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Abstract

The purpose of this study was to investigate the effects of teachers’ job satisfactions on their commitment in
selected governmental Preparatory Schools of Bale Zone. Hence, it examined the levels of teachers’ job
satisfaction, the relation with their commitments as well as the effect of teachers’ job satisfaction on their
commitment in the selected governmental Preparatory Schools of Bale Zone. To accomplish this purpose, the
study was employed a concurrent nested research design. A total of 86 individuals have participated in the study.
Among them 70 teachers were included through simple random sampling technique. Additionally, 7 directors
and supervisors and 9 woreda educational expertises’ were included through census technique. Questionnaire
and interview were the main instruments of data collection. The analysis of the quantitative data was carried out
by using percent, mean, standard deviation and Pearson product correlation coefficient. Pearson product
correlation coefficient results revealed that there was a significant and positive relationship between teachers’
job satisfaction and commitment (r = .48, N = 70), teachers’, and directors, supervisors and woreda educational
expertise’s of teachers are respondents. Higher levels of teachers’ job satisfaction were associated with higher
levels commitment in the study area. Furthermore, teachers’ high job satisfaction had positive effect on teachers’
commitment, as opposite low job satisfaction had negative effect on teachers’ commitment, preparation and
students’ learning outcomes, teacher retention and absenteeism. As the mean and standard deviation teachers’,
and directors, supervisors’ and wereda Education office coordinators revealed that the level of teachers’ job was
dissatisfied and affected by salary and benefits, management system, work characteristics and load, advancement
and promotion and interrelationship (mean= 2.48, std deviation= 1.09). Based on the these findings, it can be
recommended that, Woreda and Zone education Departments should give an opportunity of Educational training
in regular program, provide necessary equipment and material on time, give fair incentives and different benefits
for preparatory schools, making the School environment secular and provide the working conditions with
refreshment facilities.
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1.1 Introduction
1.1 Background of the study
Education is a basic human right and a significant factor in the development of children, communities, and
countries. Also it is known that improving educational performance takes high rank on the countrywide issue,
with educators, curriculum developers and policymakers focusing on testing, accountability, curriculum reform,
teacher quality, school choice, and related concerns. A high quality teaching staff is the basis of a successful
school leadership system. In relation to these ideas, Sharma and Jyoti (2006) summarize, attracting and retaining
high quality teacher is a primary requirement for an educational institution. Moreover, for the development of
quality teachers one has to understand factors associated with it. Among these factors, job satisfaction is one of
those important factors. Job satisfaction is a multi-faceted concept, composed of a range of factors related to a
job. While Teachers’ job satisfaction is a multifaceted phenomenon (Sharma and Jyoti 2006, Srivastava, Holan
i& Bajpai 2005) that is critical to turnover and commitment (Mathieu &Zajac 1990), and school effectiveness.
Hongying, (2008) viewed, job satisfaction refers to the overall attitude and views of teachers toward their
working atmospheres and profession. Also Zembylas, M., and Papanastasiou, E.(2006), supplement teacher job
satisfaction as an important of the perceived relation between what one wants from teaching, and what one
perceives teaching is offering to a teacher. So, teachers are the most important resources in a school. The
provision of a high quality education system depends on high quality teachers Jyoti& Sharma, (2009). A teacher
is a classroom practitioner, the one who interprets educational philosophy and objectives into knowledge and
skills. Hence, teachers play the most decisive position in influencing social and economic development of the
students. They are expected to devote themselves professionally, with providing knowledge, skill and attitude.
Teachers, specifically, spend a great amount of time with their students in class, and hence they have a
significant impact on student achievement (Correnti, Miller & Rowan, 2002; Jyoti& Sharma, 2009). To realize
this, one of the important key to providing education in the schools is teachers. Moreover, teachers, like other
employees have moral obligation for over all development of their country. On the way of doing that, they want
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to be professionally effective and satisfied on their job. As indicated 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.

Researchers, policymakers, and education leaders agree that teacher satisfaction is a critical factor that
affects student achievement. Teachers’ job satisfaction is one of the key factors in institutional changing aspects
and is the most important part in terms of the effectiveness of an organization human resource is evaluated (Jyoti
& Sharma, 2009). Therefore, the understanding the effects of teachers’ satisfaction on their commitment at the
workplace is prominent for successful educational settings.

Accordingly Shann (2001) describes that teacher satisfaction has been shown to be a predictor of teacher
retention, determinates of teacher commitment, and, in turn, a contributor to school effectiveness. Commitment
refers to an individual’s attraction and attachment to the work and the organization. It refers to the bonding of an
individual to his group or organization, its goals and values or to his occupation and profession. It could manifest
in terms of three ways i.e., affective, normative and continuance and each type of commitment ties the individual
to the organization in different ways and will differently affect the manner in which the employee conducts
him/herself in the workplace (Meyer et al, 2002). Fostering commitment among teachers is important because
teachers’, who are highly committed stay longer, perform better, actively involved in the work and engage in
organizational citizenship behavior. In addition, the commitment and effectiveness of teachers depend on their
motivation, morale and job satisfaction.

The availability of competent teachers with the required knowledge, skill and attitude is a key factor for
providing of quality of education, yet lack of job satisfaction may affect the productivity of even those well
qualified and highly skilled directly or indirectly through exhaustion, absenteeism, apathy and turnover, all of
which can lead to a lack of work continuity. This implies that teacher job satisfaction and their commitment is an
important phenomenon for generally all school teachers, their employers and students at large. For the success of
any organization, committed and satisfied human resources are considered as the most important assets of an
organization.

In contrast to this, teachers less satisfaction on their job makes them to reflect frustration in work
environment. Their frustration will be manifested through different conditions. As Firestone and Rosenblum
(1989) identified five important organizational factors which influence teacher commitment: sense of purpose
about the work, mutual respect and affiliation, administrative support, and opportunities for decision- making.
Each of these factors derives from the subjective relationship between the teacher and the principal of the school
— reflecting as much the way a school leader is viewed by teachers as it does some objective degree of support,
management, or control provided.

Generally, all schools will not be smoothly functional and cannot achieve their objectives and goals unless
teachers are satisfied in their job. Hence, this study ware try to identify the effect of teachers’ job satisfaction on
their commitment in Bale Zone selected Governmental Preparatory Schools analyzing the issues, offering
conclusions and providing specific recommendations based on the findings of the future study.

1.2 Statement of the problem.

The main purpose of any educational system is to producing the skilled manpower that helps for the dynamic
management and leadership, political, institutional, social and economic development of the country. These will
be achieved when the components of the educational systems are in a good situation. Among several components
of the educational system, functional satisfied, committed and motivated teaching force in the system is crucial.
If the teachers are not satisfied in their job, their moral would be poor and a lot of damage is happened to the
skilled man power supply (Naylor, 1999). In this regard, Green (2000) has suggested three theoretical frame
works 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 or lesser extent to
understand the job satisfaction of teachers. 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 teachers’ moral is diversely
affected, it is not easy to expect optimal commitment in their profession. As West and Belington (2001:103)
states', 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.

There are plenty of international, continental and local studies which have been conducted in the areas of
teachers’ job satisfaction and come up with different results. For instance, the result of the survey done in
Botswana by Monyatsi (2012) indicates, “teachers are generally satisfied with their jobs” (p.219). There was also
research studied in Tanzania by Ngimabudzi, F.W. (2009) with findings of Non-Government Secondary School
teachers are more satisfied in their job than their colleagues in Government Secondary School . Furthermore, a
research conducted on secondary school teachers in Taiwan comes up as teachers were satisfied with their job
(Abdullah et.al, 2009).They conducted the study by comparing subjects with some variables: gender,
qualification, level and age.



Journal of Education and Practice Www.iiste.org

ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) LL,i,l
Vol.11, No.10, 2020 Ils E

According to Mwamwenda (1995), a lack of teacher job satisfaction results in frequent teacher absenteeism
from school, aggressive behavior towards colleagues and learners, early exits from the profession, and
psychological withdrawal from the work. All of these negative results lead to poor quality teaching.
Other studies showed that a lack of job satisfaction is often accompanied by feelings of gloom, despair,
anger, resentment and futility (Pinder, 2008). Thus, a lack of job satisfaction has serious effects for the teacher,
as well as for the educational system in which he or she is employed. In addition, it appears that one of the prime
factors that affect the achievement of educational objectives of students is the scarcity of knowledgeable and
committed teachers in schools with required quality and quantity. Absence of professionally skilled man power
and lack of clear knowledge in school teaching systems are the major educational problems nowadays in schools
which affect students' achievements (Hargreaves, 2004).
However, local studies were concerned; a few were conducted in relation to teachers’ job satisfaction.
According to Gedefaw (2012), teachers were significantly dissatisfied with most aspects of their work. The area
of dissatisfaction teachers’ work factors includes; salary, poor benefits and opportunities for promotion, the
management style of the principals and the poor relationships teachers have with the principals and the parents.
To support this idea, Desta (2014) also explains the Secondary School teachers’ satisfaction and commitment on
their job are low because the level of affective, continuance, and normative commitment. Hence, from the above
studies and findings researcher feels that the preparatory schools teachers are not committed to their job because
majority of teachers in the school expect external force to do their job, and poorly interested to achieve school
goal and objectives.
Nonetheless, the above studies come with different findings in different countries; none of them were
conducted on the Preparatory Schools level. Most of the time the researcher heard as preparatory Schools
teachers complains their profession, dissatisfied with their job and poor commitment. So, these initiate the
researcher to conduct research on the effect of teachers’ job satisfaction on their commitment at Bale Zone
selected Governmental Preparatory Schools. Therefore, the current research was different from the above and
other studies in place and school level in order to fill the gap. Bearing this in mind, the study will try to answer
the following research questions.
1. What is the level of job satisfaction of employees/teachers' in Bale Zone selected Governmental
Preparatory Schools?

