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Abstract

The purpose of this study was to investigate the relationship between teachers’ job
satisfaction and school performance in government secondary schools of Adiyo woreda. The
correlation design was employed for the study. Both quantitative and qualitative data were
collected. The populations of this study were all government secondary schools and
education office experts in Adiyo woreda. The respondents of this study were 18 school
leaders, 49 teachers and 15 woreda education office experts with a total of 82 participants.
The sample schools were selected using simple probability sampling technique. All
respondents of the study were selected using comprehensive sampling technique. The
collected data were analyzed using frequency, mean,; percentage and Pearson’s Correlation
to test the relationship between teachers’ job satisfaction and school performance. The
findings of the study showed that there is relation between teachers’ job satisfaction and
school performance. The level of teachers job satisfaction in government secondary schools
of Adiyo woreda is low as well as the level of school performance is also low. If the
satisfaction of teachers’ increase also the performance of the school can be also increased.
Incentives and fringe benefits, recognition and Salary payment scale were identified as the
most dissatisfying factors. Therefore, it is concluded that the satisfaction and school
performance levels were low which is below intended goal. Finally, the researcher
recommended that it is better if the schools create attractive school compound to grasp the
attention of teachers in order to overcome absenteeism of teachers from the school to
improve the performance of the school. Adiyo woreda government should have to create
mechanisms to maximize the job satisfaction of the teachers by allocating budget for
incentives and fringe benefits, residential/rent, offering award in order to create the work
competition sprit between the teachers, giving attention to recognize teachers in their job,
pay career structure payment on regular time; it is better that if the zonal and regional
governments prepare motivational trainings and other capacity building trainings to increase
motivational spirit of teachers in case school performance might be improved and finally it is
better that if the federal government gives attention to teachers by fringe benefits, different
allowances, giving recognition and refresh the mind of teachers by trainings which might
sustain teachers in teaching profession.

KEY WORDS:

Job satisfaction; school performance; secondary school teachers; salary and fringe benefits
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CHAPTER ONE: INTRODUCTION

This part of the research proposal presents the problem and its justification, research gaps,
objectives and beneficiaries of the research in detail. The section has different sub-topics such
as the background of the study, statements of the problem, objectives, significances,

delimitation of the study and lastly operational definition of key terms.
1.1 Background of the Study

Job satisfaction is more of a journey, not a destination, as it applies to both employees and the
employer. Job satisfaction is an important element for the school performance to achieve the
desired goal for any school, particularly for the academic staff that has direct linkage with the
production of the educated citizens. In order for organizations and institutions to be
successful, they must continuously ensure the satisfaction of their employees (Berry, 1997).
In addition, Hoy and Misked (1987) have stated that job satisfaction is viewed as a decisive

factor as to the general efficiency of an organization.

Job performance is deeply affected by the intrinsic motivational factors of the job (Mundhra,
2010; Oluseyi& Ayo, 2009). Teachers who show more satisfaction with their jobs also show
greater performance while working. In various studies, job satisfaction and job performance
had a significant positive relationship (Ahmad et al., 2010; Hayati&Caniago, 2012;
Shokrkon&Naami, 2009).

Teachers are the pillars of the society; they act as role-models to the students and help them
to have the holistic development, become the potential leaders of the next generation, and to
shoulder the responsibility of taking their nation ahead (Jyoti and Sharma, 2009).Teachers’
who are satisfied with their job are happy, dedicated, committed, and also bring their best
qualities to schools so that students, parents, and the societies may benefit from their services
(Ofoegbu, 2004). As showed by Jaiyeoba and Jibril (2008), satisfied and motivated teachers
are important for any educational system. The success or failure of the education system
depends mainly on satisfied teachers, but also on satisfied school managers and

administrators.



The term performance refers to the quantity and quality of work product and also it denotes
the contribution that teachers make to achieve educational and school objectives. The
performance of schools will never succeed and improved if teachers’ job satisfaction is
ignored, however if teachers in a school are motivated and satisfied, they will render service
to the customers efficiently and effectively (Mbua, 2003). This implies that motivated and
satisfied school teachers are most likely to affect the students’ learning positively whereas the

opposite have negative impacts on students’ performance.

According to hygiene factors theory such as salary and fringe benefits, organization policy,
technical supervision, relationship with the co-workers and work conditions may ensure that
employees will perform at minimum level, but motivation which contributes to superior
performance, is possible only through satisfiers or motivators (Fred and Allan, 2008). Thus,
Job satisfaction is considered as an important construct to study the relationship between job
satisfaction and school behaviors like performance, absenteeism, and turnover (Lawrence,
2011).Those and other problems inspire the researcher to investigate the relationship between
teachers’ job satisfaction (intrinsic and extrinsic) and school performance in relation to

students’ achievement, completion and dropout rates.

The strength of any educational system largely depends on the quality and commitment of its
teachers. Teachers as the heart of educational process play an important role in the
achievement of quality and effectiveness, and realization of educational goals at large.
Moreover, every educational system should strive to attract qualified people to the profession

and provide them with better incentives that will satisfy their needs (Ayalew, 2000).

Performance is a multifaceted feature that depends on many aspects, including work values
and organizational commitment (Gutierrez, Candela, & Carver, 2012). As an indicator of
productivity, performance has been highly demanded throughout the history of education,
either from teachers or from students. Since the job satisfaction of teachers and their
achievement scores are interlinked, they represent a vital potential source for improving the
educational process. However, the goal of achieving academic goals remains unfulfilled if
teachers cannot demonstrate quality performance in the form of students’ achievement score.
Above all, the most important indicator is academic achievement in the teacher learning
process. That aspect is also the most important area of research and at the heart of educational
psychology in academic assessment (Rahmani, 2011). Ayral, Ozdemir, Findik, Ozarslan, and

Unlu (2014) have shown that examinations and tests are widely used tools for evaluating
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students’ performance regardless of academic level or discipline. Often by using tests, the
skills, abilities, and academic achievement of students are analyzed through evaluation
(Zollar& Ben—Chain, 1990) to explore students’ learning outcomes and monitor their success,
all in order to improve the quality of education (Kellaghan, Greaney, & Murray, 2009). In
that sense, performance is linked with effectiveness, knowledge management, and quality

(Platisa, Reklitisb, & Zimeras, 2015).

Since the role of workers is critical to regulating the performance of an institute (Farooquia &
Nagendra, 2014), the researcher explored the relationship between teachers’ job satisfaction

and school performance in his study.
1.2 Statement of the Problem

Teachers’ professional development (CPD) training and resource utilization facilitated at
clustered school levels were improved which in turn enhance teachers’ effectiveness but the
education policies, programs and plans have not been made serious effort to pinpoint the
causes of low motivation or de-motivation of teachers and its relationship with educational

outcomes (MoE, 2010).

According to Desta A, (2014) citing Green (2000) has proposed three theoretical frameworks
to understand the job satisfaction at the work place: content or needs theories, process
theories, and situational models of job satisfaction. All of these frameworks are useful to a
greater extent to understand the job satisfaction of teachers. To achieve higher level of
teachers’ job satisfaction, efforts were made to get beyond attractive working conditions and
to foster among teachers the fulfillment of those needs associated with the work itself, such as
recognition, responsibility and achievement. According to Luthans (1998), if people work in
a clean, friendly environment they were find it easier to come to work. If the opposite
happen, they find it difficult to accomplish tasks. When needs are not fulfilled an individual
may be affected psychologically, morally and economically. In relation to this idea, the social
context of work is also likely to have a significant impact on a workers’ attitude and behavior
(Marks, 1994). If teacher moral is diversely affected, it is not be easy to expect optimum
devotion in their profession. As West and Belington (2001:103) stated, teachers are the most
important resources available within the school, therefore, the pattern of and support for

teachers’ development were the most important determinant of the schools efficiently.



Another problem is concerning the job performance of the teachers. Educational
administrators accuse teachers’ negligence, absenteeism, turnover, and zeal to work. While
teachers on their part argue that the benefits, interest of the learners and working conditions

do not satisfy their basic needs which enhanced working conditions (Ololube, 2013).

A research done on secondary school teachers in Taiwan shows that teachers of the target
area were satisfied with their job (Abdullah et.al, 2009).They conducted the study by
comparing subjects with some variables: gender, qualification, level and age. In their
conclusion: ...the male teachers were generally more satisfied than female teachers. The
graduate teachers were more satisfied than non-graduate teachers. The higher ranking
teachers were more satisfied than the ordinary teachers while the older teachers were more

satisfied than their younger counterparts.

In Ethiopian context, Tsegaye (2011), Gudissa (2012), and Gedefaw (2012) conducted study
on teachers’ job satisfaction. Both Tsegaye and Guddisa conducted their research on TVET
colleges and focused on the factors affecting teachers’ job satisfaction and the extent of
teachers’ satisfaction depending on different variables. Their finding shows that the majority
of the trainers were dissatisfied with their job due to insufficient satisfying elements. Among
these salary and other fringe benefits are the most important factors which discourage them.
Gedefaw (2012) in his study on job satisfaction of secondary school teachers in Ethiopia
employed the study only on teachers and investigated factors that dissatisfy teachers on their
job; however, salary and benefits emerged as the primary dissatisfying aspect of all the work

factors.

Further, during formal or informal discussions, teachers raise challenges and problems they
are facing in their life, in teaching profession and on how to have better. From the discussion,
most of the teachers are discouraged to continue in this profession. At the same time, teachers
argue that unfair fringe benefits which other expertise obtained for different reason makes the
teachers to be dissatisfied on their jobs. From the researcher’s experience in Adiyo woreda,
the achievement of students is declining and drop-out rate is increasing from time to time.
Consequently, teachers blame the students as well as their parents in their children readiness
for learning; on the other hand, students complain teachers’ preparation and teaching

methods.



