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Abstract 

The present study attempted to explore teachers and instructors' job satisfaction and its 

relation with self-esteem, taking some selected demographic variables. The study was 

done (through two Likert-tlJpe scales i. e. Job satisfaction survey and self-esteem scales) on 

a total of 284 (208 males and 76 females) teachers and instructors in Dessie town, who 

were selected via proportional stratified random sampling. Data were analyzed using 

mean, standard deviation, pearson-product moment correlation, multiple regression and 

One-way ANOV A. Results showed that such demographic variables as age, number of 

dependants and work experience were positively and significantly related to job 

satisfaction, while marital status was related negatively and significantly with job 

satisfaction. But sex and educational level of the participants did not show a significa nt 

correlation . All the independent variables (sex, age, marital status, number of 

dependents, educational level, work experience and self-esteem) taken together 

significantly predicted job satisfaction. Age was found to be the best predictor among the 

variables entered in the equation. It was also noted that, there was no statistically 

significance difference on job satisfa ction among teachers and instructors. On the basis of 

these results, discussion and conclusion were made. Finally, some recommendations are 

forwarded for possible intervention and future research. 



1. Introduction 

1.1 Background 

CHAPTER ONE 

The study of employee satisfaction, boredom, and fatigue has long attracted the 

attention of psychologist, sociologist and physiologists. The interest of 

psychologists in these areas datesoack to the early parts of the twentieth 

century and reflects the emergence of and development of such fields of 

specia lization as industria l psychology and vocational guidance (Rashid & 

Archer, 1983; Vroom, 1984). 

Several s tudies have been conducted by different professionals concerning the 

issue of job satisfaction and what each person wants from his or her job? In 

fact there is no simple response to this question . Because the works of these 

researchers are not yet over as we still do have, an d perhaps never will have a 

clear-cut an swer to the question of what constitutes job satisfaction. Bearing 

in mind a ll human variables involved particula rly the individual and cultural 

difference; one should not be surprised at the prevailing confusion 

(Rashide&Archer, 1983). 

According to Orange & Bateman (1 99 1), job satisfaction represents the 

constella tion of a person's attitudes towards or about the job . In general, job 

satisfaction is the attitude towards or about the job as a whole .I t is the 

function of satisfaction with different aspects of the job (supervis ion, pay, the 

work itself) and attaches to those respective components . 

Studies a lso found that job satisfaction influences the general life satisfaction 

and this can act an important influences fa ctor for employee psychological 

health (Men lo& Popleton , 199 1). 



According to Bishay (1996) teachers a re arguably the most important group of 

professionals for a na tion future. Therefore. it is disturbing to find that many of 

today's teachers are dissatisfied with their jobs .So it is crucia l to find out what 

increases teach ers satisfaction and motivation. 

Ethiopia being one of the least developed countries . it is unquestionable that 

education is the key for development of human resources . It contributes to 

economic development and raises the living standards of citizens as much as 

investment in physical capital . such as transportation and communication. 

power. or irrigation does (Psacharropaulos & Woodha l; Cited in Tesfaye.2006). 

The total well - being and active participa tion of teachers in the educational 

sector is vital. According to Akalewold (2004) . in education. high qua lity of 

teaching s taff is the comer stone of successful educationa l system. Attracting 

and retaining high quality teachers are thus. the primary n eed for education in 

any nation. One s tep in developing a high quality faculty is to understand 

factors associated with teaching as a career (Aka lewold. 2004). 

Local studies in Ethiopia particula rly with regard to job satisfac tion of teachers 

and instructors were scanty. Previously s tudies were conducted in Ethiopia 

context particularly in Addis Ababa. The s tudies focu sed on factors rela ted to 

j ob satisfaction and its implication to teacher's educational policy and personal 

variables (e.g. Bonsa. 1996; Akalewold. 2004).In a ll of the above cases 

information was gathered from seconda ry schools only . But. the present study 

focused on job satisfaction and its rela tion to one of the psychological variables 

(i. e . self- esteem) and some selected demogra phic characteristics (sex. age, 

maIital status. number of dependents. educational leveL and work expelience) 

among teachers and instruc tors on different level of educational institutions 

outs ide Addis Ababa . Thus studying the relationship between job satisfaction 

and self esteem is one of the least researched a rea that requires further 

investigation in Ethiopia to have a clear understanding about the issue. 
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To sum up, having looked at the gap in knowledge, the present study a ttempts 

to study the condition of job satisfaction and self -esteem among teachers and 

instructors with respect to some selec[ed demographic variables . 

1.2 Statement of the Problem 

There is no dispute over the decisive role that education play in economic, 

socia\' cultural, technological achievements of today's world. To state it more 

precisely, education is the key for development. To this effect schools are 

charged with the responsibility of ena bling children to deal skillfully with the 

challenges and opportunities of the real world. Thus, schools are ins titutions 

whereby the tasks of human resource development begin. Teachers a re 

important actors in this endeavor. Hence, teachers a re one who playa central 

rok in the inductive process through implementing the purposefully designed 

curriculum to achieve the desired na tiona l educational goals. Successful 

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

favorable working conditions that :Juls ter teachers' job satisfaction, career 

commitment and intention to remain in the profession, Weiss (Cited in Tesfaye, 

2006). 

According to Davis & et a I. , (1989), one's job satisfaction influences the genera l 

life satisfaction. Others studies (such as, Kyriocuo; Henlo; Cited in Menlo & 

Popleton , 1990) have a lso indicated that teachers with high job satisfaction are 

likely to experience less dissatisfac tion in life. 

It is true that if teachers a re less satisfied in their job, they will leave their 

profession 01' rema in in it unhappily. These facts initiated the present 

researcher to s tudy teachers and instructors' job satisfaction. Hence, it is 

important to understand the various factors which affect job satisfaction. 
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The present study focu sed on adc\i-essing the following basic research 

questions of this study: 

~ Is job satisfaction s ignificantly related to sex, age, marital status, 

number of dependents, educational level, and work experience? 

~ Is there a s ignificant rela tions hip between job satisfaction and seIf­

esteem? 

~ To What extent do the independent variables (sex, age, marita l s tatus , 

number of dependents , edw ",t iona l level, work experience and self­

esteem) predict job satisfaction together? 

:P Is there a significant difference a mong teachers and instructors on job 

satisfaction based on level of educational inslitutions (i.e . primary and 

second cycle schools, general secondary and prepa ratory schools, 

colleges and university? 

1.3 Purpose of the Study 

The overall purpose of this s tudy is to investiga te teachers' and instructors' job 

satisfaction and self es teem. 

The specific purposes of this study a re: 

:P To investigate whether there exists a s igntficant r elationship between job 

satisfaction and the demographic variables of sex, age, marital status, 

number of dependents , educational level, and work expelience. 

~ To examine the rela tionship between job satisfaction and self-esteem 

:P To examine the predictive power of sex, age, mmital status, number of 

dependents, educational level, and work experience and self esteem on 

job satisfa ction. 

» To see the difference on job satisfaction of teachers and instructors 

across the level of educational institutions. 
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1.4 Significance of the Study 

Studies on the relationship between job satisfaction and other Psychological 

variables are scarce in Ethiopia, especially outside Addis Ababa, where the 

number of government schools, colleges and universities are larger as 

compared to Addis Ababa, Hence the present study is expected to have the 

[ollowing contributions: 

It provides an insight about the nature and extent of relationship between job 

satisfaction and self-esteem. In addition, the study also provides a 

comprehensive data on the relationship between sex, age, marital status, 

number of dependents, educational level, and work experience and job 

satisfaction of teachers and instructors in our context. 

Although the study is delimited to teachers and instructors in Dessie town, the 

findings can provide some tentative idea about the job satisfaction of the 

teachers and instructors as it related to self-esteem and the selected 

demographic variables of Ethiopia at large. 

The study may serve as a base for future research in the area of job satisfaction 

with others variables that may affect job satisfaction of individuals. 

1.5 Delimitation of the Study 

This study was delimitated to Dessie town, Amhara region of South Wollo. It 

was chosen because the researcher could get easily the cooperation of 

management bodies of Schools, Colleges and University .In case of variables, 

the pr~sent study was restricted tv j ob satisfaction, self-esteem and some 

selected demographic variables. 
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1.6 Operational Definition of Tenns 

Teachers - individuals who are worlung at general primary and second cycle 

and general secondary and preparatory schools . 

Instructors - individuals who are working at higher institutional levels of 

colleges and University. 

Job satisfaction - individual's attitude towards the job and job s ituations . 

Self-esteem - a global self acceptance and basic feelings of self-esteem. 
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CHAPTER TWO 

2. Review of Related Literature 

2.1 An Overview 

In this section , a review of conceptua l issues and empirical s tudies rela ted to 

job satisfa ction and self-esteem is ma de. It begins with the meaning and 

components of job satisfaction , major theories of job satisfaction and the 

rela tionship between demographic val;ables with job satisfaction. In the 

second section , concepts and theories related to self-esteem were discussed . 

Finally, empil; cal studies related to the rela tionship between job sa tis faction 

and self-esteem was ra ised . 

2 .2 The meaning of Job Satisfaction 

J ob satis fa ction is generally regarded as an employee's a ttitude towards the job 

and job s itua tion . Spector (1997) defines j ob sa tis faction as "the degree to 

which people like their jobs". Some people therefore enjoy work and consider it 

a central part of their lives while others do so only becau se th ey have to. 

According to Robbins et a I. , (1994) job satisfaction is defined a s "an individual's 

general a ttitude towa rds her or his job". A person with a high level of job 

satisfaction h olds positive a ttitudes towa rd the job , while a person who is 

dissatisfied with her or his j ob h olds negative a ttitudes about the job. 