2. How employees’ job satisfaction relates with their commitment in Bale Zone selected Governmental
Preparatory Schools?

3. What is the effect of employees’ job satisfaction on job commitment in Bale Zone selected
Governmental Preparatory Schools?

1.3 Objectives of the study
1.3.1  General Objective
The general objective of this study was to investigate the effects of teachers' job satisfactions on their
commitment in Bale Zone selected Governmental Preparatory Schools.
1.3.2  Specific Objectives
The specific objectives of this study were:
1. To assess the level of Teachers’ satisfactions in Bale Zone selected Governmental Preparatory Schools.
2. To investigate the relations between job satisfaction and their commitment in Bale Zone selected
Governmental Preparatory Schools.
3. To assess the effect of job satisfaction on employees commitment in Bale Zone selected Governmental
Preparatory Schools.

2. Methodology of the study
2.1 Description of the study area
The site of study was at Bale Zone selected Governmental Preparatory Schools. Bale Zone is one of the largest
zones in Oromia National Regional State with an area of 66,032.52km?which is located in the south and south
eastern part of the state at the distance of 430km from the capital city of Addis Ababa (Bale Zone culture and
tourism office, 2013).

Geographically, Bale Zone is located between 5° 22, N to 8° 8, N and 38° 52, E to 42° 4, E. The study area
was fallen within three Woredas of the Bale zone and two town Preparatory Schools, namely Dinsho, Agarfa,
Oborra, Robe and Batu Preparatory Schools.t

2.2 The research design

Descriptive research design was employed to determine the relationship between the dependent and the
independent variables and to establish any association between these variables. According to Mugenda &
Mugenda (2003), descriptive survey design helped a researcher to gather, summarize, present and interpret
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information for the purpose of clarification. Statistical instrument to be used for the research analysis was mainly
descriptive statistics, specifically mean and standard deviation. The researcher was employ the survey strategy
for the study. This strategy is proposed because it allows the collection of a large amount of data from a sizable
population in an economical manner. Saunders et al. (2009), recommend this strategy because the method allows
researchers to collect quantitative data which can be analyzed quantitatively using inferential statistics. The
method is also perceived as authoritative by people in general and is both comparatively easy to explain and to
understand.

A mixed approach is a procedure for collecting, analyzing, and “mixing” both quantitative and qualitative
methods in a single study or a series of studies to understand a research problem (Creswell, 2012). The basic
assumption is that the uses of both quantitative and qualitative methods, in combination, provided a better
understanding of the research problem and question than either method by itself. In mixed methods research,
investigator used both quantitative and qualitative data because they worked to provide the best understanding of
the research problem.

In this research the quantitative approaches embed the qualitative one to descriptive the effects of teachers’
job satisfaction on their commitment in the study area. Therefore, this concurrent nested approach is more
convenient to get in-depth data on the effect of teachers' job satisfaction on commitment in Bale Zone selected
Governmental Preparatory Schools.

2.3 Research Approach

Approach is a style of conducting a research work, which is determined by the nature of the problem. Thus, both
quantitative and qualitative approaches were employed to investigate the effects of teachers' job satisfaction on
their commitment in Bale Zone selected Governmental Preparatory School.

2.4 Sources of data

The sources of data in this study both primary and secondary sources. Primary data was obtained from woreda
education office expertise, teachers, principals and supervisors. Because, these responsible bodies who are
currently leading the teaching learning operations can reflect teachers job satisfaction and their commitment
conditions from their practical experiences rather than other bodies. Whereas information was also collected
from document review of statistical record and written as sources of information from secondary sources.

2.5 Target population

According to Opie (2007), population is the entire cohort of subjects that a researcher is interested in. For the
purpose of this study, the target population of this research is all teachers in 5 selected Governmental Preparatory
Schools, schools Directors and Supervisors Worada Educational coordinators and expertise. The number of the
population is listed in the following table.

Tablel: Distribution of the Population

No_ g E g g E E
Respondents = § = =~ § S
g = | E |7
€3 | 2 2% |3 |5 |=%
52 | £ 22 |22 |2 |EE
< o =}
<2 | & 84 |08 | =3
1 Teachers 25 34 20 18 31 128
2 Directors and Supervisors 3 3 2 2 3 13
3 Worada Educational coordinators | 3 4 3 3 4 17
and expertise
Total 31 41 25 23 38 158

2.6 Sample size and sampling techniques

Fraenkel and Wallen (2000) define a sample as a smaller group of subjects drawn from the population in which a
researcher is interested in gaining information and drawing conclusions. It involves a process where a researcher
extracts from a population, a number of individuals so as to represent adequately, a larger group. According to
Yamane (1967) simplified formula for calculation of sample size from a population for a 95% confidence level

and 5% deviation factor, the size of the sample given as it = where n is the size of sampling, N is size of

1+Ne?
population and e is deviation of sampling. Therefore, the researcher want a sample of size n = 113 which

calculated by used the above formula from the target population to be drawn in the study (N = 158).As well as
C.R. Kothari (1990), to allocate the sample size of each Stratum, that is, if Pi represents the proportion of




Journal of Education and Practice Www.iiste.org

ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) LL,i,l
Vol.11, No.10, 2020 Ils E

population included in stratum i means,P; = j, where N; is the population size of stratum and » represents the

total sample Size, the number of elements selected from stratum 7 is n. Pi. For instance, from total numbers of
teachers in the selected school, 128 (100%) out it 92 (72%) teachers will randomly selected on the
proportionality of numbers on the base that the researcher assumes they are relevant source of data for the study.
Correspondingly, 12(71%) school supervisors and directors were included by using census because as the
researcher believes they are relevant bodies to provide appropriate information for the study due to their high
intimacy with teachers in their day to day activities. Besides, 9(69%) woreda education coordinators and
expertise will be selected by using census for detail information in target areas of studies. The researcher
believes that they are responsible bodies to what extent teachers are satisfied and committed and they have ample
data from selected schools. The sample size for teacher respondents from schools will be determined by using
their proportionality of numbers in the school. This is for the sampling to be representative of the population, and
possible to involve respondents from all sample schools in equal percentage. Finally, the main reason for
selecting the five schools is as these schools experienced teachers who can give appropriate information about
the problem at hand. Not only but also, newly constructed Preparatory School was included with their fresh
teachers. Generally, the total respondent of this study will be 113.

Table 2: Sample school included in the study with their respective level and number of teachers:

No | Participants Population | Sample (n= npj Percentage
1 Teachers 128 92 72%
2 Directors and Supervisors 13 9 69%
3 Worada Educational coordinators and expertise 17 12 71%
Total 158 113 71.51%

Based on this, the population, samples and sampling techniques will be summarized as follows:
Table 3: Samples and sampling techniques

No. | Participants Total population Samples | Sampling techniques
1 Teachers 128 92 Simple random sampling
(lottery system)
3 Director and Supervisors 13 9 Census
5 Worada Educational coordinators and | 17 12 Census
expertise
Total 158 113

2.7 Instrument of data collection

Data collection is a process that a researcher used to gathers data from various sources of information
proportional to the research plan to prove some phenomena. The use of multiple techniques were employed as a
means of crosschecking the authenticity of data from single source, enhancing their validity and reliability and
increase in-depth and understanding of the phenomenon. This enhances and increases the researcher’s
confidence on the credibility of the results.

Research instruments refer to the technique or methodology used in collection of data (Best and Kahn,
2011). Therefore, in this study the researcher used three research instruments namely; questionnaires, interview
and document analysis for collecting data from the respondents.

271  Document Analysis
According to Omari (2008) documentary analysis includes the review and analysing accurate information
recorded or published regarding the area of study. For the purpose of this research, documents are official
recorded materials that give information about phenomena that can be used as evidence or proof in the process of
investigation of specific information or topic. The researcher used documentary analysis to collect secondary
data and go the opportunity to see the statistical data of turnover, absenteeism from school, tutorial providing
rates for different level students', job satisfaction leaving rates of teachers' and related issues from Preparatory
School and woreda education offices.

2.7.2  Questionnaires
A questionnaire is a set of questions that respondents are asked as a way of getting information about what
people think or do generally (Shovel, 2007). A questionnaire was designed and tailored to the study’s objectives.
It is a research instrument consisting of a list of questions that a number of people are asked so that information
can be collected about something. The questionnaires which were used in this study are two types namely, open
ended and close ended. Open ended questionnaire items refer to the questions which give the respondents
complete freedom in responding, while closed ended questionnaire items refer to questions which are
accompanied by a list of all possible alternatives from which respondents select the answer that best describes
the situation. Therefore, both closed and open items were employed to collect quantitative and qualitative data
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from teachers, directors and school supervisors. This is because questionnaire is convenient to conduct survey
and to acquire necessary information from large number of study subject within a short period of time.

