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ABSTRACT

AN | NVESTI GATI ON GF JGB SATI SFACTI ON AND
DI SSATI SFACTI ON AMONG THE TEAGHERS
I N SECONDARY | NSTI TUTI ONS
I N KANO STATE, NG&ER A

Sanson Adebayo A adebo

Pur pose

This study was designed to nmeasure and explain job
sati sfaction anong secondary |evel teachers in Kano,
N geria through a questionnaire instrunment. The study
neasured (1) the degree of satisfaction anmong the teachers
with ten conponents of job satisfaction: recognition,
achi evenent, work itself, advancenent, responsibility,
salary, admnistrative policies, supervision, interpersona
rel ations, and working conditions; (2) differences in
satisfaction with the ten conponents between teachers
according to qualifications, sex, age, experience, reasons
for entering the teaching profession, and school area;
(3) differences in overall satisfaction between teachers

according to these classifications.

Popul at i on
A total of 356 N gerian teachers from 30 secondary
Institutions selected at randomconstituted the sanpl e.

1



Usabl e questionnaires were obtai ned from 284 respondents.

Procedur e

The procedure included an extensive review of the
literature dealing with job satisfaction. The itens of
this study's instrument were selected fromthe list of job
satisfaction itens used by various researchers as rel evant
to the N gerian educational system

The instrument was conprised of a three-part ques-
tionnaire: (1) six itens of denographic information;
(2 fifty-eight itens divided into ten conponents or scal es
for assessing job satisfaction; and (3) additional free
responses fromthe respondents concerning other itens or
factors not covered by the questionnaire. Questionnaires

were personally delivered and col | ect ed.

Degree of satisfaction was determned by the response
frequency scores; high satisfaction scores were interpreted

as "satisfaction,"” high dissatisfaction scores were
interpreted as "dissatisfaction," and high scores between
the two as "undeci ded."

The discrimnant function analysis and nultivariate
anal ysis of variance were the statistical procedures applied
to test the hypothesis of equal popul ati on means between
groups of the six denographic classifications. A three-way
anal ysis of variance was used to test the six alternative

hypot heses.



Findings and Recommendations

The results revealed that teachers expressed satis-
faction with teaching as a job; opportunity available to
excel, achieve and grow on the job; responsibilities being
given; the amount of supervision in their schools and/or
their work; professional and personal interactions with
principals, colleagues and students; and physical condi-
tions and/or facilities available for doing the work. They
expressed dissatisfaction with advancement--~the actual
potential for improvement in their status or position.

Their opinions were undecided about recognition, salary,
and administrative policies.

In comparing the teachers' satisfaction, the results
indicated that gqualification, age, teaching experience at
secondary level, and area of employment made no significant
difference in job statisfaction. However, teachers who entered the
profession because of interest expressed significantly more
satisfaction than those who were influenced solely by
economic reasons. Female teachers as well as teachers who
entered teaching because of interest in the profession
expressed more overall satisfaction than their counter
groups.

The results of testing Herzberg's two-factor
(motivation-hygiene) theory indicated that the same variable

associated with dissatisfaction is related to satisfaction.



Therefore, these results did not conform with Herzberg's
conclusion that internal (motivation) factors act as
satisfiers while external (hygiene) factors act as dis-
satisfiers. Reasons are discussed in terms of cultural
differences between Nigeria and the United States.

On the basis of these findings, the following
recommendations were offered: (1) Interest in the work
itself seemed to be one major determinant of Kano teachers'
overall satisfaction, suggesting that teachers should be
recruited from among individuals showing an interest in
education; (2) more female graduates should be encouraged
to take up teaching as a career; (3) conditions of service
should be improved to make teaching more attractive;

(4) more in-service training programs, professional activi-

ties, and meaningful incentives are needed.

Approved by:

Cresswell
Associate Professor of Education and Management
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CHAPTER I
INTRODUCTION

Understanding and improving job satisfaction among
teachers is a central problem in the study of education or
the successful administration of educational institutions.
The purpose of this studﬁ is to add to that understanding
through assessing the determinants of job satisfaction
among a sample of secondary institution teachers in Kano,
Nigeria. The results of the study will add to the general
understanding of job satisfaction, and aid in educational
policy development in Nigeria.

Nigeria is now going through a period of self-
awareness. It is developing educational policies geared

toward meeting the needs of its development; notwithstanding,

the need for an indigenous teaching staff at the secondary
level cannot be over-estimated. The question of getting
the youth motivated and prepared to enter the teaching
profession and persuading those already in the profession
to remain poses a problem for the government, ministries

of education, and other bodies connected with decision-
making in education. The investigation of job satisfaction
among the teachers provides information for the efforts in

1



attracting, retaining staff, and in stimulating extra-
ordinary performance.

The success of the educational system in achieving
its objectives depends on the knowledge, skills, motivation,
and morale of its personnel, especially teachers. If
teachers become dissatisfied with their jobs for particular
reasons, they could lose interest in their profession and
80 disrupt the main function of teaching. Keeping high
morale and satisfaction among teachers requires skillful

and steady actions from administrative leadership.

Measurement of Job Satisfaction

The study assessed job satisfaction by obtaining
teachers' opinions about their work and working conditions,
particularly in terms of how ten components of satisfaction
(recognition, achievement and growth opportunity, work
itself, advancement, responsibility, salary, administrative
policies, supervision, interpersonal relations, and working
conditions) contributed to overall satisfaction of the
teachers. The main parts of the study were designed to:

l. Determine the degree of teachers' satisfaction with
each of the ten components or scales
2. Compare teachers' satisfaction on each of the ten

scales and determine if differences found were a

factor of qualification (degree and non-degree),

sex (male and female), age (under thirty and over
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thirty years), teaching experience at secondary
level (less than five and more than five years),
reasons for entering teaching profession (interest
in the profession and economic reasons), geograph-
ical area of work (urban and rural area schools)
Compare the teachers' overall satisfaction,
according to their demographic classifications.
The following questions served as guidelines:
To what extend do the teachers express satisfaction
and/or dissatisfaction as measured by each of the
ten scales?
Do the teachers, according to their classifications
respond differently concerning their satisfaction
measured by the ten scales? The following null
hypothesis was tested:
There is no significant difference in the response
to satisfaction on each of the ten scales
between each of the following groups: degree
and non-degree teachers, male and female teachers,
teachers under and over thirty years of age,
teachers with less than five years and those
who had more than five years teaching experience
at secondary level, teachers who entered
teaching because of interest and those who
entered because of economic reasons, teachers
in urban and rural area schools.
Do the teachers according to their classifications
respond differently with regard to the overall
satisfaction? The following alternative hypotheses

were tested:
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a. Both degree and non-degree teachers will score
equally high for overall satisfaction

b. Female teachers will score significantly higher
than male teachers for overall satisfaction

