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Abstract 

Exploring factors of job satisfaction and dissatisfaction of 

teachers of private university college located in Addis Ababa was 

the purpose of this study. Data were collected through Job 

Satisfaction Survey involving 48 permanent teachers of Admas , 

Royal and Saint Mary University Colleges . This study obtained 

that pay , promotion , contingent rewards and fringe benefits were 

found to be source of job dissatisfaction whereas supervisions , 

co-workers relationships , nature of work , operating procedures 

and communications were sources of job satisfaction. A due 

attention should be given by college administrators to increase 

their teachers ' job satisfaction through offering comparab l e and 

attractive salary , fringe benefits , contingent rewards and 

opportunities for growth and development. 
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Chapter One 

Introduction 

1.1. Introduction to the study 

There is no dispute over the decisive ro le that education is playing in the economic, social , 

cultural and technological achievements of to day' s world. To state it more prec isely, education is 

the key for development. 

Teachers are the ones who directly affect student achievement, mediate student encounter with 

content, control classroom activities most directly related to learning; in the absence of them even 

technology-based-innovations have little success of working (Chapman, Snyder, & Burchfield 

1993). Hence, teachers are the ones who playa central role in the educative process through 

implementing the purposefully designed curriculum to achieve the desired national educational 

goals. Successful implementation of the curriculum, however, depends to a large extent, on 

favorable working conditions that bolster teachers' job satisfaction, career commitment and 

intention to remain in the profession. 

Significantly, job satisfaction is very essential to the continuing growth of educational systems 

around the world and they rank alongside professional knowledge and sk ill s, co re competencies. 

educational resources as we ll as strategies, in genuinely determining educational SLic cess and 

performance. 

It is clear that research on job satisfaction emerged with investigat ion of job sati sfaction in the 

fi eld of industry and business administration with a special emphasis being laid on the working 



classes. Later on, many researchers are giving due attention to job satisfaction in the field of 

education with more concelllration being placed on the teaching sector. 

In hinge sight, over the last several years, the declining society 's respect for teachers and their 

work seems to have gradually eroded their soc ial status. A number of studies show that teachers' 

generally view their profess ion as offering them low social status and prestige compared to other 

professions (Habte 1967; Mengesha 197 1; Lemma 1995; Haile 1999). Teaching ca ree r in 

Ethiopia had enjoyed relati vely high status and prestige (Semela & Admassu 200 I). However. at 

the moment there is some evidence to confirm that a teaching career is accorded low status in 

Ethiopia. There are two vivid reasons to justify thi s point. First, as a result of the dec line in publ ic 

respect for teachers' some manifestations of the positive images for teaching career gradually 

disappeared. This can be partly verified from a typical case observed by Semela & Admass u 

(2001). Second, more than ever, secondary school leavers and co llege candidates seem to show 

little interest to join the profess ion. Thus, most yo ung people do not aspire to take up teaching as 

their future career. A survey study (Teferra M. et aI. 1985) attempted to assess the degree to 

which secondary school students want to join a teacher education college, found that very few of 

them expressed interest. While on the contrary, the overwhelming majority of the respondents 

indicated a career plan outside teaching. 

(Source: l.vww.kaad.de/Boerse/Projekte/Tesfaye.htm: Accessed on May 23 , 20(8) 
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1.2. Significance of the study 

This study will have the following benefits: 

... Help the researcher to acquire knowledge as to how to assess job sati sfaction . 

.. The findings of thi s research paper wi ll help the institutions under stud y and other similar 

institutions to understand the level of their teachers' job sat isfaction and to take any 

necessary action thereof. 

.. Can be used as a reference material to those researchers who are interested to purse their 

research on this area. 

1.3. Statement of Research Problem 

Given the diverse ex isting literature related to teachers' job satisfact ion, thi s study will be 

undertaken to gain a better understanding of the levels of job sati sfaction of teachers as will be 

measured by Job Sati sfaction Survey developed by Paul Spector. Three pri vate uni versity 

colleges (Admas Univers ity College, Saint Mary Univers ity College and Royal Uni versity 

College) are used in this study to investigate the teachers' job sati sfaction . 

[t is believed that for the successful ex istence and operation of the university colleges, teachers' 

job sati sfaction is primary requirement. The administrators of the uni ve rsity co ll eges accuse the 

teachers of negligence, laziness, purposeful overtiredness, and lack of dedication and eagerness 

to work. They further argue that teachers' level of efficiency and effecti veness does not 

necess itate the constant request for salary increase, incentives and better working condi tions. 

While teachers on their part argue that the ex isting salary structure. benefits and working 
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conditions do not sati sfy their bas ic needs as such and fee l that they are not moti vated enough 

and have enhanced working conditions. They further believe that nepoti sm and intimacy play 

major ro les toward acknowledgment of ones work evidenced through giving more overtime 

work, promotion, salary increment and the likes . The teachers ' argument is in li ne with Adams· 

equity theory of motivation. Adams' Equi ty Theory call s for a fair balance to be struck between 

employees ' inputs (e.g. , hard work, skill levels, to lerance, and enthusiasm) and employees · 

outputs (e .g., salary, benefits, and intangibles such as recognition). According to the theory 's 

finding, a fair balance serves to ensure a strong and productive relationship with the employees. 

with the overall result being satisfied , thus moti vated employees. The theory is bui lt-on the belie f 

that employees become de-motivated, both in relation to the ir job and their employer. if they fee l 

as though their inputs are greater than the outputs. Employees can be expected to respond to thi s 

in different ways, including de-motivation (generall y to the ex tent the employee percei ves the 

disparity between the inputs and the outputs exi st), reduced effort. becoming di sgruntled . or. In 

more extreme cases, perhaps even disruptive. 

( 

".--. ". 
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1.4. Purpose and Objective of the study 

This study focuses on exploring the factors that might affect the job satisfac ti on of teachers or 

private university colleges. Exploration in thi s paper will provide in depth understanding of the 

critical facto rs contributing to job sati sfaction or dissati sfaction of teachers of three selected 

private academic institutions located in Addis Ababa. 

The researcher will undertake thi s research based on the fo llowing objecti ves: 

.;. To find out the impact of 9 Paul Spector's dimensions of job satisfaction on the level of 

job satisfaction . 

• ;. Investigate the current levels of job sati sfaction of teachers 

.;. Investigate if there is a difference in the levels of job sati sfaction of the three uni versity 

college teachers . 

• ;. To recommend some measures that wi ll enhance the job satisfaction of teachers by 

identifying the areas of sati sfactions and dissati sfaction s. 

1.5. Research Questions 

It would be appropriate to frame relevant research questions for determining the general direction 

of research efforts. The research questions addressed in thi s particular stud y were detlned as 

fo llows. 

1. To what extent does each of the 9 facets of job satisfaction (pay, promot ion. supervision. 

fri nge benefits, contingent rewards, operating procedures, coworkers, nature of work. and 

communication) affect the overall job satisfaction of teachers? 
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2. Which factors/dimensions are most important to teachers' job sati sfaction 0 

3. Are there significant differences on the levels of j ob satisfaction among teachers of 

selected private academic institutions? 

1.6. Scope of the study 

The study was aimed to assess job satisfaction of permanent teachers who are working in private 

university co ll eges found in Addis Ababa. The study only covered three private uni versity 

co lleges selected on the basis of easy access to the subjects of the study and thei r percei\cd 

public acceptances. To thi s effect the study was confined only to Admas University Co ll ege. 

Royal Uni versity College, and Saint Mary University College teachers. Only accounting 

depaJ1ment and management department instructors were included in thi s study. 
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Chapter Two 

Literature Review 

In thi s chapter, the literature and theoretical framework related to the purposes of thi s study is 

provided. 

2.1. Meaning of Job Satisfaction 

Locke (1976) defined job satisfaction as "a pleasurable or positive emotional state resul ti ng from 

the appraisal of one's job or job experiences". When any job fulfi ll s one 's expectation that is job 

satisfaction. 

Dawis and Lofquist (I 984) defined job sati sfaction as "a pleasurable affective condi tion resulting 

fro m one's appraisal of the way in which the experienced job situation meets one' s needs, va lues, 

and expectations". 

According to Hackman (I 975), if you want X from your work then you are satisfied to the extent 

that it provides you with X. On the other hand the job characteristics model suggests the causes 

of job satisfaction are objective characteristics. 

Basically, job sati sfaction is about liking your job and finding fulfillment in what yo u do. It 

combines an individuals feelings and emotions about their and how their job affects thei r 

personal lives. Paul Spectors defines job sati sfaction as a cluster of eva luati ve feeli ngs about the 

job. He identified 9 facets of job satisfaction. 

1. Pay- amount and fa irness or equity of salary. 

2. Promotion-opportunities and fairness of promotion. 

3. Supervision-fairness and competence at managerial tasks by ones supervisor 

4. Benefits- insurance, vacation, and fringe benefits 
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5. Contingent procedures-sense of respect, recognition and appreciation. 

6. Operating procedure-policies, procedures, rules, and perceived red tape. 

7. Coworkers- perceived competence and pleasantness of ones colleagues. 

8. Nature of work- enjoyment of the actual tasks themselves. 

9. Communication- sharing information with in the organi zation (verball y or in wr iting) 

There is no one definition that sums up job satisfaction but there are many theories on what 

contributes positively or negati vely to those fee lings. Today the class ic theories of Mas low. 

Herzberg, and Vroom on job satisfaction are the basis for much of the modern day stud ies. These 

classic theories have served as a basis for the evolution of job satisfaction research and have 

served as a springboard for research inside and outside the field of education. Because these 

classic theories have transcended into the field of education, from a historical perspective. it is 

important to look at the c lassic theories of job sati sfaction. In their book on theo ri es of job 

satisfaction, Campbell, Dunnettee, Lawler and Weik( 1970) divide the present -day theories of 

job satisfaction into two groups, content theories which give an account of the factors that 

influence job sati sfaction and process theories' that try to give an account of the process by which 

vari ables such as expectations, needs, and values relate to the characteri st ics of the job to produce 

job satisfaction. Maslows Needs hierarchy theory and its development by Herzberg into the Two 

Factor theory of job satisfaction are examples of content theories. Equity. fulfi ll ment and Vrooms 

expectancy theory are examples of process theory . 

2.2. Importance of Job Satisfaction 

Spector (1997) presented three reasons to clarify the importance of job satisfaction. First. 

organizations can be directed by humanitarian values. Based on these va lues they will attempt to 
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treat their employees honorably and with respect. Job sati sfaction assessment can then serve as an 

indicator of the extent to which employees are dealt with effectively. Hi gh levels oj" job 

satisfaction could also be a sign of emotional well ness or mental fitness. Second, organi zations 

can take on a utili tarian position in which employees' behavior would be expected to infl uence 

organizational operations according to the employees' degree of job sat isfaction/di ssati sfaction . 

Job satisfaction can be expressed through positive behaviors and job di ssati sfaction th rough 

negative behaviors. Third , job satisfaction can be an indicator of organizationa l operations. 