The questionnaire was prepared in English language, because the researcher believed that all of the sample
teachers can have the necessary skills to read and understand the concepts that were incorporated. To make the
data collection procedure smart and cleared from confusions, the researcher was properly orient respondents
about the procedures. Furthermore, few open ended type of questions were used in order to give opportunity to
the respondents to express their feelings, perceptions, problems and intentions related to teacher’s job
satisfaction and commitment.

2.7.3  Interviews
Thunguet al., (2008), defines an interview as a private meeting in which a researcher asks an interviewee
questions in order to gather information. Interviews are interactive, less formal and less uniform compared to
questionnaires. The researcher used this method simply because it was believed to provide direct answers. In this
case, unstructured interview was employed to get the detail information from school leader employees and
woreda education office expertise, directors and supervisors development coordinators was included in the study
because, they are more related to the problem. Thus, the purpose of the interview was to collect more
supplementary data by providing them the opportunity to their opinion, feeling freely, and allow the researcher
to use the idea that contrast with the questionnaires or to triangulate the questionnaire response.

2.8 Procedure of data collection

To answer the research questions raised, the researcher would have to go through series of data gathering
procedures. The researcher receives the authorized official cooperation letters from Madda Walabu University
and Education Departments of selected woredas, for ethical clearance. The researcher introduced the objectives
and a purpose of the study for participants. Then, gather trustworthy data by from respondents’ questionnaires,
and interviews. The researcher administered questionnaires to the respondents. The interviews were administered
for 21 woreda education coordinators and expertise, directors and supervisors. Finally, the researcher collected
all the data from the participants to resume the research work.

2.9 Method of data processing and analysis

According to Kothari (2011), Processing of data means editing, coding, classification and tabulation whereas
analysis refers to computation of certain measures along with searching for patterns of relationship that exists
among data-group. The researcher was process data obtained from interview by carrying out manual editing,
coding, classifying and tabulating. Data obtained from documentary review was recorded in tables or described
qualitatively.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 was summarized, categorized and coded to suit for
analysis. The data collected from teachers, school facilitators, director, and supervisors through questionnaire
(the quantitative one) was processed and analyzed using Statistical Package for Social Science (SPSS) version 20
likes tools percentage, mean, standard deviation, linear regression 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 was made by descriptive
statistics that was appropriately used for the understanding the main characteristics of the research problems. On
the other hand, the data which obtained from open-ended items, interviews and document analysis was analyzed
qualitatively by transcribing respondent’s 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 were drawn based on the analyzed data.

2.10 Validity and reliability checks
Validity is the extent to which the measuring instrument (e.g., a questionnaire) we are using essentially measures
the characteristic or dimension we intend to measure (Leedy & Ormrod, 2001:98). To achieve the validity in the
instruments of data collection, the instruments which initially prepared in English language, and checked by
advisor in order to comment the extent to which the items are appropriate in securing relevant information to the
study. As discussed above, all the items that develop to address the research questions under investigation made
to maintain validity of the instruments of the study those elements was contained in the basic research questions.
That is, the items construct was in line with the answer to the research questions. Content validity addressed to
what extent the appropriate content is representing in questionnaires and interview guide items. The researcher
will make change or replace the construction of some items in the questionnaires and interview guide based on
the comment and feedback received from advisor.

According to Cohen (2007:146), Reliability is the consistency, dependability and explicability of the
measuring instrument over time, and with the same respondents. It is the extent to which the measuring
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instrument yields consistent and accurate results when the characteristic being measured remains constant. One
means of increasing the reliability of the instrument is the inclusion of more items in the questionnaire.
Furthermore, the main issue of reliability is addressing the consistency of the instruments in relation to what they
intend to measure. Accordingly, the basic idea of reliability is summarized up by the word consistency. The
researcher adopt different standardized measurements scale of teachers' job satisfaction and commitment.

2.11 Ethical consideration

Ethical consideration plays an important role during data collection time. Researcher was aware and follows the
ethical consideration related to the studies. Furthermore, the first page of the questionnaires will display an
opening introductory letter that requesting the respondents' cooperation to provide the required information for
the study. They are assured that the information they provide was keep confidential. To data collections from
study participants, all potential study participants informed about the procedure that was used in the study; the
researcher explains the objectives and significance of the study to the respondents. To ensure this, the researcher
was removing the respondents' information that requires identification of names and other identity. During the
data collection and any activities that matter to the research, the researcher was made positive interaction with
respondents.

3. Data Presentation, Analysis and Discussion

3.1 Introduction

This chapter is intended to present, analyse and discuss the data collected in with respect to the research
objectives and their respective questions used during the study. In the study, different groups of people were
included to get the necessary information. The groups that were included in the study were teachers, directors,
and supervisor, and woreda educational expertise of teachers. Analysis and interpretation of the data gathered by
different instruments, mainly questionnaire and unstructured interview and the summary of the quantitative data
has been presented by the use of tables and various statistical tools. Similarly, the qualitative data were organized
according to the themes, analyzed and used to strengthen or to elaborate quantitative one. Because the research
design is concurrent nested mixed research design, thus the qualitative data is used to support the result obtained
from the interpretation of the quantitative data.

The aim of this study was to assess the effect of teachers’ job satisfaction on their commitment at selected
governmental Preparatory Schools in Bale Zone. The first part presents the background information of the
respondents followed by descriptive and inferential statistics. To maintain ethical issues the study has not
included the names of the respondents because the researcher ensured confidentiality of the information provided
by the respondents.

The study was guided by the following research objectives

1. To assess the level of Teachers’ satisfactions in Bale Zone selected Governmental Preparatory Schools.

2. To investigate the relations between job satisfaction and their commitment in Bale Zone selected

Governmental Preparatory Schools.
3. To assess the effect of job satisfaction on employees commitment in Bale Zone selected Governmental
Preparatory Schools.

In this study, the main sources of data were 5 selected governmental Preparatory Schools directors, 4
supervisors, 92 teachers, and 12 woreda educational expertise’s of teachers, directors, and supervisors
developments coordinators’. A total of 113 questionnaires were distributed but properly filled and returned were
86(76%). From these respondents 70 (76%) were teachers. Among 21 interview respondents 7(77.78%) were
directors and supervisors and 9(75%) woreda educational expertise’s of teachers, directors, and supervisors
developments coordinators’ have properly participated and gave necessary information on the issue under
investigation.

In general 113 out of 86 or (76%) of respondents participated and gave necessary information on the issue
rose through questionnaire and unstructured interview were participated. Therefore, the total response rate is
sufficient and safe to analyze and interpret the data.

The overall results of the issue investigated as well as respondent’s personal background or profiles are
presented below.

3.2 Analysis of the Background Respondent’s Data
Table 4.1 illustrates the respondents’ biographical information as determined by questions 1 to 4 of the
questionnaire. The total number of respondents was 70.
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Table 4 the biographical data of the teachers

Variable frequency Percentage
Male 57 81.4
Sex Female 13 18.6
Total 70 100.0
Below 25 years 1 1.4
26 -30 years 28 40.0
Age 31 —35 years 13 18.6
36 — 40 years 10 14.3
Above 40 years 18 25.7
Total 70 100.0
Married 56 80.0
Marital status Single 11 15.7
Separated 3 4.3
Total 70 100.0
Academic Degree 39 55.7
qualification Masters 31 44.3
Total 70 100.0
Below 5 years 3 4.3
6 -8 years 7 10.0
Service year 9 -11 years 18 25.7
12 — 14 years 13 18.6
15 — 17 years 9 12.9
More than 18 years 20 28.6
Total 70 100.0

Table 4 illustrates that out of 70 teachers, males were in the majority (N=57, 81.4%), and females made up
the rest (N=13, 18.6%). It was evident that the population was mainly composed of male teachers. The frequency
distribution of the respondents by age showed that most of them (N=28, 40%) were in the age category 26 to 30
years. This group was also the youngest age group among them (N = 56, 80%) were married, (N=11, 15.7%)
were single and (3, 4.3%) were separated. The respondents who belonged to the age category above 40 years
constituted the second largest group of respondents (N=18, 25.7%). The respondents who were in the age of 31
to 35 and 36 to 40 years constituted (N=13, 18.6%) and (N=10, 14.3%) of the sample respectively, while 1.4%
of the sample belonged to the age of below 25 years. This shows that the group is predominantly young.

Table 4 also indicates that the largest group (N=20, 28.6%) of the respondents had more than 18 years
experience as a teacher. Moreover, about (N=18, 25.7%) of the respondents had 9 to 11 years’ teaching
experience. Besides, (N=13, 18.6%) and (N=9, 12.9%) of the respondents had 12 to 14 and 15 to 17 years
teaching experience. This showed that most of the respondents were relatively experienced teachers.

The table above also shows that the most academic qualification of the respondents was a bachelor’s degree
(N=39, 55.7%). others (N=31, 44.3%) of the respondents hold masters’ degrees. This result shows that, the
teachers in the selected preparatory schools hold a first degree.

3.3 Results of the Quantitative Data
The first objective aimed to assess the level of teachers/employee job satisfaction whereby teachers were asked
to rate their satisfaction as satisfied and dissatisfied as for question 1, to facilitate clarity of interpretation, the
five questionnaire response categories (strongly disagree=1 disagree=2, neutral =3, agree=4 and strongly
agree=5) were divided into two categories, namely disagree and agree. The findings from the respondent of the
five selected preparatory schools were summarized.