However, researchers did not address the relationship between teachers’ job satisfaction and
school performance outcomes (absenteeism of teachers, motivation of teachers and turnover
of teachers). Finally; the issue has not investigated in Adiyo woreda administrative town.
Considering the gap, the study will focus primarily on investigating the relationship between
teachers’ job satisfaction and school performance which are the current challenges in Adiyo

woreda government secondary schools.

Therefore, the researcher was motivated to conduct this study in case of decline in quality of
education by failing of school performance. The researcher assumes that teachers’ job
satisfaction has more capacity to increase teachers’ performance toward increasing school
performance indicators (absenteeism of teachers, motivation of teachers and turnover of
teachers); because motivated and satisfied teachers can attentively follow their learners to
overcome the rate of dropout, completion & repetition as well as supports their learners in
order to increase the achievement of the students by adjusting tutorial classes and activity

classes in addition to their basic classes.

1.3 Research Questions

The study attempted to answer the following research questions.

1. What is the level of teachers’ job satisfaction in Adiyo woreda secondary schools?
2. What is the level of school performance in secondary schools of Adiyo woreda?

3. What is the relationship between teachers’ job satisfaction and school performance in

secondary schools of Adiyo woreda?

1.4 Objective of the Study

1.4.1 General Objective

The general purpose of the study is to find out the relationship between teachers’ job

satisfaction and the school performance of secondary schools in Adiyo woreda.

1.4.2 Specific Objectives
Based on the general objective of the study, the following specific objectives were set to:
1. Describe the level of teachers’ job satisfaction in Adiyo woreda secondary schools.

2. Examine the level of school performance in secondary schools of Adiyo woreda.



3. Investigate the relationship between teachers’ job satisfaction and school performance at

Adiyo woreda secondary schools.
1.5 Significance of the Study

The output of this research benefit students, parents, societies, teachers, schools, educational
administrators and the country at large due to showing the direction in relationship between
teachers job satisfaction and school performance; so that effective students might be gained.
It valued the student in improving their academic result, completion rate, and getting active

teaching learning methods; besides the dropout and repetition rate will be minimized.

Students’ may be benefited by acquiring quality education from motivated teachers. Teachers
also will be benefited by addressing their problem for the concerning bodies to be satisfied
with their job, dissatisfying factors and life in general. The investigation of teachers’ job
satisfaction and school performance will also help policy makers, planners, education sector,
and school administration to attain the relevance and current status of teachers’ job
satisfaction and school performance based on the current challenges to the education. The
parents will be benefited in case of their children’ result improvement. The school also will
be benefited by producing quality generation for the future world. Even the country will be
benefited by producing quality educated people whom might play great role in achievement

of goal of the government.

Hence, the researcher recommends them the way to improve the revealed problems in Adiyo
woreda in particular. In general, the study will be served to ensure quality and efficiency of
education, to attract the qualified and committed teachers through teachers’ job satisfaction in
the schools and administrative town. Finally, the study serves as the foundation for other

researcher for further investigation in secondary government schools.
1.6 Delimitation of the Study

The main focus of this study is on investigating the relationship between teachers’ job
satisfaction and school performance in government secondary schools of Adiyo woreda;
because all of the societies are the beneficiaries of government schools in case of absence of
private secondary schools. Again the researcher delimited to Adiyo woreda as the study area,
because of geographical topography, financial and time constraints as well as the work area

of the researcher which is difficult to manage the study.



There are various independent variables related to teachers’ job satisfaction, the researcher’s
will delimited to demographic characteristics of teachers (age, qualification, career structure,
experience, school level they teach). Moreover, the intrinsic and extrinsic factors affecting
teachers’ job satisfaction (leadership and supervision style, salary, incentives, work
conditions, interpersonal relationship, recognition, achievement, promotion and

advancement).
1.7 Operational Definition of Key Terms

» Academic achievement: refers to a student's success in meeting short (promotion from

one grade to the next) or long-term (promotion of school leaving exam) goals in a school.

» Completion Rate: the percentage of first year entrants in a cycle of education surviving

to the end of the cycle at Adiyo woreda secondary schools.

> Drop-out Rate: the proportion of students who leave a school without complete the

grade level within a year at Adiyo woreda secondary schools.

> Repetition Rate: the proportion of students who enroll in the same grade more than once
to the total number of students enrolled in that grade during the previous year at Adiyo

woreda secondary schools.
» School leaders: are school principals, supervisors and unit leaders of the schools.

» School Performance: refers to an achievement of objectives set by secondary schools of
Adiyo woreda as measured by absenteeism of teachers, motivation of teachers and

turnover of teachers)

> Secondary school: is according to Ethiopian school structure, first cycle secondary
school that includes grade 9 and 10, and second cycle secondary school which includes

11 and 12.

> Students’ academic achievement: refers to the score of secondary school students on

national, classroom assessment and different examinations in Adiyo woreda.

» Teacher’s Career structure: the ladder of the teacher to update in their profession from
beginner to higher lead teacher (III), having nine career structures for teachers in Adiyo

woreda secondary schools.



» Teachers’ Job Satisfaction: is the fulfillment of teachers’ desires (in pay, fringe benefit,
contingent rewards, promotion, supervision, interpersonal relation, school rules and
regulations and work condition that influence school performance outcomes in Adiyo

woreda secondary schools.

> Woreda Education experts: refers to woreda education office workers and woreda

teachers association coordinators.
1.8 Organization of the study

The research proposal has five chapters. Chapter one introductory part presents the nature of
the problem and its background of the study, statement of the problem, research questions,
objectives of the study, significance of the study, delimitation of the study, definition of
operational terms and organization of the study. Chapter two presents the key concepts that
will be used in the paper to place the problem in a broader perspective of review of related
literature. Chapter three concentrates on the research design and methodology specifically
which includes description of the study, research design, sources of data, research method,
population, sample size and sampling techniques, data collecting instruments and method of
data analysis. Chapter four presents analysis of data interpretation. Finally, chapter five deals

summary, conclusion and recommendation of the study.



CHAPTER TWO: REVIEW OF THE RELATED LITERATURE

2.1 Introduction

In this chapter, the literature related to job satisfaction and school performance will be
reviewed to get a better understanding of school performance indicators and the theories on
the factors that influence job satisfaction. The most important theories which are relevant for
this study, and which will be explained in the following sections are Maslow’s Hierarchy of
Needs Theories, Motivator-Hygiene Theory, the Expectancy Theory, Reinforcement Theory,
Herzberg’s Two-factor Theory, Hawthorne Effect Theory and Three-Dimensional Theory of
Attribution. The target objective of the study will be to assess the relationship between
teachers’ job satisfaction and school performance in government schools of Adiyo woreda.
Thus, this chapter deals with reviewing the literature of different scholars related to topic so

as to achieve the objective of the study.

2.2 Concepts of Teachers’ Job Satisfaction, Motivation and School

Performance
2.2.1 Teachers’ Motivation and Job Satisfaction

Organization dynamism, whether public or private, comes from the motivation of its
employees, although their abilities play just as crucial role in determining their performance.
The term employee motivation is a complex and difficult term to define; therefore, a precise
definition of this concept is intangible as the notion comprises the characteristics of
individual and situation as well as the perception of that situation by the individual (Ifinedo,
2003). In addition, Dessler (2001) defined motivation as the intensity of a person’s desire to
engage in some activity. From the above definitions we could convey that motivation deal
with what starts and energizes human behavior; how those forces are directed and sustained

as well as the performance they bring about.

On the other hand, many workers are satisfied in even the least high-status jobs. That is, they
simply like what they do. In any case, job satisfaction may be as an individual as one’s
feelings or state of mind. The most widely accepted definition of job satisfaction as a
pleasurable or positive emotional state resulting from the appraisal of one’s job or job

experiences (Sergio and Brain, 2014). According to Locke as cited in Lawrence (2011) Job



satisfaction is defined as the degree of pleasure or positive affect that an employee has toward
his or her job. It can also be aspect which refers to how an employee feels about specific
aspects of the job. If an employee is satisfied with most aspects of the job, he/she will be
generally satisfied with his/her job, even though he/she might dislike some aspects of it (PSU
WC, 2013). The terms employees’ job satisfaction and motivation are used interchangeably,

and high job satisfaction is directly tied to high motivation and vice versa.

In relation to this, Guddisa (2012) citing Carr (2005) motivation is the consequence of
expectations of the future while satisfaction is a part of the motivational process which is the
consequences of past events. It is possible that an employee may display low motivation from
the organization’s perspective yet enjoy every aspect of the job which indicates high job
satisfaction. The above review indicates that motivation is primarily concerned with goal-
directed behavior; job satisfaction refers to the fulfillment acquired by experiencing various

job activities and rewards.
2.2.2 School Performance and Its Indicators

In the modern climate, the success of a school is measured by the school's achievement of set
performance indicators. These indicators are intended to demonstrate how effectively the
school is preparing pupils to perform in the real world. Different countries or states may have
varies specific regulations in measuring and grading their performance schools. Some of
them use academic performance, learning environment and efficiency, others may use
standardized test performance, attendance rate, completion rate and achievement of adequate
yearly progress (Schrein, 2011). In Ethiopia context the educational policy goals, strategies
and programs are addressing the problems of access, equity, quality and relevance that
considered as the indicators in education. Access to education development can be measured
through the number of schools and students and teachers by gender. Equity to education can
be expressed in-terms of school distribution between rural and urban, gender parity and

equality, treatments given for special need.

The question of quality of education will be explored using teachers pedagogical training,
student teacher ratio, educational expenditure, and students’ achievement. In case of
educational efficiency it will be examined through students’ dropout rate and repetition of

classes (MoE, 2004).
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2.3 Theories of Job and Motivation

Employee job satisfaction and motivation can be studied through several broad approaches.
The most common ones are: content or need based theories, process theories and
reinforcement theories (Fred and Allan, 2008). According to Lewis, expectancy theory is the
most comprehensive motivational model that seeks to predict or explain task-related effort.
The principle of this theory is that a person’s job satisfaction can depend on two factors: the
relationship between effort and performance and the desirability of various work outcomes
that are associated with different performance levels. This theory suggests that the motivation
that will lead to job satisfaction is a function of the perceived relationship between an
individual’s effort, performance, and the desirability of consequences associated with job

performance (Fred and Allan, 2008).

