
i 
 

 

FACTORS AFFECTINGTEACHERS JOB SATISFACTION IN 

PRIVATE HIGH SCHOOLS OF BOLE SUB CITY ADDIS ABABA 

 

 

 

ADDIS ABABA UNIVERSITY COLLEGE OF EDUCATION AND 

BEHAVIORAL STUDIES DEPARTMENT OF EDUCATIONAL 

PLANNING AND MANAGEMENT 

 

 

BY 

 TEWODROS NEGASH GOSSA 

 

 

 

 

JUNE 2020 

ADDIS ABABA 



ii 
 

 

FACTORS AFFECTINGTEACHERS JOB SATISFACTION IN 

PRIVATE HIGH SCHOOLS OF BOLE SUB CITY ADDIS ABABA 

 

 

A THESIS SUBMITTED TO THE COLLEGE OF EDUCATION AND 

BEHAVIORAL STUDIES DEPARTMENT OF EDUCATIONAL 

PLANNING AND MANAGEMENT IN PARTIAL FULFILLMENT 

FOR THE REQUIREMENTS OF THE DEGREE OF MASTER OF 

ARTS IN EDUCATIONAL PLANNING AND MANAGEMENT 

 

 

BY 

TEWODROS NEGASH GOSSA 

 

 

ADVISOR:- DR. YEKUNOAMLAK ALEMU 

 

 

 

 

 

  JUNE 2020 

ADDIS ABABA 



ii 
 

ADDIS ABABA UNIVERSITY   

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND 

MANAGEMENT 

 

 

FACTORS AFFECTINGTEACHERS JOB SATISFACTION IN 

PRIVATE HIGH SCHOOLS OF BOLE SUB CITY ADDIS ABABA 

BY  

TEWODROS NEGASHH GOSSA 

APPROVED BY BOARD OF EXAMINERS   

_________________________       ______________         ______________ 

Chairman Dept. Graduate   Signature   Date  

Dr. Yekunoamlak Alemu June 21, 2020 

Advisor     Signature   Date 

_________________       _________________  ______________ 

Internal Examiner    Signature   Date 

__________________                  ______________             

______________ 

External Examiner    Signature   Date 

 

 

 



iii 
 

 

DECLARATION 

I Tewodros Negash Gossa, hereby declare” that this thesis entitled “Factors Affecting 

Teachers Job Satisfaction in Private High Schools of Bole Sub City of Addis Ababa” 

is the outcome of my own effort and all sources of materials used for the study have been 

duly acknowledged. This study has not been submitted for any degree in this university 

or any other university. 

 

...........................................        

SIGNATURE         DATE 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



iv 
 

ENDORSEMENT 

This is to certify that the thesis entitled “Factors Affecting Teachers Job Satisfaction in 

Private High Schools of Bole Sub City of Addis Ababa” undertaken by Tewodros 

Negash Gossa in partial fulfillment of Masters of Art Degree (MA) has been submitted to 

Addis Ababa University College of Education and Behavioral Studies Department of 

Educational Planning and Management for Examination with my approval as a 

University Advisor.  

Signature:  

 

Yekunoamlak Alemu (PhD), Assit. Prof. of Human Resource and Organizational 

Development 

Department of Educational Planning and Management, Addis Ababa University. 

 

Date: June 21, 2020 

 

 

 

 

 

 

 

 

 



i 
 

ACKNOWLEDGMENTS 

I would like to extend my thanks to the many people who so generously contributed to 

the work presented in this thesis. My sincere gratitude and appreciation go to my 

supervisor, Dr. Yekunoamalk  Alemu, for his invaluable guidance and support throughout 

the study. I would have been lost without his insight, genuine interest, and advice during 

the completion of my research.  

I am especially indebted to Ato Demmelash Aysheshim who have been supportive of my 

career goals and who covered all the financial support needed to pursue those goals. I am 

also grateful to all of those with whom I have had the pleasure to work during this thesis. 

I would like to thank the private high school teachers in Bole Sub City who were 

involved in the research, as well as the school principals, for their assistance during the 

data collection.  

Nobody has been more important to me in the pursuit of this thesis than the members of 

my family. I would like to thank my family especially my brother, Sime Negash, whose 

love, and guidance are with me in whatever I pursue.  

Most importantly, I wish to thank my loving and supportive wife, Mistre Fasil, for her 

encouragement, support, and patience.  

 

 

 

  



ii 
 

Table of Contents 

ACKNOWLEDGMENTS ................................................................................................... i 

Table of Contents …………………………………………………………………………ii 

LIST OF TABLES .............................................................................................................. v 

LIST OF FIGURES ........................................................................................................... vi 

LIST OF ABBREVIATIONS/ACRONYMS ................................................................... vii 

ABSTRACT ...................................................................................................................... xii 

CHAPTER ONE ................................................................................................................. 1 

1. Introduction ..................................................................................................................... 1 

1.1 Background of the study ........................................................................................... 1 

1.2 Statement of the Problem .......................................................................................... 3 

1.3 Research questions .................................................................................................... 5 

1.4 Objective of the study ............................................................................................... 5 

1.4.1 General Objective ............................................................................................... 5 

1.4.2 Specific Objective ............................................................................................... 5 

1.5 Scope of the Study..................................................................................................... 5 

1.6 Significance of the study ........................................................................................... 6 

1.7 Limitation of the study .............................................................................................. 6 

1.8 Definition of significant terms .................................................................................. 7 

1.9 Organization of the study .......................................................................................... 7 

CHAPTER TWO ................................................................................................................ 9 

2. Review of Related Literature .......................................................................................... 9 

Introduction ......................................................................................................................... 9 

2.1 Concepts of Job Satisfaction ................................................................................... 10 

2.2 Theories of Job Satisfaction .................................................................................... 11 



iii 
 

2.2.1. Maslow‟s Needs Hierarchy Theory ................................................................. 11 

2.2.2. Herzberg‟s Motivator-Hygiene Theory ........................................................... 14 

2.2.3. Need for Achievement Theory ........................................................................ 15 

2.2.4. Expectancy Theory .......................................................................................... 15 

2.2.5. Equity Theory .................................................................................................. 17 

2.2.6. Job Characteristic Theory ................................................................................ 17 

2.2.7. Goal – Setting Theory ...................................................................................... 18 

2.3.1 Work Environment ........................................................................................... 19 

2.3.2 Educational values ............................................................................................ 20 

2.3.3 Disruptive Students Discipline problems ......................................................... 21 

2.2.4 Relation with Colleagues, Parents and Supervisors ......................................... 22 

2.3.5 Workload and Time Pressure ........................................................................... 23 

2.3.6 Teachers Exhaustion ......................................................................................... 24 

2.3.7 Feeling of Belongingness ................................................................................. 25 

CHAPTER THREE .......................................................................................................... 26 

3. Research Design and Method ....................................................................................... 26 

3.1 Research Design ...................................................................................................... 26 

3.2 Source of Data ......................................................................................................... 26 

3.3 Description of the Study Area ................................................................................. 26 

3.4 Population, Sample Size and Sampling Technique ................................................. 27 

3.5 Data Collection Instruments .................................................................................... 28 

3.5.1 Questionnaire .................................................................................................... 28 

3.5.2 Interview ........................................................................................................... 28 

3.6 Data Gathering Procedure ....................................................................................... 29 

3.7 Method of Data Analysis ........................................................................................ 29 



iv 
 

CHAPTER FOUR ............................................................................................................. 30 

4. Data Presentation, Analysis, Discussion, and Interpretations ....................................... 30 

Introduction ....................................................................................................................... 30 

4.1 Questionnaire return rate ......................................................................................... 30 

4.2 Profile of the respondents ........................................................................................ 30 

4.3 Factors Affecting Teachers Job Satisfaction ........................................................... 33 

4.3.1 Working Environment ...................................................................................... 33 

4.3.2 Educational value ............................................................................................. 36 

4.3.3Relation with Colleagues, Parents and School Leadership ............................... 38 

4.3.4 Workload and pressure ..................................................................................... 43 

4.3.5 Student Discipline............................................................................................. 45 

4.3.6 Teachers Exhaustion ......................................................................................... 47 

4.3.7 Feeling of Belongingness ................................................................................. 50 

4.4 Job satisfaction ........................................................................................................ 51 

4.5 Motivation to leave teaching ................................................................................... 54 

4.6 Correlational statistics to the relationship between job satisfaction, working 

environment and motivation to leave the school. .......................................................... 55 

CHAPTER FIVE .............................................................................................................. 59 

5. Summary of Findings, Conclusions and Recommendations ........................................ 59 

5.1 Introduction ................................................................................................................. 59 

5.2 Summary of major findings .................................................................................... 59 

5.4 Conclusions ............................................................................................................. 63 

5.5. Recommendations .................................................................................................. 64 

5.6. Suggested areas for further Research ..................................................................... 64 

References ......................................................................................................................... 65 

APPENDIXA .................................................................................................................... 73 



v 
 

 

LIST OF TABLES 

Table 3.1 Population size in Beshale Cluster……………………………………………27 

Table 4.1 Summary of respondents‟ Characteristics ……………………………………31 

Table 4.2 Working Environment ………………………………………………………..34 

Table 4.3 Educational value ………………………………………………………….37 

Table 4.4 Relationship with colleagues, teachers and school leadership ……………….39 

Table 4.5 Workload and pressure ……………………………………………………….43 

Table 4.6 Student Discipline ………………………………………………………….48 

Table 4.7 Teachers Exhaustion ………………………………………………………….50 

Table 4.8 Feeling of Belongingness ……………………………………………………..52 

Table 4.9 Job Satisfaction ……………………………………………………………….54 

Table 4.10 Motivation to leave teaching…………………………………………………55 

Table 4.11. Relationship between Job Satisfaction, working environment and motivation 

to leave the school…………….………………………………………………………..56 

 

 

 

 

 

 

 

 

 



vi 
 

LIST OF FIGURES 

Figure 1. Maslow‟s Needs Hierarchy Theory…………………………………………...12 

     

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



vii 
 

LIST OF ABBREVIATIONS/ACRONYMS 

COVID – 19  Coronavirus Disease 2019 

EVal  Educational Value 

FBel.  Feelings of Belongingness 

JS  Job Satisfaction 

MoE  Ministry of Education 

MtL.  Motivation to Leave the School 

RCPS  Relationship with Colleagues, Parents, and School leadership 

SDis  Students Discipline 

TExh.  Teachers Exhaustion 

W&P  Workload and pressure 

WE  Work Environment 

 

 

 

 

 

 

 

 

 

  



xii 
 

ABSTRACT 

Teachers’ satisfaction on their job has a great impact on whether to retain their job or to 

leave for other schools or other profession. Private schools in Addis Ababa have a 

problem of retaining their teachers for longer period. This results in shortage of well-

qualified teachers. Thus, the purpose of this study was to assess the factors affecting 

teachers’ job satisfaction in private high schools of Bole Sub City, to determine the 

relationship between factors that affects teachers job satisfaction and job satisfaction, 

and to determine whether there is a significant relationship between teachers’ job 

satisfaction and teacher’s turnover in the private high schools of Bole Sub City. In Bole 

Sub City, Beshale Cluster with a population of 137 was selected purposely for the study. 

Thus, a total of 107 respondents representing 78.10% of the population and five key 

informants (five principals) were participant in the study. Data were collected through a 

self-administered questionnaire filled by teachers through hard copy and through 

electronic means and a semi-structured interview conducted by the researcher with the 

key informants. Data were analyzed through SPSS version 25 software. Descriptive 

statistics mainly frequency and percentage were used during analysis. Correlation 

statistics were also used to study the relationship between variables. Results were 

presented in frequency, percentage, and correlation table. It was found out that the 

workload and time pressure, and disruptive students behavior are factors that affects 

teachers job satisfaction negatively whereas work environment, relation with colleagues, 

parents, and school leadership, educational value emphasized in the school and their 

feeling of belongingness are factors affecting teachers job satisfaction positively. It was 

also found out teachers job satisfaction was positively related to working environment, to 

feeling of belongingness and to relationship with colleagues, parents, and school leaders 

whereas it was negatively related workload and time pressure, students’ discipline and 

teacher’s exhaustion and teachers’ turnover in the school. The major recommendations 

are for private schools to improve the teachers working environment, to implement 

different mechanisms to reduce disruptive students’ cases, and to revise the work load 

they have assigned for their teachers. 

 

KEY WORDS: Job satisfaction; work environment, Educational value, Workload and 

pressure, Student discipline, Teachers Exhaustion, Belongingness, Turnover.   
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CHAPTER ONE 

1. Introduction 

Education is one of the elements in human resource development which is the backbone 

of any nation‟s development. Thus, teachers are the central part of the education system. 

To have a qualified human resource, well - qualified teachers play a great role. But the 

shortage of well qualified teachers is a problem in many counties. This problem is 

increasing because of teachers‟ attrition (the departure of teachers from their teaching 

jobs) or teachers‟ turnover (teachers moving between schools). 

This thesis in title with „Factors affecting teachers job satisfaction in private high school 

of Bole Sub City, Addis Ababa‟ contains the background of the study, statement of the 

problem, research questions, significant of the study, scope of the study, limitation of the 

study, definition of significant terms and organization of the study.  

1.1 Background of the study 

Job satisfaction can be defined as an extent to which employee feels positively or 

negatively about different aspects of job e.g. job conditions, timing, structure, 

compensation, tasks, and relationship with co-workers and responsibilities (Samuel, 

2018). Employee‟s satisfaction results in pleasant environment in an organization (Khan, 

Aslam and Lodhi, 2011). Pay is thought to be a key factor behind job satisfaction besides 

promotion, recognition, job involvement and commitment. Job satisfaction is a feeling of 

an employee about his job (Kamal and Hanif, 2009). The management should give 

priority to its human resources who play a vital role to give a competitive edge to the 

organization (Khan, 2011). Job attachment, dedication and willingness are the key factors 

that provide satisfaction. There is evidence that job satisfaction is related to the work 

itself. Regarding this, Sargent and Hannum (2005) pointed out that the working 

conditions at school contribute to the satisfaction of teachers. 

The importance of work environment in job satisfaction cannot be underestimated. 

Several studies have been conducted to investigate the relationship between employees‟ 

level of work satisfaction and longevity to employee performance (George, Isaac, Mabel, 
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Yaw, 2017). In fact, all these studies had one thing in common, thus, employee 

satisfaction correlates with employees‟ work environment. The term work environment is 

used to describe the surrounding conditions in which an employee operates. The work 

environment can be composed of physical conditions, such as office temperature, or 

equipment, such as personal computers. It can also be related to factors such 

as work processes or procedures 

As cited by Abdul and Raheela(2015) many businesses fail to understand the importance 

of working environment for employee job satisfaction and thus face a lot of difficulties 

during their work. Such organizations are internally weak therefore unable to introduce 

innovative products into the market to outshine their competitors (Aiken, Clarke, & 

Sloane, 2002). Employee is an essential component in the process of achieving the 

mission and vision of a business. Employees should meet the performance criteria set by 

the organization to ensure the quality of their work. To meet the standards of 

organization, employees need a working environment that allows them to work freely 

without problems that may restrain them from performing up to the level of their full 

potential.  

The job satisfaction of teachers, particularly at secondary school level, is vital. The value 

of secondary education is equally undeniable. It is especially important to provide 

teachers with the facilities so that they must be satisfied with the status of their job. Better 

performance of teachers can only be expected if they are satisfied with their jobs 

(Chinedu, & Pamela, 2017).  

