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[bookmark: _Toc41316851][bookmark: _Toc50529155]Abstract
1. This study identified the level of job satisfaction of government and private secondary school teachers of Addis Ababa with particular reference to Arada sub-city. Four government and 4 private secondary schools were included in the study. A descriptive survey design with the sample of 101 (male = 75; female = 26) randomly selected teachers was employed to collect and analyze quantitative data. The selected teachers were made to respond to a 30 items Licker Scale Type Questionnaire categorized into ten dimensions. The collected quantitative data were entered into the SPSS version 21 software and analyzed using mean scores and t-test. Decision to reject the null hypothesis was set at significance level of 0.05.Findings indicated that women are more satisfied than men. However, the overall findings showed that the salary and benefit packages currently in use are less satisfying for teachers. Recognition and working environment are partially satisfying, whereas work relations and empowerment are satisfying for the surveyed teachers.  The study concludes that only work relations and empowerment are satisfying for teachers. The study recommends that employers, both government and non-government are urged to revisit their policies and practices relating to promotion, salary pay, fringe benefits, recognition, and work life balance.




[bookmark: _Toc41316852][bookmark: _Toc50529156]CHAPTER ONE
[bookmark: _Toc41316853][bookmark: _Toc50529157]1.1. Introduction
Employees are the most valuable asset of every organization as they can make or break a reputation and can adversely affect profitability. The success of any organization is dependent on its human capital. Although there are many other factors that satisfy and maintain employees, the Ethiopian Ministry of education may need to design effective way of utilizing its teachers by motivating them stay longer in their teaching career.
Most companies make the mistake of deemed to be employees are only seek financial benefits for their jobs. It is not only a mistake for employee satisfaction and retention, but it also has negative business consequences in the long run when they compete globally. Companies need to invest in an on-going employee development in order to both keep employees and be successful (Karen Shelton, 2001). Employee development program plays pivotal role in organizations that have an experienced employees and proper program tend the employees have long experience to keep their jobs longer than those who do not. For employers it is difficult to keep employees in today’s fast-paced world without providing opportunity for their satisfaction and retention through different mechanisms. For instance effective development program of employee mentoring, job rotation, career development, training and operational knowledge of employees that makes sense for their involvement in their transaction. Improving capabilities of workers serves as a bridge for, knowledge and skills that makes change as a major source of competitive advantage in a global market (McKinsey, 2006). 
The teacher is the central element in the educational system holding various important Responsibilities. The overall performance of schools depends upon their teachers and ultimately
their level of commitment and job satisfaction. Understanding their behaviors and attitudes in
Organizations, therefore, needs more attention (Tsui& Cheng, 1999), also teacher job satisfaction is an important issue for teachers, as equally it does for schools and students. It relates directly to issues of teaching and learning, school success, and well-being (Firestone, 1996).
The secondary schools are the ones who are in charge of producing well productive students who have developed technical and cognitive skills that could be carried to the workplace if they get employed in formal or informal sectors of the economy. Teachers are the main stakeholder in this journey of policy implementation and their commitment to their organization is the answer to the question.