3.3.1 Research question 1
What is the level of job satisfaction of employee/teachers in preparatory schools under the following condition,
namely salary and benefits, management, work characteristics, and interpersonal relationships?
As it was discussed in the literature review section of the study, it was decided to examine separately the
majority factor of job satisfaction under external and internal benefits are the salary and benefits, management,
advancement and promotion, work characteristics, and interpersonal relationships. The analysis of each of the
five factors is as follows.
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Table 5 the mean and standard deviations satisfaction ratings of the four ‘work’ factors.

Factors N Mean SD
salary and benefits 70 1.77 0.84
Management 70 2.28 1.02
advancement and promotion 70 2.17 1.14
work characteristics 70 2.80 1.25
interpersonal relationships 70 3.04 1.23
Overall score 2.41 1.09

Scales; < 1.49=Strongly Disagree, 1.5-2.49 =Disagree, 2.5-3.49=Neutral/Undecided, 3.5—4.49 =Agree, >
4.5= strongly agree.

The following graph also shows the overall levels of teachers’ job satisfaction on main factors.

Graph 1 overall teachers’ teachers’ job satisfaction

35

M Salary and benefits
B management
B advancement and promotion

B work characteristics
Mean Standard Deviations W interpersonal relationships

W overall score

Scales; < 1.49 = Strongly Disagree, 1.5 —2.49 = Disagree, 2.5 — 3.49 = Neutral/Undecided, 3.5— 4.49 =
Agree, >4.5 = strongly agree.

Table 5 shows that the lowest mean satisfaction rating was for the salary and benefits factor. The mean
value of this factor was 1.77, a value obtained by aggregating the mean values of each of the statements of
Tables 6, 7, and 8 that follow, and then dividing this value by the total number of items constituting the factor
‘salary and benefits’ - in this case of § items were used. It can clearly be seen that the teachers’ experience of this
factor was towards the disagreement or dissatisfaction end of the continuum.

Table 5 also shows the mean satisfaction rating of the management factor. This aspect focused on
administrative support, school management and leadership, and recognition. The mean value of this factor was
2.28, thus indicating that; in general, teachers were relatively disagree/dissatisfied level with this aspect of their
work.

Advancement and promotion factor includes the growth and development, job security and upward status, a
mean factor of 2.17 indicated that the teachers were dissatisfied level with this side of advancement and
promotion

Work characteristics encompass workload, the nature of the work and responsibility. A mean of 2.8, as
indicated that teachers were also relatively undecided/neutral level with this aspect of their work and this is the
highest mean of all the factors.

Table 5 indicates the mean satisfaction rating of the interpersonal relationships factor. This factor includes
the relationship of teachers with their principal, colleagues, students and parents. A mean factor of 3.04 indicated
that the teachers were slightly undecided/neutral level with interpersonal relationships. Finally, it was illustrated
that, with a standard deviation of all factors indicated the level of strongly dissatisfied
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In the next sections, the teacher’s responses on the individual items of the questionnaire and interview of
directors, supervisors and Woreda educational Coordinators were presented.
3.3.1.1 Factor 1: Salary and fringe benefits
The frequency, means and standard deviation of the teachers’ responses indicate whether they were satisfied or
dissatisfied with their salaries (Table 6), their Benefits
Table 6 The teachers’ views on their salaries and benefits

Statements/items N Mean | Std.
Deviation

I am happy with the types of allowances given 70 1.89 941

As a teacher I enjoy many benefits 70 1.69 753

I am satisfied with my job. 70 | 2.20 1.162
Iaslr(r; satisfied with autonomy I have in making decisions about my daily 70 1.89 941

My salary is appropriate for my experience and enhances my status 70 1.43 .650

My salary is equal to the effort I put in my job 70 1.51 .676

The monthly salary is sufficient to meet all my important expenses. 70 1.37 .543

I feel comfortable with my future incomes 70 | 2.21 1.062
Overall score 1.77 0.84
Scales; <1.49 = Strongly Disagree, 1.5 —2.49 = Disagree, 2.5 —3.49 = Neutral/Undecided,

3.5—4.49 = Agree, >4.5 = strongly agree.

The results in Table 6 showed that the teacher respondents disagreed/dissatisfied with all of the eight (8)
statements. Thus, the data tended to reflect a pattern of teacher dissatisfaction as far as salary is concerned. In
addition, a variable mean of 1.37 and 1.43 indicated that the teachers were very dissatisfied with this aspect of
their work. The highest area of dissatisfaction or disagreement had to do with the appropriateness of their
salaries to their experience, and the overall satisfaction level of the teachers’ salaries followed by the factor
whether the monthly salary the teachers received covered all their basic needs and whether their salary compared
well with their academic qualifications.

The second area of dissatisfaction was related to whether their salary enhanced the status they had in the
community, the comparison between teachers’ salaries and the effort needed for the job, and whether the
monthly salary the teachers received kept them in their jobs.

Table 6 also showed the means of each of the teachers’ responses to the statements that focused on benefits.
A variable mean of 1.69 indicated that the teachers were dissatisfied with the benefits they received. Furthermore,
the respondents reported their disagreement/dissatisfied with the statement that they enjoyed many benefits.
Similarly, the majority of the teacher respondents were unhappy with the types of allowances given to them.
Approximately the majority of the respondents expressed their dissatisfaction with the overall salaries and
benefits.

The woreda educational coordinators, directors and supervisors interview result also indicates that:

The teachers’ benefits and incentive were inappropriate for extra work, and in school meeting, cluster
teachers’ meeting teachers’ lack refreshment this lead teachers’ dislike their profession. Therefore, lack
sufficient incentive and others benefits for their additional work influence Teachers’ level of satisfaction in job
and may be limits level effort on the work. According to Ahuja and Shukla (2007), when incentives is offered for
meeting specific goals, the employee is likely to expend more energy and effort into the job and thereafter the
incentive will be given to the employee as a reward when the goal is met.

3.3.1.2 Factor 2: Management
The means and Standard Deviation of the teachers’ responses indicated their satisfaction or dissatisfaction with
management. This included the administrative support they received, school management and leadership and
the recognition they received in the following table7.
Table 7 The teachers’ views on school management and leadership

Statements/items N | Mean | Std.
Dev.
I am happy with administrative support at school and the way teachers are | 70 137 516
evaluated ) '
School administration supports good teacher-student relationships 70 | 2.40 1.109
I am satisfied with care I receive from my immediate supervisor(s). 70 | 3.11 1.198
I am pleased with the leadership style of the school director(s) 70 1.90 1.092
My school leader values me as a teacher 70 | 2.90 1.206
Overall score 2.28 1.02

Scales;, < 1.49 = Strongly Disagree, 1.5 —2.49 = Disagree, 2.5 — 3.49 = Neutral/Undecided, 3.5— 4.49 =
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Agree, >4.5 = strongly agree.

Table 7 presents the teachers’ views on the five statements constituting the management and school
leadership support variable. This table depicts that most of the respondents were dissatisfied with each of the
four statements and undecided with one item. Thus, it seems that teachers were dissatisfied with the school
administration practices. The variable mean of 1.37 also confirms the teachers’ negative means very
disagreement with regarding the support provided by their school administrators and the ways they were
evaluated. In addition, the mean of 2.4 of the teacher respondents reported having dissatisfaction with the
support provided the relation with respect to student disciplinary problems and the fairness of the school
administration’s evaluation system to evaluate the teachers’ work. The school administration has influence on
the teachers’ satisfaction levels. Not more than half of the respondents reported there were undecided with
school leaders’ value for teachers at school and with the care they receive from supervisors. In addition, the
mean 1.9 of the respondents indicated that the leadership style practiced by their principals did not enhance the
teachers’ satisfaction.

Over all table 7 indicates that most of the respondents were dissatisfied with management and leadership.
This was also evident from the variable average mean of 2.28. Specifically, more than 60% of the teacher
respondents were dissatisfied with the respect they received from their schools administrations and leaders and
the recognition they received from their immediate supervisors. The woreda educational coordinators, directors
and supervisors interview result on also indicates and support this idea.

The presence of clear school based policy is satisfied majority teachers’ but attitude, skills and knowledge
gaps of principals, and school management and their poorly implementation of policy and administration in the
school reduced satisfaction teachers’ and also the practice of supervision in the school is insufficient to enhance
teachers’ job satisfaction on their job as in the implementation timely supervision for teachers’ in both internal
and external was ineffective. This show that the principals, and school management attitude, skill and knowledge
gaps in implementation of school policy and their administration influence teachers’ job satisfaction on the job.
This indicates insufficient supervision of teachers’ reduced effectiveness of performance of teachers’ and
influences teachers’ level job satisfaction on the job. Therefore, effective supervision of teachers is important for
successfully implementation of school goal and objectives.