Private schools in Ethiopia are also businesses for the owners (individuals). Thus, the 

owners and the management should set best working environment and try to meet their 

employees‟ job satisfaction to be more competitive in the market.Research shows that 

workers who feel undervalued and unappreciated may consider leaving their jobs for 

something else (Calitz, Roux, & Strydom, 2014).  

According to Addis Ababa bureau of education, in 2018/19, the number of non-

government secondary and preparatory schools in all sub cities are 150 while the number 

of government secondary and preparatory schools are 72. There are 16 diploma holders, 

1750-degree holders and 132 masters and above level teachers in the 150 non-
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government secondary and preparatory schools in all Sub Cities. Thus, the total number 

of teachers is 1898. While the number of students registered for the 2011(E.C) Academic 

year is 38770. Out of the total number of students, 18342 are male and 20428 are female 

students. 

Among the 9 Sub Cities of Addis Ababa City, Bole sub city contains the second most-

highest numbers (26) of non-government (private)secondary and preparatory schools. In 

these schools the total number of teachers is 285. Hence the purpose of this research is to 

study factors affecting teachers‟ job satisfaction and its effect on the high turnovers of 

teachers in theprivate schools (secondary and preparatory) found in Bole Sub city. 

1.2 Statement of the Problem 

Teachers‟ satisfaction on their job has a great impact on whether to retain their job or to 

leave for other schools or other profession. This results in shortage of well-qualified 

teachers in the school. Hence the shortage of well-qualified teachers is a significant 

problem in many countries. The high rate of teacher attrition is reported in many 

countries around the world regardless of differences in their educational system, for 

instance in Australia, China, and England (Hong, 2010).This shortage of well-qualified 

teachers results in less quality in the human recourse of any country or nation.  This 

problem is increasing because of teacher attrition, i.e. the departure of teachers from their 

teaching jobs or teacher turnover (teachers moving between schools).  

In Ethiopia, as the beginning of a school year approached, every private school in Addis 

Ababa could be seen preparing and getting themselves ready for their students on their 

first day of the school. Every school in Ethiopia opens on the New Year, on September. 

And schools recruit the teaching staff mainly before the beginning of the school year, on 

July and August. This recruitment (staffing) process is one of the most activities private 

schools do as a preparation for the new academic year. In every notice board during July 

and August months for job vacancies in Addis Ababa, most of the vacant places are for 

teachers in private schools. This is mainly because many private schools in Addis Ababa 

found it difficult to retain most their qualified teachers every year. One of the reasons for 

teachers in private schools not to stay for longer period of times or for high rate of 

turnovers might be the teachers work environment and their job dissatisfaction.  
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The study on teacher‟s job satisfaction in government and private secondary high schools 

was conducted by Tadesse (2018) indicated that job satisfaction levels of teachers who 

work at private educational institutions are higher than teachers who work at government 

schools. The Private School teachers are more satisfied than government schoolteachers 

in relation to pay, supervision, contingent rewards, co-works, nature of work, and 

communication. Since this study was based on comparison, itdid not paid attention to the 

factors affecting the job satisfaction of private high school teachers only.  

The study on teachers‟ motivation and job satisfaction in government secondary schools 

of Bole sub-city by Samuel (2018) showed that slightly more than half of the teachers 

(52.2%) were dissatisfied with their jobs. The dissatisfying factors identified by the 

respondents include low income and lack of loyalty to the teaching profession among 

others. The researcher did not paid attention for the private sector teachers‟ motivation 

and job satisfaction.  

The study conducted by Rahel (2019) on government secondary school teachers work 

environment and level of job satisfaction showed that government schools needs to 

improve its working environment so that to influence their teachers job satisfaction.  

The other study conducted by Gedefaw (2012) showed that salary and benefits, school 

management, leadership and administration, student‟s behavior and discipline, politics, 

lack of the students‟ motivation, lack of professional respect, the school environment, 

characteristics of the work, resources/materials/facilities, relationships with the principal 

and class size has significant factors in teachers‟ job satisfaction.  

But the researcher observed the following gap: First, the above researchers did not 

conduct the factors affecting teachers „job satisfaction in private schools only and 

whether it has a significant relationship to their job satisfaction. Second, also the above-

mentioned researchers have not paid attention to whether there is a relationship between 

teachers‟ job satisfaction in private school and the turnovers in private schools. Since 

private high schools plays a great role in the education system in Ethiopia, teachers‟ job 

satisfaction in the private high schools and the turnover cases greatly affects the quality 

of the students the school graduates.  
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Therefore, this study would contribute to closing the existing research gap by studying 

factors affecting teachers‟ job satisfaction in private schools and the relation between job 

satisfaction and turnover in private schools. 

1.3 Research questions 

A. What are the parameters (important factors) that affect job satisfaction?  

B. What is the relationship between factors affecting teachers‟ job satisfaction and 

teachers job satisfaction? 

C. How is teacher‟s job satisfaction and teachers‟ turnover in private schools related? 

1.4 Objective of the study 

1.4.1 General Objective 

The general study of the work was to assess the effect and relationship between teachers 

work environment and their job satisfaction in some selected Secondary Schools of Addis 

Ababa City. 

1.4.2 Specific Objective 

Specific objectives of this study were 

 To investigate the factors that affect teachers job satisfaction 

 To determine the relationship between factors that affects teachers job satisfaction 

and teachers job satisfaction. 

 To determine whether there is a significant relationship between teachers‟ job 

satisfaction and teacher‟s turnover in the specified schools. 

1.5 Scope of the Study 

This study had focused on studying on the internal factors such as teachers work 

environment (physical conditions, work processes or procedures) and their relationship 

with job satisfaction. 

Even though the Ethiopian government follows dual sector on the education system, 

which is the private sector and the government sector, more researches were conducted 

on teachers of the government sectors about their working environment and job 
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satisfaction than teachers of private sectors. Due to this reason the researcher focuses its 

study area on the private sector. Thus the target populations that was included for the 

study were teachers, unit leaders and principals of a private schools found in private 

schools in Bole Sub city which is with the second highest most private schools among all 

the Sub Cities of Addis Ababa City.  

The time for studying the target population was between the end of May and beginning of 

June 2020. The data for the study was collected through questioners using hard copy and 

Google form. Interviews were used to collect information. 

1.6 Significance of the study 

The study aimed to assess to identify factors that affect teachers‟ job satisfaction and its 

relation with teachers‟ turnover in private high schools of Bole Cub city Addis Ababa. 

Therefore, the study would help to:  

1. Provide information to private school owners, managements, Woreda education 

officers and Sub-City education officials factors that affect teachers‟ job 

satisfaction. 

2. Provide extra knowledge to the existing research about teachers work 

environment and their job satisfaction. 

3. Make recommendations, and hence school owners and principals may develop 

different strategies in order to raise job satisfaction of teachers.  

4. Take corrective measures by the school owners and principals to retain well 

qualified teachers on their job for longer period of time. 

1.7 Limitation of the study 

In carrying out the study, the researcher faced a number of limitations due to limited 

resources. Among the limitation OVID – 19 was the major one. After COVID – 19 

outbreak schools in Ethiopia are closed for unlimited time. Thus, contacting the target 

population and collecting the required data in person was a major problem due to the 

current pandemic outbreak. This hinders the researcher from making group discussion 

(FGD) that would greatly add important data to the study of the problem. 
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1.8 Definition of significant terms 

Educational values: norms and values of the teachers or the school about education 

School Structure Equipment, buildings (the classes, the staff room, teacher‟s cafeteria, 

laboratories, pedagogy rooms, sport field and rest room) belonging to or used by the 

private high schools or school‟s system for school purposes.  

Teachers’ exhaustion:  This is teachers‟ feelings of being overwhelmed and fatigued by 

the work environment 

Job Satisfaction This is the feeling by the private school teacher towards the job they do 

with regard to conditions of work and the rewards accrued.  

Reward System This is the compensation given to private high school teachers for the 

services they render in terms of salary and incentives.  

School facilities These include classrooms, desks, teacher houses, instruction tools, 

equipment‟s and materials in the private schools.  

Policies and procedures: Rules, regulations, and job descriptions for teachers at the 

school. 

Work environment: The settings, situations, conditions, and circumstances under which 

people work. 

Workload and pressure: Manageable teaching lessons allocated to the teacher and the 

deadline time frame to submit paper works.  

1.9 Organization of the study 

The Research project covers five chapters.  

Chapter 1 covers the background of the study and statement of the problem. This is 

followed by setting of research objectives and research questions. Then justification of 

the study, limitations, delimitations, significance of the study, definition of key terms and 

conclude with the organization of the study.  

Chapter 2 covers literature review from various sources to establish work done by other 

researchers, their findings, conclusions, and identification of knowledge gaps which 
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forms the basis of setting objectives and research questions for the study. The theoretical 

and conceptual framework is explained.  

Chapter 3 entails the research design, population and sampling, sample size and sampling 

procedures. This is followed by data collection methods, data collection instruments,data 

analysis procedures,  

Chapter Four covers data analysis, presentation, discussion, and interpretation of 

findings. It is concluded with summary of the chapter.  

Chapter Five covers summary of findings, discussion, conclusions, and recommendations 

of the study. It is concluded with suggested areas for further research. 
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CHAPTER TWO 

2. Review of Related Literature 

Introduction 

This chapter presents a review of related literature on the influence of work environment 

on job satisfaction among teachers to leave their work. These objectives include job 

satisfaction, emotional exhaustion, value conflicts, students‟ discipline, and relationships 

with colleagues, parents and school leadership and the time pressure. 

Teachers are mostly influenced by their work environment and this has an effect on their 

level of job satisfaction. This level of job satisfaction is expressed through retaining their 

teaching profession (if they are satisfied) or pursuing for other better career (if 

dissatisfied). The latter one results in teachers‟ turnover in many schools in many 

countries.    

In teaching profession, turnovers are high and have many reasons. According to Jaime, 

Angela, Amanda, Victoria, and Krista, (2019), the reasons for quitting are two. These are 

workplace conditions and the desire for a better career (Billingsley, 2004; Shen, 1997). 

Though finding novel methods to attract quality teachers is one way to counter the 

shortage, incorporating improvements to current teaching environments is a better 

approach to maintaining the teacher population (Billingsley, 2004; Boe et al., 2008). The 

higher the investment and commitment an employee has in their job, the greater the 

likelihood they will remain in their current position (Billingsley, 2004; Billingsley & 

Cross, 1992; Lindqvist &Nordanger, 2016). Hausman and Goldring (2001) found that 

teachers are more com‐ mitted when they feel they have authority over decisions within 

the classroom and in the school. Commitment increases job effort and leads to lower rates 

of intent‐to‐quit (Billingsley & Cross, 1992), while conflict and stress within the job 

reduces commitment and increases attrition. Achieving success with students‟ learning 

outcomes, experiencing high efficacy, and being given opportunities to develop 

cooperative relationships with colleagues are all factors that have all been related to 

higher rates of commitment in teachers (Hausman & Goldring, 2001). Teachers‟ 

satisfaction can be determined by their perceived control and support within the job 
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(Landy & Conte, 2013; Mondal, Shrestha, &Bhaila, 2011). The freedom to handle 

problems in school and classroom settings has been associated with higher satisfaction in 

teachers (Pearson &Moomaw, 2005; Shen, 1997), while factors such as low control and 

little influence over curriculum has been associated with high dissatisfaction in teachers 

(Mondal et al., 2011; Pearson &Moomaw, 2005) 

2.1 Concepts of Job Satisfaction 

There is no universally accepted definition of job satisfaction. Varied definitions have 

been given in literature for job satisfaction. Nevertheless, „there appears to be a general 

agreement that job satisfaction is an affective (that is emotional) reaction to a job that 

results from the incumbent‟s comparison of the actual outcomes with those that are 

desired (expected, deserved, and so on).‟ (Cranny, Smith and Stone 1992).  

Job satisfaction can be defined as a positive or pleasant emotional state resulting from a 

person‟s appreciation of his/her own job or experience. As cited by Kwasi andBaah 

(2010) an employee who is satisfied feels fulfilled doing the job. It is an inherent feeling 

that one‟s talents are being fully utilized and that one‟s contribution is impacting society, 

while at the same time, personal growth-needs are being met. Job satisfaction has also 

been defined by Mullins (2005) as being „more of an attitude, an internal state. It could, 

for example, be associated with a personal feeling of achievement, either quantitative or 

qualitative.‟ Mullins further stated that concept of job satisfaction is regarded as complex 

and multifaceted. (Mullins, 2005)  

The other definition about job satisfaction is given by Spector, (1997), Kinneman et al, 

(1997). Job satisfaction is explained as „a complex construct and is often measured as a 

global attitude of an employee toward his or her work‟. That is, the employee is either 

satisfied or dissatisfied with the job. Cook et al (1981) and Spector (1997) have expressed 

the belief that an employee‟s level of satisfaction can differ with specific aspects of the 

job. They have projected a number of elements (variables) that underlie this construct. 

These elements have been classified into 5 distinct dimensions: satisfaction with work 

attributes (the nature of the work, autonomy, responsibility), rewards (pay, promotion, 

recognition), other people (supervisors, coworkers), the organizational context (policies, 

promotion opportunities, procedures, working conditions), and self or individual 
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differences (internal motivation, moral values), (Locke, 1976, Spector, 1997, Cook et al, 

(1997). 

Job satisfaction is a psychological concept that refers to job related attitudes and 

characteristics such as pay and reward, policies, leadership behaviors, management styles 

and co-workers. These characteristics are influenced to a large extent by a person‟s 

disposition. For example extroverted individuals have been found to experience greater 

job satisfaction. This was evident in work done by Boudreau et al (2001) which examined 

the role of personality and cognitive ability on the job search process of 1900 high- level 

US business executives. 

2.2 Theories of Job Satisfaction 

As written by Samuel (2018) there are various theories attempting to explain job 

satisfaction in the literature, among these theories, prominent ones are divided into two 

categories: content theories and process theories. Content theory is a subset 

of motivational theories that try to define what motivates people. Content theories of 

motivation often describe a system of needs that motivate people‟s actions. While process 

theories of motivation attempt to explain how and why our motivations affect our 

behaviors, content theories of motivation attempt to define what those motives or needs 

are. Each of two theory groups has been explored by many researchers. Content Theories 

are Maslow‟s Need Hierarchy Theory, Alderfer-ERG, Herzberg‟s Two Factor Theory, 

McClelland‟s Need Theory; and process theories are Vroom‟s Expectancy Theory, 

Locke‟s Goal-Setting Theory, Adams‟ Equity Theory and job characteristic theory etc.  

These theories suggest different requirements of employees that need to be addressed in 

order to provide them an adequate level of satisfaction with their job. The reason why 

these theories were used for this study is based on the implications that they influence the 

way in which teachers are satisfied, since they have some aspects or factors that are 

highlighted as motivators and satisfiers.  

2.2.1. Maslow’s Needs Hierarchy Theory 

Maslow‟s needs hierarchy theory was one of the first theories to examine the important 

contributors to job satisfaction. The theory suggests that human needs form a five-level 

https://en.wikipedia.org/wiki/Motivation
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hierarchy (Figure 1) consisting of: physiological needs, safety, belongingness or love, 

esteem, and self-actualization. Maslow‟s hierarchy of needs postulates that there are 

essential needs that need to be met first (such as, physiological needs and safety), before 

more complex needs can be met (such as, belonging and esteem). 

 

Fig 2.1 Maslow’s Needs Hierarchy Theory 

Maslow identified five levels of needs. These are the physiological needs, safety needs, 

love or social needs, esteem needs, and the need for self-actualization.  

Physiological needs are undoubtedly the most basic in the hierarchy. Once the basic 

needs are satisfied, they cease to motivate an individual. Once one is satisfied in one level 

of need one strives to satisfy needs in the next higher level. However, if the satisfaction 

of a lower order need is threatened, that need will again become proponent and the efforts 

to satisfy all higher order needs will be reduced (Okumbe, 1998).  