Locke (Cited in Strees, 1991 ) offers a further definition of job satisfaction as "a 

pleasure or positive emotiona l s ta te resulting from the appraisal of one's job or 

job expel;en ce". It results from the perception that a n employee's job actually 

provides what he or she values in the work situation. 

Orange and Batemen (199 1) a lso defined job satisfaction as "a function of 

satisfaction with different aspects of the job (supenris ion, pay, the work itselO 
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and of the pa rticular weigh t or importance one attaches to those respective 

components. 

The meaning of job satis faction in this paper is "employee's overall attitudes 

about the job and aspects of the job". In which participants of the study reflect 

about the work itself and the different facets of the job (such as pay, 

promotion, supervision, benefits , contingent rewards, operating procedures , 

coworkers , communication and na ture of the work). 

2.3 Components of Job Satisfaction 

When we make career decisions, it is important to be aware of the key 

ingredients of job satisfaction. Some of the major important components a re 

highlighted in this section. 

Meaningfulness: As it relates to work it is difficult to define. Generally, when 

people ta lk a bout their work being meaningful , they seem concerned with 

whether it gives them a sen se of real accomplishment, which often translates 

into making a difference in the lives of others (London & Strumpf; Cited in 

Weithen & Lloyd, 1997). 

Challenge and Variety: Many people need cha llenge in their jobs, when asked 

to rate the importance of vaIious aspects of the their jobs, the respondents in a 

1991 Gallup poll ranked "interesting work" and "chance to learn new skills" 

second and fourth , respectively (weithen & Lloyd, 1997). A closely related 

consideration is the variety of work that a job provides , people tend to find 

repetitive, assembly-line work boring c.nd dissatis fying. One way organizations 

can increase employee satis faction is by restructuring jobs so that each worker 

is a llowed to perform a variety of what would other wise be routine task 

(Weithen & Lloyd , 1997). 
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Concerning the challenging of the work, many people have found that their 

college d iplomas haven't won them jobs they were trained for (Church ; Cited in 

Weithen & Lloyd, 1997) , and many have found themselves under employed , 

Underemployment is setting for a job tbat does not fully utilize one's skills, 

abilities, and training. Thus, the lack of challenge may contribute to job 

dissatisfaction a mong workers. 

Autonomy: Many people prefer to have a sense of freedom while on the job 

(London & Stmmpf; Cited in Weithen & Lloyd, 1997). In addition, many people 

want to have some control over the decis ions that will affect them on the job, 

h ow they perform their work, how to improve a product, and how to improve 

the work environment. One way organizations can increase employee's sense of 

a u tonomy is to involve them in decision making by developing quality of work 

life program. In these programs, worker at a ll levels a re given m aximum 

responsibility for how they do their jobs (Weith en and Lloyd, 1997) . 

Friendship and Recognition: For many people, friendship circles emerge 

largely out of interactions at work. Consequ ently, it should come as no 

surprise tha t the SOCial aspects of a job a re prime determinants of job 

satisfaction. When interpersonal relationships at work are pleasant, people a re 

more likely to be content with their jobs (Robbins et a I. , 1994). 

Whether it is provided through pay raises, promotions, or praise, people crave 

recognition for their work. Most people need to have the value of their work 

validated by others, especia lly supervisors and co-workers . Ma ny are quite 

wi lling to go beyond minimum requirements of their jobs as long as their extra 

efforts are recognized and appreciated. In the absence of such feedback , they 

may feel undervalue and dissatisfied (Weithen & Lloyd , 1997). 

Good Pay: Pay is one of those things that are evaluated on a relative basis . 

People are very sen sitive to what othe:." ea rn. Workers tend to be satisfied with 
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their pay to the extent that they perceive it as fair. For most people, a fa ir 

sala ry is one that (1) compares favorably with that of other employees with 

simila r training and seniority who work in the same field and (2) is 

commensurate with the company's ability to pay. No matter how much 

workers ma ke, they may feel under compensated if others a re earning more or 

if their employers a re making la rge profits that do not filter down to employees 

(Weithen & Lloyd, 1997). 

Security: Being unemployed can have a devastating impact on one's 

psychologica l health. Job loss is related to temporary increase in physical 

illnesses, depression , anxiety, drinking problems, and family conflict (Hamilton 

et a l. ; Voydanoff, ; cited in Weithen & Lloyd , 1997). Thus, it is not surprising 

tha t people value security in their jobs. 

2.4 Theories of Job Satisfaction 

Over the years. researchers devised a number of theoretical approaches to 

expla ining job satisfaction. 

literature are presented below. 

2.4.1 Discrepancy Theories 

The theories most frequ ently addressed in 

Many psychologis ts have argued for a discrepancy approach in thinking about 

satisfaction. They maintain that satisfaction is determined by the differences 

between the actual outcomes a person receives and some other outcome level 

(Staw, 1977). The theories differ widely in their definitions of this other 

outcome level. For some themies it is the outcome level the person feel should 

be received , and for other themies it is the outcome level the person expects to 

receive. All of the theoretical approaches a rgue what is received should be 

compared with another outcome level, when there is a difference when received 

outcome is below the outcome level-dissa tisfaction results. Theories that focus 

on employee's needs and values include Maslow's hierarchy of needs themy; 

ERG themy a nd Equity theory are discu ssed below. 
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Maslow's needs hierarchy theory 

Maslow's theory (Cited in Landy. 1985), is one of the best known theories. 

which holds that employee would be motivated by their jobs only if certain 

needs are met. Maslow advances five major types of needs which are 

hierarchical. This implies that lower-level needs must be satisfied first before 

an individual consider the next level of needs (Robbins et al.. 1994). The five 

major needs a re as follows: 

Basic biological needs: According to Maslow's theory. individuals are 

concerned first and foremost with satisfying their needs for food . water. shelter 

and other bodily needs. 

Safety needs: These needs include security and protection from physical and 

emotional harm (Robbins et a l. . 1994). After basic biological needs have been 

met. employees become concerned with meeting their safety needs. This 

implics that employee will remain satisfied with their jobs only if they believe 

the workplace to be safe to work in (Robbins et a l. . 1994) . . 

Social needs: Once the first two levels of needs have been met. employees will 

remain satisfied with their jobs only when their social needs have been met 

(Robbins et al. . 1994). Social needs include the need for affection. 

belongingness. acceptance and friendship . In the work context this would 

typically involve working with others and feeling needed in the organization. 

Organizations attempt to satisfy their employee's social n eeds by providing 

things like cafeterias. organizing sport programs and family events (Robbins et 

al. . 1994). 

Esteem needs: Esteem or ego needs include the need for status. recognition 

and achievement (Robbins et a l. . 1994). Once an employee's social needs have 

been met. they stali to focus on meeting their esteem needs. Organizations 
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can help to satisfy these needs through awards , promotions, and salary 

increase, 

Self-actualization needs: These needs represent the fifth level of Maslow's 

n eeds hiera rchy, According to Robbins et a l. (1994), self-actualiza tion needs 

include the need for growth , achieving one's potentia l and self-fulfillment. An 

employee striving for self-actualization wan ts to reach th eir full potentia l in 

every task. Therefore, employees wh o have been doing the same job for a long 

time might become dissatisfied and unmotivated in search of new cha llenge. 

Even though Maslow's theory has received wide recognition, there has been 

criticism of this theory. Robbins et a l. (1 994) state that certa in reviews of this 

theory pos tulate tha t needs are not necessarily structured a long these 

dimensions "as people simultaneously move through several levels in the 

hierarchy of needs ." Furthermore, because satisfied needs activate movement 

to the next level, the employee will a lways have an active need , making long 

term job satisfaction unlikely in terms of this theory. 

ERG Theory 

Alderfe (Cited in Landy, 1985) classjfied needs into only three groups of core 

needs, namely, existence, relatedness and growth. The existence grou p is 

concerned with providing baSic needs and includes items t ha t Maslow's theory 

considered as biological and safety needs . The second group of needs relates to 

maintaining importa nt relationships and the growth needs refers to the desire 

for personal development (Landy, 1985; Robbins et a I. , 1994). 

According to Robbins et a I. , (1994), the major difference between Maslow's 

theory and ERG theory is that the later theOlY pos tulates that progression to 

the next level need not be fixed; a person can skip levels . People can therefore 

be s imultaneously motivated by needs at different levels. A person can be 

concerned with satisf'ying growth needs even through existence and rela tedness 

needs a re not met. 
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The ERG theory r emoves some of the problem s associa ted with Maslow's theory 

and severa l s tudies supported the ERG theory (Robbins et a!. . 1994). 

2.4.2 Equity Theory 

This theory proposes that job satis faction is a function of what employees put 

into a job s ituation compared to wha t they get from it (Staw. 1977). Adams 

(Cited in Staw .1977) argues in his version of equity theory tha t sa tisfaction is 

determined by a person's perceived input-outcome balance in the following 

manner: the perceived equity of a person's reward is determined by his input­

outcome balance. this perceived equity. inturn. determines satisfaction. 

Satisfaction results when perceived equity exists. and dissa tisfaction results 

when perceived inequity exis ts . Thus. satisfaction is determined by lhe 

perceived ra tio of wha t a pers on receives from his job relative to wha t a person 

puts into his job. 

According to Landy (1985) three components are involved in this perception of 

fairn ess . namely inputs; outputs and input/output ratio (Landy. 1985). 