3.3.13 Factor 3: advancement and promotion
The means and standard deviation of the teachers’ responses indicate whether they were satisfied or dissatisfied
with their opportunities for advancement and promotion (Table 8)

Table 8 the teachers’ views on advancement and promotion

Statements/items N Mean Std.
Deviation
I feel comfortable with rewards I get for doing a good job in the school. 70 2.00 1.077
I am comfortable with the promotion opportunities available to me 70 2.04 1.273
The major satisfaction in my life comes from my job. 70 2.03 1.251
1 fe'el satisfied with opportunities for training and professional development 70 216 1.020
available.
I am satisfied with opportunities to attend seminars within and outside the 70 291 1.080
school.
Teaching provides me with opportunity to use all my skills. 70 | 2.46 1.086
The promotion process and procedure used by my employer are fair. 70 2.40 1.128
I have many opportunities for professional advancement 70 | 2.11 1.186
Overall score 2.17 1.14

Scales; < 1.49 = Strongly Disagree, 1.5 —2.49 = Disagree,  2.5-3.49 = Neutral/Undecided, 3.5— 4.49 =
Agree, >4.5 = strongly agree.

According to Table 8, the teachers held negative views of the opportunities they had for advancement and
promotion. This was also evident from a variable average mean of 2.17 which indicated that the teachers were
dissatisfied or disagreed with their advancement and promotion at the most items.

The woreda educational coordinators, directors and supervisors interview result on also indicates that:

Some teachers were satisfied with opportunity to use their skill and knowledge in the job and some of them
were not satisfied due to lack of equipment and necessary material to use their skill and knowledge in practice in
the school. Mass of fresh teachers was not interested to continue with teaching profession but, most of
experienced teachers prefer to continue with teaching professions. The interview results revealed that trainings
on various issues are given rarely due to a number of limitations such as budget, and teachers are not interested
to be free to participate with issues organized by Woreda experts. Experiences sharing with model school and
within schools are low, furthers education opportunity for first degree holders to second degree (MA/MSc) were
also in regular programs is limited.
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In addition to this, data from document analysis show, even if most of teachers as well as preparatory
schools have training and development plan within school level in the form of Continuous Professional
Development (CPD) but, its implementation was not effective. Simply teachers and schools prepared their plan
for the matter of planning, but not facilitate and monitor its implementation. The teachers’ have little opportunity
for training, experience sharing with other model schools, and professional development or advancement.
Therefore, provision of job related training and development, experience sharing and workshop enhance
academic performance of teachers and able to give better results. As Saeed and Asghar (2012), pinpoint training
and development improves the motivation and satisfaction level of employees, increase their skill and knowledge,
and also expands the intellect on overall personality of the employee.

33.14 Factor 4: Work characteristics

Work characteristics included workload, work itself, and their responsibilities at work are presented in Table 9.
Table 9 the teachers’ views on their workload

Statements/items N Mean | Std .Deviation
I am satisfied with my workload within my department 70 | 3.60 1.184
I am happy with my work hours 70 | 3.73 1.250
I am happy with the type of work I do as a teacher 70 | 3.43 1.347
I have the opportunity to use my skills at school 70 | 2.4l 1.161
Teaching is a challenging job to me. 70 | 2.77 1.157
I enjoy much freedom in my place of work. 70 | 2.80 1.336
I am satisfied with the amount of freedom I have in decision-making 70 | 2.01 1.222
I feel satisfied with the recognition I have in the community. 70 | 2.37 1.265
I am comfortable with the geographical location (work environment) of the

. . 70 | 2.39 1.266
school in which I teach.
I would not like to be transferred to another school. 70 | 2.63 1.321
I am not intending to change my profession. 70 | 2.73 1.262
Overall score 2.80 1.25

Scales; < 1.49 = Strongly Disagree, 1.5 —2.49 = Disagree, 2.5 — 3.49 = Neutral/Undecided, 3.5— 4.49 =
Agree, >4.5 = strongly agree.

According to Table 9, the mean satisfaction of respondents on the work itself (mean=3.6) variable fell in the
satisfied range. The variable mean of 3.73 also indicated that the teachers were on average of satisfied with this
aspect of the work itself. The item in this group that met with negativity was that the opportunity they had to use
their own skills at school and the cooperation of receive from their workmates and work environment of the
school in which they teach disagreed/dissatisfied range.

Moreover, it is evident that the teachers were particularly dissatisfied with the freedom they had in decision-
making, with mean of 2.01 reporting to be dissatisfied. Overall it is showed that the teachers’ perceptions of their
responsibilities at work and the work itself together indicated that the teachers were undecided levels with the
mean of 2.80. This shows that large numbers of teachers’ were not decided on the practices of transfers rates
within Zone and Woreda. Besides that, the woreda educational coordinators, directors and supervisors interview
result also indicates that:

The school environment is not fully satisfactory to enhance teachers’ job satisfaction, because preparatory
schools lack necessary school facilities and equipments due to budget problems. Thus, poor working conditions
in the school block the teachers’ access to do various works that support the teaching learning process. Mass of
teachers expect command from the school principal, department heads or other concerned staff members to do
their work but, few teachers were perform their task without expectation of their boss. It indicates the low
initiation of teachers in performing their task without external pressure.

Therefore, this problem has an effect on reducing the teachers’ level of job satisfaction, and this affect the
students’ academic achievement as well as schools goal achievement. Robbins, (2005), stated that working
condition sensible impact on an employee’s job satisfaction because the employees prefer physical surroundings
that are safe, clean, and comfortable for works.

3.3.15 Factor 5: Interpersonal relations
Interpersonal relationships may also influence job satisfaction level. Table 10 illustrates the teachers’ views on
their relationships with their principals, their relationships with their colleagues; and their perceptions of their
relationships with their students and parents. This table shows the mean and standard deviation of each of the
variables.
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Table 10 the teachers’ views on teachers’ interrelationships

Statements/items N Mean | Std.
Deviation

I am satisfied with my relationship with my colleagues 70 | 3.81 1.333
I.am happy with my professional relationship with the school principals or 70 | 237 1,246
director

In my school the parents are involved in their children’s learning 70 | 3.57 1.450

I am pleased with my relationships with the students’ and parents 70 | 3.59 1.257

I am happy the cooperation of worada educational coordinators. 70 1.90 .903
Overall score 3.04 1.23

Table 10 shows the mean satisfaction or dissatisfaction rating of the teachers’ views of teacher-colleague
relationships. As it was observed from the table, the average mean of 3.04 indicates that the teachers were
relatively satisfied with this aspect of their work. This shows that teachers in selected preparatory schools were
sociable, and value their relationships with their colleagues. However, the teachers were dissatisfied with the
respect they receive from their principals and with the friendly relations they had with their school directors with
the mean of 2.37 and as the same to this teachers ware dissatisfied with the relationship of worada educational
coordinators.

The table reveals that, in general, the teachers were satisfied with their relationship with the students and
parents-the variable mean was 3.59. The mean of 3.57 indicates that, in general, the teachers were very satisfied
with parents’ involvement in their children’s learning relationship.

The woreda educational coordinators, directors and supervisors interview result also indicates that: The
majority of teachers’ are poor relation with supervisors because of insufficient technical support of teachers’, the
way supervisors contact only to see the teachers’ classroom instruction and to evaluate their work performance
instead of giving instructional support and feedback. Therefore, poor relations between teachers’ with supervisor,
student, and management teams and within teachers’ reduce success of achieving of the school goal and
objectives. According to Oshagbemi (2001), individuals who perceive to have better interpersonal friendships
with their co-workers and immediate supervisor lead higher levels of job satisfaction.

3.3.2  Research question 2

How employee/teacher’s job satisfaction relates with their commitment?
This section includes the analysis of data related to teachers’ job satisfaction and commitment.
To investigate the relationship between job satisfaction and commitment Pearson product correlation coefficient
was used. The Pearson product moment correlation coefficient is a statistic that indicates the degree to which
two variables are related to one another. The sign of correlation coefficient (+ or -) indicates the direction of the
relationship between -1 and +1.

Variables may be positively or negatively correlated. A positive correlation indicates a direct and positive
relationship between two variables. A negative correlation, on the other hand, indicates an inverse, negative
relationship between two variables (Leary, 2004). Measuring the strength and the direction of a linear
relationship that occurred between variables is, therefore, important for further statistical significance. To this
end the Pearson’s product moment correlation coefficient is computed for the purpose of determining the
relationships between teachers’ job satisfaction and commitment in selected preparatory schools.

Therefore, to answer this basic research question, Pearson correlation is calculated. The result of correlation
analysis indicates the degree of relation that occurred between teachers’ job satisfaction and their commitment in
selected governmental preparatory school in Bale Zone. The following result indicates those teachers’
respondents’ shows relations between teachers’ job satisfaction and commitment on selected governmental
preparatory school in Bale Zone depending up on the general levels of teachers’ job satisfaction and their job
commitments from the questionnaire items.

Table 11: The relationship of teachers’ job satisfaction and commitment

Correlations
general level of job | general level of on job
satisfaction commitment
1 level £ iob Pearson Correlation 1 476™
genera eve 0 jo . .
satisfaction Sig. (2-tailed) .000
N 70 70
| level of b Pearson Correlation 476" 1
general level o on jo Sig. (2-tailed) 000
commitment
N 70 70

**_ Correlation is significant at the 0.01 level (2-tailed).

13



Journal of Education and Practice Www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) LL,i,l
Vol.11, No.10, 2020 Ils E

This output gives us a correlation matrix for the two correlations requested in the above dialog box. Note
that despite there being cells in the above matrix, their correlation between level of job satisfaction and
commitment on job. A Pearson correlation analysis was conducted to examine whether there is a relationship
between teachers’ job satisfaction with their commitment in selected governmental preparatory schools of Bale
Zone. The results revealed of teachers’ were a significant and positive relationship between teachers’ job
satisfaction and commitment (r = .48, N = 70). The more level of teachers’ job satisfaction associated with more
level of teachers’ commitments and the low level of teachers’ job satisfaction associated with teachers’ low level
of commitments in the study area. This positive correlation coefficient (0.467) indicates that there is a
statistically significant (p< 0.001) linear relationship between these two variables such that the more job satisfied
a teachers’ has, the highly commitment teachers’ or the more job dissatisfied a teachers’ has, the poor job
commitment teachers’.