Developing the desired knowledge, skill and abilities of employees to let them perform well on the job requires effective employee development program that might also affect employee motivation and commitment (Meyer and Allen, 1991). Most companies in the world apply long term plans and invest building new skills to their workforce so as to enable them cope up with uncertain conditions they might face in the future. In today’s business circumstance salary is not significant for employee retention. Other factors play important role in their satisfaction and stay in the organization among them is the development program (Karen Shelton, 2001). The role of employer’s in employee development program is crucial to change their attitude towards job satisfaction, and retention. Changed un-informed employees to informed; un-skilled or semi-skilled workers into employees who can do their assigned tasks in the way the company wants; workers who do things in the right way (Isiaka, 2011
[bookmark: _Toc41316854][bookmark: _Toc50529158]1.2. Statement of the Problem
Various theories like Maslow's Need Hierarchy Theory, Herzberg's Motivation- Hygiene Theory, and Vroom's Expectancy Model have been extended to describe the factors responsible for affecting the job satisfaction of the employees in the organization. Among those factors include working conditions, opportunity for advancement, job safety and security, work load and stress level, relationship with co- workers, organizational policies, leadership behavior, relationship with supervisor, financial reward, the level of pay and benefits and the job itself (Steyn, 2002). 
The achievement of any organization rests on the rational use of its resources such as employees, material, information and financial resources. For the achievement of organizational objectives employees are the most valuable assets in an organization. This is because, employees are the only rational animal within the organizational set up which converts input to output or deliver quality services using the other resources as a means. Therefore, organizations need to have stable motivational program to motivate their employees in their daily operation and achieve the organizational goal (Bass and Riggio, 2006).
For long time in Addis Ababa, many experienced teachers give up their job and join other sectors in search of better pay. A considerable number of experienced teachers upgrade their levels of qualification through the evening classes at the Addis Ababa University and other institutions of higher learning but while they enroll in educational institutions, they join fields of study other than the subjects taught at schools. When they end up graduates, such people look for another job outside of the teaching profession. According to my personal observation, to overcome teacher attrition, the Addis Ababa Education Bureau took several measures. Although it remained a onetime affair, the Bureau in collaboration with the City Administration had made residential houses distributed to some teachers to help them solve problems related to fringe benefits. Transport allowances are also being made available for teachers working in government schools of the city. Transferring teachers from other regions and employing new graduates with school subject matter background is another measure taken to ease the burden that could be created by teacher turnover. Such newly recruited teachers would later receive in-service training for the teaching profession.  The practice of hiring new and untrained teachers led to the influx of many people into teaching job without having the right kind of training background as teachers. Such teachers remain in teaching temporarily and betray the profession when they find employment elsewhere. 
According to the Ministry of Education, out of 21,191 primary school teachers working in Addis Ababa 1,561 (7%) left their job during the 2016/17 academic year (MoE, 2017). Turnover of secondary teachers from the Addis Ababa City Administration during the same year was 610 (9%). In both primary and secondary schools, more number of male (1250) teachers than females (555) left teaching in search of other jobs. The same document by the Ministry witnesses that while reasons for changing jobs included death, changing profession, prolonged sickness, and retirement, 1307 out of 1561 primary as well as 498 out of 610 secondary teachers left teaching from the schools of the city in preference for other jobs. Addis Ababa alone accounts for 13.8% of primary and 14.7% of secondary national level teacher attrition rate during same year. The attrition rate for Addis Ababa is over three fold of the national attrition rate which was estimated at 3% for primary and 4% for secondary school teachers during 2016/17 school year.
The researcher assumes that teachers leave their jobs, probably be due to low satisfaction with their current job. Job satisfaction according to Mathis and Jackson (2008)is a positive emotional state resulting from evaluating one’s job experiences. Some people consider job satisfaction as a measure of one’s likes and/or dislikes towards own job having a number of causal factors such as level of pay, fringe benefits, fair opportunities for promotion, the quality of working conditions, the nature of the job itself, social relationships, etc. People with the better job satisfaction level are often believed to demonstrate better performance in their workplace (Mehari and Premanandam, 2017). 
Until recent years job satisfaction studies in Ethiopia were very much limited. Teachers’ job satisfaction studies are not exceptions. Among the recent studies relating to Ethiopia, Teferi, Bekalu and Abebe (2016) studied Teacher’s Job Satisfaction and its relationship with organizational commitment in Ethiopian Primary Schools which focused on primary schools of Bonga town. Their study found the existence of positive relationship between teachers’ job satisfaction and their organizational commitment.  Their study also showed that gender was the only demographic variable that had significant positive relationship with job satisfaction. 
Teklie and Solomon (2016).Studied the relationship between job satisfaction and organizational commitment of public higher education institutions taking Arba Minch University as a research site. Their study concluded that employees were more satisfied with interpersonal relationships at work place, the nature of work they were engaged in as well as communication. The study further reported that the teachers were less satisfied with salary and promotion as dimensions of job satisfaction measures. Furthermore, this study revealed evidence of strong, positive and significant relationship between job satisfaction and affective and normative commitment.
Eleni’s 2017 study of teachers’ job satisfaction in some secondary schools of Addis Ababa found that the satisfaction of teachers varied according to their employers. While teachers in the public schools were more satisfied with working conditions, those in the private sector were better satisfied with compensation and recognition.
Berhanu (2018) study on Teachers’ Job Satisfaction and Professional Commitment in Government Secondary Schools of Hadiya Zone, found that working environment and facilities, financial benefits, compensation systems, promotion opportunities and practices, responsibilities, and recognition of teachers were not adequate in satisfying teachers on their jobs. 
Gebrekiros and Kebede (2015). Studied factors affecting job satisfaction among Mekele University academic staff, and their findings indicated that the most motivating factor was “Achievement” while “salary “was least motivating. The overall finding, however, suggests that the university instructors were satisfied with the teaching job at the university. 
Rahel (2019) study revealed that the teachers were significantly dissatisfied with most aspects of their work motivation and safety being the primary dissatisfying variables.
Gedefaw (2012) study of Job Satisfaction of Secondary School Teachers in Ethiopia found salary and benefits as the most dissatisfying aspects. His study also showed that older teachers with over 21 years of work experience were more satisfied compared to the young and less experienced ones.  
The studies mentioned above discussed the state of teacher’s job satisfaction in Ethiopia. Some of them focused on country wide job satisfaction issues (Gedefaw 2012) without describing the state of Addis Ababa School Teachers. Others studies (Gebrekiros and Kebede, 2015; Teklie and Solomon, 2016) addressed job satisfaction at tertiary level with due neglect to situations at school level. Still others such as Teferi, Bekalu and Abebe (2016) studied job satisfaction of teacher at primary level. Only few studies (Eleni, 2017; Rahel, 2019; Berhanu, 2018) addressed the situation of job satisfaction in secondary schools. Among those that focused on Secondary schools, only Eleni’s 2017 and Rahel’s 2019 studies addressed the case of secondary school teachers in Addis Ababa. Eleni (2017) selected 12 secondary schools from Addis Ababa government and private schools but the location of these schools was not described as to which sub-city schools were involved in the study. Rahel (2019) study focused on Secondary Schools of Nefa-silk Lafto Sub-city. My current study differs from Eleni’s (2017) in that it has specific subcity of focus (Arada) while her study included secondary schools from all sub cities. Rahel (2019) study dwelt on Nefas-silk Lafto which is different from Arada. We have no knowledge about the job satisfaction levels of teachers working in Arada sub-city which is the focus of the present study. This study, therefore, focuses on identifying the job satisfaction levels of teachers working in both government and private secondary school of Arada Sub-city.
[bookmark: _Toc41316855][bookmark: _Toc50529159]1.3. Research Questions
This study tries to find answers to the following basic research questions:
1. To what extent are Arada sub-city teachers (working in both government and private schools) satisfied with their teaching job?
2. Is there difference among teachers’ level of satisfaction as influenced by gender and type of schools in which they work? 
3. What are the factors that influence teachers’ job satisfaction in both government and private schools?
[bookmark: _Toc41316856][bookmark: _Toc50529160]1.4. Significance of the Study
The study has a number of significance for future practice and research. Following are among the most important that highlight its importance. 
1. Based on the preceding facts this research is assumed to be significantly important for all secondary schools of the sub-city. 
2. The findings of this study will contribute to add on the existing research conducted in a relation to the teaching staff overall job satisfaction and factors that might contribute to the level of .job satisfaction. 
3. Finally, the research will provide direction for government and private secondary school leaders as well as decision makers to revisit their policies relating to how to promote teachers’ job satisfaction. 
All in all, the findings of this study should lead to a better understanding of internal and external job satisfaction factors for Government and private Teaching staffs as well as administrators in Arada Sub City of Addis Ababa. Ultimately, the end result should be an improved awareness by educational leaders in order to support teaching staff to be successful.
[bookmark: _Toc41316857][bookmark: _Toc50529161]1.5. Scope of the Study
This study included only the permanently employed teaching staff member of Arada sub-city in Addis Ababa from both Government and private Secondary Schools. Moreover there might be several determinants of job satisfaction. However, the researcher looked in to some major determining factors of job satisfactions namely work itself and advancement opportunities, salary, and coworkers relations. Gender as demographic variable and type of school (government and private) were considered as independent variables. Several other variables that might have some kind of relationships with the overall job satisfaction have not been included except the mentioned ones.
[bookmark: _Toc41316858][bookmark: _Toc50529162]1.6. Limitations of the Study
The study relied on quantitative data collection and analysis techniques that collected data through close ended questionnaire alone. If interview were utilized results could have shown different variables that affected why teachers are partially or fully dissatisfied with their current teaching job. 
[bookmark: _Toc41316859][bookmark: _Toc50529163]1.7. Operational Definitions of KeyTerms
Employees’ Job satisfaction - This indicates the levels of satisfaction employee are gaining from doing their assigned job, and from the work environment including the type of leadership and coworkers and others.
Motivation- is defined as a psychological force that determines the direction of personal behavior, a person’s level of effort and a person’s level of persistence. (Sharlyn , 2005: p. 16).
Teacher attrition: indicates the turnover of teachers form their teaching positions in schools
[bookmark: _Toc41316860][bookmark: _Toc50529164]1.8. Organization of the Study