¢. Teachers who are over thirty years of age will
score significantly higher than those who are
under thirty years of age for overall satisfac-
tion.

d. Teachers with more than five years teaching
experience at the secondary level will score
significantly higher than those who had less
than five years teaching experience for overall
satisfaction

e. Teachers who entered the teaching profession
because of interest in the profession will
score significantly higher than those who
entered because of economic reasons for overall
satisfaction

f. Teachers in urban area schools will score sig-

nificantly higher than those in rural area
schools for overall satisfaction

Concept of Job Satisfaction

Job satisfaction has been considered important not
only for humanitarian reasons, but also because it has
been held that the worker who likes his/her job will work
with efficiency and enthuaiasm.l Therefore, considerable
opinion has been expressed and research conducted concerning
job satisfaction, particularly job satisfaction among
teachers in an educational context.

As early as 1935, Robert Hoppockz conducted a
study in which he made a comparison of satisfied and dis~-

satisfied teachers. Later, Frederick Herzberg and his asso~
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3 developed a comprehensive theory of job satisfaction

ciates
that has led to numerous studies. The theory makes a dis~
tinction between two sets of job factors; one set is related
to the actual doing of the job, the job content or the
intrinsic aspects of the job. These factors are called
motivators and include: recognition, achievement, respon-
sibility, advancement, and work itself. The other set is
related to the environmental setting or extrinsic factors

of the job; these are termed hygiene factors and include:
salary, administrative policies, possibility of growth,
interpersonal relations, supervision, working conditions,
status, security, and personal life.

The effect of job satisfaction on achieving organiza-
tional goals and on improving the productivity of people
working in private and public organizations has been
receiving increasing attention. According to Lawler,4
recent interest in job satisfaction ties in directly with
the rising concern in many countries about the quality
of life, and that there is an increasing acceptance of the
view that material possessions and economic growth do not
necessarily produce a high guality of life. He contends
that job satisfaction is one measure of the affective
guality of work life in organizations. Therefore, job

satisfaction is worthy of understanding and increases even

if it does not relate to performance.



Job satisfaction constitutes one dimension which
has received considerable attention for the purpose of
understanding the individual worker and the working environ-
ment. Accumulating evidence seems to suggest that the
worker's perception of himself or herself and his/her
organization has an effect on personal adjustment, com-
mitment to work, and job productivity.

A number of studies have been conducted focusing
on job satisfaction and its relationship to organizational
climate, administrative policies, and efficiency, par-
ticularly on teacher-satisfaction and dissatisfaction
(Sergiovanni, Duns and Stephens, Wernimont, Stockmoe,
Tesar, Imphong, Cooper, Rada, Clarke, Keffer, Cohen and
Cole). This study fits in this category as an investiga-
tion of the job satisfaction among secondary level teachers
in Kano State, Nigeria.

Job satisfaction studies can also help management.
Imphong5 contends that competent management has to regu-
larly seek feedback from its employees as to their feeling
toward the administrative policies and working conditions.
This feedback, accordirg to Imphong, helps the management
to recognize the weaknesses, come up with solutions, and
launch improvements. Personnel policies, rules and regu-
lations are intended to facilitate the employment and
utilization of qualified personnel who are satisfied with
their work and with the school system.
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In the light of the above, there must be a periodic
review or survey of teachers' morale, attitude, and the
feeling of satisfaction toward their profession in order to
find out changes, if any, in their feeling of satisfaction
or dissatisfaction., This study provides a step toward that
direction. It is also of value in that insight into the
problem of teacher-turnover and attrition, recruitment,
and retention may be gained by the study of job satisfac-
tion and dissatisfaction of teachers in Nigeria. Such
study can provide information which can be used by admin-
istrative and supervisory personnel of the ministry of
education to develop conditions that can attract and hold
teachers. It can also provide insight concerning recruit-
ment and selection of teachers, and can generate additional
educational research relevant to satisfaction of teachers.

Before discussing the specifics of the study, it
is useful to consider the nature of the setting in which

the study was conducted.

Secondary Education and Nigerian Teachers

Kano State is one of the nineteen states of the
Federal Republic of Nigeria. The state came into existence
on April 1, 1968 by a decree of the Federal Military
Government which divided Nigeria into states. It is the
only province of the former Northern Nigeria that changed

its administrative status from that of a single province
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to a full-fledged state. Xano has a population of about
6 million people (1963 census), which makes it now Nigeria's
most populous state. It covers an area of 42,592 square
kilometers (16,630 square miles). The climate is tropical,
and the economy is based on agriculture, commerce, and
industry.

Although the introduction of Western education in
Kano State is relatively recent, the society, being pfe-
dominantly Moslem, has for many centuries had a system of
education based on Koranic schools. The central feature of
Koranic schools has been the study of the Holy Koran by
reading and writing in Arabic scripts. Many graduates of
Koranic schools who continued with further education in
Arabic were able to master various branches of learning
such as law, mathematics, geography, history, theology,
philosophy, etc. It was these learned people who, for
many centuries before the advent of British administration,
judicial, and educational cadre for the public services in
the State. Today, the Koranic schools are being revo-
lutionized to meet the modern standard of Western education.6

Western education did not receive the priority it
deserved in Kano until after Nigeria attained independence.
Still Western education has not been well grounded as in
other parts of the country. And since the creation of
states, Kano has come to appreciate more of its manpower

needs. In the struggle to catch up educationally with
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other states, the government has started to improve both
the system and standard of education in the State. Evi-
dence of this was the 1971-1972 budget for which education
accounted for 30 percent of the recurrent expenditure,
while in the last budget (1977-1978) over half the total
recurrent expenditure went to education.7

A significant milestone in the educational develop-
ment of the state was reached in September 1976 with the
introduction of the Universal Primary Education Scheme in
Nigeria. Also there has been a steady and remarkable
improvement in post-primary education in the state. 1In
order to avoid primary school-leaver problem, the current
expansion of primary schools has necessitated the expan-
sion of post-primary institutions. This expansion of
post~-primary institutions requires expansion of post-
primary teacher supply.

