress related disability 

(Karavas, 2010). There is evidence indicating that most teachers in most school systems are not 

satisfied with their jobs, moreover, there is high turnover condition among the teachers. This 

may be a result of low pay, promotion, supervision, nature of work, fringe benefit and work 

environment influence etc.(Dinham& Scott, 1998).Study of teachers who resigned from the 

teaching profession indicated teachers‟ dissatisfaction centers on school systems and relate to 

school structure or administration policies.  

The issue of teacher‟s job satisfaction and commitment has been one of pressing educational 

issues in Ethiopia. Even though, school‟s environment factors are missing from previous studies, 

few studies have tried to examine teacher‟s job satisfaction and related factors in Ethiopia. The 

inequality in salary between teachers and non-teachers with similar qualifications, and the 

negative relationship between insufficient salary and occupation structure and job satisfaction 

has been confirmed by experimental data. Locally, Akiliu (1967) and Ayalew (1991) have also 

identified low or unfair salary and inadequate chances for occupation advancement as serious 
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matters in teacher job dissatisfaction. More recently Getachew (1999) and Manna and Tesfay 

(2000) have reached similar conclusions that teachers job satisfaction are low in Ethiopia.  

Job satisfaction studies in Ethiopia have been carried out in recent years, Fenot (2005) and 

Gedefaws‟s (2012) conducted such studies in Addis Ababa .Their study showed that teachers‟ 

job satisfaction is most closely related to those aspects that are intrinsic to the task of teaching 

namely, teacher efficacy and development. Especially, Gedefaws‟s (2012) study included 300 

secondary school teachers and 10 interview participants in Addis Ababa. The results indicated 

that the teachers were significantly dissatisfied with their work. Salary and benefits arose as the 

primary dissatisfying aspects of all the work factors. Other causes of low level of satisfaction 

were related to poor fringe benefits and opportunists for promotion, the management style of the 

principals, the lack of decision-making opportunities for teachers, lack of opportunity to develop 

personality, and the poor relationships teachers had with principals and parents. 

Fenot (2005, p. 78) noted that nearly two-thirds of teachers (64.7%) have tentative or definite 

plans to leave the profession. Fifty percent of these indicated that they will continue teaching 

until they get another job and 14.2% stated they definitely plan to leave teaching. Less than 

23.3% intend to remain in the profession until retirement, out of 278 primary teachers in Addis 

Ababa, Ethiopia. Why do teachers leave their jobs? Finding the factors that influence attrition is 

complicated because the phenomenon has multiple aspects in economic, social, political 

personal, and school environments.  

Due to these, the country‟s education sector is known to have the highest movement of teachers 

between schools and in their actual leaving of the profession. The attrition rate of teachers 

especially in governmental schools and in remote areas is also very critical. 

The need for the research also arises from practical evidence in that the researchers have been 

witnessing many of the above challenges in their more than 17 years of service in the education 

sector of Ethiopia. There is movement of teachers from school to other schools. At the same time 

some teachers leaving the teaching profession and joined other professions. Teachers, among 

other workers failed to earn a living wage to provide for their basic needs. Literature revealed 

that lack of job satisfaction, resulted in frequent teacher absenteeism from school, aggressive 

behavior towards co- workers and learners and early exits from the teaching profession. With 

regard to this problem, this study is designing to examine the relationship between work 
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environment factors and job satisfaction among secondary school of Ethiopia with special focus 

on Nefase selke lafeto subcity. 

1.3 Objective of the study 

1.3.1 General objectives 

 To examine whether there is a significant relationship between work environment factors 

(motivation, safety, relationship with co-workers and work-life balance) have a significant 

relationship with job satisfaction of teachers in school in the case of Nifase-Silk Lafeto sub 

city secondary school. 

1.3.2 Specific objectives 

 To determine whether there is a significant relationship between motivation and job 

satisfaction of staff.  

 To determine whether there is a significant relationship between safety and job 

satisfaction of staff.  

 To determine whether there is a significant relationship between relationship with co-

workers and job satisfaction of staff.  

 To determine whether there is a significant relationship between work-life balance and 

job satisfaction of staff.  

1.4 Research Questions 

1.4.1 Does motivation have a significant relationship with job satisfaction of 

           teachers in the school? 

1.4.2 Does safety have a significant relationship with job satisfaction of 

           teachers in the school? (e.g.lab rooms, feeding room, fistaid……)  

1.4.3 Does relationship with co-workers, have a significant relationship with 

           job satisfaction of teachers in the school? 

1.4.4 Does work-life balance, have a significant relationship with job satisfaction  

          of teachers in the school? 
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1.5 Significance of the Study 

The study is significant as it helps to discover possible unexpected consequences of job 

satisfaction in relation to work environment (motivation, safety, relationship with co-workers 

and work-life balance) .It provides information about teachers‟ job satisfaction from selected 

teachers in selected secondary schools  particularly in Nefse silke lafto sub city . 

Teacher‟s job satisfaction has impact on the quality of education. Their effectiveness is 

dependent on how satisfied they are. It‟s a determinant factor for teaching delivery. It has been 

found that job satisfaction is an important factor in the teaching and learning process. 

Dissatisfied teachers provide poor quality education and less efficient care. On the other hand 

motivated teachers equally motivate students, supervisors, administrators and in general the 

school environment. Maintaining school environment depends on effective and motivated 

teachers. 

This research creates awareness about job satisfaction among all concerned of teachers. They 

will benefit a lot from this study. Teachers achieve better when they have higher satisfaction. 

The results may further help the school administrators to review existing motivational policies 

and practices. This will be the basis to plan programs for teacher development that will lead to 

the teacher‟s professional growth. Teachers‟ job satisfaction is believed to address problems that 

are faced by the teachers, schools, parents and students. It is given due importance 

internationally and nationally. Therefore, assessment of its practice will help in improving make 

comfortable environment and job satisfaction. 

So that job satisfaction is an important issue that has a significant effect towards organizational 

growth and profitability, the knowledge regarding the relationship between work environment 

factors and job satisfaction is important for the Ethiopian education polices makers „and other 

government schools.. Thus ,this research will be significant in helping  as a reference for the 

policy makers minister of education(MOE) and government to modify or create laws and 

regulations in related to work environment factors  that  all government and privet  school sectors 

need to obey in order to protect the Ethiopian teachers. 

Finally, this study specially will benefit for the secondary school teachers‟ as it provides further 

understanding on the importance of job satisfaction and direction on how the high school will be 

improve the teachers job satisfaction by improving  the work environment factors such as 

motivation, relationship with co-worker ,safety, and work-life balance. Therefore, school 
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directors or principals will be following the information and guidelines to increase teachers‟ job 

satisfaction.  

1.6. Scope of the study  

The paper was study what is the result comes the work environment factors on job satisfaction in 

secondary school teachers. The population of this research was based on some selected 

secondary school Nefase selek lafeto sub city Ethiopia Addis Ababa. Questionnaires were to 

distributed for teachers and interview questions were prepared for school principals. 

1.7. Limitation of the study 

During the initial study, it was planned to distribute  all questionnaires‟ which prepare for 188 

teachers .However, due to some unknown reason 18 teachers did not return the questionnaires 

even the researcher went many times but the questionnaires‟ did not return .Therefore, the 

researcher forced to limit the survey on 170 return questionnaire and principals interview.  

1.8. Organization of the study 

In this research paper a total of five chapters will be presented. The purpose and content of these 

five chapters are explained as below:  

In the first chapter of this paper it will be presented a general overview of the research study. It 

starts with the research background for the research topic and the problem statement solidified 

the purpose of conducting this research. In order to provide a better understanding for the 

readers, the research objectives, research questions, and significance of the study are identified.  

The second chapter of the research contains definition and discussion of literature related to work 

environment factors, job satisfaction and their relationship. The contents of this chapter are 

retrieving from the secondary sources of information such as journal articles, and text books. 

Besides, some relevant theoretical frameworks that are supporting the variables are provided and 

a conceptual theoretical framework proposed by the researcher will be introduced in this chapter. 