2 This study paper organized into four chapters. The first chapter deals with the general back ground, Statement of the problem, objective of the study and scope. The literature one states on the second chapter. The third chapter concerns with research design and method. The fourth chapter concerns with the presentation, analysis and interpretation of the study. Finally the fifth chapter comes with the possible conclusions and recommendations. 
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[bookmark: _Toc41316862][bookmark: _Toc50529166]Literature Review
[bookmark: _Toc41316863][bookmark: _Toc50529167]2.1. Introduction
The aim of this literature review was providing more inclusive theoretical concepts on assessment of factors affecting job satisfaction. The literature review section discuss about job satisfaction. Under this sub section issues like theories of job satisfaction, determinants job satisfaction, measurement of job satisfaction, and the effects of job satisfaction would be addressed.
[bookmark: _Toc41316864][bookmark: _Toc50529168]2.2. The Concept of Job Satisfaction?
Job satisfaction traditionally has been of great interest to social scientists concerned with the problems of work in an industrial society. Many have been interested in job satisfaction, for example, as a result of a personal value system which assumes that work which enables satisfaction of one's needs furthers the dignity of the human individual, whereas work without these characteristics limits the development of personal potential and is, therefore, to be negatively valued (Kalleberg, 1977). According to Locke (1976), job satisfaction defined as a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experience. Spector (1997) defined job satisfaction as "the extent to which people like (satisfaction) or dislike (dissatisfaction) their jobs". Job Satisfaction is a general expression of workers’ positive attitudes built up towards their jobs. Workers maintain an attitude towards their jobs as a result of diverse features of their job, social status that they’ve gained about their jobs and experiences in their job environment. This attitude can be also negative towards work. If the economic benefits, the social status, the job’s own specific characteristics and the job expectation employees hoped, are appropriate for employees’ desires, there is job satisfaction. Job satisfaction results from fulfillment of desired work values (Locke, 1976).
Job satisfaction-is the overall positive or negative attitude that employees have towards the job and the job context. John Shields (2007). The relationship can be reciprocal. The relationship between motivation and performance is even more complex. Vroom, (1964) formulated it as P = M × A where P is performance, M is motivation and A is ability. Note that the relationship is multiplicative – if the value of either M or A is zero, then there will be no performance. Performance depends on both motivation and ability. A more recent formulation of the relationship has been produced by Box all and Purcell (2000). This is that P = M + A + S where P is performance, M is motivation, A is ability and S is scope to use and develop abilities. Note that the relationship is not multiplicative as in Vroom and there is an additional factor, called scope. By including ability and scope as factors, the latter formulation underlines the importance of adopting an integrated approach to reward and other HR strategies. Motivation by pay or any other means is not enough. Reward strategies must be associated with human resource development and resourcing strategies to maximize their impact on performance.

[bookmark: _Toc41316865][bookmark: _Toc50529169]2.3. Factors Affecting Employee Job Satisfaction
Purcell et al, (2003) believe that discretionary behavior which helps the firm to be successful is most likely to happen when employees are well motivated and feel committed to the organization and when the job gives them high levels of satisfaction. Their research found that the key factors determining job satisfaction were career opportunities, job influence, teamwork and job challenge Armstrong, (2006, P. 264). 

[bookmark: _Toc41316866][bookmark: _Toc50529170]The nature of the work
As cited by Abel (2012) and stated by Robins (1998, P. 90) mentally challenging jobs are positively related to job satisfaction. In accordance to Maslow’s Hierarchy of Needs Theory (1954), employees with challenging jobs are given the chance to fulfill their higher level need of self-actualization and reach self-fulfillment. Repetitive and boring tasks and those assignments that do not stimulate employees are all related to lower levels of job satisfaction. Employees in these types of positions, such as people who work on assembly lines in factories, report higher levels of psychological distress and tend to have a high number of absences from work Robins (1998). 
[bookmark: _Toc41316867][bookmark: _Toc50529171]Salary and Pay
According to Novel, (2015) payment and benefits included in a person’s job satisfaction are the rewards for doing the job and performing it well. If a person is rewarded for high performance or stands to gain a reward for doing the work, he/she may find the job more satisfying. These rewards range from improved work environment (a corner office, a nicer chair), to higher security and more responsibility of all of these types of incentives, money is one of the few that we can quantify and measure. Due to the social influence described by money can often have a powerful effect on job satisfaction regardless of how important motivator money is to that person similarly, indicated that salaries not only assist people to attain their basic needs, but are also instrumental in satisfying the higher level needs of people. According to Robbins et al (2003) and cited by Novel, (2015) employees seek pay systems that are perceived as timely, clear and congruent with their expectations. When pay is perceived as reasonable, proportionate with job demands, individual skill level, and community pay standards, satisfaction is likely to be the result. Employees are satisfied when they feel that the rewards they receive from their job correspond to their skills and effort. It is not only about the amount of money they receive. They are satisfied when they feel that they have been fairly treated and when the rewards they receive are equal to the ones that their colleagues who have the same skills and exert the same effort, receive. As Equity Theory suggests perceived equity seems to lead to greater job satisfaction and organizational commitment. 
[bookmark: _Toc41316868][bookmark: _Toc50529172]Promotion
It provides opportunity for personal growth, increased responsibility, and increased social status. The structure of the company’s reward system the means through which employees earn promotion, salary increases, or other rewards is important in determining satisfaction. Reward structures that delay professional development or provide little recognition for employees‟ contributions to company success lead to lower levels of satisfaction. On the other hand, reward structures that provide reasonable and adequate opportunities for employees‟ contributions to be recognized and rewarded are associated with more positive attitudes about the job (Robbins 1998) as well as Luthans (1992) further maintains that promotions may take a variety of different forms and are generally accompanied by different rewards. Promotional opportunities therefore have differential effects on job satisfaction, and it is essential that this be taken into account in cases where promotion policies are designed to enhance employee satisfaction.
Lai Chai Hong, Nike Incan NorhanAbd Hamid and NorlizaMohdSalleh (2013), studied Factors Affecting Job Satisfaction amongst Employees of a Factory in Sere ban, Malaysia salary, work environment, promotion are obviously affect level of job satisfaction among employees. Therefore, those factors should be considered by an organization to increase the employees’ level of job satisfaction. 
[bookmark: _Toc41316869][bookmark: _Toc50529173]Work Relation
There is a positive relationship between work colleagues and job satisfaction, Robins (1998). Because all employees spent much of their time at work with co-workers, colleagues are part of their lives. Friendly and supportive co-workers can increase an employee’s job 26 satisfaction. Robbins (1998) indicated personal factors that affect job satisfaction. According to him, higher levels of status and seniority affect job satisfaction.