Assessment of job satisfacti on might identify various levels of sati sfaction among organi zational 

departments and, therefore, be helpful in pinning down areas in need of improvement. Spector 

(1997) believed that each one of the reasons is va lidation enough of the significance of job 

satisfaction and that the combination of the reasons provides an understandi ng of the focus onjob 

satisfaction. 

2.3. Theoretical Frameworks of Job Satisfaction 

Three theoretical frameworks of job satisfaction can be identified in the literature. 

Framework one is based on content theories of job sati sfaction. Framework two is gro unded in 

process theories of job satisfaction. Framework three is rooted in situational models of job 

satisfaction (Thompson & McNamara, 1997). 

Framework One: Content Theories 

Content theorists assume that fu lfillment of needs and attainment of values can lead 10 job 

sati sfaction (Locke, 1976). Need hierarchy theory and Herzberg's moti vator-hyg iene theory are 

examples of content theories. 
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Maslow's Need Hierarch v Theorv 

According to Maslow's view of individual needs, job sati sfact ion is said to ex ist when the job 

and its environment meet an individual's needs. The hierarchy of needs focuses on five 

categories of needs arranged in ascending order of importance. Physiological, safety, 

belongingness and love are the lower-level needs in the hierarchy. The higher-leve l needs are 

esteem and self-actualization. When one need is sati sfied , another higher-leve l need emerges and 

motivates the person to do something to satisfy it. A sati sfi ed need is no longer a moti vator. 
=-

Whaba and Bridwell (1976) did an extensive review of the research findings on the need 

hierarchy concept. The results of their review indicate that there was no clear evidence showing 

that human needs are classified into five categories, or that these categories are structured in a 

special hierarchy. Even though hardly any research evidence was discovered in support of the 

theory, it enjoys wide acceptance. 

Herzberg's Motivator-Hygiene Theory 

The study of job satisfaction became more sophisticated with the introduction of Herzberg's 

motivator-hyg iene theory. This theory focuses attention upon the work itselfas a principal source 

of job sati sfaction. To Herzberg the concept of job satisfaction has two dimensions. namely 

intrinsic and extrinsic factors. Intrinsic factors are also known as motivators or satisfiers, and 

extrinsic factors as hygienes, dissatifiers, or maintenance facto rs. The moti vators rel ate to job 

content (work itself) and include achievement, recognition, work itself, responsibility and 

advancement. The hygienes relate to job context (work environment) and involve. for example. 

company policy and admi nistration , supervision, salary, interpersonal relations. and working 

conditions. Motivators are related to job sati sfaction when present but not to di ssati sfact ion when 

10 



absent. Hygienes are associated with job dissatisfaction when absent but not with satisfaction 

when present. Before the emergence of the motivator-hygiene theory, only single sca les had been 

used to measure job satisfaction . Scores on the high end of the scale refl ected high levels of job 

sati sfaction, whereas scores on the low end represented high dissatisfaction. Research based on 

the motivator-hygiene theory should apply different scales for job sati sfaction and di ssati sfaction 

because the oppos ite of job satisfaction is no job sati sfact ion and the opposi te of job 

dissatisfaction is no job di ssati sfaction. 

Framework Two: Process Theories 

Process theorists assume that job satisfaction can be explained by investigating the interaction of 

variables such as expectancies, values, and needs (Gruneberg, 1979). Vroom's expectancy theory 

and Adams' equity theory are representative of the second framework . 

Vroom's Expectancv Tlleory 

Vroom 's expectancy theory suggests that people not onl y are driven by needs but also make 

choices about what they will or will not do. The theory proposes that individuals make wo rk ­

related decisions on the bas is of their perceived abilities to perfo rm tasks and rece ive rewards. 

Vroom established an equation with three variables to explai n th is decision process. The three 

variables are expectancy, instrumentality, and valence. Expectancy is the degree of confidence a 

person has in his or her abi lity to perform a task successfull y. Instrumentali ty is the degree of 

confidence a person has that if the task is perfo rmed successfu ll y. he or she will be rewarded 

appropriately. Valence is the value a person places on expected rewards. 
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Expectancy, instrumentali ty, and valence are given probabi li ty values. Because the model is 

multiplicative, all three variables must have high positive values to imply motivated performance 

choices. If any of the variables approaches zero, the probabi lity of moti vated perfor mance also 

approaches zero. When al l three values are high, moti vation to perform is also high. Vroom's 

expectancy theory suggests that both situational and personality variables produce job 

sati sfaction. 

Adams ' Equity Tlleory 

The primary research on equity theory was done by Adams. Equity theory proposes that wo rkers 

compare their own outcome/input ratio (the ratio of the outcomes they receive from thei r jobs and 

from the organization to the inputs they contribute) to the o utcome/ input ratio of another person. 

Adams called thi s other person "referent. " The refe rent is simply another worker or group of 

workers perceived to be similar to oneself. Unequal ratios create job dissatisfaction and motivate 

the worker to restore equity. When ratios are equal, workers experience job sat isfaction and are 

motivated to maintain thei r current ratio of outcomes and inputs or rai se the ir inputs if they wa nt 

their outcomes to I11crease. Outcomes include pay, fringe benefits, status, oppo rt un ities fo r 

advancement, job security, and anything e lse that workers des ire and receive from an 

orgrulization. Inputs include spec ial skills, training, education, work experi ence. effo rt on the job. 

ti me, and anything else that workers perceive that they contribute to an organizat ion. ~ 81 ~ ~ 
I I;; 

£' ~< Framework T hree: Situational Models ! ;(: Ii 
. .. " ". "" J • -' .(; ~ . 

~ , .. 
~ • 

Situational theorists assume that the interaction of variab les such as task characteristics. 

organ izational characteri stics, and individua l characteristics influences job sati sfaction. 
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Situatiol1al Occurrences Theorv 

The situational occurrences theory of job satisfaction was proposed by Quarstein. McAfee. and 

Glassman. The two main components of the theory are situational characteristics and situational 

occurrences. Examples of situational characteristics are pay, promotional opportunities, wo rking 

conditions, company policies , and supervision. Indi vidual s tend to eva luate si tuat iona l 

characteristics before they accept a job. Situational occurrences tend to be evaluated after 

accepting a job. Situational occurrences can be positive or negative. Positive occurrences include. 

for example, giving employees some time off because of exceptional work or placing a 

microwave in the work place. Negative occurrences include, for example. confusing email 

messages, rude remarks from coworkers, and copiers, which seem to break down a great deal. 

2.4. Measurement of Job Satisfaction 

Unlike productivity, absenteeism, and turnover, job satisfaction is present only inside an 

individual 's mind and cannot be measured directly. Methods for indirectly measuring job 

satisfaction include observing employees, interviewing them, and asking them to complete a 

questionnaire. Many organizations and researchers favor questionnaires because personal 

observations and interviews are very time consuming (Cherrington, Nyal, & McMullin, 1989). 

Job satisfaction can be measured using single-item, general, or facet measures. 

Sil1gle-Item Job Satisfaction Measure 

A description of a single-item measure has been given. Single-i tem job sati sfact ion measures is 

based on the assumption that job satisfaction is one-dimensional. Evidence points toward an 

overestimation of job satisfaction when the construct is measured using a single-item measure. 
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General Job Satisfaction Measure 

General job satisfaction sca les, like single-item measures, are used to determine the overall leve l 

of job satisfaction. An instrument available to measure overall job satisfact ion 

Facet-Specific Job Satisfaction Measure 

If a study of job satisfaction is conducted to identify areas of dissatisfaction to improve upon 

them, facet-spec ific leve ls of job satisfaction should be assessed. Numerous standardized reliable 

and va lid instruments are avai lable for this type of approach. 

2.5. Job Satisfaction as Criterion Variable 

Originally job satisfaction was studied as a predictor of behaviors such as performance. 

absenteeism, and turnover. More recently the interest has shifted toward identifying factors that 

influence or predict job satisfaction. Personal and work-related characteristics can influell~e jqb '. - .~. 

satisfaction Locke (Locke, 1976; Spector, 1997). 

Personal Characteristics 

Personal characteristics such as age, gender, education and tenure are often incl uded in job 

satisfaction studies to describe the participants and to determine relationships among the 

variab les. Research evidence often shows the presence of relationships between the personal 

characteristics and job satisfaction, but the evidence tends to be mixed. Someti mes positi ve 

relationships are identified and sometimes negative ones for the same variables. 

Age: Mixed evidence exists in the li terature concerning the relationshi p between age and job 

sati sfaction. Herzberg et al. (1957), after an extensive review of job satisfaction literatu re. 

concluded that the association is best described by a U-shaped function. Initiall y sati sfact ion is 
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high , then decreases, and eventually, after hitting a low point, increases aga in with age. Il ul in and 

Smith (1965) indicated that job sati sfaction increases in a positive linear fashion with respect to 

age . As workers grow older, they tend to be more satisfied with their jobs. Older workers have 

lower expectations than younger workers, and they tend to be better adjusted to the work 

situation. Quinn, Staines, and McCullough (1974) claimed that older workers are more sati sfied 

with their work because they move into better work or more desirable positions across their 

careers. 

Iiacqua et a!. (1995) did a study to analyze factors that affect job sati sfaction and dissat isfaction 

of faculty in higher educational institutions. Age was among the factors fo und to affect job 

di ssatisfaction. Younger, less experienced facu lty expressed more job dissatisfaction than 

experi enced tenured faculty. Spector (1997) suggested two reasons why job satisfaction might 

increase with age. One, better benefits such as pension, fo r example, and rewards, pay, for 

example, could increase satisfaction. Two, Spector stated that, " ... people adapt to the job by 

adjusting their expectations to be more realistic, so that they are happier with less as they get 

older". 

Gender: Research investigating the rel ationship between gender and job sati sfaction unco vered 

three possibilities. First, females are more sati sfied than males (i. e., Hoppock. 1935). Second. 

males are more satisfied than females (i. e., Hulin & Smith, 1964; Locke, Fitzpatri ck . & White. 

1983). Third, no difference exists between males and females with respect to job sati sfac tion (i.e .. 

D'Arcy, Syrotuik, & Siddique, 1984; Golding, Resnick, & Crosky, 1983 ; liacqua et a!. . 1995). 

Thompson and McNamara (1997) synthesized job satisfaction research find ings publi shed in the 

first 26 volumes of Educational Administration Quarterly. They reported that neither age nor 

gender was of value in the prediction of job satisfact ion. 

15 



Gruneberg (1979) presented several reasons for the inconsistent resu lts of the investigations 

concerning the relationship between gender and job sati sfact ion. Males and females might 

occupy different job leve ls in the same organization . Their promotion prospects might Va!'). as 

might pay and the level of need satisfaction in the same job. Women might perceive stronger 

social sati sfaction in a position that requires few skills and offers limi ted promotion oppoliunities 

than men do and thus might experience greater job satisfaction than men. 

