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ABSTRACT

In Ghana issues regarding job satisfaction and conditions of service among teachers are

the main challenges confronting the educational sector. The main objective of this study

was to assess job satisfaction among Senior High Schools in the Wa Municipal

Assembly. Specifically, the study sought to anlyse teacher's knowledge and awareness of

their conditions of service, identify the aspects of the job teachers were satisfied or

dissatisfied with, the level of job satisfaction and also identify the teacher characteristics

influencing job satisfaction. Descriptive statistics and Chi-square test were used in the

analysis of survey data. The results provide that teachers had differences in their

background characteristics. Many of the teachers studied were males, married and believe

in Islam or Christianity. They have a first degree certificate with only 0.8% of them

holding Diploma or Masters Degree. Many teachers were aware of study leave (79.2%),

maternity leave (65.6%), and sick leave (67.2) among others; as conditions of services

they need to enjoy to remain satisfied. Generally, teachers were satisfied with aspects of

the job environment, relationship with stakeholders and leadership style. However, they

expressed dissatisfaction with the human resource development aspect of the job and the

level of motivation given to them. Level of satisfaction for some indicators as their love

and commitment for the job, students and community appreciation of their efforts, were

ranked as very satisfactory. Teacher characteristic such as status in school, influence of

career choice, relationship with staff and membership of associations had a direct

influence on job satisfaction. The results of the study have implications for policy on the

management of Senior High Schools. Management should pay attention to teacher

characteristics such as status in school, influence of career choice, relationship with staff

and membership to associations since they have a direct influence on job satisfaction.

Management should provide enabling environment for teachers to access services as

maternity and sick leave, promotion, payment of their allowances and facilitation of

access to accommodation. The relatively higher level of satisfaction observed among

teachers in areas of their performance, relationships and participation in school activities

provide a baseline for management effort. Such effort should be scaled up to double

teacher satisfaction.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

It is well recognized that human beings constitute the core assets of organizations

(Armstrong, 2006), because they are the drivers of the existence and sustenance of

organizations. Thus, in any organizational setup, the human resources are the most

important of all assets. It is in view of this that Human Resource Accounting (HRA) is

currently gaining much attention and interest in the literature and in organizational set up

(Utuka, 2001).

At the core of any nation's educational attempt at ensuring human capital formation is the

teacher. Although in modern times, other infrastructural facilities are essential, the

teacher remains the key determinant of the degree of success or failure of educational

institution's effort to contribute towards the achievement of national educational

development goals. The teacher gives credibility and character to educational institutions

and more importantly serves as the vehicle through which knowledge is generated and

skills developed (Ololube, 2005).

Given the critical role of the teacher in the human capital formation and socio-economic

development of countries, it becomes of paramount importance to provide incentives as a

morale booster of the teachers in the educational sector. This implies that, job satisfaction

of the teacher remains a key ingredient in educational and socio-economic development

of any country. Job satisfaction probably ranks alongside professional knowledge and
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skills, core competencies, educational resources and strategies as the veritable

determinants of an educational system's success and performance (Ololube, 2005). In

their survey conducted on motivation and job satisfaction in 12 countries in across

countries like Asia and Sub-Saharan Africa, including Ghana, Bennell and Akyeampong

(2007) concluded that low teacher job satisfaction among teachers influenced

absenteeism, lateness and lack of commitment to their work.

Though teachers are a crucial element of educational opportunity structures, the recent

opening-up of labour markets in general and within the school system has raised concerns

about retaining qualified teachers. While several factors have been identified as

accounting for the above phenomena, recent studies conducted in some developing

countries underscore the fact that more than one quarter of the teachers who left teaching

did so because of job dissatisfaction (Henke et al, 1997).

Past and present governments in Ghana have made efforts towards improving standard of

education in Ghana via teacher motivation. Efforts to satisfy teachers compelled

government to design various incentive packages. Among them are the Best Teachers'

Award, accelerated promotion for teachers in deprived areas of the country, study leave

with pay and promotion, provision of decent accommodation for heads of the public basic

schools in some deprived and rural areas.

In June 2007, an Act of Parliament (Act 737, 2007) established the Fair Wages and

Salary Commission (FWSC) with the mandate to ensure fair, transparent and systematic
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implementation of government's public service pay policy dubbed "Single Spine Salary

Structure" (SSSS). This policy was implemented on January 1st, 2010. Among others,

the policy was to minimize disparities, discrepancies and distortions in salaries of the

public sector, and to make the public service budget easier and manageable for estimation

and forecasting (FWSC, 2009, 2013). Conditions of service of public service workers

including teachers were expected to improve via this human resource development.

Despites efforts to improve human resource base via motivation and improving working

conditions, some public sector workers are believed not be satisfied with their jobs. In

education, GNAT and TEWU (2009) revealed that nearly three quarters of teachers in

Ghana were either "dissatisfied" or "very dissatisfied" with their job, citing mainly low

level of wages and poor conditions of service in the education sector as reasons.

Consequently, the government of Ghana has in recent times come under enormous

pressure from teachers and their respective unions regarding the poor conditions of

service for teachers.

1.2 Statement of the problem

Job satisfaction is important to the long-term growth and development of any educational

system. In Ghana issues regarding job satisfaction and conditions of service among

teachers are the main challenges confronting the educational sector. The scales and

complexity of the problem cuts across teachers at all levels in the educational sector of

the country. The issue of teacher job satisfaction in Ghana most obviously manifests itself

at the beginning of every academic year. During such times, most schools do not only

witness teacher shortages and absenteeism, but they also experience increases in the

3
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number of request for transfers as well as vacation of post by qualified teachers. Such

problems have been reported from studies (e.g Dery, 1995; Avoke, Nyadu & Mensah

1999) to be as a result of low job satisfaction among teachers in the Ghana Education

Service (GES). The salaries of teachers in Ghana accounts for less than 35% of the public

service wage bill to government despite the fact that the sector employs more than 75 %

of the total public service workforce (Domfeh, 2013).

However, teachers in Ghana are expected to render a very high job performance, and the

Ministry of Education (MOE) is always curious regarding the job performance of its

teachers. A very high measure of loyalty, patriotism, dedication, hard work and

commitment is expected from teachers by the MOE (Ubom and Joshua, 2004).

The low condition of service and incentives has seen the mass exodus of trained teachers

to other sectors deemed lucrative thereby creating further shortage in the number of

trained teachers in the various second cycle institutions (GNAT & TEWU, 2009).

Predominant in the Wa Municipality is the belief that teacher absenteeism, lateness and

lack of commitment to their work are very frequent among Senior High Schools.

However, no empirical study is conducted to assess job satisfaction among teachers in the

Wa Municipality, hence the need for this study.

4
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1.3 Research Questions

1. What is the knowledge and awareness of teachers on their conditions of service?

2. What aspects of the job are teachers satisfied or dissatisfied with?

3. What is the level of job satisfaction among Senior High School teachers?

4. What teacher characteristics influence whether he/she is satisfied or dissatisfied

with her/his job?

1.4 Research Objectives

The main objective of the study is to assess job satisfaction of secondary school teachers

in the Wa Municipality. Specifically, the study seeks to:

1. Analyse teachers knowledge and awareness of their conditions of service

2. Identify the aspects of the job that teachers are satisfied or dissatisfied with

3. Analyse the level of job satisfaction among secondary school teachers

4. Examine the teacher characteristics influencing job satisfaction

1.5 Significance of the Study

This study is significant because limited empirical studies have been conducted in the Wa

Municipality on teacher job satisfaction. Government is making efforts towards ensuring

an increase in accessibility and improving the quality of education at all levels. Such

efforts will prove futile if teachers' motivation and job satisfaction are not addressed by

school administrators and stakeholders.

For the GES to address issues of teacher job satisfaction, they should be a comprehensive

understanding of the concept of job satisfaction among teachers and management of the

schools. It is therefore, important to analyse teachers' knowledge and awareness of job

5
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satisfaction. Teachers' knowledge of the concepts can serve as basis for decision making

in terms of teacher awareness and expectation.

Besides, the results of the study will present a comprehensive analysis of the aspects of

the job teachers are satisfy or dissatisfied with. This will pinpoint prominent areas of

intervention by stakeholders. Policies to support the educational sector can be directed

towards such important issues.

Determining the level of satisfaction of secondary school teachers will provide

information for the stakeholders in the education sector to develop strategies to improve

job satisfaction among such teachers, and the subsequent quality of education in the

country. According to Olulube (2008), teachers play a very significant role in the

prOVIsIOn of secondary education. It is therefore, important identifying the teacher

characteristics influencing their job satisfaction will highlight the particular factors to

emphasize on when it comes to teacher motivation. The results of the study will add to

literature and serve as basis for further research in the field of human resource

management.

Knowledge of the teacher characteristic influencing job satisfaction will be useful for

stakeholders in education in formulating policies towards teacher motivation. It is

anticipated that the results of the study will add to literature and serve as basis for further

research in the field of human resource management.

6
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1.6 Organization of the Study

The study is organised into five chapters. Chapter one introduces the study. It comprises

the background of the study, the statement of the problem, objectives of the study,

research questions, significance of the study and organisation of the study. Chapter two

covers the literature review and conceptual framework. In chapter two, literature was

reviewed on the pertinent issues on teacher job satisfaction. Chapter three contains the

methodology that was employed in the data collection and analysis. Chapter four presents

detailed analysis of the various responses from the survey. Chapter five presents the

summary, conclusion and recommendations of the study.

7
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter presents reviews of literature on what empirical studies have done related to

the job satisfaction of employees in industry. The purpose is to identify relevant gaps that

have been left out by these studies. Several issues have been analyzed with much focus

on the objectives of the study. First, the review covers observations from related

empirical studies on the concept of job satisfaction. Other aspects covers the level of job

satisfaction, aspects of the job teachers are satisfied and dissatisfied with, determinants of

job satisfaction with special interest on teacher characteristics influencing job

satisfaction. Evidences have been drawn from different parts of the world with much

concentration on the Ghanaian situation.

2.2 Theoretical Framework

This section presents the theoretical framework of the study. It extends the discussing to

cover theories in.job satisfaction, and then selects one for which the framework of this

study underpins.

2.2.1 Theories on Job Satisfaction

A number of scholars over the years have attempted to explain the term job satisfaction.

These attempts include the use of models to conceptualize the phenomenon. The most

famous of these job satisfaction models is that of Locke. Locke's Range of Affect Theory

is premised on the fact that satisfaction is determined by the difference between what one

desires in a job and what he actually has on the job (Locke, 1969). Locke's theory

captures the individual expe .tation in the job places. This theory is closely related to

8
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consumer behavior in maximizing utility where the individual future expectation

determines his current decisions.

Theories on job satisfaction have been put forward by a number of renowned scholars.

For instance, the dispositional theory is of the view that most people have natural

dispositions that allow them to settle towards certain level of satisfaction regardless of

their jobs (Staw and Cohen-Charash, 2005). Yet, Judge et al., (2001) proposed a narrow

theory to the dispositional theory but extended their argument to the effect that there are

four core self-evaluations that determine one's disposition towards job satisfaction: self-

esteem, general self-efficacy, locus of control, and neuroticism (Judge et al., 1998).

The equity theory was propounded by Cosier and Dalton (1983). It examines how

fairness is viewed by persons with regards to social relationship. This theory therefore

has implications in teacher job satisfaction in terms of coworkers' relations as well as

relations with top supervisors. Fairness among these categories will have tendencies in
;,

broadening satisfaction in the work place.

The discrepancy theory on the other hand, sheds light on the source of anxiety and

dejection. It states that a person who has not fulfilled a given responsibility may have

feeling of anxiety and regret for non-performance and that such individuals tend to have

dejection for their jobs for not being able to achieve their aspirations and dreams (Locke,

1969, 1976). Herzberg et aI., (1959) proposed two-factor theory (the Motivator Hygiene

Theory) in an attempt to contribute to this discourse. Their theory deals with motivation

9
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and job satisfaction in an organisation. However, Frederick's Hygiene factors encompass

variants of environmental conditions such as supervisory practices, company policies,

pay, and other related conditions at the workplace. Yet, this theory (Herzberg two-factor

theory) has been criticized in several dimensions. For instance, Ngimbudzi (2009) argued

that what Herzberg considers as "satisfiers" may be treated as "dissatisfiers" in other

contexts and that the "satisfiers" failed the generalization test.

