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ABSTRACT 

The expansion 0/ Higher Edllcational Institutions in Ethiopia can contribute a lot to the national 

capacity building and sustainable development o/the country. However, to achieve these 

missions special emphasis has to be given 10lVards quality 0/ education Adequately qualified 

and satisfied instructors conslillile Ihe backbone o/teaching and learning process in general and 

especially in addressing edllcalion program that target toward the problem o/Ihe cOllnli y . 

However, in many higher edllc{f(ion institlltions an exodus 0/ instruclors and lack 0/ good 

administrators have exacerbaled Ihe currenl problem 0/ impeding an efJeclive and efficierll 

education delivelY to Ihe studenls. 

In the light o/this, this study is aimed al assessing factors that determine Job S{f(is/aclion 0/ 

Instructors in Newly Established Higher Educationallnst ilutions: The cases 0/ Dire-Dcllva and 

JigJiga Universities and consequently, to suggest solutions to overcome Ihose problems 

evidenced in the areas 0/ Academic Management in both universities. Accordingly, the research 

focused on describing instructors' job salis/action vis-it-vis their n{f(ure 0/ work, working 

conditions, orientation and lraining, promotion and career development, performance appraisal, 

supervision, fringe benefits, governance and administration issues. For the purpose o/Ihis study. 

a sample 0/160 instructors has been selecled using slr{f(ijied and simple random sampling ji-Oll/ 

both institutions. To collect the data the researcher used mainly questionnaire, IInstructlired 

interview and observation method. 

The findings indicate that inSlructors al Dire-Dawa and JigJiga Universities expressed 

sat is/action with their co-workers, /ollowed by the nature o/the work. However, in bOlh 

institutions with regard to working conditions, training, promotion and career developmerll, 

supervision, systems 0/ administration and fringe benefits, the instructors seem to be highly 

dissatisfied. 

Thus, strategies have to be designed by all concerned stakeholders to improve instrllctors' job 

satisfaction and retain them in their institutions to play their pro/essional role to their country. 

To this effect, it is important 10 pay urgent allention to improving those factors which lead 10 job 

dissatisfaction in order to enhance instructors peljormance. 
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CHAPTER ONE 

PROBLEM AND ITS APPROACH 

In this chapter, the background of the study, sta tement oCthe problem, objectives of the study, 

research design and methodology, scope and limitation of the study. signi ficance of the study 

ancl organ iza tion of the study are included. 

1.1 Background of the Study 

Et hi opia has been expanding tertiary education in order to sol ve the socio-economic problems 

that face the nation. To ac hieve the millennium devel opment goals, the country is looking 

ahead for and the government has started to increase the number of Higher Educational 

Institutions from 8 to 21. 

Expansion of education, training, and research institlltions with required 

standard and quality is essential to realize the national capacity building and 

overall sustainable development of Ethiopia (FDRE, 2002 cited in Teshome, 

2007. /) 

The vision of the government of Ethiopia with regard to higher education system is to build 

institutions which wi ll bring economic, cultural, moral and social development to the nation. It 

is expected that these universities will offer students the education that is needed to enter the 

employment market as highly qualified manpower wh il e developing them as individuals and 

citizens. Moreover, they should conduct research that will be of value to the country's industries 

and their society and they should offer their resources to the service of the Ethiopia's people. 

The Human Development Report (UNDP, 1999) as cited by Teshome (2007:7), sets out the 

vision of higher education should be beyond its trad itional functions of teaching, training and 

research, all of which remain fundamenta l, higher education must promote deve lopment to the 

whole person and train responsible, informed citizens, committed to working for a better 

society in the future. 

To achieve the aforementioned vision, the roles of instructors are very vital. Thus, boosting 

administrat ive capacity of higher education in the country, especially those newly estab li shed 

educational insti tutions like Dire-Dawa and JigJiga is an essential and critical Issue now. 



Ad ministrative capac ity that can retain qualified and sati sfied instructors who are committed to 

their jobs and can cont ribute a lot for a nation by deli vering better teaching to students that 

allev iate the prob lems o f the soc iety. 

Acco rding to Ukeje ( 1986), for any educational plan to succeed, the teacher is required to be 

.there to see to the fu ll implementation of the program. This is so because no educat ional system 

can rise above its teachers. Espec ia ll y, having sat isfi ed and committed teachers is very 

essential. Ukeje furthe r exp la ins that if education is to survive and continue to play a vital rol e 

in the promotion of cogn iti ve, affect ive, and practi cal competence in individuals and ensu re the 

preservation of our cultura l values, it is important that teachers who are responsib le for he lping 

the students be effect ivel y motivated (ibid). 

From these, one can understand that instructors, who are one of the very im portant resources 

for the success of the vision of higher education institutions, have to be motivated. Thus, the 

concerned stakeholders are to put the best of their efforts to create a favo rable cli mate that can 

retain the instructors a nd help them become productive for the institutions. 

In light of the above issues mentioned the researcher attempts, in this study, to assess fac tors 

that determine the leve l of job sat isfaction of instructors and consequently their performance 

and retention in both uni vers ities at Dire-Dawa and JigJiga. 

1.2 Statement of the Problem 
The government of Ethiopi a reali zes that the need for human capacity development at all level 

is one of its most important deve lopment objectives. Thus, currently, the country is engaged in 

massive higher education expans ion and improvement of university level of education as one of 

the critical components of the ove rall capacity transformation in the country. However, the vital 

factor in attaining these goals is the proper management of human resources. In this regard , 

Aggarwal (1995:398) states that premi ses and equipments are needed in the education 

enterprise but persons are vital over them and a teacher is the supreme factor. There is no 

exaggerati on that a spacious bui lding, costly equipment and sound syll abus will serve some 

useful purpose only when there are instructors who are fully alive to the nobility of the 

profession and its accom panying responsibilities . Therefore, institutions have to create 

conducive working environment that can attract, motivate and retain instructors for a long 

period in thei r institutions. 
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Furthermore, Reghunathan (1994:93) notes that man always longs for initiative, job satisfaction 

and other factors that wou ld be sati sfyi ng to him/he r. If he/she is satisfied psychologically, 

he/she remains loyal to the organization and takes pride in be longing to it. If otherwise, the 

consequence will be the other way roun d or the reve rse . Therefore, employees' j ob satisfaction 

is a very important factor in any organ ization. espec ially critical in higher educational 

i Ils ti tutions. 

However, in many countries including Ethiopia. higher education continuously faced the 

prob lem of a high rate of instructors' turnover. absentee ism, lodging grievances, and 

complaints (Dove, 19 82: 113). Dove further states that to overcome these problems, 

administrators should recruit new instructors fo r the institution every year, a task which is 

expensive in terms of time, energy and financial resources. This situation, no doubt, has an 

adverse impact on the quality of education and continuity of programs. Teshome (2007: 110), 

al so adds that the most important facto rs that trigger instructors' decision to leave higher 

education institutions in Eth iopia include; lack of res pect for academic staff, poor research 

incenti ves a nd further training, poor infrastructural fac iliti es in towns where universities are 

establ ished and strong competition from pri vate and non-governmental organizations and poor 

governance. 

Hence, to overcome these problems there is a need to handle properly and retain instructors in 

the institutions. Since Dire-Dawa and JigJiga uni ve rsit ies are newly established universities , 

they lack essential and appropriate infrastructures, better incentives and administrative system 

that are important for the smooth running of teaching and learning process in the insti tutions. 

Therefore , in light of these, this study attempts to answer the following basic questions. 

I . What is the extent of j ob sati sfacti on of instructors in Dire-Dawa and JigJiga Uni versities? 

2. What possib ly be the causes of job dissatisfaction of instructors in both universities? 

3. What are the consequences of job dissati sfact ion of instructors in both universiti es? 

4. Which fac tors are dominant in influencing instruc tors' job di ssatisfaction? 

5. How job satisfaction influences organ izational performance~ 

4. What is to be done to enhance instructors ' job satisfacti on leve l? 

3 



1.3 Objectives of the Study 

1.3.1 General Objectives 

The ge ne ra l object ive of th is study is to assess factors determining the leve l of job sati sfaction 

of instructors and consequently their performance and recommend possible ways of improving 

the leve l of the ir satisfaction and performance in newl y es tabli shed higher educational 

institu tions. Thus, to urge those concerned stakeholders of higher educat ion to set policies and 

strategies that attrac t and retain qualified instructors in those newly establ ished higher 

educati onal instituti ons. 

1.3.2 Specific Objectives: 

To measure the job satisfaction level of the academic staff in the two universities, 

To identify the factors contributing to dissatis faction of the instructors in both 

uni versities and how these are contributing to their di ssatis facti on, 

To assess out the main determinants of instructors perfo rmance and retention in both 

univers ities , 

To find out whether the existing job satisfaction level is adequa te ; and 

To make necessary recommendations to raise job sati s facti on leve l of instructors in both 
univers ities . 

1.4 Research Design and Methodology 

To assess the level of job satisfaction of the instructors in Dire-Dawa and JigJiga universities, 

the researcher adopted the following research method. 

1.4.1. Methodology 

To conduct thi s research both descriptive and inferential stati sti cs method were employed. It 

was intended to identify the factors that cause instructors' j ob satisfaction or dissatisfaction in 

Dire-Dawa and JigJiga Universities . For the purpose of the study, two higher educational 

institutions have been selected using purposive sampling. The main rationale for selecting is 

proximity of the institutions to one another, both of them li e along the same route, and it is 

relatively easy to go from one to another, which makes the study feasib le within the constraints 

of time and finance to the researcher. Moreover, the researcher felt that hi s own two years work 

exposure in the area cou ld help him to gather data easily. 
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1.4.2. The Procedure of the Study 
The fo llowing procedures we re em pl oyed by the researcher to know the level of instructors' job 

satisfaction in Dire-Dawa and Ji gJiga Universi ti es. 

"& Those necessary literatures we re reviewed to have acquaintance with the subjec t. 

"& Data collec ting instruments were prepared and then a pilot test was conducted to gather 

feedback and suggesti ons. 

"& Taking into consideration the comments/suggestions over instruments, the questionnaires 

were d istributed and collected. 

"& Finally, by making ana lysis of the collected data through appropriate stati sti cal too ls. the 

researcher prepared the fi nal report. 

1.4.3 Data Collection 
Since DDU and JJU are newl y es tabli shed universities, it was hard for the resea rcher to get 

recorded secondary data. Therefore, the researcher focused onl y on primary data as the major 

source of information. For the purpose of data co llection, questionnaires that incorporated both 

open and c lose-ended items was prepared and distributed to sample respondents. In order to get 

more complete information, unstructured interv iews with admi nistrators of uni versiti es, 

informal discussions with instruc to rs and al so observation were employed. 

1.4.4 Pilot Test 
Before collecting the actual data, the draft of the questionnaire was administered to ten ( 10) 

instructors i.e. five (5) from each un iversity. Based on comments/suggestions gathered from 

pilot test, the researcher was able to remove unclear and ambiguous items from the 

questi onnaire. Moreover, those instructors who were participated in the pi lot test were not 

included in the final study as respondents. 

1.4.5 Population and Sam pling Technique 
The subjects of the stud y were a ll instructors (326) which currently are working in Dire-Dawa 

and JigJiga universities. However, since it was difficult to consider all of them due to 

constraints of time, budget, and di stance the researcher preferred to select sample respondents 

from the total population. Respondents were taken from both institutions with the method of 

stratified sampling in which the population was first classified into faculti es, and then simple 

random sampling techniques were employed to select the target respondents. Furthermore, in 

order to ensure fair representation, the researcher tried to incorporate purpose ly the 
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qualifica tion a nd sex of the respondcnts in the selection. With respect to qualificati on, the 

respondents were c lassified in to th rce groups: BA/BSc, MA /MSc ancl PhD (Instructors with 

PhD are very fe w in both institutions) 

Table I.I: Distribution of th e Population of Instructors of DDU and JJU by Facu lty, 

Qua lification, and Samp le. 

PopulationlN) Sample In 
Qualification Qualifica tion 

Faculty BAI MA l 
PhD 

BAI MAl 
PhD 

Total 
BSc MSc BSc MSc 

Fa culty of Business and Economics 49 6 1 24 3 1 28 
Faculty of Social Science and 46 14 1 21 7 1 29 
Languages 
Faculty of Natural Science and 29 13 - 13 7 - 20 
Mathematics 
Fa culty of Technology 6 - 1 2 - 1 3 
11 )Sub-Total-DDU 130 33 3 60 17 3 80 

Fa culty of Business and Econ om ics 32 3 16 2 - 18 
Facultyof Natural Scien ce 10 2 - 5 1 - 6 
Fa culty of Social Science 5 3 - 2 2 - 4 
Faculty of Edu cation 59 15 2 28 8 2 38 
Faculty of Health Science 11 1 - 5 1 - 6 
Faculty of Dry Land Agriculture 4 2 - 2 1 - 3 

-faculty of Veterinary Medicine 3 2 1 1 1 1 3 
Faculty o f Law 5 - - 2 - - 2 
(2) Sub Total-JJU 129 28 3 63 16 3 80 

Total I 1+2) 259 61 6 121 33 6 160 

1.4.6 Method of Data Analysis 
Data gathered through the above mentioned methods we re analyzed with the help of SPSS 

(S tati stical Packages for Social Sciences), us ing frequency counts, percentages and means. 

Besides these descriptive statistics mentioned above, to make sound conclusion regarding job 

satisfaction status of instructo rs at these two newly establi shed higher educational institutions, 

ch i-square test was applied to know whether there exists any significant opinion difference in 

responses of respondents of two separate insti tutions. The alpha level of 0.05 was selected 

priori to chi -square test of signifi cance. The data was presented through tables and graphs. In 

order to make the anal ys is easy (Strongly agree+ Agree) as 'Agree ' and (Strongly disagree + 

disagree) as 'Disagree' have been taken as if they have the same meaning in the analysis. 

Moreover, information and opinion collected from the respondents through open-ended 

questions and unstructured interview were considered in data presentation. 
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1.5 Scope and Limitation of the Research 

• At the beginning, it was the plan of the researcher to gather information about grievances, 

complaints made by instructors but a ll attempts fa i led because of absence of recorded such 

kind of data in the instit utio ns. 

• Many instructors se lected as respondents refused to take the questionnaire due to their time 

constraints. Even those who took questionnaires to complete had taken several (up to 

mo re than 12 days) to return the questionnaires. Thus, the researcher has to wa it several 

days in each universit\· to co ll ec t the quest ionnaires. I-Ience. the time take n to gather data 

beyond the ini tial plan forced him to perform the ana lysis. conc lusions and 

recommendations part of the paper under time constraint pressure. 

• Lack of enough books written on job satisfac ti on of instructors in higher educat ion fo rced 

the researcher to use books written on organization behavior in Industrial Organizat ions. 

• Finally yet importantly, frequent interruptions of electricity created significant prob lems 

for the researche r during data gathering and preparation of this report. 

1.6 Significance of the Research 
In order to achieve the vis ion of higher educational institutions expansion in the coun try, 

maintaining and retaining commi tted and satisfied instructors is very critical and shou ld be 

number one goa l for higher educational institutions' admi ni strators. Therefore, the findings and 

recommendations of th is study may serve as a reference to all stakeholders of higher educat ion 

insti tutions, parti cularl y to Dire-Dawa and JigJiga universities, in their endeavor to improve job 

sati sfacti on of their instructors . 

Perhaps, concerned stakeholders of higher education like MoE would make use of thi s research 

to review and im prove academic staffs satisfaction systems in newl y establi shed higher 

educational institutions of the country. 

Furthermore, this study may also initiate other researchers to carryout ex tensive stud ies in 

management issues of higher education, particularl y on newly established institutions li ke Dire­

Dawa and JigJiga. 
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1. 7 Definitions of Important Terms 
According to their usage in this study, the fo llowing terms are defi ned in the manner stated 

below: 

Instructo r: 

GAl: 

Academic staff o f all ranks: Graduate Assistants, Ass istant Lecturers, Lecturers, 

Senior Lec turers, Ass istant Professo rs, Assoc iate Professo rs and Professors. 

Graduate Assistan t I positi ons in Higher Educations in Ethiopia 

GA il : 

Asst. Lec: 

Lec: 

l.st. Prof: 

Asso.Prof: 

Graduate Assistant II pos itions in Hi gher Educati ons in Ethiopia 

Assistan t Lecturer 

Lecturer 

Ass istant Professor 

Associate Professo r 

Job sati sfaction - How people fee l abo ut their jobs and different aspects of their j obs. 

(Crossman, A and Abou-Zaki, B (2003:368) 

1.8 Organization of the Pape,· 
This thes is organized into four main chapters. In the first chapter problem and its approach is 

treated. The second chapter presen ts the review of related literature. The third chapter deal s 

with presentation, analysi s and in terpretation of data. Finally, the last chapter i. e. chapter four, 

consists of summary, conclusion and recom mendations. 

8 



CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

Th is chapter presents review of the related literature and la\,s down the theoret ical framework 

of the stud y. It inc ludes . The Meaning of Job sa ti sfaction. Nature and Importance of Job 

Satisfaction in Higher Ed ucational Institutions, Theori es of Job Satisfaction, The Measurement 

of Job Satisfac tion and Morale, Di mensions of Instructors Job Satisfac ti on, Institutional 

Determinants of Instructors Job sati sfaction , Admin istrati on in Hi ghcr Education and Job 

Sati sfac tion of Instructors, Consequences of Job Sati sfaction and Dissati sfaction on Instructors 

and Job Sat is faction as a Predictor of Organizational Comm itment. 

2.1. Th e M eaning of Job Satisfaction 

The search for a uni versal definition of job satisfaction is a difticult one; it is an impossible 

one. Even though many researchers define job sati sfaction. the defin itions vary. Rashid and 

Archer (1983), state that ' the definiti on of job sati sfaction varies in fact according to what a 

person seeks in a job, how he/she ranks the items sought in ordel' of priori ty, and how well the 

job permits the person to achieve the various goals.' 

Accordi ng to Kh Metle (2005 :603), job sati sfaction has been a popu lar topic for researchers in 

wide areas of fields includ ing Publ ic Administration, Psycho logy, Business, and Higher 

Education, etc. However, the work of these researchers is not yet over as we still do not have, 

and perhaps never will have, any clear-cut answer to the question of what constitutes job 

sati sfaction. 

Wisniewski and Gargiolu (1997:327) say that teachers ' job sa ti sfacti on is associated with 

freedom to do what they wanted, encouragement received from those in authority, participation 

in decision and policymaking, adequate supply of teaching and learning resources, good salary, 

cooperation from students, parents and teachers and part icipation in the institution 

management. 

Bearing in mind the above ideas, let us see some of the de fi nitions given on job sati sfac tions. 

Beers (1964) cited in Ian Howard , F.B (2005 :27), de fines job sati sfaction as '".the attitude of 

instructors toward the institution, their j obs, their fellow staffs and other psychological objects 
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In the work environmcnt'. Kreitner and Kinicki (2001: 181), define job sati sfact ion as an 

effecti ve or emotional response toward various facets of one's job. Accordi ng to them, this 

defini tion is not a unitary concept. Rather, a person can be relati vely satisfied wi th onc aspect 

of his or her job and dissatisfied wi th one or more other aspects. For Wagner (1995:73), job 

satisfaction is 'a pleasurable feeling that resu lts from the perception that one's job fi.i1fills or 

allows for the ful fillmcllt of one's important va lues'. 

Similar to profess ionals ill other occupations, job sati sfacti on among academic sta ff has been 

linked to a number of factors. Peterson and Cl uster (1994:24), li st variables such as salaries, 

credentialing, opportun ities tor promotion, supervision, recognition, student behav ior. work ing 

conditions, and sense of autonomy. Darling-Hammond (1984), states that rigid bureaucrat ically 

administered institutions have not succeeded in implementing change in education reform, 

whi le schools using collecti ve or co llaborat ive prob lem solving strategies based on an 

underlying sense of commitment have succeeded. 

General ly, job sati sfact ion is the resul t of the indi vidual's perception of what is expected and 

what is received from different facets of the work situation. The closer the expectation to what 

is actually received, the greater the job satisfaction; job satisfaction somet imes refe rs to an 

overall fee ling of satisfaction or satisfact ion with the si tuat ion-as-a-whole. At other times, job 

satisfaction refers to a person's feelings toward specific dimensions of the work environment. 

2.2. Nature and Impo rtance of Job Satisfaction in Higher Educational Institution 

For Higher Educational Institutions to achieve the objecti ves they were established placing the 

human factor in the forefront is very essential. This is because Higher Educational Institu tions 

can only progress based on the views, attitudes, and perceptions of their employees. Although 

most of the research in this fi eld has been made related to profit making industrial and service 

givi ng organizations, there have been growing interests in employee satisfaction in Higher 

Education. The reason for this increasing interest is the reality that Higher Education 

Institutions are labor intensive; their budgets are predominantly devoted to persorU1el and their 

effecti veness is large ly dependent on their employees. Therefore, sati sfaction of the academic 

staff in Higher Educat ional Inst itutions is very important. 
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Cherrington (1989: 306) argues that, 

Job satisfaction contributes to organizational commitment, job involvement 

improl'ed physical and mental health and a greater quality a/life both on and 

off the j ob. On the other hand, job dissatisfaction contributes to absenteeism, 

turn-o I'eI', and labor problems, labor grievances: attempt to organize a labor 

union: and negative organizational climate. 