Kano State, as some other Northern states in the
country, has encountered somehardship in meeting manpower
requirements (teachers) in post-primary institutions.
Although the shortage is true of Nigeria as a whole, it is
more serious for Kano as well as other parts of the
Northern states than for the Southern states. This
shortage has necessitated the recruitment of more non-
Nigerian teachers. 1In the early 19708 the non-Nigerian

teachers in Kano accounted for 40 percent of the total
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teaching staff and about 75 percent of the degree teachers
on the teaching staff.B According to the education
statistics, published by the Ministry of Education, the
percentage of non-Nigerian teachers dropped to 33.6 per-
cent while they accounted for 53 percent of all the degree
teachers on the teaching staff.g

The predominance of non-Nigerian teachers, according

to Aleyideino, was one reason for the loss of many capable
Nigerians from the teaching profession, many of whom found
their way into politics or other administrative positions,
Ministries of education have been incapable of replacing
these teachers and at the same time meeting the demands for
rapid expansion. Many Northern states including Kano came
to rely on recruiting contracted teachers from overseaa.lo

A number of Nigerian writers have discussed this

problem. Majasanll had once drawn attention to the fact that
the teaching profession is losing its qualified teachers to
other business in a time when it is unable to attract
capable and interested youths. He noted:

The general manpower shortage which made it diffi-
cult to interest talented people in teaching coupled
with poor conditicns of service has worsened the
recruitment situation. Teaching has to compete with
other occupations for abler young men and women, who
for some reasons are not attracted to it. Most of
those attracted are the ones who cannot succeed in
entering other jobs, and therefore take up teaching.

The majority of secondary institutions teaching staff
are of this category.
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Biobaku™“ also had emphasized the poor situation of the

drift from the teaching profession and said:

There is need to reinvest teaching with its true
majesty as a noble profession. Teachers appear to be
losing sight of their avocations. For many, teaching
profession has ceased to be a calling, only an occu~
pation to be abandoned as soon as possible.

Fafunwa13 also pointed out that the teaching profession

has not been able to command the respect it deserves, and
that it has been for many Africans a means to an end rather
than an end itself.

The Ashby Commissionl4 once noted the withdrawal of
teachers from the teaching profession and said:

There is an awareness of the constant migration of.
teachers away from teaching so that the continual turn-
over of teaching staff may come to be loocked upon as
a sort of preparation for position in other sector of
the employment. The professional training of teachers
is not the most serious o { the problems confronting
Nigeria in its teaching profession, but much more
serious are the difficulties of securing enough teachers
with sufficient education and retaining them in the
profession. The position could be alleviated by °
improving the conditions of service and other measures
which could help confer stability on the teaching pro-
fession.

One of the major constraints to the desired improve-
ment in secon&ary education is thus the serious shortage of
gualified teaching staff resulting from high attrition and
turnover. This covers teacher-withdrawal from the school \
by resignation, the cause of which Aleyideinols referred to
as "lack of satisfaction from their job."

Earlier in 1968, the Federal Military Government
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launched a crash program for the supply and training of
teachers for post-primary institutions and undertook to
cover the cost and training of all teachers. The students
who benefited were bonded. But as Adeainals discovered
in studying some recipients, 72 percent hoped to leave
teaching as soon as they had completed their period of
bonded teaching. He also found in another study that 147
out of 178 teachers stressed "poor condition of service"
as major outstanding grievances of the teaching profession.
Some of the poor conditions cited include: "underpayment
compared with counterparts in the civil service," "no
promotional prospects,”" "teachers are not respected and
recognized by our society," and "lack of encouragement by
governments,"” to mention a few.

In the efforts to enhance the situation, the Federal
Military Government approved and implemented not only a sub~
stantial increase in the salary of teachers as attractive
as counterpart employment outside the teaching profession,
but also sanctioned further intensification of training
programs backed with appropriate incentive ranging from
substantial subsidies in the training college to retirement
benefits. The government makes all teacher-training insti-
tutions free with some monthly allowance to attract and
encourage students to enroll and choose teaching as a pro-~

fession. Yet the continual drift from the profession still
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remains uncontrolled. The shadow of this was reflected
in the publication by the Nigeria Union of Teachers.17 It
advises the National Education Committee on the uniform
implementation of the already approved condition of service
of teachers by the Federal Military Government in order to
minimize the perennial exodus from the teaching profession.

However, current concerns in Nigeria which reguire
the teaching force to meet theneeds of rapid development
and expansion constitute, among other things, replacing
teaching staff lost by attrition, replacing the existing
unqualified teachers by qualified ones, and Nigerianizing
most if not all the staffing positions. The task of
getting young men and women motivated and/or prepared to
enter the teaching profession, and retaining those already
in the profession must take into consideration the way the
present teachers feel about teaching and some aspects of
their jobs. This may be achieved through an investigation
of job satisfaction and dissatisfaction among the teachers.

The study is of great potential importance in pro-
viding an impetus to the struggle for the attainment of
the desired teaching force. 1In the Third National Develop-
ment Plan 1975-1980, the Federal Government of Nigerial8
declares: ‘

Effort so far made to produce the regquired teaching

force to meet the needs of rapid educational expansion
have not attained the desired result. The persistent
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shortages have enforced the recruitment of untrained
teachers to supplement the pool of trained teachers.

. « - Expatriate teachers have been recruited at higher
financial cost to fill acute short-falls in certain
crucial areas. . . . Unless teachers become available
in adequate numbers, accelerated expansion programs and
anticipated increases in enrollment will remain un-
attainable. . . . Conditions of service in the pro-
fession itself will be made as attractive as counter-
part employment outside the profession.

Although studies have been conducted concerning
teachers' satisfaction, no study has been specifically
designed and conducted in Nigeria, particularly in Kano
State, regarding the feeling of satisfaction and/or dis-
satisfaction among secondary level teachers. Understanding
and identification of the aspects of the teaching job that
contribute to teachers' satisfaction and/or dissatisfaction
could have important implications not only for school
administrators, but also other education authorities in

Kano State as well as the country in general.

Definition of Terms

The following terms used in the study are defined
as follows:

Secondary Educational Institutions: A formal,

post-primary educational system in Nigeria comprising:
secondary grammar schools, secondary commercial schools,
grade II teachers training colleges, and technical/voca~
tional training schools.