[bookmark: _Toc41316870][bookmark: _Toc50529174]Application of Job Satisfaction in the Workplace
Different employees need different things from their company to be satisfied. Thus, it is hard to apply job satisfaction in the workplace and tough concept to grasp due to its individualistic and conditional nature. What one employee desires from his/her work, another may not. For instance, one employee may put their salary in high regard, while another may find freedom most important. Unfortunately, one aspect alone will most likely not effect an employee's job satisfaction. According to Syptak, Mars land, and Ulmer (1999), there are numerous aspects of a job that an organization can manage to increase satisfaction in the workplace, such as: 
[bookmark: _Toc41316871][bookmark: _Toc50529175]Company Policies
Clear, fair & applied equally to all employees will increase satisfaction. Therefore, fairness and clarity are important and can go a long way in improving employee attitude. For example, if a company has a policy for lunch breaks that are the same length and time for everyone, employees will see this as the norm and it will help cut down on wasted time and low productivity. Novel,(2015) 
[bookmark: _Toc41316872][bookmark: _Toc50529176]Benefits
Satisfaction can also be raised by making sure employee salaries and benefits are comparable to other organization salaries and benefits. Competitive wage helps a company to be well productive and makes the company competent in the environment. Because the employees are satisfied and there is low turnover. Lemessa, (2013) 
In Pandita, R. &Domnic, J. (2016). Variables of Job Satisfaction: A review study with special reference to LIS Professionals. International Journal of Information Dissemination and Technology, 6(4), 258-267 point out that higher the reward an employee gets, 46 higher will be levels of his/her job satisfaction . There is always a 43 positive correlation between the job satisfaction as well as in Albanese’s study the relationship between the job satisfaction and the compensation benefits extended to library professionals and observed a positive correlation between the two variables and found that more than two-third of the respondents were 44 satisfied with the salary received by them.
[bookmark: _Toc41316873][bookmark: _Toc50529177]Interpersonal/Social Relations
It is known that teamwork is very important for an organizations success and develop bright future plus to bringing a sense of helping each other. Thus, Co-workers relationships may benefit the organization as a whole. Furthermore, when people are allowed to develop work relationships they care more about pulling their own weight and not letting co-workers down. Armstrong, (2006).
[bookmark: _Toc41316874][bookmark: _Toc50529178]Recognition
Employees‟ job satisfaction can also be increased by acknowledging a job well done. Positive and constructive fee boosts an employee's morale and keeps them working in the right direction. On the other hand, an appropriate negative fee is also important. Armstrong, (2006) 
[bookmark: _Toc41316875][bookmark: _Toc50529179]Work-life Balance
A practice at times where the average household is changing it is becoming more important for an employer to recognize the weak balancing act that its employees perform between 28 their personal life and work life. Policies that respond to common personal and family needs can be essential to maintaining job satisfaction. Novel, (2015)
[bookmark: _Toc41316876][bookmark: _Toc50529180]Working Environment
It is also another factor for employees‟ job satisfaction in a way that employees need to use modern equipment & facilities in addition to adequate space with the necessary air conditioning and ventilation, lightening. Abel, (2013) 
As employees perform a task, they often engage in evaluating their success and/or failures associated with the performance. The feelings employees draw from such activities could either be negative or positive. The positive feelings that arise from successful completion of the task at hand are often associated with job satisfaction (Robins & Judge, 2013; Mathis and Jackson, 2008). Job satisfaction by some authors is understood as the result of the interplay between personal characteristics and situational factors (Sharma &Jyoti, 200;.  Wright and Kim (2004) assume job satisfaction as a match between what employees expect from their job environment and what they actually get as reward for their contribution.  Job satisfaction is the measure of how much people like and value their jobs (Spector, 1997). Employees with high job satisfaction levels are said to be committed hard workers who can lead the organization to success by committing their time, energy and efforts to work which ultimately result in achievement of institutional goals (Scott, 2004). According to Shann (1998), job satisfaction exerts three fold influences as related to teachers: it promotes teacher retention, enhances their commitment to work, and facilitates school effectiveness.  Lack of satisfaction is often believed to lead to turnover, burnout, apathy, and absenteeism (Wright and Davis 2003).
Factors that promote job satisfaction and thereby reduce dissatisfaction have been listed by several studies such as Ellickson,2002; Ladebo, 2005; Obineli 2013; Scott et al, 2005; Spector, 1997, Parvin and Kabir, 2011; Khan and Parveen, 2014. All of these studies include promotions, pay, benefit packages, recognition, and relationships as factors affecting job satisfaction of employees in any organization.




[bookmark: _Toc41316877]



[bookmark: _Toc50529181]Chapter Three
[bookmark: _Toc41316878][bookmark: _Toc50529182]Research Methodology
This section describes the subject of the study, data source, instrument used, variable included, procedures followed and methods of data analysis. The chapter high light how the research problems were explored with specific reference made to how the participants were selected and the procedure followed to gather the data. Furthermore, ethical consideration and confidentiality aspects are addressed the measuring instruments to gather the data and its ensuring.
[bookmark: _Toc41316879][bookmark: _Toc50529183]3.1. The Research Design
This study is a descriptive survey design that collected purely quantitative data gathered through questionnaire from many teachers working in both government and privately owned secondary schools operating in Arada sub-city in Addis Ababa. Surveys help to collect data about the whole population by drawing a representative sample and then making generalizations about the population (Dooly, 2003).
[bookmark: _Toc41316880][bookmark: _Toc50529184]3.2. Sources of Data
The study mainly made use of primary Data collected from teachers working in Arada sub-city secondary schools owned by both government and private.  
[bookmark: _Toc41316881][bookmark: _Toc50529185]3.3. Sampling
In Arada Subcity there are a total of 1720 secondary school teachers. Of these 1200 are government employees while 520 work in privately owned schools. With the aim of involving equal number of government and private schools as sites of data collection, 4 government and another 4 private secondary schools were randomly selected using lottery method and included as sample schools. In these 8 schools, there were a total of 725 teachers.  Out of the total population of teachers in the 8 sample schools the researcher personally decided to include 13% of the teachers in the study sample. Studying the whole population was found difficult due to resource constraints such as shortage of time, many, human power, etc that force working on sample. The researcher thought including 13% of the teachers would make the sample representative of the population. Therefore, 101 were randomly selected using systematic random sampling technique. During the selection of sample teachers, complete lists of teachers in each sample school were obtained, and sample size for each school was determined by calculating 13%. Then, numbers 0-9 were written on pieces of paper and lot was drawn to determine the starting point in the lists. Number 4 was drawn to serve as starting point. Next, teachers were selected by including those in the list bearing numbers 4, 7, 10, 13, etc were included until the required sample size is obtained. Table 1 show the sample size selected from each school.
Table 2: Population and Sample Size
	No.
	Name of School
	School type
	
	Sample size
	Sampling Technique

	
	
	
	M
	F
	
	

	1
	Kelem
Worke
	Government
	98
	12
	12
	3
	
	Systematic Random sampling

	2
	Menelek II
	Government
	165
	25
	20
	4
	
	Systematic Random sampling

	3
	Belaye
Zelke
	Government
	58
	12
	7
	2
	
	Systematic Random sampling

	4
	Ykateti 66
	Government
	70
	20
	9
	3
	
	

	5
	Silase
	Private
	55
	25
	7
	4
	
	Systematic Random sampling

	6
	Radikale
	Private
	43
	22
	5
	3
	
	Systematic Random sampling

	7
	Nazert
	Private
	60
	25
	8
	4
	
	Systematic Random sampling

	8
	Catedral
	Private
	65
	10
	8
	2
	
	

	
	