The concept of reinforcement is identical to the presentation of reward. Reinforcement
theories relate to the idea of operant conditioning. They concentrate attention on the link
between behavior and consequences. The reinforcement is the stimulus whose presentation or
removal increases the probability of a response reoccurring (Brijesh and Singh 2009). Alberto
and Troutman (2009) as cited in Woolfolk (2009) whenever you see a behavior persisting or

increasing over time you can assume the consequence of any action.

2.4 The Importance of Teachers’ Job Satisfaction for Effective School

Performance

School education is imparted quantitatively and qualitatively by teachers who have academic
excellence, competent and pertinent training. Besides job satisfaction plays a vital role in
imparting excellent education to the student as it acts as a motivating factor (Jalaja, 2007). In
general, the heart matter in education is the interaction between the student and the teacher
that create quality education. Thus if quality education for all should be made a reality, a
sufficient number of well qualified and satisfied teachers are necessary. Recognizing, the
essential role of teachers in educational advancement and the importance of their contribution
to the development of man and modern society, concerned to ensure that teachers enjoy the

status commensurate with this role (VSO, 2002).

Teachers’ professional knowledge, skills and competencies can be seen when one is
participating and mastering challenging tasks directed at educational success and

performance (Filak and Sheldon, 2003). In this context if teachers have not been satisfied and
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motivated on their job, educational system with school performance indicators may face a
problem or fail. Similarly, the roles and contexts of educations’ motivational methods and
tools cannot be underemphasized because high motivation enhances productivity which is
naturally in the interests of all educational systems (Ololube, 2006). In addition, highly
motivated and need satisfied teachers can create a good social, psychological and physical

climate in the classroom.

Therefore, needs satisfaction and motivation to work are very essential in the lives of teachers
because they form the fundamental reason for working in life. While almost every teacher
works in order to satisfy his or her needs in life, he or she constantly agitates for need
satisfaction. Job satisfaction in this context is the ability of the teaching job to meet teachers’

needs and improve their job/teaching performance.

2.5  The Relationship between Teachers’ Job Satisfaction and School

Performance

The link between job satisfaction and performance has controversial issues on the presence,
strength and flow of the variables. Concerning those issues different literature assessed and
presented as follows. Fred and Allan (2008) citing Cecil (1980) stated that a significant
relationship exists between motivation and job satisfaction and performance for a sample of
secondary and higher education teachers. Other studies have shown that there is a correlation
between job satisfaction and performance, turn over, and absenteeism. A correlation indicates
that there is a relationship between these variables; however it does not explain either, caused
the relationship (Steinberg, 2008). Motivation expected to have a positive effect on quality
performance; employees who are characterized by a high level of motivation show a higher
work and life satisfaction (Guddisa, 2012). Teachers who are satisfied with their jobs are

crucial to efficiency, productivity, and high quality of goods and services that school provide.

The other views on the strength of the association between job satisfaction and performance
is as Sergio and Brain (2014) citing Jones (2006) suggested that there is a positive weak or
slightly significant connection between job satisfaction and job performance; on the other
hand, other researchers Saari and Judge (2004) investigated that there is strong connection
between performance and satisfaction. The relationship increases for difficult jobs than for
less difficult jobs. Strong correlations exist between job satisfaction and performance; job

satisfaction and turnover and absenteeism and tardiness (Johns, 1997).
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There are provocative views on the flow of job satisfaction and performance. Fred and Allan
(2008) citing Lyman and Edward the concepts of the basic expectancy theory of motivation
have extended to examine the factors that influence an employee’s performance and
satisfaction. For many years, behavioral scientists believed that satisfaction led to
performance, this causal relationship can be traced to the human relation era, whereas in
recent years, the human rationalists’ proposition around and contend that performances led to
satisfaction. They argue that the intervening variable between these two is rewards (Fred and
Allan, 2008). Basset (1994) stated that causality may flow from performance to satisfaction;
in other way other researchers suggest that happy employee is productive. In addition Locke
(1995) as cited in Fred and Allan (2008) stated that accomplishing the goal can lead to
satisfaction and further motivation and frustration or lower motivation if the goal is not

accomplished.
2.6 Factors Affecting Teachers’ Job Satisfaction

In today’s competitive environment organizations thrive and survive on their human
resources. Most employees recognize that the way they feel about their work and their job is
affected by a number of factors. It is a key factor in realizing organizational and individual
goals that in turn greatly depends on individual’s self-motivation and job satisfaction.
Different scholars categorize factors affecting job satisfaction in different ways. Some of
them are: as financial and non-financial factors, others based on the characteristics like
personal, work and organizational characteristics. Guddisa (2012) citing Sakar (2000),
organizational management uses financial and non-financial motivation to motivate its

employees.

Abraham Maslow’s connects the creation of the existence of people’s sense of satisfaction
with the maintenance of the classified needs. These are physiological needs, security,
affiliation, self-esteem and self- actualization needs. Herzberg’s two factory theory also
categorizes those factors into motivating or intrinsic and hygiene or extrinsic factors, for the
study will be considered. Motivators or satisfiers are those factors that provide positive
feelings about job, cause satisfaction, and make employees want to succeed, such as:
responsibility, learning opportunities, recognition, achievement, advancement and growth.
Whereas the hygiene factors are related to the work environment that includes organization

policies, supervision, salary, interpersonal relations and working conditions are also called
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extrinsic factors. Hence, the absence of those factors cause feelings of dissatisfaction whereas

its presence do not generally cause feelings of satisfaction (Fred and Allan, 2008).

Others classify in to organization policies, nature of job related and personal characteristics
related (Kaila, 2007). Each of these factors figures into an individual’s job satisfaction
differently. According to Syptak, Marsland, and Ulmer (1999), there are numerous aspects of

a job that an organization can manage to increase satisfaction in the workplace.
2.6.1 Leadership Style

The first and foremost determinant of job satisfaction is the administrators of the school
supervision and the style of leadership. Studies have revealed that the leadership styles
exhibited by principals in school have a marked effect upon the job satisfaction of the staff
(Bogler, 2001). Much as it is logical to think that leadership styles and teachers’ job
satisfaction affect school performance. In addition Kaila (2007) stated that satisfaction tends
to be high when people believe their leaders are competent, have their best interest in mind

and treat them with dignity and respect.

Again as Tony and David (2005) stated the ability and strategies to motivate staff, to develop
staff morale and to try to ensure job satisfaction are central to the leader’s role in raising
performance. Moreover Molineux (2004) as cited in Admasu (2007) states that no one like to
work for boss who i1s incompetent. Thus, the best supervisors and leaders are those who know
what they are doing and committed to getting a job done, friendly and pleasant to works with

employees.
2.6.2 Organization Policies

Policies that are clear, fair and applied equally to all employees will decrease dissatisfaction.
Therefore, fairness and clarity are important and can go a long way in improving employee
attitude (Parasad, 2007). According to Michael (2012) citing Brodinky and Neil (2003)
shared governance or participatory management enhances teacher’s professional status and
their ownership in the planning and operation of the school. They concluded that shared
governance gives teachers a vested interest in school performance and also promotes

harmony and trust among teachers.
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2.6.3 Salary, Incentive Pay and Fringe Benefits

Desseler G. (2001) stated that, yet even with all our more modern motivation techniques like
job enrichment there is no doubt that money is still the most important motivator. Salary
which is the payment for employees on the basis of time they put in job contributes

fundamental change in motivation and job satisfaction.
2.6.4 Interpersonal or Social Relations

Allowing employees to develop a social aspect to their job may increase satisfaction as well
as develop a sense of teamwork. Co-worker relationships may also benefit the organization as
a whole; given that, teamwork is a very important aspect of organization productivity and
success. Moreover, when people are allowed to develop work relationships they care more

about pulling their own weight and not letting co-workers down.
2.6.5 Working Conditions

Keeping up to date facilities and equipment and making sure employees have adequate
personal workspace can decrease dissatisfaction. Job satisfaction might be motivated by the
nature of the job which is pervasive and peculiar working conditions that are similar to local
and international standard, and extent to which they resemble work conditions of other
professions in the locality (Oshagbemi, 2000). Moreover, Kaila (2007) stated that job

satisfaction is reduced by overcrowded, dark, and noisy environments.
2.6.6 Achievement

Making sure employees are in the proper positions to utilize their talents may enhance
satisfaction. When employees are in the proper role and feel a sense of achievement,

challenge, and their talents will be in line with the goals best suited for them.
2.6.7 Recognition

Taking the time to acknowledge a job well done can increase the likelihood of employee
satisfaction. Positive and constructive feedback boosts an employee's morale and keeps them

working in the right direction.
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2.6.8 Autonomy

Giving employees the freedom of ownership of their work may help raise satisfaction. Job
satisfaction may result when an individual knows they are responsible for the outcome of

their work.
2.6.9 Advancement

Allowing employees, who show high performance and loyalty, room to advance will help
ensure satisfaction. A new title and sense of responsibility can often increase job satisfaction
in an employee. An employee, particularly the achievement-oriented one, seeks promotion
and advancement through his work. If the work provides him for personal growth and to

develop his personality he will feel satisfied to the job and organization (Kaila, 2007).
2.6.10Job security

Especially in times of economic uncertainty, job security is a very high factor in determining
an employee's job satisfaction. Giving an employee the assurance that their job is secure will

most likely increase job satisfaction.
2.7 Variables of Job Satisfaction

On the teachers’ job satisfaction and besides to that the relationship to specific characteristics,
research has been made. By the action of this research some constant situation is clearly seen
in the findings. The most often examined characteristics are gender, age, salary tenure,

experience, adequate training, etc
2.7.1 Age

Herzberg et.al, (1957) has reported the general findings on the relationship between job
satisfactions started high, declined, and started to improve again with increasing in a U-
shaped curve. The results of these findings were proved in a study by Kacmar and Ferris
(1989). This study is resulted in a U-shaped curvilinear association between age and job
satisfaction for the factors which is measured on the job descriptive index (smith, Kendall,
and Hullin, 1969). They included that satisfaction related with pay, promotions, supervision

and co-worker.
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The suggestion of Herzberg (1957) was that job satisfaction increased with age in case, which
the individual comes to adjust to his/her work and life condition. Job satisfaction possibly
take place in increasing as worker grows older in case of the extrinsic rewards of work
possibly takes place in increasing with age. When the worker grows older, there will be also a
positive relationship between age and job opportunity, because the superior administrations
are open to the older workers grows older, there will be also a positive relationship between
age and job opportunity, because the superior administrations are open to the older workers
than young workers. In addition to this there is another factor contributing to the age job
satisfaction relationship could be the expectation that an individual’s age increases, similarly
an individual prestige with confidence, and the feelings make him/her to be on a high level of

job satisfactions.