Education: A review of job satisfaction studies that included education as a vari ab le indicates 

that the relationship between education and job satisfaction can be negative or positive. Carrell 

and Elbert (1974), fo r example, reported negative direct effects of education on job satisfaction. 

They concluded that younger workers, who have a higher leve l of fo rmal education, may be 

dissatisfied with performing the routine tasks required in most jobs. 

Tenure: Gruneberg (1979) already pointed out that the relationships between tenure, defined as 

length of service, and job satisfaction was unclear. It is possible that an increase in job tenure can 

be associated with a decrease in job sati sfaction (DeSanti s & Durst. 1996). It is also possible. as 

evidence provided by Bedeian, Ferri s, and Kacmar (1992) has sho wn. that te nure and joh 

sati sfaction are positively related. 

2.6. Ways to improve job satisfaction 

You've dreamed about an ideal job in which yo u're moti vated, inspired, respected and we ll paid. 

But in reality, you've had to settle for something that fall s a bit shOli of your idea l. Maybe it 

staJied as your dream job and for a time you loved it. But now you find it harder and harder to get 

through the day. 
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Lack of job satisfaction can be a significant source of stress. Reasons why yo u may nOl be 

completely satisfied with your job include: 

Conflict between co-workers 

Conflict with your supervisor 

Not being appropriately paid for what you do 

• Not having the necessary equipment or resources to succeed 

Lack of opportunities for promotion 

• Having little or no say in deci sions that affect you 

• Fear of losing your job through downsizing or outsourcing 

Sometimes it's the job itself that causes di ssatisfaction. Take some time to think abollt what 

motivates and inspires YOll . YOll may even want to work with a career counse lor to complete a 

forma l assessment of YOll interests, skill s and passions. Then explore some strategi es to increase 

your job satisfaction. People tend to approach work from three perspectives. They view work as a 

job, a career or a calling. Usually all three perspectives are important, but one or the other is the 

priority. 

Job. If you approach work as a job, you focus primarily on the financial rewards. In fact , 

the nature of the work may hold little interest for yo u. What's important is the money. If a 

job with more pay comes your way, you' ll likely move on. 

Career. If you approach work as a career, yo u're interested in advancement. You want to 

climb the career ladder as far as possible or be among the most highl y regarded 

professionals in your field. You're motivated by the status , presti ge and power thaI come 

with the job. 
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• Calling. If you approach your job as a calling, you focus on the work itself. You work 

less for the financial gain or career advancement than for the fulfillment the work bri ngs. 

Do you recognize your approach to work? One approach isn't necessaril y better than the others. 

bttt it's helpful to reflect on why you work if yo u're unsatisfied with your job and is ready to 

move on. Do yo u recall what drew yo u to your job? 

Strategies to improve your job satisfaction 

Depending on the underlying cause of your dissatisfaction, there may be several ways to increase 

your job satisfaction. 

Company and administrative policies: An organization's policies can be a great source or 

frustration fo r employees if the policies are unclear or Ulmecessary or if not everyone is required 

to fo llow them. Although employees wi ll never feel a great sense of moti vation or sati sfaction 

due to your policies, you can decrease dissatisfaction in this area by mak ing sure yo ur policies 

are fair and apply equall y to all. Also, make printed copies of yo ur po licies-and-procedures 

manual easily access ible to all members of your staff. If you do not have a written manual. create 

one, soliciting staff input along the way. If you already have a manual, consider updating it 

(again, with staff input). You might also compare you r policies to those of similar practices and 

ask yourself whether particular policies are unreasonably strict or whether some penalties are too 

harsh. 

Supervision: To decrease d issati sfaction in th is area, yo u must begin by making wise deci sions 

when you appoint someone to the role of supervisor. Be aware that good employees do not 

always make good supervisors. The ro le of supervisor is extremely difficu lt. It requ ires 
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leadership ski ll s and the abi lity to treat all employees fairly. You should teach yo ur supervisors to 

use positive feedback whenever possible and should establish a set means of employee evaluation 

and feedback so that no one feels singled out. 

Salary: The old adage "you get what you pay for" tends to be true when it comes to staff 

members. Salary is not a motivator for employees, but they do want to be paid fairl y. I C 

individuals believe they are not compensated well , they will be unhappy working for you. 

Consult salary surveys or even your local help-wanted ads to see whether the salari es and 

benefits you're offering are comparable to those of other offices in yo ur area. In addition, make 

sure yo u have clear policies related to salaries, raises and bonuses. 

Interpersonal relations: Remember that part of the sati sfaction of being employed is the soc ial 

contact it brings; so allow employees a reasonab le amount of time for soc iali zat ion (e.g .. over 

lunch, during breaks, between patients). This wi ll help them develop a sense of camaraderi e and 

teamwork. At the same time, you should crack down on rudeness, inappropriate behavior and 

offensive comments. If an individual conti nues to be di srupti ve. take charge of the situat ion. 

perhaps by dismiss ing him or her from the practi ce. 

Working conditions: The environment in which people work has a tremendous effect on the ir 

level of pride for themselves and for the work they are doing. Do everything you can to keep 

yo ur equipment and facilities up to date . Even a nice chair can make a wo rld of difference to an 

individual's psyche. Also, if possible, avoid overcrowding and allow each employee hi s or her 

own personal space, whether it is a desk, a locker, or even just a drawer. If you've placed your 

employees in close quarters with little or no personal space, don't be surpri sed that there is 

tension among them. 
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Before you move on to the motivators, remember that you cannot neglect the hygiene factors 

discussed above. To do so wou ld be asking for trouble in more than one way. First, your 

employees would be generall y unhappy, and this would be apparent to your patients. Second. 

your hardworking employees, who can find jobs elsewhere, would leave, whi le your mediocre 

employees would stay and compromise your practice's success . So deal with hygiene issues first. 

then move on to the motivators: 

Work itself: Perhaps most imp0l1ant to employee motivation is helping ind ividuals believe that 

the work they are doing is imp0l1ant and that their tasks are meaningful. Emphasize that their 

contributions to the practi ce result in positi ve outcomes and good health care for your patients . 

Share stories of success about how an employee's actions made a real diffe rence in the life o f a 

patient, or in making a process better. Make a big deal out of meaningfu l tasks that may have 

become ordinary, such as new-baby visits. Of course employees may not find all their tasks 

interesting or rewarding, but yo u should show the employee how those tasks are essenti al to the 

overall processes that make the practice succeed. You may find certain tasks that are trul y 

UfU1ecessary and can be eliminated or streamlined, resulting in greater efficiency and sati sfactio n. 

Achievement: Most individuals sincerely want to do a good job. To hel p them, make sure you've 

placed them in positions that use thei r ta lents and are not set up for failu re. Set clear. achievable 

goals and standards for each position, and make sure employees know what those goal s and 

standards are. Individuals should also receive regular, timely feedback on how they are doing and 

should feel they are being adequately challenged in their jobs. Be careful, however. not to 

overload indi viduals with challenges that are too difficult or imposs ible, as that can be 

paralyzing. 
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Recognition: Individuals at all levels of the organization want to be recognized for their 

achievements on the job. Their successes don't have to be monumental before they deserve 

recognition, but your praise should be sincere. If you notice employees doi ng something well. 

take the time to acknowledge thei r good work immediate ly. Publicly thank them fo r handli ng a 

situation particularly well. Write them a kind note of praise. Or give them a bonus, if appropriate. 

You may even want to establi sh a formal recognition program, such as "employee of the month." 

Responsibility: Most surveys show that the greatest source of employee pride and sat isfaction is 

the feeling of accompl ishment that comes fro m having-and exercising-responsibi lity. Yet many 

business owners , consumed by fears of a shrinking bottom line , have turned micromanagement 

into an art form. Unfortunately, few things employers do cause more employee di ssati sfaction. 

Employees will be more motivated to do thei r jobs we ll if they have ownership of their wo rk. 

This requires giving employees enough freedom and power to carry out thei r tasks so that they 

feel they "own" the result. As individuals mature in their jobs, provide oPPol1unities for added 

responsibility. Be careful , however, that you do not simply add more work . Instead, find ways to 

add challenging and meaningful work, perhaps givi ng the employee greater freedom and 

authori ty as well. 

Advancement: Reward loyalty and performance with advancement. If you do not have an open 

position to which to promote a valuable employee, consider giving him or her a new title that 

reflects the level of work he or she has achieved. When feasible, support employees by allowing 

them to pursue further education, which wi ll make them more valuable to your practice and more 

fulfilled professionall y. 

(Source: http ://www.aafp.orgfpm99 1000fm26.htm l: Accessed on May 15. 2008) 
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2.7. Teachers' Job Satisfaction Research 

As per the study conducted by Nwashukwu (2007), teachers were, most motivated by both the 

job context and job content. This study identified that teachers tend to be sati sfied most with the 

positive aspects of worki ng conditions, job security, wo rk itse lf, opportunities and development s. 

The study on the other hand concluded that pay and fringe benefits contributed least to teachers' 

job satisfaction. 

Some interesting findi ngs have been reported by Eckert and Stecklein ( 196 1) on job satisfac tion 

of college teachers. They obtained that aspects related to the nature of work and working 

conditions constituted the major sources of job satisfaction, whereas recogn ition was of little 

importance to satisfaction. 

Cano and Miller (1992) indicated that knowledge of the level of sati sfaction was not enough. 

They proposed that achievement; advancement, recognition, responsibi li ty and the work itse l fare 

satisfaction factors whereas interpersonal relations, policy and adm inistration, sa lary. 

supervision, and working conditions are sources of di ssatisfaction. 

Syvia and Hutchinson (1985) concluded "true job sati sfact ion is deri ved from the grat i fi cation of 

higher- order needs than lower- order needs." 

Statistical Analysis Report ( 1997) on "Job Sati sfaction Among America 's Teachers: Effects of 

Workplace Conditions, Background Characte ristics, and Teacher Compensation" revealed that 

teachers with greater autonomy show higher levels of satisfaction than teachers who feel they 
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have less autonom y. Administrative support, student behavior, and fee lings of control were 

consistently shown to be associated with teacher job sati sfaction. Workp lace conditions had a 

positive relationship with a teacher's job satisfaction. 

According to Kahsu Mebrahatu (2004), public and pri vate organizat ions employees respond 

differentl y to different facets of job sati sfaction . He identified pay, fringe benefi ts, promotional 

opportunities, supervision, and safety in work place play greater roles to sati sfaction of private 

organization employees than the public employees. He added that awareness of the personne l 

policies and efficiency of the public organization tended to affect the job satisfact ion o r 

employees. 

As noted from study conducted by Gemechu Nemera (2006), instructors reported high 

dissatisfaction levels with supervision, communication, performance appraisal system. 

recognitions and rewards, and pay. 

Yoseph Yifru (2007) supported the findings of Gemechu Nemera (2006) and further he added 

that personal and social factors like autonomy, social service provided by the job. social status or 

the job, the chance to use one's ability on the job, and chance to direct others playa major rol e in 

affecting the overall sati sfaction of teachers. 