The interview result also indicates that teachers’ job satisfaction and commitment are related in job. The
more satisfied teachers’ are more committed than less satisfied teachers’ in the job. The current satisfaction of
teachers’ on the job is low because of poor facilities of educational equipments and necessary material for
teaching learning in the schools, low benefits of teachers, low access of transfer of teachers from one school to
other school, housing related problem, and lack of good relation between teachers’ and principals’ are the major
causes for low satisfaction of teachers. These low teachers’ job satisfaction and commitment of on the job
negatively influence the school’s goal and objectives.

Therefore, teachers’ job satisfaction and commitment are positive and significance relation in the study area.
Scott (2004) stated that, employees who have high level of job satisfaction commit their time, energy and efforts
to work which result in high productivity. Mass of teachers’ were not satisfied and committed in the current job
in the study area.

The interview responses revealed that teachers were not satisfied to their current job. This is shows that big
obstacle to achieve educational goal and objective in the study area. Therefore, without teachers’ job satisfaction
and commitment effectively, achieving of educational goal and objective become challenging in the area of the
study. As Ofoegbu (2004) stated that, teachers are happy, devoted and committed, and in job helps them to bring
their best qualities to their schools, students, parents, and the society may benefit from their services

3.3.21 Teachers’ Commitment on their Job
This section includes the analysis of data obtained from teachers and director, supervisors and worada
educational coordinate on teachers’ commitments of selected governmental preparatory schools of Bale Zone.
To support the second basic research questions, the commitment questions were presented in the questionnaire
item to be responded by teachers and principals, principals and supervisors in the following table.

Table: 12 Teachers’ Commitment on their Job

Statements/items N Mean Std. Deviation
Affective Commitment on the Job 70 2.18 1.37
Continuance Commitment on the Job 70 2.23 1.22
Normative Commitment on the Job 70 221 1.19
Overall score 2.21 1.27

Scales; < 1.49 = Strongly Disagree, 1.5 — 2.49 = Disagree, 2.5 — 3.49 = Undecided
—4.49 = Agree, > 4.5 = strongly agree.
The following graph also shows the overall teachers’ commitment on their job.
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Graph 1 overall teachers’ commitment on their job

Overall teachers' commitment on their job
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As table 12 reveals that, overall mean score teachers is 2.18 with a standard deviation of 1.37 indicates the
level of disagreement within teachers’ affective commitment.

An interview result also indicates that: Majority of teacher’ in the school expects external force to do their
job, and poorly interested to achieve school goal. The levels of tolerance between teachers’ in different issues in
the schools are also poor because low commitment of teachers’ on the job. This show that majority of teachers
are not strongly contributes to the success of school goal. Poor contribution of teachers’ on the school goals and
objectives make ineffective on the student achievement.

Results from table 12 reveals that overall mean score teachers is 2.23 with a standard deviation of 1.22
indicates the level of disagreement within teachers’ continuance commitment. This shows teachers’ responses
for continuance commitment relatively better than the responses of directors, and supervisors in the study area.
Furthermore, an interview results also indicates that: More of teachers’ stay in teaching profession because of
lack of other alternative to change other sector, and other high income and benefits job relatively betters to
teaching. This shows that mass of teachers in the teaching profession in the study area are not interested to
continued with teaching profession. Lack of interest to continue with teaching profession is may minimize
commitment of teachers’ on job. The low level of continuance commitment of teachers has an influence on the
school goals and objectives.

As table 12 indicates, overall mean score teachers’ is 2.21 with a standard deviation of 1.19 indicates the
level of disagreement within teachers’ normative commitment. An interview result also indicates that: the
majority of fresh teachers’ are low moral responsibility on than more experienced teachers’ on the current job
because of many of them have low satisfaction on the job. Therefore, low moral responsibility of teachers’ is
negatively influence the achievement of school goals and student performances. High moral responsibility of
teachers’ in the job increases the academic achievement of student.

3.3.3  Research question 3
What is the effect of teachers’ job satisfaction on their commitment?

What is the effect of Job satisfaction on employees’ commitment to selected Governmental preparatory schools
of bale zone?

To investigate the effect teachers’ job satisfaction on their commitment linear regression coefficient was
used. Regression is the estimation or prediction of values of one variable from known values of one or more
variables. The variable whose value is to be estimated or predicted is known as dependent/predicted variable;
while the variables whose values are used to determine the value of the dependent variable are called
independent/predictor variables.

For each value of the independent variable (job satisfaction), the distribution of the dependent variable
(teachers’ commitment must on job) be normal. The variance of the distribution of the dependent variable should
be constant for all values of the independent variable. The relationship between the dependent variable and each
independent variable should be linear, and all observations should be independent.

Therefore, to answer this research question, linear regression is calculated. The result analysis indicates the
job satisfaction has a significant on teachers’ commitment in selected governmental preparatory school in Bale
Zone. The following result indicates those teachers’ respondents’ shows the effect of teachers’ job satisfaction
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on their commitment on selected governmental preparatory school in Bale Zone depending up on the general
levels of teachers’ job satisfaction and their job commitments from the questionnaire items.
Table 13: Linear regression Model Summary for job satisfaction and employees’ commitment

Model |R R Square [Adjusted  RIStd. Error off{Change Statistics Durbin-
Square the Estimate R Square|F Change |dfl |df2 [Sig.  F[Watson
Change Change
1 476 1227 216 .984 227 19.966 1 68 (000 1.637

a. Predictors: (Constant), general level of job satisfaction
b. Dependent Variable: general level on job commitment

The results of linear regression model summary in table 13 shows that the (R=.476, R-square = 0.227)
which is equivalent to 46.6% and 22.7% of the amount of variance explained by the model which indicated that
job satisfaction has a significantly influence on employees’/teachers’ commitment. Furthermore, the Durbin-
Watson value of 1.637 was obtained indicating that autocorrelation assumption was met as the value was in the
acceptable range of 1.5>d>2.5.

Based on the above, it can be revealed that good job satisfaction will develop teacher commitment in
school’s institution. The more develop teacher job satisfaction automatically he/she will get more awareness in
his organizational commitment. Therefore, there is an effect of job satisfaction towards teacher organizational
commitment. Finally, it can be assumed that there is a direct effect towards teacher teachers’ commitment.

Employee satisfaction was found to have positive effect on commitment levels. Thus, the more an employee
is satisfied with the job the more commitment will be exhibited toward work and the organization which in the
end will culminate in quality of service. Job satisfaction means as a level of one’s exited feeling emerged by a
reward or job. On the other side, teacher teachers’ commitment is the shape of attitude; manner takes side
towards the school operational in order to achieve the goals, vision and mission that had been set before.

Table 14: ANOVA results for job satisfaction and employees’ commitment

Model Sum of Squares | Df Mean Square F Sig.
Regression 19.325 1 19.325 19.966 .000
1 Residual 65.818 68 968
Total 85.143 69

a. Dependent Variable: general level on job commitment
b. Predictors: (Constant), general level of job satisfaction

The results of ANOVA indicate that (F=19.966, P=0.000), since P<0.005 the alternative Question was
accepted because the level of significance show that there was enough evidence that the slope of population
regression line was not zero, thus, job satisfaction has a significant influence on employees’/teachers’
commitment. Therefore, the above value indicates that the of teachers’ job satisfaction has an effect on their
commitment.

Coefficients
Model Unstandardized | Standardized 95.0% Confidence
Coefficients Coefficients Interval for B
t Sig.
B Std. Beta Lower Upper
Error Bound Bound
(Constant) 1.419 [.255 5.574 .000 |[.911 1.927
1 .
general level of job| 56y | 115 | 476 4468 |.000 |277 | 725
satisfaction

a. Dependent Variable: general level on job commitment

The Unstandardized Coefficients column gives that an indication of what would happen were to increase
one of the independent variables by exactly one unit. This indicated, if the general level of teachers’ job
satisfaction were to increase by one unit, we would expect general level on job commitment to increase by 0.501
units. The standard errors are used to calculate the t-values. If we take the unstandardized coefficient of general
level of job satisfaction (0.501) and divide this by its standard error (0.0112), we obtain a value that is
approximately the t-value of the 4.468 indicated in the table A one standard deviation increases in general level
of teachers’ job satisfaction would yield a 0.476 standard deviation increase in the teachers’ commitment on
current job this association is statistically significant (p<0.005)

F- Test of Regression coefficient, indicated that independent variable (job satisfaction) associated with it is
contributing significantly to the variance accounted for in the dependent variable (commitment job). As a result,
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the above value indicates that of teachers’ job satisfaction has an effect on their commitment.