Physiological needs are the most basic needs in Maslow‟s hierarchy, and include needs 

that must be satisfied for the person to survive; these include food, water, oxygen, sleep, 

sex and  sensory satisfaction in the employment context and are usually satisfied through 

adequate wages or salaries (Nzure 1999).  
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As we move up to the second level of Maslow‟s hierarchy of needs, the requirements 

start to become a bit more complex. At this level, the needs for security and safety 

become primary. People want control and order in their lives. So, this need for safety and 

security contributes largely to behaviors at this level. Some of the basic security and 

safety needs include: Financial security, Health and wellness, and Safety against 

accidents and injury. Finding a job, obtaining health insurance and health care, 

contributing money to a savings account, and moving into a safer neighborhood are all 

examples of actions motivated by the security and safety needs. Together, the safety and 

physiological levels of the hierarchy make up what is often referred to as the basic needs. 

According to Maslow, the next need in the hierarchy involves feeling loved and accepted. 

This need includes both romantic relationships as well as ties to friends and family 

members. It also includes our need to feel that we belong to a social group. Importantly, 

this need encompasses both feeling loved and feeling love towards others. 

The fourth level of needs is the esteem needs. These are needs for self-respect, for 

accomplishment, for achievement (Maslow, 1954). The achievement must be recognized 

and appreciated by someone else.  

The last level in the hierarchy is Self – actualization. Self-actualization refers to feeling 

fulfilled or feeling that we are living up to our potential. One unique feature of self-

actualization is that it looks different for everyone. For one person, self-actualization 

might involve helping others; for another person, it might involve achievements in an 

artistic or creative field. Essentially, self-actualization means feeling that we are doing 

what we believe we are meant to do. According to Maslow, achieving self-actualization 

is relatively rare. 

As reviewed by Samuel (2018), while Maslow‟s needs hierarchy theory is widely known 

and adopted by practicing managers, some researchers have criticized its findings. 

Alderfer (1972) conducted a cross-sectional study of needs and strength, the conclusion 

of the study failed to support the hierarchy concept as described by Maslow.  

https://www.thoughtco.com/maslow-theory-self-actualization-4169662
https://www.bbc.com/news/magazine-23902918
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2.2.2. Herzberg’s Motivator-Hygiene Theory 

Herzberg‟s motivator-hygiene theory suggests that job satisfaction and dissatisfaction are 

not two opposite ends of the same continuum, but instead are two separate and, at times, 

even unrelated concepts. „Motivating‟ factors like pay and benefits, recognition and 

achievement need to be met in order for an employee to be satisfied with work. On the 

other hand, „hygiene‟ factors (such as, working conditions, company policies and 

structure, job security, interaction with colleagues and quality of management) are 

associated with job dissatisfaction. 

Because both the hygiene and motivational factors are viewed as independent, it is 

possible that employees are neither satisfied nor dissatisfied. This theory postulates that 

when hygiene (extrinsic) factors are low the employee is dissatisfied, but when these 

factors are high it means the employee is not dissatisfied (or neutral), but not necessarily 

satisfied. Whether or not an employee is satisfied is dependent on the motivator 

(intrinsic) factors. Moreover, it is thought that when motivators are met the employee is 

thought to be satisfied. This separation may aid in accounting for the complexity of an 

employee‟s feelings, as they might feel both satisfied and dissatisfied at the same time; or 

neither satisfied nor dissatisfied. 

The implication of the motivator-hygiene theory is that needs such as improvement of 

salary, benefits and safety, which are extrinsic factors, will prevent employees from 

becoming actively dissatisfied but will not motivate them to exert additional effort toward 

better performance. In contrast, in order to motivate workers, managers must focus on 

changing the intrinsic factors. A distinction between intrinsic and extrinsic motivation has 

been given by Latham (in Christopher, 2014). According to this author: intrinsic rewards 

include such issues as: professional development, nature of work itself and sense of 

achievement, while the extrinsic ones include pay and job security.  

On the other hand, Herzberg‟s motivation-hygiene theory is also criticized on some 

points. Theory does not clarify the differences between the satisfaction and 

dissatisfaction. These two factors, called “motivators” and “hygiene”, conclude 

differently from population to population. Any factor that causes dissatisfaction may 

contribute to satisfaction in any other condition or any other country. In addition, this 
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difference is hard to put into effect, since people have different needs and expectations. 

Yet, level of satisfaction cannot be predicted with the only motivator or hygiene.  

2.2.3. Need for Achievement Theory 

Need for Achievement Theory was developed by McClelland (1951, 1961). McClelland 

(1951) proposed a context for understanding needs in people, which holds significance in 

understanding motivations and behaviors. McClelland‟s Human Motivation Theory states 

that every person has one of three main driving motivators:  the needs for achievement, 

affiliation, or power. These motivators are not inherent; we develop them through our 

culture and life experiences.  Achievers like to solve problems and achieve goals.  

The Need for Achievement refers to the notion of getting ahead and succeeding. The 

Need for Affiliation is the desire to be around people and be well received socially. It 

also includes the desire for being a member in a group and conformity. The Need for 

Power is the desire for control over others and over yourself. It confers the need to be 

able to exercise direction in the world surrounding you, and cause things to happen. 

Individuals who have high needs for achievement will tend to engage in competitive 

activities in order to fulfill this desire. Individuals who need to feel affiliated will tend to 

join clubs, groups and teams to satiate that want. Individuals who have the need for 

power will seek activities which likewise satisfy this need, such as, to run for high 

positions in organizations and to seek out opportunities to exercise that dominance. 

This is not to say that one person cannot have needs spanning all three categories. A 

person may have the need for affiliation at the same time they have the need for power. 

While this may initially seem contradictory, there are instances where both needs can be 

fulfilled. Also, timing may connote different strengths of needs at different moments. So, 

while a person may strongly feel the need to affiliate during times of loneliness, they may 

at another time feel the strong need for power when instructed to organize an event. 

Needs may arise and be changed out of a change of context. 

2.2.4. Expectancy Theory 

The expectancy theory was proposed by Victor Vroom in 1964. Vroom(1964) stresses 

and focuses on outcomes, and not on needs unlike Maslow and Herzberg. The theory 

https://en.wikipedia.org/wiki/David_McClelland
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states that the intensity of a tendency to perform in a particular manner is dependent on 

the intensity of an expectation that the performance will be followed by a definite 

outcome and on the appeal of the outcome to the individual. 

The Expectancy theory states that employee‟s motivation is an outcome of how much an 

individual wants a reward (Valence), the assessment that the likelihood that the effort will 

lead to expected performance (Expectancy) and the belief that the performance will lead 

to reward (Instrumentality). In short, Valence is the significance associated by an 

individual about the expected outcome. It is an expected and not the actual satisfaction 

that an employee expects to receive after achieving the goals. Expectancy is the faith that 

better efforts will result in better performance. Expectancy is influenced by factors such 

as possession of appropriate skills for performing the job, availability of right resources, 

availability of crucial information and getting the required support for completing the job. 

Instrumentality is the faith that if you perform well, then a valid outcome will be there. 

Instrumentality is affected by factors such as believe in the people who decide who 

receives what outcome, the simplicity of the process deciding who gets what outcome, 

and clarity of relationship between performance and outcomes. Thus, the expectancy 

theory concentrates on the following three relationships: 

 Effort-performance relationship: What is the likelihood that the individual‟s effort 

be recognized in his performance appraisal? 

 Performance-reward relationship: It talks about the extent to which the employee 

believes that getting a good performance appraisal leads to organizational 

rewards. 

 Rewards-personal goals relationship: It is all about the attractiveness or appeal of 

the potential reward to the individual. 

Vroom was of view that employees consciously decide whether to perform or not at the 

job. This decision solely depended on the employee‟s motivation level which in turn 

depends on three factors of expectancy, valence, and instrumentality. 
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In 1964, Vroom also pointed out that the job satisfaction has seven aspects, i.e., the 

compensation, the supervisor, the colleagues, the working environment, the job content, 

the promotion, and the organization itself.  

2.2.5. Equity Theory 

As reviewed in Samuel (2018), equity theory is a motivation theory but there are 

important points about satisfaction and dissatisfaction in it. According to Adams (1963, 

1965), satisfaction is determined by the perceived input-outcome balance. He states that, 

employees aim to reach a balance between their “inputs” and their “outcomes” 

The degree of equity is factor that defined by the relationship between inputs and 

outcomes. Employees make comparison between their own contribution and rewards 

during this stage, if employees feel themselves as not being fairly treated, this will 

resulting dissatisfaction. If the rates of reward are low than others, means inequality 

increases, employees try to increase their rewards. If this is not possible, they decrease 

their contribution and performance. Some studies related with equality state that, for 

instance, female may be more tolerant or under payment in equality than males, and they 

may experience less perceived inequality Samuel (2018). 

As a conclusion, Adam‟s Theory made a significant contribution to motivation theory by 

pointing out social comparisons. Apart from expectancy theories, which focus on the 

relationship between performance and reward, Adma‟s theory proposed that motivation 

process is more complicated, and employees evaluate their rewards by social 

comparisons Samuel (2018). 

2.2.6. Job Characteristic Theory 

In 1975, Greg R. Oldham and J. Richard Hackman constructed the original version of the 

Job Characteristics Theory (JCT).It states that job characteristics are the best predictors 

of job satisfaction since job satisfaction is affected by interaction of task characteristics, 

of workers and organizational characteristics. According to job characteristic model, job 

satisfaction is based on five job characteristics, which are under three psychological 

states; experienced meaningfulness of the work activities. Experienced meaningfulness 

has three job characteristics; they are skill variety, task identity and task significance. Job 
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characteristic of experienced responsibility is autonomy and job characteristic of 

knowledge of the actual results‟ is feedback.  

Hackman and Oldham (1976) studies provide an important background for the Oldham 

model (1975), their model stated the most widely accepted job characteristic with the six 

job attributes: variety, autonomy, task identity, feedback, dealing with others and 

friendship opportunities.  

2.2.7. Goal – Setting Theory 

As reviewed by Samuel (2018), goal setting theory is developed by Locke and Luthans, 

and according to the theory, goal setting is one of the significant components of job 

satisfaction. Goal-setting theory emphasizes the importance of specific goals in obtaining 

motivation and satisfaction. In goal setting process, people want to achieve goals in order 

to get satisfied on emotions and desires (Luthans, 1998). One of the findings of goal 

setting theory, specific and difficult goals necessitates the higher performance. Another is 

that goal setting would be most effective ineffective feedback process exists. Therefore, 

manager should assess the reasons why objectives are reached or not, rather than giving 

punishment (Luthans 1998).According to him several factors contribute to rewarding or 

non-rewarding nature of job. These factors include; salary, supervision, recognition, 

promotion, working conditions and leadership style. 

Factors Affecting Job Satisfaction 

Teacher job satisfaction and dissatisfaction are influenced by number of variables 

(Skaalvik and Skaalvik, 2011). According to Skaalvik and Skaalvik (2011), the sources 

of job satisfaction and dissatisfaction may be classified into three domains: (a) intrinsic 

rewards of teaching, (b) factors extrinsic to the school, and (c) school-based factors. The 

intrinsic rewards of teaching concern the actual work of teaching, working with the 

students, and seeing students learn and develop, all of which are primary motives for 

becoming a teacher and a main source of satisfaction among teachers (Scott, Stone, & 

Dinham, 2001). Factors extrinsic to the school include imposed educational change, 

external evaluation of schools, negative portrayal of teachers in the media, and a decrease 

in the status of teaching. School-based factors or contextual variables at school may 
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include relations with colleagues, parents, and the school leadership, as well as time 

pressure, disruptive student behavior, and the values emphasized at the local school. 

(Skaalvik and Skaalvik, 2011).   

The researcher tries to focus on the school-based factors or contextual variables, and how 

they relate, both directly and indirectly, to teacher job satisfaction. These factors are 

Work environment, Educational Values, Disruptive Students Discipline problems, 

Relation with Colleagues, Parents, and School Leaders, work Load and Pressure. The 

indirect relations that the researcher hypothesizes are that the impacts of school context 

variables on job satisfaction are mediated through teachers‟ feeling of belonging at school 

and their emotional exhaustion. 

2.3.1 Work Environment 

The term work environment is used to describe the surrounding conditions in which an 

employee operates. The work environment can be composed of physical conditions, such 

as office temperature, or equipment, such as personal computers. It can also be related to 

factors such as work processes or procedures.  

Many scholars have attempted conceptualizing the working environment. Perhaps it may 

be defined in its simplest form as the settings, situations, conditions, and circumstances 

under which people work. It is further elaborated by Briner, (2000) as a very broad 

category that encompasses the physical setting (e.g. heat, equipment etc.), characteristics 

of the job itself (e.g. workload, task complexity), broader organizational features (e.g. 

culture, history) and even aspects of the extra organizational setting (e.g. local labor 

market conditions, industry sector, work-home relationships). It means that work 

environment is the sum of the interrelationship that exists among the employees and the 

employers and the environment in which the employees work which includes the 

technical, the human and the organizational environment. Opperman (2002) was quoted 

in Yusuf and Metiboba, (2012), to define workplace environment as composition of three 

major sub-environments which include the technical environment, the human 

environment and the organizational environment. According to them technical 

environment refers to tools, equipment, technological infrastructure and other physical or 

technical elements of the workplace. The human environment includes the peers, others 
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with whom employees relate, team and work groups, interactional issues, the leadership 

and management. The human environment can be interpreted as the network of formal 

and informal interaction among colleagues; teams as well as boss-subordinate 

relationship that exist within the framework of organizations. Such interaction (especially 

the informal interaction), presumably, provides avenue for dissemination of information 

and knowledge as well as cross-fertilization of ideas among employees. Of course, it has 

been established in previous studies that workers‟ interpersonal relations at workplace 

tend to influence their morale (Clement, 2000; Stanley, 2003). Hypothetically, whatever 

affects morale on the job is likely to affect job commitment. According to Yusuf and 

Metiboba, (2012) the third type of work environment, organizational environment 

includes systems, procedures, practices, values and philosophies which operate under the 

control of management. In the words of Akintayo (2012) organizational environment 

refers to the immediate task and national environment where an organization draws its 

inputs, processes it and returns the outputs in form of products or services for public 

consumption. The task and national environment include factors such as supplier‟s 

influence, the customer‟s role, the stakeholders, socio-cultural factors, the national 

economy, technology, legislations, managerial policies and philosophies. All these go a 

long way in influencing people‟s psych and attitude towards work 

2.3.2 Educational values 

Value conflicts are caused by perceived or actual incompatible belief systems. Values are 

beliefs that people use to give meaning to their lives. People can live together in harmony 

with different value systems. Value disputes arise only when people attempt to force one 

set of values on others or lay claim to exclusive value systems that do not allow for 

divergent beliefs. It is of no use to try to change value and belief systems during 

relatively short and strategic mediation interventions. It can, however, be helpful to 

support each participant's expression of their values and beliefs for acknowledgment by 

the other party. 

According to Sahlberg (2010) teachers are often driven by values. However, teachers 

may have different goals, values, and beliefs. As pointed out by Skaalvik and Skaalvik 

(2011a, 2011b) teachers may differ in their beliefs about what goals should be pursued, 

https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1798
https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1799
https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1799
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what content should be emphasized, and what educational means and methods should be 

used. Furthermore, Skaalvik and Skaalvik (2011a) suggest that a teacher who feels that 

the prevailing goals and values at the school are incompatible with her or his personal 

goals and values, which termed as value conflict, may experience what Rosenberg (1977, 

1979) referred to as contextual dissonance, which may result in a feeling of not 

belonging, a feeling that one does not fit (Rosenberg, 1977, 1979) . Whereas Skaalvik 

and Skaalvik (2011a) found that a high value consonance positively predicted teachers 

feeling of belonging expected value conflict to predict higher levels of emotional stress 

and lower levels of self-efficacy.  