The researchers have found that both age and job satisfaction was related to congruence,
work locus of control; organizational tenure and salary. The educators, Bedeian, Ferris,
adnKacmar (1992) discovered that tenure was a more stable predictor of job satisfaction than
chronological age. Many studies continue to validate the fact that job satisfaction varies with
age. In this case researchers continue to examine the relationship in an attempt to address the

needs of various populations in various positions within the work age.
2.7.2 Salaries

An employee’s salary is related to the individual’s achievement level and successfulness. The
suggestion is raised from the author about the salaries of satisfied and dissatisfied employees
Hoppock (1977) suggested that there is a significant difference findings in the average
salaries of the most satisfied and the least satisfied teachers. The teachers who earn higher
salaries were more satisfied than who earn low salaries. The findings from the study of
Hoppock were supported by two persons study conduction of porter and Lawler (1968). The
conclusion of these two educators was that job satisfaction reflects the salary that the workers

get for the type of work they have done.
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CHAPTER THREE: RESEARCH DESIGN AND METHODOLOGY

This part of the research precisely describes research design will be employed, sources of
data, population, sample size and sampling techniques, instruments, procedures to collect
data and methods of data analysis in order to answer the research questions and achieve the

objectives of the study.
3.1 Description of the study

Kaficho is bordered on the south by Debub Omo, on the southwest by Bench Maji, on the
west and north by the Oromia Region, and on the east by Semien Omo. The administrative

center of Keficho was Bonga and it is 449 km far from Addis Ababa.

Menjiwo/Adiyo is one of the woredas in the South west Region of Ethiopia which is 511 km
far from Addis Ababa. The name Menjiwo is derived from the province Manjo of
the Kingdom of Kaffa; however, the province of Manjo lies within the boundaries of
neighboring Ginbo, occupies the lands of the Gallo province of the former kingdom. Part of
the Keffa Zone, Menjiwo is bordered on the south by Telo, on the southwest by Decha, on the
west by Ginbo, on the north by the Gojeb River which separates it from the Oromia Region,
and on the east by the Konta special woreda. The major town in Menjiwo is Adiya Kaka.
This woreda has been described as "one of the most isolated zones in the Region, with
most kebeles inaccessible by road throughout the year.” According to a 2004 report, Menjiwo
had 56 kilometers of dry-weather roads, for an average road density of 53 kilometers per
1000 square kilometers. Despite the lack of all-weather roads, this woreda possesses "a
largely self-contained economy, not wealthy, but economically secure. Major cash crops

include corn, teff, wheat, and haricot beans. Other important sources of income include

selling butter.

Based on the 2007 Census conducted by the CSA, this woreda has a total population of
107,731, of whom 52,405 are men and 55,326 women; 2,858 or 2.65% of its population are
urban dwellers. The majority of the inhabitants practiced Ethiopian Orthodox Christianity,
with 91.4% of the population reporting that belief, 3.86% were Protestants, and 3.21%

practiced traditional beliefs.
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3.2 Research Design

The major purpose of the study is to investigate the relationship between teachers’ job
satisfaction and school performance of secondary schools in Adiyo woreda. Hence,
description research design was employed to describe the existing relationship between
teachers’ job satisfaction and school performance. In correlation research, researchers
investigates possible relationship among variables without trying to influence those variables
(John W., 2012). Furthermore, the study employed both quantitative and qualitative data

collection methods.
3.3 Sources of Data
My source of data were both primary source and secondary data sources.
3.3.1 Primary Sources of Data

The researcher collected both quantitative and qualitative data from first-hand sources. The
quantitative primary data was gathered from government school teachers, school leaders and

woreda educational administrators by using questionnaires and interviews.
3.3.2 Secondary Sources of Data

The secondary data was obtained from annual reports of Adiyo woreda Education Office and
from selected secondary schools. Thus, motivation of teachers, turnover rates of teachers and

absenteeism data was collected.
3.4 Population, Sample Size, and Sampling Technique

The population of this study was 7 secondary government schools of 138 teachers, 54 school
leaders and 15 woreda education office experts with total population of 207 in Adiyo woreda.
The researcher selected 3 secondary government schools by using simple random sampling
technique to conduct the study. The sample size of the study were 49 teachers, 18 school
leaders and 15 woreda education experts which give the total population of 82. The

researcher used comprehensive sampling method for all samples.
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Table 1: Summary of study Population, sample seize and sampling Techniques

Sample schools | Respondents Population | SS ST

Teachers 15 15 comprehensive sampling

Bokka
School leaders 6 6 comprehensive sampling
Teachers 17 17 comprehensive sampling

Sherada
School leaders 6 6 comprehensive sampling
Teachers 17 17 comprehensive sampling

Mera
School leaders 6 6 comprehensive sampling
Woreda Education experts 15 15 comprehensive sampling
Teachers 49 49 comprehensive sampling
All respondents School leaders 18 18 comprehensive sampling
Woreda Education experts | 15 15 comprehensive sampling
Total 82 82

3.5 Research Method

Method is a style of conducting a research work, which is determined by the nature of the
problem. Thus, both quantitative and qualitative methods were employed to investigate the
level of teachers’ job satisfaction and school performance in secondary schools of Adiyo

woreda.
3.6 Data Collection Instruments

To respond the stated research questions, and to achieve the objectives of the study,
questionnaire, an interview and document were employed as an instruments to collect the
data. So, using different types of instruments, helped the researcher to arrive at reliable and

valid data, as well as minimizes the error by triangulation.
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3.6.1 Questionnaire

The researcher had adapted questionnaire from previous researches including both close
ended and open ended items for Adiyo Woreda secondary schools of 49 teachers. The
questionnaire has four parts: part I- respondents’ characteristics 9 questionnaires in number,
part II- close-ended questions 6 items of 46 questionnaire in number for teachers’ face job
satisfaction, part III - closed ended items for school performance of 8 questionnaire and part
IV encompass 10 open ended questions. The close ended items had five-point Likert scale

ranging from strongly agrees to strongly disagree for teachers and students separately.
3.6.2 Interview Guides

The other instrument used for the collection of primary data for the study was an interview.
In an interview the respondents respond or react on each semi structured questions by words
one by one, then the response of each respondents ‘on the items respected and considered.
The instrument was conducted by the researcher to the 18 school leaders and 15 woreda
education office experts at different time which helps to collect various data of teachers’ job
satisfaction and school performance from the respondents. It was helpful to supplement the
information gathered through questionnaire, as well as for the clarification of some

unforeseen and to get in-depth information.
3.6.3 Documents

The researcher was organized and gathered data from the annual reports of Adiyo Woreda
education department that inform about teachers’ background like the career structure
improvements, experience, and qualification. In addition, from the school performance in
respective of their indicators like motivation of teachers, absenteeism of teachers and
turnover rate of the teachers, of three years from 2018/2019 to 2020/ 2021 had taken and

analyzed. Hence, the researcher used the documents for triangulation.
3.7 Data Collection Procedures

Four phases were taken place while data was collect from the respondents. At the first phase,
the researcher submitted letter that obtained from Department of Educational of Jimma
University to Adiyo woreda administration. Then after communicating and discussing with
the school principals, representative of the education office and teacher’s association of the

town to describe the objectives and importance of the research and to get permission.
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Moreover the venue and convenient time to fill-out the questionnaire, to undergo interview
and focus group discussions was arranged. Second, after the agreement and appointed date
demarked from the respondents, the researcher and representative of the schools were
assembled the respondents and would gave orientation about the objectives of the study and
questionnaire at the appointed time and place. Thirdly, the researcher had distributed the

paper for the respondents, collecting the questionnaire.