The third chapter will explain how the research is carried out. It will be focused on the 

implementation of research design at first. Data collection methods of the research will be 

provide after that sampling design, construct instrument and research instrument used will be 

explain as well. The researcher will also explain for the method involve in data processing and 
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analysis. The forth chapter will describe the results competed through using SPSS version. The 

researcher will describe, interpret and analyzed the results of questionnaires and interview data 

of the study detail. In chapter five it will be presented the summary and the conclusion part of the 

study based on  major findings. 
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CHAPTER TWO 

2. Review of related literature 

2.1 Job satisfaction  

 Job satisfaction is recognized as a person‟s feeling towards the job. Teachers are one of the 

highest assets for a country to crate generation or human capital. If schools are planned to make 

good environment, it must satisfy the employee at first, because “Happy employees are 

productive employee.”(saari& Judge.2004). From the viewpoint of Salunke(2015),the term “job 

satisfaction” can be justified as a working persons attitude or his or her internal situation .  The 

researchers further described the different aspects or scopes of job satisfaction included, 

organizational social, cultural, and environmental elements. Primarily, individual elements such 

as the genetic personality, age, marital status, and also educational level play an important role in 

discomfort the individual‟s job satisfaction. Secondly, social elements are showed to the 

relationship with other workers/co-workers) and the communication or informal relationship 

with administrations. Thirdly, cultural elements are signified to an individual‟s belief, worth, 

attitude, and religious. Forth,  

Job satisfaction has been the focus of much research in the developed countries 

(Papanastasiou&Zembylas, 2006), and has been the topic of interest of researchers and 

practitioners in many fields, including organizational psychology, public administration, 

education, and management (Kim, 2005:668). These researches have expressed many generic 

theories, and have tried to describe job satisfaction in the workplace. In an effort to understand 

the nature of job satisfaction, Green (2000), in his review, concluded that there are three 

theoretical frameworks of job satisfaction, namely content or needs theories, process theories, 

and situational models of job satisfaction teachers. All of these frameworks may be useful to a 

greater or lesser extent to understand the job satisfaction of Ethiopian 

The theory of job satisfaction can be defined in several ways since different authors showed to 

have different points of view. Based on Locke (1976)as cited in Singh and Jain (2013),working 

individual‟s like to evaluate his or her job and job experience before they can feel and know their 

own job satisfaction. Based on Spector (1997), job satisfaction is actually regarding how people 
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feel, think, and perceive about their jobs. Elliston and logsdom(2002) helped the attitude and 

revealed that job satisfaction shows the amount of which the employees like their  job. Exactly, 

(1991),Armstrong (2003) and Robbins (2007) as mentioned in Rajput, MahaJan and Agarwal 

(2017), satisfied that job satisfaction is the last attitude of the teachers toward their job. Statt 

(2004 ) as mentioned in Aziri (2011) expressed  his definition for job satisfaction as whether a 

worker sensed satisfied with the outcome he or she gets in return to his job . 

Job satisfaction is mostly affected by both of the internal factors how teachers sense their job and 

the external factors such as the work environment (Aziri,2011). In 1935, Hop pocks researched 

on job satisfaction and described that, job satisfaction of a person can be expressed as the 

mixture of three situations. A person will normally consider about these situations before he or 

she honestly tells that: “I am satisfied with my job”. According to Cranny, Smith, and Ston 

(1992) as mentioned in Aydin and Ceylan (2009),job satisfaction is really a mix of affective 

responses to different perceptions of what an teachers  wants to receive as the outcomes and 

compared with the real coming back the teachers received.     

Saxena and Kaur (n.d.) cited that job satisfaction can be divided into two major types including 

the worldwide job satisfaction and also the job specific satisfaction. First of all, the worldwide 

job satisfaction can be justified as the overall feelings the teachers experienced concerning their 

jobs. Although, job specific satisfaction is defined as the feelings that experienced by the 

employees concerning some particular job aspect. For example, there are work environment and 

management. Porter and Lawler (1968) divided the factors of job satisfaction into two. Firstly, 

the internal satisfactory factor is definite by the job nature itself. In other words, the examples are 

such as self-esteem, self-achievement, accomplishment, authorization, empowerment, and so on. 

External satisfactory factors consist of factors that are related to the work indirectly. For 

examples, the relationship with co-workers, incentives, well-being, and utilities 

(Wadhwa&Wadhwa, 2011). 

Many studies done by several researchers such as Hulin, Roznowski, and Hachiya (1985) and 

Kohler and Mathieu (1993) stressed that, dissatisfied teachers have the higher possibility to quit 

or absent from their job as compared to the teachers who are well-satisfied. According to Aziri 

(2011) and Lease (1998), when teachers are highly satisfied with their job, they tend to present at 

work more often, has high work commitment, satisfied with their lives (Singh & Jain, 2013) and 
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has low absenteeism. Moreover, teachers have high reliability and efficiency when they are 

satisfied (Hunter &Tietyen, 1997). Job satisfaction is important as a pointer of the organizational 

effectiveness. It measures how well an organization is doing in fulfilling the demands of 

employees (Rothmans &Coetzer, 2002; Salunke, 2015). Job satisfaction can be described using 

three theories which are shown below: 

2.3 Work environment  

Work environment means the way between the employees and the workplace. It is mentioned to 

the setting, situation, condition, or circumstances where employees perform their job. Devi and 

Rani (2016) defined that work environment factors have direct effect in job satisfaction and 

stress level of the teachers. Efficiency of teachers tends to increase if the school is can provide a 

good working environment. According to Spector (1997), work environment includes job 

security, safety of employees, interpersonal relations, recognition, and opportunity to involve in 

decision making. Teachers are possible to have high job satisfaction when they got that they are 

appreciated by the school managers or principals. 

Workplace is defined as a physical location where someone is employed and carries out their 

jobs. In general, different infrastructure, resources and other working factors can be found in 

workplace (Manyisa& van Aswegen, 2017). 

Hanaysha and Tahir (2016) described workplace as the factor that placed significant impacts on 

employees‟ job satisfaction. In the 21
st
 century, people living an unbalance work-family life tend 

to stay longer in their workplace. It is hard for them to associate with equilibrium between the 

quality of work and family life (Sukalova, Ceniga, &Janotova, 2015). 

Based on Salunke (2015), there are four main characteristics for work environment. Firstly, it is 

about the apparent and communication. Briefly, work environment addresses how the teachers 

feel that they are suitable to the school. It is necessary for the teachers to understand the attitude, 

mission and values of the school center. Secondly, work environment is about the constancy of 

work and personal life. Finally, an organization with the culture that promotes work-life balance 

will create a teachers Lake that is high satisfied with their job. Thirdly, work environment must 

be neutral. Literally, teachers must know the logic that they are being rewarded fairly in based to 

their performance. For the fourth characteristic, the work environment must promote uniformity. 

Under exact situation, teachers usually make expectation on the response or reaction of their 

leaders based on the style of leadership.  
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Kohun (1992) defined work environment as the bridge between the employees and the 

workplace. It is referred to the setting, situation, condition, or circumstances where employees 

perform their job. Devi and Rani (2016) justified that work environment have direct effect in job 

satisfaction and stress level of the employees. Productivity of employees tends to increase if the 

organization is able to provide a good working environment. According to Spector (1997), work 

environment includes job security, safety of employees, interpersonal relations, recognition, and 

opportunity to involve in decision making. Teachers are likely to have high job satisfaction when 

they perceived that they are appreciated by the school leaders. 

In defined to Opperman (2002) as quoted in Taiwo (2010), work environment is containing three 

sub-environments. Primarily, the technical environment showed the physical elements people 

normally set up in a workplace that allow the employee to carry put their obligations, such as 

tools, equipment and technical infrastructure. Next, the human environment is important to 

inspire sharing of knowledge, information and ideas through informal workplace interaction.  

For instance human environment included peers, work team, leadership, and management. The 

last sub-environment is organizational environment. It is the type of environment where the 

leaders control over the work environment lies. For instance, there are organizational attitudes, 

morals, structure, procedures, and practices.  

In refer to Herzberg (1966) as cited in Prabhakar (2016), the researcher stated that work 

environment consist of ventilation, lighting, equipment, tools, facilities, space and so on. In 

addition to what as mentioned by Herzberg (1996) and Pitaloka and Sofia (2014) further stated 

that work environment includes the elements of fair treatment at the workplace, communication, 

culture, rules and procedures. From the perspective of Chandrasekar (2010), work environment 

includes the space and facilities required when employees are carrying out their job, relationship 

with superiors, the culture of equality, communication system adopted, factors that inspire a 

person to works in the specific organization, and the approaches for hazards control. 