Secondary Grammar School: A post-primary institu-

tion that offers five~ or six-year general education pro-
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gram in preparing students for useful living within the
society, and for higher education.

Secondary Commercial Schocl: A post-primary insti-

tution similar in many respects to secondary grammar
school except that its curriculum lays emphasis on commer-
cial (business) subjects such as bookkeeping/accounting,
shorthand, typewriting, etc.

Grade II Teachers Training College: A post-primary

institution established specifically for training of
teachers for primary schools.

Secondary Technical/Vocational School: A post-

primary institution similar in many respects to secondary
grammar school, and which leads to the acquisition of
practical and applied skills as well as basic scientific
knowledge.lg
Degree: A university graduate with Bachelor of
Arts or Science, Master of Arts or Science, and Doctoras

degree.

Non-degree: A well-qualified graduate of higher

educational institutions, other than a degree program of
a university, with certificates such as Nigeria Certifi-
cate of Education, Grade I Teachers Certificate, Naticnal
Diploma, and Higher National Diploma.

Ministry of Education: The department of govern-

ment that has overall responsibility for supervising poli=-
cies on education in Nigeria. This is analogous to Office

of Education in the United States.
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Administrative area: The local political jurisdic-

tion.

Inspectors: The educational personnel from the

Ministry of Education responsible for inspecting the
schools and the teaching process to ensure that the system
measures up to established criteria.

Job satisfaction: The pleasurable emotional state

resulting from the appraisal of one's job as achieving

or facilitating the achievement of one's valuas.20

Job dissatisfaction: The unpleasurable emotional

state resulting from the appraisal of one's job as frus-
trating or blocking the attainment of one's job values or
as entailing disvalues.21

Job satisfaction and dissatisfaction: A function

of the perceived relationship between what one wants from

one's job and what one perceives it as offering or

entailing.22

Job satisfaction scales: The general categories

of job satisfaction items that fall into ten scales as
used in this study to measure teachers' satisfaction.

Recognition: Expression of appreciation and

gratitude for teachers and their jobs.

Achievement and growth opportunities: Opportunities

available to teachers through professionally supportive
policies, actions, and activities, initated by the Ministry
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of Education, its agencies, and/or by the teachers them-
selves to excel, achieve and grow on the job. o o

Work itself: The actual work performed in teaching.

Advancement: The opportunities available for the

teachers in the actual potential for improvement in their
status or position.

Responsibility: Being able to stick to anf job

assigned the teachers as a result of their perseverance,
determination, and reliability. ' o La

Administrative policies: The formal rules and

regulations used by the Ministry of Education or any of
its agencies to conduct its work, as well as the attitudes
of their officials toward the teachers.

Interpersonal relations: The nature of social and

professional interactions that take place between the
teachers and their school principals, colleagues, and
students.

Working conditions: Adequacy, gquality, and amount

of facilities, equipment, instructional materials, and
physical conditions of work generally.
Salary: The remuneration (pay) received for the job.

Supervision: Inspection of schools and teaching

process to ensure that the system measures up to established

criteria.
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2. The teachers would provide adequate and accu-
rate responses for analysis
3. The teachers who responded to the guestiocnnaire
were representative of the total population of teachers in
Kano State, Nigeria
4. The researcher had adeguate knowledge of job

satisfaction and dissatisfaction.

Organization of the Remainder of the Study

The remainder of the study is organized as follows:
Chapter II presents a review of job satisfaction literature
with particular emphasis on concept of job satisfaction,
theories and research on job satisfaction; Chapter III
describes the design of the study; Chapter IV presents the
analysis of the data obtained in the study; and Chapter V

contains the summary, conclusions, and recommendations.
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CHAPTER II

REVIEW OF LITERATURE

Introduction

This chapter is particularly focused on the review
of pertinent literature based on job satisfaction. The
organization of the chapter includes the concept of job
satisfaction, theories of job satisfaction, and various
studies conducted on job satisfaction.

Considerable opinion has been expressed and research
conducted concerning job satisfaction, particularly rela-
tive to factors associated with or causing job satisfac-
tion and dissatisfaction. Studies and interpretations of
job satisfaction, especially in education seem to be predi-
cated upon the assumption that any factor can act to cause
both satisfaction and dissatisfaction, depending upon the
degree to which the factor is present or absent. School
administrators, therefore, should realize that there does
appear to be a high degree of correlation between good
teaching and the personal satisfactions of the teachers.

Frankoll contends that the worker who likes his job
will work with efficiency and enthusiasm. As this idea is
also applied in an educational context, teachers who find

23
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satisfaction in their jobs will create a better learning
environment for students.

Anderaon2 states that it is no longer feasible for
school administrators to ignore the implications of a
teacher's attitude toward teaching, because that attitude
has an effect upon the quality of instruction. The effec-
tive administrator, therefore, appreciates the importance
of the attitudes and mental health of his/her staff members
as he/she constantly endeavors to maintain and improve an
enviornment conducive to the high satisfaction and good
mental hygiene of his/her staff.

ca113

draws attention to the fact that many

business executives and textbooks on management emphasize
that an employee's loyalty to a job or to an organization

is dependent upon his/her attitudes and feelings toward that
job or organization. 1In an article concerning the school

board and teacher satisfaction, Redefer‘

points out that
staff satisfaction is a good indication of the quality

and excellence of a school's educational program. For the
board of education, teacher satisfaction is a barometer of
the adequacies of personnel policies and administrative
procedure. If improvement in teaching staff satisfaction
is to be made, it is essential that the administrator find

out what teachers are saying concerning their feelings of

satisfaction and dissatisfaction about their jobs.
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The Concept of Job Satisfaction

A simple definition of job satisfaction was sug-
gested by HoPpock,5 who was one of the pioneers in
research on job satisfaction. .Hoppock defined job satis-
faction as "any combination of psychological, physiological,
and environmental circumstances that causes a person
truthfully to say 'I am satisfied with my job.'"