• ': . I .. . ~ 
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3.1. Design and Method 

Chapter Three 

Research Methodology 

An exploratory and descriptive research design was used in this study. A se lf-admini stered 

survey questionnaire was adopted to collect data from the targets. 

The settings for this research were Admas University College, Royal Uni versity College and 

Saint Mary University College located in Addis Ababa. The population of the accounting and 

management department teachers of the three institutions sums 95 where 43 from Admas 

University College, 11 from Royal University College and 41 from Saint Mary Univers ity 

College. The whole population was used in thi s study. These subjects of the stud y were 

permanent teachers who had at least Bachelor Degree. 

3.2. Data Collection 

Primary sources and secondary sources of data were used. The primary data was obtained 

through standardized questionnaire called Job Satisfaction Survey (JSS). The Job Satisfaction 

Survey (JSS) , a 36 item, nine subsca le measures, was developed by Paul Spector to assess 

employee attitudes about certain aspects of their job (1985). The nine subscales include pay. 

promotion, supervision, fringe benefits, contingent rewards (performance-based rewards). 

operating procedures (required rules and procedures). coworkers. nature of work. and 

communication. Each subscale includes four items, and a total score is computed from all items. 

While the JSS was originally developed for use in human service organizations, it is applicable to 

all organizations, both in the public and private sectors. Scoring using lS S is 
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(1) Simple calculations. 

(2) Subscale score = Sum of items on the subscale (Range 4 - 24, depending on subscale) 

Overall score = Sum of all 36 items (Range 36 - 2 16) 

(3) Higher scores ind icate higher job satisfaction. 

The Reliability of the instrument is that internal consistency ranges from .60 - .9 1 for subscales. 

(Source: http://aspe.hhs.gov/daltcp/reports/dcwguide.pdf:Accessed on May 15. 2008 ) 

Paul Spector found internal consistency reliabilities (coefficient alpha), based on a sample of' 

2,870 as presented below: 

Scale Alpha Description 

Pay .75 Pay and remuneration 

Promotion .73 Promotion opportunities 

Supervision .82 Immediate supervisor 

Fringe Benefits .73 Monetary and nonmonetary fr inge benefits 

Contingent Rewards .76 Appreciation, recognition, and rewards for good work 

Operating Procedures .62 Operating policies and procedures 

Coworkers .60 People you work with 

Nature of Work .78 Job tasks themselves 
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Communication .7 1 Communication within the organi zation 

.. -
Total .91 Total of all facets 

: 
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Secondary data was obtained from publi shed and unpubli shed documents as necessary. C! ~ 
cd 
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3.3. Data Anal~sis 
. ., 
- -

The respondents were asked to complete a self.administered questionnaire. The data that was 
rIF;'" 

collected was ordinal as it was collected using a 6-points Likert Scaling, i.e. subjects answer each 

of the thirty-six questions tlu·ough circling one of the following corresponding numbers: 

Disagree very much = 1, Disagree moderately = 2, Disagree slightly = 3, Agree slightly = 4, Agree 

moderately = 5 and Agree very much = 6. The data were ana lyzed using SPSS Version 15. The 

responses were summari zed with the help of percentages, and tables through use of the SPSS 

software. All of the appropriate descripti ve statistics was being used to analyze the data . 

3.4. Variables and Measures 

The overall job satisfaction levels of the teachers were measured with the help of nine 

dimensions namely: Pay, Promotion, Supervision, Fringe benefits, Contingent rewards. Operating 

conditions, Coworkers, Nature of work, and Communication. 

Information regarding participants' age, permanent employment organi zation. educational 

qualification, numbers of years in organization, sex, and marital status was also obtained . 
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The researcher used abso lute approach for conclus ion regarding sati sfaction and di ssati sfaction of 

teachers. The absolute approach picks some logical, if arbitrary cut scores to represent 

di ssati sfaction versus sat isfaction. Given the JSS uses 6-point agree-d isagree response choices. 

the assumption is that agreement with positive ly-worded items and di sagreement with negati ve ly­

worded items would represent sati sfaction, whereas di sagreement with positi ve-worded items and 

agreement with negative-worded items represents dissati sfaction. For the 4-item subscales. as 

well as the 36-item total score, thi s means that scores with a mean item response of 4 or more 

represents satisfaction, whereas mean responses of 3 or less represents di ssati sfaction. Mean 

scores between 3 and 4 are ambivalence. Translated into the summed scores, for the 4-i tem 

subscales with a range from 4 to 24, scores of 4 to 12 are di ssatisfi ed, 16 to 24 are sati sfied , and 

between 12 and 16 are ambivalent. For the 36-item total where possible scores range from 36 to 

216, the ranges are 36 to 108 for dissati sfaction, 144 to 2 16 for sati sfaction, and between 108 and 

144 for ambivalent. 
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Chapter Four 

Findings 

Of the 95 teachers population in accounting and management department the three private 

colleges under study, only 48 completed the survey yielding a 51 % response rate. Of the 48 

participants, 25 were from Admas University College, 16 from Saint Mary Uni versity College 

and 7 from Royal University College. From the total respondents, 8.3% were females and 91.7% 

were males; 50% were working in Accounting Department and 50% were in Management 

Department; 75.0% have aged from 20 to 30 years, 18.8% have aged 31 to 40 years. 4.2% ha ve 

aged 41 to 50 years and 2.1 % have aged above 50 years. 81.3% have taught 1 to 3 years, 14.6% 

have taught 3.5 to 5 years and 4.2% have taught above 5 years. The job satisfaction questions for 

respondents were derived from Paul Spector' s Job Satisfaction Survey . The questions were coded 

as presented in the Appendix B for entry purpose on SPSS software and then analyzed based on 

those codes. The next tables summarize the number of participants willing to fill the 

questionnaire with their demographic features. 
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Table 1- Summaries of demographic characteristics of respondents 

Frequency 

Gender Female 4 

Male 44 

Age 20-30 36 

31-40 9 

41-50 2 

Above 50 I 

Marital Status Divorced 2 

Married 17 

Single 29 

Educational Degree 2 1 

Qualification Masters 26 

Ph.D. I 

Field of study Accounting and Finance 21 

Business Administration 17 

Management 10 

Employment Admas Uni versity College y - ) 

Institution Saint Mary University College 16 

Royal University College 7 

Department Accounting 24 

Management 24 

Years of Service 1-3 39 

3.5-5 7 

Above 5 2 

29 

--
Percentage 

8. 3% 

9 1.7% 

75 .0% 

18 .8% 

4.2% 

2. 1% 

4. 2% 

35 A% 

60A 0 

43.8 

54.2 0 

2. 1 

43.8 Vc; 
i 

35A% 

20.8% 

52. 1% 

33 .3% 

14 .6% 

50 .0% 

50 .0% 

8 13 % 

14.6% 

4.2% 
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4.1. Analysis of Job Satisfaction of Teachers 

For the 4-item subscales, as well as the 36-item total score, scores with a mean item 

response of 4 or more represents sati sfaction, whereas a mean response of 3 or less 

represents di ssatisfaction. Mean scores between 3 and 4 are ambivalence. 

4.1.1. Job Satisfaction on basis ofInstitution 

Job Satisfaction of Admas University College Teachers 

The overall level of job satisfaction of Admas Uni versity College teachers under 

approach found to be ambivalent with weighted mean score of 3.3 1. However, it would 

be appropriate to look at satisfaction of these teachers toward the nine face ts of job 

satisfaction in order to understand which factors are vital sources of satis faction and 

dissatisfaction. The weighted mean scores of the 25 respondents from thi s co ll ege 

reported the following levels of satisfaction with pm1icular facets. 

Table 2- Facets Sati sfaction of Admas University College Teachers 

-----

Facet Weighted Mean Standard Deviat ion 

I Co-workers 4.57 109 

2 Supervision 4.06 149 

3 Nature of Work 3.95 153 

4 Operating Procedures 3.65 139 

5 Communication 3.2 1 163 

6 Pay 2.7 1 152 

--
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7 Promotion 2.53 1. 56 

8 Fringe Benefits 2.63 1.55 

9 Contingent Rewards 2.45 1. 5 1 

As can be noted from Table 2, teachers were satIsfied wIth coworkers, and supervIsIon. 

They were most satisfied with co-workers relation . Pay, promotion, benefits and 

contingent rewards resulted di ssatisfaction , Contingent rewards stood as the 111 0st 

di ssatisfaction factor for these teachers. 

Job Satisfaction of Royal University College Teachers 

Only 7 of II permanent teachers of accounting and management department participated 

in this survey study. The resu lts of these respondents were summarized in Table 

Table 3- Facets Sati sfaction of Royal Uni versity College Teachers 

Facet I Weighted Mean Standard deviation 

1 Nature of Work 4.39 1.19 

2 Co-workers 3.86 1.37 

3 Operating Procedures 3.64 1.36 

4 Supervision 3.6 1 1. 68 

5 Communication 3.18 1.64 

6 Pay 3.07 1.46 

7 Promot.ion 2.93 1.43 

8 Fringe Benefits 2.75 1.65 

9 Contingent Rewards 2 .68 1.70 
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Nature of work ranked as the major source of job satisfaction whereas promotion , fr inge 

benefits and contingent rewards were areas of dissati sfaction. Rewards ranked top sOllrce 

of dissati sfaction. 

The overall level of j ob sati sfaction of Royal University College teachers was fou nd to be . III 
19 • . 

ambivalent with 3.34 weighted mean score. S:': 
: .... .. . 
!' ~: 

Job Satisfaction of Saint Mary University College teachers ... : ~ = 
:., ." 

Supervision, co-workers, nature of work and communication found to be in their order of 'S- J 
weighted mean score as the sources of job satisfaction whereas on ly fringe benefits 

aspect associated with dissatisfact ion. The rest of the aspects reported ambi va lent 

position. 

The overall level of job satisfaction of Saint Mary Uni versity Co ll ege teachers 

obtained to be ambivalent with weighted mean score of3.96. 

Table 4- Facets Sati sfaction o f Saint Mary Uni versity College Teachers 

Facet Weighted Mean Standard deviation 

I Supervision 5.03 1.25 

2 Co-workers 4.98 1.13 

3 Nature of Work 4.66 1.09 

4 Communication 4.34 1.36 

5 Promotion 3.45 1.28 

6 Operating Procedures 3.42 1.4 J 

._-_. __ ._---- .. 

32 



7 Pay 3.41 

8 Contingent Rewards 3.38 

9 Fringe Benefits 2.95 

4.1.2. Job Satisfaction on basis of department 

Job Satisfaction of Accounting Department teachers 

This section explored the level of job satisfacti on of accounting department teachers. 