Meanwhile, according to Jain and Kaur (2014) and Salunke (2015), work environment can be 

divided into three classifications. The three classifications included physical, mental, and social 

environment. Physical environments are such as temperature, noise, infrastructure, and facilities. 

Mental Environment includes factors such as exhaustion, boredom, relationship between co-

workers as well. Social Environment refers to the sense of belongingness of the employee feels 

on the social group they joined. 



13 
 

2.3.1 Safety 

Safety in workplace means that the employees need to be free from risk of injury or loss 

Aswathappa (2000). Besides, safety might be defined as the absence of accident during 

interaction between employee and their work environment (Lucas, 2001). Kreitner (2007) 

defined that, a safe working environment is a crucial factor influencing job satisfaction. With the 

intention of satisfy the safety need of teachers, some schools imply safety need into their policy 

as a strategy to ensure that their teachers are able to work under a safe environment. 

Safety is a basic human need under the theory of Hierarchy of Needs Maslow (1954). The 

researcher identified that so as to define safety needs, it is important to identify the conditions 

that are able to satisfy teachers‟ safety needs and also the types of threats that will reduce the 

workplace safety. Schools must initiate to improve safety in the workplace by inspiring teachers‟ 

participation on safety training (Rosow&Zagaer, 1985; Wood, 2004). 

In spite of the idea that safety is an important aspect that most of the employees are concerning, 

Nordlöf et al., (2015) originate that teachers that is eager to achieve a specific goal or target tend 

to primary  the prize or reward over the safety in workplace. This reasons the teachers to conduct 

insecure act. Goh and Kong (2016) mentioned that employees‟ theft is a critical issue in any 

organization especially for school centers safety in workplace means that the teachers need to be 

free from risk of injury or instability. Besides, safety might be defined as the absence of injury 

during interaction between employees and their work environment (Lucas, 2001). Kreitner 

(2007) described that, a safe working environment is a crucial factor influencing job satisfaction. 

In order to satisfy the safety need of teachers, some schools imply safety need into their policy as 

a strategy to safeguard that their teachers are able to work under a safe environment. 

2.3.2 Relationship with Co-workers 

The interrelationship exists within workers and the environment where they work is the element 

of work environment (Taiwo, 2010). Co-workers are defined as individuals who work together in 

the workplace and hold positions or ranks similar to each other in the workplace (Yoon &Thye, 

2000; Hain, 2005). Lin and Lin (2011) indicated that co-workers‟ relationship is a type of 

interpersonal relationship. It can be divided into two dimensions such as leader-member 

relationship and co-workers interaction. The leader-member relationship included the 

relationship between vertical pair as well as horizontal pair among co-workers, other groups or 

within whole organization.  
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From the study of Hussin (2011), the researcher defined co-workers as someone who is 

sympathetic, helpful, concern and give advice to their colleagues. According to Fiedler, 

Chemers, and Mahar (1976) as cited in Lin and Lin (2011), it was well stated that the 

relationship with co-workers is the friendship, acceptance and loyalty between group members.  

Co-workers‟ relationship is referred to the degree of trust, confidence and respect of subordinates 

to their leaders (Chen, 1989; Lin & Lin, 2011). Co-workers‟ relationship is an interpersonal 

nature and it is maintained through interpersonal communication (Madlock& Booth-Butterfield, 

2012). Most of the time, teachers stayed at the workplace and thereby, there are a lot of 

opportunity for them to develop interpersonal relationships and friendships with each other in the 

school. Relationship with co-workers is an important source of support for the teachers‟. 

Teachers who develop friendly and positive relationship with their staff members tend to feel 

secure and confident in the workplace. Moreover, the relationship with co-workers is considered 

as an important source of friendship, support and high job satisfaction (Bridge & Baxter, 1992; 

Ray, 1987; Madlock& Booth-Butterfield, 2012). In refer to the Maslow‟s Theory of Social 

Needs, social support is critically important. Social needs are defined as the needs for affiliation 

which focuses on the relationship with co-workers. For example, social support of employees is 

vital to increase employees‟ performance and maintains a good interpersonal relationship with 

co-workers within the organization (Abdullah, 2002; Luddy, 2005). Study conducted by Cahill 

and Sias (1997) stated that employees usually establish relationships with their colleagues to 

provide them with a source of social support and friendship. When there are some friendly and 

supportive co-workers in the school, teachers‟ job satisfaction will be improved.  

The study of Hodson (1997) as cited in Hain (2005) revealed that co-worker relationships have 

four main objectives. The first objective of co-worker relations is for occupational socialization 

because they can screen apprentices and approve as membership into an occupation. Secondly, 

when there is a good relationship among employee, they will be united as one to protect each 

other within an organization. Thirdly, when there is a presence of supportive co-worker 

relationship, they tend to help each other to fight back those who have higher power in the 

school. Lastly, co-workers relationship helps in knowing group identities through participation 

and involvement in any events such as wedding party, “lekeso”. Furthermore, co-workers will 

communicate and develop relationships with each other to meet their job requirements in the 
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school as well as personal needs. Good relationship between employees in the organization often 

generate positive outcome for the organization and its employees (Hain, 2005).  

Ultimately, the interaction designs between co-workers are significantly important as well. 

Relationship with co-workers has become very important for every school especially in some 

areas of management scholarship. The relationship with co-workers has been shown in 

reciprocate. For example, an employee tends to seek for assistance from his co-workers to solve 

his problems and vice versa (Byington, 2013). 

Based on the Equity Theory, employees make social contrast of output-input ratio from other 

teachers‟ in the school which could affect their job satisfaction and job performance (Adams, 

1995; Takeuchi, Yun, & Wong, 2011).teachers often compare the benefits they received with 

their co-workers. If teachers feel that their output and input ratio is unfair as compared with their 

upper class, it can initiate their feeling of jealousy and negatively affecting the relationship 

between teachers under school. Cummins (1990) found that employees who had good 

relationship with co-workers tend to be successful and productive. Co-workers could provide 

mental support to each other during critical times or when anyone is in need for encouragement 

(Yang et al., 2015). Thus, relationship with co-workers will lead towards job satisfaction.  

2.3.3 Works-Life Balance 

Anyone needs and expectations for work-life balance are regularly different. For example, a 

single and a married person tend to have different views for an ideal work-life balance. In this 

age, a culture of good work-life balance that is able to create a highly effective and highly 

satisfied teachers group is the key to school success. In contrast, poor work life balance could 

actually lead to stress and work-family conflict (Al Sumaiti, 2010). According to Frame and 

Hartog (2003) as cited in Saif, Malik, and Awan (2011), work-life balance is where an employee 

is able to use his or her flexible working hours to balance their work and personal activities such 

as personal programs, further study, and social events. According to the research of Agha, Azmi, 

and Irfan (2017), the researchers defined work-life balance as the way individual seek for an 

appropriate balance between the aspect of work and life. The researchers as mentioned stated in 

another way that, work life balance can be also be defined as the personal‟s feeling of 

satisfaction between work and family commitment. Basically, work-life balance indicates a 

balance between three elements, which are including paid work, non-paid work and personal 

time. (Johansson, 2002 as cited in Agha, Azmi, & Irfan, 2017). 
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Byrne (2005) as cited in Agha et al., (2017) described that work-life balance is significant in five 

aspects of a working person‟s life. These five aspects include work, family, friends, health and 

oneself. Yadav and Dabhade (2014).mentioned that an employee-oriented culture increase 

employee‟s productivity and job satisfaction. In opposite, when a school promotes the culture of 

imbalance work-life such as work overload, teachers‟ time to spend with their family will be 

reduced. They might be absent from important events such as family member‟s death. In 

addition, work-life balance can be described as the individuals‟ equilibrium of time and effort 

that they spend at work and their roles to maintain a harmony lifestyle.  

It is important for individuals in knowing how to allocate their time for work and personal life 

respectively. Lazar, Osoian, and Ratiu (2010) and Arif and Farooqi (2014) mentioned that some 

organizations promote work-life balance practices as their culture or improve the welfare and 

satisfaction of their employees by implementing some programs to strengthen their work-life 

balance. For example, Family-Friendly Policies is effective in attractive teachers work-life 

balance by allowing flexible work time or decreasing the working hours so that they could have 

more time to spend with their family (Lazar, Osoian, &Ratiu, 2010).  