Moreover, Robbins & Judge, (2008) advanced five mam critiques to this two-factor

theory. These critiques were basically on methodological limitation, critique on reliability

and questions on measurements. It was discovered. that the theory is inconsistent with

other studies and assumptions on productivity with less emphasis on its relationship to

job contentment.

Meantime, the Job Characteristics Model (JCM) proposed by Hackman and Oldham

(1974) is the most used framework for understanding the impact of a particular job

feature on job satisfaction and outcomes. The framework of this theory centered on five

core job satisfaction characteristics. Identified among them include job feedback,

autonomy, task si, nificance, task identity and skill variety. These characteristics are seen
.1

to be relevant on hree critical psychological states identified as knowledge of the actual

results, experien d responsibility for outcomes and experienced meaningfulness. These

eventually have effect on the outcome of the work. Hackman and 0ldham (1974)

explain further hat the outcome of work can be visualized as work motivation,

absenteeism, jof satisfaction among others. The core characteristics, according to the

10
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authors may be grouped together to form a motivating potential score (MPS) for a job, or

even be an indicator of how a particular job were likely to be affected by the attitudes and

behaviour of employees.

Generally, these theories have some limitations one way or the other especially, in terms

of empirical proofs. Nevertheless, Maslow's (1954) Needs theory has been the most

relied on theoretical framework perhaps, because Maslow's model dealt with five levels

of human needs such as physiological, safety or security, self-actualization, ego and

social dimensions.

Various theories have been adopted by researcher to analyse variables of relating to

satisfaction. From the economics perspective, satisfaction cannot be quantified but can

only be ordered. The framewoik of this study is based on the Maslow's theory of need

because of its easy application, methodological vigour and widely application by resent

related empirical studies.

Maslow (1954) propounded his theory of need that has taken a five scale dimensions

arranged in a hierarchical order. The hierarchy of needs include physiological needs,

safety security needs, social needs, self-esteem needs and self-actualization needs.

Economic theory maintains that human needs are unlimited; people continue to widen

their dimensions of needs as they progress in life. The order of needs is shown in figure

2.1
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Figure 2. 1: Illustration of Maslow hierarchy of needs

Self-actualization needs

Self-esteem needs

Social needs

Safety needs

Physiological needs

Source: Author's Construction

According to Maslow, the first level of needs forms the basic physiological requirements

such as food clothing and shelter. Variables that are directly relevant to the satisfaction of

these physiological needs include adequate income (salary), accommodation, comfortable

work, flexible job environment, convenient, efficient, and effective workplace and

facilities layout. If teachers are satisfied with these needs will imply their satisfaction

with their physiological needs.

The second level in the hierarchy is composed of safety needs. Safety has to do with

protection. The proxy for safety needs in this study includes job security, protection from

physical harm, and avoidance of the unexpected, workload to minimize stress, job

responsibilities among others. The individual teacher needs physical, mental and

psychological security in executing his/her duties.

12
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The third level describes a person's need to "belong" and be accepted by others in

society. The school system is seen as a social environment where students and staff

develop relationships to meet their social aspirations. People desire social contacts and

have a basic need to be affiliated with others. The workplace provides numerous

opportunities for people to satisfy these needs through work groups, clubs, and

committees as welt as the formal and informal interaction with peers, subordinates, and

supenors. The focus of this includes teachers association with the

headmaster/headmistress, participation in PTA and SRC, relationship with the director

and performance of co-curricular activities.

Individuals have the desire for self-esteem. They have to feel the sense of

accomplishment and achievement. People need external validation and praises of their

worth in addition to internal self-respect and a sense of importance. A proxy of this in the

study includes status in school, feedback on performance, social recognition and highest

qualification. Besides, teacher participation in decision making gives him/her some kind

of self-esteem, student's appreciation of teachers' style of teaching, parents' appreciation

of teachers' efforts among other are variables of self-esteem.

Self-actualization is the highest rank of Maslow's arrangement of needs. They are at the

apex of the pyramid representing a stage of fulfilment of one desire. Variables used as

proxy for self-actualization include: freedom of expression, opportunity to develop

oneself to the highest level and satisfaction with the current school and the teaching

profession with no tendency of changing a job or moving to a different school.

13
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Teachers may meet of these needs but will still be struggling to meet the next highest

needs on the pyramid. This has the potential of making them not satisfied with some

aspects of the job. Obviously, they will express dissatisfaction with those aspects

inhibiting them from achieving their highest needs in order to reach the stage of self-

actualization. Dissatisfaction with some aspects of the job would therefore, not imply the

absence of satisfaction with the entire profession.

2.3 Definitions of Concepts

This section presents operationalization of concepts in the study. The concepts of job

satisfaction and job dissatisfaction have been discussed intensively by presenting

different opinions of writers in the subject. Conclusions on the findings of studies are

drawn.

2.3.1 Job satisfaction

The concept of job satisfaction does not have a conventional definition despite being

widely researched by many scholars (Zembylas and Papanastasiou, 2006). Gasnell (2008)

views it as the extent that an individual perceives their work as significant and important.

According to Spector (1997), the phenomenon represents how people feel about their

different aspects of their jobs. Armstrong (2006) supports this view with his observation

that job satisfaction is the attitude and feelings people have about their work. Mbua

(2003) adds that job satisfaction is the fulfilment acquired by experiencing various job

activities and rewards. While these perspectives all concentrate on the individual

behaviour towards the job, Robbins (2005), Robbins and Judge (2008) are much

14
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interested in positive employee's feelings about the job as key conceptualization of job

satisfaction.

Some past empirical studies understand the meaning of job satisfaction differently. These

schools of thought principally include Lunenburg and Ornstein (2004), Luthans and

Kreitner (1975) and Evans (1997). Lunenburg and Ornstein (2004) consider the amount

of importance a school places on its human resources, while Luthans and Kreitner (1975)

highlight the role of job morale in understanding job satisfaction. However, Evans (1997)

contends that whether researchers in this field agree or disagree on the definition of

certain concepts is not an issue of any importance .. She acknowledges the ambiguity of

the concept of job satisfaction and suggests the need for re-conceptualization of the

phenomenon. This implies that there is a conceptual gap that needs to be addressed by

researchers in the field of organizational science or behaviour.

Organ and Bateman (1991) conclude from their empirical investigation that if teachers

have positive attitudes or good feelings about their job, these qualities are taken to

describe a satisfied dimension. This suggests that job satisfaction represents a point at

which the expectation of the teacher are met in the processes of performing their duties as

well as the reward packages he/she receives. However, indicators of measurement may

slightly be different depending on the individual researcher opinion.

2.3.2 Job dissatisfaction

Job satisfaction as a phenomenon is not new in organizational behavioural research and

theory. For over six decades, researchers have been concerned with the job satisfaction
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and job performance relationship. The implicit assumption guiding most research on job

satisfaction has been that a happy worker is a productive worker. Another basic

assumption is that the lack of job satisfaction is a potential determinant of absenteeism,

high labour turnover, in-role job performance and extra role behaviours and also that, the

primary antecedents of job attitude are within management ability to influence

(Koutelios, 2001).

While this view stand clear on the nature of a satisfied worker. Some empirical studies

postulates negative behaviour of employees and consider that job dissatisfaction. Such

studies maintain that job satisfaction is not an antonym to job satisfaction. Organ and

Bateman (1991) argue that the term refers to employees' attitudes towards his or her

work as either positive or negative. In other words, teacher job dissatisfaction refers to

workers negative or bad feelings or attitudes on their jobs. Similarly, if workers' have

negative attitudes towards their work, they are then said to be dissatisfied. However, this

study resorts to Spector's definition of the concept of job dissatisfaction. According to

Spector (1997), job dissatisfaction refers to the degree to which employees dislike their

works.

The discussions on job satisfaction and dissatisfaction appear to have a link if not causal.

Many of the arguments proposed by empirical studies associate happiness and self-

fulfillment with job satisfaction. Besides, dissatisfaction has connotation with low

morale and limitations associated with employee expectation. This suggests that factors
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that will enhances satisfaction if absent will lead to job dissatisfaction but job satisfaction

is not the cause of job dissatisfaction and the vice versa.

2.4 Conceptual Framework

Job satisfaction has been conceptualized by many empirical studies. In his extensive

analysis of literature review on the subject, Aziri (2011) adapted a framework from

Christen et al., (2006) to explain that job satisfaction has greater impact on productivity

via motivation. Their framework is shown in Figure 2.2.

Figure 2. 2: Job Satisfaction framework

Job Factors

(Source: Christen et al., 2006 cited in Aziri, 2011)

From Figure 2.2, it has been conceptualized that job factors influence job satisfaction

directly or through job performance. Good performance will improve firm performance.

It can be deduced from the premises that good performing firms will increase employee

morale and hence job satisfaction. Figure 2.2 also suggests that role performance

problems affect job satisfaction directly or via job performance. When the entire firm
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performs well it brings good name and increase in earnings of employee. This has a

greater implication on job satisfaction.

Rue and Byars (2003) formulated similar framework with much concentration on the

effect of job satisfaction. Their conceptualization is shown in Figure 2.3

Figure 2. 3: Framework on job satisfaction and its effects

Manager's concern for people
-Job design
-Compensation
-Working conditions
-Social relations
-Perceived opportunities
-Level of aspirations

Job Satisfaction
L- -, -. ~

r-------~-----------------,
Commitment to organization

iJ
i

Source: Rue and Byars (2003)

-Turnover
-Absenteeism
-Tardiness
-Accidents
-Strikes
-Grievances
-Sabotaze

From Figure 2.3, manager's concern for employees has to with issues of motivation.

According to this framework, motivation from the organizational management can take
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the form of compensation, better working conditions, perceived better working conditions

and high aspirations will result in positive job satisfaction and hence employee

commitment to the organization.

On the other hand, if management has no concern for employee in the organization in

terms of compensation, better working conditions, social relations, perceived

opportunities and level of aspiration, then there will be job dissatisfaction among the

employees. The reward of job dissatisfaction will be absenteeism, tardiness, accidents,

strikes, grievances and sabotage.

In their study of Government's restructuring pay policy and job satisfaction among

teachers in the Ga West Municipal Assembly, Forson and Opoku (2014) formulated a

framework based on mathematical model. They hypothesized income, personal growth,

bonus, appreciation, work freedom and organizational type to have significant influence

on job satisfaction. Their conceptualization is illustrated in Figure 2.4
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Figure 2.4: Factors influencing job satisfaction

Work Income
Freedom

Type of Job
Organization SatisfactionPersonal

Appreciation
Growth

Bonus

Source: Forson and Afrakomah (2014)

From Figure 2.4, the exogenous variables have direct and indirect effect on the

exogenous variable (job satisfaction). Saleem et al. (2013) conceptualised job satisfaction

similar to what Forson and Afrakomah (2014) have done. They maintain that

organizational policy and strategy, recruitment and selection, nature of work, job stress,

employee personality and communication all have influence onjob satisfaction.

Several other studies rave conceptualized job satisfaction with its forward and backwards

linkages. However, their focus of attention is on the factors contributing to job

satisfaction or the effect of job satisfaction on productivity.

The framework in Figure 3.4 explains that aspects of the job are closely related to the

teaching environment. This includes compensation, job design, working conditions,
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relations with to supervisors, opportunity for further studies, social relations with co-

workers, rewards and school infrastructure. Teachers' should have knowledge and

awareness some of these aspects of the job in order to assess their satisfaction or

dissatisfaction. These elements are believed to have influence on teacher behaviour

towards his/her roles. Besides, teacher characteristics can directly influence job

satisfaction. The claim is that some aspects of the job may not favour teachers because of

their own characteristics. The reverse is true is true if for instance some teachers are

rewarded because of their performance or qualification. A positive influence will result in

job satisfaction while the reverse will leads to job dissatisfaction.