	TOTAL
	775
	101
	



[bookmark: _Toc41316882][bookmark: _Toc50529186]3.4. Instrument of Data Collection
A questionnaire consisting of 30 items was adapted from the literature review and made to serve the purpose of collecting quantitative data from sample teachers. The items in the questionnaire were categorized into 8 dimensions as1) promotion, 2) salary and pay, 3) monetary and non-monetary benefits, 4) recognition, 5) working environment, 6) work relation, 7) work-life balance, and empowerment.  Each of the dimensions contained different number of items. Promotion, for example Contains 4 items that ask about existence of chances for promotion, the frequency with which such promotion is granted to fellow teachers, and the level of satisfaction drawn from those chances. 
[bookmark: _Toc41316883][bookmark: _Toc50529187]Validity and Reliability of the Questionnaire
Content validity of the questionnaire was established by following series of steps. First the initial draft copy was presented to two MA program students in the Department of Educational Planning and Management. The students gave their comments regarding the type of items included in each part of the questionnaire. Based on their feedback, the second draft was prepared and presented the advisor who made comments as to what needs to be included in the final version. The improved questionnaire wasthen distributed to 40 teachers in two secondary schools that were not included in the sample schools selected for actual data collection. The questionnaire was administered twice to the same groups of teachers and Spearman Brown formula was used to calculate the test-re-test reliability coefficient.  The result of the pilot test suggested that two items were not clearly written to convey clear messages to the readers who completed the questionnaire. Lack of clarity of the items was noted from the responses collected on these items. Some of the respondents put question marks on the statements while two respondents underlined and left the items without indicating their responses. Thus, correction was made to the items by replacing the words underlined by the participants of the pilot study. The test of reliability produced 0.83 which shows that the items in the questionnaire are consistent and the instrument is reliable to measure the job satisfaction of teachers.  
[bookmark: _Toc41316884][bookmark: _Toc50529188]3.5. Techniques of Data Analysis
The collected data were first cleaned and entered into the SPSS version 21 software and analyzed using frequencies, mean scores and t-test. The analyzed data were organized in the form of tables. Comparisons of mean scores were made to see the influence of gender and type of school ownership on the dependent variable categorized into eight dimensions. T-test was calculated to determine whether or not significance of differences was observed between mean scores of males and females as well as teachers working in both government and private schools. Decision to reject the null hypothesis was set at P≤ 0.05level.
3.6. Ethical Considerations
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Chapter Four
[bookmark: _Toc41316886][bookmark: _Toc50529190]Data Presentation, Analysis and Interpretation

This chapter presents the quantitative data collected for measuring level of satisfaction across 8 different variables< namely: promotion, salary, monetary and non-monetary benefits, recognition, working environment, work relation, work life balance, and empowerment. Each of these variables was again measured by different items of varied magnitude. For example, Promotion, monetary and non-monetary benefits, as well as recognition were measured using 4 items each. Salary was measured with 6 items; working environment was measured by 8 items while work relation has two items. Work life balance and empowerment contain one item each. 
Analysis was conducted by using sex and type of school as independent variables that influence level of satisfaction along each of the 8 dependent variable (promotion, salary, monetary and non-monetary benefits, working environment, work relation, work life balance, and empowerment). 
[bookmark: _Toc41316887][bookmark: _Toc50529191]4.1. Data Analysis
Table 2: Promotion variable items
	No.
	     Promotion Variables
	
	Female
	Male
	T
	P

	1
	There is really high chance for promotion on my job.
	
	3.2400
	2.4800
	2.822
	.006*

	2
	Those who do well on the job stand a fair chance of being promoted.
	
	3.3200
	2.8667
	1.717
	.089

	3
	People get ahead as fast here as they do in other places.
	
	3.1600
	2.9467
	.824
	412

	4
	I am satisfied with my chances for promotion
	
	3.0400
	2.5467
	1.830
	.070



[bookmark: _GoBack]Table 2 Contains 4 items that measure the level of promotion asone of satisfaction Variables. Item 1 in the table asks the respondents to indicate their level of promotion as to whether there is high chance for promotion on their job. Female respondents had a mean value of 3.24 while that of males is 2.48. The chance for promotion on the job is better for females than for males therefore, it can be concluded that males are less satisfied with the promotion opportunity than the female. That means the females are better satisfied than males do. A t–test value of 2.822 calculated for the two groups (males & females) was statistically significant at 0.05 level because the calculated P value was 0.006 which is lower than 0.05. The mean difference can be attributed to females (mean = 3.24) as compared to males (mean = 2.48). 
Item 2 in the same table requests the respondents as to whether or not they agree with the statement, “Those who do well on the job stand a fair chance of being promoted”. The Females scored a mean value 3.32 which indicates that they fairly agree with the statement implying that they believe in hard work to get promotion opportunity. It seems that there is some promotion opportunity for those who demonstrate hard work in their schools. On items 3 and 4 as well female respondents scored better mean values as compared to males, however, the mean difference between males and females were not statistically significant for items 2, 3 and 4. That means, both males and females hold similar position, (i.e. neutral) concerning hard work as a basis for promotion. In addition, they refrain from taking either positive or negative position regarding the speed of promotion in their schools when compared to the practices in other organization.
Table 3 Contains items that represent salary as a variable for promotion. The first item in this table reads ‘I feel I am being paid a fair amount for the work I do’. In response to this item, females scored mean value = 2.64 white males scored 1.96. The female took neutral position while the males showed disagreement with the statement. However when grand mean for the two groups is analyzed, the responses fall under neutral position for they do not exceed 3.0.         
   Satisfaction with chances of promotion was one of the items in Table 2. The satisfaction level seems better for females (3.04) than males (2.54). Females seem slightly motivated with promotion opportunities available to teachers than do their male counterparts. The t-test (1.83) calculated for the two groups was not statistically significant because P=.07 is greater than the accepted .05 significance level. Hence, there is no statistically significant difference between males and female teachers in their level of satisfaction as related to chances for promotion. This indicates that chances for promotion are either not available, or when available they are less satisfying for the school teachers both in government and non-government schools.
Generally, with the exception of perceived availability of high chance for promotion by female teachers, both males and females demonstrated negative inclination towards or low satisfaction with the chance and frequency of promotion opportunities in their respective schools. 

[bookmark: _Toc41316888][bookmark: _Toc50529192]4.2. Salary as Satisfaction Variable

Table 3 measures the satisfying level of salary for teachers in both government and non-government schools of Addis Ababa City. As can be inferred from data in this table, although females demonstrated better mean scores on all six items comparable to males, the t-test calculated for the two groups did not show prevalence of significance of difference on any of the sub variables for salary. Therefore, it can be concluded that teachers are less satisfied with the amount of pay they receive. Furthermore, they are also less satisfied with the frequency magnitude of salary increment and the frequency with which salaries are raised for teachers. The teachers also feel less appreciated by their schools when they think of the amount the schools pay them. The existing salary structure of the school and chances available for salary increment are both less satisfying for the surveyed teachers of both government and non-government schools. Furthermore, the teachers feel less satisfied with compensations they get, if any, and believe that whatever amount of compensation they get does not measure up to the responsibilities they shoulder in their teaching roles. As a general rule, it can be concluded that salary is not a motivating factor for teachers.