Teachers may have different goals, values, and beliefs. They may differ in their beliefs 

about what goals should be pursued, what content should be emphasized, and what 

educational means and methods should be used (Skaalvik and Skaalvik, 2011). 

According to Skaalvik and Skaalvik, (2011) the concern is whether the individual teacher 

feels that his or her goals and values, whatever these goals and values may be, are in 

congruence with the goals and values emphasized in the school where he or she is 

teaching. Value consonance is defined as the degree to which teachers feel that they share 

the prevailing norms and values at the school where they are teaching, for instance what 

goals should be pursued, what content should be emphasized, and what educational 

means and methods should be used (Skaalvik and Skaalvik, 2011). 

As cited by Skaalvik and Skaalvik (2011), a teacher who feels that the prevailing norms 

and values of the school are incompatible with her or his own values may experience 

what Rosenberg (1977, 1979) referred to as contextual dissonance, whereas a teacher 

who shares the prevailing norms and values of the school may experience contextual 

consonance 

2.3.3 Disruptive Students Discipline problems 

School discipline is a growing concern in Ethiopia. Disciplinary problems are the most 

prevalent problem that disrupts the education in most secondary schools. The reality of 

most secondary schools in Ethiopian, students do not behave according to the norm of the 

school. Because of this reason disciplinary problems of students have become one of the 

https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1799
https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1798
https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1798
https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1798
https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1799
https://www.scirp.org/(S(czeh2tfqyw2orz553k1w0r45))/journal/paperinformation.aspx?paperid=69852#p1799
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obstacles facing the education system, and it has brought a great impact on the teaching 

learning process particularly at high school level. 

According to Anderson, Cynthia and Kincaid, Donald(2005) specific examples of 

inappropriate behavior were: getting out of seat when work at desk had been specified by 

the teacher, talking to other pupils when the teacher had given instructions for individual 

work, answering teacher back, fighting with other pupils or the teacher. Some appropriate 

behaviors were: beginning work immediately after the teacher's instructions, putting hand 

up before speaking to the class or the teacher, participation in a class discussion 

according to rules that the teacher reviewed before each such discussion.  

Some examples of inappropriate behaviors with peer consequences are: talking with 

another pupil, fighting with another pupil, laughing with or at another pupil. The behavior 

of a pupil who does not follow appropriately as inappropriate with any peer consequence 

Anderson, Cynthia & Kincaid, Donald. (2005). 

Anderson, Cynthia and Kincaid, Donald. (2005) suggests that many commonly used 

strategies, such as suspension, expulsion, and other reactive strategies, are not effective 

for ameliorating discipline problems and may, in fact, make the situation worse. The 

principles and technology of behavior analysis have been demonstrated to be extremely 

effective for decreasing problem behavior and increasing social skills exhibited by 

school children. Recently, these principles and techniques have been applied at the level 

of the entire school, in a movement termed school wide positive behavior support. 

2.2.4 Relation with Colleagues, Parents and Supervisors 

Satisfaction with colleagues is an attitude towards one‟s own fellow workers (Robin and 

Judge, 2013). Satisfaction with co-workers prevails when there is smooth work related 

interaction and mutual admiration among workers whereas dissatisfaction occurs when 

there is no stimulating interaction among workers. For instance, if the majority of the 

employees are talkative, slow and often use gossip, their interaction may not be smooth 

(Zilli& Zahoor, 2012). 

Today, teachers are increasingly dependent on cooperating with parents and need positive 

relations with them. Therefore, experiencing that one is not trusted by the parents, that 
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they are critical, or that cooperating with parents is difficult may be a serious strain on 

teachers with negative impact on their feeling of belonging. It may increase anxiety, 

create a feeling that one is not doing a good job, and promote a need for self-protection 

(Skaalvik&Skaalvik, 2011). 

According to Balzer (2000), if the immediate supervisor is considerate, tactful, friendly, 

and employee-centered and praises good works, workers‟ satisfaction will be high. 

However, if the immediate supervisor is impolite, hard to please, annoying and lazy, 

employees may be de-motivated and dissatisfied. In the above reasons, job satisfaction is 

that one of the most commonly studied organizational variables that have been widely 

studied in organization (Robbins & Judge, 2008). Since job satisfaction can be a vital 

pointer of how workforces feel about their jobs and a forecaster of work behaviors such 

as organizational citizenship, absenteeism, and turnover. Although there is concurrence 

between scholars that the conception relating organizational commitment notifies the 

bond of an employee with one‟s organization, there exists a controversy relating to the 

kind of organizational commitment 

2.3.5 Workload and Time Pressure 

Recent research has found that teachers experience an increasing number of work 

assignments and a more hectic workday, thereby resulting in less time for rest and 

recovery (Skaalvik&Skaalvik, 2010b; Hargreaves, 2003; Lindqvist &Nordänger, 2006). 

The increasing workload and the hectic workday cannot be easily separated because 

increasing work assignments result in less time for rest and recovery (Skaalvik&Skaalvik, 

2011). Skaalvik&Skaalvik (2011) refer to the combined work load and hectic workday as 

time pressure, which is due to multiple causes such as an increasing demand for 

documentation and paperwork, more frequent meetings, more frequent communication 

with parents, the administration and scoring of achievement tests, frequent changes of the 

curriculum, and participation in a number of school development projects 

(Skaalvik&Skaalvik, 2010b). According to Scott et al. (2001), this is an international 

tendency that has resulted in a major decline in teachers‟ overall job satisfaction. 

Furthermore, time pressure has been found to correlate positively with teacher burnout 

(Skaalvik&Skaalvik, 2008; Hakanen et al., 2006; Kokkinos, 2007; Peeters&Rutte, 2005; 
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Schaufeli & Bakker, 2004). Skaalvik and Skaalvik (2010a) found that time pressure was 

particularly strongly related to the emotional exhaustion dimension of burnout. Skaalvik 

and Skaalvik reported that time pressure is positively related to both job satisfaction and 

emotional exhaustion. Moreover, Skaalvik and Skaalvik (2010) reported that the relation 

between time pressure and job satisfaction is partly mediated through emotional 

exhaustion. Skaalvik and Skaalvik (2011) also reported that time pressure, through 

emotional exhaustion, is negatively related to motivation to leave the teaching profession. 

2.3.6 Teachers Exhaustion 

Teachers exhaustion is defined as the teacher‟s feelings of being overwhelmed and 

fatigued by the work environment. One of the syndromes of exhaustion is burnout. 

According to Stoeber&Rennert (2008), burnout is conceptualized as resulting from long 

term occupational stress, particularly among human service workers, including teachers 

(Jennett et al., 2003). Maslach et al. (1996) identify emotional exhaustion as the key 

aspect of burnout whereas Pines and Aronson (1988) include physical exhaustion 

characterized by low energy and chronic fatigue. Another aspect of burnout is 

depersonalization, which in teacher burnout refers to negative, cynical attitudes and 

feelings about ones students or colleagues. Reduced personal accomplishment refers to a 

tendency that teachers evaluate themselves negatively as well as a general feeling that 

they are no longer doing a meaningful and important job. 

Being a teacher is stressful. This goes particularly for schoolteachers. Across different 

countries, school teachers are among those professionals with the highest levels of job 

stress and burnout on the job, and many teachers retire early because they feel burned out 

(e.g., Cano-García, Padilla-Muñoz, & Carrasco-Ortiz, 2005; Enzmann&Kleiber, 1989; 

Farber, 1991; Hakanen, Bakker, & Schaufeli, 2006; Tang, Au, Schwarzer, & Schmitz, 

2001; Stoeber&Rennert, 2008). Consequently, international research and practice has 

made great efforts to understand and prevent teacher burnout (Vandenberghe& 

Huberman, 1999). Besides contextual factors such as job demands and job resources 

(Demerouti, Bakker, Nachreiner, & Schaufeli, 2001), research has now started to look at 

personality characteristics which may predict differences in teachers‟ stress and burnout 

(e.g., Cano-García et al., 2005). One personality characteristic that has been suggested to 
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play an important role in teacher stress and burnout is perfectionism (Flett, Hewitt, & 

Hallett, 1995; Friedman, 2000). Unfortunately, so far only one empirical study has 

investigated perfectionism and stress in teachers (Flett et al., 1995), whereas there is no 

study on perfectionism and burnout in teachers. Moreover, there is yet no research on 

how perfectionism relates to teachers‟ coping with job stress (Stoeber&Rennert, 2008). 

Sources of teacher burnout are categorized in to three groups: individual factors, 

organizational factors, and transactional factors (Chang, 2009). Individual factors include 

demographic variables or personality variables (e.g., age, gender, years of teaching 

experience, personality, etc.; Friedman and Farber 1992; Greenglass and Burke 1988; 

Maslach and Jackson 1981). Organizational factors include institutional and job 

characteristics, e.g., inappropriate work demands, socioeconomic status of school, and 

administrative support, etc. (Brissie et al. 1988; Evers et al. 2004; Farber 1984; Maslach 

et al. 2001). Studies identifying sources of burnout as individual factors provided the 

answers to “who” experiences burnout, while studies identifying sources of burnout as 

social and organizational factors provided the answers to “what” makes teachers burn out 

(Chang, 2009). 

2.3.7 Feeling of Belongingness 

A sense of belonging is a human need, just like the need for food and 

shelter. Belongingness is the human emotional need to be an accepted member of 

a group. According to Baumeister and Leary (1995), the need to belong is a fundamental 

human motivation (see also Deci & Ryan, 2000). According to Skaalvik and Skaalvik, 

(2011) teachers‟ feeling of belonging to the school where they are teaching has not been 

systematically studied in research on teachers, whereas students‟ sense of belonging to 

the school has been shown to be positively related to both motivation (Furrer& Skinner, 

2003; Goodenow & Grady, 1993), satisfaction, and positive affect (McMahon, Parnes, 

Keys, & Viola, 2008; Shochet, Dadds, Ham, &Mantague, 2006).  

Feeling of belonging is one of the key variables in mediating the impact of school context 

variables on job satisfaction and motivation to leave the teaching profession (Skaalvik 

and Skaalvik, 2011). Skaalvik and Skaalvik, (2011) reported that teachers‟ feeling of 

belonging is negatively related to their motivation to leave the teaching profession.  

https://en.wikipedia.org/wiki/Emotional
https://en.wikipedia.org/wiki/Need
https://en.wikipedia.org/wiki/Group_(sociology)
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CHAPTER THREE 

3. Research Design and Method 

This chapter presents the research methodology that was employed in doing the study. It 

includes research design, sources of data, Description of the study area, study population, 

sample size, Data Collection Instruments, Data Gathering Procedure, the sampling 

techniques, types of data and data collection methods, reliability and validity issues and 

the data analysis method. 

3.1 Research Design 

The purpose of this study is to assess factors affecting teachers job satisfaction and to the 

study the relationship between those factors and job satisfaction. It was conducted 

following a descriptive survey and correlational design. Self-reported behaviors like 

motivation and job satisfaction that are the day-to-day realities of people can better be 

obtained through surveys. In this regard, Kothari (2004:2) states that the major purpose of 

descriptive research is a description of the situation as it exists at present. Expounding the 

last assumption, Seyoum and Ayalew (1989:17) expressed that the descriptive survey 

design of research is more appropriate to gather several kinds of data of such a broad size 

than case study. The correlation design is used to examine a relationship between the 

variables. A deductive approach was made in the study based mainly on a quantitative 

data which was supplemented by some qualitative information.  

3.2 Source of Data 

Gathering data from various sources was an important aspect of research methodology. 

Therefore, secondary school teachers, unit leaders and principals were the primary data 

sources of the study while facts and figures about teachers collected from the respective 

schools was secondary data sources.  

3.3 Description of the Study Area 

The target population of the study were secondary school teachers, supervisors, 

principals, and vice principals.  
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In Addis Ababa City Administration, there are 10 Sub Cities. Among these Sub – cities, 

one of the highest numbers of non-government secondary and preparatory schools are 

found in Bole Sub City. Currently there are eight governments and 26 private secondary 

schools in Bole Sub City. Among these, the study is tending to be made in the Beshale 

cluster where there are three government schools and five private schools. All the private 

schools are selected on purpose. The private secondary schools were Deliverance 

secondary school, Deborah secondary school, Fountain of Knowledge secondary school, 

Shibu Ejersa Dr. Bekele Hey Memorial secondary school and Ethio- Harvard.  

3.4 Population, Sample Size and Sampling Technique 

Table 3.1 Population size in Besahle cluster 

No Name of school Teachers Unit leaders Principals 

M F T M F T M F T 

1 Fountain of Knowledge 21 3 23 3 1 4 1 - 1 

2 Deborah School 24 2 26 3 2 5 1 - 1 

3 Ethio – Harvard School 22 1 23 4 1 5 1 - 1 

4 Shibu Ejersa School 20 5 25 3 1 4 1 - 1 

5 Deliverance School 11 1 12 4 0 4 1 - 1 

 Total 98 12 110 17 5 22 5 0 5 

The information of the teachers was collected from each school‟s principal. The total 

number of the populations in the five-private high schools at Beshale cluster in Bole Sub 

City was 137 members in the population. Since the population size is considered as a 

small size, the researcher took the whole population for data collection. In this way, 

124participants composed of teachers and unit leaders were contacted for the study. The 

researcher was not able to contact the other 13 members of the population due to COVID 
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– 19 outbreak. On the other hand, the five principals of the schools were taken as a key 

informant for the interview. A total of 129 respondents were participants in the study. 

3.5 Data Collection Instruments 

To achieve the objectives of the study, two types of data collection tools (i.e., 

questionnaire, and semi-structured interview) were used.  

3.5.1 Questionnaire 

The teachers‟ questionnaire consists of closed-ended and open-ended items. Forty-two of 

the questionnaire items were closed ended, while two items were open-ended to give a 

chance for respondents to express their views, ideas and opinions using their own words. 

The close-ended items contained multiple choice ordered items on 5-point Likert scale 

that are relevant to the various issues addressing the research questions. The initial tool 

was adapted with modification from Skaalvik and Skaalvik (2011) and was also pretested 

with 10 secondary school teachers who are not the part of the study. The result of the 

pretesting helped avoiding items which are either repetitive or less important. And the 

pretesting helped questionnaire to be reviewed so that vague statements were clarified, 

and wordings were simplified. 

3.5.2 Interview 

Semi-structured interview is one of the prominent of data collection tool in academic 

research. It enables the researcher to seek clarifications and brings to the forefront the 

issues of concern (Krishna swami and Ranganathan, 2007). Semi- structured interview 

for the principals give the opportunity to the researcher to get the detailed information 

concerning feelings, attitudes and the future / present situation of the phenomena from the 

respondents about the issues under study. An interview tool consisting of eight items 

were developed to obtain qualitative information in order to supplement the data 

collected through questionnaires. The questions deal with overall job satisfaction level, 

motivation of teachers, motivational strategy used by the respective schools, and reasons 

for leaving the teaching profession.  
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3.6 Data Gathering Procedure 

In the first place, the researcher has approached appropriate officials of the Bole sub-city 

Education Office to undertake the study in the private secondary schools. Then, further 

communications were made to each of the school principals who approved permission for 

the conduct of the study. The questioners were also prepared with electronic meansin 

addition to the hard copy and the link for the electronics means form as well as the hard 

copy was distributed to each five private high schools‟ directors and teachers. The 

collection dates for the response for the questioners were from May 25 – June 7, 2020. 