As research developed, the need for an adeguate
definition of job satisfaction was felt. Some researchers
point out that job satisfaction may be better defined if
its dimensions are clearly understood. In discussing the
conceptual problems of job satisfaction, Korman atated:6

job satisfaction can be viewed as a multi-dimensional
phenomenon in that several different components have
varied somewhat from study to study and according

to the research method, it seems fairly clear that
among the major dimensions of job satisfaction are
satisfaction with (1) supervisors, (2) pay, (3) co~
workers, (4) company procedures, and (5) activities
of the job. :

An operational definition of job satisfaction was
suggested by Martin Evana,7 who noticed that job satis-
faction consists of the following four levels: (a) over-
all satisfaction; (b) satisfaction with various aspects
of the job such as pay, work itself, supervision, growth
opportunities, etc.; (c¢) satisfaction with specific indi-
vidual needs or goals; (d) the level of aspiration of
needs and goals; (e) the strength of a particular aspect

to the individual.
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The effect of job satisfaction on achieving organ-
izational goals and on improving the productivity of people
working in private and public organizations has been
receiving increasing attention. According to Lawler,8
recent interest in job satisfaction ties in directly with
the rising concern in many countries about the quality of
life. There is an increasing acceptance of the view that
material possessions and economic growth do not necessarily
produce a high quality of life. Recognition is now being
given to the importance of the kinds of effective reactions
that people experience and to the fact that those are not
always tied to economic or material accomplishment. For
example, even the United States Government, through the
Departments of Labor and Health, Education and Welfare,
have recently become active in trying to improve the qual-
ity of work life. Job satisfaction is one measure of the
quality of life in organizations and is worth understanding
and increasing, even if it does not relate to performance.

Job satisfaction also influences productivity.
Lawler indicates that the term "job satisfaction" in past
years has been used to refer to effective attitudes or
orientations on the part of individuals toward jobs, and
contends that much of the research on job satisfaction
seemed to be stimulated by the desire to show that job

satisfaction is important because it influences productivity.
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Recently, many organizational psychologists seem to be
studying job satisfaction simply because they are interested
in finding its causes.

Concerns for the interest of individuals by the
management is an important value to its organization.
Finley, Sortain and Tate9 also indicated that management
serves its enterprise as well as the interest of its
employees when it shows interest in the individual personality
of the workers. Good working conditions and high morale are
important values to the executive because it has been shown
that those concerns for the value of the employee are impor-
tant as the worker values wages, contracts, retirement
plans, bonus incentives, and the like; he/she also wants
to feel that his/her work is important in the eyes of his/
her organization. The good reputation of his/her organiza-
tion and profession meets his/her need for recognition and
accomplishment among co-workers, friends, and others.

10 the maintenance sub-

According to Katz and Kahn,
system whose function is to mediate between task demands
and human needs to keep the structure in operation is con=-
sidered an essential element in the general system theory
of social organization. Rewards and sanctions are utilized
to attract and hold personnel and to maintain the fabric
of interdependent behavior necessary for task accomplishment.

Keeping people in the organization satisfied and motivated

to perform is a task that has to be accomplished by the
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managerial leadership. In addition to economic rewards,
morale is affected by prestige, status, gratification from
interesting work, identification with group products, and
satisfaction from decision-making.

Wernimoutll believes that relationships among job
variables can be more effectively studies and expanded
when overall job satisfaction is viewed as a system. Dun

and Stephen12

pointed out that the success of any organiza-
tion in a competitive and democratic society depends upon
the productivity of its employees as well as the satisfac-
tion which they derive from their jobs, fellow workers,
management, and the rewards system of the organization.

13 on teacher satis~

In a study conducted by Chase
faction and morale, a number of aspects found to be impor-
tant factors relating to satisfaction for teachers include:
the dynamic and stimulating leadership of the principal,
helpfulness, opportunities for professional growth, respect,

friendliness, and administrative gualities.

Theories of Job Satisfaction
14

According to Griffiths, theory increases under-
standing of a phenomenon, it reveals its uniformities which
enable people to predict according to established criteria,
and also provides guides to action. Another function of

5

theory was also suggested by Sheldon1 as "making it pos-

sible for researchers to derive logical relations and
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achie§e new knowledge.™ This implies that successful
implementation of these functions requires-fhat theory
and practice have to be the essential elements of the
process of scientific inquiry and research. Their co-
existence makes each one of the functions constantly re-
define the other. But this necessary coexistence has its
difficulties, egpecially in behavioral sciences where the
regearcher sometimes finds it difficult to delineate the
limits of normative and descriptive theory.  In the area
aof job satisfaction and motivation to work, theory has
helped researchers achieve better understanding and a
systematic arrangement of both.what they know and what they
need to know about job satisfaction.*® - :

The theoretical treatment of job satisfaction has
shed light on its psycholeogical and environmental element
during the past decades. A number of theories to explain
job satisfaction have been developed, different approaches
and technigues to secure data have been applied, and of
course, different interpretations and conclusions have
" been reached. However, all of these theories seem to
agree that job satisfaction improves employees' morale,

- diffuses tension between workers and management, and leads
to organizational effectiveness.> .

A controversial issuye in thecory and research on

this subject has been whether job satisfaction and job dis-
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necessarily motivated simply because the schoel and prin-
cipal are friendly, either. While professional growth
opportunities motivate teachers to perform well, the
absence of these opportunities seldom produces enough dig-
satisfaction to cause teachers to change jobs;l8

Explaining this relationship is the core of the theories

in job satisfaction.

Traditional Theory

Traditional theory, according to Wolf,l9 auégests
that job satisfaction is unidimensional, meaning there is
a linear relationship between job determinants and overall
gsatisfaction. The same determinants can be related to both

0 also

satisfaction and dissatisfaction. House and Wigdcvr2
peint out that job satisfaction and dissatisfaction are not
- mutually exclusive. Other studies show that any given
factor may cause job satisfaction and dissatisfaction in
the same group of workers. However, they concluded that

intrinsic job factors are considered to be more significant

to both satisfying and dissatisfying job events.

Need Hierarchy Theory

This theory, known as Maslow's Need Hierarchy

Theory accecrding to Ivancevich,zl

postulates that people
in the work-place are motivated to pexrform by a desire to

- gatisfy a set of internal needs. There are five categories
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e. Self-actualization: The need to fulfill oneself by

maximizing the use of abilities, skills, and poten~
tial is the highest level of the need hierarchy.
Maslow describes people with this need as indi-
viduals who seek work assignments that challenge
their skills and abilities, permits them to develop
and to use creative or innovative approaches, and
provide for general advancement and personal growth.
Ivancevich and others contend that Maslow's theory
is built on the framework that unsatisfied needs serve as
factors that arouse people to behavicr. When need has been
minimally fulfilled, it then ceases to be a motivator of
behavior. This indicates that highly deficient need or
needs which have gone unsatisfied for a long period of time
gserve to cause frustration, conflict, and stress.
Since the development of Maslow's need theory,
numerous studies have been done on the need hierarchy theory
in organizations. Sampling two thousand managers from

different companies, Porter22

indicated that managers
high in the organization chain of command place greater
emphasis on and were more satisfied with the need for
esteem, autonomy, and self-actualization than were lower-
level managers. Also at the lower level of management,

small company managers were more satisfied than their

counterparts in large companies. The managers at the higher
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management levels in large companies were more satisfied
than their counterparts in small companies.