Moreover. (Saiyadain , 1998:28) writes that sat is fied employees are more likely to help their co­

worke rs, make positi ve comments abou t their organizat ion, and refrain from complaining when 

thi ngs at work do not go well. He added that satisfied employees are more likely to want to 

give something back to their organi zati on because they want to reciprocate their positive 

experiences. In terms of performance, employees \\'ho are more satisfied with their jobs will 

perform at a higher level than those who are less satistjed. According to Spector (2000:4) , 

Organizations prefer satisfied employees simply because they make the work environment 

more pleasant. Satisfaction might lead to performance; people who like their jobs work harder 

and therefore perform better. Fracis, J & Milbourn , Jr.G (1980:71), also suggest that since 

satisfaction has been seen as a significant influence on organization efficiency, it is important 

for the Higher Educational Institutions to know when and why there is little or no job 

sat isfact ion. A very serious consequence of job dissati sfaction is turn-over. While a lack of 

satisfaction appears to have an impact upon Academic staff attitudes and on-the-job 

performance, the ultimate express ion of Instructors ' dissati sfaction is to leave the institution. 

2.3, The Measurement of Job Satisfaction and Morale 

Although people have many different attitudes towards various aspects of their jobs, these are 

not as easy as one might think to measure it. Not only can't one directly observe an attitude, but 

as noted, one can not accurately infer their ex istence on t~e basis of people's behavior. So, for 

the most part, to determine people's attitudes, we have to rely on what they tell us (Galaz­

Fontes, 2002). Thus, unl ike productivity, absenteeism, and turnover, job satisfaction is present 

onl y inside an individual's mind and cannot be measured directly. 

Greenberg, J, et al ( 1996: 160), write that several techniques have been developed by scholars to 

measure job sati sfaction, such as questionnaires, interview and personal observations, etc . 

However, Cherrington (1989:308), states that many organizations and researchers favor 

questionnaires because personal observations and interviews are very time consuming. 
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2.4. Theol"ies of Job Satisfaction 
In order to understand job satisfacti on, it is important to understand what motivates people at 

work. What makes some people more satisfi ed with their jobs than others? What underl ying 

processes account for people's feelings of job sati sfacti on? Ins ight into these important 

questions is provided by va rious theories of job sati sfaction. Greenberg, J et al (1996: 162-164), 

presents the two most influential approaches to job sati s factions: Hertzberg' s two-factor theo ry 

and Locke's va lue theory. Cherrington (1989:]07) adds four theories that can determine 

whether indi viduals \I'ill feel sat isfied or di ssati sfi ed in a particu lar s ituation: Fulfillment , 

Reward, Discrepanc y and Equity theories. 

2.4.1. Hertzberg 's Two Factor Theory 

Think about something that may have happened 111 your job that made you feel espec ially 

sat isfi ed or dissati s fied. What were these events? Over thirty years ago , Frederi ck Hertzberg 

passed thi s question to more than 200 Accountants and Engineers, and ca refull y analyzed their 

responses. What he fou nd was somewhat surpri sing; different factors accounted for job 

sat isfaction and di ssa tisfaction. Although you might expect that certain factors lead to 

sat isfaction when they are present and dissatisfaction when they are absent, thi s was not the 

case. 

Job sati sfaction and di ssatisfact ion were found to stem from different sources. In particular, 

di ssati sfaction was associated with the conditions surrounding the jobs (e.g., working 

conditions, pay, security, quality of supervision and relations with others) rather than the work 

itse lf. Because these factors prevent negative reactions, Hertzberg referred to them as Hygiene 

(or Maintenance) factors. By contrast, sati sfaction are associated with the work itself or to 

outcomes directly deri ved from it, such as the nature of their jobs, achievement in the work, 

promotion opportunities, and chances for personal growth and recognition. Because such 

factors were assoc iated with high levels of job satisfaction, Hertzberg called them Motivators 

(Greenberg, J et ai, 1996: 162). 

2.4.2. Locke's Value Theory 
Another famous theory of job satisfaction is Locke's value theory. Thi s conceptualizati on 

claims that job sati sfaction exists to the extent that the job outcomes (such as rewards) an 

individual receives match the outcomes they value. Locke 's approach focu ses on any outcomes 

that people value, regard less of what they are, and not necessarily basic lower-order needs 
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(Greenberg, J et ai, 1996: 163). The key to satis faction in Locke's thcory is the di sc repancy 

between those aspects of the job one has and those one wants; the greater the discrepancy. the 

less the sati sfaction. 

2.4.3. Fulfillment Theory 

According to this theory, job satisfaction is a function of need sati sfaction. It indicated by the 

degree of correspondence between an indi vidual's needs and the extent to which the necds are 

satis fied. As far as a n indi\'idua l's needs fulfilled, that person \\'ill experience job satis faction. 

Di ssatisfaction occurs when important needs not met. 

A lthough thi s exp lanation seems plmisib le, it is not a usefu l theory for predicti ng job 

sat isfaction. The term "needs" refers to interna l de ficiencies of a phys iolog ical or psychological 

nature that cannot be observed directly. Needs are usually inferred aft er the fact as an 

explanation for behavior. Therefore, it is difficult to know beforehand whether an individual 

w ill respond to a situation favo rab ly or unfavorably without knowing whether a need actually 

ex ists (Cherrington, 1989:403). 

2.4.4. Reward Theory 
Cherrington said, perhaps the most useful theory for understand ing job sati sfaction is reward 

theory which suggests that job sa ti sfac ti on is a functiun uf the rewards individual s receivc. 

Both the amount and the ti mi ng of the rewards influence satisfaction levels. Generally, 

individuals fee l greater satisfact ion to the extent that they are more highly rewarded. Reward 

theory emphasizes the role of values in determining sati sfaction, since an individual's va lues 

determine whether a particular event or outcome is actuall y rewarding. To the extent. that 

individuals recei ve highly valued rewards, they are highl y satisfi ed. To the ex tent that 

individual s punished, they will be di ssati sfied (Cherri ngton , 1989:403). 

2.4.5. Discrepancy Theory 
Job satisfaction is influenced by the expec tat ions of employees. Discrepancy theory claims that 

job satisfaction resu lts from a comparison between \\'hat ought to be and what is. A favorab le 

comparison, showi ng that employees received more than what they expected, creates hi gh job 

satisfaction . However, an unfavorable comparison, showing that "what is" fall s sh0I1 of "what 

ought to be", leads to di ssat isfaction. For example, an announcement that every employee will 

receive a fifty-do ll ar bonus would not necessarily create satisfaction if the employees were 
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expecting a considerabl y larger bonus. Thi s theory emphasizes the importance of understanding 

employee expectations when examin ing job satis fac tion (Cherrington, 1989:404) 

2.4.6. Equity Theory 

A nother theory that helps to exp lain job sati sfaction focuses on the relati ve compar ison of an 

individual's inputs and outcomes to the inputs and outcomes of others. Individuals compare 

their inputs and outcomes to the inputs and outcomes of others. Individuals can be sati s fi ed to 

the extent hi s/her rati o compare favo rab ly with the ratio of others . Howeve r, to the ex tent that 

the re is inequity, they will fee l dissati s fi ed (Cherr ington, 1989:405). 

2.5. Dimensions of Instructors' Job Sa tis faction 

The facto rs affecting Teachers job sati sfaction can be divided into two main areas. namely, 

Personal determinants and Organi zat ional factors (Nel et ai , 2004: 115). 

2.5.1 Personal Determinants of Instructors Job satisfaction 

Studies investi gating job sati sfaction indicate that personal determinants such as gender, age, 

educational level and work experi ence etc impact on job satisfaction. 

2.5.1.1 Gender 

Several studies conducted w ith regard to the relationship between gender and job sat is fact ion 

have yielded contradictory results (Chiu, 1998: 52 1). Charters (1970:27) , studying teachers in 

Oregon, found attri tion was higher for women, thoLigh-he al so found a signifi cant interact ion of 

sex and age. Women were more likely to change careers earl ier in their professional li ves than 

men were contrary to the above. Chapman and Lowther (1982: 93) , examining the career 

pattern of graduates of three Indian Uni versities, found the sex of teachers was not signi fica nt 

in teacher turnover. 

2.5.1.2 Age 

The results from studies (e .g. Hulin and Smith, 1965 and Gibson and Klein, 1970, as cited in 

Muchinsky, 1989), suggest that globa l job sat isfaction increases with age, especiall y for males. 

Thus, the most di ssat is fied workers are the youngest and the most sati sfi ed are those nearing 

retirement. The reasons why job satis faction increases as age increases is that individuals 

become more realistic about what they can expect from a job, and thi s maturation results in 

greater satisfaction and younger workers who are dissati sfied eventuall y quit teaching to find 
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jobs that will satisfy them and teachers who like the ir jobs remai n in it (Muchinsky and Paul , 

1989: 49). 

2.5.1.3 Ed ucational Level 

Studies conducted on the re lationship be twee n the leve l of educati on and job sati sfac ti on 

showed no consistent pattern (Kh Metle, 2003: 604). r\n investigation made by Crossman ancl 

Abo u-Zaki (2003: 370), in the Lebanese banking secto r fo und that no statistically significant 

re la tionship ex isted between job sati sfaction and education ( P: 0.094). In support of the above 

ideas Kremer et al ( 1990:76) writes that age, educa ti on, marital status, and sen iority did not 

have any statisticall y significant effect on j ob sati sfaction. However, Weaver (1978) as cited by 

Gaziel (1986: 36) finds that individuals with more educa ti on are less job satisfied. The reason is 

that indi viduals with more education have more op tions in the job market and need to develop 

high identificati on with a particul ar job. 

2.5.1.4 Work Experience 

Ronen (1978) cited in Oshagbemi (2003 :220), maintains that employee satis faction declines 

within the first year of employment, and remains low for several years, after which it increases. 

Furthennore, he wrote that employee expectations are hi gh at the time of appointment, but 

when these expectations not met, the resu ltant effect leads to a drop in job satisfaction. As the 

employee become more mature and experienced, the initial expectations decline to a more 

rea li stic level there by making such expectations more attainable, co inciding with increased job 

sa ti sfaction. Contrary to the above, Savery (1996) , cited in Sarker, et al (2003:750), states that 

longer tenure may lead to boredom and lowe r leve ls of job satisfaction 

2.5.2 Institutional Determinants ofInstructors' Job satisfaction 

The Institutional (Organizational) factors' impact on job sati sfaction include the Nature of 

Work (work itself), Remuneration, Working conditions, Promotion opportunities and Career 

development, Training and Performance evaluation management, Communications and Co­

workers' relations, Supervision, and Administrati ve systems, etc. 

2 .5.2.1. Remuneration and Instructors' Job Satisfaction 

Accord ing to research findings, the perception of fairness in remuneration is highly associated 

with employee job sat isfaction. This refers to how pay, benefits, and promotions are distributed 

among the employees. Are people paid adequately and fa irly relative to others? Research has 

found that satis faction enhanced by the use of pay systems believed to be fair with respect to 

15 



both the level of compensat ion received, and the mechani sms used to determine that pay 

(Greenberg, J et ai , 1996: 167). 

Several ot her autho rs ma intain that the key in linking remunerat ion to sat isfacti on is not the 

absolute amou nt that is paid, but rather, the perception of fairness (Aamodt, 1999:66-67) . In 

most cases, however, the payment that public organizations employee receives, with the same 

qualifi cat ion is less than private organi zations. The same works in higher educatio n inst itutions, 

because in Ethiopia the goverrunent finances the higher education . 

... .11 universi/y career has become less a"raclive lvilh ever-increasing levels 

a/bureaucracy. Academics are no longer happy as Iheir pay noll' lags badly 

behind equivalen/ or lesser-qualified jobs and collsider /hey are grossly 

underpaid compared with newly qualified solicilors. You cannot even 

compare their salaries with /heir equivalents in pri\"(lIe prete/ice ",here they 

earn more than 5 times an academic's salary (Metcalf, H. et a i, 2005:44) . 

2.5.2 .2 The Work Itself and Instructors' Job Satisfaction 

Studies show that there is positi ve correlation between the nature of job and job satisfac ti on. 

Luthans ( 1998 :370) indicates that ' the nature of work performed by employees has a signifi cant 

impact on their level of job sati sfaction.' Research indicates that individua ls of higher level in 

organization hi erarchy are more satisfied than individuals at the low level of organization 

hierarchy. Thus, professionals, managers, craft-workers are reported to be more satisfied than 

operators and laborers (Vroom, 1984). According to Dubrin (1992:42), job sati sfaction occurs, 

if the work is either too easy or too difficult so that a worker does not have the opportunity to 

exercise hi s sk ill s. A job that is easy can be boring and unchall enging; a diffi cult job can cause 

anxiety and can be ego deflating. 

It is often asserted that an individual derives sati s faction from jobs that permit him/her to use 

hi s/her skill s and ab iliti es. Research findin gs indicate that there is pos iti ve relationship between 

workers' reports of the ex tent to which their job permits them to use their abiliti es and their j ob 

satisfaction has been obtained (V room, op. cit) . 

In general , most research conducted on the issue indicated that there is positive relationship 

between occupational prestige and j ob sati sfaction. High level of j ob sati sfaction was reported 

among employees with high occupational prestige. 
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2.5.2.3. Na tu re of S u pervis ion a n d Instructors' J ob Sa t isfaction 

Job sat isfaction is cons idcrably improved when supervisors are perce ived to be fair, helpfu l, 

competent, and effective. If the supervi so rs have good abi lity of problem solving. coaching, 

training, and listening fo r o thers, that has important contri bution on the worker performance. 

Nevel1heless, if the supervisors are insens itive, incompeten t. and care less, it will have negat ive 

effect on employee job sat is facti on. In thi s regard, Robbins (1995) writ es that stu dies generall y 

find that employee sati s faction is increased when the immediate superviso r understa nds and 

friend ly offe rs pra ise for good performance, li stens to employees' opinions. and shows a 

personal interest in them. Coch & French (1948) cited in Feldman and Arn o ld (1985:209), add 

that in two well-known fiel d experiments in factory settings , fo r instance. groups that 

participated in dec is ions about changes in the workflow displayed a much higher leve l of job 

sati sfacti on. 

Thus, the more considerate, supporti ve, or employee oriented the superviso r, the greater hi s/her 

subordinates will strive to do thei r job we ll. Employee oriented supervisors tend to get better 

productivity, moti va ti on and work sati s faction . 

..... a summary of relevant research suggests that supervisors who have rhe 

most favora ble and cooperative altitudes in their l!'ork groups are likely fa be 

supporrive, Fiendly and helpful rather than hostile. They are kind, but j irm, 

and never threaten. They are genuinely interested in the well-being of 

subordinates and stri ve to be sensitive to their subordinates. They are j ust, i/ 

not generous. They tf)' to the best interest of both their employees and rheir 

company in mind. They show confidence rather than sllspicion and disrrust of 

their subordinates (Bass, 1964.2 j 3). 

Therefore, assigning supervisors who have good skill s in handling the instructors we ll at the 

work place is vital for the institutions to boost employee job satisfaction. 

2 .5.2.4. Interpersonal Relations among Instructors 

The nature of the relationship among employees within the work group is very essential for 

employees especially the degree to which the worker is accepted as part of the department and 

the friendliness and support of hi s or her fellow employees within the department. But, if there 

is interpersonal conflict, lack o f teamwork, unfriendliness among employees and ri valries 

among managers and supervisors are there, this can have a major negative effect on employee 
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work performance and consequentl y on employee job sati s fac tion. Social influence from co­

wo rkers can be an important determinan t of a worker's job sati s faction because co-workers are 

us ually arou nd , often have similar types of jobs and often have certain thi ngs in common with a 

wo rker (Greenberg, 1. et al 1996: 159). 

Luthans ( 1998:370) postulates that wo rk groups characteri zed by co-operation and 

understanding amongst thei r members tend to infl uence the level of job satisfaction or 

d issati s fac tion. When cohesion is eviden t within a work group it usually leads to effectiveness 

w ithin a group and the job becoming more enj oyable. However, if the opposite situation exists 

and co lleagues are di fficult to work with , thi s may have a negative impact on job sati sfaction. 

Feldman & Arnold (1985 : 193) found that the qualit y o f close friendships was associated with 

both career success and job sati sfaction of employees. 

Luthans (op.cit), however, contends that sati sfac to ry co-worker relations are not essential to job 

sati s faction, but that in the presence of extremely strained re lat ionships, job satisfaction is more 

than likely to suffer. Neverthel ess, the growing body of literature on the subject seems to 

indicate that co-worker relations are taking on an ever-inc reas ing role, not just in the realms of 

product ivity, but also in determining the experience o f work and its meaning. 

Acco rding to Feldman and Arnold (1985: 1 96), the work group does serve as a source of 

sati sfaction to individual employees. It does so primarily by providing group members with 

opportunities for interaction with each other. They further exp lained that the work group is an 

e ven stronger source of job satisfaction when members have similar attitudes and values. Co­

workers with similar attitudes and values can also provide some confirmation of a person's self­

concept: 'we're ok and you're ok'; 'there are lots of other people who feel the way you do ' . 

Walker and Guest (1952 :65), also write that in a study of the automobile industry, it was found 

that isolated worker disliked their jobs and gave social isolation as the principal reason. 

2.5.2.5. Promotions, Career Development and Instructors' Job Satisfaction 

There is substantial evidence that promotiona l opportuniti es do affect job satisfaction. 

Probably, the most wel l-known research was a study of Canadian oil refinery which fo und that 

people who felt that they deserved to have been promoted were abse nt more frequently than 

those who were not dissatisfied with their promotiona: opportunities (Patchen, 1960).The 

desires to be promoted among employees are very strong, especially among university teachers. 

Locke (1976:77), suggests that the roots of this desire for promotion include the desire for 
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higher earn ings, the desire fo r social status, the des ire for psychologica l gro wth (made possible 

by greate r rcspons ibility) , and the des ire for justice (if one fee ls he or she has earned the 

promoti on). 

When instructors given further educational opportun ity, encouragement, and guidance based on 

relevant teaching methods, they may feel both satis fi ed and success fu l. Moreover , 

deve lopment of teachers can be obtained by providing them with adequate education ( or in­

se rvice training) and by creating favorable conditions to promote appropriate posting and 

fo ll o\\-up support for actual utilization of teachers effective ly (Ande rson, 1995 :571). 

II' instructors are indifferent to receiving a promotion or if they think the promotion they get do 

not match with level of performance, they will be di sappointed in their jobs. However, if they 

desire a promotion and believe that their chances of recei ving it di rectly related to their level of 

performance they would contribute a lot for the deve lopment of the ir career. In the working 

world, promotions are indicators of a person's wo rth or success . Those who feel that 

promotions are stuck in their jobs will tend to be more di ssatisfied with their work. Especially, 

the issue of promotion has stronger value in higher educat ion institution among academic staff. 

2.5.2.6. Ex pectations and Instructors' Job Satisfaction 

Locke (1976:74) explains that the needs and expectations of uneducatecl workers differ from 

that of the educated people. These differences in expectation of the workers make significant 

variations of what satisfies employees. According to him, the same job can be satisfying to one 

person and di ssatisfying to the other one. This difference is to be accounted only to educational 

status and lack of awareness . Creating job satisfaction is, therefore, about making the right fit 

between jobs and employees' educational status and preferences that arise from this difference 

in educat ional level. 

Feldman and Arno ld ( 1985:200) said that three factors in fluence the formation of job 

expectations most heavily: 

First, the individual makes adjustment about what assets he/she brings to 

the institution. Generally, Employee with more prior work experience, 

more seniarity, and more successjitl work histories will have higher 

expectations about the job than younger, less experienced, less successjitl 

employees. Second, the Employee will make adjustment about what sorts 

0/ demands the job makes on the employees ability. Do 1 have a lot 
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reoponsibilily? Do ! make important decisions? Third, the Employee looks 

around at other employees and their circumstances to see if the benefits of 

his or her job arefair and reasonable. 

From the above argumen t, one can understand that satisfaction is a very personal expe ri ence 

that depends heavily on an individual's ex pectations. Ex pectation can have powerful innuence 

on a person's level of sati sfact ion. 

2.5.2.7 Working Co nditions and Instructors' Job Satisfactio n 

Working conditions are other very illlpo l"lant determinants of instructors' job sat isfacti on. In 

thi s regard , Coolahan (2003 :65), states that instructors' output increases if they ha ve 

comfortable surroundings, suffi c ient wo rking space, effic ient equipments etc. He added tha t 

they might not stay in the ir profession or do their best if they do not have physical surround ings 

that will help them in their work. To thi s e ffect at present, the growing number of students in a 

class also seems to worsen the condition and increase the physical and mental strain of 

instructors. However, Vorster ( 1992:62), maintains that working conditions are onl y likely to 

have a significant impact on job satisfaction when, for example, the working conditions are 

either extremely good or extremely poor. Moreover, employee complaints regarding worki ng 

conditions frequently related to mani fes tations of underlying problems. 

Teacher's workload. changes in the education system and a lack of discipline 

amongst some of the learners may be some of the reasons why teachers want to 

exit the profession The working environment of teachers also determines the 

allitude and behaviour of teachers towards their work (Bishay, 1996.326). 

Bishay further indicates that research has shown that improvement in teacher motivation has a 

positive effect on both teachers and learners. Moreover, within the teaching profession, for 

example, there are different work ing conditions based on the allocation of resources to 

institutions. In disadvantaged institut ions working conditions are often not conducive to 

teaching and learning. 