The interview for key informants were from May 25 – to May 29, 2020.  

3.7 Method of Data Analysis 

In this part descriptive statistics in the form of mean and standard deviation were 

presented to illustrate the feedback of the respondents. The feedback of the respondents 

for the variables indicated below were measured on five-point Likert scale with 

measurement value 1= Strongly disagree, i.e. very much dissatisfied with the case 

described; 2= Disagree, i.e. Not satisfied with the case described; 3= Neutral, i.e., 

uncertain with the case described; 4= Agree, i.e., feeling all right with the case described 

and considered as satisfied; and 5 =strongly agree, i.e. very much supporting the case 

described and considered as highly satisfied. Descriptive statistics mainly tables of 

frequency and percentage were used to report on the sample data. Then the study was 

presented by using tables. In addition, a correlation test was also generated to see a 

significant relationship between factors affecting teachers‟ job satisfaction, job 

satisfaction and teacher‟s motivation to leave the school. Moreover, content summary of 

the qualitative information obtained through interviews was made and used to enrich the 

quantitative results. The key interviewees were codded as P1, P2, P3, P4 and P5 to 

protect their identities. 

To analyze the collected data in line with the overall objective of the research 

undertaking, statistical procedures were carried out using SPSS version 25.0 software.  
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CHAPTER FOUR 

4. Data Presentation, Analysis, Discussion, and Interpretations 

Introduction 

This chapter presents the questionnaire return rate, demographic information of the 

respondents, factors affecting teachers job satisfaction and the relation between job 

satisfaction and the turnover in private schools of Bole sub city Addis Ababa. In this 

chapter the major findings of the study were analyzed using Statistical Package for Social 

Sciences (SPSS) and the results are discussed in line with the stated specific objectives 

that lead to draw conclusions and recommendations. 

4.1 Questionnaire return rate 

For this study, the questionnaires were prepared through electronic meansin addition to 

the hard copy and the link for the Google form was sent to each five private high schools 

directors, unit leaders and teachers. The private schools are found of in Bole Sub-City 

under Beshale clusters. A total of 124 participants composed of teachers and unit leaders 

were contacted out of the total members of the population and 83 of them used the 

electronic means while 24 of them used the hard copy form to return their response for 

the questionnaires. Thus, the respondents „numbers were 107. This means 78.10% of the 

population responded. According to Mugenda and Mugenda (2003), a response rate of 

50% is adequate for analysis and reporting; a rate of 60% is good and a rate of 70% and 

over is excellent. Based on this assertion, the response rate was excellent. 

4.2 Profile of the respondents 

This section attempts to identify and explain the demographic characteristics of 

respondents in the private schools in Bole Sub City. Major demographic variables 

enumerated in this analysis include respondents Sex, Age, Educational level, marital 

status, educational, teaching experience and Service year. 
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Table 4.1Summary of Respondents’ Characteristics    

The above table shows that majority (84.1%) of the respondents of the questionnaire were 

male teachers while the remaining 15.9% were female teachers. This shows that most of 

Sr No  

Variables Category  Frequency Percent 

 

1 

Sex of respondents  Male 90 84.1 

Female 17 15.9 

Total 107 100 

 

 

2 

 

 

Respondents age category 

Below 25 8 7.5 

25-35 66 61.7 

36-45 30 28.0 

Above 45 3 2.8 

Total 107 100.0 

3  

 Marital status  

Single 46 43.0 

Married 60 56.1 

Divorced 1 .9 

Total 107 100.0 

4 Educational level  

 

MA/MSc 32 29.9 

BA/BSc/BEd 74 69.2 

Diploma 1 .9 

Total 107 100.0 

5 Work experience in private schools  Below 5 25 23.4 

6-10 54 50.5 

11 - 15 25 23.4 

Above 15 3 2.8 

Total 107 100.0 
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the high school teachers in the private school at Beshale cluster in Bole Sub City were 

male.  

The respondents were also asked to indicate their agesand their responses are shown in 

above Table 4.1. The table shows that eight of the respondents were below age 25 which 

is 7.5%,66of the respondents were in the age between 25 and 35, which is the highest age 

category with 61.7% of the population. Respondents who were in the age interval of 36 – 

45 are 30 and this is 28% of the population. From the table also three (2.8% of the 

population) of the respondents were above 45. This shows that most of the working force 

in the private high schools of Bole Sub City of Beshale cluster were in the age interval of 

25 – 35: the age at which teachers are neither too young nor too old to work. Since the 

majorities 61.7% of the teachers were young workers the private high schools had a 

working forcewhich is essential for teaching learning newly creative approach. 

The other demographic that respondents asked to specify was their marital status. From 

the table it is shown that 46 of them were single which consists of 43% of the total 

population. Sixty of the respondents were married which comprises the 56.1% of the 

population. Only one respondent was divorced.  

From the above Table 4.1 it is shown that 32 of the respondents were Master‟s degree 

holder while the majority of the respondents (69.2% of the population) which are 74 in 

numbers were first degree holders. Only one respondent was a diploma holder. This 

shows that the teachers in the private school were mostly first degree and masters holders 

and this indicates the schools meet the requirement of teacher‟s qualification by ministry 

of education. 

Regarding years of experience of the respondents in private schools, Table 4.1 shows 

majority 54(50.5%) of the respondents had an experience of 6 – 10 years while the least 

three had an experience of above15 yearsin private schools. Twenty – five (23.4%) of the 

respondent‟s work experience was below 5 years. The remaining 25(23.4%) respondent‟s 

work experience was from 11 – 15 years. 
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4.3 Factors Affecting Teachers Job Satisfaction 

In this part descriptive statistics in the form of mean and standard deviation were 

presented to illustrate the feedback of the respondents. The feedback of the respondents 

for the variables indicated below were measured on five-point Likert scale with 

measurement value 1= Strongly disagree, i.e. very much dissatisfied with the case 

described; 2= Disagree, i.e. Not satisfied with the case described; 3= Neutral, i.e., 

uncertain with the case described; 4= Agree, i.e., feeling all right with the case described 

and considered as satisfied; and 5 =strongly agree, i.e. very much supporting the case 

described and considered as highly satisfied.  

To analyze the collected data in line with the overall objective of the research 

undertaking, statistical procedures were carried out using SPSS version 25.0 software. 

While the results of the interview questions were integrated to the responses obtained 

through questionnaire. The interviewees were codded as P1, P2, P3, P4 and P5 to protect 

their identities. 

4.3.1 Working Environment 

This section sought to establish the influence of working conditions of teachers in private 

schools of Bole Sub on their job satisfaction. The responses of the respondents are 

summarized below in Table 4.2 
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Table 4.2Working Environment 

From Table 4.2, many of the respondents 43 representing 40.2% of the participants have 

agreed that the school in which they are working has good policies and procedures to 

motivate teachers and accomplish their responsibilities. While 21 representing 19.6% of 

the participants have strongly agreed to the case presented. This means that 64 

representing 59.8% of the participants agreed that the policies and procedures followed 

by the schools motivates teachers. It is possible to infer that the policies and procedures 

followed by private schools is one of the factors affecting teachers job satisfaction. 

From Table 4.2, majority of the respondents 52 representing 48.6%of the participants 

have agreed that the private high schools‟ structure is workable and comfortable while 

nine representing 8.4% of the participants have strongly agreed to the case presented. It is 

N

o 

 

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 School has good policies and 

procedures to motivate teachers 
1 0.9 32 29.9 29 27.1 43 40.2 21 19.6 

2 School structure is workable 

and comfortable 1 0.9 22 20.6 23 21.5 52 48.6 9 8.4 

3 Encouraging working 

conditions and physical 

environment  5 4.7 30 28 36 33.6 31 29 5 4.7 

4 Gaining adequate salary in 

relation to workload 23 21.5 43 40.2 27 25.2 13 12.1 1 0.9 

5 Satisfactory benefit entitlement 

in relation to work loads 24 22.4 57 53.3 18 16.8 7 6.5 1 0.9 
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possible to infer that one of factors that affects the teachers job satisfaction in private 

high school are the school structure such as class size, number of students per class 

curriculum, etc.  

To the third item 30 of the respondents representing 28% of the participants have 

disagreed that the working conditions and physical environment of the private high 

school encourages teachers to fulfill their responsibilities effectively. While 36 

representing 33.6% of the participants were neutral to the case presented. And 

31representing 21% of the participants have agreed that the working conditions and 

physical environment of the private high school encourages teachers to fulfill their 

responsibilities effectively. This indicates that teachers at the private high schools were 

uncertain about working conditions and physical environment of the school are one of the 

factors affecting teachers job satisfaction. 

The study also revealed that 43 (40.2%) respondents at the private high schools disagreed 

with the statement that salary they are getting is adequate in relation to their workload. 

While 23 (21.5%) of the respondents strongly disagreed that the salary they are earning is 

adequate. It is possible to conclude that teachers job satisfaction is majorly affected with 

salary they are earning. These findings were similar to the findings of Tadesse (2018) and 

Gedefaw (2012). As cited by Tadesse (2018) payment is one the top factors which cause 

satisfaction of employees. Job satisfaction is found linked with financial aspect. Any job 

must have some sort of financial outcome. The higher outcome, the higher the employees 

satisfied with that job. Thus, salary and benefits are factors affecting teachers job 

satisfaction. 

On Table 4.2, the majority 57 (53.3%) of respondents responded disagreed that teachers 

having satisfactory benefit entitlement in relation to workloads. While 24 (22.4%) the 

respondents strongly disagreed to the assumption that teachers get satisfactory benefit 

entitlement in relation to their work loads. We can conclude that teachers in private high 

school of Bole Sub city were not satisfied with the benefits they are entitled at their 

school. Thus benefit entitlement in relation to workloads is one of the major items 

affecting teachers job satisfaction in private high schools.  
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From the information gathered through interview with key informants and through open-

ended questioners concerning teacher‟s work environment it was found out that, even 

though the salary teachers are earning compared to public is better, teachers are 

dissatisfied with it. Also, the benefits they are getting differ among the private schools. 

The good opportunity of working environment in the private school for the teachers is the 

home to home tutor they are giving. Through these earnings they compensate the gap 

created by the salary and benefit. It was also found out that the school‟s policies and 

procedures differ among each private school. The information gathered also revealed that 

teachers working in private schools learn punctuality and competence from the working 

environment. This was confirmed by the following comments.  

One of the factors for teacher’s dissatisfaction in our school is salary related cases. 

When compared their salaries with that of public schools its better but they are 

dissatisfied with it. But most of the teachers who are working here earns extra money 

from the home to home tutor(P5,May2020).  

For teacher’s dissatisfaction in this school might be the procedure the school 

follows. Like signing in time and signing out time, dressing codes, workloads, and 

students discipline cases. There is a difference on work procedures among private 

schools. When a teacher feels stressed due to these procedures, he looks for another 

school with less responsibility. The other case for me is that the salary and 

allowances they are earning (P2, May2020). 

4.3.2 Educational value 

This section sought to investigate how the beliefs of teachers about what goals should be 

pursued (educational values) influences teachers‟ job satisfaction at private schools of 

Beshale cluster in Bole Sub city. The respondents were asked to indicate how their 

educational values are in accordance with the school, colleagues and whether the school 

shares what constitutes good teaching. The responses of the respondents are shown in 

Table 4.3 
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The Table 4.3 above, shows that majority 54 (50.5%) of the respondents agreed that 

value they emphasize were in accordance with the school and colleagues. While 40 

(37.4%) of the respondents have strongly agreed to the case presented. Hence it is 

possible to infer that the educational values of the respondents were in accordance with 

the values which are emphasized at the school which has a positive effect on their job 

satisfaction. 

As it is also evidenced in the Table 4.3 above, 57 (53.3%) of the respondents have agreed 

that they have the same opinion as their colleagues about what is important in education. 

Twenty-nine (27.1%) of the respondents have strongly agreed to this case. Hence it is 

possible to infer that having the same opinion as their colleagues about what is important 

in education is a factor that affects teachers job satisfaction.  

The study also showed that majority 64 (59.8%) of the respondents agreed to schools 

where they are teaching in shares their view of what constitutes good teaching. While 

28(26.2%) of the respondets have strongly agreed to the case. According to Rosenberg 

(1977, 1979) a teacher who shares the prevailing norms and values of the school may 

experience contextual consonance. Thus, it is possible to conclude that this item is one of 

the important factor that affects teachers job satisfaction in the private gigh schools.  

Table 4.3 Educational value 

N

o 

 

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 Values in accordance with the 

school's 

1 0.9 9 8.4 3 2.8 54 50.5 40 37.4 

2 Having the same opinion as 

colleagues 

  6 5.6 15 14.0 57 53.3 29 27.1 

3 School sharing what constitutes 

good teaching 

1 0.9 10 9.3 4 3.7 64 59.8 28 26.2 
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From the information gathered through interview with key informants and through open-

ended questioners concerning educational values it was found out that teachers took 

trainings about the goals of the school at the beginning of the academic year. This 

indicates that the school and the teachers share the same educational values. This was 

confirmed by the following comments. 

In our school at the beginning of each academic year as well beginning of each year, 

the school gives induction (training) about the school’s system. One of it, in fact the 

first one, is about the school’s goal. the other inductions are about the school 

procedures, job description, lesson planning, continuous assessment, checking 

students work, teaching material preparation. This makes our teacher to have the 

same goal as the school (P1, May 2020). 

4.3.3Relation with Colleagues, Parents and School Leadership 

This section intended to establish the school leadership and how teacher‟s relationship 

with their colleagues and parents influence their job satisfaction. The responses of the 

respondents are shown in Table 4.4. 
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Table 4.4 Relationship with colleagues, teachers and school leadership 

From the Table 4.4 it is seen that many of the respondents, 44 (41.1%) of them agreed 

and 37 (34.6%) of them strongly agreed to the first item. This indicates that teachers in 

private high schools of Be shale cluster in Bole Sub City agreed that they get help from 

No  

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 Getting help from colleagues   8 7.5 18 16.8 44 41.1 37 34.6 

2 Colleagues are friendly and have 

a concern for each other 

  7 6.5 9 8.4 63 58.9 28 26.2 

3 Colleagues help and support each 

other 

2 1.9 7 6.5 17 15.9 52 48.6 29 27.1 

4 Parents have faith in teachers 

teaching 

  5 4.7 12 11.2 41 38.3 49 45.8 

5 Parents are easy to work with   16 15.0 21 19.6 57 53.3 13 12.1 

6 Parents trust and accept teachers‟ 

decisions 

  4 3.7 24 22.4 56 52.3 23 21.5 

7 Seeking help and advice from 

leadership 

  11 10.3 27 25.2 34 31.8 35 32.7 

8 Relationship with the principal 2 1.9 6 5.6 11 10.3 35 32.7 53 49.5 

9 Supportive leadership   17 15.9 13 12.1 36 33.6 41 38.3 

10 Having good relationship with 

school administrators 

  6 5.6 15 14.0 47 43.9 39 36.4 
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their colleagues in educational matters. The table also depicts that 63 (58.9%) agreed to 

the second sub construct while 28 (26.2%) have strongly agreed to it. From this it is 

possible to deduce that respondents positively rated with relatively less variability to their 

response to the relation among the colleagues is characterized as friendly and have 

concern to each other in the private high schools of Be shale cluster. From the study, 

52(48.6%) of the respondents agreed in their response to teachers at their school help 

support each other while 29 (27.1%) of the respondents have strongly agreed to the third 

item. From this it is possible to infer that relation with colleagues is a good factor on 

teacher‟s job satisfaction. 