Despite some interesting and supportive research,
other findings have raised a number of issues and criticisms

23 identified two

about the theory. Lawler and Suttle
levels of needs instead of five: (1) a biological level,
and (2) a global need level encompassing the higher order
needs.

Locke24 also commented that an individual's needs
should be viewed not in a static, but in a dynamic context
Individual needs are constantly changing due to the various
situations in which people become involved. Also, more
than one level of need may be operational at the same time
for an individual; for instance, a project engineer may
be striving tec satisfy a self-actualization need while
simultaneously being concerned with a safety need.

Although many of the current research results,
according to Ivancevich, both fail to consistently support
the need hierarchy approach and question its conceptual
clarity. However, the theory is simple and is important to
managers because individual needs, no matter how defined,

are critical factors in understanding behnvior.25

Existence, Relatedness, and Growth Theory

This theory, which is referred to as Alderfer's ERG

Theory, is a recently proposed motivational approach that
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seeks to establish human needs in organizational settings.
Alderfer condensed Maslow's hierarchy theory into
three need categories: Existence (E), Relatedness (R),
and Growth (G), and based them upon three major propositions:
a. The less each level of need has been satisfied, the
more it will be desired
b. The more lower level needs have been satisfied, the
greater the desire for high level needs
¢. The less the higher level needs have been satisfied,
the more the lower level needs will be desired.
Two important differences between the ERG theory
and Maslow's Need Hierarchy were noted by Ivancevicy. He
stated that the need hierarchy theory is based upon a
satisfaction-progression approach, that is, an individual
will progress to a higher order need once a lower order
need has been satisfied. The ERG theory, according to
Ivancevich, incorporates not only a satisfaction-progression
approach but alsoc a frustration-regression component.
Frustration-regression describes the situation where a
higher order need remains unsatisfied, or frustrated, and
greater importance or desire is placed on the next lower
need.26
A number of studies have been done to examine the
ERG theory using samples of students, managers, and bank

27

employees. Schneider and Alderfer, in their studies,
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reported stronger support for the ERG theory than for the
hypotheses of Maslow's need hierarchy theory. They also
concluded that need satisfaction is most appropriately
conceptualized as a global construct in a general state of

the organization.

Expectancy Theory

A process theory of work motivation called an
Instrumentality or Expectancy theory was presented by
V’room,23 whose framework shows that the motivational force
that an individual exerts on the job is a function of (1)
the perceived expectancy that certain outcomes will result
from particular behavior; and (2) the valence for these
outcomes. The valence of an outcome, according to Vroom,
is in turn a function of its instrumentality for obtaining
other outcomes and the valence of the outcomes.

Wofford??

conducted a study on the relationship

of job satisfaction to motivation and performance. He
found that job satisfaction is highly related to the extent
to which a person's job-related needs are met. It seems
that job satisfaction can be improved through development
of an expectation that efforts will be rewarded. Wofford
also found that people who were high on job satisfaction
and performance expressed higher expectation of reward and

were high in need gratification. This can be called the

expectancy theory of job satisfaction which means that
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satisfaction is related to expectation and not performance.

Mitchell30 also conducted a research on expectancy
theory and revealed that (1) the dimensions of effort-to-
performance and performance-to-reward expectancies have
been generally shown as positively related to the indi-
vidual outcomes of performance and satisfaction; (2) per-
sonality variables appear to have an effect on an indi-
vidual's expectancy and valence perceptions; (3) the predic-
tive power of the expectancy model with respect to per-
formance and satisfaction is not significantly improved
when expectancies and valences are combined as compared to

the two variables noted in (1) above.

31 32

Lawler and Suttle, and Schmidt noted the
problems with expectancy theory and concluded that the
theory has become so complex that it has exceeded the
measures which exist to test it; also, that the variables
be~ng measured using survey gquestionnaires, which are

usually different from researcher to researcher, have not

been scientifically validated.

Equity Theory

Adams' eguity theory suggests that job satisfaction
is experienced when equity is maintained between a person's
perceived job inputs and outcomes of others. That is,

a discrepancy or inequity exists when a person perceives

that the ratio of his/her job outcomes to job inputs as
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compared with a reference person's outcomes to inputs are
unequal. Inputs, according to Adams, are such aspects
(efforts, skills, education, and task performance) that
an individual employee brings to or puts into the job;
outcomes are those rewards (pay, promotion, recognition,
achievement, and status) that result from task accomplish-
ment. The theory is a three-step process:

a. Comparison of outcome/input ratio between focal
person and reference person
b. The decision of the comparison (equity = satisfac-
tion, inequity = dissatisfaction)
c. Motivated behavior to reduce inequity.
The equity (or job satisfaction), according to
Adams, is not a fair day's pay for a fair day's work, nor
is inequity simply a matter of being underpaid. Rather,
job satisfaction is reached when a person's perceived job
inputs and/or outcomes stand psychologi-ally in a comparable
relation to what he/she perceives are the inputs and/or
outcomes of others, Inequity creates a state of tension
which the individual tries to reduce.33
Ivancevich noted Adams' theory to suggest that job
satisfaction results from the feelings that the organization
treats its employees with fairness and equality. He con-
cluded that the theory indicates that every employee is

rewarded according to his/her contribution to the total
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output of the organization; unfair administrative prac-
tices such as favoritism, bias, inconsistent laws and
regulations, the demand for more work without egquivalent
pay and recognition make the employee disenchanted and
careless about his/her work.34

Ivancevich also noted that the majority of the
research efforts on equity theory conducted by Andrews,
Goodman, and Freedman have focused on wages or pay levels
as the basic outcome, and effort or performance level as
the primary input factor. The limited research to date, he
stated, has generally been supportive, especially the pre-
diction of underpayment. Nonsupportive results have also
been reported; for instance, in most reported studies the
reference person has not always been clarified, and con-
sistent overpayment responses have not been satisfactorily
demonstrated. The theory also has focused only on the out-
come of pay, while the general thrust of the contemporary
theories of motivation have shown that "pay"™ is not the

only factor that motivates the individuals. >

Two-Factor Theory

Herzberg, Mausner, and Snyderman36 presented the
motivation-hygiene theory. This theory is built on the
contention that there are two independent sets of factors
contributing to job satisfaction and job dissatisfaction.