Dhas and Karthikeyan (2015) stated that work-life balance is refers to employees‟ dilemma in 

managing between their work obligations and family responsibilities. A proper balancing 

between teachers work and life sited positive outcomes to the teachers as well as the school 

itself. For the teachers, work-life balance tends to reduced their work-family conflict and 

improve their job satisfaction. For the organizations that encourage work-life balance, they are 

able to attract and retain talented employees (Deery&Jago, 2015; Dhas&Karthikeyan, 2015). 

Susi and Jawaharrani (2011) stated that work-life balance is essential in determining major 

organizational management issues. Most of the school centers understand that work-life balance 

will be directly affecting teachers‟ job satisfaction, teachers‟ retention, work-family conflict, 

stress, and more. 

2.3.4 Motivation 

Motivation is a basic psychological process (Taghipour&Dejban, 2013). It assists as the driving 

factor of the personality growth of an individual and is determined by the system of internal and 

external causes. In refer to Luthans (1998) as cited in Rahim and Daud (2012) motivation is 

defined as the process that arouses, energizes, directs, and sustain an individual‟s behavior and 

performance. According to Santisi, Magnano, Hichy, and Ramaci (2014), maintaining 
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employees‟ work motivation is essential to increase their satisfaction and performance. Positive 

motivation improves employees‟ capabilities towards the increasing job complexity (Sidorova, 

2015). Some of the techniques used in motivating employees are such as money, training and 

communication (Tella, Ayeni, and Popoola, 2007).  

 

Researchers from different field have been widely defined the term “motivation”. According to 

Platonov (2004) as cited in Sidorova (2015), social psychology defined motivation as a system of 

factors that initiates individual to perform some particular actions or goals. In management, 

Anghelache (2015) justified that motivation is the human activity‟s internal condition, the needs 

and rationales that provoke, support and affect the human activity. Motivation served as the 

driving force for every individual to pursue and satisfy their own needs. In business, Linder 

(1998) as cited in Chatzopoulou, Vlachvei, and Monovasilis (2015) referred motivation as an 

inner force that is able to lead an individual to achieve both personal and organizational goals. 

Motivation can also be defined as a process that produce intensity, objectives and determination 

of an individual in order to achieve goals (Robbin and Judge, 2009).  

Generally, there are positive motivation and negative motivation. Positive motivation occurs 

when someone uses the opportunity in giving prizes to impact the other individuals to do 

something. Individuals that are motivated by the positive motivation will perform some desired 

attitudes, behaviors and actions hoping for the reward in reciprocate. Meanwhile, negative 

motivation takes place when someone used their power in order to influence the others not to do 

something. 

Frankly speaking, individuals are motivated by the negative motivation in order to avoid 

unwanted consequences or punishments (Furiady&Kurnia, 2015). Mladkova, Zouharova, and 

Novy (2015) stated that, there are many models studied on the motivation factors. Three of the 

most well-known theories are described as below:  
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2.7 Review of Relevant Theoretical Framework 

Figure 2.1: Conceptual Framework of Raziq and Maulabakhsh (2015) Adapted 

 

 

 

 

 

 

 

 

 

 

Adapted from: Raziq, A., &Maulabakhsh, R. (2015).Impact of Working Environment on Job   

Satis faction. Procedia Economics and Finance 23, 717 – 725. 

The model shown in Figure 2.1 described how Raziq and Maulabakhsh (2015) explain the 

relationship between work environment and job satisfaction. Work environment as revealed in 

above included not only job safety and relationship with co-workers, but also working hours, job 

security, esteem needs, and support from the top management. There are a total of 210 
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employees from the industries of banking, telecommunication and universities participated in 

this research study.  

The researchers identified that both of the safety and relationship with co-workers has a positive 

and significant impact on the job satisfaction. This recommended that employees who feel 

satisfied with the work environment safety and having a sociable relationship with their co-

workers within the organization are more likely to have high job satisfaction 

(Raziq&Maulabakhsh, 2015).  

Hackett and Guion (1985) and Bass and Stogdill (1990) as mentioned in Lin and Lin (2011) 

recommended that principal-member relationship and co-workers interactions will impact 

teachers job satisfaction in either positive or negative way. The research outcome of Raziq and 

Maulabakhsh (2015) concerning good relationship with co-workers is an important factor that 

will leads to high employee job satisfaction is in line to the research done by Friedlander and 

Margulies (1969) as mentioned in Parvin and Kabir (2011), Rad and De Moraes (2009), and 

Pandey and Khare (2012) as mentioned in Akhter, Hussain, Bhatti, Shahid, and Ullah (2016).  

Raziq and Maulabakhsh (2015) stated that every employee is the important element that aids the 

implementation of organization vision and mission. Organizations need to ensure that employees 

are working under a safe environment. The researchers suggested that organizations need to be 

considerate and create a safe working environment to improve employees‟ job satisfaction. The 

previous research done by Bakotic and Babic (2013) also found to be supported the research 

outcome of Raziq and Maulabakhsh (2015). Bakotic and Babic (2013) mentioned that employees 

who work under unsafe work environment tend to reduce job satisfaction that eventually causes 

poor performance. 
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Source: Developed for the research 
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Jawabreh, Alhyasat, &Hamour, 2014; Yildirim, Gulmez, &Yildirim, 2016), in that way, the 
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CHAPTER THREE 

3, Research Design and Methodology 

3.1 Research Design 

The study used quantitative and qualitative research models (mixed method). According to Jick 

(2008) mixed method are the research plans that include at least one quantitative method to 

collect numbers and one qualitative method to collect words. The uses of mixed methods are for 

the purpose of triangulation due to the fact that the individual strength of one method off set the 

other method‟s weakness.  

The quantitative method used descriptive survey. According to Mugenda (2011), survey design 

is used “to collect information that define, explore and help the detective understand social life. 

The investigator focuses on the links among smaller number of attributes across a sample of 

cases depending on the resources available and the size of the target population” (p. 71). The use 

of survey design is for the purpose of studying a large population of secondary schools in Nefase 

Selke Lafeto /NSL/ sub city specific area as well as identifying and studying individual 

characteristic components in the population. 

3.2. Sources of Data 

To carry out the study both primary and secondary sources data were used. The primary sources 

include data gathered from school principals and teachers. Secondary data, the data which has 

been composed, ordered and analyzed by someone else and is readily accessible for the readers. 

The researcher refers past studies that defined the variables planned for this research study, such 

as the four independent variables (motivation, relationship with co-workers, work-life balance 

and safety) and the dependent variable (job satisfaction). This data is suitable to use for this 

research study because it requisite less cost, is able to be collected easily, less time is needed to 

collect the relevant information, and it is providing a general understanding on the research topic.  

3.3. Sample and Sampling Techniques 

There are 10 sub cities in Addis Ababa city government administration. However, from these, 
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Nefas selk lafet Sub city administration was selected to secure maximum efficiency with 

relatively short period of time and community participation problems seems to be observed as 

the researcher well familiar to the area. In this sub city there are13 woredas, 9 government 

Schools 626 teachers, 36 school principals, 9 unit leaders, 12 supervisors. From 9 Government 

school 188 teachers and 4 school principals were selected using for simple random sampling 

techniques.  

A sample as stated by Ogula (2005) is “a sub-group of a population which must be as descriptive 

as possible of the population from which it is drawn” (p. 26). As stated by Best and Khan (2006), 

“30% of the targeted population is enough sample for a study” (p. 20). Mamia (2005) argues that 

the aim of sampling is to provide a miniature copy of the population. Hence, implications can be 

made about the larger population based on the drawn sample.  

This study adopted a sample size of 30% of the target number of in NSL wereda high schools 

since it is a representation of the population. According to Creswell (2008), a general rule of 

thumb is to select as large a sample as possible from the population. Creswell additional states 

that the larger the sample, the less the potential error that the sample will be different from the 

population. The studies will use both probability sampling and non-probability sampling 

techniques in the selection of the participating schools. For probability sampling, the study used 

stratified sampling while for non-probability sampling; purposive sampling is used two (2) 

secondary schools which represented 30% of 9 governmental high schools found in NSL 

3.4 Instruments of Data Collection 

Instruments of data collection are basic tools to gather data to will find possible solutions for 

observed problems. In order to achieve the purpose of this study questionnaires, interview and 

documents analysis were used as an instrument of data collection 

3.5 Questionnaire 

Two set of questionnaires were developed. The questionnaire was prepared for teachers. Both 

questionnaires have two parts. The first part of the questionnaire is intended together background 

information about age, educational level, sex, and service year; the second part of the 

questionnaire is about work environment factors and job satisfaction among teachers. Finally the 

questionnaires‟ prepared by the researcher which collect from literature review and the 
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researcher used English language .finally the researcher use 4 days to distribute and collect 

questionnaires 

3.6 Interview 

Interview questions are delivered to 4 secondary school principals to face conversation. 