2 .5.2.8. Administration in Higher E ducation a nd Job Satisfaction ofInstructors 

A good and interactive Administrative system is the backbone for the success of any institution, 

this is true particularly since higher education insti tutions are labor intensive . Contrary to th is, 

however, leaders in the uni versities (Department Heads, Deans, and Higher official s of the 
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inst itutions) usuall y assume positions without having prior administrative training or faculty 

experi ence in Higher Education Inst itutions. Neverthe less, this does not mean that 

admini stration in higher education institution requires no leadership ex perts. That is, in order to 

introduce institutional change, effective and committed leadership in higher education 

institution is necessary. Dresse l states that successful ad ministrator of a co ll ege must be 

effecti ve in enlisting the understand ing and support diverse group of people in the miss ion of 

the institution (Dressel , 198 1: 1 02). 

Moreover, Higher Education Administrators have to be fair and transparent while they 

discharge their duties . Besides, they have to in vite instructors in all leve l of deci sion-making. In 

thi s regard , Davis (1981: 153), states that participat ion gives an opportunity to release 

participants own resources of initiat ive and creativity toward the objectives of the organization. 

He adds that participat ion is more than getting consent for something that has already been 

decided. It uses the creativity of all employees. Griffith (1979:242), has underlined the 

impoltance of teachers ' participation in decis ion-making as decisive factor that can enhance 

changes that under go in their institutions. He adds that participation has also significant 

influence on productivity and helps reduce resis tance to change. 

Lyons and Collins (1980: 125) have argued teacher's morale and confidence as we ll as 

competence, must be built up from within the profession. Those who are untrained or 

inexperi enced must be helped and guided towards making a worthwhile contribution. Those 

who are competent must be encouraged to re lease the ir full potential to bring about desired 

changes. 

Generally, the higher education administrators should know its staff and find out what they 

want. This is a very important part of teacher job satisfaction. Who are my staffs? How long 

have they worked for the institution? What ambition do tiley have? What do they expect from 

the leaders? How do they view their job and their position within the institution? The answer to 

these questions will assist one in analyzi ng the different needs of their staff (Cartwright.R el 01, 

1993:2 10).Thus, the presence of positi ve relationship between the school administrator and the 

teachers, absence of conflict laden relationships, having inputs into decisions, less emphasis on 

formal authority, information sharing and support for teachers improve retention (Kersaint el 

01, 2005:77). 
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2.6. Consequences of Job Satisfaction and Dissatisfaction on Instructors 

Extremes in satisfaction and morale are of major signifi cance to indi vidual instructor and the 

institution. Accord ing to Dubrin (1992:42), the fo llowing are the co nsequences of job 

sati sfact ion and dissa ti sfac tion: productivity, cooperative behavior and good citizenship, 

absenteeism and turnover, job stress and burn out, safety, and life sati sfac tion etc that are 

discussed bellow. 

2.6.1. Pr'oductivity 

A long-stand ing debate has been there among scholars whether high job sati sfac tion and morale 

improve producti vity. The most accurate answer is that in the lo ng run. there are many 

instances in which job satisfacti on does increase productivity. However, thi s is not always the 

case. For instance, "di ssatisfied hard chargers" are productive because they hope that hard wo rk 

will lead them to a beller job. Another exception is that a sati sfied employee might have faulty 

equipment that lowers his or her productivity. The general explanation seems to indicate that 

productivity and job satisfact ion are two independent variables and determined by independent 

sets of influenc ing variables. A worker may be highly dissatisfied \\ith the work environment 

and may produce more to prove his/her abilities to management. Thus, job satisfaction is a 

complex attitude that is determined by a large number and often-conflicting variab les. Hence, 

to expect any relationship between satisfaction and productivity Inay be difficult (Saiyadain , 

1999:32). However, Dubr in (1992 :43) writes that high job sati sfaction is particularly important 

for the productivity of employee whose work involves extensive con tact with people. One 

study showed that employee with high job sati sfaction were more likely to: 

• Listen to others 
• Show awareness and concern for the fee lings of others 
• Be tactful 
• Have good emotional control 
• Accept criticism 

Thus, these behaviors are more likely to improve the productivity of academic staffs whose 

jobs involved extensive contact with other staffs and students in the institution. 

2.6.2. Cooperative Behaviors and Good Citizenship 

Durbin (1992:44) explains that although high sati sfaction may not always lead to high 

productivity, it often leads to good results in other aspects of job performance. These helpful 

aspects of performance center around cooperative behavior and good ci tizenship . Specificall y, 

employees with high job sati sfaction are likely to: 
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• Help co-workers with a j ob- related problem 

• Accept orders withou t a fuss 

• Tolerate temporary impositions without a complaint 

• Help to keep the work area clean and uncluttered 

• Make timely and constructi ve statements about the department or its adm ini strators to 

outsiders 

• Promote a work climate that is to lerable and mi ni mizes the distracti ons caused by conflic t 

between staffs 

• Protect and conse rve the Institution resources, such as parts, supplies and money etc. 

2.6.3. Absenteeism and Turnover 

Instructors who dis like their jobs remain absent more frequently and are more likely to quit. 

This is one of the best-documented facts about the negati ve consequences of low job 

satisfaction. Evidence also exists that if the cause of discontent modified, job satisfacti on wil l 

increase, and turnover will decrease. To supplement this argument Saiyadain (1998: 129), sa id 

' most researches on absenteeism and job sat isfaction show the higher the rate of absenteeism, 

the lower is the j ob sat isfaction ' . Cherrington (1 989:3 16) adds that several studies have shown 

that j ob satisfaction is correlated with attendance at wo rk, which means that managers shou ld 

try to maintain a positive work environment. Individuals who are hi ghly sati sfied with their 

j obs are seldom absent fro m work and faithfu lly see that their job is performed in spite of 

personal illnesses, fa mi ly emergencies, or bad weather. He further explained that pressures to 

attend might appear in the form of incentives for attendance or punishments for failure to 

attend. 

Dailey (1988:47) wrote that apparentl y, absenteeism and turnover are not alternative ways of 

expressing dissati sfaction they are both caused by many of the same fac tors. As work ing 

conditions become undes irable , instructors may first start to miss a few days and then leave 

permanently . Dailey added that the two variables most significantly related to turnove r are job 

dissati sfaction and economic conditions. The highest turnover levels are found in institutions 

where instructors report the greatest di ssati sfacti on. Consequently, most explanations of 

turnover maintain that instructors leave their jobs when alternative jobs that have better sa ti sfy 

their needs become available. Therefore, turnover leve ls are generally high in institutions with 

poor working conditions, undesirable jobs, wage inequiti es, and limited opportunities for 

advancement. 
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Thus , to reduce turnove r, Un iversities should improve the quality of the work environment, has 

to set a sys tem where instructors can receive fair compensation and prov ide opportunities for 

advancement i.e. , career deve lopment. 

2.6.4 . J o b S tress and Burnout 

Chronic job di ssati sfacti on is a powerful source of stress and burnout. The instructors may not 

see a sa tis fac tory short-term so lution to escaping thi s type of stress. An instructor who fee ls 

trapped in dissat isfyi ng job may withdraw by such means as high absentee ism or tard iness; or 

the employee may qu it. Instructors under prolonged job stress stemming from job 

dissatisfaction often consume too much alcohol , tobacco, prcscript ion, drugs and illegal drugs. 

These are costl y to the institution in terms of time lost from the job and payments for medical 

ex penses inc luding increased medical insurance premiums (D urbin, 1992:51-52). 

Especially in universities, the instructors' stress and conflict arise because of wo rk overload on 

the m beyond their experience and interest and without providing muc h time to complete the job 

effective ly. In this regard , Dailey (op.cit) said that work over load comes in two forms. 

Quantitat ive over load is defi ned as having too much /man y th ings to do and not enough time in 

which to do them . Qualitative overload represents a poor match between employee work 

experi ence and job demands. When these condi tions are chronic, they can lead to maladaptive 

responses such as alcoholi sm, drug abuse, personal problems at home, pers istent anx iety and 

tens ion, and higher accident rates. 

Scholars recommend vario us means to reduce employee tens ion a nd stress which can seriously 

hamper their performance such as: participation at the work i.e. , employee participat ion in work 

unit dec ision making can satisfy the needs for responsibili ty, autono my, and control. To cope­

up with these conditions the uni versities require to des ign , and redes ign and structure their 

job/ac tiv ities from time to time. The other recommended so lut ion for stress is creating a 

favorable phys ica l working environment. Therefore, uni vers it ies have to lay the necessary 

infrastructure for the instructors . 

2.6.5. Safety 

Poor safety practi ces are another negative consequence o f low sat is facti on and morale. Some of 

the items mentioned above can be attributed to job accidents. When people are discouraged 

about their jobs, they are more likely to have accidents. An understanding reason behind such 
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accidents is that di scouragement may take attention away from the task and inattent ion leads 

directly to acc iden ts. Many injuries from power too ls can be attributed to the operator not 

paying careful attention to hi s or her work (Durbin , 1992:56). 

2.6.6. Life Satisfaction 

Job sat isfaction has a spi llover effect on sati sfaction with life in genera l. A four-year of 

research of I, I 00 wo rkers invest igated the link between job and life sa ti sfaction. It was found 

that increases in satislaction with supervision, pay and promotion are likely to increase life 

satisfaction. Converse ly, dec reases in these facto rs used to decreases lile satisfaction (Dubrin, 

1992:57). 

In 1989 Cherr ington stated that workers do not compartmentalize their lives into life at work 

and li fe away from work. What happens at home influences life at work and vice versa. Life 

satisfacti on is a term that refers to the degree of satisfaction peop le achieve in both the work 

and non-work aspec ts of their lives (Cherrington, 1989:318). Thus, administrators of the 

universities have to be concerned abo ut ways to improve the life satisfaction of the instructors 

in the universities. 

2.7 Job Satisfaction as a P redictor of Organizational Commitment 

Although there is certain ly a chicken-and-egg debate over issues regard ing the relationship 

between job sati sfac tion and organizational commitment, several researchers have made the 

case that job sat isfaction is a predictor of organizational commitment (Porter, 1974:604). Many 

studies used different facets of satisfaction to predict employee attributes such as perfornlance, 

organizational commitment, and service quality (Dienhart & Gregoire , 1993 :33). They also 

added that studies conducted on managers shows that leadership behavior was affec ted by 

commitment, which affected by job satisfaction and job performance. As an attitude, difference 

between commitment and job satisfaction seen in several ways (Mowday, R. el al., 1979:225) , 

Commitment is a more global response to an organization, and job satisfact ion is more of a 

response to a specific job or various facets of the job. Wagner (1995:73) writes that job 

satisfaction is an attitude toward work-related conditions, facets, or aspects of the job. 

Therefore, commitment suggests more of an attachment to the employing organi zation as 

opposed to specific tasks, environmental fac tors, and the location where the duties performed. 

When discussed on these telms, commitment should be more consistent than job satisfaction 

over time. 
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Al though day-to-day events in the work place may affect an employee's leve l of job 

sati sfaction, such transitory events should not cause an employee to reeva luate seriously hi s or 

her attachment to the overall organization (Mowday, R. , el al. op.cit). 

In general, if people are favorable with the ir orga ni zations, their commitment will lI1crease. 

This can work especiall y in higher education inst itutions where most of its Instructors sent to 

other institutions after certain years se rvi ce for higher education to upgrade their knowledge 

e ither local or abroad. If they are sa ti sfied well with thei r institutions after completing their 

education, they will be back to their institutions. 

2.8 Summary of the Chapter 

This chapter has provided relevant theore ti cal framework on employee job satisfaction with the 

intent that good practices of the above me ntioned act ivities can help any organization including 

educational institutions to improve job sa ti sfaction. consequently performances, and 

commitment and highlighted the absence of uni versal defi nitions. It also discussed some 

theories related to job sati sfaction. Moreover, it so ught to pro vide an overview of the li terature 

pertaining to job satisfaction determinants. 

From the literature review, it is evident that j ob satisfac tion is important to individuals, 

organi zations, and society. High job satisfaction levels viewed as health indicators. Job 

satisfaction , viewed as one of the outcomes of personal and organ izational operati ons, can be a 

reflection of effectiveness and efficiency. Organizat ions influence individuals' life satisfaction 

via job sati sfaction that in turn contributes to the well be ing of society. 

Concerning its measurement practices scholars on the discipline has tried to develop different 

instruments. Job satisfaction is related to attitude that is imposs ible to directly observe from the 

act ion of the human beings. Thus, instruments like questionnaire, interview, and observation 

method are the most commonly practi ced for measuring job sati sfaction. 

Instructors' job satisfaction affected by different factors. However, there is no precise and clear 

consensus among the authors on the dimensions. Dimensions like work itself, pay, benefits, 

admin istration, nature of supervision, working conditions, promotion and career development, 

etc are the most significant ones. 
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Figure 2.1 : summarizes the theoretical framework of the study in schematic Diagram 
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CHAPTER THREE 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

3.1. Introduction 
This Chapter deals with presentation, analysis and interpretation of the data collected from 

sample instructors at Dire- Dawa and JigJiga universi ties to find appropriate answers to the 

basic questions raised at the beginn ing of the research. To this effect. the necessa ry dat a lor the 

study were collected by using instruments li ke questionnaire, unstructured intervi ew. informal 

discuss ion and observation. 

Since both universiti es under discussion are newly establi shed, it is hard to get secondary data, 

or even published material s related to these institutions. Thus, the researcher forced to make 

anal yses mainly on information gathered through questionnaire and personal observat ion. 

In this regard, one set of questionnaire was prepared which contained seven sections. Before the 

actual questionnaire was d istributed to the selected sample population, ten (10) copies of the 

questionnaire i.e. fi ve (5 for each institution) were distributed as a pilot test. Based on the 

suggestions and comments thereby, the final questi orUlaire was redesigned , and distributed to 

the sample instructors in both uni vers ities . 

Table 3. I: Number and Percentages of the Questionnaire Distributed and Collected in DO an d JJ 

Universities 

Distributed Collected 
No. Institutions 

(No) No % 

1 Dire-Dawa University (DDU) 80 71 88.75 

2 JigJiga University (JJU) 80 59 73.75 

Total 160 130 81.25 

As it is presented in Table 3. 1, a total of 160 copies of the questionnaire were di stributed in 

both universities (i.e. , 80 each institution). Out of 80 questionnaires di stributed to each 

institution, 71 questionnaires were filled and returned from Dire-Dawa and 59 copies of the 

questionnaire were fill ed and returned from JigJiga universities. The response rate was less in 

JigJiga (73.75 per cent) when compared to Dire-Dawa (88.75 percent). 
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3.2. Demographic Characteristics of Sample Respondents 

Table 3.2: Desc ripti on o r Respo nd ents by Sex, Age an" Marital Status 
Institutions 

Ilems Characteristics DDU JJU TOlal 

No % No % No % 

1. Sex Mille 60 84.5 53 89.8 113 86.9 

Female 11 IS.5 6 10.2 17 13 . 1 

Total 71 100 59 100 130 100 
2.Age 2 1·25 39 54.9 28 47 .5 67 51.5 

26·30 19 26.8 21 35.6 40 30.8 
31-35 10 14 . 1 7 11.9 17 13 . 1 
36·40 3 4.2 0 0 3 2 .3 
41-45 0 0 3 5.1 3 2.3 
Total 71 100 59 100 130 100 

3.Marital status Married 13 18.3 16 27.1 29 22.3 
S ingle 58 81.7 41 69.5 99 76.2 
Divorced 0 0 2 3.4 2 1.5 
Total 71 100 59 100 130 100 

Item I of Tab le 3.2, illustrates the sex characteri stics of the respondents. Out o f the tota l 

(n= 130) respondents. 113 (86.9 per cent}"and 17 (13. 1 per cent) are males and females, 

respectively. Thi s implies that the majorit~ of the sample populations are males . The facts 

obtained from academ ic staff profi le of both universities also show that there are a few 

numbers of females as compared to males in both universities . However, the data in the Table 

dcpicts, the percentages of female respondents is higher in Dire-Dawa, 15 .5 per cent (I I) than 

JigJiga Universit ies, which is 10.2 per cent (6). 

It is possible to infer from the above report that participation rate of female instructo rs is very 

low in both institutions. To put it concisely, males constitute an over whe lming majority than 

females in both of the t\\'o universities which is refl ection of many organi za tions in our country. 

However, the higher institutions are the role models for the soc ieties in tackling soc io­

economic problems that females face; hence, universities have to design ways to increase the 

number of fema le instructors in these institutions. 

As far as age is concerned, item 2 of the same Table shows that majority of the respondents 

(n=67 or 51.5 per cent) fal l in the age category of 21 -25 years. This is fol lowed by (n= 40 or 

30.8 per cent) of the respondents in the age category of 26-30 years. The age category of 3 1-35 

years old constitutes (n= 17 or 13.1 per cent) of the sample . The minority of the respondents 

(n=3 or 2.3 per cent) each fall in the age category of 36-40 and 4 1-45 years old, respecti vely. 

The data depicts that almost all of the respondents, (n= 124 or 95.4 per cent) of both institutions 
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are below 35 years age. Thus, the study reflects the ideas/responses of the youngsters and 

midd le age respondents. Moreover, the data may imply that a good potential work group 

(youn g instructors) who can render serv ices if prope rl y moti vated fill s both institu tions. On the 

other hand , accord ing to Nionmi ya. et al ( 1990:37) findin gs, yo ung groups of teachers may be 

less likely to be sati sfi ed with the job. part ly because they feel some diffi cu lt y in adapting to 

thei r work. Therefore. the necessary o ri entation and on-the job-trai ni ng have to be g ive n In 

order to enhance their pe rformance and motivate them . 

hem 3 of Tab le 3.2, ill ustrates the marital status of the (n= 130) respondents \I'ho participated in 

the survey from bo th univers ities. Overall, data shows that the majorities of the respondents. 

76.2 per cent (99) are s ingle foll owed by 22.3 per cent (29) and 1.5 per cent (2) marri ed and 

di vorced from both instit ut ions, respeeti ve ly. However, the data indi cates that more married 

academic staffs of sample respondents are fo und (27 per cent) in JJ than ( 18.3 per cent) in DD 

uni versity. It may be inferred ti'om the data that those single instructors may no t probably stay 

in the institution whil e most of the marri ed instructors are likely to continue since marriage 

may lead to stability to some extent. 

Table 3.3: Description of Qualification and Academic Rank of Instructors 

Institutions 

Items Characteristics DDU JJU Total 

No % No % No % 

1. Academic qualification Bachelor's 5S 77.5 42 7 1.2 97 74.6 
Master's t4 19.7 14 23.7 28 21.6 
PhD 2 2 .8 3 5. 1 5 3.8 
Total 71 100 59 100 130 100 

2. Academic rank in the GAl 22 31 19 32.2 4 1 31.5 

ins titution GAlt 24 33 .8 16 27. 1 40 30.9 
Assistant Lee. 9 12.7 7 11.9 16 12.3 
Lecturer 14 19.7 14 23.7 28 2 1. 5 
Assistant Prof. 1 1.4 I 1. 7 2 I.S 
Associate Pro f. 1 1.4 2 3.4 3 2.3 
Total 71 100 59 100 130 100 

Item I of Table 3.3, di splays the educational leve l (qualifi cations) of the sample populati on. As 

indicated 'in Table majori fy of the respondents, 74.6 per cent (97) has an educati ona l leve l of 

Bachelors, whilst 2 1.6 per cent (28) possesses an educat ional leve l of Masters, and 3.8 per cent 

(5) of the respondents are PhD holders. Thus, the data depicts that Bachelor deg ree holders 

predominantly dominate both institutions. It may be dec!uced from thi s that low num ber of 

Masters and PhD staff presence may affect the quality of education in both institutions. It also 

shows inability of these inst itut ions to attract qualifi ed teaching staffs toward the institutions. 
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To thi s fac t. Teshome (2007: 1 05) writes that the health of an institution depends largely on its 

s ta ff Thc c ri tica l s itua ti on in the expans ion of hi gher educati on in Ethiopia that has a great 

bea rin g on q uality is the adeq uacy and capacity of academic sta ff The issue here is not onl y the 

shortage but a lso the poor cal iber and ability of those employed by the inst itutions. These may 

ar ise out of the juniori ty of the staff. Many institutions are staffcd large ly with junior academic 

staff with litt le experi ence and preparation. Recen t graduates of seve ral programs are assigned 

to teach classes immediately upon graduation. 

Item 2 0 1' the same Table di splays the academic ran k 0 1' the sample instructo rs in both 

uni versiti es. Overa ll data shows that 3 1.5 per cent (41 ) are GA l. whil st 30 .9 percent (40) GAIl , 

12.3 per cent (16) Assistant Lecturers and 2 1. 5 per cent (2 8) are Lecturers. In addition, 

minorities of the respondents, 1. 5 per cent (2) and 2.3 per cent (3) hold Ass istant Professors and 

Assoc iat e Pro Cessor ranks in these institutions, respecti vely. 