The job satisfaction factors are called "motivation factors,"
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that deal primarily with the individual's need for self-
actualization in his/her work (completion of a job, advance-
ment, recognition, achievement, growth opportunities, and
work itself). These factors lead to positive job atti-
tudes.

The job dissatisfaction factors are called "hygiene
factors" and deal with the environment of work (organiza-~
tion policy and administration, peer relationships, super-
visory relationships, salary, opportunity for personal
growth, and working conditions). They are powerless to
affect job attitudes positively. However, the rise of
dissatisfaction and poor performance can be prevented if the
needs involved in the hygiene factors are satisfied.

The preposition of Herzberg's theory according to
Mumford37 suggests that to secure employees performing at
a high level of productivity, the organization has to
identify the needs of its employees and satisfy these needs.
However, in the latter part of the 19608 and during the
1970s the motivation-hygiene theory attracted the interest
of educators. There are evidences supporting and chal-

lenging Herzberg's theory.

Supportive Studies on Two-Factor Theory

Sergiovann138 replicated Herzberg's study using
teachers in Rochester, New York. The result of the study

supported Herzberg's theory; it found that (1) sources of
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high job feelings for teachers tended to differ from events

that appeared as sources of low job feelings; and (2) fac-
tors identified in the motivator class tended to focus on
work itself, while factors labeled hygiene tended to focus
on the condition of work.

According to Sergiovanni, a haunting question
facing the use of the theory which relies heavily on
research from areas other than education for support, is
whether or not the theoretical propositions and supporting
findings are applicable. He believes that the motivation-
hygiene theory is applicable to educational organizations
and to teachers and students for two reasons: (1) the
theory is consistent with the humanistic belief pattern
which forms one dimension of our applied science of educa-
tional administration, and (2) when Herzberg's hypothesis
is tested, using teachers and other educators as respondents,
results similar to those found for other groups are obtained.

The same study replicated suggests that factors
which contribute to teachers' motivation (that stimulate
extraordinary performance) form a cluster characterized
by achievement, recognition, and responsibility. He con-
cludes that the absence of these factors does not contribute
to work dissatisfaction; however, dissatisfaction for
teachers seems to result from poor interpersonal relations;
incompetent, inadequate or unfair administrative and super-

visory practices; and matters external to the school which
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comprise one's personal life, and have potential to lower
one's performance.

Savage39 also replicated Herzberg's study with
teachers in Georgia using interview technique. The
results of the study generally supported Herzberg's theory
with few minor exceptions, the most obvious of which was
that good interpersonal relations, especially with students,
were motivational rather than hygienic.

40 on teachers

Another study conducted by Wickstrom
in Oregon supported the Savage findings that among teachers,
good interpersonal relations is a motivator. However, the
Wickstrom's study, using a guestionnaire based on Herzberg's
interview schedule, generally supported the theory. The
results of Wickstrom's study showed that variables such
as sex and job position played a role in determining which
factors were motivational and which were hygienic.

Scl’lmidt."'1 conducted a study of job satisfaction
among the sec-ndary schecol administrators, using the moti-
vation-hygiene theory, and the results indicated that
research in this area is not only with such personnel as
accountants, engineers, teachers, but that the theory also
applies to management level of public education. The
results also indicated that recognition, achievement,
and advancement are major forces motivated the administra-

tors to lift their performance to approach their maximum

potential.
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In addition to testing Herzberg's theory, Keffer
also carried out a study to determine the relationships
between selected job satisfier factors, job dissatisfier
factors, and demographic variables on overall job satis-
faction of the field staff of Virginia Polytechnic Institute
and State University Extension Division. The findings
revealed that there were substantial relationships between
overall job satisfaction and both job satisfier/dissatisfier
factors. The study also confirmed Herzberg's theory, con-
cluding that achievement was the most important job dimen-
sion in predicting overall job satisfaction.42

Based on the theoretical studies of Paul F. Werni-
mont and Frederick Herzberg, Clarke conducted a study to
determine sources of teacher-job satisfaction and dissatis-
faction of senior high school teachers. Using Wernimont and
Herzberg's internal job factors (recognition, achievement,
work itself, advancement, and responsibility), and external
job factors (salary, company policies, technical aspects
of supervision, interpersonal relations in supervision, and
working conditions), Clarke found that internal factors are
more satisfying while external factors dissatisfying; in
addition, both internal and external factors appear to be
related to job satisfaction, though external factors are
related more to dissatisfaction. He also concluded that

school administrators who wish to increase the satisfac-
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tion level of their teachers should be conceraed with both
internal and external job factors, and those who believe
that teachers' performances would improve if they are less
dissatisfied should concentrate on altering the external

job factors.43 .

Controversy on Two-Factor Theory

Despite the important contributions made by Herzberg,
the two-factor theory has been criticized and challenged.
Recognizing that not all research has been supportive of the
motivation-hygiene theory and its techniques of assessing
job satisfaction, Whitsett and Winslow reviewed some studies
which were critical of and/or failed to support Herzberg's
theory.44 They concluded that the major criticiam of the
theory concerns the methodology used to develop the theory--
that the critical-incident method, while requiring people
to look at themselves retroapectively, dbés not adequately
provide.é'éehicle for the expression of other factors to
be mentioned. Therefore, there is a tendency for the most
recent events of a person's work experience to be identi-
fied with such a methodology. This tends to ignore or
diminish the impact of past and pessibly equally important
events., | o |

Also ahogher:metﬁodological point concérns the
natﬁre of the original sample used by Herzberg. Critics

have guestioned whether it is justified to generalize to
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other occupational groups from such a limited sample
i.e., accountants and engineers). Therefore, the tech-
nology and environment of the two study groups may vary
considerably from such groups as teachers, nurses, sales
representatives, or secretaries in other areas of a country.