3.4 Discussion

The results of the study showed that salary and benefits had an effect on the job satisfaction of the teachers. Both
quantitative and qualitative data clearly showed that the majority of the teachers were not satisfied with their
remuneration packages. Of all the factors that were investigated in this study, salary and benefits had the lowest
mean satisfaction rating. Salary, fringe benefits, and advancement and promotion were reported by the teachers
as the major sources of their job dissatisfaction (see sections 4.3.1.1 and 4.3.1.3). Their dissatisfaction with their
poor salaries was influenced by the inflation rates in preparatory schools. In addition, no other fringe benefits,
such as transport allowances, health insurances and medical care are provided. Moreover, promotion
opportunities are limited and, according to the teachers, not free from bias. All these and other unfavorable
conditions have a strong negative impact on the job satisfaction of the teachers. This dissatisfaction impacted on
quality teaching.

In order to achieve specific goals, the employee is likely to expend more energy and effort into the job. In
addition incentive is something that paved the way for particular course of action. When incentives are offered
and thereafter the incentive will be given to the employee as a reward when the goal is met (Ahuja & Shukla,
2007). The perceived low salaries affected the value, respect, and status teachers had in their societies. It appears
that the salaries the teachers earned were not sufficient to fulfill the teachers’ lower order physiological or
biological needs (Maslow, in section 2.5.1). Thus, the teachers often took on other jobs and were less committed
to their teaching.

In the role of administrative support and leadership, the majority of the teachers surveyed were not satisfied
with the most leadership and administrative support practices (see Tables 6). The administrative support and
leadership practices which were viewed and perceived negatively and as most dissatisfying, namely: poor
administrative support at the schools, leading to decreased teacher commitment; the lack of the availability of
instructional materials; inefficient administrative support with regard to student disciplinary problems; unfair
decisions, and the evaluation of the teachers’ work by the school administration, an non-transformational the
school principals’ lack of ability to identify the teachers’ strengths; a lack of respect for the teachers by the
students and the parents; and for the recognitions given, the teachers were not satisfied.

In line with the above-mentioned results, Baker (2007:83) reported that the teacher respondents in his study
viewed administrative support as inadequate, and this was one of the primary reasons for the teachers leaving the
profession. In their study of teacher commitment trends in Hong Kong, Choi and Tang (2009) found that the
teacher respondents appeared uncommitted to their job, as was found in this study, due to their perceived lack of
administrative support. In contrast to the above, a USA study by Chang, et al. (2010:5-6) revealed that
administrative support was one of the most significant and strongest predictors of teachers’ job satisfaction, in
comparison to other variables. This was similar to the findings of Ma and McMillan (1999:46), namely that
school administration positively affected the teachers’ job satisfaction.

The 1994 Ethiopian education policy declared that non-political education would be provided at all
education levels. The teachers in the sample, however, thought that they were exposed to political influences,
due to their school directors’ ideologies. This confirms previous views. For example, an education sector
development programmed indicated the need for improvement in school leadership (Psacharopoulos & Patrinos,
2004). The document indicated that irrelevant and uncoordinated training courses by the school leaders had not
succeeded in overcoming the challenges related to school leadership, and that it remained poor. This study shows
that poor leadership had a negative effect on the job satisfaction of teachers.

This study found that many of the preparatory school teachers spoke positively about their profession and
the value of their profession for the development of their students. This finding is consistent with the findings in
studies by Bolin (2007:56); Jyoti and Sharma (2006:354). The results of this study, however, also showed that
the teachers were not happy with the opportunities for personal development (see Table 8). They reported that
teaching did not give the majority of the teachers the opportunity to continue their education. According to Kim
(2005:669), individuals that score high on aspects related to the work itself, have high possibilities for reporting
satisfaction.

The data from both the interview and questionnaire revealed that the teachers were unhappy with their
limited participation in decision-making. This lack of freedom inhibited the teachers to assume full responsibility
to solve school-related problems. This lack of responsibility and dissatisfaction among the school teachers were
reflected in the teachers’ demotivation. They confessed to a reluctance to actively participate in school activities,
they adopted uncreative teaching styles, and were resistant to change, and to contributing more than was
expected of them. This confirms Boey’s (2010:2) statement that when teachers are not given the opportunity to
solve practical school problems, and do not receive support from their superiors, this can contribute to job
dissatisfaction and demotivation.

The results of the present study (see Tables 10), indicate that the preparatory school teachers who
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participated in the study were generally undecided with some of their interpersonal relationships. More than half
of the teacher respondents in this study indicated that the support given to them by their directors was
dissatisfying. Therefore, the teachers reported that they were dissatisfied with their relationships with the school
directors. This may be related to their perceptions that the schools management had poor leadership styles and
revealed non-supportive behavior that significantly inhibited job satisfaction. Accordingly, Bolin (2007:63)
found that school principals who place high pressure on teachers were identified as a major cause of teacher
dissatisfaction. However they reported deriving most satisfaction from their interpersonal relationships with their
colleagues and other staff members. The majority of the teacher respondents mentioned students and parents
relationships as a poor satisfactory aspect of their teaching job. The above is in confirmation of Ting’s
observation (1997:315) many years ago that cooperative and supportive colleagues contribute to higher levels of
job satisfaction. A good interpersonal relationship with other teachers is one of the preconditions of being
positive about the job of teaching. This finding confirm with Garrett and Hean (2001:367) they found that the
teachers’ positive relationships with management contributed to job satisfaction.

In order to observe the Relationship between teachers’ job satisfaction and commitment, a Pearson
correlation analysis was computed to examine the relation between teachers’ job satisfaction with their
commitment in selected governmental Preparatory Schools in Bale Zone. The results revealed significant and
positive relationship between teachers’ job satisfaction and commitment (r = .48, N = 70). The same tools
computed for directors, supervisors and worada educational coordinate were also result indicate significant and
positive relationship between teachers’ job satisfaction and commitment (r = .54, N = 16). The correlation was
strong and positive relationship in both teachers’ directors, supervisors and worada educational coordinate.
Higher levels of teachers’ job satisfaction were associated with higher levels of commitment in the study areas.

In the selected governmental Preparatory Schools affective, continuance and normative commitment are
poor. The result indicates that most of scored in likert scale mean averages are below three. The interview
responses indicate that teachers’ were poorly committed in their job. As the result large numbers of teachers’ in
the school expect external force to do their job, poorly interested to achieve school goal and objective, and low
level of tolerance between teachers and school administration in different issues. In addition to these, teachers
stay in teaching profession they do not have another alternative to change other sector, and low moral
responsibility in their job.

In addition, to investigate the effect teachers’ job satisfaction on their commitment linear regression
coefficient was used. The results of linear regression model summary shows that the (R=.476, R-square = 0.227)
which is equivalent to 46.6% and 22.7% of the amount of variance explained by the model which indicated that
job satisfaction has a significantly influence on employees’/teachers’ commitment. Therefore, there is an effect
of job satisfaction towards teacher organizational commitment. Finally, it can be assumed that there is a direct
effect towards teacher teachers’ commitment.

The results of ANOVA indicate that (F=19.966, P=0.000), since P<0.005 the alternative Question was
accepted because the level of significance show that there was enough evidence that the slope of population
regression line was not zero, thus, job satisfaction has a significant influence on employees’/teachers’
commitment. Therefore, the above value indicates that the of teachers’ job satisfaction has an effect on their
commitment.

4. Summary, Conclusions and Recommendations

This chapter deals with summary, conclusion and recommendations. In this section, first, summary of the study
and the major findings were made. Second, conclusions of the fundamental findings were drawn. Lastly, some
possible and plausible recommendations were forwarded on the basis of the findings of the study.

4.1 Summary
The main purpose of this study was to assess the effect of Teachers job satisfaction on their commitment in
selected governmental preparatory school of Bale Zone. In order to achieve this purpose, the study attempted to
answer the following research questions.
1. What is the level of job satisfaction of employees/teachers' in Bale Zone selected Governmental
Preparatory Schools?

2. How employees’ job satisfaction relates with their commitment in Bale Zone selected Governmental
Preparatory Schools?

3. What is the effect of employees’ job satisfaction on job commitment in Bale Zone selected
Governmental Preparatory Schools?

In this study, the researcher designed the descriptive research design. To answer these research questions,
mixed approach procedure for collecting, analyzing, and “mixing” both quantitatively and qualitatively. To this
effect the study is conducted in 5 purposely selected preparatory schools of Bale Zone.

A total of 92(72%) teachers were selected through systematic sampling technique for selecting participants
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as a sample of the study. Furthermore, 12(71%) directors and supervisors and 9(69%) Woreda education
coordinators were selected through census, since they have direct relation in supporting and observing teachers’
activities. To gather necessary information on the issue 68 questionnaires items were distributed to teachers and
17 questionnaires were distributed to directors, supervisors and Woreda education coordinators. In addition,
unstructured interview was made with directors, supervisors and Woreda education coordinators to extract in-
depth information regarding to teachers job satisfaction and commitment. Accordingly, the questionnaire and
interview results obtained from the research participants were analyzed and interpreted using SPSS version 20.
Therefore, based on the analysis of the data (questionnaires and interview result), the following findings were
obtained from the study.

As finding shows that the general value (lowest) means satisfaction rating scale was for the salary and
benefits factor. The mean value of this factor was 1.77, a value obtained by aggregating the mean values of each
of the statements of Tables 5. It can clearly be seen that the teachers’ experience of this factor was towards the
disagreement or dissatisfaction scale and value.