Inputs- refer to those elements we put into our job and include things such as 

effort. experience. education and competen ce (Robbins et a!. . 1994). Out put­

are elements that individuals receive from their jobs. These include things 

such a s pay. benefits and challenge. Input/out put ratio-according to Landy 

(1985). employees subconsciously compute an input/output ratio by dividing 

output value by input value . Employees may attempt to increase their out 

puts . for example, by asking for a sa lary increase. Conversely. they can reduce 

their inputs by not working as hard as they would n ormally do (Landy. 1985). 

2.5 Relationship between Job Satisfaction and Demographic 

Variables 

Research on job satisfaction has further identified cer tain personal or 

demographic characteristics which influence satisfaction in one way or 

another. Among the persona l or demographic variables age. gender . marita l 

13 



statu s, years of experience, numbe:: of dependent and educational levels a re 

the most commonly studied vaJ;ables among the researchers. In this section 

the findings of the researchers were discussed below. 

Age 
While research h as yielded mixed evidence on the influence of age on job 

satisfaction, most studies in the west have found a positive correlation, and 

that is, older workers tend to be more satisfied with their jobs than younger 

workers (Glenn et aI. , 1977; Saiyadain, 1985; Okpara, 2004). 

Numerou s explanations may be presented to explain the positive correlation 

between age and job satisfaction (Okpara , 2004): 

~ Older employees have adjusted to their work over the years, which may 

lead to higher satisfaction. 

~ Prestige and confidence are Hildy to increase with age and this could 

result in older employees being more satisfied. 

~ Younger employees may consider themselves more mobile and seek 

greener pasture, which could lead to lower satisfaction levels. 

~ Younger employees are more likely to hold high expectations of their jobs 

and if these expectations a re not met, they may experience lower 

satisfaction level. 

However, a closer analysis of the results of t hese studies revels that satisfaction 

is high among young employees; it tends to go down during the first few years 

of employment, a fter which it increases with increasing age, indicating a U­

s ha pe cu rve (Saiyadain, 1985). 

In contrast to the above findings, other studies found tha t age does not 

significantly expla in the varian ce in jon satisfaction levels (Vasudeva & Rajbri ; 

Reddy and Ravikuma r ; Cited in Saiydain, 1985; Kacmar & Ferris , 1989). 
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Gender 

There are la rge bodies of research explaining the gender job satisfaction 

relationship. However , research in this regard has been inconsistent. Some 

literature reports that males are more satisfied than females, others suggest 

females are more satisfied and some have no differences in satisfaction levels 

based on gender. 

A studies conducted by Weaver, Shapiro and Stren( Cited in Guisseppi & et a I. , 

1982), independently found that more ma le than female professionals were 

satisfied overall with their jobs . Guisseppi et a l.,(l982), conducted a study 

among female and male managers job motivation and satisfaction confirmed 

this findings. Male first- level managers and ma les with many dependents are 

more satisfied than women managers in corresponding categories. 

Anothel- study conducted by Okpara (2004) which involved 360 information 

lechnology managers in Nigeria, indicated that female employees are satisfied 

than their male counterpart- specifica lly with pay, promotion, supervision. 

According to Okpara (2004) this finding may be attributed to higher 

educational levels of women in this sample. The au thor postulates that higher 

educa tion levels ra ise expectations about status, pay, and promotion and if 

these expectations are n ot met. they might experience lower levels of 

satisfaction. 

However , in contrast to this Loscoccos (1990) indicate that female employees 

demonstrated higher levels of job satisfaction than ma le employees across 

different settings. This a u th or purports that most women value rewards that 

are readily available to them , such as rela tionships with co-workers. It 

therefore becomes easier fo r them to expelience job satisfaction. Male 

employees on the other hand, most likely deSire things like autonomy and 

financial rewards which are not as readily available. This migh t result in lower 

levels of job satisfaction . 
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On the other hand , a s tudy conducted by Saiyadian (1985), a mong Indian and 

Nigerian samples, indicates a comparison of male and fema le samples shows 

no s ignificant variation in their satisfaction score. 

Marital Status 

Researchers a re in disagreement concerning the relationship between marital 

status and job satisfaction . 

A Few studies reported that married employees are more satisfied than the 

unmarried ones (Kind, et a I. , 1982, Akalewold, 2004) . 

On the other han d, most literatures report no s ignificant difference in the job 

satisfaction of married and single employees (Jurgenson, Ash, cited in 

Saiyadian, 1985). Researchers are therefore in a disagreement concerning the 

rela tionship between marita l s ta tus and job satisfaction . 

Work Experience 

According to Saal and Knight (1988), research suggests that years of work 

experience is likely to influence job satisfaction. Literature overwhelmingly 

indicates a positive correlation between years of work experience and job 

satisfaction. That is, employees with longer job experience are more satisfied 

compared to those with fewer years of experience (Bilgic, as cited by Okpara, 

2004; Saiyadian , 1985). Okpa ra (2004) provides an explan a tion for this 

correla tion and advances that emploYi' c',; settle into their over time, which leads 

to an increase in organizational commitment and job satisfaction. 

A study conducted by Akalewold (2004) also indicated that years of teaching 

experience was pos itively related to satisfaction of work. 

Another view is provided by Alavi and Askaripur (2003). The a u thors conducted 

a study among 3 10 employees in government organizations and found no 
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significant difference in job satisfaction amongst employees based on their year 

of service. Research in this regard is 11\\18 contradictory. 

Number of dependents 

Saiyadain (1985) purports that there is strong evidence suggesting a positive 

relationship between the number of dependants and job satisfaction. This 

implies that the higher the number of dependents an employee has, the higher 

the job satisfaction is likely to be. A possible explanation could be that 

employees with more children are probably older and longer in their jobs. They 

might therefore have adapted to their work s ituations, hence the increase in job 

satisfaction. 

Studies conducted by Carrel and Elbert and Weaver (Cited in Guisseppi, et a I. , 

1982), independently found that overall job satisfaction was lower for those 

with a large household. 

Studies a lso show no correlation between job satisfaction and number of 

dependants (Salinas; Pathak; Reddy and Ravikumar ; Cited in Saiyadian, 

1985). Researcher in this area is, however, limited. 

Education Level 

There is some evidence that suggests that increase in education negatively 

correlates with job satisfaction in the Western samples (McDonald and 

Gunderson, 1974). Studies in Indian samples show no relationship between 

the two (Ghosh and Shukala; Vasudeva and Rajbir; cited in Saiyadian, 1985). 

In the same Vein Akalewold (2004) found no relationship between teachers' 

level of educational qualification and job satisfaction. 

Mottaz (1984) concluded that inCl" . >'d education has. on the average, a 

substantia l pay off in terms of intrinsic rewards and, hence. overall work 

satisfaction. However, the fact that education may lead to dissatisfaction in 

work by not producing the expected intrinSiC rewards suggests tha t the 

17 



problem s of over education and underemployment must be taken seriously. 

Therefore. it is vita lly important that employers avoid placing over qualified 

individuals in dull . routine jobs that are unlikely to provide intrinsic work 

rewards. It is genera lly accepted that well educated employees feel more 

fru strated in routine jobs. 

2.6 Conceptual and Theoretical Issues Related to Self-esteem 

The construct self-concept and self- esteem have been a topic of great interest 

in the field of psychology and educational research . and they have been shown 

to have a pervasive impact on human behavior (Wylie; cited in Robins et al.. 

2002). 

Although the definition of the terms. self-concept and self-esteem could be 

used interchangeably by some researchers (e.g. Pelham & Swann; Shavelson. 

Hubner . & Stanton; Cited in Chu. 1999). some other researchers have a 

distinction between self-concept and self-esteem. Most of these researchers 

view self-esteem as included under self-concept. Elliott (1986) pointed out that. 

a lthough both self-concept a nd self-esteem were related self-concepts. they 

differed. becau se self-concept was cognitive portion of the self and self-esteem 

was the affective portion of the self. 

Similarly Watkins and Dhawan (1989) a lso found the differences with in self­

esteem and self-concept. accordingly self-esteem could be limited to the 

evaluation aspects of the self and the term. self-concept. could then be used 

for a ll self-descriptions which do not necessarily involve judgment of worth. 
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2.6.1 Definition of Self-esteem 

James (Cited in Chu , 1999) expla ined in his theOly of the self and provided one 

of the earliest definitions of self-esteem. He defined self-esteem as a 

unidirectional cons truct that was rela ted to how a person felt about him/ her 

self. 

Another advan ced definition of self esteem was provided by Rosenberg ( cited in 

Mruk ,1995), who based his definition of self-esteem on J ames's con cept. 

According to Mruk (1995), Rosenberg m ade three contributions to the 

defini tion of self-esteem (a) self-esteem includes both a n affective and cognitive 

component; (b) self· esteem has an evaluative componen t; and (c) self-esteem is 

not only persona l and psych ological, but a lso includes socia l interaction . It was 

Rosenberg's position that self-es teelTI involved not only feeling but, a lso , 

cognitive con ceptualization a nd perceptions. 

Simila r to Rosenberg view of self-esteem , Coopersmith (1 967) defined it as a 

personal judgmen t of worthiness that is expressed in the attitude the 

individual holds towards him / h erself. It expresses an attitude of approval or 

disapproval an d indicates the extent to which the in dividua l believes 

him/ herself to be capable, s ignifican t, successful or worthy. He added the 

term, worth , and associa ted self-esteem with both worth an d evaluation which 

a re personal and powerful aspects of the construc t. 

J ocobson , (cited in Cambell , 1984) defin es s elf-esteem as expression of the 

harmony or discrepancy between the self representa tion and the wishful 

concept of the self. 