Finally the researcher had conducted an interview with the principals, supervisors, teachers’

association coordinators and education office expertise at the appointment time and place.
3.8 Methods of Data analysis

The quantitative raw data was collected, coded, tabulated, and presented using five point
Likert scale, presented by table, and interpreted by SPSS. Moreover it was analyzed by mean,
frequency, percentage and Pearson correlation coefficient. The collected data were analyzed
both quantitatively and qualitatively. The analysis of the data was based on the responses that
were collected through questionnaires, interviews, and document analysis. The qualitative
data collected from different sources were summarized, categorized and coded to suit for
analysis. The data collected from teachers, school leaders (unit leaders, principals, vice
principals, and supervisors) through questionnaire (the quantitative one) was processed and
analyzed using Statistical Package for Social Science (SPSS) likes tools percentage, mean
and Pearson product correlation coefficient used to analyze the data. The output of the data
was presented appropriately depending on the respondents’ response. The end result was
presented in written form and in the form of table. This is made possible owing to descriptive
statistics that was appropriately used for the understanding the main characteristics of the
research problems. Percentage was computed to analyze the background information of the
respondents. On the other hand, the data that was obtained from open items, interviews and
document analysis was analyzed qualitatively by transcribing respondents’ ideas and views
through narrations, descriptions and discussions. Thus, analysis of data was easier through
transcribing and coding data. Finally data presentation, analysis, and interpretation, and

conclusions and recommendations drawn used by analyzed data outcome
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3.9 Validity and reliability

Checking the validity and reliability of data collecting instruments before providing to the
actual study subjects is a core issue to assure quality of data (Yalew, 1998). The validity of
the instruments was censured by expert review and guidance by the advisor. The
questionnaires were checked and corrected by English and Amharic language specialist
teachers to correct grammar and to check whether the translations were done properly.
Moreover, the questionnaire was pilot tested at Adio woreda Kaka secondary school of 12
teachers. The respondents of the pilot test were not included in the main study. Based on
respondents’ response and comments additional questions were added, some are omitted and
modifications were made on some other of question were undertaking. A reliability test was
performed to check the consistency and accuracy of the measurement scales. The reliability
of the questionnaire was checked by using cronbach alpha. The result of the cronbach alpha
were found to be 0.82 which shows that standardized questions in each construct are
measuring a similar concept. As suggested by Cronbach (cited by Tech-Hong and Waheed,
2011), the reliability coefficient between 0.7-0.9 are generally find to be internally consistent.
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CHAPTER FOUR: PRESENTATION, ANALYSIS AND
INTERPRETATION OF DATA

As indicated in the previous chapters, the objective of the study was to find out the
relationship between teachers’ job satisfaction and the school performance of secondary
schools in Adiyo woreda. The descriptive statistics like mean, frequency, percentage and

Pearson’s correlation were employed to analyze the data.

The overall response rate for the study was 82; among them for questionnaire were 49
teachers and for the interview were 18 school leaders and 15 woreda education office experts
were taken as a respondent and to ensure the reliability of data. A total of 49 questionnaires
were distributed and properly filled and returned were 49(100%). Among 33 interview
respondents 33(100%) had been properly participated and gave necessary information on the
issue under investigation. Questionnaire and interview were translated into Ambharic

language.
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4.1 Characteristics of the Respondents

4.1.1 Back ground Information of the Teacher Respondents

Descriptive statistics operating frequency and percentage that describe characteristics and

variations among respondents of teachers presented in the table below.

Table 2: Characteristics of the respondent teachers (n=49)

Respondents
No. Factor Category T F T 7
Male 35 71.4
1 Gender Female y -
20-30 16 | 9 | 25 51
31-40 12 2 | 14 28.6
2 Age 41-50 4137 143
Above 50 3 - 3 6.1
None graduate - - - -
3 Certificate - - - -
Qualification College diploma 171 8 | 25 51
First degree 18 6 | 24 49
Master’s degree - - - -
0-5 13 7 |20 40.8
4 Experience in 6-11 Iy 5116 32.7
12-17 5 1 6 12.2
year 18-24 41 5] 102
Above 25 2 - 2 4.1
Beginner 5 3 8 16.3
Junior 8 4 |12 24.5
Teacher 6 4 | 10 20.4
5 Higher 5 1 6 12.2
Career Structure | Assistance lead 5 1 6 12.2
Lead 3 1 4 8.2
Higher lead I 1 - 1 2
Higher lead II 1 - 1 2
Higher lead 111 1 - 1 2

From the above table of 49 respondent teachers, more than half of the sample 35(71.4%)
were male and 14 (28.6%) of them were female teachers. Teachers’ whose age ranged from
21-30 years were 25 (51%), 31-40 years were 14 (28.6%), 41-50 years were 7 (14.3%) and
above 50 years were 3 (6.1 %). This shows that most of the teachers were young, who were

in the stage of more productive in improvement of academic achievement of the learners as
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well as improve their organization and their life as whole. Though, it is advisable to give
attention to young teachers to be satisfied with their job and profession in order to produce

effective and quality future generations.

The academic qualification of the teachers shown in the table was of 25 (51%) of them had
college Diploma and 24 (49%) of them had Bachelor degree. This indicates that most of the
teachers were under qualified and they are teaching at the school level above their capacity.
The service year teachers investigated in this study from the above table was 20(40.8%) of
them had an experience of 0-5 years and 29(49.2%) had more than 11 years of experience

which shows the majority of teachers were well experienced.

Among their career structure, 83.7% of the teachers were experienced teachers who had good
skill of teaching. So that it is possible to say they can easily understand what they teach and
also they could gain know how about teaching learning process with the experience they

stayed in teaching profession.
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4.2 Results of the Study

4.2.1 The result of collected data from the teachers through questionnaire

Table 3: Recognition and leadership (n=49)

No

Items

Rating scale

VL

%

%

%

H

%

VH

%

\9)

4

Mean

%

The recognition for work
done well provided from
my leaders initiate me to do
more and effective

6.1

34

69.4

11

224

2.0

2.2

44

The recognition given to
teaching profession from
the society satisfies me

19

38.8

25

51

10.2

1.7

34

I am well satisfied with the
type of leadership I have
been getting from school
leaders

17

34.7

18

36.7

12.2

16.3

2.1

42

My school leaders initiates
me to do my work
effectively with in challenge
condition

13

26.5

19

38.8

16

32.7

2.0

3.1

62

My school leaders guides
me to achieve the annual
educational goals
specifically students’
academic achievement

8.2

22

44.9

18

36.7

8.2

2.0

2.5

50

The school leaders trains,
and guides me for fulfilling
my professional gap

16

32.7

20

40.8

10

20.4

6.1

40

The feedback offered from
my leaders fills my
professional gaps

23

46.9

17

34.7

18.4

2.7

54

The administrative town
leaders give me great
recognition and value

24

49

21

42.9

6.1

1.6

32

Use for mean; VL= Very low (0.00-1.49), H= Low (1.5-2.49), M= Moderate (2.5-3.49), H=
High (3.5-4.49) and VH= Very high (4.5-5.00).
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Table 3 shows that for all items of recognition and leadership the mean value is 2.23 and only
44.6% of the respondents were satisfied with the factor. It also indicates that the level of
recognition and leadership was low in which the analysis reveals 55.4% of teachers were not
satisfied with the factor. Item number 3, 5 and 6 had mean of 2.1, 2.5 and 2; and percentage
of 42%, 50% and 40% with cumulative percentage of 43.7 respectively which indicates
leadership style itself affects teachers’ job satisfaction at all. According to Parasad (2007) the
type of supervision and leadership style affects job satisfaction, but the degree attached to
individual differences. In employee oriented supervision and leadership style give emphasis
for people and satisfies them. However the reverse is true for job oriented style. In addition,
predominant view has focused on the situational context supervision and leadership as a
cause of satisfaction and has argued that high-performance work practices and thus a positive
working climate foster employee satisfaction (Bowen and Ostroff, 2004). Again Michael
(2012) citing Nzuve (1999) indicates that effectiveness of leaders’ behavior is measured by
the degree to which the manager meets both the organizational goals and satisfies the
employee needs. If the workers’ deem the supervisory leader unworthy and incompetent, it

becomes frustrating to them, thus producing job dissatisfaction.

Item number 1, 2 and 8 had a mean of 2.2, 1.7 and 1.6; and percentage of 43%, 34% and 32%
respectively with cumulative percentage of 36.3% which reveals that recognition that
received from the leaders were low. Furthermore, Tsegaye (2011) conducted a research on
job satisfaction status of trainers found that of the respondents were dissatisfied with the
formal recognition program and accomplished by supervisors and coworkers. Thus,
improving the mean value of recognition, supervision and leadership style, will improve

teachers’ job satisfaction.
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Table 4: Salary, incentives, and fringe benefits (n=49)

No

Items

Rating scale

VL

%

%

%

H

%

VH

%

o

4

Mean

%

My salary enhances my status

21

429

19

38.8

14.3

1

1.8

36

My salary improves my
commitment

21

429

22

44.9

10.2

1.7

34

My salary is appropriate for my
experience

16

32.7

22

44.9

10

20.4

1.9

38

I am satisfied with the present
salary

18.4

27

55.1

12

24.5

2.1

42

My salary covers all basic
needs

8.2

29

59.2

13

26.5

6.1

23

46

My salary motivates me to do
more

11

22.4

26

53.1

16.3

8.2

2.1

42

In current situation salary
increment improves my job
satisfaction

18.4

28

57.1

10

20.4

4.1

2.1

42

In current situation salary
increment improves my job
performance

18.4

25

51

11

22.4

8.2

2.2

44

I enjoy with the benefit earned
from education sector as other
sectors’ offer to their employee

39

79.6

10

204

1.2

24

10

Pay incentives would not
improve teacher morale

23

46.9

22

44.9

8.2

1.6

32

11

The house allowance, residence
place provided makes me to be
stable in my work area

49

100

20

12

My monthly salary satisfies, to
participate in social affairs with
confidence

4.1

32

65.3

13

26.5

4.1

23

46

13

The house in service goods
(items) cost balances with my
salary

22

44.9

19

38.8

16.3

2.7

54

14

I would not like to search other
means of income generating
activities for my life.

16

32.7

19

38.8

13

26.5

2.9

58

15

As a teacher I enjoy with many
fringe benefits that offered

20

40.8

29

59.2

1.6

32

Use for mean; VL= Very low (0.00-1.49), H= Low (1.5-2.49), M= Moderate (2.5-3.49), H=
High (3.5-4.49) and VH= Very high (4.5-5.00).
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Regarding salary, pay incentives and fringe benefit of table 4 shows that, the mean value is
1.97 and the percentage of 39.4%. This indicates that most of the teachers were dissatisfied
with this factor. Therefore, salary, pay incentives and fringe benefits were one of the
predominant affecting factors for teachers’ job satisfaction. Moreover, the above table
illustrates that items number from 1 to 9 describe about salary related scored mean value of
2.0 and percentage of 40%, whereas for incentives and fringe benefits related items from
number 10 to 15 the mean value was 1.4 and a percentage of 28%. Thus, the incentives and
fringe benefits related factor more dissatisfies than salary. Gedefaw (2012) in his study
indicated that government and public secondary school teachers of Addis Ababa were
dissatisfied with different factors. Among those factors, salary and benefits were the most
prominent one with 87.3% dissatisfaction and only 13.7% satisfaction. In addition Furnham
and Eracleous (2009) depicted that an individual is satisfied with his/her work directly
depends on the presence of some motivational factors such as pay, bonus, perks, and other
circumstances that motivate him/her. Nirmal (2004) shows that significance of income to
employees showed that higher income should lead to higher job satisfaction. Moreover, the
non-financial incentives or fringe benefits touch the inner feelings or satisfaction of
employees and bring out a response much more impressive than possible through financial

incentives.
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Table 5: Promotion and advancement related factors (n=49)

Items

Rating scale

VL

%

%

M

%

%

%

Mea

%

I am well satisfied being
promoted to a better

position

6.1

14.3

26

53.1

13

26.