Figure 2. 5: Empirical framework of teacher job satisfaction

Job Aspects
-Compensation

-Job Design

-Working Conditions

-Relations with Supervisors

-Opportunity for further Studies

-Social Relations with Co-workers

-Rewards

Teacher Characteristics

-Gender
-Age
-Marital Status
-Household Size
-Qualification
-Teacher vision
-Status in school
-Career choice
-etc

Level of Job Satisfaction

Satisfied, neutral or dissatisfied with job aspects indicators

Source: Author's Construction
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The framework therefore, implies that both job aspects and teacher characteristics have

implications on job satisfaction. Level of job satisfaction is the extent to which teachers

are satisfied with some job aspects indicators. Related empirical studies measured this

using likerk scale.

2.5 Factors Affecting Job Satisfaction

This section presents a review of past studies on the factors affecting job satisfaction

from different places all over the world. The review covers issues such as the aspects of

the job teachers are satisfied or dissatisfied with, teacher characteristics influencing job

satisfaction and the level of job satisfaction.

2.5.1 Aspects of the Job Teachers are Satisfied or Dissatisfied with

Spector (1997) studied the concept of job characteristics. According to him, Job

characteristics include such elements as: skill variety, task variety, task significance,

autonomy and job feedback. Besides, observations from different studies conducted in

different regions of the world maintain different stands about job characteristics.

Among current studies that have identified aspects of job satisfaction include Society for

Human Resource Management [SHRM] (2013), Usop et al. (2013) and Gyamfi (2014).

SHRM (2013) assessment of job satisfaction was based on career development,

relationship with management, compensation, benefits, work environment, conditions for

engagement, engagement opinion and engagement behaviour. According to Usop et al.

(2013), teachers were contacted with job satisfaction facets. Key facets identified include

school policies, supervision, pay, recognition and responsibility. Gyamfi (2014) argue
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that the psychological and physiological needs of the employee should be considered in

assessing job satisfaction.

In Kentucky, Blackburn (2008) identified aspects of job satisfaction among career

agricultural teachers to include student engagement, instructional practice and class room

management. Job security and student participation in curricular activities are also aspect

of job satisfaction identified by Azornu (2011) in the Volta Region of Ghana. In the

Kumasi Metropolis, Oduro-Owusu (2010) pinpoints a number of job satisfaction aspect.

Key among them includes current level of salary, quality of school infrastructure and

class size. He also adds that student behaviour, students' attitude towards learning and

assignment and human relations of various stakeholders are aspects to consider in job

satisfaction.

2.5.2 Teacher Characteristics Influencing Job Satisfaction

Different studies including Michealowa (2002), Bacarach and Bamberger (1990), Camp

(1987) and Rebore (2001) have identified different determinants of job satisfaction.

These determinants spans across socio-demographic, economic, government policy and

the teaching environment. According to Lum et al. (1998), Job satisfaction has a number

of facets such as satisfaction with: work, pay, supervision, quality of work life,

participation, organizational commitment, and organizational climate. Kavanaugh (2006)

is of the view that while these facets are correlated, each is an independent construct.

Satisfaction with one facet does not guarantee satisfaction with all other satisfaction

facets. In spite of this independence, few studies have identified how demographic

variables vary in their relationships with the various satisfaction facets. However, this is
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an important consideration since studies have shown that demographics in terms of age,

education, tenure, and experience significantly influence job satisfaction. While it is true

that other factors discussed in the literature review can account for more of the variance

in job satisfaction, the significance of demographic factors is undeniable. It generally

accepted that demographic factors (Bogler, 2002) may playa role in the level of job

satisfaction perceived by teachers. In particular, literature suggests four variables that

may have significant interactions with teacher job satisfaction, namely; gender, age,

tenure and position. Ramsey (2000) also identifies experience level as a key determinant

of teacher satisfaction such that there was a positive correlation between teacher

satisfaction and level of experience.

Saleem et al. (2013) conducted a survey in on job satisfaction. His observation from the

banking industry in Bahawalpur district indicates that the nature of work,

communication, job stress, employee personality and recruitment and selection are

significantly associated with job satisfaction. Andreasi et al. (2012) global study focusing

on Asia, North America and Europe on determinants of job satisfaction observed a

significant relationship between job characteristics and job satisfaction. Among police

managers, Erciti et al. (2011) identified job satisfaction determinants to include years of

service, feedback on the job and involvement in programmes.

SHRM (2013) studied employee job satisfaction and engagement in the United States.

The results indicate that aspects of the job contributing to job satisfaction include

compensation, job security, benefits, opportunity to use skills, relationship with
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immediate supervisor and organization's financial feasibility. Major determinants of job

satisfaction among Ghanaian teachers according to Appiah-Agyekum et al. (2013) can be

grouped under community factors, school factors and teacher characteristics. The results

of meta-analysis of studies Zangaro and Soeken (2007) on nurses' job satisfaction

pinpoint a very important determinant. They provide that nurses' job satisfaction is

strongly correlated with autonomy, job stress and position. Gyamfi (2014) observation in

Ghana among the police service provides that, role ambiguity and physical environment

has positive relationship with job satisfaction though not significant while coworker

support has a strong significant influence on job satisfaction.

Demographic characteristics may playa role in the level of job satisfaction perceived by

teachers (Bogler, 2003). Literature suggests that four variables that may have significant

interactions with teacher's job satisfaction include: gender, age, experience or tenure and

educational level (Dinham and Scott, 1996). According to John and Kofi (1990) age has

an influence on the level of job satisfaction. Some authors suggest that older employees

tend to experience higher job satisfaction (Bilingsley and Cross, 1992). This difference

may be attributed to better adjustment at work, better condition and greater rewards at

work (Birdi, et al., 1995). Blood et al., (2002) view older people more likely to report

higher Job Satisfaction than younger respondents. They further argued that job

satisfaction increases with age and work experience. This can be explained by the fact

that older workers are more comfortable and tolerant of authority and may learn to lower

expectation for their job. Hertzberg et al., (1957) attribute these trends to the fact that job

expectation tend to become more realistic as employee age and mature. According to
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them, this pattern may change to slow a decline in satisfaction after age 65 but this may

be linked to the decreased physical energy and enthusiasm that may accompany the

ageing process. Older workers may be satisfied because their chances of getting new

employment are limited or very slim as compared to younger workers.

Rao and Narayana (1998) provided a checklist that must be available to influence and

enhance job satisfaction of employees. They include supervision, job content, work

group, occupational level, age, and level of education. They maintain that the foremost

determinant of job satisfaction is the supervision and the leadership style of the

supervisor/leader/ administration. A production-oriented leader may cause low job

satisfaction to employees and may affect the turnover adversely as well as resulting in

absenteeism. Job content affect the job satisfaction of employees in an organization. This

occurs when' an employee is made to perform the same task over and over again. He

becomes dissatisfied and stressful in carrying out the job and could affect. One strong

human characteristic is man's desire to be continuously associated with others as a group.

The option of Bucher (1992) is that isolated workers dislike their jobs. It should,

however, be noted that the amount of satisfaction an individual derives from his

association with the group depends to a large extent on the relationship with the group

members and also his own need for affiliation.

According to Korman (1977), people in higher level jobs experience the highest levels of

satisfaction because high level jobs carry most prestige and self-esteem. So also the

professional workers receive the greatest job satisfaction, followed by salaried workers.
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He concluded that factory workers are the least satisfied with their jobs. Anecdotal

evidence from a variety of sources also continues to suggest that blue-collar workers are

often the victims of severe dissatisfaction. Another strong demographic variable

influencing job satisfaction is age. The relationship between the age ofthe employees and

their satisfaction from the job is both complex and fascinating. Job satisfaction usually

tends to be high when people enter the work force and depreciation sets in between the

ages of twenty-five and thirty after which there will be gradual increase in satisfaction

(Abdul, 1991).

The results of empirical studies in Ghana are not different. Mahunu (2001) investigated

the states of job satisfaction and dissatisfaction among teachers in some schools at the

pre- university level at the Kpando District of Ghana with a survey method. The major

result suggests that teachers have low satisfaction with their jobs. The male teachers have

lower job satisfaction than their female counterparts. The study came out that generally;

the factor that contributed to high teachers satisfactions were leadership in their schools

and the respect they got from their colleagues. This study implies that gender differences

exist in job satisfaction.

Job satisfaction is the extent to"which one feels good about his or her job. It stems from a

good fit between a person's interests, abilities, needs and expectations. Further, job

satisfaction describes peoples' feelings or state of mind regarding to the nature of their

work (Weiss, 2002). That notwithstanding, job satisfaction does not only emanate from

the job itself; it also comes from the working environment, supervision style,
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interpersonal relationship, and organizational culture. Weiss (2002) surmises job

satisfaction as a pleasurable emotional state resulting from the appraisal of and attitude

towards one's job as well as an affective reaction towards that job.

The effects of job satisfaction are not only on the teacher, but extent to the student and

the society at large. According to Singh (2003), a teacher, who is happy with his job,

plays a pivotal role in the upliftment of society. A well-adjusted and satisfied teacher can

contribute a lot to the wellbeing of his/her pupils and students. Dissatisfied teacher on

the other hand can become irritable and may create tensions which can have negative

influence on the students' learning process and consequently affects their academic

growth (Mbua, 2003). When teachers are satisfied with their job they can perform their

responsibilities with more concentration and devotion. In this global world, job

satisfaction has been a very important issue of discourse that inures to the long term

growth of any educational system around the world.

2.5.3 Level of Job Satisfaction

Several empirical studies have analysed aspects of job satisfaction including level of job

satisfaction. Such studies employ likert scale of strongly agree, agree, neutral, disagree

and strongly disagree to assess teachers level of job satisfaction. Within this analysis,

William (2011) study on job motivation and commitment among teachers in Ashanti

indicate that teachers were observed to be more satisfied with their job at the Ghana

Education Service. In Kumasi Metropolis, Oduro-Owusu (2010) experience in Armed

Forces School maintain that teachers were not satisfied with current level of salary,

quality of school infrastructure and class size.
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2.6 Related Methods of Analysis Used by Previous Studies

Literature on job satisfaction has adopted varied procedures in analysing data. While

some rely on the use of qualitative designs, some adopted quantitative ways of validating

their hypothesis. Common quantitative approaches observed in such studies include,

regression, correlations and analysis of variance. Besides, some researchers rely on the

use of five point likert scale of strongly disagree, disagree, neutral, agree and strongly

agree. These indicators measure the feelings and opinions of respondents about the

phenomenon under investigation.

In measuring job satisfaction, a scale of 1-10 was used by many researchers, with 1 being

the lower and 10 being the highest level of satisfaction among teachers. For other items,

the advice of Kerlinger, (1978) and Gall et al., (2007) on five-point likert scale type of

questions was adhered to (1= strongly agree, 2= agree, 3= strongly disagree, 4= disagree

and 5= undecided). Some studies were therefore, conducted following this design. They

generally employ descriptive design to have extensive analysis of respondents' opinions

and feelings with respect to their job satisfaction. Prominent among such studies include

Azornu (2011) and Oduro-Owusu (2010)

Saleem et al. (2013), Forson and Afrakomah (2014), Gyamfi (2014) and Ercikti (2011)

used both correlations and multiple regressions in analysing the factors influencing job

satisfaction. Correlations were used to identify the nature and direction of association

while the regression gives marginal changes in the dependent variable resulting from

changes in the covariates. Similarly, Blackburn (2008) focused his attention on only the

strength and nature of association of the variables and hence used only the correlation co-
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efficient. Zangaro and Soeken (2007) conducted a meta-analysis with much focused on

correlations of the variables.