In general, self-esteem has been defined as self-evalua tion , and researchers 

have viewed it as an affective pa rt of the self, that is , the individu a l's regard 

abou t his/her own worth (Coopersmith , 1967; Byrne 1996) 
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2.6.2 Self-esteem and Age 

Researchers have long debated whether self-esteem shows normative age 

changes. Wylie (Cited in Robins, et a I. , 2002) initiated this deba te with her 

influentia l review of self-esteem literat ure. She concluded that there is no 

systematic age difference in self-esteem. Although this conclusion has been 

widely debated (e.g Demo, 1992; McCarthy & Hoge, 1982; O'Malley & 

Bachman, 1983; Rosenberg, 1986; cited in Robins, 2002), these debates have 

fa iled to lead any consensus about the normative development of self-esteem. 

A comprehensive study carried out by Robins, et al, .(2002) provides a clear 

picture of age difference in self-esteem from age 9 through 90. Robins, et a I. , 

(2002) carried out the study using cross-sectional data from 326,641 

individuals over the internet and found that self-esteem levels were high in 

children, dropped during adolescence, rose gradually throughout adulthood, 

and declined sharply in old age. Moreover, this trajectory is generally held 

across gender, socio-economic status, ethnicity and nationality (U.S. citizens 

versu s non-U.S citizens). 

As Robins, et a I. , (2002) stated that although none of the major theories of self­

esteem s pecifically addresses self-esteem development during adulthood, 

genera l theories of adult development may be invoked to explain why self­

esteem increases over the course of adulthood. Erikson (1968)' Jung (1958), 

Neugarten (1977), Levinson (1979) ; cited in Robins et aI., (2002), and others 

have theorized that midlife is characterized by a focus of activity, achievement, 

power, and control. For example Etikson suggested that the ma turity and 

superior functioning associated with mid life is linked to the " gen erativiiy" 

stage, during which individuals tend to be increasingly productive and creative 

a t work, while at the same time promoting and gUiding the next generation . 

Similarly, Role theories of aging suggests that over the course of adulthood 

individuals increasingly occupied pu." tJ uns of power and status, which might 
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convey a sense of self-worth ( Dannefer, 1984; Helson, & Moane, 1984; Hogan 

& Roberts, in Press; Sarbin, 1964; cited in Robins, et a I" 2002). 

Consistent with these theoretical speculations, the personality changes that 

occur during adulthood tend to show movement toward higher level of maturity 

and a djustmen t, as indicated by increases in traits such as emotional stability 

and conscientiou sness (Robins, Fraley, Roberts, & Tezesniewski , 2001) . 

Increased psychological maturity m ay a lso promote self-esteem through 

intrapsychic m echa nisms. For example Crocker and Wolfe (Cited in Robins et 

a I" 2002) , recently a rgued that healthy adult development might contribute to 

improve self-esteem regulation skills. Specifically, these a uthors speculate that 

over the course of developmen t, individuals learn to look inward for sources of 

positive self-esteem rather than requiring constant reinforcement to maintain 

their self-esteem. 

2.7 Relationship between Job satisfaction and Self-esteem 

The relationship between job satisfaction and self-esteem has been studied for 

decades by many professionals. These groups of professionals include 

psychologists, SOCiologists, academic processors and people from the business 

community (Garcez, 2006). 

A study was conducted by Lopez (1982) a mong six different eastern 

metropolitan univers ity full -time worker master of business a dministration 

students. The a uthor hypothesized that self-esteem moderates the relationship 

between job satisfaction and job performance. The instruments used in these 

study were the job description index (JDI) and the Minnesota satisfaction 

questionnaire (MSQ). The JDI measured satis faction with five aspects of the 

jobs: work, pay, promotions, supervision, and co-workers (Lopez-1982). The 

MSQ was used to measure overall satisfaction and intrinsic versus extrinsic 
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satisfaction . Additionally self-esteem was measured in three different scales, 

chronic, task-specific, and social self-esteem. 

The study found that there was no s ignificant correla tion between the three 

self-esteem measures a nd performance on the various satisfaction scales . This 

suggests that chronic, task-specific, and social components of self-esteem are 

unrelated to both performance and satisfaction. 

Another mos t comprehensive study involving more than one occupational 

group (including employees from telecommunications , entertainment, food 

service, and clothing retail industries) in south eastern united states, 

investigating the rela tionship between differential inequalities, job satisfaction, 

intension to tum over, and self-estf'f'm by Abrham (1999). Pertaining to self­

esteem, Abrham (1999) hypothesized that, individuals with low self-esteem 

experience greater job dissatisfaction and propensity to tum-over than those 

with high self-esteem (Abrham, 1999). 

One of the relevant finding was that age system inequality were predictors of 

job dissatisfactions and company inequity for intention to tum-over. Also, 

strong support was provided for the moderation of self-esteem of the 

relationship between inequity and criteria. Abrham (1999) believes that the 

finding that focal persons with low self-esteem experience more aversive effects 

attributable to inequality in working conditions has both practical and 

theoretical implications. According to Abrham (1999), for practical view pOints , 

finns should targets individuals with low self-esteem for the disseminations of 

infom1ation regarding company policv on status symbols at the inception of 

employment. Also companies should ongoing support to assist low self-esteem 

employees in copying with inequalily . Finally, Abrham (1999) believes 

th eoretically , low self-es teem may be innate. So that individuals with inherently 

low self-esteem react more strongly to inequality (Abrhan 1999). 
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The relationship between job satisfaction and self-esteem has been a lso 

conducted outside the united state in the Kerman province of Iran by Alavi and 

Askaripur (2003). The study was conducted among 3 10 personnel in Kerman 

province, Iran. Two types of questionan;es was used, the Kruskal-Wallis test 

and the median test. Alavi's and Askeripur's hypotheses was that there is a 

relationship between self-esteem and job satisfaction or personnel (Alavi and 

Askaripur, 2003). 

The result of the data analysis showed there is a significant meaningful 

relationship between self-esteem and job satisfaction of personnel. Also, it was 

found that personnel wi th high self-esteem have more satisfaction in their jobs 

than personnel with low self-esteem (Alavi and Askaripur, 2003) . 

Based on the result of this research, Alavi and Askaripur (2003) suggest that 

managers and employers should employ people with high self-esteem so that 

their job satisfaction might be increased after employment. On the contrary. a 

decrease in job satisfaction may be due to decrease in self-esteem, and thus, 

organizations should increase their employee's self-esteem, which, in turn, will 

increase their job satisfaction. 

Although the research includes many different jobs, methods and test groups, 

the research is almost unanimous regardless of the job statu s. The research 

conSistently provides support for the notion that a person who is satisfied with 

their job has a higher self-esteem than one who is not. Likewise, a person who 

has a higher self-esteem is likely to be more satisfied with their job. The job 

satisfaction self-esteem relationship is somewhat like the" chicken or the egg" 

analogy. The research is not exact which one comes first. Either way there is 

no questioning the bond between the two, whether for productivity or human 

interest reasons , will continu e to be the focus of research studies for decade to 

come (Garcez, 2006). 
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CHAPTER THREE 

3. Methodology 

This chapter focuses on how the research problem was investigated by 

discussing, the research s ite, the target population and sample size, samples 

and sampling technique, variables , data gathering instruments, procedure of 

data collection. and the methods of dat.a ana lysis that were utilized to a nswer 

the research questions for the presenL study. 

3.1 Research Site 

The research a rea is located in Dessie town, which is the capita l of South Wollo 

Zone of Amhara region. It is about 4001m1S North of Addis Ababa. 

3.2 Target Population and Sample Size 

The study is confined to Dessie town government schools, colleges and 

university teachers and instructors. In this town there are 28 general primalY 

and second cycle schools, 4 general secondary schools, 1 prepara tory school, 3 

colleges and 1 university. 

From the existing 28 general primary cmd second cycle schools, TigHe Firie and 

Etigie Menen chools were chosen randomly. On the other hand, Hotie general 

secondary school a nd Memihr Akalewold preparatory schools were randomly 

selected among the existing 4 general secondaIY and 1 preparatory schools. 

At the higher ins titu tional level, from the existing 3 colleges (W fro Sihen 

Bus iness and Vocational Tra ining College. Dessie Health Science College and 

Dessie College of Teachers Education) and 1 Univers ity (Wollo University), 

Dessie College of Teachers Education and Wollo University were randomly 

selected to represent ins tructors at the higher institutional level. 
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According to the statistical data Pi ' " ~ , ' red from Dess ie Woreda Educational 

office, the colleges and Wollo University, there were 831 teachers (472 males 

and 359 females) in genera l primary and second cycle level. there were, 353 

teachers (3 13 males and 40 females). in genera l secondmy and preparatOlY 

school level. there were, 190 instructors (166 males and 24 females). at college 

level and 315 instructors (294 ma les and 21 females) at Wollo university, From 

this information the ta rget population of the present study was 1689(1245 

males and 444 females) teachers and instructors , 

Taking representative sample of the population was one criterion of research, 

Accordingly the sample size of the present study was determined in accordance 

with Krejcie and Morgan's (1970) recommendation. These a uthors recommend 

taking 306 sample sizes from 1,700 population (i.e. 18 % of the popula tion). 

Hen ce, the recommended sample siZe 01 the present study beca me 306. Thus, 

a total of 320 teachers and instructors were participant of the present study to 

make morc representative a nd to balance incomplete c.ases. 

3.3 Samples and Sampling Methods 

To get the determined sample s ize of the present study, proportional stratified 

random sampling technique was used. Stratified random sampling was used 

to increase the probability of including unique character of each member of the 

population as well as to ensure proportional number of the population in the 

sample, Teachers and instructors were stratified on the basis of their level of 

institution, sex and age. Accordingly, in each distinct stratum, the number of 

participants to be selected was determined by proportional method. Then after, 

the required number of participants was selected from each distinc t stratum 

through s imple ra ndom sampling technique by us ing random numbers table, 

Finally 320 pa rticipants (230 males a nd 90 females) were obtained for the main 

study. 
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3.4 Variables 

In the present study, job satisfaction was treated as the dependent variable. 