Table 3: Salary Variable Items
	No.
	Salary Variables
	
	Female
	Male
	T
	P

	1
	I feel I am being paid a fair amount for the work I do
	
	2.6400
	1.9600
	2.441
	.016

	2
	salary raises are too many and frequent
	
	2.7200
	2.0400
	2.577
	.011

	3
	"I feel appreciated by the organization when I think about what they pay me.
	
	2.9200
	2.1600
	3.136
	.002*

	4
	I feel satisfied with my chances for salary increases
	
	2.7200
	2.2267
	1.812
	073

	5
	I am satisfied with the existing salary structure of the school.
	
	2.4800
	1.9600
	1.962
	.053

	6
	I am satisfied with the compensation I get & I think it matches with my responsibility.
	
	2.7600
	2.2667
	1.890
	.062




[bookmark: _Toc41316889][bookmark: _Toc50529193]4.3. Monetary and Non-monetary Benefits

Teachers in Addis Ababa government schools receive some monetary and non-monetary benefits in addition to their monthly pay. For example, all government school teachers get housing allowance. Some still got residential houses from the City Government of Addis Ababa. All such teachers are also provided with personal care materials sauch as napkins, soap, and white gown. The surveyed teachers were asked to indicate their level of satisfaction concerning the benefits they receive, and whether thse benefits valued as those in other organizations.  In addition, they were also asked to indicate their satisfaction level relating to the type and fairness of whatever benefit they receive.  Data in Table 4 shows that female teachers (mean = 2.17) seem better than males (mean = 1.18). The mean difference (t = 2.58; p = .011) is statistically significant. However the two groups are less satisfied with the benefit packages available to teachers. The teachers also perceive that the benefits they receive are not as good as those received by employees working in other organizations. They believe that they do not get all benefits they need and that the available packages are not equitably distributed. A general conclusion is that the available benefits, whether monetary or non-monetary are not satisfying to teachers.
Table 3: monetary and Non-Monetary items
	No.
	Monetary and non-monetary Variables
	
	Female
	Male
	T
	P

	1
	I am satisfied with the benefits I receive.
	
	2.17
	1.18655
	2.587
	.011*

	2
	The benefits we receive are as good as most other organizations offer.
	
	1.15470
	1.14294
	2.519
	.013

	3
	The benefit package we have is equitable.
	
	1.05357
	1.48954
	1.945
	.055

	4
	There are no benefits we do not have which we should have.
	
	1.04083
	1.24524
	.626
	.533


[bookmark: _Toc41316890][bookmark: _Toc50529194]4.4. Recognition
Table 4.4 intends to measure teachers’ level of satisfaction with recognitions made for their efforts. Except for the second item (I feel that the work I do is appreciated), where females showed happiness, all male teachers feel less happy with the recognition and rewards they are accorded when they do good jobs. All the respondents deny the availability of many rewards for those who work in their schools. The teachers also feel that their efforts are not rewarded as they deserve. 



Table 5: Recognition Variable items
	No.
	Recognitionariables
	
	Female
	Male
	T
	P

	1
	I am happy with the recognition and rewards When I do a good job.
	
	2.9600
	2.4267
	1.789
	.077

	2
	I feel that the work I do is appreciated.
	
	3.2800
	2.8933
	1.476
	.143

	3
	There are many rewards for those who work here.
	
	2.8800
	2.2800
	2.207
	.030

	4
	I feel my efforts are rewarded the way they should be
	
	2.7600
	2.6400
	.445
	.658



In general, it would be safe to conclude that recognition is not satisfying for the surveyed teachers. This may be due to absence of efforts at recognizing and rewarding teachers for good performance.









Table 6: Working environment variable 
	No.
	Working Environment Variables
	
	Female
	Male
	T
	P

	1
	I am satisfied with the working environment of the school
	
	3.6000
	3.0667
	1.740
	.085

	2
	I am satisfied with job location.
	
	3.6400
	3.6133
	.093
	926

	3
	I am satisfied with the present working hour.
	
	3.5600
	3.3200
	.807
	.422

	4
	I am happy with my overall job security.
	
	3.6000
	2.8267
	2.631
	010*

	5
	I am satisfied with the leave policy of the school.
	
	3.4800
	2.8000
	2.208
	.030*

	6
	I am satisfied with long term benefit & insurance policies of the school.
	
	2.7200
	2.3467
	1.352
	179

	7
	 I am satisfied with the present performance appraisal policy of the school.
	
	3.0000
	2.6267
	1.291
	.200

	8
	I am satisfied & able to maintain a healthy balance between work and familylife.
	
	3.2400
	2.5200
	2.430
	.017*



[bookmark: _Toc41316891][bookmark: _Toc50529195]4.5. Working Environment


Working environment was considered as measure of satisfaction, which is further measured by eight items as presented in Table 6. Without any significance of difference, all teachers unanimously agree with the satisfying values of the location and environment of their work as well as the working hours they spend on teaching job. Although males (mean = 2.82) feel less happy about job security, females (mean = 3.60) feel secure about their teaching job. The mean difference of 0.78 (t = 2.63; p = .01) is significant at the .05 level and is attribute to female teachers as compared to their male counterparts. Female teachers also feel more satisfied than do males with the leave policies of their schools. Females are also better in maintaining healthy work-family balance than perceived by male teachers. The mean difference .072 (t = 2.43; p = .02) is significant favoring women. Concerning performance appraisal policies, females showed indifference while males are less satisfied. The test of significance (t= 1.29; p = .20) could not show difference. Thus, one can safely conclude that all teachers are less satisfied with performance policies of their schools irrespective of gender differences. A general conclusion that could be made is that teachers are partially, but not fully satisfied with working environment. 
Table 7: Work relation variable items
	No.
	Work Relation
	
	Female
	Male
	t
	P

	1
	I am satisfied with the given right to put forward my opinions.
	
	3.3200
	3.0400
	1.021
	310

	2
	I am satisfied with the leaders in my workplace as positive role models.
	
	3.2800
	2.9867
	1.013
	.313


[bookmark: _Toc41316892][bookmark: _Toc50529196]4.6. Work Relation

The purpose of Table 7 is to measure teachers’ level of satisfaction with work relation they experience in their respective schools. Both male and female teachers, mean = 3.04 and 3.32 respectively, feel satisfied with the rights they are given to forward opinions. The test of significance (t= 1.02; p = .31) failed to show any kind of difference among both groups. All teachers, irrespective of gender difference are somehow more satisfied with the rights they exercise in getting their opinions forwarded to others in their work environments. Relating to perceived satisfaction about leaders as role models, females are more satisfied with the positive role modeling of their leaders as distinct from male teachers. The mean difference between the scores of the two groups is not statistically significant. Overall, the grand mean is indicative of somewhat positively inclined view about role modeling by leaders in the school environment. Generally, one can safely conclude that work relations in the surveyed schools are satisfying for teachers. 
Table 8: Work life balance variable items
	No.
	Worklife Balance Variables
	