Table5 also shows that the other key factor for the level of teachers’ job satisfaction is management. This
aspect focuses on administrative support, school management and leadership, and recognition. To illustrate this,
the mean value of this factor was 2.28, indicating that; in general, teachers were relatively disagree/dissatisfied
level in their work places. Moreover, advancement and promotion can be considered as factors which include the
growth and development, job security and upward status, with mean factor of 2.17. This value indicate that
teachers were in a dissatisfied level with advancement and promotion

Besides to this, work characteristics which can include workload, the nature of the work and responsibility
is found as a factor. As it was illustrated in table 5, the mean value of this factor was 2.8. This implies that
teachers were relatively undecided/neutral level with work load and this is the highest mean of all the factors.
The interpersonal relationships factor is considered as a factor with mean of 3.04. This factor includes the
relationship of teachers with their principal, colleagues, students and parents. This indicated that the teachers
were slightly undecided/neutral level with interpersonal relationships. Finally, Table 5 illustrates that, the mean
and standard deviation value of over general score (value) for all factors indicates the level of dissatisfied (2.41)
and strongly dissatisfied value with 1.09 respectively.

In order to examine the relation between teachers’ job satisfaction and their commitment in selected
governmental Preparatory schools of Bale Zone, Pearson correlation analysis was made. The results revealed
that, there was a significant and positive relationship between teachers’ job satisfaction and commitment (r
=476, N = 70). Similarly, this is consistent with directors’, supervisors’ and wereda educational coordinators’
response through interview. Therefore, the correlation was positive relationship as teachers’, directors,
supervisors and wereda education office coordinators responses.

4.2 Conclusions

Based on the above research findings, the following conclusions were made. It is possible to conclude that the
teachers’ job satisfaction has an effect on their commitment. It can also be concluded that the level of teachers’
job satisfaction, the relationship between teachers’ job satisfaction and commitment are related in the following
ways.

» The results related to the teachers’ satisfaction with their salaries showed that 76% of the teachers who
participated in this study were dissatisfied. Their views indicated the belief that their salaries did not cover
all their basic needs. The most dissatisfying aspects of their remuneration related to the fact that they
believed their salaries did not compare well with the qualifications they hold, with the salaries paid by
other similar professions, with their efforts, and with experiences.

» Similarly, the teachers in this study also have negative views of their fringe benefits. Most of the
participant teachers were dissatisfied with the fringe benefits they were provided with the amount, the
system and the type of allowances given .The fulfillment of these factors is the requirement for the basic
aspects of the work factors to overcome. Further, this study showed that the absence of satisfactory salary
and benefits were negatively affecting the teachers’ satisfaction with their job.

» The study also revealed that the other fundamental reason, in addition to salary and benefits, for the low
job satisfaction of teachers in selected Schools was the inability of the school management and
administration to effectively address the teachers’ demands for supportive and fair leadership. The
teachers expressed dissatisfaction with the administrative support practices prevailing in the schools,
which related to the availability of instructional materials, student disciplinary problems, the evaluation of
the teachers’ work, and school security. Among the interviewed teachers, poor administrative support was
considered to be the second most dissatisfying issue.

» With regard to school leadership practices, poor school policies, unfair decisions, the non-
transformational style of the principal leadership, and the unfair treatment of teachers were found to be the
most dissatisfying issues. Moreover, the teachers reported that they were highly dissatisfied with non-
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participatory decision-making by non-supportive and incompetent school directors.

» With respect to advancement and promotion, the preparatory schools teachers indicated their
dissatisfaction with the opportunities for promotion, professional advancement, and fair evaluation by
their supervisors and directors. In addition, the interviewed were of the opinion that the promotion
practices were unfair, and were based on political party membership.

» As regards their workload, the teachers expressed their satisfaction with the workload they had at their
school. However, with respect to work characteristics, the teachers found the essential tasks associated
with teaching a dissatisfying aspect of their work. Both the quantitative and the qualitative data showed
that the teachers were unhappy with the responsibilities associated with teaching. The teachers were also
dissatisfied with the amount of freedom they had in decision-making.

» The results in relation to interpersonal relationships showed that the teachers were generally undecided
with this component of their work. The study identified the interpersonal relationships with colleagues
and/or staff members as the most satisfying. With regard to the teachers-directors relationships, the
teachers indicated in both the quantitative and the qualitative data, they were dissatisfied with the support
they received from the school directors. The majority of the interviewed also reported that teachers-
directors relationships have a negative influence on their job satisfaction.

» Based on collected and analyzed data, the relationship between teachers’ job satisfaction and their
commitment related positively. Additionally, a higher level of teachers’ job satisfaction was associated
with higher levels commitment in the study areas (schools). The level of teachers’ job satisfaction and
their commitment are not satisfactory in the study area. The low level of teachers’ job satisfaction and
their commitment in the study area make the teaching-learning process become ineffective. The findings
also revealed the school’s weakness on different aspects that have relation to enhance teachers’ job
satisfaction and commitment on the achievement of educational goals and objectives of schools.

» Based on the results and findings, the level of teachers commitment on their job in the study area are low
as the level of affective, continuance, and normative commitment of teachers’ in the study area are not
committed. Furthermore, the majorities of teachers in the school expect external force to do their job, and
poorly interested to achieve school goal and objectives. The mass of teachers’ also is not preferred to stay
with teaching profession and low moral responsibility of in teaching’ profession.

» Teachers’ job satisfaction was found to have positive effect on their commitment levels. Thus, the more
teachers’ is satisfied with the job, the more commitment on their job toward the effective educational
quality. The study found that job satisfaction has a positive significant effect on teachers’ commitment in
the study area.

4.3 Recommendation

Based on the conclusions and findings of this study, the recommendations for improving the teachers’ job

satisfaction with their commitment of selected governmental preparatory schools of Bale Zone are as follows:

+ Since the teachers were highly dissatisfied with their salaries, the Ethiopian government, educational
leaders at different levels and the Ethiopian Teachers’ Association should work cooperatively and
understand the importance of implementing appropriate salaries and benefits for teachers. In addition to
this the concerned body should design mechanisms for non-salary incentives to teachers that may include
transport allowances, health insurance, and low-interest loans to buy and build their own homes, as well as
other accommodation for teachers.

« Inadequate salaries have serious negative implications for the morale, status, and effectiveness of teachers,
the quality of the education system, and for the development of the country as a whole. So, the education
system managers should analyze the living conditions in Ethiopia, and advise those in charge of setting the
teacher salaries. The government or the education leaders can put mechanisms in place, in collaboration
with the community, donors, and other organizations for the direct funding to schools, and to teachers in
particular.

« Zone education department and Woreda education offices should make special attention for teachers’ job

satisfaction and their commitment in the job. The attention area should focus on the teachers’ personal

development and training, fair benefits and incentive, constructive continuous support, fair and equitable
promotion, in the area of professional responsibility...etc. This helps the teachers to increase the level of
job satisfaction and maximize their level of commitment on students’ achievement.

As finding indicates that external job satisfaction relatively more influence than internal factor of job

satisfaction. Therefore, schools, woreda education offices and Zone education department should work

together with other governmental sectors, non-governmental organizations and local community to enhance
teachers’ job satisfaction.

+« Unsatisfactory level of normative commitment of teachers in the job resulted in low moral responsibility of
teachers in the profession. Therefore, school, woreda and other concerned bodies should maximize teachers,
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levels of professional moral responsibility in the job by facilitating attractive teaching learning
environment in school in collaborates with community, governmental and non-governmental organization.
This promotes teachers in their job as well as improves the student achievement.

« To increases teachers’ job satisfaction and their commitment, it is important that schools and woreda
should allocate sufficient budget to supple necessary materials and equipment that is vital for practical use
in the laboratory, library, ICT center...etc. The Schools directors and wereda Education office should
create conducive work environment and positive work competition among teachers based on their
performance weekly/monthly or semester fairly.

« Teachers need to be empowered through both in-service and regular training program, and by using
educational opportunities to maximize their problem-solving abilities. Education leaders need to closely
supervise and establish systems to monitor and evaluate whether rules and regulations are being
implemented transparently by the school directly. Therefore, better to focuses on foster teachers’
commitment by encouraging teachers’ in the job satisfaction by fair and equitable rewards to achieve
school goals.

«» The school directors should have quality and participatory school policies in place, and make fair decisions,
and they should promote open discussions and the sharing of good experiences between themselves and the
teachers. They should follow a transformational style of leadership, based on feedback from teachers. What
is most important for improving teaching and learning at school is the management and leadership styles
and qualities that the school principals display in their schools. Addressing the factors that negatively affect
the job satisfaction and commitment of teachers should be a primary concern of the school directors.

« From this study results showed that job satisfaction has positive influence on employee/teachers’
commitment. This indicates the need for efforts made by the school leadership to pay attention to employee
or teachers’ satisfaction in performing works by providing challenging work to employees and adjust the
awards are worth, a conducive working environment to provide satisfaction to employees, co-workers in
the schools are mutually supportive, employment and individual personality goes well and the job
satisfaction of employees during work is assured.
The education stakeholders need to give appropriate recognition to teachers’ works. It should also be the
task of the stakeholders to raise awareness of the importance of the teaching profession for the society. The
appreciation and affection given to teachers for the work they do has an indeterminable value. This, in
addition to improving the professional status of teachers, would have strong positive implications for the
improvement of quality in education systems. The teachers must be given the chance to express their views,
through media programs to develop their profession, and the respect from the society.
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