Table 5- Facets Satisfaction of Accounting Department Teachers 

1.37 

1 5 1 

152 

Facet Weighted Mean Standard deviation 

I Co-workers 4.85 115 

2 Supervision 4.6 1 1.25 

3 Nature of Work 4.22 1.35 

4 Communication 3.68 1 58 

5 Operating Procedures 3.65 1.38 

6 Promotion 3.2 1 ISO 

7 Pay 3. 15 l SI 

8 Contingent Rewards 2.92 1.56 

9 Fringe Benefits 2.90 1 56 

Teachers of accountll1g department derIved their sources of Job sal1 sfactlon fro111 co­

workers, supervision, and nature of work of which co-workers ranked top . Rewards and 

benefits found to be source of dissati sfaction. Unavailability of adequate benefit s is the 
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most source of dissatisfact ion fo r accounting department teachers.3.69 we ighted mean 

score for the overall facets showed ambivalent position. 

Job Satisfaction of Management Department teachers 

As the weighted mean of the nine subscales presented below, the teachers refl ected job 

dissatisfaction with rewards, benefits and promotion aspects whereas aspects like co-

workers, nature of work, supervision provided them job sati sfaction . They were most 

satisfi ed with co-workers. Their major source of di ssati sfaction was promotion face t. 

Table 6- Facets Satisfaction of Management Department Teachers 

Facet Weighted Mean Standard deviation 

1 Co-workers 4.35 1.2 1 

2 Nature of Work 4.28 137 

, 
Supervision 4.02 1. 72 J 

4 Operating Procedures 3.50 1.43 

5 Communication 3.49 1. 72 

6 Pay 3.15 1.56 

7 Contingent Rewards 2.67 1.65 

8 Fringe Benefits 2.61 1. 57 

9 Promotion 2.58 1.53 
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The next sections describe the job satisfaction of teachers on the basis of di fferent factors. 

The weighted means of the nine facets under the following different basis are given on 

Appendix C. 

4.1.3. Job Satisfaction on basis of Gender 

Surpris ingly, both females and males reacted in the same manner to a lmost a ll different 

facets of job satisfaction. Both seemed to be sati sfied with aspects like supervision. co-

workers, and nature of work whereas aspects like promotion, benefits, and rewards 

contributed negatively to job satisfaction. One noted di fference with gender sati sfaction 

was that females were not satisfied with pay compared to males. 

It is hard to suggest the overall job sati sfaction of teachers based on gender since the 

weighted mean scores of females and males turned to be the same (i.e. 3.5). 

4.1.4. Job Satisfaction on basis of Age 

Those teachers found in age group of 20 to 30 years were sati sfi ed with supervision, co-

workers and nature of work. But they were dissatisfi ed with promotion, benefits and 

rewards. Age group of 3 I to 40 years reported satisfaction with supervision and co-

workers. To thi s age group, pay, benefits and rewards formed obstacles to sati sfac tion. 

Surprisingly, age group of 41 to 50 years reported no di ssat isfaction with any of the 

facets. Rather they enjoyed sati sfaction with supervi sion, co-workers, nature o f wo rk and 

communication. 

It would be difficult to anal yze the above 50 aged teachers· sati sfaction as long as the 

number of subjects in thi s category only limited to one individual. 
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4.1.5. Job Satisfaction on basis of Marital Status 

Unmarried teachers responded to di ssatisfaction with aspects like promotion, benefi ts and 

rewards; and to satisfaction with supervision, co-workers and nature of work. 

For married teachers, the sati sfaction was deri ved from supervi sion, co-workers and 

nature of work whereas di ssati sfaction from pay, promotion, benefits and contingent 

rewards. 

Divorced teachers, on the other hand, came up with the same results regard ing sources of 

satisfaction and dissatisfaction with that of Unmarried teachers . 

4.1.6. Job Satisfaction on basis of educational qualification 

Degree and Masters Degree holder teachers showed the same positive fee lings to 

supervision, co-workers and nature of work. Degree holders tended to be di ssati sfied with 

pay, promotion, benefit s and rewards. Masters degree holders found promotion and 

rewards rather that pay and benefits as source of dissati sfaction. 

4.1.7. Job Satisfaction on basis of Years of Service 

Aspects such as pay, benefits and rewards were common di ssati sfi es for those teachers 

who served their college less than 5 years. In addition, service years group of I to 3 years 

were dissatisfied with promotion whereas 3.5 to 5 years were di ssatisfi ed with 

communication. Likewise, tenure of above 5 years reported dissatisfaction to promotion 

and rewards; and sati sfaction to supervision and co-workers. 
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Teachers with less than 5 years experience in their organizations were happy with co­

workers and nature of work. Furthermore, teachers who stayed in this profession from 

to 3 years favored supervision to be their sources of satisfaction. 
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Chapter Five 

Conclusions and Recommendations 

5.1. Conclusions 

This study has involved in discovering the perception of job satisfaction by teachers of 

private university colleges in Addis Ababa and tried to identify those factors causing 

satisfaction and di ssatisfaction to the teachers. 

The study employed an exploratory and descriptive research design where conclusions 

were drawn from responses of the participants (i.e. teachers of Admas Univers ity 

College, Royal University College and Saint Mary University Col lege) gathered through 

highly standardized instrument developed by Paul Spector (via Job Satisfaction Survey). 

This study clearly identified the factors affecting the job satisfaction of teachers in Addis 

Ababa. After a thorough analysis of these responses, the researcher came up with the 

following concluding remarks: 

.;. The majority of the teachers under study are males, between 20 and 30 years age, 

unmarried, degree and masters degree holders, and with I to 3 years teaching 

expenence . 

• ;. The level of job sati sfaction of teachers of Admas University College is 

ambivalent. However, they are dissatisfied with pay, promotion, fringe benefits 

and contingent rewards. 
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.:. The overall level of job satisfaction of Royal Uni versity Col lege teachers is 

neither satisfied nor dissatisfied. These teachers are di ssati sfied with limited 

opportunities for promotion, fringe benefits and contingent rewards . 

• :. Saint Mary University College teachers' level of job satisfaction is undecided . 

These teachers tend to be di ssatisfied only with fringe benefit s provided by the 

college . 

• :. Teachers working in accounting department have ambivalent level of job 

satisfaction position and are di ssati sfied with rewards and benefits. Management 

department teachers reported the same level of job satisfaction position with that 

of accounting department teachers . 

• :. There is no significant difference with the genders toward the reaction to the 

facets of job sati sfaction. Both females and males are dissatisfied with promotion, 

fringe benefits and rewards. Moreover, fe males are di ssatisfied with pay . 

• :. All age group teachers are satisfied with supervision, co-workers and nature of 

work. But teachers above 50 years of age are dissatisfied with the pay, promotion, 

benefits and rewards. All in all, teachers with age group of 41 to 50 years are 

sati sfied with their job . 

• :. Unmarried, married and divorced teachers are all satisfied with supervision, co­

workers and nature of work. All are dissatisfied with pay, promotion, fringe 

benefits and contingent rewards . 

• :. Majority of Degree and Masters degree holder teachers are di ssati sfied with 

aspects such as pay, promotion, fringe benefits and contingent rewards. Degree 
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holders are more dissatisfied with pay and fringe benefits than Master degree 

holders . 

• ;. The survey showed that majority academicians who stayed in the ir organizat ion 

for five and less years are dissati sfied with pay, benefit s, promotion and 

contingent rewards. However, teachers with tenure of more than fi ve years are 

di ssatisfied with promotion and contingent rewards only . 

• ;. The overall job sati sfaction of teachers working in pri vate uni versity co lleges 

shows that the teachers are undecided about their sati sfaction with their jobs. 

Looking at sati sfaction to facets of job satisfaction, teachers of private uni vers ity 

colleges are dissatisfied with fringe benefits, pay, promotion and contingent 

rewards . 

• ;. Factors related to job sati sfaction are Co-workers, supervIsIon, nature of work , 

operating procedures and communication. From these factors the most important 

source of job satisfaction for private college teachers are co-workers, nature of 

work and supervision. 
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5.2. Recommendations 

In view of the findings of thi s study, several recommendations are proposed . 

• :. As some researchers have noted (Koslowsky, 1991; Wong, 1989). low job. 

satisfaction is a directly observable "symptom" in predicting the intention to leave 

that in turn leads to actual turnover. It is only after the areas of dissatisfaction are 

identified that the root causes can be investigated and corrected in time. It is 

recommended, therefore, that continuous research be conducted on pri vale college 

teachers to establish a data bank of updated and longitud inal information for those 

concerned with this problem . 

• :. Promotion is a phase of career that makes the organization lively, retain creativity 

of the employees and motivate the employees to better performance. More 

opportunities for promotion should be provided to teachers by refining the career 

ladder. The university co lleges should reward loyalty and performance with 

advancement. The col leges should allow their academicians to promote to highest 

academic ranks upon fulfillment of the prerequisites set by the colleges. And the 

process of promotion should not be lengthy. Teachers will be more sati sfied if 

they perceive a better chance for promotion and have more frequent promotions . 

• :. If teachers believe they are not compensated well, they will be unhappy working 

for the organization with full devotion. The colleges, therefore , are adv ised to 

make sure that they are offering their staffs with comparable salari es, fringe 

benefits, and rewards to their teachers . 
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.:. It is observed that the job dissatisfaction of teachers is largely related to pay. 

fringe benefits, promotion and contingent rewards. This may be due to teachers ' 

attitudes with regards to their workload and responsibilities resulting in feelings 

of unfairness. If the college administrators remain indifferent to these facets of job 

sati sfaction and do nothing, these will probably continue to be the main source o f 

job di ssatisfaction among private college teachers. If the instructors are unhappy 

and di ssatisfi ed with their jobs what would be the future o f the co lleges. So. the 

college administrators need to be concerned about their teachers ' condition. They 

have to take the best steps to make their teachers sati sfi ed with their job. 
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.:. It is observed that the job dissatisfaction of teachers is largely related to pay. 

fringe benefits, promotion and contingent rewards. This may be due to teachers' 

attitudes with regards to their workload and responsibilities resulting in fee lings 

of unfairness. If the co llege administrators remain indi ffe rent to these facets of job 

sati sfaction and do nothing, these wi ll probably continue to be the main source of 

job di ssatisfaction among private co llege teachers. If the instructors are unhappy 

and di ssatisfi ed with their jobs what would be the future of the co lleges. So, the 

college admin istrators need to be concerned about their teachers ' condition. They 

have to take the best steps to make their teachers sati sfied with thei r job. 
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Addis Ababa University 
Faculty of Business and Economics 

MBA-program 

Teachers' Job Satisfaction Survey 

This survey is being conducted by MBA student for pure academic purpose and is 
intended to obtain data from teachers on their leve l of job sati sfaction wi th thei r 
organization. By completing a job satisfaction questionnaire, you ' ll be able to identi fy 
those aspects of your current job that are rewarding as well as those that contribute to 
dissatisfaction. The results will help you to clarify the aspects of a job that most directl y 
contribute to yo ur career sati sfact ion. Your cooperation is greatly appreciated. All 
responses will be stri ctl y confidential. Please do not write your name on the questionnaire 
to ensure the confidentiality of your responses. 