80

I have high position status

in the community

20.4

21

42.9

17

34.7

3.1

62

I have an opportunity to
advance my education

status

24

49

25

51

4.5

90

I am teaching in a grade
and a school level that
matches with my
experience & qualification

status.

71.4

10.2

16.3

24

48

Use for mean; VL= Very low (0.00-1.49), H= Low (1.5-2.49), M= Moderate (2.5-3.49), H=
High (3.5-4.49) and VH= Very high (4.5-5.00).

The respondents’ mean value in table 5 was 3.5 and percentage 70% illustrates that teachers

were agree with satisfaction of their job and 70% of the teachers were satisfied with the

factor. Thus, promotion and advancement were better factors to satisfy teachers in Adio

woreda secondary schools. Item “I have an opportunity to advance my education status” had

mean of 4.5 and percentage of 89% which indicates teachers were satisfied with duration of

up grading and updating programs. Tessema and Soeters (2006) found that there is a positive

relationship among the promotion practices and job satisfaction.
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Table 6: Organization policies and autonomy related (n=49)

Items

Rating scale

VL

%

%

%

H

%

VH

%

4

Mean

%

School policies,
rules, regulations
and procedures

satisfies me

8.2

14

28.6

19

38.8

12

245

3.8

76

I have a great
chance to
participate in the
supervisory
decisions that affect

my job and benefit

6.1

11

22.4

11

22.4

17

34.7

14.3

33

66

I am being
empowered on my
job without

interference

8.2

20

40.8

14

34.7

14.3

2.6

52

I agree with the
goals of the

curriculum

19

38.8

25

51

10.2

3.7

74

I have an autonomy
to accompany my

work timely

16.3

18

36.7

18

36.7

10.2

34

68

Use for mean; VL= Very low (0.00-1.49), H= Low (1.5-2.49), M= Moderate (2.5-3.49), H=

High (3.5-4.49) and VH= Very high (4.5-5.00).

The mean value and percentage of organization policies and autonomy were 3.4 and 68%

respectively. This indicates that teachers in Adiyo woreda secondary schools most of the

teachers were agreed with its factors. The researcher believes that the respondents had no




difference with their schools policy and autonomy depending up on their response. According
to Tessema and Soeters (2006), designation without autonomy and participation is like
establishing many rules but no implementation of those rules. Thus, empowerment is one of
human resource practices that affect job satisfaction because every employee cannot be
motivated and satisfied with financial incentives. Some people are interested in authority,
self-respect and self-actualization. In addition Manzoor (2012) stated that well designed
rules, policies and structures of organizations give space to the employees to work well

satisfied in their job and appreciate them on their tasks fulfillment and achievements..

Table 7: Interpersonal or social relationship related (n=49)

Rating scale

No Items VL% | L | % | M| % H % | VH| %
Mean | %
1 2 3 4 5

I frequently collaborate

1 | with other teacher and - - - - 1 2 32 1653 | 16 327 43 | 86
staff
Parents and community

2 1 | 2120408 | 15 |30.6| 13 |265| - - 2.8 | 56
support my effort
At my school the students

3 -l - - - - - 19 [38.8] 30 |61.8] 4.6 |92
respect the teachers
I have good relationship

4 ' . - -1 5102 5 ]102] 38 |776| 1 2 3.7 | 74
with my supervisor
I have good relationship

5 | with my staff ( co- - -] - - 1 2 22 | 449 ] 26 [53.1] 45 |90
workers)
I have good relationship

6 - -] 1 2 - - 21 | 429 27 |55.1] 45 |90
with the students
I worked with the school

7 - -] 1 2 10 | 204 | 26 |53.1| 12 | 245 4 80

leaders in harmony
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Use for mean; VL= Very low (0.00-1.49), H= Low (1.5-2.49), M= Moderate (2.5-3.49), H=
High (3.5-4.49) and VH= Very high (4.5-5.00).

From table 7 we observed that the mean value and percentage for all items scored 4 and 80%
respectively. It indicates that 80% of teachers were agreed with factor of interpersonal or
social relationship, which shows teachers were working in harmony with their students,
parents, staff, co-workers, and leaders. Items 3 and 6 had the mean of 4.6 and 4.5; and
percentage of 91 and 90 respectively which reveals teachers and students had a positive
relationship which is important to carry out teaching learning in harmony manner. Admasu
(2007) expressed that many individuals’ and social need could be satisfied through favorable
interactions with coworkers and managers at work. Hence, job satisfaction is significantly
affected by the quality of the relationship of employees with coworkers in the work

environment who might act as the role model.

34



Table 8: Work conditions related factors (n=49)

Items

Rating scale

VL

%

%

%

H

%

VH

%

4

Mean

%

I am satisfied with the
priorities and direction of

my school

4.1

11

22.4

13

26.5

21

42.9

4.1

3.2

64

I have adequate &
available information

enables me to do my job

8.2

16

32.7

20

40.8

18.4

3.7

74

I have adequate &
available resources enables

me to do my job

16

32.7

32

65.3

1.7

34

The amount of work [ am
expected to do on my job

is reasonable

14.3

30

61.2

12

245

4.1

82

The physical working
conditions & working
environment is safe & very

good

10.2

19

38.8

16.3

15

30.6

4.1

2.8

56

The school give me

flexible working schedules

12

245

27

55.1

16.3

4.1

40

I am satisfied with my
work load with in my

department

12.2

15

30.6

20

40.8

16.3

3.6

72

Use for mean; VL= Very low (0.00-1.49), H= Low (1.5-2.49), M= Moderate (2.5-3.49), H=
High (3.5-4.49) and VH= Very high (4.5-5.00).

Table 8 of the combined mean had 3 and percentage of 60% that reveals that the respondent

could not decide on this factor. On items 3 and 6 the mean was 1.7 and 2; and percentage of

34 and 40 respectively which reveals that teachers were dissatisfied with distribution of

resources and preparation of working schedule in the school. Oshagbemi (2000) stated that
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job satisfaction might be motivated by the nature of the job which is pervasive and peculiar

and the working conditions that are similar to local and international standard.

Table 9: The general level of school performance (n=49)

No

Items

Rating scale

VL

%

%

%

H

%

VH

%

4

Mean

%

I am feeling success
in my school
performance in case
of my learners result
improvement in
learners’ day to day

activities.

23

46.9

23

46.9

6.1

1.6

32

I place top priority
on student academic

achievement.

11

224

16

32.7

16.3

18.4

10.2

2.6

52

The students’
enrollment rate was

excellent

6.1

13

26.5

23

46.9

10

20.4

3.8

76

The students’
completion rate was

excellent

13

26.5

19

38.8

12

24.5

8.2

2.2

44

The students’
academic result in
national, and school
grade level was

excellent

18

36.7

27

55.1

8.2

1.7

34

Females promotion

rate was very high

11

22.4

26

53.1

16.3

8.2

2.1

42

Students dropout

rate was declining

18

36.7

27

55.1

8.2

1.7

34

Students repetition

rate was declining

15

30.6

28

57.1

12.2

1.8

36

36




Use for mean; VL= Very low (0.00-1.49), H= Low (1.5-2.49), M= Moderate (2.5-3.49),
H=High (3.5-4.49) and VH= Very high (4.5-5.00).

Table 9 of the general level of the school performance reveals that the mean were 2.2 and
percentage of 44% which showed the performance of the school was low and the respondents
were disagree with successfulness of their school performance. The response of open ended
question revealed that due to less motivation and commitment of the teachers, school

performance is declining day to day occasions.

The overall job satisfaction among Adiyo woreda secondary school teachers was obtained by
an item “your general level of satisfaction with teaching job” teachers were responded as

follows:

Table 10: General level of teachers’ job satisfaction (n=49)

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Very low 15 27.8 30.6 30.6
Low 21 38.9 42.9 73.5
Moderate 6 11.1 12.2 85.7
High 5 9.3 10.2 95.9
Very high 2 3.7 4.1 100.0
Total 49 90.7 100.0
Total 54 100.0

Table 10 shows that 73.5% of teachers in the Adiyo woreda secondary schools were both
under very much dissatisfied and dissatisfied with a cumulative percentage. However the
percentage of satisfied was only 26.5% and very much satisfied was 2% which reveals that
the satisfaction percentage of the teachers were very low. Even the response of interview

from the teachers shows that they were unstable with this profession and then they were
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seeking other office job opportunity rather than hopefully performing their given activities
and tasks from their school. As response interview from the woreda education office experts
reveal that the turnover rate of the teachers in the woreda were very high every year; which
reveals that teachers in the woreda were not stable to carry out their professional job. As
interviews’ response of school leaders, teachers were not motivated to carry out given
activities and tasks which were key ways to accomplish the goal of a school. Therefore great
attention is required to ensure job satisfaction of Adiyo woreda teachers in order to maximize

the performance of the secondary schools.