A number of studies adopted triangulations where both qualitative and quantitative

methods have been used. For example, Usop et al. (2013) used descriptive correlation

design. The descriptive part presented the demographic characteristics of the teacher job

facets while the correlation was used to established relationship of teacher profile and job

satisfaction. Gyamfi (2014) used cross-sectional design with combined methods of

analysis. A 4-point likert scale was used as a qualitative method together with multiple

regression as quantitative.
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

This section presents the general procedures for carrying out the study. It offers a clear

description of the study area, research design, data collection (type and sources of data,

sampling procedure and survey methods) and methods of data analysis. The conceptual

framework and the basic theory under which the study underpin have been presented.

3.2 Study Area

The study was conducted in Wa Municipal Assembly of the Upper West Region of

Ghana. The Upper West Region is located in the North - Western part of Ghana and

shares borders with the L'A Cote D'Ivoire to the North - West, Burkina Faso to the

North, the Upper - East Region to the East and the Northern Region to the South. The

Wa Municipal is one of the eleven District/Municipal Assemblies that make up the

Upper West Region (U/WR) of Ghana. It shares administrative boundaries with; the

Nadowli District to the North, the Wa East District to the East and South and the Wa

West District to the West and South. It lies within latitudes 1°40'N to 2°45'N and

longitudes 9°32' to 10020'W (WMA-MTDP, 2010 - 2013).
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Figure 3.1: Upper West regional map
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The Wa Municipal has a landmass area of approximately 234.74 square (kilo) meters,

which is about 6.4% of the region. Figure 3.2 shows map of the Wa Municipal.
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Figure 3.2: Map ofWa Municipality indicating some key communities
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The Wa municipality has five public Senior High Schools: Wa Senior High School, Wa

Senior High Technical School, Wa Technical Institute, Wa Islamic Senior High School,

Ahmadiyya Senior High School and St Francis Xavier Senior High School. Other private

Senior High Schools include Tupaso Senior High School and Northern Star Senior High

School.
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3.3 Study Design

The study used the cross-sectional research design. This design is useful in obtaining an

overall picture of a phenomenon at the time of the study. The design allows

generalization of findings to the population in which a sample is drawn. According to

Ahuja (200 1), cross-sectional design aims at all the four goals of research (description,

exploration, explanation and experimentation). Best and Khan (1998) for instance,

maintain that the descriptive design is concerned with the conditions and relationships

that exist, such as determining the nature of prevailing conditions, practices and attitudes,

opinions that are held, ongoing processes or trends that are developed. Moreover it gives

accurate information of a situation which is imperative for making a wide range of policy

decisions. Since the study intends to assess the issue of job satisfaction among teachers in

the Wa Municipal, the cross-sectional design with description inclusive is deemed

appropriate for the purpose.

The study adopted both qualitative and quantitative approach. According to Creswell and

Plano Clark (2007), the mix method strengthens more the use of either quantitative or

qualitative. Employing both qualitative and quantitative approaches in this study was

expected to increase the comprehensiveness of the overall findings, by showing how the

qualitative data provides explanations for statistical data to increase the methodological

rigour as findings in both phases could be checked for consistency. The study used

qualitative approach as the major procedure with quantitative being supportive. The

qualitative approach focused on the analysis of teacher knowledge and awareness of job

satisfaction, the aspects of the job teachers' are satisfied or dissatisfied with, the level of
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job satisfaction and the teacher characteristics influencing job satisfaction. Besides, the

quantitative approach covers some elements of teachers' demographic characteristics and

their implications on job satisfaction.

3.4 Data collection

3.4.1 Types and sources of data

Basically the study made use of primary data. Primary data were collected from teachers

in the various Senior High Schools in the Municipality. This consisted of their socio-

demographic characteristics, knowledge and awareness of job satisfaction, aspects of the

job they are satisfied and dissatisfied with, level of job satisfaction and teacher

characteristics influencing their job satisfaction.

3.4.2 Study population and sample size

The population under study consist of teachers (academic staff) at the various public

Senior High schools in the Wa Municipality. To avoid double selection of respondents,

the private Senior High Schools were not included because teachers from other public

schools offer teaching services to them on part-time basis. These institutions are: (1) Wa

Senior High School, (2) Wa Senior High Technical, (3) Islamic Senior High School, (4)

St Francis Xavier Senior High School and (5) T.I Ahmadiyya Senior High School. A

preliminary investigation provided that teacher populations in the various Senior High

Schools were 96, 79, 64, 25 and 56 respectively. The estimated teacher population is 320.

The sample SIze for the study was determined usmg the statistical formula at a

significance level of 10%. According to Ahuja (2001: 187), an acceptable error level
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traditionally is up to ± 0.05 or ± 0.10 (i.e., 5 or 10 percentage point). The sample size

formula is given by: n = N 2; where n= sample size; N= sample frame and e = error
1+N(e)

or significance level (Yamane, 1970; cited in Ahuja, 2001:186). In this study, N = 320

(i.e. the total number of Senior High School Teachers) and e = 7%= 0.07. Therefore, n =

320 -_ 125. f h d h ld b I 125Hence the sample size or t e stu y s ou e at east ,
1+320(0.07)2

sufficiently large enough to represent the population.

3.4.3 Sampling procedure

The fact that the population is homogeneous (all teachers are using the same curriculum

under the same educational policy) and the sample frame (list of teachers) is available

permits the use of probability/statistical sampling procedure. Besides, given that the

school environment may contribute to satisfaction as suggested by literature, teachers

were therefore, grouped based on their teaching environments (schools). This provides

basis for stratification. The schools therefore, represent the strata by the author's

definition.

Stratified sampling procedure was used in the selection of respondents. Teachers from

each school were selected where the various schools then become the strata. A non-

proporti onate (equal representation) sample was given to each

(
sample size (125) ). . .school = 25 . SImple random samplmg was then applied to select
number 0t schools (5)

twenty-five (25) teachers from each public schoo!.
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3.4.3 Survey instrument

Structured questionnaire was designed and used in the collection of the data. The

structured questionnaire with both open-ended and closed-ended questions was used to

gather data from respondents. Data gathered via the questionnaire consist of the

background characteristics of respondents and the study objectives; their knowledge and

awareness of job satisfaction, aspects of the job they are satisfied and dissatisfied with,

respondents level of job satisfaction and their characteristics influencing job satisfaction

3.5 Methods of data analysis

The Statistical Package for Social Scientists (SPSS) software was used for data entry,

cleaning, transformation and analyses. Responses were coded and entered in to the SPSS

spread sheet. Descriptive statistics were the main techniques employed in the data

analyses.

Level of job satisfaction was analysed using likert scale of strongly agree, agree, neutral,

disagree and strongly disagree. Besides, correlations among job satisfaction indicators

and job aspects, and job satisfactions indicators and teacher characteristics ware

determined. This gave an unbiased measure of the level of job satisfaction. The results

were presented in the form of tables, graphs and charts where appropriate.

Following Andreassi et al. (2012) and Blackbun and Robinson (2008), this study applied

a quantitative approach to determine some relations among job aspects, teacher

characteristics and job satisfaction. Specifically, the chi-square test was adopted to find
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the independence of variables on teacher satisfaction. According to BIuman (2009), when

data can be tabulated in table form in terms of frequencies, several types of hypotheses

can be tested by using the chi -square test. One of such tests is the independence of

variables test. The test of independence of variables is used to determine whether two

variables are independent of or related to each other when a single sample is selected.

This procedure uses the chi-square distribution and a contingency table. Respondents'

indication of whether they are satisfied or not has been cross-tabulated with teachers'

characteristics to produce a table of contingency necessary for the computation of the

Chi-square test statistical value. Based on this the following hypotheses were

formulated:

1. Ho: Gender is independent of job satisfaction among teachers.

HA: Job satisfaction among teachers is influenced by their gender.

2. Ho: marital status is independent of job satisfaction among teachers.

HA: Job satisfaction among teachers is influenced by their marital status.

3. H,: Engagement in other income generating activity besides teaching IS

independent of job satisfaction among teachers.

HA: Job satisfaction among teachers is influenced by their engagement 111

other income generating activities.

4. Ho: What influence one career choice is independent of job satisfaction among

teachers.

HA: Job satisfaction among teachers is dependent on factors influencing their

career choice.

5. Ho: Teachers' position in school is independent of job satisfaction.
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HA: Job satisfaction among teachers is influenced by their positions in school.

6. Ho: Teachers' decision to go for further studies is independent of job

satisfaction.

HA: Job satisfaction among teachers is influenced by their decision to go for

further studies.

The hypotheses were validated using chi-square test. Following Opoku (2006) the test

vale is specified as:

k 2

2 L (Oij - Eij)
X = £..

i=l lJ

X2 = Chi-square test value

Oij = Observed frequency of the ith row and thejth column

Eij = Expected frequency of the ith row and the jth column

E d
f . /E J _Cr_o_w..::....it_o_ta_l):....;C_co_lu_m_n....}.J:....;·t_o t_a-=..l)xpecte requencres (~ ij =

Grand Total

Degree of freedom (df) = (number of rows -1) (number of columns -1)

The decision is to reject the null hypotheses (Ho ) if Chi-Square calculated (x2cal) is

greater than Chi-Square critical (X2 cri).
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CHAPTER FOUR

RESULTS AND DISCUSSION

4.1 Introduction

This chapter presents results and discussion of teacher job satisfaction with empirical

evidence from the Wa Municipality. The analysis covers several variables with more

focus on the objective of the study. First, the analysis is done on background responses of

respondents. The other sections report on teacher knowledge and awareness of job

satisfaction, the aspects of the job teachers are satisfied or dissatisfied with, the level of

job satisfaction and teacher characteristics influencing job satisfaction. The results are

presented with descriptive statistics with implications on teacher job satisfaction.

4.2 Background Information of Respondents

Respondents' socio-demographic characteristics are presented and discussed under this

section. They include gender, age, marital status, household size, number of dependency,

ethnicity, religion, level of education, last class completed, teacher experience as

measured by the number of years in teaching, number of years in present school,

membership to an association and engagement in livelihood strategies besides teaching.

4.2.1 Gender

Results of the survey indicate a relatively gender disparities among Senior High School

teachers. Men population dominates over female as shown in Table 4.1. It was discovered

that 80.0% of the sample population are male teachers while 20.0% represents female.
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Male

Female

Total

100

25

125

80.0

20.0

100.0

Table 4. 1: Gender

Gender Frequency Percent

Source: Field Survey, 2015

From Table 4.1, out of 125 observed sampled for the study, 100 respondents representing

80.0% were males. The remaining 25 respondents were female representing 20.0% of the

sample population. The results imply that teaching at the second cycle institutions are

male dominated.

4.2.2 Marital status

Figure 4.1 show the marital status of respondents. Out of the 125 sampled respondents,

102 respondents were married and this constitutes about 81.6% of the sample. It was

discovered that 15 respondents constituting about 12.0% were still single as at the time of

conducting this survey. Meanwhile, 4 respondents were devoiced representing 3.2%

while 4 respondents also lost their spouses (widowed/widower) constituting 3.2%

respectively.
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Figure 4.1: Marital status
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Single Married Devoiced Widowed/Widower

Source: Field Survey, 2015

A relatively larger proportion of teachers were married and currently staying with their

spouses. The results also suggest that devoice rate among teachers was limited. Teaching

as a profession therefore, plays several roles in society including enhancement of stable

marital relationships, promoting of social values of procreation from which they draw

satisfaction.

4.2.3 Ethnicity

Teachers from different ethnic background are often posted to a school in order for

students to lean different cultural values or to avoid dominance of a particular cultural

value in the school environment. Results of the survey provide evidence to support this

practice in the Wa Municipal Assembly. It was observed that teacher came from five

different ethnic backgrounds of which two constitutes the majority. They Wala and
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Dagao constitute the largest ethnic group in the study area. From Figure 4.2, 44

respondents were Wala and Dagao in each case. Also 10 respondents were Sissala which

constitute 8.0%, 4 respondents representing 3.2% of the sample were Brefor only 1

respondent constituting 0,8% was a Nankani.