PART I : General Information 

Gender: D Female D Male 

Age: ____________________ __ 

Marital Status: D Single D Married D Divorced 

Qualification: D Degree D Masters D Other ________________ _ 

Field of Study: ____________________________________________ _ 

Current institution of your permanent employment: ________________________ _ 

You are member of: 

D Accounting Department 

D Management Department 

D Other __________________________ _ 

Number of years you have worked in thi s institution: ________________________ _ 
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PART II: JOB SATISFACTION SURVEY developed by Paul Spector 

PLEASE CIRCLE THE ONE NUMBER FOR EACH 
-" >. 

QUESTION THAT COMES CLOSEST TO 
u 1i >. => "5 E '" .z:. 1i ~ 

REFLECTING YOUR OPINION " .E => 
C -0 .z:. 1: E 
" 

0 .~I) .E " E -;;; -0 C' ABOUT IT. > . ~J} 0 

" " " E " " " 1:! -;;; > 
~ ~ 

" " " oil 00 on 

'" '" '" 1:! 1:! 1:! 
~ ~ ~ on on on 

i:S i:S i:S « « « 

I I fee l I am being paid a fa ir amount for the work I do. I 2 3 4 5 6 

2 There is rea lly too litt le chance for promotion on my job. I 2 3 4 5 6 

3 My supervisor is quite competent in doing his/her job. I 2 3 4 5 6 

4 I am not satisfied with the benefits I receive. I 2 3 4 5 6 

5 When I do a good job, I receive the recognition for it that I shou ld I 2 3 4 5 6 

receive. 

6 Many of our rules and procedures make doing a good job difficult. I 2 3 4 5 (, 

7 I like the people I work with. I 2 3 4 5 6 

8 I sometimes fee l my job is meaningless. I 2 3 4 5 6 

9 Commun ications seem good within this organization. I 2 3 4 5 6 

10 Raises are too few and far between. I 2 3 4 5 6 

II Those who do well on the job stand a fair chance of being promoted. I 2 3 4 5 6 

12 My supervisor is unfair to me. I 2 3 4 5 6 

13 The benefits we receive are as good as most other organizations offer. I 2 3 4 5 6 

14 I do not feel that the work I do is appreciated. I 2 3 4 5 6 

15 My efforts to do a good job are seldom blocked by need lessly I 2 3 4 5 6 

time-consuming procedures or formal ities. 

16 I find I have to work harder at my job because of the incom petence of I 2 3 4 5 6 

people I work with . 

17 I like do ing the thi ngs I do at work. I 2 3 4 5 6 

18 The goa ls of this organization are not clear to me. I 2 3 4 5 6 
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PLEASE C[RCLE THE ONE NUMBER FOR EACH -" >. 
u ] 
" >. -" QUESTION THAT COMES CLOSEST TO E e b 0; u 

u .<: ;;; " REFLECTING YOUR OPINION c " .£.fJ -2 ~ E 
" 

0 " > E v; in " c 0 
ABOUT [T. " u " v; E " e e e > 

on on on " " " '" '" '" " " " ~ ~ ~ 
~ ~ ~ 

is is is 
on 01) 01) 

« « « 

19 I feel unappreciated by the organization when I think about what they I } 3 4 5 6 

pay me. 

20 People get ahead as fast here as they do in other places. I 2 3 4 5 6 

21 My supervisor shows too little interest in the fee lings of subordinates. I 2 3 4 5 6 

22 The benefi t package we have is equitable. I 2 3 4 5 6 

23 There are rew rewards for those who work here. I } 3 4 j 6 

24 I have too much to do at work. I 2 3 4 5 6 

25 I enjoy my coworkers. I 2 3 4 5 6 

26 I often feel that I do not know what is go ing on with the organization. I 2 3 4 5 6 

27 I fee l a sense of pride in doing my job. I 2 3 4 5 6 

28 I fee l satisfied with my chances for salary increases. 
I 2 3 4 5 6 

29 There are benefits we do not have which we should have. I 2 3 4 5 6 

30 I like my supervisor. I 2 3 4 5 6 

31 1 have too much paperwork. 
I 2 3 4 5 6 

32 I don't fee l my efforts are rewarded the way they should be. 
I 2 3 4 5 6 

33 I am satisfied with my chances for promotion. I 2 3 4 5 6 

34 There is too much bickering and fight ing at work. I 2 3 4 5 6 

35 My job is enjoyable. I 2 3 4 5 6 

36 Work assignments are not fu lly exp lained. I 2 3 4 5 6 

50 



Appendix B 

Coding of the questions 
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Questions Code 

1 I feel I am be ing paid a fair amount for the J1 

work I do . 

2 There is really too little chance for promotion J2 

on my job. 

3 My supervisor is quite competent in doing J3 

his/her job. 

4 I am not satisfied with the benefits I receive . J4 

5 When I do a good job , I receive the recognition J5 

for it that I should receive . 

6 Many of our rules and procedures make doing a J6 

good job difficult . 

7 I like the people I work with. J7 

8 I sometimes feel my job is meaningless. J8 

9 Communications seem good within this J9 

organization . 

10 Raises are too few and far between. J10 

11 Those who do well on the job stand a fair chance J11 

of being promoted . 

12 My supervisor is unfair to me . J12 

13 The benefits we receive are as good as most J13 

other organizations offer . 
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14 I do not feel that the work I do is apprec i ated . J14 

15 My efforts to do a good job are seldom blocked J15 

by needlessly time - consuming procedures or 

formalities. 

16 I find I have to work harder at my job because J16 

of the incompetence of people I work with. 

17 I like doing the things I do at work . J17 

18 The goals of this organization are not clear t o J18 

me . 

19 I feel unappreciated by the organization when I J19 

think about what they pay me. 

20 People get ahead as fast here as they do in J20 

other places. 

21 My supervisor shows too little interest in the J21 

feelings of subordinates . 

22 The benefit pa c kage we have i s equitab l e . J22 

23 There are few rewards for those who work here. J23 

24 I have too much to do at work. J24 

25 I enjoy my coworkers . J25 

26 I often feel tha t I do not know what is going on J26 

with the organization . 

27 I feel a sense of pride in doing my job. J27 

28 I feel satisf ied with my chances for salary J28 

increases. 

29 There are bene fi ts we do not have which we J29 
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should have . 

30 I like my supervisor. 

31 I have too much paperwork. 

32 I don ' t feel my efforts are rewarded the way 

they should be. 

33 I am satisfied with my chances for promotion. 

34 There is too much bickering and fighting at 

work . 

35 My job is enjoyable. 

36 Work assignments are not fully explained . 
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Appendix C 

Job Satisfaction Levels 
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Educational 
Gender Age Group Marital Status Qualification Fi e l d of Study 

Accounting Masters of 
20- 31- 41- Above and Busi ness Business 

Female Male 30 40 50 50 Divorced Married 
Coded 

Sing l e Degree Masters PhD Finance Adminis trati on Administration Management 

Questions Mean Mean Mean Mean Mean Mean Mean Mean Mean Mean Mean Mean Mean Mean Mean Me an 
Jl 3 . 75 3 . 1 6 3 . 17 3 . 11 4.50 3.00 1. 50 3 . 24 3 . 31 2 . 95 3 . 42 3 . 0 0 3 . 86 3 . 00 2 . 8 1 2.50 

J2 1. 50 3.02 2 . 97 2.89 2.50 1. 00 3 . 00 2.88 2.90 3 . 05 2 . 85 1. 0 0 3 . 19 1. 00 3. 00 2.30 

J3 5.50 3 . 98 4 . 08 4.22 5 . 50 1. 00 5 . 00 4.35 3 . 90 3 . 81 4 . 46 1. 00 4 . 57 1. 00 3 . 94 3.70 

J4 2 . 00 2.82 2.58 3 . 44 3 . 00 2.00 3 . 00 2 . 71 2.76 2 . 38 3 . 08 2 . 0 0 3 . 00 2 . 00 2.8 8 2.10 

J5 2 . 50 2.66 2 . 72 2 . 11 4 . 50 1. 00 1. 50 2 . 76 2.66 2 . 48 2 . 85 1. 0 0 2.86 1. 00 2 . 31 2.90 

J6 3 . 00 3.55 3 . 47 3 . 67 3 . 50 3 . 00 3 . 50 3.65 3.4 1 3 . 48 3 . 54 3 . 0 0 4.00 3 . 00 3 . 25 2.90 

J7 5 . 75 5 . 07 5 . 17 4.89 5 . 50 5 . 00 5.00 5 . 06 5. 17 4 . 86 5 . 35 5 . 00 5 .33 5 . 0 0 5 . 13 4.70 

J 8 3 . 25 4.05 3.97 3.56 5 . 00 6 . 00 3. 0 0 3.82 4 . 14 3.90 3 . 96 6.00 4 . 33 6. 0 0 3 . 5 0 3.80 

J 9 4 . 00 3 . 73 3 . 78 3.56 5 . 00 2. 00 3.50 4 . 41 3. 38 3. 5 7 3.96 2 . 0 0 4 . 00 2 . 00 3.5 6 3.70 

Jl 0 3 . 00 2 .80 3 . 00 2 .56 1. 50 1. 0 0 3.00 2 . 82 2. 79 3 .00 2.73 1. 0 0 3.33 1. 00 2 . 25 2.80 

J11 2.25 2 .84 2 . 81 2 . 89 3 .00 1. 00 1. 50 2 . 7 6 2 . 90 2 . 7 6 2.88 1. 00 3 . 33 1. 00 2 . 19 2.80 

J 12 4.00 4 . 82 4 . 64 5 . 11 6.00 3 . 00 5 . 50 4 . 12 5 . 0 7 4.71 4 . 85 3.00 5 . 19 3 . 00 4 . 6 3 4.20 

J13 2.25 2 .9 8 2 . 7 2 2 . 89 5 . 5 0 5.0 0 1. 5 0 2.7 ~ 3 . 14 2 . 38 3 . 27 5 . 0 0 3 . 00 5 . 00 3 . 13 2 .20 

J14 4 . 2 5 2 .91 3 .11 2 .78 3 . 00 2 . 00 5 . 00 3.12 2. 83 3 . 05 3.04 2 . 0 0 3 . 43 2 . 00 2 .6 3 2 .90 

J 15 2 . 75 3 .4 5 3 .4 7 3 . 11 2 . 5 0 5 . 00 4 . 00 3 .4 7 3 . 31 3 . 43 3 . 3 1 5 . 00 2 . 90 5 . 00 3 . 56 4 .00 

J 16 5 . 5 0 4.0 5 4. 25 3 . 78 5 . 0 0 3 . 00 3 . 00 4 . 4 1 4 . 10 3 . 62 4 . 65 3 . 00 4. 10 3 . 00 4 . 63 3 . 7 0 

J 17 4 . 25 4 . 39 4 . 53 3 . 56 4 . 50 6 . 00 4 . 50 4 . 29 4 . 4 1 4 . 48 4 . 23 6 . 00 4 . 10 6 . 00 4 . 25 5 . 0 0 

J 18 3 . 25 4 . 02 3 . 97 1 . 89 5 . 50 1. 00 4. 50 3 . 82 4. 00 1 . 76 4. 23 1. 00 4.0 0 1 . 0 0 4 . 13 l. 90 