Table 11: The rank order of factors affecting teachers’ job satisfaction

No | Factors Rank
1 Incentives and fringe benefits 1
2 Salary payment scale 2
3 Recognition 31
4 | Leadership 4
5 Work conditions 5t
6 | Organization policies 6™
7 Promotion and advancement 70
8 Interpersonal relationship gt
9 | Students’ discipline 9t
10 | Time slot 10"

Table 11 shows Incentives and fringe benefits were the 1% rank of dissatisfying factor
teachers at Adiyo woreda secondary school teachers; the next rank was Salary payment scale
of teaching profession. Based on the rank order the researcher categorizes the factors in to
three groups. The first group the most dissatisfying factors that need attention which ordered
from 1 to 3" rank, the second group dissatisfying factors which ordered from 4™ to 6™, the

last group 7" to 10™ is relatively satisfying factors.
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4.2.2 Analysis of Interview of School Leaders and Adiyo Woreda Education
Experts

The frequently responded respond of an interview were analyzed below:

Interviewee 1: How do you understand and define teachers’ job satisfaction in your

school/cluster/sector?

Responds: - Teachers’ job satisfaction is devotion and motivation of teachers in performing
their activity to achieve the mission, vision and value of the school mainly in increasing

academic achievement of the students.

Teachers’ job satisfaction is high interest of teachers to their teaching profession in avoiding

absenteeism and turnover in case sustaining at their job of teaching.
Interviewee 2: Would you give me indicators of satisfied?

Responds: - Indicators of satisfied teachers were less turnover, not absenteeism, punctuality,

motivation in profession and high achievement of students.

Interviewee 3: Do you think teachers of your school or clustered schools or sector properly
know and understand the goals, performance indicators and challenges of current annual

plan? Please explain

Responds: - Most of the teachers are not happy even to prepare annual plan as well as lesson
plan: they don’t understand the challenges rather than complaining up on the challenges faced

during the time of different activities in accomplishing the goal of the school.

Interviewee 4: Do you think teachers of your school or clustered schools or sector exert high
level of their effort on behalf of the schools to minimize educational wastages and improve

students’ academic achievement? Please explain

Responds: - No. Focus is not giving in using full effort in order to ensure the academic
achievement of the learners’ rather political saying simply to ensure quality of education

without using full effort.
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Interviewee 5: Do you think most of the teachers in your school or clustered schools or sector
have strong desire to stay and working in the profession and administrative woreda? Yes

No . If your answer is no, please justify.

Responds: No. Most of them don’t want to stay to teaching profession as well as education
sector if they get another opportunity. They complain by lack of fringe benefits, house

allowance and unbalance between their salary and current life expensiveness.

Interviewee 6: What are the major factors affecting teachers’ job satisfaction in your school

or clustered or sector schools?

Responds: Some of the factors affecting teachers’ job satisfaction were incentives, fringe

benefits, and school administration system, less quality focus of governments (local, zonal

regional and country).
4.2.4 Analysis of Document

Analysis of consecutive three years of data of teachers and students which concerns teachers’

job satisfaction was analyzed here at the table below:

Table 12: Document analysis

No | Items Academic years

2018/19 2019/20 2020/21
1 Promotion rate of students 70.6% 69.4% 66.3%
2 Dropout rate of students 5.2% 4.6% 6.9%
3 Absenteeism of teachers 12% 19% 27%
4 Turnover of teachers 7% 9% 13%

Based the above table analysis of document of item 1, the internal efficiency of the school
due to promotion rate of the students were decreased from 70.6% to 66.3% which showed for
decrement of the result of the learners as of stakeholders are accountable also the teachers

might take some part as stakeholder too.
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Item 2 of dropout rate of the student was increased from 5.2% to 6.9% which showed that
there was wastage to education system; so that regular attendance and follow up needs to
overcome the rate of dropout based on the qualitative report of Adiyo education office of
2020/21. Item 3 of data of absenteeism of teachers were increased from 12% to 27% per
three consecutive years; this showed that teachers were not interested by their job hence they
were not punctual and present at their school at work time. In case there was wastage of

education at the schools of the woreda.

Item 4 of turnover of teachers were increased from 7% to 13% per three consecutive years;
this revealed that teachers were not sustaining at their job hence there were turnover. As of
the teachers were seeking other job opportunity to lead their life they might not be committed

and interested by their current job of teaching.

4.3 The Relationship between Teachers’ Job Satisfaction and School Performance

Table 13: The relationship between teachers’ job satisfaction and school
performance

Correlation Statistics

General level of General level of school
teachers job satisfaction performance
General level of teachers  Pearson . 597"
job satisfaction Correlation '
Sig. (2-tailed) .000}
N 49 49
General level of school Pearson "
) .587 1
performance Correlation
Sig. (2-tailed) .000
N 49 49

**_ Correlation is significant at the 0.01 level (2- tailed).
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Table 15 showed that, there is a significant relationship between teachers’ job satisfaction and
school performance because the Sig. 2-tailed level is .000 and the relationship is a positive
58.7% which means that as one variable goes up or down so will the other one. This implies
that, the improvement of teachers’ job satisfaction will improve the school performance at

Adiyo woreda secondary schools.

As response collected from school leaders by interview more respondents believe that if the
job satisfaction of teachers improves, the level of schools could also improve. Almost all of
Adiyo woreda secondary schools teachers on open ended questionnaire showed that if they
motivate with their job they can maximize the level of their schools. In addition, Gudisa
(2012) concluded that low level of TVET college performance happened as a result of high
dissatisfaction in their job and motivation. The survey research resulted in teachers related

source of job satisfaction seem to have a greater impact on teaching performance.

As teachers become dissatisfied with the education policies and administration, pay and
fringe benefits, material rewards and advancement decline in their performance (Ololube,
2006). Therefore, highly motivated and satisfied teachers can create a good social,

psychological and physical climate in the classroom (Fred and Allan, 2008).
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND
RECOMMENDATIONS

This chapter deals with the summary of the major findings, conclusions, and

recommendations of the study.
5.1 Summary

The purpose of this study was to find out the relationship between teachers’ job satisfaction
and the school performance of secondary schools in Adiyo woreda. Both quantitative and
qualitative methods were employed to investigate the level of teachers’ job satisfaction and
school performance in secondary schools of Adiyo woreda. The population of this study was
7 secondary government schools of 138 teachers, 54 school leaders and 15 woreda education
office experts with total population of 207. The researcher selected 3 secondary government
schools by using simple random sampling technique to conduct the study. The sample size of
the study were 49 teachers, 18 school leaders and 15 woreda education experts which give the
total population of 82. The researcher used comprehensive sampling method for all samples.
To respond the stated research questions, and to achieve the objectives of the study,
questionnaire, an interview and document were employed as an instruments to collect the
data. The quantitative raw data was collected, coded, tabulated, and presented using five
point Likert scale, presented by table, and interpreted by SPSS; and was analyzed by mean,
frequency, percentage and Pearson correlation coefficient. The collected data were analyzed
both quantitatively and qualitatively. Major findings of the study that might answer the basic

questions of the study were summarized.

Findings related to the level of teachers’ job satisfaction in secondary schools of Adiyo
woreda 1The level of teachers’ job satisfaction of very low which reveals that most of Adiyo
woreda secondary school teachers were dissatisfied with their job. As open ended response
of teachers shows that unmotivated teachers can’t accomplish the intended goal of their
school. Therefore, without accomplishment of school’s goal the performance of the school
might not be improved. This indicates that more motivated teachers can perform their tasks
and activities which were given from their school that can be maximize the performance of

the school.

Findings related to the level of schools’ performance in Adiyo woreda secondary

schools.
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The level of school performance were low which were below challenges to accomplish the
intended goals of the school. The data gained from woreda education office revealed that
performance of the school is declining day to day through result of national examination,
drop out of the students and increment of repetition rate even in the class examination. Not
only learners drop out but also there was high turnover rate of teachers in the Adiyo woreda
secondary schools which shows teachers were not satisfied with their job at a woreda and

they were unstable at their working areas as much as possible.

Absenteeism of teachers was increased from 12% to 27% per three consecutive years; this
showed that teachers were not interested by their job hence they were not punctual and
present at their school at work time. In case there was wastage of education at the schools of

the woreda.

Turnover of teachers were increased from 7% to 13% per three consecutive years; this
revealed that teachers were not sustaining at their job hence there were turnover. As of the
teachers were seeking other job opportunity to lead their life they might not be committed

and interested by their current job of teaching.

Findings related to the relation between teachers’ job satisfaction and school

performance

There is a significant relationship between teachers’ job satisfaction and school performance
hence there were high relationship between teachers’ job satisfaction and school performance
as one variable goes up or down so will the other one. It means that as teachers’ job
satisfaction increases similarly the level of school performance will be increases; in open
ended questionnaire of the teachers response they revealed that motivated teachers have a
great power to achieve the intended goal of their school; so that it can be concluded that job

satisfaction has direct relation with school performance.

5.2 Conclusions
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The study was carried out to achieve basic objective and answer research questions of
relation between teachers’ job satisfaction and school performance, the level of school

performance and how teachers’ job satisfaction affects school performance.

To carry out the study, data collection instruments like questionnaire and document analysis
from Adiyo woreda education office reports were gathered and tabulated. The study was
carried out on Adiyo woreda secondary school students, teachers, school leaders and woreda

education office expertise.

Based on the result of the study, the satisfaction level of teachers were founded as low hence
there were absenteeism of teachers, less motivation of teachers for their main job of teaching

and there is turnover of teachers that did not sustain their job.

As of the academic achievement of the students were low due to drop out of the learners, less
promotion rate and also less motivation of teachers to increase the academic achievement of

the students.
5.2. Recommendations

Based on the findings and conclusions from the study, the following recommendations were
given. The researcher recommend that if the job satisfaction of teachers improve, the school
performance can be improved; so concerned bodies like school leaders, society and Adiyo
woreda education office should focus on improvement of teachers’ job satisfaction which

leads to improvisation of school performance.

This study suggest that school leaders and Adiyo woreda education office should give more
attention in allocating budget for teachers’ incentives and fringe benefits like house

allowance, tutorial fee and experience sharing per diem.