Figure 4. 2: Respondents ethnicity

-= 30
~
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40
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o
Wala Sissala Brefor NankaniDagao

Source: Field Survey, 2015

In the Wa Municipal area, Wala and Dagaaba constitute greater proportion of total

household population. Their relatively larger domination in the sample is therefore,

limited to the case of the Wa Municipality. Teacher diversity in ethnic background is of

great significance as it offers the opportunity for students and teachers to familiarize

themselves with different cultures. This has implications for social development.
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4.2.3 Religion

The Ghanaian society is characterized by three main religions with Christianity and Islam

being the dominant ones. The survey provides consistent results. From Figure 4.3, 62

respondents representing 49.6% of the sample were Muslims, 61 respondents constituting

48.8% of the sample were Christians and only 2 respondents representing 1.6% of the

sample believe and practice Traditional religion. Traditional religion in the Wa Municipal

Assembly is less practiced compared with the other religions and this justifies its

relatively small representation in the sample.

Figure 4. 3: Religion

- 30CI~~
~ 20Q.,
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40

10

o
Christianity Islam Traditional

Source: Field Survey, 2015

Teaching profession allows people of different social background such as religion.

However, Islam and Christianity are the dominant religions groups among respondents.

- .~
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4.2.5: Level of education

In Ghana, SHS teachers are expected to obtain a minimum of first degree from a

recognized tertiary institution. Teachers in the Wa Municipal were observed to have met

this criterion. The results of the survey provide a leptokurtic distribution of teachers'

educational status as shown in Figure 4.4. The peak of the distribution is observed on

those with university First Degree with Diploma and Masters Degrees forming the tails of

the distribution.

Figure 4. 4: Level of education

98.4
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~~
~ 40

20
~ ~

0
Diploma First Degree Masters

Source: Field Survey, 2015

)--
The relatively smaller representation of Diploma and Masters Degrees has implication for

teacher educational development. First, the results imply that diploma degree is either

discouraged by the educational system or among teachers themselves. Besides, Master

Degree is not a necessary requirement for teaching at the SHS level. It also implies that

teachers lack the needed motivation to pursue further education beyond Fist Degree.
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) 4.2.6: Membership to an association

In Ghana, Labour Associations are often formed to address the needs and demands of

members. The survey reveals similar paradigm in the Wa Municipal among SHS

teachers. It was observed that all the 125 sampled respondents at least belong to an

association. These associations serve as pillars of unity which unite teachers under a

common goal. Membership to an association therefore, has implication for teacher job

satisfaction.

j

The analysis was extended to the name/type of association teachers belong to. Table 4.2

indicated that 56 respondents representing 44.8% were members of Ghana National

Association of Teachers (GNAT), 66 respondents which was the majority constituting

52.8% were members of NAGRAT (National Association of Graduated Teachers).

Meanwhile GAVIDA, MASAG and MASAG have only 1 respondent each representing

0.8% for each of the associations.

Table 4.2: Name of association

Name of association Frequency Percent

GNAT 56 44.8

NAGRAT 66 52.8

GAVIDA 0.8

MASAG 0.8

NATLASS 0.8

Total 125 100.0

Source: Field Survey, 2015
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) The results show that most (52.8%) of the teachers in the SHS belong to NAGRAT. The

next dominant association (44.8%) is GNAT which stands out as the oldest of all teacher

association in Ghana. The fact that teachers are free to join any association suggests

freedom of expression that can have a positive influence onjob satisfaction.

4.2.7: Livelihood strategy besides teaching

Current policies' focus on private sector development by present governments attracts the

attention of entrepreneurs with diverse background to engage in business activities.

Teachers in SHSs have also taken advantage of the enabling environment to create other

livelihood strategies besides teaching. The findings show that 66 respondents constituting

52.8% are engaged in other livelihood activities besides teaching whiles 59 of the

respondents which represent 47.2% of the sample population do not engage themselves in

such activities. The distribution is shown in Table 4.3.

Table 4. 3: Teacher engagement in livelihood strategy besides teaching

Livelihood Strategy besides Teaching Frequency Percent

Engagement in business activity

No business aside teaching

Total

66

59

125

52.8

47.2

100.0

Source: Field Survey, 2015

Some teachers with entrepreneurial potentials make use of classroom hours to engage in

business activities. The type of business activities engaged in include: selling of items

such as provision stores, building materials, taxi and other commercial vehicles driving.
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These activities bring in income to augment their fixed monthly salary. This category of

teacher uses their salary as capital for the business. These categories of teachers do not

struggle a lot to raise business start-up capital compared to non-salary earners. The

flexibility of access to capital for business formation has implications for job satisfaction

among this group of teachers.

4.2.8 Analysis of quantitative variables

Unlike the categorical demographic variables, other demographic variables of

respondents were measured using the ratio scale. They include age, household size,

number of dependents, number of years in teaching and the number of years spent in

present school. Summary statistics (observation, minimum, maximum, mean and

standard deviation) of these variables are presented in Appendix 1.

Age

The survey provides that teachers in the various SHSs have an average of 37.49 years

old. The minimum age was 28 and maximum was 58 years. The standard deviation of age

is 6.77. The mean age suggests that teachers were well matured and will be able to make

an assessment of their satisfaction. The age distribution also implies that teachers still

have an average of two decades to reach retirement. They are expected to spend a

relatively longer time in the service.
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Household size

Respondents have an average of 6 household members. The minimum household size

observed was 1 and the maximum is 18 people. The average household size for teachers

is relative smaller compared with 9 for the Municipality. This has an implication for a

relatively lesser household burden among teachers and job satisfaction. Further analysis

reveals that some households have no dependent at all. The average dependent of

households is 4. This has the tendency of reducing household burden on the teacher.

Experience in teaching

Teachers in the sample have at least a one year expenence in teaching. Some have

teaching expenence up to 20 years. The observed average year of expenence IS

approximately 10 years. This suggests that respondents have many years of experience in

their profession and will be able to identify aspects of the job they are satisfy with and

what influence satisfaction. Further enquiry reveal that teaches in various schools have at

least one year experience in teaching at their present school. Some have taught up to a

maximum of 14 years in their present schools. The mean experience in teaching at

present school is 4. Teachers therefore, have enough experience even in their present

schools alone to observe an academic year group of students to transit from first year up

to the final year and make assessment on their academic performance.

4.3 Teachers' Knowledge and Awareness of conditions of service

This section presents an analysis of teachers' knowledge and awareness of their

conditions of service. Teachers' identified the following as conditions of service which
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have relevance on their job satisfaction. These included study leave, maternity leave, sick

leave and opportunity for progression in the job.

Table 4. 4: Teacher Knowledge of Conditions of service

Variable Frequency Percent

Availability of Study Leave

Not Available 26 20.8

Yes, Available 99 79.2

Total 125 100.0

Availability Maternity

Not Available 43 34.4

Yes, Available 82 65.6

Total 125 100.0

Availability Sick Leave

Not Available 41 32.8

Yes, Available 84 67.2

Total 125 100.0

Opportunities for Progress on the Job

) Not Available 35 28.0
-/

Yes, Available 90 72.0

Total 125 100.0

Source: Field Survey, 2015 bring each of the tables under the appropriate subheading
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4.3.1: Availability of study leave

Teachers were satisfied when given study leave to further their education. Majority

(79.2%) of the respondents confirm that study leave was available while 26 of the

respondents constituting 20.8% indicated that there's no study leave available (see Table

4.4). The findings on teacher knowledge and awareness are mixed. What this implies is

that teachers know what study leave is but lack access to it. They are therefore, not very

much aware whether study leave concept is working and is available for qualified

teachers.

4.3.2: Availability of maternity leave

Maternity Leave has been provided for female teachers as part of their condition of

service. Respondents were asked to indicate if Maternity Leave as a condition of service

is available. Table 4.4 reveals that 43 respondents representing 34.4% said maternity

leave was not available whiles 82 respondents constituting about 65.6% of the total

population confirm that Maternity Leave as a condition of service was available. The

response that Maternity Leave was not available probably is a proxy for the level of

difficulty in accessing it. However, the implication of this to the objective of the study is

that some teachers were not aware of the procedures of accessing some services to

enhance their job satisfaction.

4.3.3: Availability of sick leave

In this category, respondent were asked to confirm whether or not Sick Leave was

available as a condition of service. It was discovered that 41 respondents representing
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32.8% of the sample population indicated that Sick Leave was not available whiles 84

respondents which form 67.2% suggested that there was the availability of sick leave (see

Table 4.4). Despite the mixed responses, the high percentage of respondents (67.2%)

stating clearly the availability of sick leave imply that teachers also enjoy sick leave as

part of their condition of service. Notwithstanding this, some teachers were still not

abreast with the formal and legal procedure to acquire sick leave; as a result are, not

aware of it as a condition of service.

4.3.4: Opportunities for progress on the job

Teaching as a professional job has got other opportunities for progression. These

opportunities include scholarships, training and other awards to motivate and enhance

human resource development. The survey provides mixed findings on teachers'

knowledge and awareness of these opportunities. From Table 4.4, 35 respondents

representing 28% indicated that there was no opportunity for progression on the job while

majority (72%) shared an opposed view. This category maintains that though limited, yet

there are some available opportunities for progression on the job. Why do some people

think that there is no progression. These are the things people will want to hear or see

4.3.5: Unfavorable Conditions of Service

Employers sometimes complain about unfavorable conditions of service. Therefore,

respondents were asked to indicate if they do experience some of these challenges. It was.

observed that teachers have issues with their conditions of service. They maintain that

their condition of service cannot be graded as good and have therefore, identified some of
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study leave, failure of government to pay their salary on time and arrears, inadequate

; the unfavourable conditions of service as inadequate remuneration, difficulty in accessing

pension benefits among others. They further explained that they are sometime tempted to

leave the teaching job to seek for better jobs.

This suggests that teachers were not generally satisfied with their job. This proposition

has been defended by the majority of respondents (89.6%). They maintain an absence of

satisfaction with their current working conditions. Only about 10.4% of the sample

indicated they were somewhat satisfied with the current working condition. The results

therefore, suggest that teachers were not fully satisfied with the current conditions of

service.

Respondents were asked to list some present unfavorable working conditions. The

dominant ones are those with relatively higher frequencies. They include lack of

accommodation which forms 21.6% of the population with 27 respondents, inadequate

salary with 24 respondents consisting of 19.2% of the sample.

Table 4. 5: Unfavorable Condition of Service

Unfavorable Condition of service Frequency Percent
~

./ "
No response 4 3.2

Accommodation and Transportation 2 1.6

Delay in payment of salary 5 4.0

Delay in promotion 2 1.6
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Difficult to get study leave and low Salary 5 4.0

Inadequate salary 24 19.2

Lack facilities 2 1.6

lack of accommodation 27 21.6

Lack of job security and inadequate salary 3 2.4
-r

Lack of motivation and low salary 13 10.4

No allowance 14 11.2

No logistics for effective teaching 11 8.8

No study leave, No TLMs, incentive training, Class size 2 1.6

Overcrowding in the classrooms 11 8.8

. Total 125 100.0

Source: Field Survey, 2015

The results in Table 4.5 imply that teachers' problems regarding their condition of service

are numerous. This has several implications for teacher job satisfaction.

4.3.6: Knowledge and Awareness of the Effect of the condition of Service

It was discovered that only 26 respondents representing 20.8% of the sample were not

able to state clearly how the unfavourable condition of service has affected them. The

remaining respondents however, have different opinions when it comes to how condition

of service affects them. Teachers' condition of service has an influence over their job

satisfaction. Ways in which teaching condition of service affects respondents include

high cost of living, lack of accommodation, overload at workplace, and cost of
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transportation. Others include delay in payment of salary, lack of TLMs frustrates

teaching, punctuality, short maternity leave and limited opportunities for further

education. The distribution is shown in table 4.6.