S6 

------.--_._--------------------------------------------------------------



J19 3 . 00 3 . 18 3.08 3 . 11 4 . 00 5 . 00 4 . 50 2 . 7: 3 . 34 2 . 76 3.42 5 . 00 3 . 10 5 . 00 3 . 13 3.20 

J20 3 . 25 3 . 34 3 . 19 3 . 89 4 . 00 2 . 00 3 . 00 3 . 4: 3 . 31 3.38 3 . 35 2 . 00 3 . 76 2 . 00 3 .1 3 2.90 

J21 4 . 75 3 . 93 4 . 03 4 .00 5 . 00 1. 00 5 . 00 3 . 88 4 . 00 3 . 62 4 . 42 1. 00 4. 24 1. 00 4 . 06 3.70 

J22 2 . 00 2 . 93 2 . 89 2 . 33 4 . 00 4.00 4 . 00 2 . 76 2 . 83 2 .62 3.00 4 . 00 2 . 95 4.00 2 . 81 2.60 

J23 3 . 00 2.89 2 . 75 3 . 67 2 . 50 2 . 00 3 . 00 3.12 2 . 76 3 . 14 2 . 73 2 . 00 3 . 29 2 . 00 2 . 69 / . 50 

J24 4 . 00 4.18 4 . 14 4 . 00 5 . 50 4 . 00 2 . 00 4 . 59 4 . 07 4 . 43 3 . 96 4 . 00 4 . 19 4 . 00 4 . 50 3.60 

J25 5 . 25 4 . 80 4 . 83 4 . 78 5 . 50 4 . 00 5 . 00 4 . 9 4 4 . 76 4.6 2 5 . 04 4. 00 4. 81 4 . 00 4 . 88 4.90 

J26 4 . 00 3 . 02 3 . 28 2 . 67 2 . 50 2 . 00 2 . 50 2 . 88 3 . 28 3 . 14 3 . 12 2 . 00 3 . 52 2 . 00 2 . 44 3 .40 

J27 4.50 4.34 4 . 33 4 . 22 4 . 50 6 . 00 4 . 50 4.18 4 . 45 4.52 4 . 15 6 . 00 4 . 43 6 . 00 4 . 06 4.50 

J28 1. 75 2 . 89 2 . 97 2 . 11 3 . 50 1. 00 5 . 00 2.06 3 . 07 2 . 81 2 . 85 1. 00 2 . 81 1. 00 2 . 56 3.30 

J29 2 . 00 2 . 55 2 .4 7 2 .67 2 . 50 2 . 00 2 . 50 2 . 06 2 . 76 2 . 29 2 . 69 2 . 00 2 . 95 2 . 00 2 . 31 1. 90 

J30 5 . 25 4.34 4.39 4 . 33 5 . 50 4. 00 4 . 50 4 . 24 4.52 4.3 3 4.50 4 . 00 4 . 52 4 . 00 4 . 19 4.60 

J31 3 . 00 3 . 25 3 . 14 3 . 56 2 . 00 6 . 00 2 . 50 3 . 29 3 . 24 3 . 14 3 . 19 6 . 00 3 . 48 6 . 00 2 . 81 3.10 

J32 2 . 00 2 . 66 2 . 69 2 . 11 3 . 50 2 . 00 2 . 00 2 . 71 2 . 59 2 . 48 2 . 73 2 . 00 2 . 71 2 . 00 2 . 38 2.80 

J33 1. 75 2 .64 2.39 2 . 89 3 . 00 5.00 1. 50 2 . 76 2 . 52 2 . 52 2 . 50 5 . 00 2 . 81 5 . 00 2 . 13 2.50 

J34 5 . 75 4 . 16 4 . 31 4 . 56 4 . 00 2 . 00 4 . 50 4 . 24 4 . 31 3 . 95 4 . 65 2 . 00 4 . 67 2 . 00 4 . 25 3.80 

J35 4 . 50 4 . 27 4 . 28 4 . 22 4 . 00 6 . 00 4.00 4 . 29 4 . 31 4 . 48 4 . 08 6 . 00 4 . 00 6 . 00 4 . 13 5.00 

J36 3 . 50 3 . 52 3 . 33 4 . 00 5 . 50 2 . 00 5 . 50 3 . 47 3 . 41 3 . 43 3 . 65 2 . 00 3 . 48 2 . 00 3 . 38 4.00 
--_._-----

57 



Employmen t Institution Department Service Year Groups 

Admas Saint Mary Royal 
University University University 

Coded 
College College College Accounting l-1anagement 1-3 3 . 5-5 Above 5 

Questions Mean Mean Mean Mean Mean Mean Mean Mean 
Jl 3 . 00 3 . 25 3 . 86 3.54 2 . 88 3 . 15 3.43 3 . 50 

J2 2 . 80 2 . 69 3 . 71 3 . 33 2 . 46 3 . 05 2 . 00 3 . 00 

J3 3 . 76 5 . 13 3 . 00 4.42 3 . 79 4 . 15 4 . 00 3 . 50 

J4 2 . 80 2 . 75 2 . 57 2.79 2 . 71 2 . 64 2 . 71 5 . 00 

J 5 1. 92 3 . 63 3 . 00 2.79 2 . 50 2 . 79 2.14 1. 50 

J6 3 . 24 3.88 3.57 3 . 83 3 . 17 3 . 51 3 . 29 4 . 00 

J7 5 . 08 5 . 63 4. 14 5 . 42 4 . 83 5 . 15 5 . 14 4 . 50 

J 8 3 . 56 4 . 56 4 . 14 4.38 3 . 58 3 . 92 4 . 71 2 . 50 

J9 3.40 4 . 75 2 . 71 3.79 3.71 3.85 3.29 3 . 50 

Jl0 2 . 48 3 . 25 3 . 00 3.13 2 . 50 2 . 87 2 . 43 3 . 00 

Jll 2 . 28 3.94 2. 00 3 . 17 2.42 2 . 77 3 . 14 2 . 00 

J1 2 4 . 64 5 . 13 4 . 29 5 . 21 4 . 29 4 . 77 4 . 57 5 . 00 

J13 2 . 72 2 . 88 3 . 7 1 3.04 2 . 79 2.90 3 . 14 2 . 50 

J14 2 . 72 3 . 75 2 . 43 3.21 2 .83 3.03 2 . 86 3 .50 

J15 3.48 3 . 56 2 . 71 3 . 04 3 . 75 3 . 41 3.29 3 .50 

J 16 4.28 4 . 19 3 . 7 1 4 . 33 4 . 00 4.18 4 . 00 4 . 50 

J17 4.08 4 . 69 4 . 71 4. 13 4 .63 4 . 44 4 . 71 2 . 00 
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JIB 3 . 7 6 4 . 69 3 . 00 4 . 0B 3 . B3 4 . 10 2 . 71 5 . 50 

J19 2 . 96 3 . 69 2 . 71 3.08 3 . 25 3.00 3 . 57 5 . 00 

J20 
, 

3 . 0 0 3.75 3 . 57 3.71 2 . 96 3.23 4 . 2 9 2 . 00, 

J 21 3 . 76 4 . 63 3 . 43 4.25 3 . 75 4 . 10 3 . 43 4 . 00 

J22 2 . 56 3 . 38 2 . 71 3 . 00 2 . 71 2.97 2 . 43 2 . 00 

J 23 2 . 76 3 . 06 3 . 00 3 . 13 2 . 67 2 . 92 2 . 57 3 . 50 

J24 4 . 64 3 . 31 4.43 4.38 3 . 96 4 . 23 4 . 29 2 . 50 

J25 4 . 6 4 5 . 31 4 . 43 4. 92 4 . 75 4 . 91 4 . 43 5 . 00 

J26 2 . 52 4 . 06 3 . 00 3 . 46 2 . 75 3 . 31 2 .4 3 1. 50 

J27 4 . 32 4 . 63 3 . 86 4 . 38 4 . 33 4 . 36 4 . 43 4 . 00 

J2 8 2 . 40 3 . 44 2 . 71 2 . 83 2 . 75 2 . 90 2 . 43 2 . 00 

J29 2 . 44 2 . Bl 2 . 0 0 2 . 75 2 . 25 2 . 36 3 . 29 2 . 50 

J30 4 . 0B 5 . 25 3 . 71 4 . 5 8 4 . 25 4 . 54 3 . 86 4 . 00 

J3 1 3 . 2 4 2 . 94 3.B6 3. 33 3.13 3 . 05 4 . 00 4 . 00 

J32 2 . 40 3 . 06 2 . 29 2 . 54 2 . 67 2 . 51 3 . 14 2 . 50 

J33 2 . 04 3 . 44 2 . 43 2 . 63 2 . 50 2 . 46 2 . 86 3 . 50 

J3 4 4 . 2B 4 . 81 3.14 4. 75 3 . 83 4 . 3 1 3 . 71 6 . 00 

J35 3 . 84 4 . 75 4 . 86 4 . 00 4 . 58 4 . 44 3 . 71 3 . 50 

J36 3 . 16 3 . 88 4 . 00 3 . 38 3.67 3 . 51 3.14 5 . 00 

~:i.~".""' .. J.': 
' . . ........... . 
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Gender Age Group Marital Status Educational Qualificat ion I 

20- 31- 41- Above 
Questions Femal e Male 30 40 50 
related to 

50 Divorced Married Single Degree Masters PhD 

S.No . Facets Facets Mean Mean Mean Mean Mean Mean Mean Mean Me an Mean Mean Mean 
Jl 3 . 75 3 . 16 3 . 17 3 . 11 4.50 3 . 00 1. 50 3 . 24 3 . 31 2 . 95 3 . 42 3 . 00 

Jl0 3 . 00 2 . 80 3 . 0C 2 . 56 1. 50 1. 00 3 . 00 2 . 82 2.79 3 . 00 2.73 1. 00 

J19 3 . 00 3.18 3 . 06 3 . 11 4.00 5 . 00 4 . 50 2 .71 3 . 34 2 . 76 3.42 5 . 00 

J28 1. 75 2 . 89 2 . 9/ 2 . 11 3 . 50 1. 00 5.00 2 . 06 3 . 07 2 . 81 2 . 85 1. 00 

Pay 
Weighted 

1 Mean 2 . 88 3 . 01 3 . 06 2 . 72 3 . 38 2 . 50 3 . 50 2 . 71 3 . 13 2 . 88 3.11 2. 5 0 

J2 1. 50 3 . 02 2 . 97 2 . 89 2 . 50 1. 00 3.00 2 . 88 2 . 90 3 . 05 2 . 85 1. 00 

Jll 2.25 2.84 2 . 81 2 . 89 3.00 1. 00 1. 50 2 . 76 2 . 90 2 . 76 2.88 1. 00 

J20 3.25 3 . 34 3 . 19 3 . 89 4 . 00 2 .00 3 . 00 3 . 41 3 . 31 3 . 38 3 . 35 2 . 00 

J33 1. 75 2 . 64 2 . 39 2 . 89 3 . 00 5 .00 1. 50 2 . 76 2 . 52 2 . 52 2 . 50 5 . 00 

Promo tion 
Weighted 

2 Mean 2 . 19 2.96 2 . 84 3 . 14 3.13 2 . 25 2 . 25 2 . 96 2 . 91 2 . 93 2 . 89 2 . 2 5 
J3 5 . 50 3 . 98 4 . 08 4 . 22 5 . 50 1. 00 5 . 00 4 . 35 3 . 90 3 . 81 4 . 46 1. 00 