The varia bles of sex, age, marita l statu s , number of dependents, educational 

level, work experience and self-esteem were treated as the independent 

variable. 

3.5 Instruments of Data Collection 

For the purpose of the presen t study questionnaire were considered as 

appropriate data collection instruments by considering the educational levels of 

the participants of the present study. 

Originally the instruments were developed in English and translated back to 

the native language of respondents (believed to be Amharic in Dessie town). 

The ques tionna ire has three parts. The first part consists of background 

information of respondents . The second part of the questionnaire wa s the job 

satisfaction survey scale and the fina l part consists of the self-esteem scale. 

3.5.1 Background Information Questionnaire 

The background questionnaire contained the following persona l information to 

be completed by the participants: 

~ Sex 

~ Age 
, Marita l status ,. 

~ Numbel- of dependents 

~ Educational level and 

~ Work experience 

The background information questionna ire consists of 6 items presented in a 

close and open ended form. 
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3.5.2 Job Satisfaction Survey Scale 

The job satisfaction survey scale was used in the present study to elicit data on 

the job satisfaction of participants. The job satisfaction survey scale was 

originally developed by Spector (1997). It was an adapted version of this scale 

used in the present study. 

The job satisfaction survey scale assesses nine facets of job satisfaction as well 

as an overall satisfaction. The nine facets are. pay, promotion, supervision, 

fringe benefits, contingent rewards, operating conditions, co-workers, nature of 

work and communication. Each of the nine facets of the job satisfaction scale 

was scored by combining responses to four items, which amounts to a total 

number of 36 items. Some of the items were written in negative form and 

needed to be reversely scored . 

The job satisfaction survey scale utilizes a likert-type scale with six response 

alternatives for each item, ranging from "Disagree very much" (weighted 1) to 

"Agree very much" (Weighted 6). 

3.5.3 Self-esteem Scale 

The self-esteem scale was originally developed by Rosenberg (1965) which helps 

to collect information about how individuals evaluate what they posses. 

The self-esteem scale has 10 items with likert-type scale and has four response 

alternatives for each item, ranging from "strongly disagree" (Weighted 1) to 

"strongly agree" (weighted 4). Some of the items were written in negative form 

and needed to be reversely scored. It is one of the most reliable and valid scale 

which is applicable in many research studies. 
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3.5.4 Pilot Study 

Two ins truments were a dapted from previous studies of western culture . It was 

mandatory to check the appropriateness and reliabilities. Hence, a pilot study 

which the very objective was to test and fit the instruments was conducted on 

selected samples of the s tudy s ite. 

The instruments of data collection were originally developed in English 

Language. To minimize language problems, the instruments were translated 

from En glish version to Amhat;c version. The transla tion was made 

contextually by the researcher and one English language senior post graduate 

student of Addis Ababa University. Then after, the researcher evaluated each 

of the transla tion by comparing the original items with the translation items to 

ensure that the items of each scale were properly worded in the context of 

Amharic so as not to lose their original meaning. Then, the fina l Amhat;c 

version of the scales was given for one high Amharic teach er of the study s ite to 

evaluate it contextually. The instruments were administered on 40 (15 female 

and 25 male) respondents who were working in the study site. 

The respondents completed the instruments in their respective working areas. 

The participants were gathered in one room and explanation was given about 

the case and the way they sh ould react to each item of the scales . Moreover, 

they were informed tha t they can ask clarification for vague items during the 

process. At the end, discussion was held about each items of the sales and 

vague items or words were rewritten or paraphrased . 

. yU!l'~ 

After the responses of the s~.\;tiycts were scored , item-tota l correla tion and 

Chronbach alpha were computed to see the interna l consistency of items of 

each scale. The analysis revealed that the items of each scales were intended 

to measure the sam e constructs and make scales reliable measures. Previous 

studies of western culture have reported reliabilities of Chronbanch a lpha for 

each scale. 
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Concerning the job satisfaction survey scale. for example. the onginal developer 

Spector (1997), reported an alpha level of 0.91 for 36 items. The reliability 

ana lysis of the present scale revealed an alpha of 0.78 

Regarding the self-esteem scale. tb'; reported chronbanch alpha in previous 

studies included 0.85-0.90 (Bagley. Bolitho & Bertrand. 1997) ; 0.77(Al­

Da rmaki. 2003) and 0.81 (Savaya. 1998). The value of alpha for self - esteem 

scales of the present study was 0.80. As the whole. the scale of the present 

study yielded acceptable reliabilty estimates and were comparable to those 

found in previous s tudies. 

3.6 Procedure of Data Collection 

After subsequent discussion and revision. items of the scales became ready for 

data collection. Permission to conduct the study was obtained from principals 

and academic deans after discussing about the purpose of the present study. 

Once permission was granted. the researcher contacted each of the department 

heads of different subject matters and fields of study in the selected sample, 

explaining the purpose of the rese;J,rh and request pern1iss ion to personally 

administer the questionnaire to the members of the departments. The 

department heads agreed and confirmed that they will obtain consent from 

their members for the proposed research. The members of the departments 

confirmed the consent to participate the present study after explaining about 

the purpose of the study together with each department heads by the 

researcher. 

The questionnaire was then administered over a two week penod with the help 

of two assistant data collectors from the selected areas. Before the 

questionnaire was handed to the pa rticipants, the researcher bnefed the 

participants regarding the questionnaire and they were allowed about 25-30 
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minutes to complete the questionnaire. in face to face situa tions in their 

working areas in order to avoid refusals and cla rifY points if necessary. 

PartiCipants of the study were also told that their responses will be kept 

confidential and were not be used in any ways that harms them. In any case. 

the participants were not require to wl;te anything that disclose their identily 

su ch as their name. house number and telephone etc. 

After completion. the researcher collected the questionnaires from the 

partiCipants and thanked them for their participation. Of the 320 

questionnaires administered. a total llumber of 284 questionnaires were used 

for the final analysis. The remaining 36 questionnaires were discarded either 

due to incomplete cases or unreturned of the questionnaires by the 

respondents. 

3.7 Methods of Data Analysis 

After a ll the required data were collected from the sample participants. analysis 

of the data was done to answer the basic research questions of the present 

study. To analyze and interpret the da ta. the statis tical package for social 

science (SPSS version 15.0) was u sed. Descriptive statistics (such as mean. 

standard deviation. minimum and maximum). correlation. multiple regression 

analysis and One way ANOVA were computed. 

The mean . standard deviation. minimum a nd maximum were used to analyze 

the background infornlation of the respondents . 

In order to examine the rela tionship between job satisfaction a nd the 

independent val;ables of the study (L e. sex. age. marital status. number of 

dependents. educational level. work experience and self esteem). the scores of 

job satisfaction scale was correlated with these independent variables . 
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A multiple regression analysis was j:: ,:.,formed ,to assess the predictive power of 

sex ,age, marital status, number of dependents , educational level, work 

experience and self esteem on the job satisfaction and to check how mu ch of 

the variance in the independent variables is accounted for by the independent 

variables collectively, Stepwise multiple regressions were carried out to identifY 

the best predictor of the outcome variable among the variables entered in the 

equation, 

To assess the difference in job satisfaction across the levels educational 

institution (General primaIY and second cycle school, general secondaIY and 

preparatory schools, colleges and university), One way ANOVA was computed, 
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CHAPTER FOUR 

4. Result and Discussion 

This chapter is concerned with the results and discu ssion of the study. Thus, 

the first section deals with the results obta ined from the data gathered and 

their s ta tistical analysis . The findings are presented in summa rized form of 

descriptive s ta tis tics, correla tion, multiple regression and one way ANOVA. 

The second section dea ls with the discu ssion of the results in line with the 

existing review of litera ture. 

4 . 1 Result 

4 .1.1 Demographic Characteristics of the Participants 

To examine the extent of the dependent variable (L e. job satisfa ction) on the 

participan ts' demographic cha racteris tics. descriptive s tatis tical ana lys is was 

carried ou t. The mean and s tandard devia tions. minimums and maximums 

and number of cases a re presented below. 
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Table 1: Demographic characteristics participants with 
f 

of the 
( Correspondinl! Job satis action score N= 284) 
Job Satisfaction 

Demographic Characteristics Std. 
Number Mean deviation 

Min. 

Males 208 133.76 26.4 1 73.00 
Sex 

Females 76 129.53 24.95 86.00 

Below 25 years 66 107.56 13.02 73.00 

26-30 years 70 119.00 13.22 86.00 

3 1-35 years 46 133.64 16.21 104.00 

Age 
36-40 years 33 156.84 17.27 102.00 

41 -45 years 35 157.45 15.36 112.00 

46-50 years 21 168.04 14.49 137.00 

Above 50 years 13 168.76 14.06 146.00 

Married 171 143.54 24.65 73.00 
Marital 

UnmatTied 110 117.00 20.72 80.00 
status 

Others 3 161.00 16.65 148.00 

None 99 115.92 20.29 73.00 

One 65 128.24 19.81 98.00 

Two 44 143.75 22.29 87.00 
Number of 

Three 19 157.84 23.14 112.00 
dependents 

Four 19 147.84 21.52 102.00 

Five 18 163.00 22.08 107.00 

Six and above 20 155.00 18.74 102.00 

Certificate 27 149.66 22.88 104.00 

Educational Diploma 51 130.23 29.04 8 1.00 

level Degree 145 125.28 23.57 73.00 

Masters & above 61 149.8 1 21.58 102.00 

Below 5 years 84 109.7 1 13.48 73.00 

5-9 years 82 126.29 18.55 86.00 

Work 10-14 years 43 145.25 19. 16 102.00 

experience 15- 19 years 42 158.69 15.88 112.00 

20-24 years 21 169.09 14.30 134.00 

Above 25 years 12 162.91 17.14 137.00 

Total 284 133.76 26.4 1 73.00 

33 

their 

Max. 