Ta bte J..l: Desc ription of the Respondents by years of Service 

Institutions 

Items Characteristics DDU J JU Total 

No % No % No % 

Total years of service in < 1 year 32 45.1 29 49.2 61 46.9 

higher educational 1-2 years 29 40.8 24 4 0 .7 53 40.8 
3-5 years 5 7.0 5 8. 5 10 7.7 

in s titu tion(s} 6-10 years 2 2.8 1 1.7 3 2.3 
> 11 years 3 4.2 0 0 3 2.3 
Total 71 100 59 10 0 130 100 

Tab le 3.4, shows tota l years of service in higher educational institution(s). Accordingly, the 

data indicates that 87.7 per cent (114) of the respondents f.om both uni versities fall below two 

years experience. Whi le 7.7 per cent ( 10) and 2.3 per cent (3) have reported, 3-5 and 6-10 years 

teaching experience in higher educational institution, respective ly. Moreover, a few number of 

the sample respondents 2.3 per cent (3) have above 10 years expe rience in higher educational 

instit ution (s). This may show that instructors in both universit ies have little teaching experi ence 

in higher education that may in turn have an impact on carry ing out their professional duties 

and respons ibilities expected from them satisfactorily. Moreover, lack of enough experienced 

academic staff further compl icates the situation for these staffs. The presences of experienced 

instructors in these institutions are essential because it helps the young groups to share their 

knowledge and di scharge the ir responsibilities effective ly. Thus, in thi s regard to develop a 

good attitude among youngsters toward good performances attention has to be given to attract 

experienced instructors to their institutions. 
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3.3 . Instructors' opinion/v iews about th e Na ture of their Job in th eir Institutions 

The n:ll ure of the wo rk is one of the fac tors that affect instructo rs' sa ti sfact ion leve l as it IS 

rcvi e\\ 'ed in th e lite rature. As stated by (Ayalew, 1991: 11 7: and Duret and l' logan, 1998: 18), th e 

management has to dist ribute fair teaching loads among instructors and rearrange ass ignments 

in order to prevent over loading and enhance moral e of instructors so th at instructors can be 

well prepared and render professiona l assistance to th cir s tudents. Converse ly, excess ive 

o l'e rl oad , wh ich can bring physica l and mental stra ins. may negative ly hamper performance 

and personal hea lth of the instructo rs. In this regard , the resea rche r tried to assess the 

res pondent s ' views by aski ng some of the co re factors that renect the nature of wo rk in Dire­

Da\\ a and .IigJi ga un iversiti es which look alike. 

Figure 3. 1: Average Size of s tudents in one Class (sec ti oll ) Halldl ed by Instru cto rs. 
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As show n in the Figure 3.1 , the average size of students per a class thought by majority of 

sample instructors (50 per cent) from both institutions lie in the ranges of 5 1-1 00 students . Thi s 

is followed by 26-50 ran ge, 30 per cent. Minority of the responclents, (8.5 per cent) saicl they 

have 25 or less s tud ents in one class (secti on). Thus, the above li sted data reveals average 

percent of the sample instructors handled a c lass size of 5 1-100, which may lower their 

sati sfac tion because giving assignments and co rrec ting their exams may overload th e 

instructors. The burden may increase when more sections and di fferent types o f courses tau ght 

in a semester. The researcher fU11her asked th e instru ctors whether the y are sati s fi ed with the 

number of students (c lass size) handled per semester. 

As it is revea led in Table 3.5 on item I , 50 per cent of responden ts from bo th institutions 

reported their sati sfaction towards the number of students they teach per semeste r. On the other 

hand , 33.8 per cen t respondents stated di ssati sfact ion with number of st udents per semester 
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handled. Morcovcr, 16.2 per cent from both institutions preferred to bc ncutral in their 

responses. Sim il arl y, chi -sq uare test of instructors toward the item in both instit utions shows 

stati sti ca ll y no significance opini on difference toward the item among instructors (p>0.05 level 

at X' of 2.033). Thus. we can infer from thi s data that el'en though majority 01' thc respondents 

said they handle 50-100 students in one section, the instructors have no objcClion lOwa rd it. Thc 

num ber of sections handled and variety of courses taught per semester appea r to be reasonable 

in these uni vers iti es. 

Table 3.5: Sat isfactioll or In s tructo rs with Number of St udents, Courses, :lIld I.e vel of COllrses 

Handled. 

DDU JJU TOlnl 
Items Ch8 racteristics 

No % X No % X No 0;' , 

L How satisfied aloe V , satisfied 10 14.1 5 8.5 15 I 1.5 

you \\ith number Smisficd 25 35.2 25 42.4 50 38. 5 
N~ral 12 16.9 9 15.3 "' 16.2 

of students you Dissatisfied 18 25.4 2 .76 n 28.8 2.80 .15 26 .9 
teach ? r--

- V. d i~sal isficd 6 8.5 3 5.1 " 6.9 
Average •. Y· =2.78 Total 71 100% 59 100% 130 100% 

2. How satisfied are Vcry satisfied 30 42.3 19 32.2 -19 37.7 

you with the Satisfied 33 46.5 28 47.5 61 46.9 

number of courses Neutral 3 4.2 4.39 3 5.1 4.21 6 4.6 
Dissatisfied . " I you teach? 4 5.6 5 8.5 9 6.9 

- V . dissatisfied I 1.4 4 6.8 5 I 3.8 
Average X =4.29 

Tota l 71 100% 59 100% 130 100% 

3. He·.\' satisfied are Very::;atisfied 33 46.5 30 50.8 63 -~8 .5 

you with level of the Satisfied 27 38.05 24 40.7 51 39.2 
Neutral 5 7 4 6.8 9 0.9 

, 
X-

2.033 

I 

3.714 

I 

I 

p 

\"aJue 

.730 

.446 

courses you teach? Dissatisfied 5 7 
4.23 3.86 

3.8 
4.360 I 359 

5 
- V. dissatisfied I 1.4 I 1.7 2 I.S 

Average X =4.06 Total 71 100% 59 100% 130 100% 

a = 0.05 

Besides, on item 2 samp le respondents asked their sati sfac tion level toward thc number of 

courses taught per semes ter. Accordingly, (84.6 per cent) responded that they arc satis fi ed with 

it. A significantly, a few sample instructors ( 10.7 per cent) expressed di ssatisfilction because 

they handle a variety of courses per semester. Howe\'er, comparati ve ly, opinions col lec ted 

shows instructors in DD U ( X =4.39) are more satisfied with number of courses handled than 

JJ U (X =4.21). This impli es that the number of courses they handle per semes ter is less than 

JJU instructors. Overall , the result revea ls that majority of sampl e in structors in both 

uni versities are not wi th heavy teaching loads of vari ety of courses per semester (P>0.05 level 

and Average X =4.29). It can be concluded from the data that currently teaching load may not 

lower satisfaction level and as a result may not increase the instructors' propensity to leave 

those institutions. In response to item 3 of the same Table, majority of sampl e respondents 

33 

I , 
I 



(87.7 per cent) have agreed tha t their sa ti s l"c tion with leve l of courses they taught pe r scmester. 

At the same time an assoc iation betwecn Ic \"C 1 of courses and institutions shows that there is no 

opi nion difference among the inst ructors in bo th insti tutions (p> 0.05 leve l). 

In general, the above da ta regarding thc nature of work in both insti tu ti ons sho\\· that currentl y 

si nce majol·ity of them handle rcasonable amount of \\·ork load, it seems they are not se riousl\· 

di ssatisfied with nature of work in bot h institutions. Thi s impli es that currelltly both institutions 
/ 

ha ve ample workforce if used for a rescarch wo rk that can so lve the problem of the rcgion . 

According to, interview conducted with both insti tuti ons' admini strators; currentl y the 

instructors' workload is reasonabl e and I"ir because the uni versiti es are operating under­

capac ity. However, they acknowledge in ad\·ance that workload problem may be serious whcn 

the institutions start to operate wi th full capacity at the end of 2009 . Because in 2009 both 

univers ities are planning to launch othcr additional ne\\· de part ments so that they can operatc in 

full capacity and play an ac ti ve role to achieve the miss ions of higher educa ti on expansion 

program. 

3.4 Satisfactions of Instructors with Workin g conditions in their Universities 
As noted by Coolahan (2003 : 66) , teac hers' wo rk ing conditions influence their job sati sfilction. 

career commitment, and turnover intentioll. Low qualit ies of working conditions impede the 

quali ty of teachers' performance, reduce teachers ' initiation to innovation , and mi ni mize 

teacher retention. FtII'them10re, Teshome (2007: I 07) describes that poor working environment 

as expressed through the poorl y estab lished or equi pped laboratori es, libraries, workshops and 

office spaces affect staff attracti on and retcnt ion. He adds that in the es tabli shed institutions 

there is a parochi al system prac ti ced by some senior faculty that goes to the ex tent of locking 

facilities , equipments and other material s fo r fe llow fac ulty ... creating artifi ci al push fac tors. 

Many faculty members are serving the un iversitics under such challenging situations in their 

beli ef to improving the systel11 and the environ l11 cnt ded ica ting them to creating a beller fut ure 

for the students. There is generall y a concern and di ssati sfac tion that they have received neither 

the recognition nor opportuniti es for personal development nor rewards which their 

contribution l11erits. 
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Table 3.6: In structors' Ove ra ll Opinion on T heir Instit utions' \Vorldn g Cond itions 
, p 

DDU JJU Total r value Items Characteristics 

No % No % No % 4.746 .3 14 
I How satisfied are you Very satisfied 1 1.4 . 1 0.8 

\\·ith the physICal Satisfied 9 12.7 4 6.8 13 10 
Neutral 4 5.6 1 17 5 3.8 

settings where you work Dissatisfied 18 25.4 22 37.3 40 30 .8 
such as office. labs etc? V~~ dissatisfied 39 54.9 32 5~~ .2 71 54.6 

Total 71 100% 59 100% 130 100% 
2. How sati sfied are you Very satisfied . . I 1 7 1 0.8 

\vith resources A.vailable Satisfied IO 14 . 1 7 119 17 13.1 
NeutraJ . 2 3.4 2 I S 

to support you work Dissatisfied 
22 3 1 20 33.9 42 32.3 4 .022 .403 

(library and 
Very dissatisfied 39 54.9 29 49.2 68 52 .3 

administr ative) services 

in your institutions? Total 71 100% 59 100% 130 100% 

a - 0.05 

Cons idering th is in Table 3.6, general questions that assess overa ll VIeW of the working 

conditions in these institutions asked. As we can observe from item number 1, 85.4 per cent of 

sample instructo rs gave a negative response on whether there is a suitable and well-furnished 

office , labs etc. in the ir institutions. For the same item in Table 3.6, 13.8 per cent of both 

institutions responded pos itive answer to the current physical se ttings in their institutions. 

Overall , in both uni ve rsities, one can infer that instructors are not happy with the current office, 

labs, ancl so on faci lities . For instance with regard to computer lab, the researcher observed that 

one small room lab is shared by 2448 total students admitted in ligJiga Uni vers ity. 

Similarly, in item number 2, sample instructors asked to give their opinion on the avail ability of 

other resources that can play a significant role fo r the effectiveness and efficiency of teaching­

learning operations goi ng on in both institutions. As indicated on the Table, majority of the 

respondents from both institutions, (84.6 per cent) reported the ir dissat isfaction with current 

avai lable li brary and admin istrative support services in their institutions. 

The researcher observed the fo llowing working situations in both insti tutions: 

>- One smal l computer lab serving the whole campus. 

>- Those students from Physical sciences (like chemistry, physics, etc) take the ir practical 

experiment learning by traveling to Haramaya University from both Institutions. 

>- More than 20 instructors and faculty deans, department heads togeth~yare sharing one 

room for office. . • 

>- There is lack of cafeteria services. 

>- Even instructors cannot have water to wash their hands after class. 
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:;. Many instructors together in one office share one computer. 

:;. Lack of tables in their offices . 

:;. Absence ofshelves to put the ir materi a ls etc. 

:;. A library with a few books on the she lf. 

Therefore, one can infer from the data that inadequacy of the above-mentioned infrastructures 

may result in two problems. First, it can se ri ously affect the teaching-learn ing process currentl y 

goi ng in the universities. Second , it causes unfavorable working situations for instructors. 

which may in turn trigger in the near fu ture instructors' turn over from the inst itut ions. S ince 

both institutions are established in hot climatic areas the shortages of water, ventilators ancl 

cafeteria services around their work place have intensi fi ed their dissatisfaction. 

As it is reviewed in chapte r two, inst ruc tors are concerned with their work situations. They 

req uire facilitated conditions such as well set offices with adequate furnitures and a classroom 

that help them perform their duties and responsibilities effectively in a plarll1ed and we ll 

organized manner. That is, they prefer to perform their duties with relatively m~ern facilities 

and with adequate equ ipment. Therefore, the ins titution has to make available the necessary 

fac ilities depending on the need to the instructors work ing areas. 

The chi-square test depicted on Table 3.6 show that no association exists between item I and 2 

and institutions (p > 0.05 level at critical value of 4 .746 and 4.022, respectively). Therefore, 

this implies that there is no significance op inion difference among the respondents in both 

institutions. 
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Table 3.7: In structors' Opinion Toward Office Furniturcs and C lassroom Facilities 

Character X' p 

Sties DDU JJU Total valu 

Iwms e 

No % X No % 
X 

No % 

I . The classrooms are Stro. agree 9 12.7 3 5.1 12 9.2 

adequate to Agree 19 26.8 8 13.6 27 20.8· 

accommodate my Neutral 7 9.9 7 1 1. 9 14 10.8 

in suuct ional activities D isagree 16 22.5 19 32.2 35 26.9 

Average )( = 2 .48 Stro. disagree 20 28.2 2.73 22 37.3 2.17 42 32.3 

Total 71 100% 59 100% 130 100% 6.784 . 14 
8 

2.Thcre is adequate Stro. agree 5 7 2 3.4 7 5.4 

furniture in my offi ce Agree 9 12.7 7 11.9 16 12.3 

Average)( = 1.90 
Neu tral 5 7 1 1. 7 6 4.6 

Disagree 17 23.9 14 23.7 31 23 .8 

Stro. disagree 35 49.3 2.01 35 59.3 1.76 70 53.8 

Total 71 100% 59 100% 130 100% 3.4 14 .49 
1 

3.There is adequate Stro. agree 2 2.8 2 1.5 

reference materials in Agree 5 7 5 8.5 10 7.7 

the Institution Neutral 6 8 .5 6 10.2 12 9.2 

AverageX = 1.78 
Disagree 20 28.2 20 33.9 40 30.8 

1.77 1.80 
Stro.disagree 38 53.5 28 47.5 66 50.8 

Total 71 100% 59 100% 2.428 .65 
130 100% 8 

4 . When I face Stro. agree 3 4.2 1 1.7 4 3. 1 

problems with Agree 7 9.9 5 8.5 12 9.2 

materials that I have Neutral 7 9 .9 7 5.4 
1.89 

in my office, Disagree 16 22.5 16 27.1 32 24.6 

maintenance service Stro.disagree 38 53.5 37 62.7 1.59 75 57.7 

can be easily obtained. Total 71 100% 59 1UO% 130 100% 7.30 1 .12 
1 -

Average X = 1.75 

a - 0.05 

By extending the above discussion sample instructors from both universities requested on item 

number I of Table 3.7 classroom adequacy for instructional activities. Accordingly, 59.2 per 

cent responded, "disagree". While, 30 per cent of the respondents confi rmed the current 

classrooms are adequate to accommodate their instructional ac tivities . From thi s data, it may be 

deducted that most of the instructors are dissati sfied with the instructional classroom conditions 

for that it may not enab le them to perform their duties effic iently and effectively. However, 

comparatively the data depicts that more disagreement toward the item found (69.5 per cent, 

X=2.17) in lJU than (50.7 percent, X =2.73) in DDU. 

For item 2 and 3 of the same Table 3.7, majority of the respondents (77.6 per cent) and (81.6 

per cent) of the respondents from both institutions said there is no adequate office furniture and 
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reference materials in the institutions, respectively. Thus, the data clearl y shows that instructors 

perform the ir day-to-day activities in both institutions under inadequate office furniture and 

re fe rence materials. Hence, this can have a significant im pact on effi c ie ncy and effectiveness 

and consequently can resu lt in negative job satisfact ion of instructors. Furthe rmore, item 

number 4 01' Table 3.7 displays responses provided by sample instructors towards the 

maintenance se rvice received from supporting staff when they face probl em with material s that 

they use to di scharge their duties. Majority of the respondents, (82.3 per cent) confirmed that it 

is very difficult to get easily a nd urgently the requ ired sen'ices; whil e 12 .3 per cent responded 

to the item positively. 

In general , it is natural to expect that most human beings prefer to li ve and work in favorable 

locations and hours, a suitable working conditions, safe and nice physical sett ings and modem 

tec hnology that can enhance the successfu l accomp li shment of their duties efficient ly and 

effectively. Thus, the presence of better working conditions might attract many professional 

and experienced peop le to the insti tutions . However, as displayed in thc above discussion both 

institutions lack so many necessary infrastructures that require urgent atte ntion for their 

fulfillment from the concerned stakeholders of the institutions. Thus, unless these problems are 

so lved urgentl y the experienced and qualified people may leave the univers ities and even fres h 

graduates ass igned by MoE may not be interested to join these institutions. 

Tab le 3.8: Instructors' Satisfaction Level with Their Institutions' Work Sc hedule and C limatic 

Co nd itions 
, 

Items Characteristics DDU JJU Total r 
No % No % No % 

1. Deadline in my un iversity Strongly agree 8 11.3 5 8.5 13 10 
is realistic 

Agree 18 25.4 18 30.5 36 27.7 

Neutra l 19 26.8 IS 25.4 34 26.2 
Disagree IS 21. 1 12 20.3 27 20.8 
Strongly disagree 

" 15.5 9 15.3 20 15.4 
0.594 

Total 71 100% 59 100% 130 100% 
2. The class schedule an: Strongly agree 13 18.3 9 15.3 22 16.9 
convenient for me 

Agree 20 28.2 10 16 .9 30 23 . 1 

Neutral 6 8.5 7 11.9 13 10 
Disagree 12 16.9 22 37 .3 34 26.2 
Strongly disagree 20 28.2 " 18.6 31 23 .8 8.658 

Total 71 100% 59 100% 130 100% 
3. The climate is convenient Strongly agree 5 7 2 3.4 7 5.4 
for me 

Agree 4 5.6 5 8.5 9 6.9 
Neutral 12 16 .9 6 10.2 18 13.8 
Disagree 19 26.8 12 20.3 31 23.8 4 .043 
Strongly disagree 3 1 43.7 34 57.6 65 50.0 

Total 71 100% 59 100% 130 100% 

p 
value 

0.964 

0 .070 

0.400 
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As can be observed from Table 3.8, item number I and 2 reveal, instructors' views on the 

convenience of set dead line and class schedule programs. Accordingly , (37.7 per cent, 40 per 

cent) rated "agree" to the item I and 2, respec ti vely. While, (36.2 per cent, 50 per cen t) of 

respondents from both univers ities expressed the ir disagreement with currently practiced 

deadl ine setting and class schedules practiced in their institutions. 

Item 3 of the same Table 3.8 , assesses the convenience of the climatic conditions for work and 

li fe for the sample instructo rs. Majority of the respondents, (73.8 per cent) reported that the 

climatic conditions in which thei r univers ity is located are not favorabl e to them. 

Comparatively Dire-Dawa is ho tter than Jig.liga, some times even temperature records up to 45 

degree centigrade. Usually, it is imposs ible to move from 11:00 A.M up to 2:00 P.M . The 

classroom requires ventilators. Between II :30 A.M to 2:00 P.M, no class is held . On the other 

hand, even though the temperature of JigJ iga is not as hotter like Dire-Dawa, yet there ex ist 

very windy and dusty climati c cond itions. 

Overall , data shows both institutions instructors are not comfortable with climatic conditions 

where their institutions located. Thus, the absence of desert and hardship allowances and 

necessary faciliti es like ventilato rs in the wurk area may further complicate the situations 
1 

(P>.05 level at X of 4.043). 

In general based on the facts obtained from the above consecutive Tables, it may be deduced 

that most of the instructors are di ssatisfi ed with the current unfavorable and inadequate 

working conditions in their institutions. 

3.4.1. Instructors' perceptions toward their Work load Relative to other 

Institutions. 

To make easy the analysis the researcher made (s ignificantly more and somewhat more) as 

"more", (somewhat less and significantly less) as " less". Bearing thi s in mind , the data 

co llected on concern questions makes in the following Table 3.9. 
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Taule 3.9: Instructors' Perceptions Toward The ir Work load Relative to Other Institutions. 

[tern s Characteristics OOU JJU Total 

1"0 'Yo No % NO % 

I Work load -tcaching Significantly m ore 6 8.5 7 1 1.9 13 ·10.1 

Somewhat more 12 16.9 15 25.4 27 20.8 

The same 22 3 1 21 35.6 43 33.1 -

Somewhat less 23 32.-1 10 16 .9 53 25.4 

Significantly less 4 5.6 2 3.4 5 4.6 

I don't know 4 5.6 4 6 .8 8 6.2 

Total 71 100% 59 100% 130 100% 

2 Wo rk load -advising studen ts Sign ificantly more 4 5.6 6 10.2 10 7.7 \ . 

Somewhat more 8 I 1.3 10 16.9 18 13.8 " 

The same 19 26 .8 II 18.6 30 23. 1 : 
Somewhat less 24 33.8 16 27. 1 40 30.8 

Sign ifica ntly less 12 16 .9 12 20 .3 24 18.5 

J don't know 4 5.6 4 6.8 8 6.2 

Total 71 100"/" 59 100% 130 1000/0 

J . work load - service (like Sign ificantly morc 9 12.7 6 10.2 15 11.5 

co m mitt ee , etc) Somewha t more II 15. 5 9 15.3 20 15. 4 

The same 14 19 .7 II 18.6 25 19.2 

Somewhat less 17 23 .9 13 22 30 23. 1 

Significantly less 13 18.3 12 20.3 25 19.2 

I don't know 7 9 .9 B 13.6 15 11.5 

Total 71 100% 59 100% 130 100% 

In response to items I , 2 and 3, an overa[[ total percentage shows that (30.9 per cent, 21.5 per 

cent , and 26 .9 per cent) responded "more" than other institutions, respectively. On the contrary, 

(30 per cent, 49.3 per cent and 42.3 per cent) of the respondents rated for the items "less" than 

other institutions, respectively. While, (33. I per cent, 23 .1 per cen t and 19.2 per cent) reflected 

the "same" with other institutions for the items, respec ti vely . Thus, it may be inferred from the 

data that the workload perception of the instructors compared to other institutions are fair. This 

might be because (as shown on Table 3.5) they handle reasonable number of students per class 

and number of courses per semester. 