J1 2 4 . 00 4 . 82 4 . 64 5 . l! 6.00 3 . 00 5 . 50 4.12 5 . 07 4.71 4.85 3 . 00 

J21 4 . 75 3.93 4 . 03 4 . 00 5 .00 1. 00 5 . 00 3 . 88 4.00 3 . 62 4 . 42 1. 00 

,)30 5 . 25 4 . 34 4 . 39 4 . 33 5 .5 0 4 . 00 4 . 50 4 . 24 4 . 52 4 . 33 4 . 50 4 . 1JO 

Sup e r v ision 
Weighted 

1 Mean 4 . 88 4.27 4 . 2 B 4 . 42 5.50 2 . 25 5 . 00 4 . 15 4 . 37 4 . 12 4.56 2 . e'5 
------- -
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J4 2 . 00 2 . 82 2 . 58 3 . 44 3 . 00 2 . 00 3.00 2 . 71 2 . 76 2 .3 8 3 . 08 2 . 00 

J13 2 . 25 2 . 98 2.72 2 . 89 5 .50 5 . 00 1. 50 2 .71 3.14 2.38 3 . 27 5.00 

J22 2 . 00 2 . 93 2 . 89 2 . 33 4 . 00 4.00 4.00 2 . 76 2 . 83 2 . 62 3.00 4 . 00 

J29 2 .00 2 . 55 2 . 47 2 . 67 2 . 50 2 .00 2.50 2 . 06 2.76 2 .29 2 . 69 2.00 

Fringe 
Weighted 

4 Benefits Mean 2 . 06 2 . 82 2 . 6, 2 . 83 3 . 75 3 . 25 2.75 2 . 56 2 . 87 2 . 42 3 . 01 3 . 2 5 

J5 

2 .50 2 . 66 2 . 72 2 . 11 4.5 0 1. 00 1. 50 2 . 7 6 2 . 66 2 .48 2 . 85 1. 00 

J14 4 . 25 2 . 91 3 . 11 2 . 78 3 . 00 2 . 00 5.00 3.12 2 . 83 3 . 05 3 . 0 4 2.00 

J23 3 . 00 2 . 89 2 . 75 3 . 67 2 . 50 2 . 00 3 . 00 3 . 12 2 . 76 3 . 14 2 . 73 2 . 00 

J32 2 . 00 2 . 66 2 . 69 2 . 11 3 .50 2 .00 2 . 00 2 .71 2 . 59 2 . 48 2 . 73 2 . 00 

Contingent 
Weight ed 

5 Rewards Mean 2 . 94 2 . 78 2 .8 2 2 . 67 3 . 38 1. 75 2 . 88 2 . 93 2 . 71 2 . 79 2 . 84 1. 75 

J6 

3 . 00 3.55 3 . 47 3 . 67 3 . 50 3 . 00 3.50 3 . 65 3 . 41 3 . 48 3 . 54 3 . 00 

J15 2 . 75 3.45 3 . 41 3 . 11 2 . 50 5 . 00 4 . 00 3 .47 3.31 3 .4 3 3 . 31 5 . 00 

J24 4 . 00 4 . 18 4.14 4 . 00 5 . 50 4 . 00 2 . 00 4 . 59 4 . 07 4 . 43 3 . 96 4 . 00 

J31 3 . 00 3 . 25 3 .14 3 . 56 2 . 00 6 . 00 2 . 50 3 . 2 9 3 . 24 3 . 14 3 . 19 6 . 00 

Operating 
Weig hted 

6 Procedures Mean 3 . 19 3 . 61 3 . 5E 3 . 58 3 . 38 4 . 50 3 . 00 3 . 75 3 . 5J.. 3 . 62 3 . 50 4 . 50 
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J7 5 . 75 

J16 5 . 50 

J25 5.25 

J34 5.75 

Coworkers 
Weighted 

7 Mean 5.56 

J8 3 . 25 

J17 4.25 

J27 4.50 

J35 4 . 50 

Nature o f 
Weigh t ed 

8 wo r k Mean 4 . 13 

J9 

4.00 

J18 3 . 25 

J26 4 . 00 

J36 3 . 50 

Communication 
Weighted 

9 Me an 3 . 69 
.-

5 . 07 5.17 4 . 89 5.50 

4.05 4 . 25 3.78 5 . 00 

4.80 4 . 83 4.78 5 . 50 

4 . 16 4.31 4 . 56 4 . 00 

4 . 52 4.64 4 . 50 5 . 00 

4.05 3 . 97 3 . 56 5 . 00 

4. 39 4.53 3 . 56 4 . 50 

4 . 34 4.33 4 . 22 4 . 50 

4.27 4 . 28 4 . 22 4 . 00 

4. 2 6 4 . 28 3 . 89 4.50 

3. 73 3 . 76 3 . 56 5 . 00 

4 . 02 3 . 97 3.89 5 . 50 

3 . 02 3 . 28 2 . 67 2 . 50 

3 . 52 3 . 33 4 . 00 5.5 0 

3 . 57 3 . 59 3. 5 3 4 . 6 3 

f~(\. MIC trin'&20C 
M~ "'"'I7~ClO 

5 . 00 

3 . 00 

4.00 

2 . 00 

3 . 50 

6.00 

6 . 00 

6 . 00 

6.00 

6 . 00 

2 . 00 

1. 00 

2 . 00 

2 . 00 

1. 75 

1 
".- .'\P .. ~ .• (\~ 

'" ' .", r .n!ll!l -C62 

5 . 00 5 . 06 5 . 17 4 . 86 5 . 35 5 . 00 

3 . 00 4.41 4.10 3.62 4 . 65 3 . 00 

5 . 00 4.94 4 . 76 4.62 5.04 4 . 00 

4 . 50 4 . 24 4 . 31 3 . 95 4 . 65 2 . 00 

4. 38 4 . 66 4 . 59 4.26 4 . 92 3 . 5 0 

3 . 00 3 . 82 4 . 1 4 3.90 3 . 96 6 . 00 

4 . 50 4 . 29 4 . 41 4.48 4 . 23 6 . 00 

4 . 50 4 . 18 4 . 45 4 . 52 4 . 15 6 . 00 

4 . 00 4 . 29 4 . 31 4 . 48 4 . 08 6 . 00 

4 . 00 4 . 15 4 . 33 4 . 35 4 . 11 6 . 00 

3 . 50 4 . 41 3 . 38 3 . 57 3 . 96 2 . 00 

4 . 50 3 . 82 4 . 00 3 . 76 4 . 23 1. 00 

2 . 50 2. 88 3.28 3 . 14 3. 12 2 . 00 

5 . 50 3 . 47 3 . 41 3 . 43 3 . 65 2.00 

4 . 00 3 . 65 3 . 52 3 . 4 8 3 . 74 1 . 75 



Fie l d of St udy 

Accounting Masters of 
and Business Business 

Questions Fi na nce Adminlstration Administration Managemen t 
re l ated 

S . No . Fa cets to Facets Mean t1ean Mean Mean 
Jl 3 . 86 3 . 00 2 . 81 2 . 50 

Jl0 3 . 33 1. 00 2 . 25 2 . 80 

J 1 9 3 . 10 5 . 00 3 . 13 3 . 20 

J28 2.81 1. 00 2 . 56 3 . 30 

Pay 
Weighted 

1 Mean 3 . 27 2 . 50 2 . 69 2 . 95 

J2 3.19 1 . 00 3 . 00 2 . 30 

Jll 3.33 1. 00 2 . 19 2 . 80 

J20 3.76 2 . 00 3 . 13 2 . 90 

J33 2 .81 5 . 00 2.13 2 . 50 

Pr omotion 
Weighted 

2 Mean 3.27 2 . 25 2.61 2 . 63 
J3 4.57 1. 00 3.94 3 . 70 

J12 5 . 19 3 . 00 4 . 63 4 . 20 

I J21 4 . 24 1. 00 4 . 06 3 . 70 

J30 4.52 4.00 4 . 19 4.60 

Supervision 
Weighted 

3 Mean 4 . 63 2.25 4 . 20 4.05 
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J4 3 . 00 2 . 00 2.88 2 . 10 

J1 3 3.00 5 . 00 3 . 13 2 . 20 

J22 2 . 95 4.00 2.81 2.60 

J29 2 . 95 2.00 2.31 1. 90 
Fr inge 

Weighted 
4 Benefits Mean 2 . 98 3 . 25 2 . 78 2 . 20 

J5 

2 . 86 1. 00 2.31 2 . 90 

J14 3.43 2 . 00 2.63 2 . 90 

J23 3.29 2 . 00 2.69 2 . 50 

J32 2.71 2 . 00 2.38 2.80 

Con t ingent 
Weigh t ed 

5 Rewards Mean 3.07 1. 75 2 .50 2 . 78 

J6 

4.00 3 . 00 3.25 2 . 90 

J15 2 . 90 5 . 00 3.56 4.0 0 

J24 4 . 19 4 . 00 4.50 3 . 60 

J3 1 3 .4 8 6 . 00 2 . 8 1 3 . 10 

Operating 
We ig hted 

6 Procedu re s Mean 3 .64 4 . 50 3 . 53 3 . 40 
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J7 

J16 

J2 5 

J34 

Cowo r kers 
Weighted 

7 Mean 

J8 

J17 

J27 

J3 5 

Na tu r e of 
Weighted 

8 wor k Mean 

J9 

J18 

J26 

J36 

Communication 
We ighted 

9 Mean 

5 . 33 5 . 00 

4 . 10 3 . 00 

4 . 81 4 . 00 

4.67 2.00 

4.73 3 . 50 

4 . 33 6 . 00 

4.10 6 . 00 

4.43 6 . 00 

4 .00 6 . 00 

4 . 21 6 . 00 

4 . 00 2 . 00 

4 . 00 1. 00 

3 . 52 2 . 00 

3 . 48 2 . 00 

3 . 7 5 1 . 7 5 

"r .... .. "'"-~ .-

? ... it,. "11 
. ... .., .. -

i' ... .......... V"'IQ1I ....... _-

5 . 13 4.70 

4 .63 3 . 70 

4.88 4.90 

4.25 3 .80 

4 . 72 4.28 

3 .50 3 . 80 

4.2 5 5 . 00 

4.06 4 . 50 

4.13 5 . 00 

3.98 4 . 58 

3 . 56 3 . 70 

4 . 13 3 . 90 

2 . 44 3.40 

3 . 38 4.00 

3 . 38 3 . 75 
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