Interviews are inside according to the convenience of the interviewees at their work place and for 

4 schools  directors Semi –structured interview is conducted to work environment factors and job 

satisfaction in the study. The purpose of the interview was to get in depth and gather information 

which is difficult to interview meaningful information from the factual expressions and gestures 

can be read from the respondents about the raised issue and to triangulate with other data 

gathering tools. Finally the researcher use for interview Amharic and English language  and also 

for this reason the researcher  was used 2 days. 

3.7 Methods of Data Analysis 

First the collected data was checked and counted, and classified with respecting schools. And 

then, the data for each group was arranged and organized using SPSS version 20. The analyses of 

the data was undertaken bearing in mind the basic research questions, designed for the study. 

Items involved in the questionnaires reclassified into two sections. The first category deals with 

characteristics of respondents whereas the second part is specific items which are based on the 

basic question. Percentage was used to analyze the characteristics of guidelines, directives and 

rules. Furthermore, the specific item of the study was analyzed in the following manner. 

In answering the basic questions regarding selected school community participation, it was 

analyzed in terms of safety, relation with co-workers, motivation work- life balance in teaching 

learning  process, using mean value, percentage, frequency. Finally, the qualitative data or 

information collected through close –ended, questionnaires and interview. 

3.8 Ethical Considerations 

According to Mugenda (2011), research ethics “focus on the application of ethical standards in 

the planning of the study, data collection and analyses, distribution and use of the results” (p. 

293). The researcher will see the agreement of those he is going to collect the data from and 

equally explained the purpose of the study to the participants. The participants are given the 
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freedom to choose to participate or not to in the study. Confidentiality will be achieve by not 

asking participants to write their names on the questionnaire.  

Furthermore, the respondents in this study were not exposed to any mischief. The information 

that the researcher sow from the respondents was not biased or sensitive about their status. The 

researcher was reached an agreement with the participants about the use of the data, and how its 

findings was be reported and distribute.  
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CHAPTER FOUR 

4. DATA PRESENTATION, DISCUSSION AND INTERPRETATION OF 

FINDINGS OF THE STUDY 

4.1 Introduction 

This chapter presents data analysis and discussion of the findings on the relationship between 

work environment factors and job satisfaction of secondary school teachers and Directors in 

Nefase selk lafeto subcity, Addis Ababa. The study will target all teachers and directors.  The 

Data will get by distributing questionnaire, interview guide. Questionnaires were distributed to 

188 teachers; interview has been conducted for 6 or (50%) directors. From 188 questionnaires 

distributed to the teachers, 170 0r (27.1 %) questionnaires were responded.  

The researcher used a descriptive statistics to analyze The quantitative data. This enables the 

researcher to present the data in frequencies and percentages. The qualitative data are presented 

in narrative form and direct quote in order to address the research questions.  

This chapter is divided into two main sections. The first section deals with demographic 

information of the respondents (Directors and Teachers,) while the second section presents the 

findings according to the research questions. 

4.2 Demographic Information of the Respondents 

This section describes the general demographic information of the respondents who participated 

in the study: Teachers and school directors. 

According to Table 4.1, among the six (6) principals sample in the study, 83.3% are male while 

the remaining 16.7% are female. This may indicate gender disproportion in position of 

responsibilities. This disproportion can be explained by the fact that the female-child education 

in the past was not given adequate attention compared to male-child education. More so, female 

principals tend to shy away from leadership positions especially in co-educational institutions 

because it is observed that managing boys in high schools is a huge task and as such may not 

necessarily be a case of gender partiality. There are 16.7% Directors who has Bachelor degree of   

EDPM another 83.3% of the Director‟s held Master degree in EDPM also. This indicated that the 

directors are adequate qualification to implement MoE guidelines on Educational leadership 

management and they fulfill the requirement of the position.)  
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The management experience of the directors shows that, 16.7% of the principals are working 

experience of 4-6 years which is adequate to enable them directing, managing and leading to 

teachers. The other 83.3% are working experience of 7-10 years. In this regard, majority of the 

directors are more experience in administrative field and hence are able to lead teachers and 

provide means to any that teachers are comfortable work environment.  

Teachers‟ demographic information contain of their gender, age, work designation, marital status 

and professional qualification. Data on teachers‟ demographic information were presented in 

Table 4.1. 
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Table 4.1: Demographic information of Teachers 

Gender Frequency percentage 

Male 146 85.9 

female 24 14.1 

Total 170 100.0 

Age Frequency percentage 

Below 30 years 54 31.8 

30-35 years 55 32.4 

36-40 years 19 11.2 

41-45 years 14 8.2 

46-50 years 16 9.4 

Above 51 years 11 6.5 

>50 years 1 6 

Total 170 100.0 

qualification Frequency percentage 

Certificate 1 6 

College 9 5.3 

BAD/BSC/degree 123 72.4 

MA/MSC/degree 37 21.8 

Total 170 100.0 

Experience Frequency percentage 

<1 year 4 2.4 

2-3 years 19 11.2 

4-8years 21 12.4 

7-10years 51 30.0 

>10years 74 43.5 

Total 170 100.0 

Title/designation Frequency percentage 

Subject teacher 127 74.7 

Class teacher 19 11.2 
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A. Gender 

Data gains on the gender of teachers discover that 85.9% are males while 14.1% are females. 

Although the use of stratified sampling to select the teachers are means to have equal number of 

both male and female teachers in the study, but among the schools sample, three (3) of the 

schools are more male teachers than female teachers. This resulted to having more male teachers 

in the study. However, gender disproportion may be due to perception of gender roles in 

employing female teachers to handle students. This explains the reason for this disproportion in 

the number of teachers‟ respondents based on gender. 

B. Age 

Age of teachers from the data obtained indicated that 31.8% of the teachers were below 30 years. 

32.4% are aged 30-35 (11.2% )are aged 36-40 some 8.2% are aged 41-45. The other 9.4% are 

46-50 years and 6.5% are above 51 years. Teachers aged >50 years are few. A possible reason 

for having majority of teachers aged 30-35 years may be that TSC does not employ teachers 

immediately after attaining their bachelors‟ degree. 

C. Work designation/title 

About 74.7% of the teachers are subject teachers; another 11.2% of the teachers are class 

teachers; some 1.8% are head of subject; another 8.2% are head of department while 1.8% are 

deputy head and other (specify) are 2.4%. From the data analyze, it is find that some teachers are 

multiple work designation. This may be explained by the fact that many high schools in Nefas 

Selk Lafet subcity particular in Ethiopia in general it revels short-staffed. This obvious lack of 

adequate teaching staff in schools prompted the assignment of multiple responsibilities to 

teachers in schools. 

D. Qualification 

The data obtain from teachers‟ responses revealed that about 0.6% are certificate; 5.3% has 

Diploma; 72.4% BAD/BSC/degree; 21.8 % of the teachers has MA/MSC in Education. This 

finding reveals that majority of teachers sample are highly qualified for teaching in high school 

level. It means therefore that some of these teachers are able to utilize opportunities available for 

their professional development. However, teachers who have certificate, Bachelor of Arts, 

Master of Arts and certificate though few may have been staffed in school due to shortage of 
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teachers in Ethiopia. These categories of teachers are not trained to manage teaching-learning 

situation 

4.2 Analysis of data pertaining to job satisfaction issue 

Table 4.3 job satisfaction  

NO statement  SA A N D SD 

 

JS1 

If I could choose the career 

again I would make the same 

decision. 

Frequency 28 52 23 29 38 

percent 16.5 30.6 13.5 17.1 22.4 

 

JS2 

 

My job has more advantages 

than disadvantage. 