3.5 Satisfaction of Instructors with adequacy of Orientation and Training Program 
in their Universities 

It is believed that suffi cient orientation should be provided to instructors in order to perform 

their duties easily and sati sfactorily. In addition to thi s, higher educational institutions have to 

provide adequate training to upgrade the instructors' skills prepare them for new technologies 

and enrich their potentials. Furthermore, Teshome (2007: 107) maintains the necessity of on­

the-job training in higher education institutions of instructors as fo [[ows: most of the staff do 
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not have pedagogical training, the methodology used, use of different teaching aids, 

examination and assessment , student support and other practices of the teachi ng and learning 

are se riously affec ted. 

Moreover, he added that in many institutions in Ethiopia prob lems are us uall y reported in the 

areas of stude nt hand ling, teaching technology that do not concern students, student support, 

focus on students' lea rning, experi ences, assessment and evaluat ion. Based on thi s assumption, 

an attempt has been made to assess the adequacy of orientat ion and training programs in Dire­

Dawa and JigJ iga universiti es. As it can be observed opinions o f sample res pondents on 

orientat ion and training programs are presented in Tabl e 3. 10. 

T abl e 3. 10; Adequacy of Orientation and Training Opportun ities 

Characteristic X' p 
Items value 

s DDU JJU Total 
No % No % No % 

I . The university ga ve orientation to Stro. agree 17 23.9 2 3.4 19 14 .6 
new staff members Agree 17 23.9 6 10.2 23 17.7 

Neutral 8 11.3 2 3.4 10 7.7 
Disagree 14 \9 .7 15 25.4 29 223 
Stro.disagree 15 21.1 34 57.6 49 37.7 
Tot al 71 100% 130 

27.229 .000· 
59 100% 10 0% 

2. I have been provided adequate Stro. agree 4 5.6 4 3.1 
technical training to kee p my Agree 4 5.6 2 3.4 6 4 .6 
hardware and so ftware functioning Neu tral 9 12.7 5 8.5 14 to .8 

Disagree 20 28. 2 11 18.6 31 23 .8 
Stro.disagree 34 47.9 41 69.5 75 57.7 8.037 .090 

Total 71 100% S9 100% 130 100% 
3. Th, university provides m, on Stro. agree 4 5.6 1 !.7 5 3.8 
going training to improve my Agree 11 15.5 5 8.5 16 12.3 
performtl nce Neutral 12 16.9 3 5.1 15 11. 5 
Total Disa,gree 19 26.8 12 20.3 3 1 23.8 12.7 14 

Stro.disagree 25 35.2 38 64.4 63 4 8.5 
.013* 

Total 71 100% 59 100% 13 0 100% 

a . 0.05 

Item I of Table 3. 10, assesses whether these universiti es prov ide orientation for new staff 

members or not. Accordingly, 47.8 per cent of DDU and 13.6 per cent o f JJU responded that 

they rece ived orientation . Conversely, (40.8 per cent, 83 per cent) o f DD U and JJU said they 

did not rece ive orientation, respectively. As can be concl uded from the data, DDU is in a better , 
posit ion in pro viding orientation to new sta ff members than JJU. Therefore, concerning 

ori entation sample instructors at Dire-Dawa are by far more sati s fi ed than JigJiga University . 

The chi -square a lso shows that (P< 0.05 level at critica l va lue of 27.229) .Thi s shows that there 

is significan t opinion di ffere nce among instructors of DD and JJ uni versi ties. On item 2 of the 

same Table 3. 10, respondents were asked on '"the adequacy of technica l training to keep their 

hardware and software functioning'. As di sp layed in Table 3. 10, maj ority of respondents from , 
both insti tut ions (72 .3 per cent) indicated that did not receive it (P>O .OS level at X 8.037) . In 
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the next item o f the same Table 3.10, somewhat similar responses, that is, 62 per cent and 84.7 

per cent of DDU and JJU refl ect that they have not rece ived so far any train ing to improve their 

performance. Il owever, the chi square test depicts that p< 0.05 leve l) shows that JJ U instructors 

highl y disagree toward the item. In thi s regard, adm inistrators of both univers iti es told that they 

are tryi ng to link their institutions to search scholarship opportu nities fo r their staff to inland 

and outs idc univers ities. Moreover, Dire Dawa University is planning to provide "Higher 

Diploma Progrnm (HDP)" training for education faculty instructors. Bes ides, at the beginning 

of this yea r both instit uti ons sen t a few staff for the second degree in Add is Ababa University 

in vari ous fi e lds. 

Most of the inst ruc tors lack pedagog ical training and are new to the teach ing profession. To 

tackle thi s problem efforts are undergo ing in M inistry of Education . Teshome (2007: 107) wrote 

that the recent estab lishment of Pedagogical Resource Centers (PRCs) and the input in terms of 

traini ng and materials from the Academic Development Resource centers (ADRCs) might have 

improved the situat ion in many of the universities. Therefo re, the ad ministrators of both 

instituti ons are to put their efforts to improve and make smooth learning- teaching process by 

adopting examples of othe r institutions that improve and upgrade their instructors through on­

the-job training. 

Tn ble 3.11: Trll in ing Opportunities Given To Instructors From Both Uni vers ities 

Number of Academic year 
In sti tut ions academic staff 

% 
2006 2007 2008 

Total current 166 166 
OOU academic staff 

<:5000 rt u nit i eS2i yen 20 - 20 12 
Total current 160 160 academic staff 

JJU Opportun ities given 15 15 9.4 

Total 2 1.4 

Source: AcademiC officer of DDU and Personnel Department of J JU 

The above Table 3. 11 indicates that there were no training opportunities in 2006 and 2007 for the 

instructors for furt her educations which might have opened the ways fo r their fu ture 

development. In fact, the measures taken in 2008 to train academic staff for Master leve l seem to 

be normal (12 per cent of DDU and 9.4 per cent of JJ U). 
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3.6 Promotio n a nd Career Development opportun ities 

As it is reviewed in the literature part, the avail abi li ty of promotion and career deve lopment of 

instmctors in higher educations is another very crit ical facto r that determi nes their satisfaction 

wi th the institution . Therefore. administrators of these universities are to in fo rm the instructors in 

advance about the criteri a 01' pro moti on and the systems should also be transparenl. Considering 

these , some questions were rai sed for sample respondents to k.now their fee lings regarding the 

admini stration of pro moti on and career deve lopment in their institutions. 

Tab le 3.1 2: Instructors ' Perceptio n 0 11 Prolll otion and Career Development in Their In stitutions 

[ te rn s Characteristics DDU JJU Total 

No % X No % X No % 

1. I received a dequa te S tro. agree 13 18.3 8 13.6 2 1 \6.2 

orientation through my Agree 19 26.8 4 6.8 23 17.7 

depar tmen t concerning Neutral 10 14. 1 7 11.9 17 13.1 

promotion Disagree 14 \9.7 2 1 35.6 35 26.9 
-

Average X =2.68 
Stro. disagree 15 2 1. I 3.0 1 19 32.2 2. 2 7 34 26.2 

Total 71 100% 59 100% 130 10 0 % 

2 . My de partment has Stro. agree 6 8.5 2 3.4 8 6.2 

provided me ru les/ Agree II 15.5 7 11.9 18 13.8 

regu lations in writing Neutral 18 25.4 7 1 1.9 25 19.2 

Average ./¥ =2.12 
Disagree 13 18.3 II 18.6 24 18.5 

2 .37 1.81 
Slro. disa gree 23 32.4 32 54.2 55 42 .3 

Total 7 1 100% 59 100% 130 100% 

3 . I know what to do to Stro.agree 13 18.3 13 22 26 20 

be rewarded Agree 13 18.3 8 13.6 21 16.2 

Neutral 16 22.5 8 13.6 24 48.5 

Average X - 2 .51 Disagree 5 7 5 8.5 10 7.7 

Stro. disagree 24 33.8 2 .5 2 25 42.4 2 .49 49 37.7 

Tota l 7 1 10 0 % 59 100% 130 100% 

4 . There is good chance Stro. agree 3 4.2 2 3.4 5 3.8 

fo r ca reer d evelopm ent in Agree 16 22.5 6 10.2 22 16.9 

this univers ity Neutral 12 16.9 12 20 .3 24 18.5 

Average X =2.15 
Disagree 21 29.6 \0 16 .9 31 23.8 

Stro. disagree 19 26.8 2.39 29 49.2 1.86 48 36.9 

Total 7 1 10 0 % 59 100% 130 100% 

Accordingly, in Table 3. 12, (33.9 per cent) of respondents from both institutions rated "agree" 

to the item I , while 53. 1 per cent responded, " Disagree" to the item, As indicated in the same 

Table 3. 12, for items 2, 3, and 4, (60.8 per cent, 45 .4 per cent, and 60.7 per cent) responded 

negatively to the items, respecti vely. Thus, over all data (Average X for items I, 2, 3 and 4= 

2.68, 2 .12, 2.5 1 and 2. 15, respectively) show that instructors are not sati sfi ed with promotion 

and career development in their institutions. 
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3.7. Administration of Performance Appraisal in D ircDawa and J igJiga Universi ties 

Instructors ' performance evaluation is the process of estimating the value of instructors' works. 

It is a serious acti vity. S ince instructors deal with complex problems, they should be va lued as 

professionals, which mean their standards should be developed by their peers and their 

eva luation should focus on the degree to which they solve pro tcss ional problems competently 

(Coker ef a/ cited in Sawa, 1995:3). Hence, to assess the extent o f sa ti sfac tion of instructors 

with current ly prac ti ced performance evaluation system in both un ivers iti es some questions 

were asked to sample ins tructors which can be seen on Table 3.1 3. 

Table 3.13 : Ins tructors' Opinion Toward Administration of Performance Appraisa l in Dire-Dan'a 

:I lid JigJiga Universit ies. 
, p 

X-
Characteristic value 

Items 
s DDU J.1U Total 

No % No % No % 

1. My departmen t has Stro. agree 17 23.9 3 5.1 20 15.4 

proVIded me in \\Titing Agree 12 16.9 10 16.9 22 16.9 

evaluation criteria Neutral 10 \4 . 1 5 8.5 15 11.5 l2.lJO 0.016 " 

Disagree 11 15.5 17 28.8 28 21.5 

Stro. disagree 2 1 29.6 24 40.7 45 34.6 

Total 71 100% 59 100% 130 100% 

2. performance eva luation Stro. agree 7 9.9 10 16.9 17 13.1 

criteria which is being used Agree 11 15.5 17 28.8 28 21.5 

by this lInivcr::;ity ca n Neutral 11 15.5 10 IG.9 21 6.2 

accuralely measures my Disagree 21 29.6 II 18.6 32 24.6 
7.065 0.132 

competence Stro. disagree 2 1 29.6 II 18.6 32 24.6 

Total 71 100% 59 100% 130 100% 

3. Th, university rewards Stro .agree 3 4.2 3 5.1 6 4.6 

special performance Agree 2 2.8 2 3.4 4 3.1 

Neutral 7 9.9 12 20.3 19 14.6 

Disagree 15 21. 1 8 13.6 23 17.7 
].652 OA55 

Stro disagree 44 62 34 57.6 78 60 

Total 71 1000
/. 59 100% 130 100% 

4. Evaluation resul t is Stro. agree 14 19.7 I 1.7 15 11.5 

communicated to me Agree 13 18.3 10 16.9 23 17.7 

timely Neutra l 7 9.9 9 15.3 16 12 .3 

Disagree 18 25.4 13 22 31 23 .8 11.805 0012 " 
Stro. disagree 19 26.8 26 44 45 34 .6 

Tota l 71 100010 59 100% 130 100% 

5. The management of this Stro. agree 4 5.7 4 3.1 

university help ins tructors Agree 4 5.7 5 8.5 9 7.0 
to improve their weakness Neutra l 10 14.3 12 20.3 22 17. 1 

after evalua tion 
3,469 0.628 

Disagree 14 20.0 12 20.3 26 20.2 

Stro. disagree 38 54.3 30 50.9 68 52.7 

Total 71 1000/. 59 100% 130 1000/0 
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As displayed in Table 3. 13, sample instructors in both universit ies were asked their view 

whether they are informed about the performance evaluation crite ri a. accuracy of the criteria 

currentl y used to measure their performance and whether the outcome of evaluation are 

commun icated to them timely or not, etc. In connection to thi s through interview conducted 

with both un iversity administrators the researcher comes to rea lize that performance 

eva luations of instructo rs are done by students, department heads and faculty deans and 

col leagues. As can be observed on the Table 3.13 item I . the majority of the respondents, 45.1 

per cent of' DDU and 69.5 per cent of JJU gave negati ve responses IOward the item. On the 

other hand. 40.8 per cent , and 22 per cent of DDU and JJ U respondents gave posi tive responses 

to the question , respective ly. 

Furthermore, respondents were asked in item number 2, to give their views on criteri a used to 

measure their performance. Accordingly, 59.2 per cent of DDU and 37.2 per cent of JJU 

indicated the ir di sagreement, while 25.4 per cent and 45.7 per cent of DDU and JJU said that 

performance criteria currently used can accurately measure their performance, respectively. 

Similarly, on items 3 and 4 of the same Table 3.13 , the respondents were asked, "whether 

rewards are provided by universities for special performances and whether the evaluation 

outcome was communicated to them timely or not". Majority of the sample instructors, (83. 1 

per cent, 52.2 per cent) of DDU and (71.2 per cent, 66 per cent) of JJU indicated their 

disagreement to the items, respectively. Moreover, on item num ber 5 of the same Table 3. 13, 

the respondents were asked to give their opinion on efforts made by management to improve 

weaknesses of the instructors which are identified in evaluation. Majority of respondents, (74.3 

per cent, 7 1.2 per cen t) of DDU and JJU confirmed that the management of the institution takes 

no action on the issues , respectively. 

Overall the data shows that except for items I and 4 (where p<0.05) there is no significant 

opinion difference toward performance management in both institutions (p>0.05 level for items 

2, 3 and 5). Performance apprai sa l provides valuable feedback to instructors. [t also assists 

administrators in identifying the teachers who need training and promotion. Besides, to make 

appraisals meaningful they should be accompanied by an effective feedback system that 

ensures the instructors to get the right messages concerning performance. 
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3.8 Commu nication and Interpersonal-Relations in Higher Education Institution 

Communications play very important role to run effici entl y and effectively the administrati ve 

machineri es of hi gher educati onal institutions. On the other hand, it helps the instructors at DD 

and JJ universiti es to be aware of what is going in their institutions and can open a door for 

them to par ticipate and contribute their know ledge to the institutions. Moreover, as it was 

reviewed in the literature the interpersonal relations among instructors are also one of the very 

imp0I1ant factors that determine the satisfaction/di ssati sfaction levels of instructors in an 

institution. 

Table 3.14 : Instru ctors' Opin ion on Their Institutions Communication and Inler-personal Relations 

, p r 
I tems Characteristics DDU J JU Total Value 

No % No % No % 

I. My supervi sor Strongly agree 8 11.3 5 8.5 13 10 

urgently communicates Agree 10 14. 1 12 20 .3 22 16.9 

to the higher officials Neutral 12 16 .9 7 11. 9 19 14.6 

and find solution to Disagree 27 23.9 14 23.7 31 23 .8 1.586 
I 

.811 

problt:m that fa ce Starr Strongly disagree 24 33.8 2 1 35.6 45 34 .6 

in the department 
Tot al 71 100% 59 100% 1 30 100 % 

2. The academ ic staff Strongly agree 9 12 .7 2 3.4 1 1 8 .5 

members' opinion is Agree 10 14.1 11 18.6 21 16. 2 

re flected in policies Neu tral 16 22.5 11 18 .6 2 7 20.8 

govcul ing acade mi c Disagree 19 26 .8 22 
5. 117 .276 

37.3 4 1 31.5 

environ ment Strongly disagree 17 23.9 13 22 30 23. 1 

To t al 71 100% 59 100% 130 100% 

3, I have access to Strongly agree 3 4.2 I 1.7 4 3.1 

sufficien t teaching and Agree 8 11.3 7 1 1.9 15 11.5 

research assist3 IHs to Neut ral 9 12.7 4 6.8 13 10 

enable me to perform Disagree 19 26.8 18 30. 5 3 7 28.5 
207-1 .722 

my professional Slrongly disagree 32 45 .1 29 49.2 6 1 46.9 

responsibi lities T o t al 71 100% 59 100% 130 100% 
I 

4. There is good Strongly agree 2 1 29.6 12 20.3 3 3 25.-1 

cooperation among l\grce 28 39 .4 22 37 .3 50 38.5 

Instructors in th e Neu tral 4 5 .6 6 10 .2 10 77 

Inst itution Dis<tgree 11 15.5 5 8.5 16 12.3 
, b.490 .165 

I 
Strongly disagree 7 9 .9 14 23 .7 21 16.2 

T o t a l 71 100% 5 9 100% 130 ]00% I 
a - 0.05 

Tab le 3.1 4 in item I , the respondents were asked to revea l wh ether sllpc1Ti so rs urgentl y 

commu nicat e their depa rtmen t prob lems to higher officia ls. T he majorit y of the respondents 

(58.4 per cent ) report ed, "Di sagree" to the it em. In the same Tab le (it cms 2 and 3). majo ri ty of 

the responden ts (54 .6 pe r cent , 75 .4 per cent) gave negative response tOlVard the items from 
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both institutions, respectively. Almost majority of the respondents did not have access to items 

2 &3.This implies that both institutions face problems o f communication which is an important 

fac tor fo r instructors' satisfaction. Thus, it can be concluded fro m these responses that the 

currently practiced communications systems are not enabling the Instructors to add inputs to 

the act i \it ies of the ins titutions. 

Howe ve r. as it is discussed in the li terature review chapter. communication is a vital instrument 

fo r any organi zation to perform its work satisfactoril y. Thus, if the instructors are not well 

in fo rmed about the happen ings in the uni versity, thi s may hamper their belongingness and 

comll1itment toward the institution . In another way, thi s will create a feeling of one's isolation 

from the institution . Consequently, it can create job di ssat is faction for instructors, and 

co nsequently the decision to quit these institutions, which can hamper the mission of higher 

education expansion in general. Besides, the ch i-square tes t for these items (P>O.05) also 

depicts no s ignificance response difference among respondents of both institutions. 

Finally. in the same Table item number 4, the researcher asked the respondents what the 

in terpersonal rel at ions among the instructors ' looks li ke in the ir institutions. As can be seen in 

the Table, 1110St of the respondents from both institutions (63. 9 per cent) reported that they have 

a good relationsh ip among themselves in their institutions. 

One can infer frol11 these findings that, in both institutions the relationships among instructors 

are positive. Thus, further attention should be provided in order to strengthen and nurture it 

through get-together ceremony in their institutions. Moreover, this can create a good 

opportunity for the academic administrators to interact with instructors so that atmosphere of 

cooperation and understanding can be created in the insti tutions. 

3.9. Na ture of Supervision in Higher Educational Institutions 

Department heads' and deans' willingness to hear and so lve instructors' problems and their 

interest to participate them in the decision making process for issues that concern them are 

some major factors that increase the instructors ' satisfaction leve l toward their institutions. To 

thi s fact, some findings are drawn on the relationship of department heads (supervisor) practice 

in assisti ng and enhancing their job satisfaction that has been discussed in the previous Chapter 

Two. 
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Tab le 3.15 : Instructors' V iews on the Superv isio n and Usc of Authority of Department Heads 

X' 
Charac teristic Total 

Items OOU JJU , 
No % X No % .'( No % 

1. My supervisor handles S(ra . Agree 10 14.1 2 3.4 12 9.2 

my work related isslles Agree 12 16.9 II 18.6 23 17.7 

satisfac torily Neutral 13 18.3 13 22 26 20 

Disagree 17 23.9 12 20 .3 29 22.3 
- 2.58 2 .20 5.276 

Ave rage ./y" "'2.41 I 
Stra disagree 19 26.8 21 3 5.6 40 30.8 

Total 71 100% 59 10{)% 130 100% 

2. My supervisor is fair in I Stra. Agree 7 9.9 2 3.4 9 6.9 

course allocation Agree 6 8.5 7 1 1.9 13 10 

NClHraJ 22 31 13 22 35 26.9 
-

Aver age X ·2.28 Disagree 10 14.1 9 15.3 19 \4 .6 
2.2 1 2.36 

Slra. disagree 26 36.6 28 47 .5 54 41.5 4.224 

Tota! 71 100% 59 100% 130 100% 

3. My supelvisor Stra. Agree 8 11.3 9 15.3 17 13.1 

understands me in all Agree 20 28.2 7 11.9 27 20.8 

problems and helps me to Neutral 19 26.8 II 18.6 30 23.1 

overcome Disagree 12 16.9 15 25.4 27 20.8 8.613 
2 .77 2.29 -

Average ./'( =2,55 
Slro. disagree 12 16.9 17 28.8 29 22 .3 

Total 71 100% 59 100% 130 100% 

4. My supervisor asks me Stro . agree II 15.5 8 13.6 19 14.6 

for my input to help make Agree 20 28.2 12 20.3 32 24,6 

decisions Neutral 17 23 .9 6 10.2 23 17.7 

- Disagree 14 19.7 2.87 18 30.5 32 24.6 8 .701 Average ./Y" -2. 75 2.59 
Stro. disagree 9 12.7 15 25.4 2" 18.5 

Total 71 100% --S9 100% 130 100% 

a· 0.05 

Based on this, the respondents were asked to express their opinions on how we ll they evaluate 

the performance of their department heads. In this respect, as indicated in Table 3. 15 item I, 

(53. 1 per cent) said their supervisors did not handle satisfactoril y their work related issues. 