This study recommend that school leaders and Adiyo woreda education office should
recognize hard worker teachers and also should reward effective workers in order to ensure
job satisfaction of teachers which leads to improve school performance in competition
manner. The researcher recommend that School leaders, Adiyo woreda education office and
Adiyo woreda administrative office should create competition work sprit between the
teachers by offering award and recognition which can motivate the teachers toward their job;

in case the performance of the school can improve.
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The researcher recommended that school society, school leaders, woreda education office and
woreda administrative office should have given attention toward teachers’ job satisfaction by
creating convenient condition relatively with other neighbor woredas in order to grasp the

teachers’ motivation toward improvement of performance of the school.

The researcher recommends that it is better that if the schools create attractive school
compound to grasp the attention of teachers in order to overcome absenteeism of teachers

from the school to improve the performance of the school.

The researcher recommends that it is better that if Adiyo woreda governments create good
work condition like residential land for the teachers in order to overcome turnover rate of the

teachers by sustaining them at the workplace to ensure the performance of the school.

The researcher recommends that it is better that if the zonal and regional governments
prepare motivational trainings and other capacity building trainings to increase motivational

spirit of teachers in case school performance might be improved.

The researcher recommends that it is better that if the federal government gives attention to
teachers by fringe benefits, different allowances, giving recognition and refresh the mind of

teachers by trainings which might sustain teachers in teaching profession.
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Appendixes

Appendix A: A questionnaire to be filled by teachers
General Direction

The main purpose of this questionnaire is to collect data about your job satisfaction and
school performance which uses to conduct my MA thesis studies. The results may help you to
clarify the aspects of job that most directly contribute to the relationship between teachers’
job satisfaction and school performance as well as the factors affecting it. In addition it may
help to recommend the necessary solution for the challenges observed. To obtain the reliable
and valid information for the research your open and genuine information is highly
appreciated. There are no right and wrong answers; what is needed from you is to show the

level of your personal opinion in each item.

This questionnaire has four parts. The first part deals with personal information of the
respondents, part two deals with close ended questions of five point Likert scale about job
satisfaction factors, the next part contains close ended questions about School Performance/
achievement and finally part four will be presented with open ended question. Each part has

its own instruction. Please read each item carefully and give your response accordingly.

Thank you with great for your cooperation!
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Part 1. Personnel Background

This part of the questionnaire will about your personnel background, please react to the items

according to the question. For an items having an option circle your choice.

Name of the school you are teaching now
Gender: 1) Male 2) Female
Age: 1) 20-30 years 2) 31-40 years 3) 41-50 years 4) Above 50 years

Your highest academic qualification: 1) Non graduate 2) Certificate
3) Diploma 4) First Degree 5) Master

How long have you been teaching including this year?

1) 0-5 years 2) 6-11 years  3) 12-17 years 4) 18- 24 years  5) Above 25 years
Your career structure:

1) Beginner teacher 2) Junior teacher  3) Teacher position 4) Higher teacher
5) Assistant lead teacher 6) Lead teacher 7) Higher lead teacher |

8) Higher lead teacher II 9) Higher lead teacher 111
How long have you worked in teaching profession in this school?
1) 0-5 years 2) 6-10 years 3) 11-15 years
4) 16- 20 years 5) above 20 years

Which subject do you teach?
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Part II. Specific Items on Different Job Satisfaction Factors

Note: Using the scale 1- Very low, 2- Low, 3- Moderate, 4- High, 5- Very high five point
Likert scale rate your level of satisfaction with the following aspects of teachers job. Please

use tick (\) mark under any preference that represents the scale you choose.

No | Items 12

1 Leadership and Recognition

1.1 | The recognition for work done well provided from my leaders initiate me to do
more and effective

1.2 | The recognition given to teaching profession from the society satisfies me

1.3 | I am well satisfied with the type of leadership I have been getting from school
leaders

1.4 | My school leaders initiates me to do my work effectively with in challenge
condition

1.5 | My school leaders guides me to achieve the annual educational goals specifically
students’ academic achievement

1.6 | The school leaders trains, and guides me for fulfilling my professional gap

1.7 | The feedback offered from my leaders fills my professional gaps

1.8 | The administrative town leaders give me great recognition and value

2 Salary, incentives, and fringe Benefits

2.1 | My salary enhances my status

2.2 | My salary improves my commitment

2.3 | My salary is appropriate for my experience

2.4 | I am satisfied with the present salary
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Note: Use “\”1- Very low, 2- Low, 3- Moderate, 4- High, 5- Very high

2.5 | My salary covers all basic needs

2.6 | My salary motivates me to do more

2.7 | In current situation salary increment improves my job satisfaction

2.8 | In current situation salary increment improves my job performance

2.9 | I enjoy with the benefit earned from education sector as other sectors’ offer to their

employee

2.10 | Pay incentives would not improve teacher morale

2.11 | The house allowance, residence place provided makes me to be stable in my work

arca

2.12 | My monthly salary satisfies, to participate in social affairs with confidence

2.13 | The house in service goods (items) cost balances with my salary

2.14 | I would like to search other means of income generating activities for my life

2.15 | As ateacher I enjoy with many fringe benefits that offered

3 Promotion and Advancement Related

3.1 | I am well satistied being promoted to a better position

3.2 | I have high position status in the community

3.3 | I have an opportunity to advance my education status

3.4 | I am teaching in a grade and a school level that matches with my experience &

qualification status.
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Note: Use “\”- 1-Very low, 2- Low, 3- Moderate, 4- High, 5- Very high

No | Items

4 Organization Policies and Autonomy

4.1 | School policies, rules, regulations and procedures satisfies me

4.2 | I have a great chance to participate in the supervisory decisions that affect my job
and benefit

4.3 | I am being empowered on my job without interference

4.4 | I agree with the goals of the curriculum

4.5 | I have an autonomy to accompany my work timely

5 Interpersonal/ Social Relations

5.1 | I frequently collaborate with other teacher and staff

5.2 | Parents and community support my effort

5.3 | At my school the students respect the teachers

5.4 | I have good relationship with my supervisor

5.5 | I'have good relationship with my staff ( co-workers)

5.6 | I have good relationship with the students

5.7 | I worked with the school leaders in harmony
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Note: Use “\/”I-Very low, 2- Low, 3- Moderate, 4- High, 5- Very high

No | Items
6 Work Conditions
6.1 | I am satisfied with the priorities and direction of my school
6.2 | I have adequate & available information enables me to do my job
6.3 | I have adequate & available resources enables me to do my job
6.4 | The amount of work I am expected to do on my job is reasonable
6.5 | The physical working conditions & working environment is safe & very good
6.6 | The school give me flexible working schedules
6.7 | I am satisfied with my work load with in my department
Part II1. School Performance, Achievement
Note: Use “\’1-Very low, 2- Low, 3- Moderate, 4- High, 5- Very high
No | Items
1 I am feeling success in my school performance in case of my learners result
improvement in learners’ day to day activities.
2 I place top priority on student academic achievement.
3 The students’ enrollment rate was excellent
4 The students’ completion rate was excellent
5 The students’ academic result in national, and school grade level was excellent
6 Females promotion rate was very high
7 Students dropout rate was declining
8 Students repetition rate was declining
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Part IV. Open ended questions

This part will present the open ended questions to investigate the general teachers’ job

satisfaction. Please respond the items accordingly.

. Would you like to teach at the same position?

1) Yes 2) No 3) Not determined ~ 4) Since I have no option
. Your general level of satisfaction with teaching job

1) Very much dissatisfied ~ 2) Dissatisfied  3) Moderate

4) Satisfied 5) Very much satisfied

Please state the reason why you react to your choice?

. My school was successful in its performance
1) Strongly disagree 2) disagree 3) undecided 4) agree 5) strongly agree

Justify

. Which is the best about being a teacher? 1)The students 2) time schedule
3) The pay scale 4) the respect which you get from the students and society

Justify your choice

. Prioritize what dissatisfies of being in the teaching profession? Prioritize them according to

their extent of dissatisfaction

1) Salary pay scale 2) students’ discipline  3) Shortage of time
4) Incentives and fringe benefits 5) Recognition 6) Interpersonal relation
7) Promotion and advancement 8) Organization policies

9) Leadership style  10) Work condition

1%, ond, 3, 4™, 5t 60 70

gth, oth. 10",
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6. Are there any other factors that affect your job satisfaction?

7. What are the ways to improve students’ performance, and minimize educational wastages

(drop- out rates, completion and repetition rates) in the present circumstances

8. How teachers improve their job satisfaction in their staff, as their own profession

9. What kind of mechanisms would you suggest to attract persons to teaching profession

10. How do you perceive teachers life satisfaction with other office or sector workers

Thank you with regards!
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Appendix B: Interviews prepared for school leaders and woreda education office

experts.

Purpose: this interview is prepared for school principals, supervisors, education office
experts and teachers’ association coordinators to find out relationship between teachers’ job
satisfaction and school performance. The result of this instrument may be used to supplement

the data gathered from the analysis from the questionnaire as they are school leaders.
How do you understand and define teachers’ job satisfaction in your school/cluster/sector?
Would you give me indicators of satisfied and dissatisfied teachers?

Do you think teachers of your school or clustered schools or sector properly know and
understand the goals, performance indicators and challenges of current annual plan? Please

explain

Do you think teachers of your school or clustered schools or sector exert high level of their
effort on behalf of the schools to minimize educational wastages and improve students’

academic achievement? Please explain

Do you think most of the teachers in your school or clustered schools or sector have strong

desire to stay and working in the profession and administrative woreda?

Yes No . If your answer is no, please justify.

What are the major factors affecting teachers’ job satisfaction in your school or clustered or

sector schools?

Thank you with regards!
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Appendix C: Document

Purpose: it is helpful to support the study by gaining three consecutive year documents that
are related with teachers’ job satisfaction. Therefore, the following data will be analyzed in

percentage.

No | Items Academic years

2018/19 2019720 2020/21

1 Promotion rate of students

2 Dropout rate of students

3 Absenteeism of teachers

4 Turnover of teachers
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