	Female
	Male
	T
	P

	1
	I am satisfied with employee assistance policy (e.g.- lunch & transport etc.) of the school.
	
	2.7600
	2.3867
	1.323
	.189



[bookmark: _Toc41316893][bookmark: _Toc50529197]
4.7. Work Life Balance

The surveyed teachers, whether male or female, demonstrate low satisfaction level with regard to work balance. Their mean scores 2.38 and 2.76 for males and females respectively, is below the expected mean (3.00). The mean difference, though favoring male teachers, the test of significance (t = 1.32; p = .18) failed to show prevalence of difference between the two groups. Therefore, it would be easy to conclude that work balance is not satisfying for the school participating teachers.
Table 9: Empowerment variable ITEMS
	No.
	Empowerment Variables
	
	Female
	Male
	T
	P

	1
	Fulfilling my responsibilities give me a feeling of satisfaction & personal achievement.
	
	3.4400
	3.1200
	1.058
	.293




	
[bookmark: _Toc41316894][bookmark: _Toc50529198]4.8. Empowerment

Empowerment is measured by single item which reads, “Fulfilling my responsibilities give me a feeling of satisfaction & personal achievement.” Mean scores of the two groups indicate teachers’ positive inclination that they are fulfilling their teaching responsibilities which in turn would help them draw greater satisfaction and personal achievement motivation. Both males and female teachers, without any distinction in views are satisfied with empowerment as a satisfaction variable. 

Table 10: Overall Satisfaction Variables
	Satisfaction Variables
	
	Government
	Non-Government
	T
	P

	Promotion opportunities
	Mean
	2.4939
	3.0417
	-2.958
	.004*

	Salary and pay
	Mean
	1.8984
	2.4833
	-3.046
	.003*

	Monetory and non-monionetoryfrnge benefits
	Mean
	2.0854
	2.7708
	-3.897
	.000*

	Recognition
	Mean
	2.2622
	2.9250
	3.489
	001*

	Working environment
	Mean
	2.4085
	3.4167
	-6.114
	.000*

	Work relation
	Mean
	2.5122
	3.4583
	-4.625
	.000*

	Work life balance
	Mean
	2.5610
	3.6333
	-4.418
	.000*

	Empowerment
	Mean
	2.5610
	3.6333
	-4.418
	.000*



The surveyed teaches were further compared for level of satisfaction by type of school they work in. As can be observed from data in Table 10, teachers working in non-government schools are more satisfied with promotion opportunities, working environment, work relation, work life balance and empowerment as compared to those working in Government schools. Salary, monetary and non-monetary, and recognition are less satisfying for all teachers working in the two types of schools, government and non-government.  However, the mean differences were significant across the 8 variables of satisfaction measure favoring those teachers working in Government Schools. It is evident from these findings that the employers, i. e., Addis Ababa City Government and owners of the Non-Government schools squarely think on ways of raising salary scales, providing other fringe benefits and recognize efforts teachers make in discharging their responsibilities as teaching force.
[bookmark: _Toc41316895][bookmark: _Toc50529199]4.9. Discussion

The results of this research are consistent many previous studies but contradict with some others. Among those with similar findings, Teferi, Bekalu and Abebe (2016) found that gender was the only demographic variable that had significant positive relationship with job satisfaction. Akhtar& Ali, 2009study showed that women are more satisfied with the teaching profession than men do. Women are more satisfied with their jobs than the men, and the reasons are that women place greater value on intrinsic rewards. In Koustelios (2001) study, women teachers were more satisfied with their working conditions than men, because women employees tend to consider the working conditions to be more favorable than men do. Female teachers’ social aspiration, social acceptability, job responsibilities, experiences of challenges and career development were some of the reasons given by the teachers involved in the study.

According to Kim (2005) women employees give more emphasis on intrinsic rewards than extrinsic rewards. This will give them job satisfaction than men. Chiu (1998) in agreement with Kim indicated that women have lower expectation than men do, because women compare their jobs with those of other women.

Whereas men compare their jobs to other jobs and positions as well. It is indicated that women’s most important motive in their working life is work achievement, whereas men reported that promotion, reputation and prestige as public employees were most important (Kim, 2005) It seems that women employees place more emphasis on intrinsic rewards, whereas men employees value extrinsic rewards.
Teklie and Solomon (2016)reported that the teachers were less satisfied with salary and promotion as variables of job satisfaction measures. Gedefaw (2012) study found salary and benefits as the most dissatisfying which is consistent with the finding of the current study. Gebrekiros and Kebede (2015) discovered salary as most dissatisfying for university level teachers. Berhanu (2018) found that working environment and facilities, financial benefits, compensation systems, promotion opportunities and practices, responsibilities, and recognition of teachers were not adequate in satisfying for secondary school teachers of Hadiya Zone. 
Findings of this study contradicts with Eleni (2017) who concluded that teachers in the public schools were more satisfied with working conditions, while those in the private sector were better satisfied with compensation and recognition.


















[bookmark: _Toc41316896][bookmark: _Toc50529200]Chapter Five
[bookmark: _Toc41316897][bookmark: _Toc50529201]Summary, Conclusion and Recommendations
This chapter presents summary of major findings, conclusions drawn from the findings and suggests possible recommendations that inform decisions by owners of the schools in Addis Ababa City Administration. The purpose of the study was to find out answers for two basic research questions raised in chapter one:
1. To what extent are Addis Ababa school teachers satisfied with their teaching job?
2. Is there difference among teachers’ level of satisfaction as influenced by gender and type of schools in which they work?
To find answers to these research questions, the study set out to collect purely quantitative data using a 30 items questionnaire. Data were collected from teachers working in two randomly selected sub-cites of Addis Abab - Gulelle and Arada. 3 government and three non-government schools were randomly selected to participate in the study. A total of __ teachers were randomly selected and made to respond to the survey questionnaire rated over 3 point Likert type scale. The collected quantitative data were cleaned and entered into SPSS version 21 software to facilitate the work of analysis. Mean score and t-test were the two statistical tools of analysis employed to arrive at valid conclusion. The findings of the study are presented, conclusion made and recommendations forwarded as indicated below. 