Frequency 32 44 25 30 39 

percent 18.8 25.9 14.7 17.6 22.9 

 

JS3 

 

I would like to change my 

career  

Frequency 58 43 22 26 21 

percent 34.1 25.3 12.9 15.3 12.4 

 

JS4 

 

I really enjoy my work  

Frequency 28 43 25 36 38 

percent 16.5 25.3 14.7 21.2 22.4 

 

JS5 

In general I am satisfied with 

my work  

Frequency 24 46 32 27 41 

percent 14.1 27.1 18.8 15.9 24.1 

SA= strong agree A=Agree N=neutral    D= disagree SD= strong disagree 

 

Table 4.3 JS1 shows the distribution of responses on level of satisfaction the highest number of 

respondents 52(30.6) percent of the are agree. The next highest group 38(22.4 percent are strong 

disagree 17.1 percent are disagree some respondents are 16.5 percent are strong agree and 13.5 

percent neutral.  In JS2 indicate that 25.9 percent are agree 22.9% percent are strong disagree 

18.8.  Percent are Strong Agree. Some respondents are 17.6 percent are disagree and 14.7 percent 

neutral. JS3 most of respondents are 34.1 percent strong agree,25.3% respondents are  

agree,15.3% respondents are disagree some respondents are neutral and  the others are strong 

disagree.in JS4 25.3% respondents are agree,22.4% respondents are strong 

disagree.21.2%rsepondants are disagree, the other respondents 16.5% are strong agree and some 

respondents 14.7 are neutral. Finally in JS5 27.1 % respondents are agree, secondly 24.1% 
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respondents are strong disagree,18.8% respondents are neutral ,the other respondents 15.9% are 

disagree and  14.1 respondents are strong agree.  Furthermore based on Table 5, it is shown that 

question JS5has the highest mean of 3.09. Question JS4 rank second with the mean of 3.08, 

question JS2 placed third with the mean of 3.00, question JS1 rank fourth with the mean of 2.98, 

whereas question JS3 has the lowest mean of 2.46. In short, the mean for all the five questions 

are close to 2 indicated that generally, the responds are close to “Agree. 

In the interview conducted with of nefase selke Lafeto School principals said, “in governmental 

school there is an economic problems which is lack of motivational problem and also one of the 

problem that the teachers faced. in the same time they said about work environment factors 

“environment factors was impact on the teachers dissatisfaction. because if the working place of 

the teachers is uncomfortable for example if there is no safety, motivation, a good relationship 

with their co-workers and also if the administration office couldn’t provide what they need these 

will be a job dissatisfaction”. 

Table 4.3 motivation  

Question  statement  SA A N D SD 

 

M1 

My achievement on the 

current job  is satisfactory 

Frequency 31 52 36 29 22 

percent 18.2 30.6 21.2 17.1 12.9 

 

M2 

I am given due recognition 

at work. 

Frequency 27 55 45 30 13 

percent 15.9 32.4 26.5 17.6 7.6 

 

M3 

I am given due 

responsibilities at work to 

execute. 

Frequency 44 69 32 22 3 

percent 25.9 40.6 18.8 12.9 1.8 

 

M4 

My advancement (i.e 

promotion) on the current 

job is satisfactory  

Frequency 19 45 37 43 26 

percent 11.2 26.5 21.8 25.3 15.3 

 

M5 

Personal growth (i.e skills 

acquired through training 

and development)  on the 

current job is satisfactory  

Frequency 34 51 22 40 23 

percent 20.0 30.0 12.9 23.5 13.5 

SA= strong agree A=Agree N=neutral    D= disagree  SD= strong disagree 
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Table 4.4 M1 shows the supply of responses on level of motivation 30.6% percent of the 

respondents are agree, 21.2% percent respondents are neutral, 18.2%percent respondents are 

strong agree, some respondents are 12.9% percent are strong disagree and 12.9% percent 

respondents are strong disagree. In M2 shows that respondents 32.4% percent are agree, 26.5% 

percent are neutral, 17.6% respondents are disagree,  Some respondents are 15.9% percent are 

strong agree  and  few respondents are 7.6% strong disagree.  M3 most of respondents are 40.6% 

percent agree,25.9% respondents are strong agree, 18.8% respondents are neutral, some 12.9%  

respondents are disagree and very few respondents 1.8% strong disagree. 

 In M4 26.5% respondents are agreeing, 25.3% respondents are disagree. 21.8% respondents are 

neutral, the other respondents 15.3% are strong disagree and some respondents 11.2 are strong 

agree. Finally in M5 30.0 % respondents are agree, secondly 23.5% respondents are 

disagree,20.0% respondents are strong agree ,the other respondents 13.5% are  strong disagree 

and  12.9% respondents are neutral. 

 In addition Table 6, it is provided that question M4 has the highest mean of 3.07. Question M5 

placed second with the mean of 2.81, question M1 placed third with the mean of 2.76, question 

M4 placed fourth with the mean of 2.69, whereas question M3 has the lowest mean of 2.24 In 

short, the mean for all the five questions are close to 2 indicated that generally, the responds are 

close to “Neutral”.  
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Table 4.5 safety  

Question statement  SA A N D SD 

 

S1 

I understand my responsibilities on 

keeping the school materials and 

safety rules of the school  

Frequency 87 47 13 15 8 

percent 51.2 27.6 7.6 8.8 4.7 

 

S2 

I understand the safety rules in lab 

rooms, plasma class rooms, feeding 

room and playing field Conditions 

and electrical installations 

Frequency 57 53 26 18 16 

percent 33.5 31.2 15.

3 

10.6 9.4 

 

S3 

I can get safety information about 

school first aid and its materials 

from the school management 

Frequency 22 49 44 35 20 

percent 12.9 28.8 25.

9 

20.6 11.8 

 

S4 

Management takes care of safety 

problems all round in my school. 

Frequency 22 42 34 42 30 

percent 12.9 24.7 20.

0 

24.7 17.6 

 

 S5 

Is there a trained person to give 

first aid and counseling with 

available resources and   

equipment. 

Frequency 13 44 32 39 42 

percent 7.6 25.9 18.

8 

22.9 24.7 

SA= strong agree A=Agree N=neutral    D= disagree  SD= strong disagree 

 

Table 4.5 s1 shows the supply of responses on level of safety 51.2% percent of the respondents 

are  strong agree, 27.6% percent respondents are agree, 7.6%percent respondents are neutral, 

some respondents are 8.8% percent are disagree and few 4.8% percent respondents are strong 

disagree.  In S2 shows that respondents 33.5% percent are strong agree, 31.2 % percent are 

agree, 15.3% respondents are neutral,  Some respondents are 10.6% percent are disagree  and  

few respondents are 9.4% strong disagree.S3 most of respondents are 12.9% percent strong 

agree,28.8% respondents are agree, 25.8% respondents are neutral, some 20.6%  respondents are 

disagree and other respondents 18.8% strong disagree. In S4 24.7% respondents are agree, 24.7% 

respondents are disagree. 20,0% respondents are neutral, the other respondents 17.6% are 

disagree and some respondents 12.9 are strong agree. Finally in S5 25.9 % respondents are agree, 
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secondly 24.7% respondents are strong disagree, 22.9% respondents are disagree ,the other 

respondents 18.8% are  neutral and few 7.6% respondents strong agree. 

In addition Table 7, it is provided that question S5 has the highest mean of 3.31. Question S4 

placed second with the mean of 3.09, question S3 placed third with the mean of 2.89, question 

S2 placed fourth with the mean of 2.31, whereas question S1 has the lowest mean of 1.88 .In 

short, the mean for S2-S5 questions are indicated that “Neutral” but S1 question respondents are 

close to “disagree “ 

In the interview conducted the two school principals said, “There is no facilities for safety. When 

using the school plasma or giving first aid for students there is no safety medical collection for 

teachers.  In addition, the directors was said that the teachers are not satisfied the school does 

not provide safety when using the laboratory class as the chemicals could harm them .they also 

added that the school does give training on first aid”.  

Table 4.5:-   relationship with co-workers  

NO statement  SA A N D SD 

 

 RBCW1 

I respect my co-workers and I 

trust them  

Frequency 75 62 19 7 6 

percent 44.1 36.5 11.2 4.1 3.6 

 

RBCW 2 

 

I am consistently treated with 

respect by my co-workers. 