The study also shows that the relationship that respondents have with their student‟s 

parents. In the fourth sub constrain 12 (11.2%) of the respondents were undecided 

weather parents having faith in their teachings or not. The above table also showed that 

49(45.8%) of the respondents have responded strongly agree while 41(38.3%) of the 

respondents have responded agreed to the fourth item. This indicates respondents 

strongly agreed with less variability in their response to parents having faith in their 

teaching. Thus this item is a good factor affecting teachers‟ job satisfaction. 

From the above table it is seen that 16 (15%) of the respondents disagree parents are not 

easy to work with. Twenty – one (19.6%) of the respondents were uncertain regarding 

this item. But majority 57(53.3%) of the respondents have agreed that parents are easy to 

work with while 13 (12.1%) have responded strongly agree to this case. This indicates 

that respondents agree student‟s parents are easy to work with less variability in their 

response. Thus, it is possible to infer that relationship with parents is a factor affecting 

teachers‟ job satisfaction. 

Regarding the item parents trust and accept teachers‟ decisions, four (3.7%) of the 

respondents responded disagreed, 24 (22.4%) of the respondents were uncertain, 56 

(52.3%) of the respondents have responded agreed and 23 (21.5%) of the respondents 

have responded strongly agreed. This indicates that the respondents agreed with a 

relatively less variability in their response that parents trust and accept their decision. 

Thus this item also emphasized the relation with parents is factor that affects teachers‟ 

job satisfaction. 
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Table 4.4 also shows that respondent‟s relation with the leadership in the school. For the 

sub constraint seeking help and advice in educational matter from leadership, 11 (10.3%) 

of the respondents disagreed, 27 (25.2%) of the respondents were uncertain, 34 (31.8%) 

of the respondents have agreed and 35 (32.7%) of the respondents have strongly agreed. 

This indicates majority 69(64.5%) of the respondents seek help and advice from the 

school leadership in educational matters. Seeking help and advice from the school 

leadership in educational matters creates a good relationship with the school leaders and 

leads to teachers job satisfaction.  

The study also revealed the response of teacher‟s relationship with their principal is of 

mutual trust and respect. Two (1.9%) of the respondents responded strongly disagreed, 

six (5.6%) of the respondents responded disagree, 11 (10.3%) of the respondents were 

uncertain with the relation they have with the school principal is of mutual trust and 

respect, 35 (32.7%) of the respondents have responded agreed and 53 (49.5%) of the 

respondents have strongly agreed. This indicates that that majority of the respondents 

strongly agreed that the relationship with their principal is of mutual trust and respect. It 

is possible to conclude teacher‟s relation with the principal is one of strong factor that 

affects teachers job satisfaction.  

On the other hand, 17 respondents representing 15.9% disagreed, 13 representing 12.1% 

undecided and 36 representing 33.6% agreed and 41 representing 38.3% strongly agreed 

to their school leadership is supportive and praises good work. Hence, majority of the 

respondents agreed that the school leadership is supportive and praises good work. Thus 

it is possible to infer that supportive leadership in the school is one of a strong factor that 

affects teachers job satisfaction in private high school of Bole Sub City.  

With regard to whether the teachers are having good relationship with the school 

administrators,  six respondents representing 5.6% have responded disagree, 15 

respondents representing 14% have responded neutral, 47 respondents representing 

43.9% have responded agree and 39 respondents representing 36.4% have responded 

strongly agree. This indicates that majority of the respondents have a good relationship 

with the school administrators. Thus it is possible to infer that the relationship with the 
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school leaders is a strong factor that affects teachers job satisfaction in private high 

school of Bole Sub City.  

From the information gathered through interview with key informants and through open-

ended questioners concerning teacher‟s relationship with their colleagues and school 

leadership confirmed that they have a good relationship with parents, colleagues, and 

school administrators. Parents faith in their teachings also created a good opportunity to 

earn extra money by giving home to home tutor. The information also revealed that the 

interference and involvement of the school owners in decision regarding educational 

matters creates dissatisfaction on their jobs. This was confirmed by the following 

comments. 

The teacher’s relation with their colleagues is incredibly good in our school. They 

have a strong social closeness. They help each other regarding educational cases 

and at each semester they go together on vacation. This creates a great bond. 

Regarding their relationship with the administrators it is also said to be good (P4, 

May 2020).  

Most of the parents in our school trust our teachers. Even when a best teacher leaves 

the school, they always try to solve the case together with the school. Parents even 

do nothire teachers from other schools to be their kids home to home tutor (P1, May 

2020).  
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4.3.4 Workload and pressure 

According to Skaalvik&Skaalvik (2010b), an increasing number of work assignments 

and a more hectic workday, results in less time for rest and recovery. This will lead to 

burnout and less job satisfaction. This section intended to study how the pressure and 

workload teachers have in private schools at Beshale cluster in Bole Sub city affects 

teachers job satisfaction. The responses of the respondents are shown in Table 4.5 

Table 4.5 Workload and pressure 

From Table 4.5, for the first item, preparation for teaching must often be done after 

working hours, five respondents representing 4.7% of the participants have responded 

strongly disagree, eight respondents representing 7.5% of the participants have responded 

disagree, 35 of the respondents were neutral, 44 of the respondents representing 41.1% 

have responded agree and 15 respondents representing 14% of the participants have 

responded strongly agreed. Accordingly, the respondents positively agreed that 

preparation to teaching must often be done after working hours. The response of the 

respondents was with less variability.  

N

o 

 

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 Preparation for teaching after 

working hours 

5 4.7 8.

0 

7.5 35 32.7 44 41.1 15 14.0 

2 No time for rest and recovery     8 7.5 62 57.9 37 34.6 

3 Meetings, administrative work, 

and documentation take much 

time 

 

2 

 

1.9 

 

5 

 

4.7 

 

38 

 

35.5 

 

35 

 

32.7 

 

27 

 

25.2 

4 Workloads are suitable to 

teachers 

25 23.

4 

45 42.1 30 28.0 2 1.9 5 4.7 
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From Table 4.5 it is seen that the respondents strongly agreed to life at private high 

school is hectic and no time for rest and recovery. This is due to the response proportion, 

i.e. 62 representing 57.9% of the participants response agreed while 37 of the participants 

representing 34.6% have responded strongly agree and the remaining eight participants 

were neutral.  The responses of the respondents were with relatively very less variability. 

This showed that the workload and pressure teachers face in private high school makes 

their life hectic and no time for rest and recovery. Thus, it can be inferred that the 

workload and time pressure is a good factor affecting teachers job satisfaction.    

From Table 4.5, for the fourth sub constraint, two participants responded strongly 

disagree, five participants responded disagree, 38 representing 35.5 % of the participants 

were neutral, 35 representing 32.7% responded agree and the remaining 27 participants 

representing 25.2 % responded strongly agree.  This means many of the respondents 

agree to meetings, administrative work, and documentation take much of the time that 

should be used for teaching preparation. Thus, it can be concluded that meetings, 

administrative work and documentation process pressure teachers and affects their job 

satisfaction.  

Regarding the last sub constraint 25 representing 23.4% of the participants strongly 

disagree, 45 representing 42.1% of the participants disagree, 30 representing 28% of the 

participants were neutral, two participants agree and the remaining five participants 

strongly agree that the workloads and working hours in the school are suitable to 

teachers. This means the respondents did not agree that workload and working hours in 

the private high schools of Beshale cluster in Bole Sub city are suitable to teachers. The 

responses of the respondents were with less variability. It is possible to infer that teachers 

were less satisfied with the workloads they were given and being less comfortable with 

the working hours. Thus work load and pressure is one of the factors affecting teachers 

job satisfaction.  

From the information gathered through interview with key informants and through open-

ended questioners concerning teacher‟s work load and pressure on their work confirmed 

that they felt pressurized on meeting the deadlines of submitting paper works (like 

worksheet, test and final exams), checking (exercises, worksheet, quizzes, tests and final 
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exam) and recording the results on mark books. This pressures the teachers to exhaustion 

and to look for another school with less burden. It was also found out that the number of 

indoor games in the school were very few. This was confirmed by the following 

comments 

This school’s academic year is divided in to four quarters. In each quarter teachers 

are expected to give at least two worksheet, two tests and one final exam or model 

exam. They are also expected to give at least three homework in each week. And they 

are expected to check and record the mentioned paper works. Each teacher is a 

homeroom teacher. A homeroom teacher is also responsible to feed the mark books 

and prepare a report card. This and other procedures create a pressure on the 

teachers (P3, May 2020). 

4.3.5 Student Discipline 

It is undeniable fact that the disruptive student‟s discipline in the class has an impact on 

the teaching learning process particularly at high school level. This section sought to 

establish how the students discipline influence teachers job satisfaction. The response of 

the respondents is summarized in the Table below. 
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Table 4.6 Student Discipline 

The first sub constraint was regarding how disruptive student discipline affects teachers 

was teaching. Thus, six participants responded disagree, 11 representing 10.3% of the 

participants were undecided in their response, 57 representing 53.3% of the participants 

responded agree and the remaining 33 representing 30.8% of the participants responded 

strongly agree. This means many of the respondents agreed that teachers in private high 

schools at Be shale Cluster are often disrupted by students who lack discipline. The 

responses of the respondents were with relatively less variability. It can be inferred that 

disruptive student‟s discipline is one of the factors that affects teachers job satisfaction in 

private high schools. 

From Table 4.6, for the second sub constraint, two of the participants strongly disagree, 

six of the participants responded disagree, 17 representing 15.9% of the participants were 

undecided in their response, 55 representing 51.4% of the participants responded agree 

and the remaining 27 representing 25.2% of the participants responded strongly agree. 

This means teachers in private high schools at Be shale Cluster agreed that some students 

with behavioral problems make the lessons difficult to carry out as planned. The 

responses of the respondents were with less variability. It is possible to conclude that 

N

o 

 

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 Teaching often disrupted by 

undisciplined students 

  6 5.6 11 10.3 57 53.3 33 30.8 

2 The lessons difficult to carry out 

as planned 

2 1.9 6 5.6 17 15.9 55 51.4 27 25.2 

3 Controlling students‟ behavior 

takes much time 

  10 9.3 17 15.9 46 43.0 34 31.8 
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disruptive student‟s discipline is one of the factors that affects teachers job satisfaction in 

private high schools 

Regarding controlling student‟s behavior takes much time, Table 4.6 shows that 10 

(9.3%) of the participants responded disagree, 17 representing 15.9% of the participants 

were undecided in their response, 46 representing 43% of the participants responded 

agree and the remaining 34 representing 31.8% of the participants responded strongly 

agree. This means many of the participants agreed that teachers in private high schools at 

Be shale Cluster put a lot of effort and time in controlling disruptive student‟s behavior. 

Thus this item also emphasize that disruptive student behaviors is on of the factors 

affecting teachers job satisfaction.  

From the information gathered through the interview and the open-ended question 

student‟s behavior was one of the major challenges teachers and school administrators 

facing in the private schools. The reason they gave was that when the private schools 

registers new students at the beginning of new academic year they don‟t screen properly 

and also the other major reason for some students undisciplined behavior is that the 

interference of school owners in decision regarding misbehaving. Respondents also 

believed that some students behavior creates dissatisfaction in their job. This was 

confirmed by the following comments. 

Students discipline cases took much of my time. Some of the problems related to 

students discipline are talking in the class, eating in the class, their hair style, 

dressing code, missing classes, not following direction of their teachers and 

administrators, not doing their homework...etc. In fact this is true in most private 

schools. The reason might be the weak decisions taken by the schools. What I mean 

is, owners interference on the decisions regarding students’ discipline case. For 

example, in some schools, it is not possible to expel a student for bad behavior. 

Instead of expelling a student, it’s better to let a teacher leave the school (P4, May 

2020). 

4.3.6 Teachers Exhaustion 

This section sought to investigate how the emotional exhaustion of teachers in private 

high schools of Bole Sub City affects their job satisfaction. The respondents were asked 
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about their emotional exhaustion with five different sub-items. The response of the 

respondents is summarized in the table below. 

Table 4.7 Teachers Exhaustion 

 

From Table 4.7 depicts that one participant responded strongly disagree, 10 participant 

responded disagree, 22 representing 20.6% of the participant were undecided on their 

response, 50 representing 46.7% of the participants responded agree and the remaining 24 

representing 22.4% of the participant responded strongly agree to the item  experiencing 

a lot of stress in their work. This means that respondents agreed with less variability in 

their response that they experience a lot of stress in their work. Accordingly, it is possible 

to infer that teachers in the private schools of Bole Sub City faced a lot of stress in their 

work and this leads to fatigue and reduced job satisfaction. 

N

o 

 

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 Experiencing a lot of stress in 

his/her work 

1 0.9 10 9.3 22 20.6 50 46.7 24 22.4 

2 Being anxious when going to 

work 

11 10.3 60 56.1 15 14.0 20 18.7 1 0.9 

3 Working as a teacher is 

extremely stressful 

2 1.9 30 28.0 36 33.6 29 27.1 10 9.3 

4 Worrying that he/she shall not 

manage the job 

31 29 51 47.7 10 9.3 15 14   

5 Being always on alert 1 0.9 2 1.9 9 8.4 27 25.2 68 63.6 
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Regarding to the item being anxious when going to work, 11 (10.3%) of the participants 

responded strongly disagree, 60 representing 56.1% of the participants responded 

disagree, 15 representing 14% of the participants were neutral on their response, 20 

representing 18.7% of the participants responded agree and the remaining 1 participant 

responded strongly agree. This means that respondents disagreed to being anxious when 

going to work with less variability in their response. It can be concluded that teachers 

even though they feel stressed in their work they do not feel being anxious going to work.  

The study also revealed that two participants responded strongly disagree, 30(28%) of the 

participants responded disagree, 36 representing 33.6% of the participants were neutral in 

their response, 29 representing 27.1% of the participants responded agree and the 

remaining 10 representing 9.3% of the participants responded strongly agree.  This 

indicates that respondents were undecided on their response to working as a teacher is 

extremely stressful with variability in their response.  

From Table 4.7, for the fourth item, 31 representing 29% of the participants responded 

strongly disagree, 51 representing 47.7% of the participants responded disagree, 10 

representing 9.3% of the participants were undecided in their response and the remaining 

15 participants responded agree. This means the respondents showed disagreement to the 

case presented with less variability in their response. It is possible to infer that in the 

private high schools of Bole Sub City teachers did not worried about managing their jobs. 

They did not feel stressed about managing their jobs.  

On the last item, one participant responded strongly disagree, two participants responded 

disagree, nine participants were uncertain on their response, 27 representing 25.2% of the 

participants responded agree and  the remaining 68 representing 63.6% of the participants 

responded strongly agreed. This means respondents strongly agreed to the case teachers 

always must be on alert with less variability in their response. It is possible to conclude 

that teachers in the private high schools of Bole Sub city were always on alert. 

From the information gathered through interview with key informants and through open-

ended questioners concerning teacher‟s exhaustion confirmed that they feel stressed 

because of the work load they are having. Teachers claimed that the deadline for 

submitting the paperwork was tiresome and put teachers in pressure. Even though 
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teachers felt stressed with the workload and the time pressure to submit paper works, they 

do not feel exhausted. This is due to the age factor. Many of the teachers in the private 

high schools of Bole Sub City are in the range of 26 – 36. 

4.3.7 Feeling of Belongingness 

This section sought to investigate the teachers feeling of belongingness in private high 

schools of Bole Sub City. The respondents were asked about their belongingness with 

four different sub-items. The response of the respondents is summarized in the table 

below. 