Wernimont and Wolf criticized Herzberg's theory as
being a result of unsound inferences of incorrect approach.
Wernimont claims that the terms "motivator" and "satisfier"
cannot be used interchangeably. He administered a ques-
tionnaire to technical employees to investigate sources of
personal satisfaction and work motivation. The results
indicated that those factors that seem to have a heavier
impact on motivation than on satisfaction certainly do not
fall into any neat classification of intrinsic versus
extrinsic. However, Wolf differentiated between job satis-
faction and dissatisfaction as an end state, and job
motivation as a force to achieve an end state. He criti-
cized Herzberg's method from two points: (1) the use of
the critical incident technique tends to lead to biased
results, and (2) the results are method-bound because
people tend to remember and attribute causes of satisfac~
tion to themselves and causes of dissatisfaction to the
environment. He contended that the motivation factors
identified by Herzberyg are more powerful determinants of

job satisfaction than are the hygiene factors.45
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The additional criticisms have focused on the
manner in which the two-factor theory may oversimplify the
nature of job satisfaction. Campbell*® noticed that
satisfaction or dissatisfaction can reside in the content
and context of the job jointly, and that little attention
has been directed toward testing and motivation and per-
formance implications of the theory; that is, emphasis
of the theory has been on "satisfaction" and not on the
motivation or performance of the individual employee.

Testing the validity of Herzberg's motivation-

hygiene theory, Attuwaybi47

conducted a study to investigate
the satisfying and dissatisfying factors of job satisfac~
tion in a Libyan culture which is different from the Ameri-
can culture in which the theory was developed and mostly
researched. He investigated the overall job satisfaction
of elementary and junior high school teachers in Libya.
Using a two-part gquestionnaire developed by the researcher
around eight of Herzberg's sixteen factors of job satis-
faction, his findings did not support the contentions of
the motivation-~hygiene theory. He concluded that the lack
of support found in his investigation leads to the assump-
tion that the theory is nationally bound and only valid in
the United States. Therefore, organizations in other

countries which may try to use the motivation-hygiene theory

as a guide in their dealings with employees' morale and
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development of personnel policies should be aware of this
possible cultural factor.

Although the list of these criticisms and non-
supportive findings are important, the value or the impact
of the theory should not be underestimated. Like the need
hierarchy approach, Herzberg's theory has a common-sense
appeal to leaders in organizations about the nature of the
work envirconment. However, there have been some other
studies conducted on job satisfaction outside Herzberg's
two-factor theory that are worth reviewing for the purpose

of this study.

Other Studies on Job Satisfaction

Job satisfaction and high morale lead to an
increased effort for more effective performance. }lu'u.'.e:r:sc:m"a
studies teacher morale and its relationship to educational
achievement of students. He found that high morale of
teachers was related to higher educational achievement of
students. He also concluded that it was no longer feasible
to ignore the implications of teachers' attitudes toward
their job.

Professional performance of a high standard requires
administrative assistance in removing obstacles to success-

ful performance. Benson, Charles, and Dunn49

reported
that studies on employment practices and working conditions

have led to the conclusion that recruitment to the teaching
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profession has to be adequate for the staffing needs and
that good morale has to be maintained among employed teachers.
Likert suggested that the relationship between job
satisfaction and performance became increasingly positive
as the content of the job became more varied and challenging.
The degree of job satisfaction, according to him, has
become one of the criteria that measures organizational
affectiveness.50
There is also a positive relationship between
teaching effectiveness and total job satisfaction. cOoper51
investigated the relationship between job satisfaction of
teachers and teaching effectiveness as perceived by their
students. He found that there was a positive relationship
between teaching effectiveness and total job satisfaction.
The investigation of job satisfaction among the
staff of an organization is a step in the process of

2 used a gquestionnaire

organizational development. Rada®
instrument to survey community college teaching faculty
members and investigated factors influencing their job
satisfaction and the degree of fulfillment on selected
items of job satisfaction. He contends that a job satis-
faction audit is only one step in the process of organiza-
tional development while the next step is to examine the

dimensions of satisfaction that are positive as well as

those that are negative.
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Recognizing previous research on teachers' job
satisfaction which found interpersonal relation with
students, peers, and administrators to be significantly
related to teachers' job satisfaction, Behrman53 pointed out
that only one study which directly investigated the rela-
tive contribution of each type of interpersonal relations
was methodologically weak; he thereby conducted a study on
teacher-student relations as a predictor of teachers’' job
satisfaction. Using a forty-one-item, self-report ques-
tionnnaire, he found that perceived interpersonal relation
with students, peers, and administrators were all signif-
icantly correlated with job satisfaction.

In discussing the teacher's effectiveness in per-

forming his task, Knezavich54

stated that conditions of
employment affect morale, such as the work load, sick-
leave policy, provision for substitute teachers, and
planning periods, as well as salary and retirement bene-
fits. Salary is important, but an increase in pay is not
enought to reduce emotional pressures in a job under~-
taking. Morale is improved by the general atmosphere in
the school system too.

35 nigh

According to the research by Napier,
teacher morale is associated with the administrator's
appreciation of teachers and support given to them in

discipline problems. Trusting superiors, participation
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in decision-making, adequate facilities and equipment,
salaries, fair distribution of assignments, adequate policy
for leaves, fair teaching locad, and in-service training
were found to be contributing factors in increasing job

satisfaction of teachers.

Summary

This chapter provided a review of job satisfaction
literature in which the concept of job satisfaction and
major job satisfaction theories were discussed. The
chapter also discussed the supportive and controversial
studies on a two-factor theory in which the components of
job satisfaction used in this study were based. Also,
other studies based on the relationship between performance,
morale and job satisfaction were reviewed.

From the review of the literature and other studies,
the investigator concluded that both general and specific
areas of job satisfaction have a mutual ground, share com-
mon principles, and strive for similar objectives.

The variety of research approached and diversity of
results make valid comparisons of results tenuous. How-
ever, in spite of the lack of effective solutions to job
satisfaction problems, the research and experimentations so
far has led to increased cumulative knowledge of job satis-
faction. As a result, steadily improving technigues and

more sophisticated theories provide better tools in the
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search for solutions related to the problems of job satis-
faction. The individual and the societal complexities
involved in the problems of job satisfaction are con-
tinually evolving as the society and individuals within it
change. Therefore, new and better solutions will need to
be found to respond to the new problems.

The researcher concluded from his review of the
related literature and studies that a survey of job satis-
faction among Nigerian teachers would make a useful contri-
bution toward better understanding and successful admin-
istration of educational institutions in Nigeria.

The research design and procedures used in the

present study will be presented in Chapter III.