202.00 

195.00 

132.00 

164.00 

195.00 

202.00 

187.00 

193.00 

190.00 

195.00 

202.00 

180.00 

202.00 

185.00 

188.00 

193.00 

180.00 

190.00 

195.00 

195.00 

202.00 

187.00 

193.00 

147.00 

195.00 

188.00 

202.00 

193 .00 

190.00 

202.00 



As depicted in table 1, mean score of j ob satisfaction for ma les (133 .76) is 

higher than females (123.53). On the other hand , interms of age participants 

above age 50 years show the highest mean score in job satisfaction (168. 76) . 

Others group sh ow the highest mean score of job sa tisfaction in terms of 

ma rital statu s (l61.33).Participants with five number of dependents have the 

highest mean score of job satisfaction(163.00).Participants with masters and 

above level education level show the highest mean score(l49.81). Interms of 

work experience participants above 25 years show the highest mean score 

(1 69.9l).The total mean score of the respondents' found to be (1 33.76). 

4.1.2 Relationships between Job Satisfactions with Demographic Variables 

To examine the relationship between demographic variables with the 

dependent variable (L e. job satisfaction) as well as inter -correlation of the 

variables, biva riate correla tion was conducted. Hence, Pearson product 

moment correlations of the variables are presented in table 2 below. 
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Table 2: Bivariate correlation of j ob -satisfa ction with demographic 

charactelistics (N=284) . 

Variables Correlations 

Marital Number Educational 
Sex 

Work 
Age 

status of dependents level experience 

Sex -

Age 0.157" - ._ .-
Marita l status .047 -. 472" -

Number of 0.024 0 .685" -0.434" -

dependents 

Educational level 0.287" 0 .042 -0.032 -0 .153' -

Work experience 0.155** .953** -0.470" .652** 0.033 -
Job Satis faction .097 0.8 16" -0.414" 0 .577*' 0.046 0.761 " 

,. p < 0.01 'P < 0.05 

Based on the results in table 2 indicated above job satisfaction was 

significantly correlated at age (r=0.816), work experience(r =0.761), number of 

dependents (r = 0 .577) and marital status (r = -0.414), at (P < O.Ol).But, the 

con-elation of sex and edu cational level did not show signtficant relationship 

with job satisfaction with (r = .097) and (r = 0.046) respectively. 

When the inter-correla tion a mong the demographic variables was examined, 

sex was significantly correlated with age, educational level and work 

experience. But, sex did not show significant relationship with ma rital status 

and number of dependents . Age was significantly correlated with all the 

demographic variables with the exception of educational level (r = .042). 

Marital statu s was negatively correlated with number of dependents and work 

experience. But it did not show significant correlation with educational level. 

Number of dependents was s igntficantly correlated with educational level and 

work expelien ce. Educational level did not show significant relationship with 

work experience. 



Both the pattern and magnitude of these correlations revealed that increase in 

job satisfaction was associated with an increased in age, work experience, 

number of dependents and not being married. Males and females did not show 

s ignificant difference in job satisfaction. In addition to this, educational level 

did not show significant relationship with job satisfaction. 

4.1.3 Relationship between Job Satisfactions with Self-esteem 

To examine the relationship between job satisfaction (the dependent variable) 

with self-esteem (independent variable), Pearson product moment correlations 

was computed. The result indicates that job satisfaction was significantly 

correlated with self esteem (r = 0.399) with P< 0.01. This implies that as self­

esteem increase job satisfaction was aiso increased. 

4.1.4 Relationship between the Independent Variables and 

Dependent Variable 

To see the influences of independent vmiables (sex, age, ma rital status, 

number of dependents, educational level)work experience and self-esteem) on 

job satisfaction all together multiple regreSSion was conducted. When the 

dependent variable Uob satisfaction), was regressed on the independent 

variables jointly, the results displayed in table 3 below. 

Table 3: SummaIY of ANOVA for multiple regreSSion of predicting job 

satisfaction from the independent variables (N = 284). 

Source of Sum of df M.ean R R2 

variance squares square 

RegreSSion 133220.11 7 19031.445 

Residual 64205.079 276 232.627 .821 .675 

Total 197425.19 283 
*;!;: ··P<O.O I 
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Based on the result displayed in table 3 above indicated tha t a ll the 

independent variables taken together were s ignificant predictors of job 

satisfaction (F = (7. 276) = 8 1.8 11. P < 0.01) . According to the output of 

multiple regression analysis. a ll the independent variables considered in the 

equa tion (sex. age. mali tal s tatu s . number of dependents. educational level. 

work experience and self-esteem) collectively accounted for 67.5% of the 

variance in job satisfa ction. The remaining 32.5% of the variation in job 

satisfaction could be expla ined by other predictor variables which were not 

explored in this s tudy. 

Multiple regression analysis a lso generated s ignificant predictive effects of all 

the independent variables entered in the equa tion to predict the dependent 

valiable Uob satisfaction). The table below presents the summary of regression 

coefficients for predicting dependent variables from the independen t variables . 

Table 4: Summary of regression coefficients for predicting dependent 

variable from independen t variables (N=284). 

Variables B- Std. Error Beta (~) t 

coefficient coefficient 

Sex -1.675 2.189 -.028 -.765* 

Age 14.130 1.759 .956 8.032** 

Ma rita l status -1.827 2 .067 -.036 -.884* 

Number of dependents .397 .689 .029 .577 

Educational level .776 1.126 .025 .689* 

Work experience -3 .889 2.108 -.213 - 1.845 

Self-es teem .209 .115 .070 1.815 

** P < 0.01 • P < 0.05 
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As indicated in table 4 above job satisfaction can be predicted significantly 

from age (~ = .956, t (283) = 8.032, P < 0.01), educational level (~ = 0.025, t 

(283) = 0.689, P < 0.05), marital status (~ = -0.028, t (283)~ -0.765, P < 0.05). 

That is only age, educational level, marital statu s and sex were significantly 

contributed to partiCipants job satisfaction. But, the contribution of number of 

dependents, work experience and self-esteem were not significant to predict job 

satisfaction . 

4.1.5 Predictor Variables prioritized in Explaining the Variance in 

Job Satisfaction 

The result of stepwise multiple regression analysis in which the predictor 

variables were weighted in terms of the order of importa nce in explaining 

the variation in job satisfaction are presented in table 5. 

Table 5: Summary of s tepwise multiple regression analysis (N=284). 

Regression Standard Standard R2 
Step Variables Increase 

coeffient error of Reg. coef. 
NQ entered in R2 

(B) reg. SEB (Beta) 

t 

1 Age 10.27 0.607 0.710 0.502 16.9 1 * -

Work 
2 0 .557 0.132 0.190 0 .533 0.29 4.21 

Experience 

'P<0.05 

The stepwise regression analysis indicated in table 5 above showed that only 

age and work experience from the independent variables entered in the 

equation made an important contribution to the variance injob satisfaction. 

As s hown in the table, the variable which has been entered first in the 

stepwise regression model is age. This variable alone accounts for 50.2 % of the 

variance of job satisfaction hence it has the highest con'elation with job 
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satisfaction. The second most importa nt variable which entered in the second 

step is work experien ce. When work experience was a dded in the regression 

equa tion , the coefficien t of determina tion was increased by 2 .9%.The full model 

the multiple regression ana lysis expla ined 67 .5 % Of the varian ce in job 

satisfaction. But summing u p the unique contributions of each of the above 

each of the above independen t variables resulted for 53. 1%. Hence, about 

14 .4% was lost to their commonality (i. e. shared variance) . 

4 .1.6 Job satisfaction Difference across the Level of Educational 

Institutional 

To examine differen ce on job satisfaction of teachers and ins tructors across the 

level of educational ins titutions (i. e. Genera l primary and second cycle schools, 

Genera l secondary and prepa ra tory schools , Colleges, and University], One -

Way Analysis of Variance was computed. Table 7 below indicates One - Way 

Analysis of Variance. 

Table 6: SummalY of One-Way ANOVA on Job Sa tisfaction of Teachers 

and Instructors across level of Edu cational Ins titutions (N=284). 

Source Sum of Squares df Mean Square F 

Between groups 6 16. 107 3 205 .369 0.294 

Within groups 195353 .8 280 697.692 

Total 195969. 9 283 

P> 0.05 

Table 6 shows difference in job sati::'1 ,:. l~ion of teachers and ins tructors across 

the level of educational institutions (i. e . Genera l prima ry and second cycle 

schools, Genera l secondary an d prepara tory schools , Colleges, and Univers ity) . 