Table 4.8 Feeling of Belongingness 

The first sub constraint was regarding how teachers felt belonged to their school. Thus, 

one participant responded strongly disagree, 11 representing 10.3% of the participants 

responded disagree, 14 representing 13.1% of the participants were undecided with their 

response, 47 representing 43.9% of the participants responded agree, and the remaining 

34 representing 31.8% of the participants responded strongly agree. This means 

respondents agreed with the case of feeling belonging to the school with less variability 

No  

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 Belonging to the school 1 0.9 11 10.3 14 13.1 47 43.9 34 31.8 

2 Accepted by the school‟s 

leadership 

  8 7.5 6 5.6 71 66.4 22 20.6 

3 Colleagues having faith in 

respondents 

    13 12.1 58 54.2 36 33.6 

4 Having good feelings towards 

work and employment 

conditions 

  6 5.6 15 14.0 47 43.9 39 36.4 
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in their response. It is possible to infer that these teachers feeling of belongingness 

mediates whenever they feel dissatisfied on their work by different factors.  

Table 4.8 also depicts the response of the participants on being accepted by the school‟s 

leadership. Thus, eight participants responded disagree, six participants were neutral on 

their response, 71 representing 66.4% of the participants responded agree and the 

remaining 22 representing 20.6% of the participants responded strongly agree. This 

means the respondents agreed that their school leaders accept them with very less 

variability in their response. Thus it is possible to infer that being accepted by the school 

leadership increases the feeling of belongingness and results as a mediating factor for 

teachers dissatisfaction.   

Regarding the colleagues having faith in respondents, 13 representing 12.1% of the 

participants were neutral on their response, 58 representing 54.2% of the participants 

responded agree and the remaining 36 representing 33.6% of the participants responded 

strongly agree. This means respondents strongly accepted the idea that their colleagues 

have faith in them with very less variability in their response. It is possible in infer that 

colleagues having faith in respondents increases the feeling of belongingness.  

The last item was on having good feelings towards work and employment conditions and 

six participants responded disagree, 15 representing 14% of the participants were neutral 

on their response, 47 representing 43.9% of the participants responded agree and the 

remaining 39 representing 36.4% of the participants responded strongly agree. This 

means that the respondents agreed they have good feelings towards their work and 

employment conditions with less variability in their response. 

4.4 Job satisfaction 

This section sought to investigate the job satisfaction of teachers in private high schools 

of Bole Sub City. The respondents were asked about their job satisfaction with five 

different sub-items. The response of the respondents is summarized in the table below. 

 

 



52 
 

Table 4.9 Job Satisfaction 

The first sub constraint was about enjoying working as a teacher. Thus, one participant 

responded strongly disagree, nine representing 8.4% of the participants responded 

disagree, 25 representing 23.4% of the participants were undecided with their response, 

35 representing 32.7% of the participants responded agree, and the remaining 37 

representing 34.6% of the participants responded strongly agree. This means respondents 

agreed that they enjoy working as a teacher with less variability on their responses. It is 

possible to infer that teachers in the private high school of Bole sub city were satisfied 

working as a teacher. 

Table 4.9 also depicts the response of the participants on looking forward to going to 

school every day. Thus, 10 representing 9.3% of the participants responded disagree, 29 

representing 27.1% of the participants were neutral on their response, 35 representing 

32.7% of the participants responded agree and the remaining 33 representing 30.8% of 

the participants responded strongly agree. This means respondents agreed to the idea that 

No  

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 Enjoy working as a teacher 1 0.9 9 8.4 25 23.4 35 32.7 37 34.6 

2 Looking forward to going to 

school every day 

  10 9.3 29 27.1 35 32.7 33 30.8 

3 Teaching is extremely rewarding 7 6.5 53 49.5 29 27.1 16 15.0 2 1.9 

4 Looking forward to going to 

work in the morning 

1 0.9 7 6.5 15 14.0 41 38.3 43 40.2 

5 Recognized and rewarded 

adequately for his/her 

contributions 

10 9.3 53 49.5 23 21.5 21 19.6   
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they look forward to going to school every day with less variability to their responses. It 

is possible to conclude that teachers in private high schools of Beshale cluster in Bole sub 

city were satisfied with their job. 

Regarding the item teaching is extremely rewarding, seven participants responded 

strongly disagree, 53 representing 49.5% of the participants responded disagree, 29 

representing 27.1% of the participants were neutral on their response, 16 representing 

15% of the participants responded agree and the remaining two participants responded 

strongly agree. This means that respondents disagreed to the idea that teaching is 

extremely rewarding with less variability in their response. It is possible to infer that 

teachers in private high schools of Beshale cluster in Bole sub city are dissatisfied with 

the reward they get from teaching.  

From Table 4.9, for the item  looking forward to going to work in the morning, one 

participant responded strongly disagree, seven participants responded disagree, 15 

representing 14% of the participants were undecided in their response, 41 representing 

38.3% of the participants responded agree and the remaining 43 representing 40.2% of 

the participants responded strongly agree. From this it is possible to infer respondents 

agreed to the case when they get up in the morning, they look forward to going to the 

school. This indicates that teachers are satisfied working as a teacher.  

For the last sub constraint 10 representing 9.3% of the participants responded strongly 

disagree, 53 representing 49.5% of the participants responded disagree, 23 representing 

21.5% of the participants were neutral on their response, and the remaining 21 

representing 19.6% of the participants responded strongly agree. This means that 

respondents disagreed on the case teachers are adequately recognized and rewarded for 

their contribution at their schools with less variability in their responses. It is possible to 

conclude that teachers in private high schools of Beshale cluster in Bole sub city are 

dissatisfied with the recognition and the reward system the school‟s follow. 

From the information gathered through interview with key informants and through open-

ended questioners concerning teacher‟s job satisfaction confirmed that teachers enjoyed 

working as a teacher. The information confirmed also that even though teachers were 

dissatisfied by the reward of teaching profession they are satisfied for being teacher.  
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4.5 Motivation to leave teaching 

This section is sought to investigate the loyalty of teachers in private high schools of Be 

shale cluster in Bole sub city for the teaching profession. Respondents were asked with 

three item and the response of the respondents is summarized in Table 4.10  

Table 4.10 Motivation to leave teaching 

The first sub constraint was about wishing to have different job to being a teacher. Thus, 

one participant responded strongly disagree, 25 representing 23.4% of the participants 

responded disagree, 29 representing 27.1% of the participants were undecided with their 

response, 40 representing 37.4% of the participants responded agree, and the remaining 

12 representing 11.2% of the participants responded strongly agree. This indicates that 

participants were undecided on wishing to have a different job than being a teacher. 

From Table 4.10, for the item choosing over again not to be a teacher, 14 representing 

13.1% of the participant responded strongly disagree, 62 representing 57.9% participants 

responded disagree, 13 representing 12.1% of the participants were undecided in their 

response, 15 representing 14% of the participants responded agree and the remaining 3 

representing 2.8% of the participants responded strongly agree. This indicates that 

respondents disagreed to the case if they could choose over again, they would not be a 

No  

Items 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

F % F % F % F % F % 

1 Wishing to have different job to 

being a teacher 

1 0.9 25 23.4 29 27.1 40 37.4 12 11.2 

2 Choosing over again not to be a 

teacher 

14 13.1 62 57.9 13 12.1 15 14.0 3 2.8 

3 Thinking of leaving the teaching 

profession 

6 5.6 51 47.7 34 31.8 13 12.1 3 2.8 
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teacher. It is possible to conclude that teachers were satisfied with the profession and 

loyal to teaching profession. 

From Table 4.10, for the item thinking of leaving the teaching profession, six participant 

responded strongly disagree, 51 representing 47.7% participants responded disagree, 34 

representing 31.8% of the participants were undecided in their response, 13 representing 

12.1% of the participants responded agree and the remaining 3 representing 2.8% of the 

participants responded strongly agree. This indicates that respondents disagreed to the 

case often thinking to leave the teaching profession. It is possible to infer that teachers in 

private school were satisfied with the job they were doing.  

From the information gathered through interview with key informants and through open-

ended questioners concerning teacher‟s motivation to leave the teaching profession 

confirmed that teachers enjoyed working as a teacher and loyal to the profession. But the 

information gathered confirmed that the salary difference as well as school policy 

amongst private schools were the reasons for teachers‟ high turnover rate in private 

schools. The other reason found out from the gathered information was that rewarding 

and encouragement policy for teachers in the school have dissatisfied them. When 

teachers feel dissatisfied, they move from one school to another school in finding in 

betterment of their salary, benefits, and less workload. 

4.6 Correlational statistics to the relationship between job satisfaction, 

working environment and motivation to leave the school. 

A Pearson product – moment correlation was conducted to the examine the relationships 

between teachers work environment, job satisfaction and motivation to leave the school 

in the private high schools in Bole Sub City. A complete list of correlation is presented in 

Table 4.11 below. 
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Table 4. 12. Relationship between Job Satisfaction, working environment and 

motivation to leave the school.  

    JS WE EVal. RCPS W&P SDis. Exh. Bel. MtL 

JS 

Pearson 

Correlation 1 .375** 0.19 .362** 

-

.193* 

-

0.452** 

-

.405** .496** 

-

.389** 

  Sig. (2-tailed)   0 0.051 0 0.047 0.019 0 0 0 

  N 107 107 107 107 107 107 107 107 107 

WE 

Pearson 

Correlation .375** 1 0.128 .468** 

-

0.059 -.380** 

-

.408** .394** -0.165 

  Sig. (2-tailed) 0   0.189 0 0.546 0 0 0 0.09 

  N 107 107 107 107 107 107 107 107 107 

EVal 

Pearson 

Correlation 0.19 0.128 1 .241* 

-

0.005 0.17 0.108 .382** -0.13 

  Sig. (2-tailed) 0.051 0.189   0.013 0.962 0.08 0.269 0 0.183 

  N 107 107 107 107 107 107 107 107 107 

RCPS 

Pearson 

Correlation .362** .468** .241* 1 0.134 -0.068 

-

.282** .436** -.238* 

  Sig. (2-tailed) 0 0 0.013   0.168 0.484 0.003 0 0.014 

  N 107 107 107 107 107 107 107 107 107 

W&P 

Pearson 

Correlation -.193* -0.059 -0.005 0.134 1 0.02 -0.066 0.079 -0.01 

  Sig. (2-tailed) 0.047 0.546 0.962 0.168   0.837 0.502 0.418 0.921 

  N 107 107 107 107 107 107 107 107 107 

SDis 

Pearson 

Correlation 

-

0.452** -.380** 0.17 -0.068 0.02 1 .306** 0.032 0.087 

  Sig. (2-tailed) 0.019 0 0.08 0.484 0.837   0.001 0.746 0.373 

  N 107 107 107 107 107 107 107 107 107 

Exh 

Pearson 

Correlation -.405** -.408** 0.108 

-

.282** 

-

0.066 .306** 1 

-

.316** .311** 

  Sig. (2-tailed) 0 0 0.269 0.003 0.502 0.001   0.001 0.001 

  N 107 107 107 107 107 107 107 107 107 

Bel 

Pearson 

Correlation .496** .394** .382** .436** 0.079 0.032 

-

.316** 1 

-

.330** 

  Sig. (2-tailed) 0 0 0 0 0.418 0.746 0.001   0.001 

  N 107 107 107 107 107 107 107 107 107 

MtL 

Pearson 

Correlation -.389** -0.165 -0.13 -.238* -0.01 0.087 .311** 

-

.330** 1 

  Sig. (2-tailed) 0 0.09 0.183 0.014 0.921 0.373 0.001 0.001   

  N 107 107 107 107 107 107 107 107 107 

**. Correlation is significant at the 0.01 level (2-tailed). 

    *. Correlation is significant at the 0.05 level (2-tailed). 
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Table 14.11 shows that there is a statistically significant relationship between working 

environment and teachers job satisfaction with sig value less than 0.01.The direction of 

the correlation is positive as determined by the sign of the Pearson correlation coefficient 

(r=0.375). This shows a positive relationship between work environment and job 

satisfaction. The positive relationship between working environment and job satisfaction 

shows that increased salary, satisfactory benefits, good policies and procedures may 

relate to teacher‟s increase satisfaction to their jobs.  

Table 14.11 shows that there is no statistically significant correlation between teacher‟s 

educational values of teachers and their job satisfaction with sig value 0.051 which is 

greater than 0.05. This finding is not similar to that of Skaalvik&Skaalvik (2011). 

Skaalvik&Skaalvik (2011) reported that teachers job satisfaction is positively related to 

teachers‟ value consonance. 

There is statistically significant relationship between teachers relationship with 

colleagues, parents, school leadership and their job satisfaction with sig value less than 

0.05.The direction of the correlation is moderate positive relationship as determined by 

the sign of the Pearson correlation coefficient (r=0.362).This may indicate the more 

teachers have good relationship teachers have with colleagues, parents and the more they 

get support from school leadership may also increase their satisfaction on the job. 

Table 4.11 also shows that there is a significant relationship between teacher‟s workload 

and their job satisfaction with sig value 0.047 which is less than 0.05. The direction of the 

correlation is weak negative relationship as determined by the sign of the Pearson 

correlation coefficient (r= - 0.193). This may indicate as the workload and the time 

pressure of teachers increases their job satisfaction may decreased.  

The table above shows that, there is a moderate negative (r= - 0.452) relationship 

between students‟ discipline and teachers job satisfaction which implies that, as students 

discipline becomes more disruptive teachers becoming more dissatisfied.  

From the Table 4.11, there is moderate negative (r= - 0.405) relationship between feeling 

of exhaustion and their job satisfaction. This may imply, the more teachers feel a lot of 

stress in their work the more they may feel dissatisfied with their job.  
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There is statistically significant relationship between teachers feelings of belongings and 

their job satisfaction with sig value less than 0.01.The direction of the correlation is 

moderate positive relationship as determined by the sign of the Pearson correlation 

coefficient (r=0.496).This may indicate the more teachers feel belonging to their school 

the more they become satisfied with their job.  

There is statistically significant relationship between teachers job satisfaction and their 

motivation to leave their school with sig value less than 0.01.The direction of the 

correlation is moderate negative relationship as determined by the sign of the Pearson 

correlation coefficient (r= - 0.389).This may indicate the more teachers feel satisfied in 

their job the less they are motivated to leave their school and the less turnover the schools 

encounter. 
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CHAPTER FIVE 

5. Summary of Findings, Conclusions and Recommendations 

5.1 Introduction 

This chapter focuses on the summary of findings of the study which formed the 

foundation for discussions. The discussions provided a firm basis upon which 

conclusions and recommendations were advanced to address the influence of work 

environment on job satisfaction among teachers in private high schools of Bole Sub City 

at Beshale Cluster. It also includes suggested areas for further research. 

5.2 Summary of major findings 

The purpose of the study was to analyze the factors affecting teachers job Satisfaction in 

private High Schools of Bole Sub City of Addis Ababa. To address the study purpose, the 

following basic questions were raised.   

A. What are the parameters (important factors) that affect job satisfaction?  

B. What is the relationship between factors affecting teachers‟ job satisfaction and 

teachers job satisfaction? 

C. How is teacher‟s job satisfaction and teachers‟ turnover in private schools related? 

To this end descriptive and correlation summary data was used and a total of 107 

respondents were used as a sample. Quantitative method was used as data collection 

instrument together with open ended question and interview for the principals of the 

schools. The data analysis resulted in the following major findings. 