Similarly, toward the same item, (26.9 per cent) reported their agreement to the request. 

Besides, in item 2, fa irness of the department heads in course a llocation was requested. 

Majority of the respondents, (56 .1 per cent) commented that their department heads are not fair 

in course allocation. Wh il e, signifi cant percent of the respondents from both institutions (26.9 

per cent) preferred to differ their response. 

Moreover, items 3 and 4 of Table 3.15 assess whether the supervisors help instructors to over­

come the problems they face and invites them to participate in the departmental decision 

making process. With this regard, (33.9 per cent, 39.2 per cent) of respondents are reported that 

their department heads cooperate with them and allow them to participate in making the 
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decisions, respectivel y. While, (43.1 per cent, 43.1 per cent) responded to the items that their 

department heads do nothing to help them when they face prob lems and deprive them the 

opportun ity of making inputs into the dec isions made in their department, respectively. 

Howe' ·e r, the above data towards the items 3 and 4 ( ,I' =2 .77, 2 .87) for DDU and X =2.29, 

2.59) of JJU, refl ect that JigJiga instructors are more di ssatisfied than Dire Dawa instructors. In 

other \\·o rds, sample inst ructors from DDU have better cooperation with their supervi sors and 

more \\·ill take part in their departmen t decision-mak ing process than JJU instructors. 

S imi larly, the chi-square test for the items amo ng centers ass ure that there is no opinion 

difference towards the items between Dire Dawa and Ji gJiga universities instructors (p>0.05 

leve ls). Therefore, it can be deduced from the data that most of the instructors in both 

insti tut ions are not happy w ith the supe rvision systems in their institutions. Thus, thi s can 

hinder the employee initiation and commitmen t to participate willingly in the activities of the 

institutions. 

3.10. Governance and Administra tion iss ues 

Figure 3.2: Instructors Opinion Toward Supporting Staff Performance 
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Figure 3.2 above indicates opinion of instructors on administrative staff. As can be seen in the 

figure, 50.7 per cent of the respondents rej ected that they did not receive adequate support from 

non-academic staff. On the contrary, 32.3 per cent of the respondents confirmed that they 

received adequate support from admin istrative staffs while, J 6.9 per cent of the respondents 

remained to be neutral on this question. Moreover, the resnrcher observed there are many open 

vacant positions that should be filled by supporting staffs in both institutions. It can be seen 

fro m organization structure of DDU (Appendix C). In general, one may deduce from the data 
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that instructors receive low technical support from ~llppol1ing staff and this may be 

contributing factor toward low sati sfaction of instructors in these universities. 

Table 3.16 : Levels of In structors' satis facti on with Adm inis trative Issues in Their Universities 

X' p 

Items Characteristics DD V JJV Tota l Value 

No % No % No % 

I . The manageme nt of this St rongly agree 24 33 .8 32 54.2 56 43. 1 

university do not equally treats Agree 21 29.6 13 22 .3 34 26.2 

all Instruc tors 
Neutral 14 19 7 6 10,2 20 15.4 6.099 .192 

Disagree 5 7 4 6.8 9 6.9 

St rongly disagree 7 9.9 4 68 11 8.5 

Total 71 100% 59 100% 130 100% 

2 . The staffs receive appropriate Strongly agree 3 4 .2 4 6.8 7 5.4 

information abou t the agenda/ Agree 10 14.1 4 6.8 4 lD .B 

actIons of the senate council an d Neutral 5 7 10.2 11 8.5 

its committees Disagree 22 31.9 'n 37.3 44 33.8 
2.907 .573 

Strongly disagree 31 43.7 23 39 54 41.5 

Total 71 100"10 59 100% 130 100"10 

3. The staff has an appropriate Strongly agree 15 21 1 14 23.7 29 23.3 

level of influence over the Agree 11 15.5 4 6.8 15 ll. S 

selection of department Neutral 6 8.5 6 4.6 
15.06 

head/chairman Disagree 17 23.9 7 11.9 24 18.5 0 
.005' 

Strongly d isagree 22 31 34 57.6 56 43.1 

Total 71 100% 59 100% 130 100% 

4. The staff opinions are included S trongly agree 7 9.9 5 8.5 12 9.2 

in the evaluation of their dean Agree 8 11.3 4 6 .8 12 9.2 

Neutral 11 15.5 7 1l.9 18 13.8 

Disagree 15 21.1 15 25.4 30 23.1 
1.530 .821 

Strongly disagree 30 42.3 28 47.5 58 44.6 

Total 71 100% 59 100% 130 100% 

5 . There is a forma l mechanism S trongly agree 5 7 6 10.2 11 8.5 

for s taff to express views on their Agree 8 11.3 15 25.4 23 17.7 

department heads/deans higher Neutral 5 7 5 3.8 

officials of th is university Disagree 27 38 16 27. 1 43 33.1 
9.341 .053 

Strongly disagree 26 36.6 22 37.3 48 36.9 

Total 71 100% 59 100% 130 100% 

6. The management of this Strongly agree 2 2.8 2 3.4 4 31 

institution is sensitive to Agree 12 16.9 10 16.9 22 16.9 

differences in work loads and Neutral 18 25.4 15 25.4 33 25.4 

expectat ions associated with Disagree 16 22.5 9 15.3 25 19.2 1.318 .858 , 
differences in workloads. Strongly disagree 23 32.4 23 39 46 35.4 

Total 71 100% 59 100% 130 100% 

a - 0.05 

In Table 3. 16, several questions were raised for both groups to know how they judge the 

systems of administration currently practiced at both universities. Accordingly, on item I, a 

general question was asked to the respondents', ' the higher officials of this university are 

biased '. As displayed on the Table, majority of the respondents, (69.3 per cent) indicated 
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agreement to the query. In add ition, 15.4 per cent of the respondents from both institutions 

prefer to be neutra l in their choice. Thus, fai r treatment of all instructors is one o f the 

refl ecti ons of good admini st rati on in any institution. However, the opinion co ll ec ted toward the 

issues of fair and equa l treatment in both institutions sho ws that the administ rators need to 

revisit their governance and adm inistrative practices in their universi ties.Teshome (2007: 156-

157), suggests the fo llowing so luti ons to so lve the governance, leadership and manageme nt 

practices of Ethiop ian Hi gher Educational Institutions. 

I. Leaders and ma nagers a t a ll leve ls should be appo inted and placed only on thc bas is of 

competence, abi lity. vision and commitment to ach ieve institu tiona l and natio nal 

miss ions and goa ls lIithout any impartiality on the basis of any other criteria. 

2. The autonomy o f highe r educat ion institutions must be respected, strengthened and be 

acco mpanied by high le vel of responsibility and accountability as we ll as a widest 

possible participation of staffs and students in dec ision making. 

3. Ministry of education needs to build its own human resource capac ity to be able to 

pos itive ly engage and lead, as well as proactively support the sector and institutions. It 

has to effectively implement based on civil service reform for improvement of att itudes 

of its own 'Nork force and managers and better delivery. It shall strive to mobi li ze 

competent and commilled professional in its organization and system support agenc ies . 

4. Leaders and ma nagers need to go through induction training upon fi rst ass ignments, 

have experience and sk i II transferred from former leaders and pass through planned, 

n gorous, and continuous tra in ing in building their managerial and leadership skill s. 

Learning from experiences of other countries, through coaching or shadowing and 

experience sharing and exchange visits, needs to be encouraged to build capacity. Such 

exposures shou ld also be transferred to other institutional leaders, managers, and staff as 

a requirement up on return from visits and trainings . 

On item 2 of Table 3.16, the sample instructors were asked "whether they receive appropriate 

information about the action of senate or not" . Accordingly, (75.3 per cent) responded, "no 

information received". Moreover, in the same Table for items 3 and 4, the sample respondents 

were asked their opini on over the se lect ion and evaluation of thei r chairman and dean, 

respectively. Accordingly, majority of the respondents (6 1.6 per cent, 67.7 per cent) responded 

that they did not get a chance to participate in selection of department head and their opinion 

are not included in the evaluation of their deans, respectively. However, an association between 
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item 3 and institutions (p<0 .05 leve l) revea ls that there are Opl11l0n differences among 

respondents. This impl ies that more di sagreement towa rds the item is reflected among JigJiga 

respondents than Dire-Dawa. 

Simi larly, the respondents were asked whether there is a formal mechanism for staff to express 

their views /opinions/ weakness on their department heads/deans/higher officials of their 

univers ities. As noted on item 5 of Table 3.1 6. 70 per cent of the respondents from both 

instituti ons reported negatiyely to the question. While 26.2 per cent sa id, there is a mechani sm 

for staff to express their grievances. Supervisors . deans, and higher officia ls of the inst itu tions 

on the instructors can make some times unjustiliable and unfair decisions. So in order to defend 

from such kind of unjustifi ab le /unfai r treatment channe l should be provided to instructors to 

express formally their grievances and comp la ints. However, the opinions gathered on the issues 

from both universities are very discourag ing and should be given very important attention to 

improve the situations. Finally, in the same Table 3.16 item 6, sample instructors of both 

universities were requested to give their opinions whether ' the official s of this institution are 

sensitive to differences in work loads and ex pectations assoc iated with differences in work 

loads.' As indicated in the Table, 54.6 per cent confirmed that the officials are not sensiti ve to 

differences in workloads while 47.9 per cent of res pondents replied that the officials are aware 

of the issues and expectations associated with the issues. Moreover, 25.4 per cent of 

respondents from both institutions preferred to be neutral in their answer. 

3.11 Instructors' Perceptions toward the Benefit Packages offered by the 
Institutions 

Providing appropri ate kinds and types of benefits for instructors has been mentioned in chapter 

two as main facto rs that determines academic staff sa tisfaction in higher education institutions. 

Teshome (2007: I 06) suggests the shortage of particularly senior and experienced faculty in 

Ethiopian Higher Education Institutions may be largely attributed to the poor salaries and 

benefits, as well as lack of convenient working env ironments. Considering these facts, sample 

respondents from both institutions were asked how they evaluate the compensations, benefits, 

and incentives provided to instructors by the institutions. 
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Tn ble J. t 7: I nst ructors' Overa II Sa tisfaction towa rd Com pcnsa tion , )JCIl efi IS, a lid Incen tives 

Institutions X' 
p 

Item Total 
DDU JJU value 

Tak in g al l aspects, are yes Count 13 8 2 1 
you satisfied with % within center 18.3% 13.6% 16.2% 
compensation, benefits No Count 58 51 109 

.537 .464 and incentives offered by % within center 81. 7% 86.4% 8 3.8% 
you r university? Count 71 59 130 

Tota l % within center 100% 100% 100% 
-a", 0. 0.:1 

The data in Tab le 3.1 7 shows that majority of instructors (83.8 per cent) responded that the 

currentl y o ffe red compensation, benefits and incentives are insuffi c ient to satis fy them. Thus, 

altcntiol1 has to be gi ven by the concerned stakeho lclers to tackle thi s situation (p>0.05 level 
, 

at [ 0.537) . Thus , there is no significance opin ion difference toward the request among Dire 

Dawa and lig.J iga uni versiti es . 

Moreover, detail ed information regarding the benefit packages offe red by these universities and 

perception o f instructors toward them were also assessed . In th is rega rd ,the data revealed in the 

(Appendix F) . shows that for all items concerning incentives current ly offered by both 

uni versiti es, majority o f the respondents are di ssatisfied with them in bo th institutions, except 

for House allowance (78.9 per cent,47,4 per cent) which is reported their sati sfaction at Dire­

Dawa and lig.liga Universities , respectively. 

One can infer Il'om this that since cost of living is rising from time to time, especiall y in eastern 

part of the country where these universities are located. Hence, poor provision of these 

incentives may seriously hamper instructors' job satisfaction in both uni versities . 

3.12. Instructors' Overall Satisfaction With Their Institutions 
As stated in the Review of Literature Part many factors can affect instructo rs' j ob sati sfaction. 

Poor wo rking conditions, inefficient and weak supervi sions and lack of good interpersonal 

relations among instructors, poor communications, non-parti cipat ive admin istrat ion and 

uncompetitive benefi t packages have been mentioned in previous Tabular analysis of this 

thesis . These are the main factors that can deteriorate the commitment and loya lty of instructors 

in their institutions. Consequently, it results in instructors ' turnover from the ir institutions. In 

the light of these issues, some questions were asked to the respondents to know about their 

plans to remain in or leave the institutions. 
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Figure 3.3: Ins tructors' Overa ll Perceptions of Their University as a Place to Work 
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In Figure 3.3, instructors' overa ll judgment with their institution as a place to work is 

di splayed. Accord ingly. 63.1 per cent of instructors responded they are not comfortable with 

their institutions. Converse ly , (26.9 per cent) reported they are comfortable wi lh Ihei r 

institutions. Therefore , the above data may imply that because of dissati s faction with ove ra ll 

envirorunent of the uni versit ies, the institutions may loose very important instructors to other 

institutions in the near future. 

Table 3.18: Instructors Id entification \-Vith Their Un ivers ity 
, p 

X-
Items Characteristics DDU JJU Total value 

No % No % No % 

How satisfied are you with Very satisfied 5 7 2 3.4 7 5.4 

how well you "fit" (e.g., Satisfied 20 28.2 13 22 33 25.4 

your sense of belonging, Neutral 7 9.9 8 13.6 15 11.5 

your comfort level) in your Dissatisfied 23 32.4 4 33.9 43 33. 1 
Institution? 1.165 .280 

Very 16 22.5 5 27.1 32 24.6 
dissatisfied 
Total 71 100% 59 100% 130 100% 

a - 0.05 

As indicated 111 the above Table 3. 1 &., the respondents were asked about their sense of 

belongingness to their institutions . Majori ty of the respondents, (57.7 per cent) from both 

institutions reported that they did not have any sense of belongingness to the,ir institutions. 

While, 30.8 per cent of the respondents have indicated a good feeling toward their uni ve rsi ties. 

The positive feeling of employees toward their organ izations reflects the possible retention of 

employees in the organizations. However, as indicated in the data, majority of the instructors in 

both universities feel they a re not comfortab le with their institutions. Hence, this shows that 
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they are s ignifi cantl y dissatisfied with the institutions. This may fu rther imply that the 
2 

instructors are not fee l ing stable in their institutions. (P> 0.05 at X of 1.165) 

Table 3. 19: Ins tru ctors' Over,,11 [ntcnti on to W orl< for Their Institut ions in Future. 

, p r 
Items ChaructenSlics DDU JJU Total value 

No % No % No % 

1. Are you planning Ye s 16 22.5 10 16.9 26 20 

to stay in this No 55 77.5 49 83. 1 104 80 .628 .428 
university u mil 

retirement? Total 71 100% 59 100% 130 100% 

2. If you were At this university 22 3 1 to 16.9 32 24.6 

seeking another In anothe r academic 
37 52. 1 35 59.3 72 55.4 institution 

position based on In self employment 7 9.9 4 6.8 11 8.5 
your experience, [n the private sector 

I 1.4 3 5. 1 4 3.1 6.152 .292 
where would be 

institution 

In non·academic 
3 4.2 5 8.5 8 6.2 most likely to find public sector 

it? Other(like NGO etc) 1 1.4 2 3.4 3 2.3 
Total 71 100% 59 100% 130 100% 

3. How many more Less than 6 months 13 18.3 11 18.6 24 18.5 

(months) years are Less than 1 year 11 15.5 11 18 .6 22 16.9 

you likely to stay 1-2 years 17 23.9 22 37.3 39 30 
3 -5 years 14 19.7 8 13 .6 22 16 .9 

in th is university 6-10 years 9 12.7 5 8.5 14 10.8 5.302 .380 
after earning your Above 10 years 7 9.9 2 3.4 9 6.9 

MA/MSc/MBA Total 
71 

jPhD etc? 
100% 59 100% 130 100% 

-a · o.o, 

On item 1 of Table 3. 19, respondents were asked whether they plan to stay in the ir institut ions 

until retirement. As it is revea led in the Table, majority of the respondents from both 

institutions, (80 per cent) indicate that they have no intention to work for the current institution 

until retirement. From the above data one can conclude that majority of instructors are seriously 

in search of jobs in where they wi ll serve with better service conditions. Sim ilarl y, on item 

number 2, majori ty of the respondents, (55.4 per cent) sa id they want to work in other academic 

institutions. However, 24.6 per cent of the respo ndents contrari ly have confirmed they prefer to 

stay in the present institution. 

Finally on item 3, the researcher requested sample instructors ' how many more years they like 

to stay in the present uni vers ities after ea rning MNMSc/PhD etc?' As shown in Table 3. 19, 

65.4 per cent of the respondents from both institutions said that they would stay in the present 

institutions for less than 2 years. While, (16.9 per cent) responded from both institutions to ex it 
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in 3-5 years, and the other sample instructors (10.8 per cent, 6.9 per cent) prefer to stay from 

6- 10 years and above in their present uni vers iti es, respective ly. 

In order to further investigate the reasons why they plan to res ign from their uni versit y, opcn­

ended questions were posed to sampl e respondents. Accord ingly, they responded the following 

points; 

Cir Lack of necessary facilities like Internet, cafeteria, adequate li brary, transport se rvices. 

and misbehavior of the students. etc. 

Cir Lack of office fac ili ties, instruct ional material for teaching, ex tra income and 

scholarship opportuniti es, etc. 

Cir Lack of equal opport un ity on training to all staffs due to management bias. 

Cir Insecurity and bad geographical location of univers ities 

(if'" There is no suffi cient benefit s offered compared to other institutions 

Cir Lack of experienced and learned academicians from whom one can learn in the 

universities. 

<:if" Lack of participati ve management. 

Table 3.20: Instruclors' T urn over F rom DDU and JJU 

Institutions Total 
No 

DDU J J U Number % 

1 
AlI academic staff from payroll 

182 180 362 
(2 years data) 

Ins tructors currently existing in the institutions 
2 166 160 326 -

(Including tbose sent for edu cation) 

Difference (1 -2) 1(% I 16 (8 .9%) 20 (11.1%1 36 9.94 

Source: AcademiC program offi cer of DD U and Personnel Department of JJU 

The data depicted on above Table 3.20, shows that turnover percentage of (8.9 per cent and 

11.1 per cent) was recorded in DDU and JJU uni versities, respectively. Overall from two 

institutions 9.94 per cent of staff loss happened wi thin two years. As it is discussed in the 

chapter two, high turnover is the refl ect ion of staff dissati sfaction toward their institutions, poor 

administration, poor working, and service conditions, promotion and career development 

practi ces, etc. Therefore, to reduce this situation it draws serious attention of concerned 

stakeholders of both institutions. However, if attention is not given, the teaching and learning 

processes in both institutions may be seriously hampered. 
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Fina ll y. the respondents were asked to give thei r comments/s uggestions what to be done to 

improve the ir sati sfaction level in the ir insti tuti ons . Acco rdingly, the foll owing are their 

responses : 

./ In addition to classroom course offe ring, the univers ity should encourage research 

activities in line w ith societal needs to a lleviate prob lems of the soc ie ty and encourage 

d iscovery learnin g . 

./ The uni ve rsity should work hard to reduce or elimi nate facto rs that create di ssatisfaction 

in instructors through regular di scuss ions with inst ructo rs . 

./ S ince the uni versities are located in remote areas they must be treated d ifferently from 

other uni versities in terms of incenti ves, land for house construction and hardship 

allowance, e tc . 

./ In o rder to upgrade teaching experience continuous pedagogical training has to be 

provided, and workshops are to be organi zed . 

./ Adequate orientation programs have to be organized for newly employed academic staff 

./ Work ing conditions like office furniture and reference materials have to be provided . 

./ Expe rienced persons have to be appointed in the pos itions of admin istration 

./ Scholarship opportun ities are to be provided equ it ab ly to a ll instructors . 

./ All necessary materials and staff recruitmcnt should be made immediately to make 

learning and teaching process in the uni versity effective . 

./ Participative administration should be practiced. 

3.13 Summary of the chapter 

Thi s chapter has generally assessed factors influencing job satisfaction and consequently 

performance of instructo rs in Dire Dawa and JigJiga Universities . The data co ll ected using 

instruments were anal yzed and interpreted using different stat is ti cal tool s. 

A num ber of factors that can be taken as a cause for instructors' job dissatisfaction and 

consequentl y for their poor performance in both institutions (DDU and JJU) were identified. 

The most significant one are poor working conditions, lack of adequate training opportunities, 

poor communication system and management practices, inadequate benefits and incentives 

ac ti vities and the like. 
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CHAPTER FOUR 

SUMMARY, CONCLUSIONS AND RECOMMENDATIO\fS 

In thi s part of the thesis, sum mary of the major findings and conclusions drawn based on the 

findings and recommendati ons that assumed useful to allev iate the problems are presen ted. 