[bookmark: _Toc41316898][bookmark: _Toc50529202]5.1. Summary of Findings
Based on the analysis of the collected data presented in chapter four, the following findings are summarized.
1. Although women seem to be more satisfied that men, chances for promotion are less satisfying for all teachers;
2. Salary is not a motivating factor for teachers working in Addis Ababa Schools;
3. The benefit packages employed by the employers is not satisfying for teachers;
4. Recognition is perceived as less satisfying variable by all teachers;
5. The surveyed teachers are partly satisfied with working environment;
6. The work relations teachers experience in their schools are satisfying for most teachers;
7. The practice in the surveyed schools relating to work life balance is not satisfying for most teacher; and
8. Empowerment (fulfilling responsibility and personal achievement) is satisfying for teachers.
[bookmark: _Toc41316899][bookmark: _Toc50529203]5.2. Conclusion
Based on the analysis made so far, and summary of findings mentioned above, the study draws the following conclusion.
Individual persons demonstrate different behaviors in all spheres of life. People have different likes or dislikes about objects, phenomena, ideas, about their relationships with others, their work environments, their living conditions, etc.  Based on such differences it may not be surprising if teachers indicate variations in their level of satisfaction concerning the social, economic and cultural environments they experience on their jobs. Among the 8 satisfaction variables, work relation and empowerment are the only satisfying variables for teachers. Working environment is partly satisfying. Contrary to these, promotion, salary, fringe benefits, recognition and work life balance are less satisfying variables for teaching job.
[bookmark: _Toc41316900][bookmark: _Toc50529204]5.3. Recommendations
To close the gaps observed in this survey the following recommendations are forwarded for future practice and research
2. Employers, both government and non-government are urged to revisit their policies and practices relating to promotion, salary pay, fringe benefits, recognition, and work life balance.
3. The Addis Ababa City Government needs to stop and think on how to promote equality among teachers working in the schools whether government or non-government.
4. Future research is need to confirm the truthfulness of the findings of this study across all schools of the county to inform national policy decisions relating to salary, other fringe benefits and ways of promoting work life balance for the teaching force.
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Questionnaire on ''An Assessment of  Teachers’ Job Satisfaction at Selected Government and Private High School: The Case of Arada Sub City in Addis Ababa” 

	Purpose of the Questioner this questionnaire is to assess Teachers’ Job Satisfaction in Government and Private Secondary Schools of Arada Sub-city of Addis Ababa.  

	Please take a few minutes to complete this questionnaire and kindly return it as soon as possible.  To make the study successful, the respondents ‘sincere cooperation in filling the questionnaire is highly valuable. For this reason, the researcher highly demands your support in objectively filling the questionnaire. I also want the respondents to assure that any of the information you provide below will be used only for academic purpose. You are not required to write your name but only your responsibility in the organization. Your cooperation will be highly appreciated   and the personal data of the respondents will be kept confidential.
I would like to thank you in advance!


	








General Instruction 

	Please choose from the given alternatives and encircle your best choice.  For the open ended questions please write short answer. 

	Part I: Personal Information 

	Gender :               a) Female                               b) Male 

	Age:       a) 23-30        b) 31- 40        c) 41-50         d) 51-60          

	Academic level:          a) Diploma      b) 1st Degree    c) Master’s Degree d) PhD   e) Other 

	Position/ your responsibility in the School  ___________________________________ 

	How long have you worked in School? (Years)

	 a) Less than 5     b) 6-10     c) 11 - 15     d) 16 - 20     e) 21 – 25      f) Greater than 26  

	Salary

	a) Birr Less than 1,000          b) Birr 1001-2000       c) Birr 2001 -3000       d) Above 3001 

	














Section II 

	This part of questionnaire covers about factors affecting job satisfaction. Please indicate how much you agree or disagree with each of the following statements by Circling in the Column that best represents your opinion. 1 indicates strongly disagree (SDA), 2 indicates disagree (DA), 3 indicates neutral (N), 4 indicates agree (A) and 5 indicates strongly agree (SA).

	No 
	Questions 
	1(SDA) 
	2(DA) 
	3(N) 
	4(A) 
	5(SA)

	Promotion Opportunities

	1
	There is really high chance for promotion on my job. 
	1
	2
	3
	4
	5

	2
	Those who do well on the job stand a fair chance of being promoted. 
	1
	2
	3
	4
	5

	3
	People get ahead as fast here as they do in other places. 
	1
	2
	3
	4
	5

	4
	I am satisfied with my chances for promotion
	1
	2
	3
	4
	5

	 Salary and Pay

	5
	I feel I am being paid a fair amount for the work I do
	1
	2
	3
	4
	5

	6
	salary raises are too many and frequent
	1
	2
	3
	4
	5

	7
	I feel appreciated by the organization when I think about what they pay me. 
	1
	2
	3
	4
	5

	8
	I feel satisfied with my chances for salary increases
	1
	2
	3
	4
	5

	9
	I am satisfied with the existing salary structure of the school.
	1
	2
	3
	4
	5

	10
	I am satisfied with the compensation I get & I think it matches with my responsibility.
	1
	2
	3
	4
	5

	Fringe Benefits

	11
	I am satisfied with the benefits I receive. 
	1
	2
	3
	4
	5

	12
	The benefits we receive are as good as most other organizations offer. 
	1
	2
	3
	4
	5

	13
	The benefit package we have is equitable. 
	1
	2
	3
	4
	5

	14
	There are no benefits we do not have which we should have.
	1
	2
	3
	4
	5

	No 
	Questions 
	1(SDA) 
	2(DA) 
	3(N) 
	4(A) 
	5(SA)

	15
	I am happy with the recognition and rewards When I do a good job.
	1
	2
	3
	4
	5

	16
	I feel that the work I do is appreciated.
	1
	2
	3
	4
	5

	17
	There are many rewards for those who work here. 
	1
	2
	3
	4
	5

	18
	I feel my efforts are rewarded the way they should be
	1
	2
	3
	4
	5

	Working environment

	19
	I am satisfied with the working environment of the school
	1
	2
	3
	4
	5

	20
	I am satisfied with job location.
	1
	2
	3
	4
	5

	21
	I am satisfied with the present working hour.
	1
	2
	3
	4
	5

	22
	I am happy with my overall job security.
	1
	2
	3
	4
	5

	23
	I am satisfied with the leave policy of the school.
	1
	2
	3
	4
	5

	24
	I am satisfied with long term benefit & insurance policies of the school.
	1
	2
	3
	4
	5

	25
	 I am satisfied with the present performance appraisal policy of the school. 
	1
	2
	3
	4
	5

	26
	I am satisfied & able to maintain a healthy balance between work and family life. 
	1
	2
	3
	4
	5

	Work Relation

	27
	I am satisfied with the given right to put forward my opinions.
	1
	2
	3
	4
	5

	28
	I am satisfied with the leaders in my workplace as positive role models.
	1
	2
	3
	4
	5

	No 
	Questions 
	1(SDA) 
	2(DA) 
	3(N) 
	4(A) 
	5(SA)

	Work Life Balance

	29
	I am satisfied employee assistance policy (e.g.- lunch & transport etc.) of the school. 
	1
	2
	3
	4
	5

	Empowerment

	30
	Fulfilling my responsibilities give me a feeling of satisfaction & personal achievement.
	1
	2
	3
	4
	5
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