Frequency 43 74 36 8 9 

percent 25.3 43.5 21.2 4.7 5.3 

 

RBCW 3 

My colleagues are helpful and 

friendly  

Frequency 52 76 22 12 8 

percent 30.6 44.7 12.9 7.1 4.7 

 

RBCW 4 

 

My unit or department 

collaborates effectively with 

other unit or department within 

the organization 

Frequency 49 59 43 8 10 

 

percent 

28.8 34.7 25.3 4.7 5.9 

RBCW 5 It is easy to get along with my 

colleagues. 

Frequency 46 68 33 11 12 

percent 27.1 40.0 19.4 6.5 7.1 

SA= strong agree A=Agree N=neutral    D= disagree  SD= strong disagree 
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Table 4.6 RBCW1 shows the supply of responses on level of relationship with co-workers 44.1% 

percent of the respondents are strong agree, 36.5% percent respondents are agree, 11.2% percent 

respondents are neutral, few respondents are 4.1% percent are disagree and very few 3.6% 

respondents are strong disagree.  

 In RBCW2 shows that respondents 43.5% percent are agree, 25.3.2% percent are  strong agree, 

21.2% respondents are neutral,  Some respondents are 5.3% percent are strong disagree  and  few 

respondents are 4.7% disagree. 

 S3 respondents are 44.7% percent agree, 30.6% respondents are strong disagree, 12.9% 

respondents are neutral, some 7.1% respondents are disagree and very few respondents 4.7% 

strong disagree. In S4 34.7.7% respondents are agree, 28.8. % respondents are strong agree. 

5.9% respondents are strong disagree, the other respondents 4.7% are disagree and some 

respondents 12.9 are strong agree.  

Finally in S5 40.9 % respondents are agree, secondly 27.1% respondents are strong agree,19.4% 

respondents are neutral ,the other respondents 7.1% respondents are  strong disagree and  6.4% 

respondents disagree. 

In other words Table 8, it provides that question WLB1 has the highest mean of 2.26. Question 

WLB4 placed second with the mean of 2.24, question WLB2 placed third with the mean 2.21, 

question WLB4 placed fourth with the mean of 2.11, whereas question WLB1 has the lowest 

mean of 1.86. In short, the mean for all the five questions are close to indicated that generally, 

the responds are close to “disagree”.  
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Table 4.6: work-life balance, have a significant relationship with job 

NO statement  SA A N D SD 

 

WLB 1 

It is easy to tell where my 

work life ends and my 

family life begin. 

 

Frequency 25 42 46 28 29 

percent 14.7 24.7 27.1 16.5 17.1 

 

WLB 2 

 

in my life there is a clear 

boundary between work and 

family. 

 

Frequency 38 66 32 14 20 

percent 22.4 38.8 18.8 8.2 11.8 

 

WLB 3 

My current job allows me to 

get involve in my family as 

I should be. 

 

Frequency 21 50 32 31 26 

percent 12.4 29.4 24.7 18.2 15.3 

 

WLB 4 

I feel that making a balance 

between my work my 

family and other social 

responsibilities is easy. 

Frequency 24 50 42 34 20 

percent 14.1 29.4 24.7 20.0 11.8 

WLB 5 My occupation is 

facilitating me to extra 

suitable time for my family 

 

Frequency 26 50 40 29 25 

percent 15.3 29.4 23.5 17.1 14.7 

SA= strong agree A=Agree N=neutral    D= disagree  SD= strong disagree 

Table 4.7 WLB1 shows the supply of responses on level of work-life balance 27.1% percent of 

the respondents are neutral, 24. 7% percent respondents are agree, 17,1% respondents are strong 

disagree, some respondents 16.5% are disagree and 14.7% respondents are strong disagree.  In 

WLB2 shows that almost  38.8% respondents are agree, 22.4% percent are strong agree, 18.8% 

respondents are neutral,  Some11.8% respondents are  strong disagree  and  few respondents are 

8.2% disagree. WLB3 respondents are 29.4% percent agree, 24.7% respondents are neutral, 18.2 

% respondents are disagree, some 15.3% respondents are Strong disagree and the other 
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respondents 12.4% strong agree. In WLB4 29.4% respondents are agree, 24.7. % respondents are 

neutral. 20.0% respondents are disagree, the other respondents 14.1% are strong agree and some 

respondents 11.8 are strong disagree. Finally in WLB5 29.4 % respondents are agree, secondly 

23.5% respondents are neutral, 17.1% respondents are disagree ,the other respondents 15.3% are   

strong agree and  14.7% respondents are strong disagree. In addition Table 9, it provides that 

question WLB1 has the highest mean of 2.96. In short, the mean for all the five questions are 

close to indicated that generally, the responds are close to “agree”.  

In the interview conducted the director said that” there is no problem in the relationship between 

the teachers .but the other school directors said in our school there is weal relationship between 

the teachers. as they said in our school social work  is weak”. In addition the directors said 

“whenever the teachers need to take their annual or other permissions it possible to them 

because especially after few years’ government schools have not workload they have much free 

periods. in case of this are satisfied by work-life balance”. 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Summary of the study 

The main purpose of this study was to investigate the relationship between work environment 

factors (motivation, safety, relationship with co-workers and work-life balance) and its 

significance on job satisfaction of teachers in school in the case of Nifase-Silk Lafeto sub city 

secondary school. This section provides the discussion of the results based on the data in order to 

answer the four research questions. Does motivation have a significant relationship with job 

satisfaction of teachers in the school? Does safety have a significant relationship with job 

satisfaction of teachers in the school? Does relationship with co-workers, have a significant 

relationship with job satisfaction of teachers in the school? Does work-life balance, have a 

significant relationship with job satisfaction of teachers in the school? The study used both 

quantitative and qualitative research models (descriptive survey and phenomenology designs). 

Stratified sampling and purposive sampling techniques were used to select participating schools. 

The sample consisted of 6 principals, 188 teachers in Nefas selk Lafet sub city secondary school. 

Data was obtained from the respondents by the use of questionnaires and interview guide. Data 

were analyzed using both qualitative and quantitative techniques. Descriptive statistics was done 

using SPSS. Data were presented as frequency tables.  

The study revealed that the school working environment had an impact on teachers as far as 

respondents are concerned. The study found that, the school needs to improve its working 

environment so that to influence job satisfaction in the school, job satisfaction and perform their 

job. The study also revealed that teachers are sometimes not recognized as individuals i.e. no 

feeling exist between them and the school and this occasionally demoralize them as they cannot 

express their views. Through this study it revealed that work environment factors how much 

make job satisfaction at the secondary school teachers. The study also revealed that teachers will 

improve their job satisfaction problems identified during the research are tackled by the 

government. In this research major problems such as: Flexibility of working environment, 

motivation, safety, interpersonal relationship with subordinates and work life balance were 

identified. 
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Findings 

 In terms of qualification level, 6(100%) almost all interviewed principals had MA degree 

.As blue print of teachers development program TDP (MoE2007) has stated that the 

academic qualification required for secondary school principals are MA degree .based on 

this blue print in this study all principals were fulfill this requirement. Although 

123(72.4%) of teachers were BAD/BDC Degree holders, 37(21.4) of teachers were 

MA/MSC/degree and 9 (5.3%) teachers were diploma holders while no one is 

represented with MA in educational background from either group of respondents. With 

respect to the work experiences of the respondents, 5(83.3%) of principals had managing 

experience for about 7-10 years  and 74(43.5%) of teachers had teaching experience for 

about > 10 years. This indicated that school principals and specially the teachers are 

interested on their filed. 

 

 The finding that described motivation has a positive impact on job satisfaction is in line 

with the result from the former study of Kim, Tavitiyaman, and Kim (2009). Motivation 

is a key element in influencing employees‟ job satisfaction. It acts as the psychological 

power that could determine employees‟ direction and behavior in the workplace 

(Slimane, 2017).But in these study findings most of teachers were not satisfied when they 

were respond the question, almost all the secondary teachers not satisfied because there is 

no fairly motivation because of such reasons they are not satisfied.   

 

 The finding that described safety has a positive impact on job satisfaction is in line with 

the result from the former studies of Gyekye (2005) and Benjamin (2014). Benjamin 

(2014) stated that relationship between safety and job satisfaction is positive teachers will 

be highly satisfied especially when the school safeties are appropriate. But according to 

the finding result shown the relationship between safety and job satisfaction in 

government secondary school is negative because all teachers are not satisfied in case of 

luck of facilities and short of trainings such as ,when using the school plasma or giving 

first aid for students there is no any safety like medical collection and proper electrically 

installations .in addition when using the laboratory class as the chemicals could harm 

them 
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 The finding described that the relationship with co-workers positively influence the job 

satisfaction and it is in line with the result from the former study of Lin and Lin (2011). 