4.1 Summary of the F indings 

In the previous chapter, an attempt has been made to find and asses the main tilctors that 

determine j ob satisfaction of instructors and ultimately their performances and retention in 

Dire-Dawa and Jig.figa Univers ities. Based on Analysis and Interpretation made , the following 

major findings we re fou nd. 

1. The data depicted in Table 3.2 item 1, show that majority of the respondents (86.9 per cent) 

are males , fema les are only 13.1 per cent. With regard to educational level most of them, 

(74.6 per cent) are Bachelors, fo llowed by (21.6 per cent and 3.8 per cent). Masters and 

PhD holders, respectively. Majority of the respondents, (95.4 per cent, and 87.7 per cent) 

reported they are less than 35 years age and have below 2 years' experience of teaching in 

higher educational institutions, respectively. 

2. As indicated on Figure 3. 1, more than average percentages of the respondents (58 .5 per 

cent) showed that they hand le 5 1-1 00 and above students in one sect ion. However, majority 

of them (49. 5 per cent) ti'om both institutions responded no obj ection toward hand li ng 51-

100 and abo ve students in one section. Moreover the findings re vea l that inst ructors are 

satisfied with number and level of courses (Average X =4.29 and 4.06) they handle, 

respecti vel y. 

3. Due to inadequate physical faci liti es where they work (such as office, labs) and insufficient 

facilities (library and admi ni strative services), majority of the respondents (85.4 per cent 

and 84.6 per cent) are found dissat isfi ed in both institutions, respective ly. Moreover, Table 

3.7 shows that majority of them (Average X =2.48, 1.90 and 1.78), expressed their 

inconvenience with classrooms, office furniture and reference material s available and 

Average X = 1.75 reported dissatisfaction toward maintenance services provided by 

technical supporting staff in their respective uni versities . 
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4. T he findi ngs show that respondents fee l discomfort wi th current work schedule and climatic 

conditions where both institutions are located . Table 3.9, shows that average percentages of 

the respondents from both institutions (30 per cent. ~9.3 per cent and 42.3 per cent) indicate 

conce rnin g teaching, advising and se rvice (l ike commi ttee) workloads are fair and tolerable, 

respective ly. 

5. Mos t of the respondents in both insti tut ions (8 1.5 per cent and 72.3 per cent) are not 

provided with adequate technical training to main ta in the ir hardware and software, and to 

improve their performances, res pecti ve ly. However. regarding orie ntati on provided to new 

staff, maj ority of DDU (47.8 per cent) ind icatcd they have rece ived it, while (83 per cent) 

o f JJ U reported that their un iversity did not give orientat ion to new staff members (P<0.05 

leve l). Besides, the provision of training opportun it ies, the efforts made to improve their 

teac hing skill are a lso found not suffici ent as compared to needs and demands. 

6. Instructors' perceptions of p romotion and ca reer deve lopment opportunities 111 both 

insti tuti ons were not sati sfying . The findin g reveal that (60 .8 per cent, 45.4 per cent and 

60.7 per cent) answered that the departments d id not provide them rules and regul ations 

regarding rewards and career development, they did not know what to do to be rewarded 

and be li eve there is no good chance for career development in both universities, 

res pecti ve ly. 

7. In Table 3. 13, majority of the respondents in both insti tutions (58.4 per cent and 72.9 per 

cent) reported that they did not receive any information (feedback) concerning performance 

evaluation and the management did nothing to remove their weakness after evaluation. 

8. The communication systems in both institutions are found inadequate and their opinions are 

not refl ected in academic policies o f the institutions. However, interpersonal relations 

among instructors (63.9 per cent) in both institutio ns appear to be good i.e. there is good 

cooperation among instructors in both institutions. 

9. On the supervision and use of authority by department heads, majority of the respondents 

ex pressed their di ssati sfaction. The findings ind icate that (53 . 1 per cent, 56.1 per cent and 

43.1 per cent) in both universities are of the view that their superv isors are inefficient in 

handling the department affairs, not fair in course allocation and not willing to cooperate 

with them when they face problems. 

10. As shown on Figure 3.2, majority of the respondents (50.4 per cent) responded that they 

received inadequate technical support from non-academic staff in their universities. In 

Table 3.16, item 1 respondents (69.3 per cent) say that the management of both institutions 
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do not equally treat them. Furthermore, the respondent from both instituti ons expressed that 

they do not rece ive adeq uate information about the dec isions of the sena te and do not 

partic ipate in the selcction and evaluation of their deans. Majority of them, (70 per cent) 

from both insti tut io ns di sclosed that there is no formal mechanism avail able to the staff to 

express the i r com pla i nts and gri evances for redressal through adm i ni stration decisions. 

11. The major it,· ot' the respondents (83.8 per cent) from both instituti ons are unhappy toward 

currentl y offe red compe nsati on and benefits packages, which are insuff c ient except the 

House a IIO\,·ance. 

12 . According to Figure 3.3, majority of the responde nts (63.1 per cent) ove ral l have weak 

perception of the ir respecti ve universities as a place to work and (57.7 per cent) indicated 

that they did not have a sense of belongingness to their institutions. Moreover, the findings 

indicate that (80 per cent) of the respondents have planned not to stay at their present 

institution until re ti re ment and even (65.4 per cent) of total respondents in bo th institutions 

intend to quit within two years. Overall the findings indicate that the most signi fica nt factor 

for instructors' di ssat isfac tion are poor working conditions, training, incentives and 

administrati ve sys tems practiced by both institutions. 

4.2. Conclusions 

The purpose of th is st udy tS to identify and asses the factors that determine the leve l of job 

satisfaction of instructors in newly established higher educational inst itutions: the cases of 

Dire-Dawa and JigJ iga uni versiti es. To answer the research questions rai sed at the beginning of 

the study, pert inent rev iew of literature, theories, and research findings related to these issues 

was made. 

To co ll ect the relevan t data for the study the researcher mainly employed questionnaire as data 

gathering tool. A quest ionnaire that consists of seven secti ons was prepared. Then after having 

been checked and commented by advisor, it was pilot tested in the field in order to avoid 

irrelevant, vague and ambiguous question items, By taking into considerat ion comments 

received, necessary correcti ons and modifications were made to it before final distribution to 

sample respondents. In addition to questionnaire, the researcher also used unstructured 

interview method with higher offi c ial s of both universiti es and observation method using 

cheek-li st items to supplement the questionnaire. 
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The subjects of the study we re all instructors of DO and JJ un iversities. To procure data for the 

study out of total (326) instructors in both inst itutions, 80 sample instructors were selected from 

each univers ity using stratified and simple random sampl ing on the basis of fac ul ty, which 

counted to 160 sample respondents out of the total populati on. However, out of the total (160) 

copies of the questionnaire distri buted to sample responden ts in DO and JJ uni ve rsities, 71 

(88 .75 per cent) and 59 (73.75 per cent) , respec tive ly were fill ed, returned and used in the 

ana lys is of e1 ata. 

Data thus co llected were analyzed us ing desc ri ptive stat isti cs, such as frequency, percentages, 

and means. In order to assure the conc lusions chi -square tests were also applied for some 

se lected vari ables to identify whether there is opin ion difference among instructors in DO and 

11 uni versities . Based on the major findings, the following conclusions are made: 

• With respect to age di stribution of the respondents the study indicated that, majority of 

them were below 35 years old. Th is ind icates that if the institutions properly utili ze them 

they have a good human resource potentia l fo r the fu ture. However, as indicated in the 

literature the expectations of yo ung employees are very high. Because of the 

inconveniences due to present unfavorable se rvice and working conditions, both insti tutions 

may loose large number of staff within two years. Moreover, the study revea ls that majority 

of the respondents are first-degree ho lders and have less than 2 years work experience in 

higher educational institutions. This implies that most of the instructors are not quali fi ed 

enough and therefore the quality of education is affec ted. Nevertheless, with respect to the 

nature of job, the data reveals that instructors have no dissati sfaction . 

• Findings of the study show that despite many of instructors are fresh graduates assigned to 

these institutions with little or no experi ence, the institutions ' efforts in taking remedial 

actions are not found encouraging. Therefore, the instructors in both institutions are 

experi encing deterioration of standards of teaching which greatly affect their satisfacti on in 

their jobs . 

• Awareness about promotion, rules and regulations and the instructors' expectations of 

promotion and advancement opportunities in return for their job performance are found to 

be poor or unsati sfying. Thus, in the absence of such kind of expectations toward upward 

movement, obvious ly, instructors could end up with less job satisfaction, which in turn 

would end up in their turnover from the institutions. Moreover, efforts made by both 
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institutions to use performance evaluation in tackling the problem of instructors were found 

poor. 

• The poor communication system practiced in the institutions may result in instructo rs ' job 

di ssat isfact ion a nd the ir decisions to resign from the institutions. This cond ition could 

finall y create obs tacles for the success ful accompli shment of the missions of higher 

educat ion expans ion designed by gove rnment in general and quali ty o f ed ucation del ivered 

by both instituti ons in particular. 

• The existing admini strat ive system in both institutions does no t allow them to take part in 

the academic governance and quality circles that will make them fee l impo rtant and get job 

sati sfaction. 

• The curre ntl y used mechanisms for staff attraction and retention inc luding incentives 

packages, recognit ion and reward system are poor. Given the better incent ives and working 

conditions in other organi zations, only a few staff will prefer to stay unde r such condi tions 

in these institutions. Thus, unless urgent actions are taken, the conditions wi ll further 

weaken the commitment and loyalty of the instructors to discharge the ir profess ional 

respons ibilities to the institutions. 

• Overall sati sfac ti on of instructors In both institutions is very poor. Almost every body 

asserting that they are dissatisfied with current working conditions , trai ning, benefit 

packages offered and currently practiced administrative system of the ir institutions. 

4.3 Recommendations 

The findings indicate that instructors' job satisfaction level in DD and JJ uni vers iti es is low. 

Low job satisfaction results in low morale and finally in job quittance . Given the resource 

constraints Ethiopia faces, it is not possible to improve the situation immed iately at one time 

and enhance the satisfaction level of instructors. However, the fo llowing recommendations may 

be considered as the possib le so lutions to improve instructors' job sati sfac tion status in Dire­

Dawa and JigJiga Un ive rsities : 

1. Improvin g the Working Conditions 

A conducive work environment is one of the very important factors for instructors to 

discharge effective ly and satisfactorily their professional duties and responsib ilities. 

However, the study shows that in both universities classrooms and offices are overcrowded, 

there are no sufficient and adequate reference materials, office furniture, and technical 
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support from administrative staff provided to instructors. To Improve the situations the 

following poin ts are recommended: 

• The uni vers ities have to a lign the necessary budget to fulfi ll those urgent ly required 

facilities li ke reference mate ria ls and office furniture, etc. 

• Both institutions have to hire experienced admin istrative staff and provide them the 

necessary traini ng in line \Vith civi l service reform to improve their tec hnical support to 

instructors. 

• The institu tions have to find ways to link with the donors (both internal and external) to 

acquire reference mater ials and other needed resources. 

2. Management of O ri entation and Training Programs 

• Instructors need to go through orientation upon first assignments; expe ri ence and skill 

should be transferred from leaders through planned, well -organized, and con tinuous 

manner. 

• Since most of the instructors do not go through pedagogy, the necessary tra ining programs 

have to be so des igned and de li vered to instructors as to upgrade their sk ills and 

knowledge toward the profess ion. 

• To update instructo rs with the changing situations continuous discussions in the form of 

workshops, sem inars and panel discuss ions have to be plmmed and de li vered for 

instructors. 

• Both MoE and hi gher education officials of the institutions should create a cooperation 

dialogue with internal and external institutions to search scholarship opportunities and 

strengthen institutional capacity of both universities. 

3. Improving the Benefit Packages and Reward systems 

Recently the government has increased the salary of academic staff in higher education. 

However, given the ri sing li ving costs in the country the improved salaries do not totally 

so lve the economic and financial problems of the instructors in these higher educational 

institutions. Thus, in thi s regard ; 

• Ways have to be devised through which staff can earn additional income(for instance 

expanding distance and continuing education programs) and the necessary alternative 

benefit packages such as transportation, subsidized cafeteria, desert and hardship 

allowances, etc . 
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• To so lve the problem of house rent for instructors, the management of both institutions 

has to negotiate with Administrators of the Region to acqu ire plots of lands for the 

ins tructors so that they build their own houses and li ve with their famili es around the 

inst itutions. 

4. Strengthening the Personnel Department Facilit ies 

The personnel department plays a significant ro le in the management of employees of higher 

education institutions. Thus, the contribution of effective personnel management department 

is vita l in providing functions like staff attraction. performance evaluation, promotion, 

orientation and training se rvices etc. Therefore, the DD and JJ univers ities are required to 

gl ve ve ry urgent attent ion to building and streng thening Personnel Administration 

Departments which will take care of the academic employees ' probl ems, particularly. 

5. Es tablish Participative Administration 

• The institutions have to place competent and well-expe ri enced persons as deans and 

department heads. 

• Since most of the department heads and deans in these institutions have little work 

experience in supervision; in order to reverse thi s situation there is need to provide them 

sufficient training in human relations as well as communications ski lls to improve their 

supervisory skill s. 

6. Establish T ransparent Performance Evaluation Systems 

• To know the strong and weak side of the instructors the universities have to practice 

transparent and objective performance evaluations systems. 

• In advance instructors are to be informed about the criteria of evaluation and finally the 

outcome of the evaluation soon should be communicated to them. Moreover, ways are to 

be devised to remove the weaknesses of the instructors through short-term training and 

panel discussions, etc. 

7. Management of Promotion and Career Development 

• The necessary information about promotion and career deve lopment processes and 

criteria has to be provided to staff. 

• Instructors are to be informed the university legis lations and working manuals and 

procedures, s.o that unnecessary inconsistencies in prom.oti.on and career development 

practices can be av.oided. 
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In general, the universiti es at Dire- Dawa and JigJiga have to find ways to mobilize fund and 

foster close working relat ionships wi th all stakeholders both inside and outs ide the country. 

These linkages would faci I itate and enhance innovation, create a favorable environment, 

improve management efficiency and provide a number and variety of incen ti ves to inst ructors 

in these institutions and widen the uni ve rsity alumni. In connection to these, staff development 

and retention strategies need to be des igned through participatory di scuss ions with staff 

members and put into implementa ti on with components of periodic follow-u p review as we ll as 

further consultations for improvement by stakeholders in fi.lture . 
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Appendix-A 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

FACULTY OF BUSINESS AND ECONOMICS 

OUESTIONNAIRE 

Instructors' Satisfaction Survey in Dire-Dawa & JigJiga Universities 

Dear Respondent, 

The main aim of thi s questionnaire is to co llect data for a research work titled" Factors that 

determille 'he level of Job sati~fac'ion of Instructors in newly established Higher Educational 

l'ISlitutiolls: The cases of Dire Dawa & JigJiga Universities" which will be used for the 

academic purpose. 

It is inherent (hat the availability of satisfied and committed instructors could bring a profound 

impact on the achievement of goals and objectives of any educational institution. Thus, the 

objective of this study is to identify the major constraints in instructors' job satisfactions and 

suggest the possible solutions to tackle the problems. 

Therefore, your free will and strong cooperation in providing the reliable information is important 

for the success of this research. Moreover, I would like to assure you that all the information that 

you provide in this section will be kept confidential. 

namA you very lIluchfor sparing your precious time infilling lip the 

Questionllaire. 

Muhammedamin Hussen 

March 2008 

Add is Ababa, Ethiopia 

ix 



Gel/eml Information 

I. You don't need to wr i te your name in the questionnaire. 

2. Your participation is vo luntary and there is no penalty if you do not participate. 

3. Put "v"" for the mult ip le choice ques tions or write your response in the space provided. 

4. I promise you that you r responses will not be identified with you persona ll y and will not 

Influence yo ur present or I~lture employment with the Insti tution. 

Nallle of your Institution o Dire-Dawa Uni versity 

o JigJiga University 

I. Demographic Background 

I . Sex 

2. Age 

021- 25 

041-45 

3. Marita l status 

o Male 

o Female 

026- 30 

046-50 

OMarried 
o Single 
o Divorced 
DOther 

031-35 

051-55 

036-40 

o Above 55 

4. Do you have primary responsibility for any of the following? (Please ti ck"v""all that apply) 

o Spouse !Partner 

o Child (ren) 

o Parents 

D Other dependents 

5. What is the highes t degree you have earned? 

o Bachelors 

D Master's 

o Doctorate 
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6. What is your academic rank? 
D Graduate Ass istant I 
D Graduate Ass istant II 
D Assistant Lecturer 
D Lcctu rer 
D Assistant Pro fessor 
D Assoc iate professo r 
D Professor 

7. Total year(s) service in the Higher Educationallnstitution(s) 

D BelolV one year 

D One to tlVO years 

D T hrce to five years 

D Six to ten years 

D Above ten years 

(P lease, specify) _ _ ____________________ _ 

II. The Nature of the wo r l< in the Institution. (The next set of items explores your day· to-day 

activities as a member of this unive rs ity.) 

8. What is the average size of students yo u teach in one class or section? 

D 25 or less 

D 26 to 50 

D 5 1 to 100 

D 10 1 and above 

9. How satisfi ed are you with the number of students you teach? 

D Very sati sfi ed 

D Satis fi ed 

D Neutral 

D Dissatis fied 

D Very dissatisfied 

10. How satisfied are yo u with level of the courses you teach? 

D Very satis fi ed 

D Satis fi ed 

D Neutral 

D Dissatisfi ed 

D Very dissatisfied 
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I I . How satisfied are you with the number of courses yo u teach? 

o Very satisfi ed 

o Sat isfi ed 

o Neutral 

o Dissat isfied 

OVery d issatislied 

ITI. Working C onditions in th e In s titu t io n 

12. How sat isfied are yo u with the physical sctl ings where yo u wo rk (o ffi ce, labs and parking, 

e tc)? 

. 0 Very sat isfied 

o Sati sfi ed 

o Neutral 

o Dissat is fi ed 

o Very dissat is fied 

13. How satisfied are you with resources available to support your work (library, technology and 

ad ministrative services, e tc)? 

o Very satisfied 

o Satisfi ed 

o Neutral 

o Dissatisfied 

OVery dissati sfiecl 

14. Please, indicate your leve l of satis fac ti on \\ ith office furniture and classroom facilities in 

Your Institution by putting a "/ " mark inside the table. 

Choices 

N Level of satisfaction with Office furniture and Class room -;;; Oil " b " " " ;"" 
facilities o " 

~ " " - " ell " 
~ OJ)~ o. t: ~ -< ;z: o. 

" OJ) (/) 0/) '" o '" ~'" 'i' ~ --...~ ~ ~ ~ 

:CO'" M (:!,Q ~U5:O ~ ~ 

The class rooms are adequate to accommodate my 
I 

instructi onal activities 

2 There is adequate office furniture in my office 

, 
There is adequate reference materials in the institution J 

4 
When I faee problems with materials that I have in my 

offi ce, maintenance service can be obtained easi ly 
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15. Please indicate your level of satisfaction with your institut ion work schedule and climatic 

co nd ition putting a "./ " mark inside the table. 

Choices 

Leve l of sat is fa cti 0 11 with work schedul e and climati c '" " '" No Cb -;:; " Oil 
9 " ~ ~o " co ndition " '5 oj " ~ 0 " 00 " .", ~ ~ 

eli " <>: z Cl eli 00 

" '" ~ ~ 
'1""1 on S ~ N ~ ~ 

'0 ~:o ~'" ~ ~ 

I Deadline in my university is reali stic 

2 The class schedules are convenient for me 
, 

The climate is convenient for me 0 

16. Consider your ass igned work load in teaching, advi s ing. and se rvice like committee 

membership. [n comparing yourself with other institut ion yo u know, would you say your 

wo rkload is less than, the same as, or more than theirs? (P lease tick "./"inside the table). 

Choices 

No Workload Significa ntly Somewhat The same So mewhat Significa ntly Don't 

More More Less Less Know 

I Teaching 

2 Advising 

1 Service 

IV. Training and orientation program. 

17. Please indicate by putting a "./" mark inside the table showing the level of satisfaction with 

training and orientation program in your university. 

Choices 

Level of sa tisfaction with Orientation and Training prog ram In '" " '" No 00 -;:; " 00 " ~ ~ 

your Institution c " '5 ell c " 0 ~ oj o " ~ 00 " ~ ~ ~ - " <>: z 0 ci5 ~n 
C/) " 
G;' ~o ~ ~ ~ ~ ~ 

~ '0 ~ ~:.a ~'" ~ 

I 
The university gave orientation to new staff members 

2 
[ have been provided adequate technical training to keep my 

hard ware and software functioning 

, The university provides me on going training to improve my 
0 

Performance 
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Y_ Promotion, Career Development and Evaluation 

18. How you evaluate the promotion and career deve lopment practices of your institution. Please 

indicate by putting a "./" mark inside the table. 

Choi ces 

20 " >-. 
No. Leve l of satisfac tion with pro motion and career developm ent e " 70 ;!J "" ~ 

2 00 oo 
(5 S " " :IJ .!O 0 " " ~ ~ 

:.is " < Z 0 eli co -" - '" - ~ ~ 8 ~ ~ 
V) -;fj :c- 8 ::::-:.0 "-" ~ 

I 
I recei ved adequate orientation through my department 
concerning promotion 

2 
My department has provided me rules/regulations in writing 

1 I know what to-do to be rewarded J 

4 There is good chance for career deve lopment in this 
university 

19. How you evaluate the performance appraisal practices of your Institution. Please indicate by 

putting a "./" mark inside the tab le. 