Table 4.6: Knowledge and Awareness of the Effect of Condition of Service

If Yes Explain Frequency Percent

No response 26 20.8

Cost of accommodation 3 2.4

Cost of transportation 9 7.2

Delay in payment of salary 3 2.4

High cost of leaving 40 32.0

lack of accommodation 15 12.0

Lack of TLMs frustrates teaching 5 4.0

Punctuality 4 3.2

Over loaded at work place 10 8.0

short maternity leave 3 2.4

Unable to further studies 3 2.4

unable to manage the family 4 3.2

Total 125 100.0

Source: Field Survey, 2015

The results suggest that teachers have enough knowledge and awareness of job

satisfaction and its effect on them either at the work environment or at home. The

analysis is extended to the effect of teachers conditions of service on some social and

55

 

 www.udsspace.uds.edu.gh 

 

 

 

 

 

 

 



demographic activities. Variables identified and analysed include marital status,

household size and religions activities. The results are shown in Table 4.7.

Table 4. 7: Effects of conditions of services on teacher social and demographic
activities

Variable Frequency Percent

Effect on Marital Status

No 40 32.0

Yes 85 68.0

Total 125 100.0

Effect on Household Size

No 41 32.8

Yes 84 67.2

Total 125 100.0

Effects on Religious Activities

No 79 63.2

Yes 46 36.8

Total 125 100.0

Source: Field Survey,2015

Marital status

From Table 4.7, 85 respondents which form 68% of sample confirmed that their

condition of services affects their marital status. Occupation sometimes influences
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I marriages of which teachers are also facing such challenges. . This is illustrated in

Appendix 2.

Condition of service has negatively impacted on the marital status of teachers. Teachers

responded to all the variables that affect their marital status as a result of poor condition

of service. Respondents stated that this poor condition has made their family members to

withdraw their trust in them. It has again increased their cost of living and they are unable

to properly manage their families.

House/wid size

From Table 4.7, 41 respondents constituting about 32.8% of the sample indicated that the

condition of services did not affect their household size whiles majority (67.2%) of the

respondents indicate that their household size is affected as a result of the working

condition.

Further analysis revealed that some teachers have to resort to family planning strategies

in order to reduce the size of their households. However, many respondents pinpoint

issues of their household size that has been affected by their condition of service. From

Appendix 3, about 41 respondents constituting 32.2% were neutral in this category, 31 of

them representing 24.8% listed high dependency ratio as a factor that affect their

household as a result of their condition of services. About 26 respondent constituting

20.8% sited high cost of leaving as a challenge they are facing due to their current

working condition, 12 respondents representing 9.6% of the sample indicate over burden

as a factor affecting their household size because of the current working condition. The

57

 

 www.udsspace.uds.edu.gh 

 

 

 

 

 

 

 



J remaining factors that were listed below 5% include lack of accommodation, lack of

privacy at home, lack of security, no trust from family members and unable to manage

the family. About 59% of the respondents were able to identify at least one variable that

affects their household size as a result of poor condition of service. It implies that the

teacher household is a challenge due to their poor conditions of service. These issues

suggest negative implications on teacher job satisfaction.

Household Religions Activities

From Table 4.7, it has been revealed that 79 respondents representing 63.2% of the total

sample have indicated that their conditions of service do not affect their religious activity.

Meanwhile, about 46 respondents constituting 36.8% share an opposed view. This

category of respondents maintains that they find it difficult to exercise their religious

obligations due the poor conditions of service. This includes their limitation to give arms

and other donations to their religious units. They further maintained that they are

compelled to sometimes miss prayers in other to do different additional jobs to earn a

living.

Specifically from Appendix 4, the results maintain that 42 respondents making up 33.6%

of the sample often miss prayers due to their condition of service and only 4 respondents

representing 3.2% said they are unable to give charity as a result of their working

condition.
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r 4.4: Aspects of the Job that Teachers are Satisfied or Dissatisfied With

The results of the survey provide an analysis of the aspects of the job teacher were

satisfied or dissatisfy with. The main variables of interest included the human resource

development aspects of the job, the job environment, relationship with stakeholders,

leadership style and motivation. It was realised that teachers were very satisfied, satisfied,

dissatisfied and very dissatisfied with some aspects of the teaching profession.

4.4.1 Teacher satisfaction with human resource development

Respondents indicated some human resource aspects of the job they were satisfied or

dissatisfied with. They include promotion prospects, in-service training and opportunities

for further studies. The distribution is shown in table 4.8.

Table 4. 8: Satisfaction with human resource development indicators

Human Resource Very Satisfied Dissatisfied Very Total

Development Indicators Satisfied Dissatisfied

Promotion Prospects 2 (1.6) 81(64.8) 30(24.0) 12(9.6) 125 (100.0)

In-service training 2 (1.6) 55(44.0) 52(41.6) 16(12.8) 125(100.0)

Chances for Further studies 10 (8.0) 74 (59.2) 31 (24.8) 10(8.0) 125 (100)

Source: Field Survey, 2015 (Figures in parenthesis are percentages)

.../ -

Promotion prospects

From Table 4.8, respondents were asked to indicate their level of satisfaction with their

promotion prospects. The survey results show that only 2 respondents representing 1.6%

said they were very satisfied and 81 respondents of 64.8% said they were satisfied.
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r Meanwhile, 30 respondents constituting 24% of the sample said they were dissatisfied,

whiles 12 respondents making up of9.6% said they were very dissatisfied.

The results suggest that more than 50% of respondents are at least satisfied with

promotion prospects. This category of teachers is satisfied with the manner in which their

superiors handle issues regarding their promotions. On the contrary, some teachers

express their dissatisfaction with issues regarding their promotion which are not properly

handled. They maintained that the long chains of bureaucracy they do pass through

before they could be promoted are element of job dissatisfaction.

In-service training

In-service training programmes are organised as platforms for teachers to lean additional

skills on the job. The Ghana Education Service does have such programmes in SHS for

teachers. However, teachers were observed not to be satisfied with it organisations. From

Table 4.8, 2 respondents representing 1.6% stated that they were very satisfied. The

highest frequency of 55 respondents making up of 44% of the sample express satisfaction

for in-service training programmes. Also, 52 respondents constituting 41.6% were

dissatisfied and to the extreme, 16 respondents representing 12.8% express very

dissatisfaction with in-service training programmes.

More than 50% of the sample respondents are at least dissatisfied with in-service training

programmes in the Senior High Schools. Dissatisfied teachers express concerns of limited

participation and concentration on same issues. In most cases, in-service training
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programmes are very selecting; favoring mostly heads of institutions or curriculum

programs.

Opportunities for further Studies

Respondents express satisfaction about the available of further studies opportunities. The

results in Table 8 indicate that very satisfied and very dissatisfied were rated the same

with 10 respondents each representing 8% for each indicator. However, the indicator with

the highest frequency (74 respondents) constitutes 59.2% of the sample population are

Satisfied with chances for further studies. It was also observed that 31 respondents

constituting 24.8% express dissatisfaction with this indicator. Different from availability

of study leave, opportunities for further studies encompasses all kinds of motivation for

knowledge acquisition via even study leave without pay.

The findings imply teaching field has offered a lot of opportunities for teachers to study

other courses related to the educational needs of students. That notwithstanding, some

teachers still find it difficult to tap these available opportunities to further their education.

Hence some teachers remain at a particular rank for years without upgrading themselves.

This makes a section of them dissatisfied about the opportunities for further education.

4.4.2 Satisfaction with the job environment

Teacher satisfaction on aspects of the job has been analysed. Several variables were.

considered under the job environment. These include physical infrastructure and class

room factors. Appiah-Agyekum et at. (2013) group aspects of job satisfaction into
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study have similar finding in the Wa Municipal. Indicators identified include location of

I categories including school factors, class room factors among others. The results of this

the school, teaching equipment, ventilation and lightening, present teaching load, class

size and students' performance. Teachers' assessment of satisfaction and dissatisfaction

about these elements is quite related to the findings of empirical studies in the field.-,
Gyamfi (2014) observation in Ghana among the police service provides that, role

ambiguity and physical environment have significant correlation with job satisfaction.

The results of this study confirm these past studies with evidence in Table 4.9.

Table 4. 9: Satisfaction with job environment indicators

Job Environment Very Satisfied Dissatisfied Very Total

Indicators Satisfied Dissatisfied

Location of the school 56 (44.8) 54 (43.2) 10 (8.0) 5 (4.0) 125 (100.0)

Teaching equipment 6 (4.8) 50 (40.0) 60 (48.0) 9 (7.2) 125 (100.0)

Present teaching load 10 (8.0) 68 (54.4) 41 (32.8) 6 (4.8) 125 (100.0)

Class size 5 (4.0) 58 (46.4) 47 (37.6) 15(12.0) 125 (100.0)

Student performance 4 (3.2) 67 (53.6) 45 (36.0) 9 (7.2) 125 (100.0)

Ventilation and lightening 4 (3.2) 82 (65.6) 35 (28.0) 4 (3.2) 125 (100.0)

, Source: Field Survey, 2015 (Figures in parenthesis are percentages).../'

Location of the school

From Table 4.9, about 44.8% of the sample indicates strongly an extreme satisfaction

with their schools' location while 43.2% were observed to be moderately satisfied. Only
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10 respondents representing 8% of the sample were dissatisfied and 5 respondents

representing 4% very dissatisfied with their school location.

Most of the respondents expressed satisfaction for the location of their schools. The

justification is that all the sample schools are found within the Wa Municipal with a

relatively access to basic amenities. Teachers can be in schools and can easily access

basic services in the municipality without more transport cost. This could be the possible

reason for the observation high satisfaction among respondents.

Equipment/or teaching

The survey results point out that about 4.8% of the sample respondents are very satisfied

with equipment available for teaching while 50 respondents representing 40% indicate

that they are moderately satisfied with the equipment available for teaching. However 60

respondents making up of 48% of the sample confirm being very dissatisfied with the

equipment available for teaching and 9 respondents constituting 7.2% were observed to

be moderately dissatisfied with the equipment available for teaching (see Table 4.9).

The descriptive statistics suggest that at least more teachers have express dissatisfaction

with the equipment available for teaching than those with satisfaction. It was observed

that most of the schools have not gotten modem equipment such as computers to aid the

teaching of leT or laboratories for practical work. Access to some services is therefore,

limited. This could be reason for teachers expressing dissatisfaction for the availability of

equipment for teaching. These finding further agree with the results of Oduro-Owusu

63

_ -.--J

f

 

 www.udsspace.uds.edu.gh 

 

 

 

 

 

 

 



(2010) who maintained that teacher have dissatisfaction with the quality of school

infrastructure. Equipment for teaching constitutes significant aspect of key school

infrastructure.

Teaching load

The results in Table 4.9 indicate that 68 respondents representing more than half (54.4%)

of the sample are Satisfied with their present teaching load whiles 41 respondents making

up of 32.8% are dissatisfied. To the extreme, 10 respondents constituting 8% are very

satisfied whiles only 6 respondents representing 4.8% are very dissatisfied with their

present teaching load. Quite different from public discussions teacher are at least satisfied

with their current workloads in the various schools despites increase in enrollments.

Teacher satisfaction with current workload also implies that schools have the needed

human resources (enough teachers) to teach the students. Shortage of teachers could lead

to overburden and hence dissatisfaction. The possible reason for this finding is that

teachers may have interest in teaching in schools located in urban centers relative to those

in the hinterlands. Increase supply of teachers in urban areas will thus reduce average

work load.

Class size

Policy support for class management to achieve a better student teacher ratio has receive·

a good response in SHSs. Contrary to the results of Oduro-Owusu (2010) in Kumasi

Metroolis, the results of this survey maintain that teachers are at least satisfied with their
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indicated Satisfaction for their class size and 4% appeared to be very satisfied. However

r class sizes. From Table 4.9, 58 respondents representing 46.4% of the sample has

47 people representing 37.6% of the sample respondents have indicated their

dissatisfaction about their class size and 12% are very dissatisfied.

Class size plays a very critical role in lesson delivery. The teacher is able and satisfied

with smaller class sizes. Larger class size has implication for teaching and students

performance. They increase teacher workload in marking and for teaching demonstration

and activity base lessons.