According to the finding, relationship with co-workers is a powerful factor in influencing 

employee‟s job satisfaction. Teacher‟s good relationship with co-workers increases their 

satisfaction towards their co-workers and supervisors in the workplace. This is going to 

improve their job satisfaction (Pizam& Neumann, 1988). Based on this study relationship 

with co-workers explained the relationship with co-workers and job satisfaction has a 

positive relationship. it indicates that all teachers have good relationship with co-works 

 

 The finding that described work-life balance has a positive impact on job satisfaction is in 

line with the result from the former study of Rani et al., (2011) which explained that there 

is a positive relationship between work-life balance and job satisfaction according to this 

study most government secondary teachers have no problem in workload most of the 

time they‟re free in case of this they can do anything with their parents and they can do in 

privet school to get extra money 

5.2 Conclusion 

 Since money or other thing is not a sufficient motivator, working environment plays a 

vital role in motivating teachers to satisfy their job.  

 To encourage and increase the job satisfaction, comfortable workplace required in 

today‟s competitive schools environment. The ability to attract, keep and motivate high-

performer teachers is becoming increasingly important in today‟s competitive schools 

environments. 

 The study also revealed that teachers will get their job satisfaction if the problems 

identified during the research are tackled by the government or school directors. At the 

end of the research, it was realized that the teachers working environment highly affects 

their productivity.  Therefore it is the responsibilities of the schools to provide 

comfortable working environment which will influence teachers to work comfortable and 

satisfied their job.  
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5.3 Recommendation 

 To increase job satisfaction of the teachers, School management and governments should 

check the teacher‟s needs and intention before they provide the job. In order to fix that 

directors have to encourage their professions to experiment new methods and try out 

creative ideas which will results a positive impact on their job.  

 The school directors have to organize more training and development programs for 

improving the safety such as how to use plasmas, laboratory chemicals and first aid 

usage.  Since most of the teachers are not satisfied with the teaching professions they 

need change their profession when they get another job.  

 The directors have to consider this as a serious issue and try to give more trainings and 

incentives according to their years of experience as well as improving their physical 

working environment which have direct relationship with the employees‟ motivation. The 

directors have to look into the objections and complaints of the teachers on observable 

phenomena which are influenced by emotions or personal prejudices. Findings from the 

study show that most teachers are not satisfied by their current job.  

 They believe that concerned government and school directors do not give attention to the 

advancement of the profession and quality of education in general. From the assessment 

study taken from four government schools most teachers are not happy by their job due to 

the reason that:  There is no safety protection, No organized laboratory, No first aid room 

and plasma, class rooms are not secured. 
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Annex I 

 

ADDIS ABABA UNIVERCITY 

COLLEGE OF Education and Behavioral studies Department of educational planning and 

management 

------------------------------------------------------------------------------------------------ 

A questionnaires to be filled out by secondary school teachers and supervision.  

Dear Respondent 

The purpose of this questionnaire is to collected data for the study entitled “Relationship 

between Work Environment factors and teachers Job Satisfaction” in government secondary 

schools in Nifas-Silk Lafto sub-city in Addis Ababa. 

 

The questionnaire includes TWO sections. Section A is about your personal 

Specifics and Section B which is your perception or opinion on the work environment factors  

and teachers job satisfaction based on the statements and scale given. 

 

Your co-operation to answer those questions is very important in helping me to berth address the 

research. Yours answers will be kept PRIVATE and CONFIDENTIAL and used 

solely for academic study purpose only.  Finally, for any information you can contact me through 

tel. number 0911134488 or email address seyoumgetaneh@yahoo.com 

 

Thank you in advance for your cooperation and assistance! 

 

Instruction  

 Please do not write your name anywhere on this questionnaire.   

 Put a tick (√) mark where appropriate. 

 For structured questions, answer as briefly as possible.   
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PART I: Demographic Information.  

1. What is your gender?       Male              Female 

2. Which age category do you belong to?  

A .Below 30 years                         D.  41- 45years              

B.30-35 years                                  E.  46 – 50 years                 

C.36 – 40 years                               F.  Above 51 years 

G.> 50 years   

   

3. Marital Status    A. Married                                           B. Single       

                               C.  Divorces                                       D. widow 

 

4. What is your professional qualification? A . Certificate    B. College 

C.  BAD. BSC/degree                       E. MA/MS                                 C / degree  

5. What are the Experiences you have?A   <1 year                             B.  2-3 years 

C..4-6  years                                D .7-10 years                E. >10 years  

6. What is your title in the school?  

A. Subject Teacher                       D.   Head of Department            

 B. Class teacher                           E.   Deputy Head teacher       

C. Head of Subject                                            F.    Others (specify) _______________ 
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Section B:- work environmental factors and job satisfaction  

The number 1 to  5 represents a variety with 1 being strong agreement and 5 being strong 

disagreement. Based on your experience, please circle the numbers that best represent your 

opinion about the statement. 

 1 SA= Strong Agree 

 2. A=   Agree 

 3.        N=   Neutral 

 4.         D=   Disagree 

 5.         SD= strongly Disagree 

1. Job satisfaction 

No Questions SA A N D SE 

1  

If I could choose the career again I would 

make the same decision. 

 

1 

 

2 

 

3 

 

4 

 

5 

2  

My job has more advantages than 

disadvantage. 

 

1 

 

2 

 

3 

 

4 

 

5 

3  

I would like to change my career 

 

1 

 

2 

 

3 

 

4 

 

5 

4 I really enjoy my work  1 2 3 4 5 

5 In general I am satisfied with my work 1 2 3 4 5 
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2. Motivation 

No Questions SA A N D SE 

1 My achievement on the current job  is 

satisfactory 

1 2 3 4 5 

3  

I am given due recognition at work. 

1 2 3 4 5 

5  

I am given due responsibilities at work to 

execute. 

1 2 3 4 5 

4 My advancement (i.e promotion) on the 

current job is satisfactory 

1 2 3 4 5 

5 Personal growth (i.e skills acquired 

through training and development)  on the 

current job is satisfactory 

1 2 3 4 5 

 

3. Safety 

No Questions SA A N D SE 

1 I understand my responsibilities on keeping 

the school materials and safety rules of the 

school 

 

1 

 

2 

 

3 

 

4 

 

5 

2  

I understand the safety rules in lab rooms, 

plasma class rooms, feeding room and 

playing field Conditions and electrical 

installations 

 

1 

 

2 

 

3 

 

4 

 

5 

3  

I can get safety information about school 

first aid and its materials from the school 

management 

 

1 

 

2 

 

3 

 

4 

 

5 

4 Management takes care of safety problems 

all round in my school. 

 

1 

 

2 

 

3 

 

4 

 

5 
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5 Is there a trained person to give first aid 

and counseling with available resources 

and   equipment. 

 

1 

 

2 

 

3 

 

4 

 

5 

 

 

4. Relationship with co-workers 

No Questions SA A N D SE 

1 I respect my co-workers and I trust them 1 2 3 4 5 

2  

I am consistently treated with respect by 

my co-workers. 

 

     

3 My colleagues are helpful and friendly

  

     

4 My unit or department collaborates 

effectively with other unit or department 

within the organization 

 

     

5 It is easy to get along with my colleagues.      

 

 

5 work life-balance 

No Questions SA A N D SE 

1 It is easy to tell where my work life ends 

and my family life begin. 

 

1 2 3 4 5 

2 in my life there is a clear boundary 

between work and family. 

 

1 2 3 4 5 

3 My current job allows me to get involve in 

my family as I should be. 

1 2 3 4 5 
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4 I feel that making a balance between my 

work my family and other social 

responsibilities is easy. 

1 2 3 4 5 

5 My occupation is facilitating me to extra 

suitable time for my family 

 

1 2 3 4 5 
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Annex II 

Interview Guide 

 

To be administered to secondary school principals 

 

1. To what extent does your school facilitates teachers safety? 

2. What do you say about the teachers‟ relationship each other? 

3. Are you preparing in school for teachers work life balance? 

4. What problems do teachers face in your school? 

5. What factors affect their job satisfaction? 

6. Do you think work environment bring job dissatisfaction? 

 

 

 

 