Choices 

-
>-. " >-. 

No_ Performan ce Appraisa l Management on " on " 
;:: ~ 

oo 00 
oo " 0 ~ => '" o " l= 00 " 

~ 
~ ~ 

U1 " -< Z 0 - 00 

" U1 '" ~ ~ ~ ~ 2 ~ ~ 
V} :0 :c- 8 ~:o .......,,:';l 

I My department has provided me in writing evaluation 
criteria 
Performance evalua tion criteria which is being used by 

2 thi s uni versi ty can accurately measures my 
competence 

3 The university rewards special performances 

4 
Evaluation resul t is communicated to me timely 

5 The management of this university help Instructors to 
improve the ir weakness after evaluation 
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VI. Nature of Supervision and Communicatioll 

20. Please indicate the level of sat is faction with superVISIOn In your Institution by putting a 

"/"mark inside the box. 

Choices 

,., " ,., 
No. 0'0 "§ " en Nature of Supervis ion in your Ins tituti on " 

~ 

" ~ 
cO 

c " " '" 0 
.~ o " ~ cO " a ~) - " -< z 0 '" " " -- to ~ 

~ S ~ ~ 

~'" Q ::::.0 

1 My supervisor handles my work related issues 
satisfactori ly 
My supervisor is fair in course al locat ion 

2 

My supervisor understands me in a ll problems and , 
helps me to over come J 

4 My supervisor asks me fo r my input to help make 
decisions 

2 1. Please indicate the leve l of your satisfaction with Communication and Interpers'onal Relati ons 

in your Institution by putting a "/,, mark inside the box. 

Choices 

, 
~ " ,., 

No. <;; " on OJ) 

" ;'0 Nature of com municat ion in you r Institution " 
~ 

" " " '5 '" 0 ~ 

.~ o " ~ ell " !:; ~ - " -< Z 0 '" " '" " ~ ~ 

~ 
~ ~ ~ ~ 

V1 eo M N ':::'-:0 ~'" ~ ~ )-' 

My supervisor urgently communicates to the 
1 higher officia ls and find so lution to problems that 

face staff in the department 

2 The academic staff members' opinion is refl ected 
in po licies governing the academic environment 
I have access to sufficient teaching and research 

3 
assistants to enable me to perform my 
professional responsibilities 

4 There is good cooperation amo ng Instructors in 
the Institution 
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VII. Governance and Administration issues. 

22. I received adequate techni ca l support from supporting staff 

o Strongly agree 

o Agree 

o Neutra l 

o Disagree 

o Strongl y di sagree 

23. Please indicate the leve l o f sa ti sfaction with your Institution governance ad mini stra ti on 

systems by putting a "v"'''mark inside the table. 

C hoi ces 

No '" " .?:-Level of sa t is facti 011 with Admin istrat ion issues in the Institution CD '" " " ~ 00 
c " 

~ 

c " 0 ~ S '" o '" ~ eo " .~ 
~~ - " <t: ;z: 0 

(/J " '" ~ ~ ~ ~ 

E ~ ~ 

'" 00 .,. 
~ :::' :.0 ~'" ~ 

1 
The management of this university equally treats all 

instructors ' 

2 
The staffs receive appropriate information about the 

agenda/actions of the senate council and its committees 

3 
The staff has an appropriate level of influence over the 

selection of department head! Chairman 

The staff opinions are inc luded in the evaluation of their 
4 

dean 

5 
There is a formal mechanism for staff to express views on 

their Department Heads 

The management of this institution are sensitive to 

6 differences in work loads and expectations assoc iated with 

differences in work loads 
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VIII. Benefits package 

24 . Tak ing a ll aspects, a re you sati sfi ed with compensation. benefits and incenti ves offered by 

your un iversity? 

DYes 

25 . The fo llowing are a series of statements related to benefit packages. P lease indicate the leve l 

of satisfaction by putting a " /" mark ins ide the table . 

Choices 

Leve l or sa tisraction with benefits pacl.:nge pro v id ed by 
Z. " :>, 

the Institution <U on ,n <U 2 ~ 

No 2 co 
" <U 

<U 

" " ~ g ~ ell ~ .~ 
cii <U -< ;z: 0 </J 00 <U 

" ~ ~ ~ ~ ~ ~ ~ 'n 01) .". ,~ N ~:.o ~ " ~ ~ ~ 

• Transportation allowance , 
2 Ed ucational (Scholarshi p) opportuni ties 
0 Desert allowance J 

4 Cafeteria service 
5 Earn additional money 

6 Amount of vacation 
7 Sick leaves 
g An nual leave 

9 House allowance 
10 Education opportunities for family members 
II Internet services 
12 Land for House construction 

13. If any other (P lease specify .) 

26. A ll things considered, how satisfied are yo u w ith your Inst itut ion as a place to work? 

o Very satisfi ed 

o Satisfied 

o Neutral 

o Dissatisfied 

o Very dissatisfied 
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27. How sa ti sfied are yo u with how well you "fit" (e.g. , your scnse of belongi ng, your comfort 

Lcvel) in your Institution? 

D Very satisfi ed 

D Sat isfied 

D Neutral 

D Dissatisfied 

D Very dissatisfied 

28 . Are you planning to stay in this university until retirement? 

DYes DNo 

29. If you were seeking another position based on your expe ri ence. where wou ld be most likely to 

find it? Please tick " /"one number inside the box. 

D At this university 

D In another academic institution 

D In self- employment 

D In the private sector Institution 

D In a non - academic public sector 

Other (Please specify) __________________ ____ _ 

30. How many more years (months) are you likely to stay in this univers ity 

after earning your MNMBNMSclPhD, etc? 

D ( I) Less than six moths 

D (2)Less than one year 

D (3)One to two years 

D (4)Three to five years 

D (5)Six to ten years 

D (6)Above ten years 
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3 I . If your answers for Q. no. 30 are 1,2, or 3 please wou ld yo u exp lain why wi ll you leave th is 

un iversity? 

32. Are there any add iti onal comments you wish to add to improve your satisfaction? 

Thank you very mllcll for completillg this Questiollllaire 
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Appen dix-B 

IN TERVIEW QUESTIONS 

To: Ulliversi(v I';/allagelll ellt 

I. W hat opportunities are there for Instructors to do research, ava il opportunities fo r scholarships 

ancl short-term tra ining for teaching skill improvement, ancl participation in sem inars and 

workshops, e tc? 

2. What are the incentives yo u offer to the Instructo rs of your Uni versity? 

3. What is the maximum teaching load that an Instru ctor is expected to shoulder? 

4. How is the performance eva luat ion managed in your Institution? What are the opinions of 

Instructors on the crite ri a of perfo rmance evaluation? 

5. How do you assess the promotion ancl career development prospects of the Instructors of you r 

University? 
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University Board I 
Appendix-C 

I Mayor of Oirc-Oawa I 
President of Haramaya 
University 

Capac ity Building 
Oeput\ 1\;layor o f' Dire-
Oawa 

Bureau Head(OO) 

Ac ting President of 
Education Bureau Oire- Oawa University 
Head (~O) 

President of Bil al 
Hospita l 

Dire-Dawa University Acting Pres ident 

Technica l Advisor to the 
President / University Anti-Corruption and Ethical 

Strategy and Policy Advisor office 

Planning Office ' 

I I 
Administrati ve and Deve lopment Academic and Research Vice 
Vice Pres ident (ADVP) President (A VRP) 
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Adm ini strative Services, and Staff - DireDawa Universi ty 2000 Eth .C 

Admini strative and 
Deve lopment Vice 

Pres ident 

I 

I I 
Hu man 

Stucient Finance Resource and Cost Shari ng & 
Services Dept property Mgt Income 

Dept" Generation 
Office 

Human Property 
Idem Ass!. Dcan for Budget Resources Admini stration and 
"Vices - Female f- Monitoring and Record General Services" 

Students and r-- Offices" 
Preparation 
Omce" 

ft!teria Dormitory r-- Human Property General 
-vices Services Resource Adm inistratio Services Head 

t--- Accounting secti on" n 
~ lind Paymen t 

Omce" 

- Records Purchasing Printing & Techn ical 
Inselin Gender Section Dept. •• Duplicati on Service 
::rvices r- oniee · Ce nter" Provision 

Un ivers ity Transportal JanilOrial and 

* Indicates Future Establishment Before academic materi al ion Messcll!!cr 

slore·· Services · • serv ices 
Year 2001 Eth .C 

~ 
** Indicates the University is hoping to fill the 
position 
This Organ gram was developed in January 2008 and represents the DDU 

Security structure and staff for the academic year 2000 Eth.C 
Laborer .. Gardening 
DeptH 
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Academ ic and 
Research vice Library 

Academic Registrar' s Office n 
ProQram Officer Pres iden t (A VRP) 

I I 

Natural Sci~nc~s and Facull} of sncial SCICllCCS Focliityof 
Faculty of Business and Faculty of Technology Mathl.:lllinics <I1ll11"lIlgLl:L:;C:' L.aw'" 
Economics 

Marketing and 1-1-- Econom ics r- H I:nglisll I Sales Mgt Che mistry I\l1lhari( f- Extension 
Program 

Computer science 

Banking and 

~ 
Geography 

Accounting and I-- &Enviwnl1lcnlal 
MHistOry Finance Insurance Biology 

Studies I-

~ Extension Civil Engineering· H Ousiness Management I Program 
Purchasing and 

~ I-M Psychology supply Mgt Physics Political Science 
Electrical Engineering· 

Summer 

Prnor:111l* 
Public Tourism and Hotel I--
Administration management· 

~ Anthropology· Civics and 
and Dcvcloomcnt Mathematics 

Ethical Oislanc\,,! 
Survey Technology · Education· Program'" 

Sccretarial sc icncc· 
I 

Managemt!n l 
In format ion 

PhysLcal loumalisrn and EducatLon PlannLng 
Education communicatLons ' and Mgmt4 

I-- t--- I- Higher 
Diploma 

*Indicates Plans for establishment or appointment of staff -
before academic year 2000 Eth.C 

~ ~W 1\1:\11 Orol11o' This Organ gram was dl.:vdopl.:d in January 2008 ,md reprl.:ScLlts the DDU slructure ,Uld swl1' Stat istics· S(lcio logy ' 
for the academic year 2000 Eth .C 4 Pedagogical 

XX III 



Student Evaluation of Instructor 

Dire Dawa University 

Instructor Name: 

Appendix- D 

:oursc Title: ____ _ ________ ~ _Cou rse Code: ______ Academic Year: _ _ ___ Semester : I II 

:>!ease c ircle the appropriate answer for yoursel f. 

,ex: male female Year: r II '" Department: ________________ _ 

For the following questions please giue your honestjeedback regarding the course instructor. Your feedback is extremely 

important and wi II be taken seriously. Your identity will remain confidential. 

rhe options for feedback on this section mcl ude a range from 

Strongly Disagree' to 'Strongly Agree' (II'''?'' )It.\Oor/(J']'jU 

l(Il?\) i ll'lo'Jo1ltW -). Please mark the appropria te circle according 

o you r experiences with this instructor 

The instructor started class on the first d ay of the semester class schedule. 

The instruclOr gave a complete course o Ll tltne a t the beginning of the course. 

The instru ctor informed students of the evalua tion p rocess. 

The instructor does n ot show bias in student evaluations . 

The instructor covered all topics that were presented in the original course outline . 

The instructor covered all topics relevant to th e midterm, assignments, etc. 

The instructor shows interest in teaching th e course. 

The instructor considers student learning differences while teaching. 

The instructor is knowledgeable about the subject matter. 

o. The instructor provided additional and tutorial sessions as needed. 

he options for feedback on this section include a range from 

Never' to 'Always' (?U,?U 'lJb ht.\{}O?O'I?O_ U-('\1.tl.j. Please make the 

ppropriate circle according to your e xperie nces with this instructor. 

1. The instructor is present for all class sessions or provides a make-up class. 

2. The instructor is punctual for class sessions. 

3. The instructor is well prepared and organized for class sessions. 

l. The instructor covers course topics in a time ly fashion . 

5. The instructor delivers the subject matter clearly. 

5. The instructor speaks loudly and clearly enough for students to understand. 

7. The instructor is able to answer student question. 

~ . The instructor is open and receptive to student comments and criticisms. 

J. The instructor attempts to relate the course to practical and realistic conditions. 

). The instructor uses appropriate instructional teaChing aids. 

t. The instructor gives exercises, assignments , and/or term papers. 
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:'he options for feedback on this sec tion include a range from 

, Never' to 'Always' (9u 19" 1.1. ht:\~'''I"'19U_ U·NUl.) . Please make the 

appropriate circle according to your experiences with this instructor . 

~2 . The instruc tor assign s homework that furthers the understanding of the mate rial . 

~3. The instructor returns assignments with answers anei / or usefu l feedback. 

!4 . The instructor is a vaila ble du ring their consu ltation 

!S. The instructor is willing to assist students who ask for adcliuonal help . 

!6. The instructor is disciplined and a role model 

!7 . The instrLlc tor m aintains a professional rclatlonshlp wIlh all of thelT students. 

!8. The in structor is free fro m d iscrimina tion s based on cth nicity . 

:9 . The instructor is free from cliscriminauon based on religion . 

W. The instructor is free from discrimination based on gender. 

, 
~ 
'"' s.. 
~ 

~ , 
~ 

l: s.. 
" t; '" > < z 
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Overall rate the qua lity of this instructor as; 
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Vhat are the strengths of the instructor? What should the instructor be s ure to repeat for futu re courses? 

;uggest points or areas where the instructor could improve: 

'lease give a ny additional feedback: 

THANK YOU! 

:f you would like to speak with som eon e confiden tially regard ing this ins tructor, please contact the Academic 

progra m officer Ato Melaku Masresh a or the Assista n t Dean for Female Studen ts WIn Meseret Desalegne. 
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Appendix-E 

EXISTI NG AND PLANNED FACULTIES WITH RESPECTIVE DEPARTMENTS (OOU) 

) Depart ments 
Faculty Na me 

Existing Planned up to 2001 
1 

Accounti ng & Finance Secretarial Science and Office 
Management 

Banking and Insurance Hydrol ic Engineeri ng 
Business Management Electrical Engineering 

Busincss and Economics Manufacturing Enainee rino 

[conol11 ics Marketing and Sales Management Arch itec ture Engineering 
Purchasing and Supply Managemcnt Construction Technology and 

Management 
Public Administration and Deve lopment Textile Enginee ring 
Management 
Amharic Computer Hardware Engineering 

English Chemical Engineering 

Hi story and Civics Surveying Technology 

Soc ial Sc ience and Geography and Environmental stuciy Drafti ng techno logy 

Language 
Political Science and Internat ional Relati ons Archeology 

Psycho logy Civics and Ethica l Education 

Bio lo'Sy Anthropology 
Chem istry Journalism and Communication 

Natu ral Sc ience and Mathematics Tourism and Hotel Manaaement 
Mathematics Physics Geo logy 

Sport and Physical Education Statistics 
Computer Science and Information Law 

Technology Technology 

Source: Acade mic program Officer ofDDU 
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EXISTING AND PLANNED FACULTIES WITH RESPECTIVE DEPARTMENTS (JJU) 

S Departments 
I Facu lty Name 
1 

Existing Planned up to 2003 

Econom ics 
Accounling 

I Bus iness and Economics :vlarkelin" Manaoement 
Procurement and Management Suppl y 
Bank ing and Insurance 
Vlanagement 

~ Appl ied Natural Sciences 
.-\pplied Mathematics 
."-ppl ied Computer Science Computer Sc ience and IT 

l Appl ied Sciences 
Geooraphy and Environmenta l studies Drafting /surveyin o 

Socio logy Construction Building 
Bio lo,;y Electronic / Communication 
Physics 
vlathema tics 
Chem istry Po li tica l sc ience and 

International relations 
I Education History Civics 

Geography and Environmental studies Psychology 
Eng lis h and Foreign Languages Journali sm and 

communication 
Eth iopian Languages and Literature Somal i Language and 

Literature 

Health Science 
Hea lth Officer Env ironmental Health 
Nurs ing Laboratory Technology 

Veterinary Medicine Veterinary Medici ne 
Law Law 

Source: Academic program Orticer of JJU 
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Appendix-F 

Instructors' views toward Incentives offered by their Institutions 

Items Characteri s tics 
DDU JJU Total 

No % No % No % 
I .Transportation a llowance Stfon,giy sa tisfied 2 2 .8 1 1.7 3 2.3 

Satisfied 8 11.3 10 16.9 18 13.8 
Neutral 10 14.1 9 15.3 19 J-l .6 
Dissatisfied 

" 
19.7 17 28.8 3 1 23.8 

Slre. dissatisfied 37 52.1 22 37.3 59 45 .4 

Total 71 100% 59 100% 130 100% 

2.Descrt allowance Strongly satis fied 1 1.7 I .8 
Satisfied I 1.4 1 1.7 2 1.5 
Neutral 2 2.8 1 1.7 3 2.3 
D issatisfied 5 7.0 4 6 .8 9 6.9 
S lro. dissatisfied 63 88.7 52 88.1 11 5 88.5 

Total 7 1 100% 59 100% 13 0 100% 

3. cafeteria service Strongly satisfied - 1 1.7 1 .8 
Satisfied 1 1.4 3 5. 1 • 3.1 
Neutral 2 2.8 3 5. 1 5 3.8 
Dissatisfied 5 7.0 7 11. 9 12 9 .2 
Slro. dis satisfied 63 88.7 45 76.3 108 83. 1 

Total 71 100% 59 100% 130 100% 

4. Earn additional money Strongly satisfied I 1.4 - 1 .8 

Satisfied 1 1.4 9 15.3 10 7.7 
Neutral 5 7.0 5 8.5 10 7.7 
Dissatisfied 8 11.3 7 11.9 15 11.5 
Strongly 

56 78.9 38 6 4.4 94 72 .3 
dissatisfied 
Total 71 100% 59 100% 130 100% 

5. Amount or vacation Strongly satisfied 1 1.4 1 1. 7 2 1.5 
Satisfied 3 4.2 6 10.2 9 6.9 
Neutral 16 22.5 9 15. 3 25 19.2 
Dissatisfied 13 18.3 13 22.0 26 20.0 
Stre. dissatisfied 38 53.5 30 50.8 68 52.3 
Total 71 100% 59 100% 130 100% 

6 . Sick leave StroQgly satisfied 5 7.0 5 3 .8 
Satisfied 8 11.3 6 10.2 14 10.8 
Neutral 32 45.1 2 1 35.6 53 40.8 
Dissatisfied 7 9 .9 7 11.9 14 10.8 
Stro. dissatisfied 19 26.8 25 42.4 44 33.8 

Total 71 100% 59 100% 130 100% 

7.Annual leave Strongly satisfied 4 5.6 3 5. 1 7 5.4 
Satisfied 5 7.0 4 6 .8 9 6.9 
Neutral 26 36.6 15 25.4 41 31.5 
Dissatisfied 6 8.5 10 16.9 16 12.3 
Srro. dissatisfied 30 42.3 27 45.8 57 43.8 
Total 7 1 100% 59 100% 130 100% 
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8. House allowance Strongly satisfied 33 46.5 15 25.4 48 36.9 
Satisfied 23 32.4 13 22.0 36 27.7 

Neutral 3 4.2 7 11.9 10 7.7 
Dissatisfied 3 4.2 5 8.S 8 6.2 
Strongly 

9 12 .7 19 32.2 28 21.5 
dissatisfied 
Tot al 71 100% 59 100% 130 100% 

9 . Edu cat ional opportunities Strongly satis fied 2 3.4 2 1.5 
for family members Sati sfied 1 1.4 3 5.1 4 3.1 

Neutral 11 15.5 12 20.3 23 17.7 
Dissatisfied 6 8.5 4 6 .8 10 7.7 
S trongly 

53 7 .. L6 38 64.4 91 70.0 dissatisfied 
Total 71 100% 59 100% 130 100% 

I O.lnternet services S trongly satisfied 1 1.4 1 .8 
Satisfied 1 1.4 1 1.7 2 1.5 , Neutral 5 7.0 3 5.1 8 6.2 

, Dissatisfied 7 9 .9 6 10.2 13 10.0 
Strongly 

57 80.3 49 83.1 106 81.5 
dissatisfied 
Total 71 100% 59 100 % 130 100% 

I 1. Land fo r house Strongly satisfied 1 1.4 2 3 .4 3 2.3 
construction Sat isfied 4 5.6 4 6.8 8 6 .2 

Neutral 8 11 .3 10 16.9 18 13.8 
Dissati sfied 6 8.5 3 5.1 9 6.9 
Strongly 52 73.2 40 67.8 92 70.8 
dissatis fied 
Total 7 1 100% 59 10 0 % 130 100% 

12.SchoiarshipOpPoftunities Strongly satisfied 2 2.8 1 1.7 3 2.3 
Satisfied 7 9.9 9 15.3 16 12.3 
Neutral 10 14.1 9 15.3 19 14.6 
Dissatisfied 14 19.7 18 30.5 32 24.6 
Strongly 38 53.5 22 37.3 60 46.2 dissatisfied 
To tal 71 100% 59 100% 130 10 0% 
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