Students' performance

In all academic environments students' performance is part of the indicators of the

success of the institution. Teachers reported mixed satisfaction about their students'

performance. From Table 4.9, majority (67 respondents) representing 53.6% of the

sample population has indicated that they are satisfied with the level of the students'

performance. Meanwhile 45 respondents constituting 36% of the population size

indicated that they are dissatisfied with the level of students' performance. However 9

respondents representing 7.2% said they were very dissatisfied, whiles only 4

respondents, being the least represented with only 3.2% confirmed that they were very

satisfied with the students' performance.

Teachers are always overwhelmed when their students perform creditably. Discussions

with teachers reveal that a major source of motivation to the teacher is seeing the student
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perform creditably. It represents some kind of self-assessment for teachers to produce

quality students in terms of academic performance.

Ventilation and lightening

On ventilation and lightening, majority (82 respondents) of the sample population

consisting of 65.6% were seen with greater satisfaction. Besides, 35 people constituting

28% of the sample are not satisfied with the current infrastructure in terms of ventilation

and lightening. The descriptive statistics are shown in Table 4.9. The effort of present and

past governments has given policy support to upgrading of physical infrastructure

including schools. This could probably be the reason for quality infrastructure in most of

the schools.

4.4.3 Satisfaction with relationship with stakeholders

Previous studies [e.g Usop et al. (2013)] maintain that teachers' obtained satisfaction

from having good relationships with stakeholders. The results of this study provide

related evidence. Teacher satisfaction from relationship with stake was assessed using

teacher relationship with the director of education, relationship with headmaster or

headmistress, supervisor appreciation for teacher performance, participation in PTA,

participation in SRC, participation in decision making and conflict management.

Respondents' indication of their satisfaction and dissatisfaction with these indicators are

shown in Table 4.10.
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Table 4. 10: Satisfaction with relationship with stakeholders

Relationship with Very Satisfied Dissatisfied Very Total

stakeholders indicators Satisfied Dissatisfied

Director 40 (32.0) 68 (54.4) 13 (10.4) 4 (3.2) 125 (100.0)

Headmaster/headmistress 43 (34.4) 72 (57.6) 9 (7.2) 1 (0.8) 125 (100.0)

Supervisor appreciation 35 (28.0) 63 (50.4) 20 (16.0) 7 (5.6) 125 (100.0)

Participation in PTA 31 (24.8) 70 (56.0) 18 (14.4) 6 (4.8) 125 (100.0)

Participation in SRC 31 (24.8) 63 (50.4) 27 (21.6) 4 (3.2) 125 (100.0)

Participation in decisions 28 (22.4) 65 (52.0) 27 (21.6) 5 (4.0) 125 (100.0)

Conflict management 35 (28.0) 55 (44.0) 30 (24.0) 5 (4.0) 125 (100.0)

Source: Field Survey, 2015 (Figures in parenthesis are percentages)

Relationship with director

The regional director of .education is the administrative head and therefore, coordinates

the activities of schools at all levels under the Ghana Education Service. Teacher

establishment of good relationship with the director has implications for job satisfaction.

From Table 4.10, the results provide that 40 respondents constituting 32.2% were very

satisfied with the relationship they have with their director and 68 respondents (54.4% of

the sample) were satisfied with the relationship have with their director. However, 13

respondents constituting 10.4% were dissatisfied and only 4 people (3.2%) were very

dissatisfied with the relationship they have with their director.

Many teachers have established good relationships with the director in the Wa Municipal.

Their ability to have good relationship with administrative heads enhances
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communication flow along the lines of administration in the system. This can promote a

sense of involvement with implications on teacher satisfaction. However, only a smaller

proportion of respondents express dissatisfaction for their relationship with the director.

Such respondents probably could have personal problems with the director on issues of

condition of service.

Relationship with headmaster/headmistress

In educational institutions such as SHSs, heads of staff are often responsible for

providing enabling environments for production to take place. A reflection of this is often

seen in their relationships with the employees. The results of this study therefore, confirm

this in the Wa Municipal. Table 4.10 provides that teachers' satisfaction with their

headmasters/headmistress is highly achieved among staff. It was revealed that 72 teachers

who represent 57.6% of the sample are satisfied and 43 respondents (34.4%) were very

satisfied with their relationship with headmaster/headmistress. Only 1 respondent

representing 0.8% were very dissatisfied and 9 respondents constituting 7.2% confirmed

being dissatisfied with their relationship with headmaster/mistress. SHRM (2013) studied

employee job satisfaction and engagement in the United States and identify relationship

with immediate supervisor as a significant influence of job satisfaction. The results of this

study therefore, do not stand isolated but confirm past studies in the field of job

satisfaction.

The possible reason for this observation is that heads of SHSs in the Wa Municipal are

putting efforts to understand teacher's physiological and psychological needs. This places
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The few respondents who show dissatisfaction with their relationships with heads

them in better positions to relate well with their teachers to increase their job satisfaction.

probably could be challenged with some administrative principles of which they are

victims.

-----,
Supervisor appreciation of teacher performance

Teachers can draw satisfaction from supervisors' assessment of their performance. An

investigation into this point out that, on average, teachers are satisfied with their

suppressor's' assessment on their performance. The results in Table 4.10 indicate that 35

teachers constituting about 28% of the sample confirmed that they are very satisfied

whiles 63 respondents representing 50.4% are found to be moderately were satisfied. It

was also discovered that 20 respondents who form 16% of the sample are dissatisfied

with supervisor assessment of their performance. However, only 7 people representing

5.6% indicated that they were very dissatisfied with how their supervisor appreciates

their performance.

The fact that teachers have been given good assessment for their performance and

declared as good in the execution of their duties offers them the spirit of hard work. They

therefore, get satisfied with the fact that supervisors appreciate their efforts in delivering

services to the school. The relatively smaller proportion of the sample that was observed

to have dissatisfaction with their supervisors' appreciation for their efforts probably could -

be falling below some minimum requirements in executing their duties in school.
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/ Participation in PTA

Parent Teacher Association (PTA) represents a platform for parents and teachers to

discuss issues on the school development. A good relationship among parents and

teachers will reflect in effective participation in PTA from which teachers can draw

satisfaction from. Results of the survey indicate that majority of the teacher are satisfied

with PTA participation. From Table 4.10, 70 respondents which form 56% of the sample

are satisfied with their PTA participation and additional 6 respondents which constituted

about 4.8% of the population are very dissatisfied with their PTA participation. However,

31 representing 24.8% of the entire survey indicate very dissatisfaction while 18

respondents constituting 14.4% are moderately dissatisfied with their PTA participation.

Lum et al. (1998) ague strongly for participation as an aspect of job satisfaction. PTAs in

many instances seek to address the welfare of both teachers and students. They play

several roles in the school including provision of physical infrastructure such as toilet

facilities, classrooms and teachers accommodations. Teacher satisfaction with PTA

participation in school activities has implication for the development of the school.

Participation in Student Representative Council (SRC)

Erciti et al. (2011) identify involvement in programmes as a strong aspect of job

satisfaction. The results of this study confirm this proposition. SRC represent a platform

for teachers and students to meet and contribute towards management issues of the.

school. Teacher and students therefore, draw satisfaction from such arrangements

especially when their views are better represented or their grievances addressed. The
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)
survey results provide evidence of teacher satisfaction from the Schools' SRC. From

Table 4.10, about 63 respondents representing 50.4% of the sample indicated that they

are satisfied with their SRC participation. It was also discovered that 31 teachers

representing 24.8% of the sample are very satisfied. However, 27 respondents

constituting 21.6% of the sample expressed dissatisfaction with their participation on

SRC whiles 4 respondents which constitute about 3.2% very dissatisfied.

Schools often have their SRC boards that represent teacher and students. The reason for

most teachers being satisfied with SRC could be that though probably not personally

participated, their view could be well represented by their representatives. This could

increase their satisfaction with SRC decisions.

Participation in decision making

This aspect tries to analyse teachers' satisfaction with their inclusion in decision making

in the school. The purpose is to identify any form of domination in the school

management. Teachers' responses however, suggest that democratic procedures are

followed in decision making process. It was discovered that many respondents are

satisfied with their inclusion in various decisions making processes in the school. Results

in Table 4.10 show that 65 respondent, making 52% of the sample were observed to be

satisfied with this aspect of their job and 28 respondents representing 22.4% were very

satisfied. About 27 respondents which form 21.6% of the sample indicate dissatisfaction

with their participation in decision making. However, only a few number of 5
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respondents representing 4. % of the sample population was observed to be very

dissatisfied.

Teacher satisfaction with decision making in the school suggests an existence of cordial

relationships among curricular heads and other staff of the schools. This cordial

relationship services as a driving force for unity and representative rule in the schools.

The fact that teacher are called for participation in decision making get their views

represented in management issues of which they draw satisfaction from.

Conflict management

Differences in opinions, divergences in behaviour and misrepresentation of people

feeling are organizational features considered as conflicts. Effectiveness in management

wipes out such issues via a viable conflict resolution mechanisms. The results of the

survey indicate that teachers are at least satisfied with conflict management issues in the

schools. There is evidence from Table 4.10 that 35 respondents constituting about 28%

were very satisfied with conflict management issues in their schools. Besides, 55

respondents who constituted 44% of the sample were observed to be moderately satisfied.

However, 30 respondents representing 24% confirm being dissatisfied while 5

respondents (4%) show very dissatisfaction.

The results suggest that SHSs in the Wa Municipal are free from internal conflicts. This

provides basis for greater potential in human resource development among teacher. It
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also implies that all teacher can contributes towards the organizational development and

receive benefits peacefully to increase satisfaction.

4.4.4 Satisfaction with leadership style

Rao and Narayana (1998) propose a strong argument infavour for leadership style as a

determinant of job satisfaction. Besides, Mahunu (2001) observation among teachers in

some schools at the pre- university level at the Kpando District of Ghana indicate that the

main factor contributing to teacher job satisfaction in schools is leadership style. Their

proposition presents a justification for this study to assess teacher satisfaction with

leadership style in their schools. Main indicated observed include gender equity, teacher

code of conduct, conflicts in leadership and freedom of expression. Evidence in Table

4.11 suggests that the results of this study confirm that of past studies on leadership style

and teacher job satisfaction.

Table 4. 11: Teacher satisfaction with leadership style

Leadership style Very Satisfied Dissatisfied Very Total

indicators Satisfied Dissatisfied

Gender equity in leadership 28 (22.4) 65 (52.0) 27 (21.6) 5 (4.0) 125 (100.0)

Teacher code of conduct 18(14.4) 81(64.8) 22.(17.6) 4 (3.2) 125 (100.0)

Conflicts in leadership 18(14.4) 71 (56.8) 31 (24.8) 5 (4.0) 125 (100.0)

Freedom of expression 22 (17.6) 73 (58.4) 25 (20.0) 5 (4.0) 125 (100.0)

Source: Field Survey, 2015 (Figures inparenthesis are percentages)
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Gender equity in leadership

The representation of social groups IS important in organizational management.

Proponents of gender equity have scaled up the debate in gender roles in organisations.

Today, organisations that have respect for social groups include in their leader both men

and women in management issues. In the SHSs in Wa Municipal, teachers are at least

satisfied with gender representation in curricular activities. It was revealed that 28

respondents representing 22.4% were very satisfied and 65 respondents (52%) were

observed to be moderately satisfied. Meanwhile 27 respondents constituting 21.6% of the

sample are dissatisfied, and 5 respondents making up of 4% are very dissatisfied with

gender equity in leadership.

The results indicate that only 25% of teachers in the SHSs are females. Despites their

relatively fewer numbers yet they are represented in leadership positions in the schools.

The objective of gender equity in organisations as a campaign by social organisations

today has been achieved in SHSs especially in the Wa Municipal.