The mean score of the four groups have been compa red with One-Way Analysis 

of Valiance a t a lpha 0.05 a n d (3,280) degrees of freedom .The table value of 

a lpha 0. 05 and (3,280) degrees of freedom is 2 .68. When the computed value of 
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F (0.294) is compared with the critica l value (2.68), it was found that the 

computed value is less than the critical value .This implies that there is no 

statistically s ignificant difference between teachers and instructors on job 

satisfaction across the level of educat\~mal ins titution. 
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4.2 Discussion 

The present s tudy attempted to assess teachers a nd instructors job 

satisfa ction. The main con cern of the present study was examining the 

relation ship of job satisfaction with self-esteem and some selected demographic 

vaJiables in line with the existing review of litera tures . Accordingly the findings 

are discu ssed on the follOwing order : 

>- Job satisfaction with demographic variables 

~ Job satisfaction with self- esteem 

~ An overall rela tionship between job satisfaction with the independent 

varia bles 

~ The predictive power of the independent variables on job satisfaction 

~ Job satis faction difference across the level of educational institu tion 

4.2. 1 Job Satisfaction with Demographic Variables 

Con cerning about the rela tionship between job satisfactions with the selected 

demographic valiables, the present study revealed that age, work experience, 

number of dependents and marita l status sh owed a s ignificant relationship. 

But, sex and educational level did n Gr show significant rela tionship. 

With regard to age the result of the present study appeared to share the results 

of most western studies (McDonald & Gunderson , 1974; Ginzber , 1975; Gleen 

et a I. , 1997; Saiyadain, 1985; Okpara, 2004) and Akalewold (2004), that is , 

older workers tend to be more satisfied with their jobs than younger works. A 

number of possible explanations could be forwa rded regarding the reasons for 

positive con-elation between job satisfaction and age. 

One possible explana tion might be older employees have adj usted to their work 

over the years, which m ay lead to higher satisfaction (Okpara, 2004). In the 
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same vein, prestige a nd confidence are likely to increase with age and this 

could results in older employees being more satis fied (Okpara, 2004). 

Another possible explana tion for the positive relationship between job 

satisfaction with age may be that younger employees a re more likely to hold 

high expectation of their jobs a nd if these expectations a re not met, they may 

experience lower satis faction level (Ginzber, 1975; and Okpara , 2004). 

Moreover , younger employees may consider themselves more mobile and seek 

greener posture, which could lead to lower satisfaction levels. 

With regard to work expelien ce the result of the present study is consistent 

with the findings of the previous studies (Saiyadian, 1985; Bilgic, as cited by 

Okpara, 2004; and Akalewold , 2004). That is employees with longer job 

experience a re more satisfied when compared to those with fewer years of 

experience. Okpara (2004) provides an explanation for this positive correlation 

and advances that employees settle in to their over time, which leads to an 

increase in organizational commitment and job satis faction. 

Concerning about the rela tionship between number of dependents the presen t 

study is consistent with the finding of previous study conducted by Saiyadian 

(1 985). which indicated that, the higher the number of dependents an 

employee has, the higher the job satisfaction is likely to be. A possible 

explana tion could be that employees with more children a re probably older and 

longer in their jobs. So they migjl~ lh erefore have a dapted to their work 

situa tion, h ence the increased in job satisfaction. 

With respect to job satisfaction and ma rital status, the results of most previous 

studies were in disagreement. The result of the present study revealed that 

marital s tatus was negatively correlated with job sati~faction. In this study 

this implies that as employees were married their job satisfaction will increase, 
~ . 

Because malital status was coded as (1 = married, 2 = unmanied, 3 = others). 
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The result of the presen t study was consistent with the studies of McDonald & 

Gunderson, (1974), kind (1982) , and Akalewold , (2004), which reported that 

ma rried employees a re more satisfied han the unmarried ones. 

A possible explanation for married employees to be more satisfied in their job 

than the unmarried ones may be that employees who are manied are more 

stable than the unmarried ones, which may likely increase their job 

satisfaction. 

With regard to sex the result of the present s tudy found tha t sex did not show 

a s ignificant relationship with job satisfaction. Research in this regard has 

been inconsis tent. Some literature reports that males and more satisfied than 

females, other suggest that females are more satisfied, and some have no 

significant variation in their satisfaction score. The present study is in line 

with a study conducted by Saiyadian (1985), among Indian and Nigelian 

samples. With this respect to sex. the present study is different from previous 

s tudy conducted in Ethiopia by Aka lewold (2004) which indicated that fema les 

(52.4%) teachers were satisfied than the male (18.5%) teachers. 

Con cerning about the rela tionship between educationa l level and job 

satisfaction, the present s tudy indicated that, educational level did not show a 

significant correlation with job satisfaction. The result of the present study 

share the results of the study conducted by Akalewold (2004) in Ethiopia and 

studies conducted among the India n samples (Ghosh & Shu kala; Vasudeva & 

Rajbir; cited in Saiya dian, 1985). 

4.2.2 Job Satisfaction with Self-esteem 

With respect to the relationship between job satisfaction and self-esteem the 

present study showed a significant correla tion with (r = 0.399 , P < 0.0 1) . The 

finding of this study shared the s tudies conducted by Lopez (1982); Alavi & 

AskaIipur, which indicated that a person who is satisfied with in his/her job 
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has a higher self-esteem than one who is not. In the same vein Garcez (2006) 

concluded that the job satisfaction /self- esteem relationship is somewhat 

which one comes first either way, there is no questioning the bond between the 

two. 

4.2.3 An Overall Relationship between Job Satisfactions with 

Self-esteem 

When the dependent varia ble (i.e . J ob satisfaction) was regressed on the 

independent variables (sex, age. marital status, number of dependents , 

educationa l level, work experience and self-esteem) the result revealed that 

these variables are a significant predictors of job satisfaction . According to the 

out put of the multiple regression all the independent variables en tered in the 

equation collectively accounted for 67.5% of the valiance in job satisfaction. 

This coefficien t of detennina tion implies that these demographic characteristics 

and self-esteem were a significant es timates of job satisfaction . 

4.2.4 The Predictive Power of the Independent Variables on Job 

Satisfaction 

With respect to the proportion of the variance, the predictor variables (sex, age, 

marital s ta tus, number of dependents, educational level, work experience and 

self-esteem) collectively accounted ~ r about 67.5% of the variable in job 

satisfaction . 

The stepwise regression analysis a lso confirmed that only two of the 

independent variables significantly contributed to job satisfaction. Age being 

best predictor accounts for about 50.2% of the varian ce, next to it work 

experience is found to be a predictor a bout 2.9% of the variance. 

4.2.5 Job Satisfaction Difference across Level of Educational 

Institutions 

Concerning about job satis faction across the level of educational institution the 

result of the present study revealed that there is no a statistically s ignificant 

44 



difference among teachers and instru ctors . Even though there exist a difference 

on levels of edu cational qualification among to some groups of level of 

institution , these differences in educational qualification did not show 

differen ce on job satis faction. Thus, this implication is consistent one of the 

finding this study and a lso goes to the views of Ghosh & Shukala; Vasudeva 

&Rajbir( Cited in; Saiyadian , 1985) and Akalewold (2004). 
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CHAPTER FIVE 

5. Summary. Conclusion and Recommendation 

5.1 Summary 

The present study was conducted to explore the relationship between job 

satisfaction and self-esteem in Dessie town government employee teachers and 

instJuctors. Further. it a lso sees if there is a relationship between participan t's 

demographic variables and job satis faction. In light of these major objectives . 

the following research questions have been formulated: 

> Is job satisfaction s ignificantly related to sex. age. malita l status . 

number of dependen ts. educational level, and work experience? 

> Is there a significant relationship between job satisfaction and self­

esteem? 

> To what extent do the independent variables (sex. age. marita l status. 

number of dependents . educational level, work experien ce and self­

esteem) predict job satisfaction together? 

,. Is there a significan t difference among teachers and instJuctors on job 

satisfaction based on level of educational institutions (Le . primary and 

second cycle sch ools. genera l secondary and preparatory schools. 

colleges and univers ity? 

In order to answer the above questions. the s tudy was conducted on teachers 

and instructors in Dessie town. A tota l of 320 (230 males and 90 fema les) 

respondents were drawn from a tota l population of 1689 (1245 males and 444 

females) in two general primary and second cycle schools. two general 

secondary and preparatory school one college and one university using 

proportional s tratified random sampling technique. 

The data for the present study was gathered through administration of 

questionna ire to teachers and instructors. The questionnaire comprised of two 

scales : job satisfaction survey sca;, <"ld self-esteem scale measures. The 
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questionnaire has three parts. The first part deals with the demographic 

information of respondents. the next consecutive parts are concerned with job 

satisfaction and self-esteem measures respectively. The instruments were 

adapted from previous studies . 

After the instruments were translated into Amharic version for ease of 

understanding. they have been pilot tested in a sample of 40 participants (25 

males and 15 females) in the study s ite and reliabilities were computed. The 

analysis of the pilot test data revealed the chronbach a lpha of 0.78 and 0.80 for 

job satisfaction survey scale and self-esteem scale respectively. 

For the main study. the questionnaire was administered to 320 (230 males and 

90 fema le) participants in their respective working site. The final analysis. 

however. was made using a sample of 284 (208 males and 76 female) 

respondents. 36 questionnaires were excluded from the analysis due to either 

incomplete cases or unreturned of the questionnaire by the respondents. 

Regarding data analysis. descriptive statistics was used to show participants 

demographic variables and Pearson-product-moment was employed to examine 

the relationship belween the independent variables and dependent variable. 

To determine the predictive power of mdependent variables on job satisfaction. 

multiple regression analysis was used . Stepwise regression analysis was run to 

find out the best predictor variable among the variables entered in the analysis 

in explaining the proportion of variance in job satisfaction. Moreover . the 

difference in job satisfaction across the level of educational institution was 

detelmined by using One way ANOVA. 

The results of bivariate (Pearson-product- moment) correlation indicated that 

job satisfaction is significantly associated with the demographic variables of 

age (r = 0.816), ma rital status (r = 0.8 16), marital status (r = -0 .414), number 

of dependents (r = 0.577) and work experien ce (r=0.761).but. sex and 
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educationa l level did not show significant relationship with job satisfa ction. In 

addition to this the result indicates the existen ce of s ignificant correlation 

be tween self-esteem a nd job satisfaction. 