The study indicated that majority (84.1%) of the respondents are male teachers while the 

remaining 15.9% were female teachers. Sixty-six of respondents (67.1%) were in the age 

interval of 26-35 years old. The study also reveals that 32 (29.9%) of the respondents 

were master‟s degree holder while the majority of the respondent‟s (69.2% of the 

population) which are 74 in numbers were First degree holders. Only one respondent was 

a diploma holder. This indicted that the schools fell to be in line with the directives from 

the Ministry of Education (MoE, 1995). Regarding work experience, 82(76.7%) of the 
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respondents have worked at least 6 years and above in private schools. These respondents 

were able to give out their ideas based on their diverse work experience which provides 

good inputs to the topic under investigation.  

The study revealed that working environment is a positive factor affecting teachers job 

satisfaction. This is supported by the following responses.  Sixty-four (59.8%) of the 

respondents agreed that the policies and procedures followed by the schools motivates 

teachers. Teachers at the private high schools were uncertain with working conditions 

and physical environment of the school to encourage teachers to fulfill their 

responsibilities effectively. Regarding the schools‟ structure, 61 representing 57% of the 

respondents agreed that teachers in private high school were satisfied with their school‟s 

structure such as class size, number of students per class curriculum, etc. The study also 

revealed that teachers in private high schools were dissatisfied with salary they are 

earning and the benefit they were entitled to. Also, the correlational relation showed that 

teachers job satisfaction has moderately positive relationship with their work 

environment.  

Educational value shared by the school and by colleagues is one of the positive factors 

that affects job satisfaction. This is supported by the response of the respondents. 

Majority 94 (87.9%) of the participants agreed that their educational values were in 

accordance with the values emphasized at their schools. Teachers also shared the same 

educational values as their colleagues. The study indicated also teachers felt their school 

constitutes of what is good teaching. The correlation relation indicated that teacher‟s 

educational value has no statistically significant correlation with their job satisfaction 

with sig value 0.051 which is greater than 0.05. 

Relation with colleagues, parents and school leadership is also another positive factor 

affecting teachers job satisfaction in private schools of Bole Sub City. This is mainly 

supported by the participants response.  Ninety – one representing 85.1% of the 

participants were satisfied with the friendly relationship and concern they have with their 

colleagues. Fifty – three participants responded strongly agree that relationship with their 

principal was also based on mutual trust and respect. Teachers were also highly satisfied 

with parents to have faith in their teaching. From the correlational statistics it was found 
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out that there is moderate positive (r= 0.362) relationship between relation with 

colleagues, parents and school leadership and their job satisfaction. 

Workloads and pressure are one of the negative factors affecting teachers job satisfaction. 

This is supported by the response of the participants.  Many of the participants i.e. 99 

representing 92.5% of the participants in the private high schools in Bole Sub City at Be 

shale Cluster agreed life at school is hectic and there is no time for rest and recovery. 

Fifty-nine participants have agreed that much of their time is taken by meetings, 

administrative work, and documentation. Thus, teachers in the private schools in Bole 

Sub City at Be shale Cluster were dissatisfied with workloads they have. From the 

correlational statistics, teacher‟s workload has a weak negative relationship (r= - 0.193) 

with their job satisfaction.  

Disruptive student discipline is one of the negative factors affecting teachers job 

satisfaction. This is mainly supported by the response of the respondents. Eighty – eight 

representing 84.1% of the participants responded agree and strongly agree that their 

teaching was often disrupted by undisciplined students. Eighty – two representing 76.7% 

of the participants responded agree and strongly agree that they face difficulty in carrying 

out the lesson planned because of some students with behavioral problem.  From the 

correlational statistics, student discipline has a moderate negative (r= - 0.452) 

relationship with the teachers‟ job satisfaction.  

From the study it was found out that teachers in the private high schools experienced a lot 

of stress in their work. Even though teachers felt stressed with the workload and the time 

pressure to submit paper works, they do not feel exhausted. This is due to the age factor. 

Many of the teachers in the private high schools of Bole Sub City are in the range of 26 – 

36. Thus, teachers‟ exhaustion serves as a mediating factor whenever teachers dissatisfied 

or satisfied in their work. From the correlational statistics, there is moderate negative (r= 

- 0.405) relationship between feeling of teacher exhaustion and their job satisfaction 

Feeling of belongingness is one of the positive factors affecting teachers job satisfaction. 

This is supported with 81 participants response of agree and strongly agree to feeling 

belonged to the school. And 93 participants also responded agree and strongly agree that 

they are accepted by their school leadership. As a result, the teachers feeling towards 
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work and employment condition was high. From the correlational statistics, teachers 

feeling of belongingness has moderately positive (r=0.496) relationship with their job 

satisfaction. 

It was found out that teachers in private high schools in Bole Sub City were satisfied 

working as a teacher. Seventy-two of the participants responded agree and strongly agree 

that enjoying working as a teacher. Teachers were also happy going to school every day 

(with a response of agree and strongly agree by 68 participants). But teachers were 

dissatisfied with the reward they get from teaching (with a response of disagree and 

strongly disagree by 60 participants). Even though they were dissatisfied with teaching 

rewards; they were always looking forward to going to work in the morning.  

It was found out that teachers in in private high schools in Bole Sub City did not think of 

leaving the teaching profession. This is supported with 57 representing 53.3% of the 

participants responded disagree to thinking of leaving the teaching profession. But from 

the information gathered through interview and open-ended questions, teacher‟s turnover 

among private schools at Be shale cluster was high. The reasons were better salary and 

benefit offer from other schools, teachers preferring less workload in other schools, and 

unlimited interference of school owners. From the correlation table it was found out that 

teacher‟s motivation to leave the school is negatively related to their job satisfaction.    
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5.4 Conclusions 

The basic research question were to identify the factors affecting the job satisfaction of 

private schools teachers, to determine the relationship of factors affecting job satisfaction 

and their job satisfaction and finally to see the relation of teacher job satisfaction with 

teachers turnover in private high schools of Bole Sub city. Based on the findings 

mentioned above the following conclusions are drawn:  

As the finding of the study indicated the job satisfaction of teachers in private high 

schools are majorly affected by the working environment (by the salary they earn, by the 

benefits they are entitled to, by the reward they get from teaching), by the work load they 

are assigned to, by the time pressure they face to meet the deadline of paper works 

(submission, checking and recording), by the students discipline. But their dissatisfaction 

on their job is mediated through the feeling they have towards the teaching profession, 

through the relationship they have with colleagues, with parents as well with the school 

leadership.  

Teachers job satisfaction was positively related to working environment, feeling of 

belongingness and relation with colleagues, parents, and school leaders whereas it was 

negatively related workload and time pressure, students ‟discipline, and teacher‟s 

exhaustion. Teachers job satisfaction was negatively related to motivation to leave the 

school. The more teachers are satisfied the less teachers‟ turnover in the schools. There 

was no statistically significant relation between teachers‟ job satisfaction and teachers‟ 

educational value consonance with their colleagues and the school.  
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5.5. Recommendations 

In order to improve the work environment and job satisfaction of teachers in private 

school the following recommendations have been forwarded based on the findings of the 

study. 

 All private schools should revise their work procedures and take correction on 

those procedures which leads to teachers less satisfaction on their jobs.  

 Private schools need to revise the work load they assign for teachers. 

 Since salary and benefits are one of the major factors that reduces teachers job 

satisfaction, the schools should revise their teacher‟s salary scale and work 

benefits 

 Private schools need to have different mechanisms (like having a student 

guidance) to reduce student‟s discipline problemsso that their teachers will focus 

to spend their time on the teaching.  

 The well performing teachers in private school should be awarded with cash, 

materials and equipment which boosts up the teachers' work motivation and 

enhance teacher‟s commitment to the school 

 Private school need to increase the number of indoor games they have in teacher‟s 

cafeteria to ease teacher‟s exhaustion from the workload and pressure they are 

facing. 

 Private schools need to assess further factors that reduces teachers job satisfaction 

and take actions to improve teachers working environment.  

5.6. Suggested areas for further Research 

The following areas are suggested for further studies from the results of this study  

1. Conduct research on the influence of work environment on job satisfaction among 

teachers in private schools of Addis Ababa.  

2. Conduct a research on how the turnovers of teachers are related to teacher‟sjob 

satisfaction among private schools of Addis Ababa 

3. Conduct research on policies and procedures of work among private schools of 

Addis Ababa 
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APPENDIXA 

 

ADDIS ABABA UNIVERSITY DEPARTMENT OF EDUCATIONAL PLANNING 

AND MANAGEMENT 

ITERVIEW QUESTIONS TO BE ADMINISTERED TO SECONDARY SCHOOL 

PRINCIPALS 

I am conducting a study entitled: “Factors Affecting Teachers Job Satisfaction in Private 

High Schools of Bole Sub City of Addis Ababa”. The purpose of this research is to get 

some information about teachers‟ work environment and job satisfaction in selected 

secondary school of Bole Sub-city, Addis Ababa. The research is done to fulfill the 

partial requirement to obtain a Master Degree in Educational Leadership from the 

Department of Educational Planning and Management, Addis Ababa University. Your 

participation in this study is voluntary. You are not required to specify your name in 

order to keep your identity anonymous. All information you give to the researcher will be 

confidential. Please give your own and genuine responses. I would like to thank you for 

taking time to conduct the interview.  

DIRECTION I. Personal data  

1. Your age in years: ________________  

2. Position _________________ 

3. Educational Level:   

 a/  MA/MSc    b/ BA/BSc/BEd    c/ Diploma  

4. Total experience as a principal (in years) 

a/ 1 – 5         b/6-10              c/11- 15        

d/ 16 – 20          e/ 20-25    f/ over 25 years   
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DIRECTION II. 

1. Do you think work environment bring job dissatisfaction? 

2. What is the workload of teachers at your school? 

3. What factors affect teachers‟ job satisfaction? 

4. Is stress in the work is a factor for dissatisfaction in teachers‟ job and a result to 

high turnover?  

5. Do teachers in your school shares the same value as the school? 

6. How do you express teacher‟s relationship with their colleagues and the school 

administrators? 

7. Does teacher turnover in your school exist? 

A. If yes, what do you think the reasons are? 

B. If no, what is the reason for not having turn-over at your school? 

8. Do teachers leave their job because of not feeling belongingness?  What do you 

do to make teachers feel belonging to your school? 

9. What other problems do teachers face in your school?      
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APPENDIXB 

ADDIS ABABA UNIVERSITY DEPARTMENT OF EDUCATIONAL PLANNING 

AND MANAGEMENT 

QUESTIONNERS TO BE FILLED BY TEACHERS 

Dear Respondents, I am conducting a study entitled: “Factors Affecting Teachers Job 

Satisfaction in Private High Schools of Bole Sub City of Addis Ababa”.The purpose of 

this research is to get some information about teachers‟ work environment and level of 

job satisfaction in selected secondary school of Bole Sub-city, Addis Ababa. The research 

is done to fulfill the partial requirement to obtain a master‟s degree in educational 

leadership from the Department of Educational Planning and Management, Addis Ababa 

University. Your participation in this study is voluntary. You are not required to write 

your name in order to keep your identity anonymous. All information you give me will be 

confidential. Please give your own and genuine responses. I would like to thank you for 

taking time to fill this questionnaire.  

For any questions or comments please contact me through: - Tewodros Negash - 09-11 

98 73 02                                                                                          (tedaman1@gmail.com) 

DIRECTION I. Personal data. Please write your answer in the space provided or put “✔

“mark where appropriate. 

1.  Name of the School _______________   Woreda _______________ 

2. Your age in years: ________________     Sex ___________ 

3. Educational Level:  a) MA/MSc   b) BA/BSc/BEd   c) Diploma 

4.  Marital Status:    a/ Single      b/ Married  

c/  Divorced     d/ Widowed  
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5. Total teaching experience in years: i. In private schools ______   

ii. Others ______ 

ii. In Public schools _______   

iii.iv. Total _______ 

6.  Do you have any other responsibility in addition to teaching?  a/ Yes   b/ No 

 If your response is yes, please specify your responsibility  

________________________________________________________________ 

________________________________________________________________ 

7. Did you take any training related to teaching? a/ Yes   b/ No 

 If your response is yes, type of training _____________ and duration 

__________ 

8. Do you think you are qualified for the level that you are teaching? / Yes   b/ No 

DIRECTION II. : Based on the 5-point scale, indicate your level of agreement or 

disagreement to each of the following motivation and job satisfaction statements. Please 

put a check (✔) mark under your best option.  

Scale :5=   Strongly Agree    4= Agree   3= Neutral   2 = Disagree 1= Strongly Disagree 

no Educational value 1 2 3 4 5 

1 My educational values are in accordance with the values which are 

emphasized at this school 

     

2 My colleagues and I have the same opinion about what is 

important in education  

     

3 I feel that this school shares my view of what constitutes good 

teaching 

     

Supervisory support 1 2 3 4 5 

4 In educational matters, I can always seek help and advice from the 

school leadership 
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5 My relationship with the principal is one of mutual trust and 

respect 

     

6 The school leadership is supportive and praises good work      

Relations with colleagues 1 2 3 4 5 

7 In educational matters, I can always get good help from my 

colleagues 

     

8 The relations among the colleagues at this school are characterized 

by friendliness and a concern for each other 

     

9 

 

Teachers at this school help and support each other      

Relations with parents 1 2 3 4 5 

10 I feel that the parents have faith in my teaching      

11 The parents are easy to work with      

12 The parents trust and accept my decisions      

Work load &Time pressure 1 2 3 4 5 

13 Preparation for teaching must often be done after working hours      

14 Life at school is hectic and there is no time for rest and recovery      

15 Meetings, administrative work, and documentation take much of 

the time that should be used for teaching preparation 

     

16 Work load/working hours in the school are suitable to teachers      

Discipline problems and disruptive student behavior 1 2 3 4 5 
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17 My teaching is often disrupted by students who lack discipline      

18 Some students with behavioral problems make thelessons difficult 

to carry out as planned 

     

19 Controlling students‟ behavior takes a lot of time and effort      

Feeling of belonging 1 2 3 4 5 

20 I feel that I belong to this school      

21 I feel that I am accepted by my school‟s leadership      

22 I feel that my colleagues have faith in me      

23 I have good feelings towards my work and employment conditions      

Teachers exhaustion 1 2 3 4 5 

24 I experience a lot of stress in my work      

25 I am often anxious when going to work      

26 Working as a teacher is extremely stressful      

27 I often worry that I shall not manage my job      

28 A teacher always has to be on alert      

Job satisfaction 1 2 3 4 5 

29 I enjoy working as a teacher      

30 I look forward to going to school every day      

31 Working as a teacher is extremely rewarding      
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32 When I get up in the morning, I look forward to going to work      

Work environment 1 2 3 4 5 

33 The school has good policies and procedures to motivate teachers 

and accomplish their responsibilities  

     

34 The school structure is workable and comfortable to the teaching 

staff 

     

35 I have good relationship with school administrators      

36 Working conditions and physical environment of the school 

encourages teachers to fulfill their responsibilities effectively  

     

37 Teachers have satisfactory benefit entitlement in relation to their 

work loads 

     

38 I gain adequate salary in relation to my work load and market 

value 

     

39 I believe that I am adequately recognized and rewarded for my 

contributions 

     

Motivation to leave the school 1 2 3 4 5 

40 I wish I had a different job to being a teacher      

41 If I could choose over again, I would not be a teacher      

42 I often think of leaving the teaching profession      
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DIRECTION II. : Based on the questions below please write your response.  

1. What other challenges do you face in the school which you think are a factor for less 

job satisfaction? Are the factors you mentioned leads to teachers turn-over in the 

school? 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

2. What is the opportunity of working in private schools? Are these opportunities a 

good factor or bad factor for teachers turn-over in schools?  

________________________________________________________________________ 

________________________________________________________________________ 

________________________________________________________________   

_____________________________________________________________ 