When job satisfaction was regressed on independent variables (sex, age, m arital 

s ta tus, number of dependents, educationa l level, work experien ce and self­

esteem) collectively, the proportion of varian ce found was 67.5%. The unique 

con tributions of age and work experien ce found to be (50.2%) and (2.9%) 

respectively. Hence about 14.4% was lost for their communa lity. 

The resul t of One Way ANOVA also revealed tha t there is no s tatis tically 

significant difference on job satisfa ction of teachers and instructors across the 

level of educationa l ins tit utions. 

5.2 Conclusion 

From the obtained findings, the following conclus ions were ma de for the 

present s tudy. 

Job satisfaction of teachers and instructors has a s ignificant positive 

rela tionship with age, number of dependents and work experience, a nd 

negatively correlated with m a rital s ta tus . But, sex and educational level did 

not s how a significant relationship with job satisfaction. 

Job satisfaction of teachers and instructors has a s ignificant positive 

rela tionship with self-esteem. 

Relatively a la rge amount of varian ce (67 .5%) in job satisfaction was accounted 

when sex, age, marita l sta tus , number of dependents, educationa l level, work 

experience a nd self-esteem were examined s imultaneously . 

There is n o statistically s ignificant differen ce on job satisfaction of teachers and 

instructor across the level of educational institu tions. 
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Genera lly, the findings of the present study indicated the factors tha t account 

for variation in job satisfaction due to the demographic varia bles and self­

esteem a nd the need to a ddress teacher's and instructor's job satisfaction 

across different level of educationa l institutions for the betterment of the 

educationa l system as a whole. 

5.3 Recommendation 

Based on the findings of the present study, the following suggestions a re 

forwarded. 

The results of the present s tudy revealed that job satisfaction of teachers and 

instructors increased with age, number of dependents (may be children), work 

experience a nd mali tal status. All of the a bove personal factors are related to 

stable way of life , such as, having private living home and other infrastructures 

for living. So, there is a need to mak e the living conditions of teachers and 

instructors to increase their job sath action by responsible bodies such as the 

MOE, Municipality of towns and So on. 

The res ul t of the study a lso indicates that, the high est vali ation in job 

satisfaction was observed with increased age and work experien ce. This 

implies tha t compara bly newly assigned teachers and instructors were 

dissatis fied in their job than those who stayed longer in this profession. Hence, 

there is a need to address the issu e by the ministry of education, the 

municipalities of towns and other concerned bodies to make the living 

conditions of n ewly assigned teachers and instructors so conductive in 

particula r an d to a ll staff in genera l by providing differen t infrastructures such 

as housing, tran sport service in their working site, and an increase in payment 

and so on. 

It was a lso found that job satisfaction of teachers and instructors were 

positively correla ted with their self-esteem. Hence, increasing the self-esteem 
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of teachers and instructors should be addressed through training as part of in­

service training as well as addressing different needs fulfillments. 

The study also suggested that the difference in job satisfaction of teachers and 

instructors across the level of educational institutions was not statistically 

significant. So, the need to address satisfaction at work was considered to be 

across all levels of educa tional institutions by conducting a study at national 

level. 

Although the present study attempted to provide some insight regarding job 

satisfaction, it is not conclusive because there is no related findings in this 

area to support the present findings in Ethiopia context. Efforts are only just 

emerging. Hence, this study should be replicated at national level by 

compl;sing different groups in a ll level of edu cational institution. Thus future 

research should include other van ables su ch as attitude towards their job, the 

existing educational policy. 
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Questionnaire 

ADDIS ABABA UNIVERSITY 

SCHOOl OF GRADUATE STUDIES 

DEPARTMENT OF PSYCHOLOGY 

The purpose of this questionnaire is to gather information necessary to explore the 
relationship between Job satisfaction and self-esteem among teachers and instructors. 
This study can be accomplished successfully only when you complete all the items of 
the scales honestly and frankly. 

At the onset, I would like to assure you that information obtained from the responses of 
this questionnaire will be used only for research purposes. Your responses will be kept 
confidential. Hence, please, g ive your responses freely and genuinely. No need of 
writing your name. 

Thank You for Your kind Cooperation 

PART ONE: PERSONAL INFORMATION 

Direction: Please supply the right information for the following items by putting a "J" 
mark in the box provided. 

1. Sex Male c=:J Female c=:J 

2. Age 25 and above c=:J 41-45 years c=:J 

26 -30 years c=:J 46-50 years c=:J 

31-35 years c=:J above 50 years c=:J 

36-40 year c=:J 

3. Marital statuses married single c=:J others __ _ 

4. Number of dependents 

None c=:J FOUR c=:J 

ONE c=:J FIVE c=:J 

TWO c=:J SIX and above c=:J 

THREE c=:J 



5. Educational Level 

Certificate Bachelor's Degree 

Diploma Master's Degree and above 

6. Years of Experience 

Less than five years c=::J 15-19 years c=::J 

5-9 years c=::J 20-24 years c=::J 

10-14 years c=::J 25 and above c=::J 

PART TWO: JOB SATISFACTION MEASUREMENT SCALE 

Direction: Read each of the statements carefu lly and then circie one of the numbers 
depending on your degree of agreement and disagreement .The number represents: 

1 =Disagree very much 4= Agree sl ightly 

2=Disagree moderately 5=Agree moderately 

3=Disagree slightly 6= Agree very much 

No. Items 1 2 3 4 5 
1 I feel I am being paid a fair amount for the work I do. 1 2 3 4 5 
2' There is really too little chance for promotion on my 1 2 3 4 5 

job. 
3 My supervisor is quite competent in doinq his/ her job. 1 2 3 4 5 
4' I am not satisfied with the benefits I received. 1 2 3 4 5 
5 When I do a good job, I receive the recognition for it 1 2 3 4 5 

that I should receive. 
6' Many of our rules and procedures make doing a good 1 2 3 4 5 

job difficult. 
7 I like the people I work with. 1 2 3 4 5 
8 ' I sometimes feel my job is meaningless. 1 2 3 4 5 
9 Communications seem qood within this orqanization. 1 2 3 4 5 
10' Raises are too few and far between. 1 2 3 4 5 
11 Those who do well on the job stand a fair chance of 1 2 3 4 5 

beinq promoted. 
12' My supervisor is unfair to me. 1 2 3 4 5 
13 The benefits we receive are as good as most 1 2 3 4 5 

orqanization offer. 
14' I do not feel that the work I do is appreciated. 1 2 3 4 5 

6 
6 
6 

6 
6 
6 

6 

6 
6 
6 
6 
6 

6 
6 

6 



, 

15 My efforts to do a good job are seldom blocked by red 1 2 3 4 5 6 
tape, 

16* I find I have to work harder at my job because of the 1 2 3 4 5 6 
incompetence of people I work with, 

17 I like doinq the thinqs I do at work 1 2 3 4 5 6 
18* The qoals of this organization are not clear to me 1 2 3 4 5 6 
19* I feel unappreciated by the organization when I think 1 2 3 4 5 6 

about what they pay me, 
20 People get ahead as fast here as they do in other 1 2 3 4 5 6 

places, 
21 * My supervisor shows too little interest in the feelings of 1 2 3 4 5 6 

subordinates, 
22 The benefit package We have is equitable, 1 2 3 4 5 6 
23* There are few rewards for those who work here, 1 2 3 4 5 6 
24* I have too much to do at work, 1 2 3 4 5 6 
25 I enjoy my coworkers, 1 2 3 4 5 6 .. . -. 
26* I often feel that I do not know what is going on with the 1 2 3 4 5 6 

orqanization 
27 I feel a sense of pride in doinq my job, 1 2 3 4 5 6 
28 I feel satisfied with my chances for salarv increases, 1 2 3 4 5 6 
29* There are benefits we do not have which we should 1 2 3 4 5 6 

have, 
30 I like my supervisor, 1 2 3 4 5 6 
31 * I have too much paperwork, 1 2 3 4 5 6 
32* I do n't feel my efforts are rewarded the way they 1 2 3 4 5 6 

should be, 
33 I am satisfied with my chances for promotion, 1 2 3 4 5 6 
34* There is too much bickerinq and fiqhtinq at work, 1 2 3 4 5 6 
35 My job is enjoyable, 1 2 3 4 5 6 
36* Work assignments are not fully explained, 1 2 3 4 5 6 

*NEGATIVELY WORDED ITEMS 



PART THREE : SELF-ESTEEM MEASURMENT SCALE 

Direction: Read each of the statements carefully and then circle one of the numbers 
depending on your degree of agreement and disagreement .The number represents: 

1 =Strongly Disagree 3=Agree 

2=Disagree 4= Strongly Agree 

No Items 1 2 3 
1 On the whole, I am satisfied with myself. 1 2 3 
2' At times I think I am no good at all. 1 2 3 
3 I feel that I have a number of Qood qualities. 1 2 3 
4' I feel that I do not have much to be proud of. 1 2 3 
5 I can do things as well as most other people. 1 2 3 
6' I certainly feel useless at times. 1 2 3 
7 I feel that I am a person of work, at least on an equal basis 1 2 3 

with others. 
8' I feel I don't have more respect for myself. 1 2 3 
9' All in 0111 am inclined to feel that! am a failure 1 2 3 
10 I have a positive attitude toward myself. 1 2 3 

-• NEGATIVELY WORDED ITEMS 

4 
4 
4 
4 
4 
4 
4 
4 

4 
4 
4 
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