Application of teacher code of conduct

Every organisation in Ghana has guidelines to shape the behaviour of employees. The

Ghana Education Service has this as teacher code of conduct: Application of teacher code

of conduct appears effective among the schools. Teachers have indicated a strong

satisfaction for this in Table 4.11. The results confirm 18 respondents (14.4%) are very

satisfied with the application of teacher code of conduct in the schools. Besides, 81

respondents who constitute 64.8% were observed to be moderately satisfied with the
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application of teacher code of conduct. However, 22 respondents constituting 17.6% are

dissatisfied and only 4 people representing 3.2% are very dissatisfied with the application

of teacher code of conduct.

The results imply that leadership style in the vanous schools is very effective by

implementing a functional framework that regulates teacher behaviour towards the

achievement of the organizational goals. The results also suggest that teachers themselves

appreciate their own efforts in the application of the code of conduct.

Leadership style and conflict

Today many organisations are faced with internal conflicts ansmg from leadership

positions. Some leaders are found of associating themselves with a segment of the staff

while sidelining others from effective participation of management issues. Such conflicts

sometimes have ethnic, political and religious traces. The survey results do not confirm

the presence of such leadership conflicts in the various schools. Teacher have therefore,

indicated satisfaction with leadership roles and conflicts emergences in the schools. The

results in Table 4.11 indicate that 18 respondents who represent 14.4% are very satisfied

and 71 respondents who constituted 56.8% of the sample are moderately satisfied. About

31 respondents representing 24.8% confirm being dissatisfied and 5 respondents who

form 4% were very dissatisfied when whit how leadership style breeds conflict.
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A good leadership style in an organization should grant employees the freedom of

Leadership style andfreedom of expression

expression that can contribute to development. The results of the survey revealed that

teachers are satisfied with how leadership style grants freedom of expression in the

various schools. Evidence in Table 4.11 provides that 22 respondents who represent

17.6% are found to be very satisfied and 73 respondents who constituted 58.4% are

moderately satisfied. However, 25 respondents representing 20% confirm being

dissatisfied and 5 respondents who form 4% of the sample population were found to be

very dissatisfied.

Teachers become satisfied when they are able to discuss their challenges freely with

management. They derive satisfaction from interaction with leaders of the organisation in

areas they feel should receive changes or strengthen to achieve the organizational goal.

An absence of this would lead to teacher dissatisfaction with leadership style. The fact

that many respondents are satisfied with the leadership style suggests co-operation with

management, absence of division in socio-economic and demographic backgrounds and

willingness to assist in management.

4.4.5 Satisfaction with Motivation

Studies in Ghana such as William (2011) maintain that motivation has a causal link with

job satisfaction. Consistent with past studies, the results of this study provide evidence to.

support the proposition that motivated teachers are often satisfied and are willing to

increase performance on the job. In the analysis, concentration is being focused on
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indicators such as access to accommodation, maternity and sick leave, health insurance,

salary advancement and support for social ceremonies (e.g marriages, funerals and

naming ceremonies). Teachers' satisfaction with these indicators is shown in Table 4.12.

Table 4. 12: Satisfaction with motivation

Indicators for motivation Very Satisfied Dissatisfied Very Total

Satisfied Dissatisfied

Access to accommodation 4 (3.2) 48 (38.4) 49 (39.2) 24 (19.2) 125 (100.0)

Maternity and sick leave 9 (7.2) 70 (56.0) 39 (31.2) 7 (5.6) 125 (100.0)

Health Insurance 9 (7.2) 55 (44.0) 38 (30.4) 23 (18.4) 125 (100.0)

Salary advance 5 (4.0) 28 (22.4) 63 (50.4) 29 (23.2) 125 (100.0)

Social support ceremonies 17(13.6) 58 (46.4) 37 (29.6) 13(10.4) 125 (100.0)

Source: Field Survey, 2015 (Figures in parenthesis are percentages)

Access to accommodation

Teacher accommodation has been a challenge for most SHSs in Ghana. Stakeholders

sometimes therefore, motivate teaches by facilitating their access to accommodation.

Teachers generally expressed dissatisfaction with their access to accommodation. Results

of the survey point out that,49 respondents constituting 39.2% are dissatisfied with their

access to accommodation and 24 people representing 19.2% are very dissatisfied with

access to accommodation in the schools. However, 8 respondents representing 38.4% are

satisfied with this indicator and only 4 respondents representing 3.2% are very satisfied.
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Further enquiry revealed that the challenge is not even the condition of accommodation

but non-availability at all. Limited access to accommodation has implications for the

school management. The result implies that teacher would not be able to stay and monitor

students' behavior during the night in the case of boarding schools. One not staying on

the school premises, any attempt to visit the school at night to ensure discipline can lower

satisfaction among teachers.

The results for this section agree with teacher dissatisfaction with the school

infrastructure. The justification for this observation could be that, policy support for.

access to education has broadened enrollment with corresponding increase in all facilities

such as accommodation for staff. This remains a challenge for most schools as teachers

have to travel long distances to teach.

Maternity and sick leave

Maternity and sick leave constitute a significant motivational factor in the condition of

service for SHS teachers. Teachers are permitted to have a break when sick or have

given birth. Despite a condition of service yet some teacher find it very challenging

accessing the opportunity. The results of this survey however confirm teacher satisfaction

in the case of the Wa Municipal.

Evidence in table 4.12 provide that more than half of the sample respondents (70 people)

representing 56% were found being satisfied with maternity and sick leave and 9

respondents representing 7.2% were found to be very satisfied. However, 39 respondents
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who form about 31.2% were dissatisfied and 7 respondents making 5.6% were very

dissatisfied with maternity and sick leave.

The fact that maternity and sick leave are granted to teachers represent efforts for human

resource sustainability. This will motivate teachers and hence increase their level of

satisfaction with the job.

Health insurance

The core of human resource development lies on the health status of the worker. Many

organisations therefore, try to provide health need for the worker through the insurance

programme. In the Ghana Education service teacher with SSNIT contributions are

granted access to health services through the health insurance programme. The survey

results confirm that teacher have been benefiting from health service and are therefore,

satisfiend with the health insurance programme. The results in Table 4.12 indicate that 9

respondents representing 7.2% of the sample were found to be very satisfied with health

insurance in the aspect of their job. Evidence also shows that 55 respondents who

constitute 44% were moderately satisfied with insurance. Besides, the results suggest that

38 respondents constituting 30.4% were found to be dissatisfied and 23 people

representing 18.4% are very dissatisfied.

Dissatisfied teacher however, indicate that the health insurance programme does not

cover several aspects of their health needs. The programme is not well equipped with the

needed drugs to cure them as often recommended. Many teachers are therefore asked to
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access some prominent drugs from private firms for their health needs. A comprehensive

health insurance programme would have given them more satisfaction.

Salary advancement

Salary of employees constitutes a significant indicator for job satisfaction. Employees are

motivated by salary advancement which contributes to optimum satisfaction. The survey

results suggest that greater proportion of respondents is not satisfied with their salary

advancement. From Table 4.12, more than half of the entire population thus 63 people

who represent 50.4% are dissatisfied and 29 respondents who form 23.2% were very

dissatisfied with their salary advancement. Only 5 respondents representing 4% were

very satisfied and 28 respondents constituting 22.4% confirmed being satisfied.

There are several possible reasons for teacher dissatisfaction with their salary

advancement. Teachers were observed to have fixed salary for a long period of time

alongside with current economic hardship. The exchange rate volatility and increasing

inflation trend devalues fixed incomes. The value of teachers' salary keeps on decreasing

in real terms despite their effort to increase performance at the job place. Teachers'

dissatisfaction with salary advancement partly has its basis from the economic conditions.

Social support ceremonies

The Ghanaian society has value for social activities with cultural dimensions from which

satisfaction is derived. These basically are ceremonies such as wedding, funerals and

naming ceremonies. An enquiry into teacher satisfaction with support for these activities
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,
I revealed that teachers are at least satisfied. The results in Table 4.12 shows that 17

respondents who represent 13.6% were found to be very satisfied and 58 respondents

who constituted 46.4% of the sample are moderately satisfied. However, 37 respondents

representing 29.6% confirm being dissatisfied and 13 respondents who form 10.4% to the

extreme are very dissatisfied with support for social ceremonies.

4.5: Level of Job Satisfaction among Teachers

This section presents results and analysis of the degree to which teachers are satisfied

with some indicators. The indicators are presented in the form of statements for which

respondents are to indicate their level of agreement as a proxy of job satisfaction. First,

teachers were asked to indicate whether they will be willing to remain in teaching

forever. Their responses suggest high level of dissatisfaction with the job. It was

discovered that 75 respondents representing 60% of the sample population are not willing

to remain in the teaching job forever. However, 50 respondents representing 40% of the

sample are willing to remain in the job forever. The result suggests that any form of

satisfaction with job indicators expressed by respondents is only a short term

phenomenon. Teachers will have dissatisfaction with the job in the long run.

Further analysis of teacher level of agreement with some job satisfaction indicators is

done. Teachers were asked to indicate whether they strongly agree, agree, disagree or

strongly disagree with some positive statements about their job performance. Considering

the proportion of respondents who are at least agree with the performance indicators,
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more than 50% of respondents indicate high level of satisfaction for their job. The results

are shown in Table 4.13.

Table 4. 13: Level of teachers' agreement with some satisfaction indicators

Satisfaction Indicators Strongly Agree Disagree Strongly Total

Agree Disagree (percent)

I like teaching 35 (28.0) 67(53.6) 18(14.4) 5 (4.0) 125(100)

Teaching gives satisfaction 23(18.4) 63(50.4) 32 (25.6) 7 (5.6) 125(100)

Students like what I teach 46 (36.8) 65(52.0) 13(10.4) 1 (0.8) 125(100)

I take part in school activities 23(18.4) 75(60.0) 25 (20.0) 2 (1.6) 125(100)

I feel competent 35(28.0) 67(53.6) 21 (16.8) 2 (1.6) 125(100)

I am satisfied with my job 17(13.6) 64(51.2) 39 (31.2) 5 (4.0) 125(100)
~

.-/ Community appreciates me 20(16.0) 75(60.0) 25 (20.0) 5 (4.0) 125(100)

Staff give effective leadership 13 (10.4) 78(62.4) 32 (25.6) 2 (1.6) 125(100)

I recommend teaching to others 18(14.4) 66(52.8) 29 (23.2) 12 (9.6) 125(100)

I prefer teaching in this school 22 (17.6) 56(44.8) 34 (27.2) 13 (10.4) 125(100)

Source: Field Survey, 2015 (Figures in parenthesis are percentages)

Teachers were asked to indicate the extent to which they like teaching. The results
....•

provide that 35 responderits constituting 28% of the sample population strongly agreed

that they like teaching and 67 respondents who form 53.6% moderately agreed that they

like teaching. However, 18 respondents constituting 14.4% disagreed to the statement

that they like teaching and 5 respondents representing 4% confirm they strongly

disagreed with this statement.
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/ The results reveal that teachers like the teaching profession and have again confirmed

that they drive satisfaction from it. At least 50% of the sample is satisfied whiles 18.4% is

very satisfied by agreeing strongly with the proposition. The evidence of teacher

satisfaction with the job is shown by their indication of how students like what they

teacher. Table 4.13 provides that more than 50% of the respondents maintain that

students like what they teach.

The results of the survey point out that teachers' satisfaction has a link with their

participation in co-curriculum activities. It was observed that 75 respondents representing

60% of the sample population agree that they are being engaged in the school activities.

Their involvement in the schools activities such as co-curricular offers them some level

of satisfaction about their competences. Majority (see Table 4.13) of the respondents

therefore, confirm their state of being satisfied with their level of competence usually

resulting from their participation in the various school co-curricular activities.

Besides, the results further provide that respondents are generally satisfied with their

profession considering the way they execute their duties and the response from students

as a performance measure. About 13.6% strongly agree that they are satisfied while

51.2% are at least agreeing that they are moderately satisfied. Further indications show

that communities appreciate teacher performance both in class and outside class.

Community appreciation for teacher performance gives them high level of satisfaction for

the job. This is enhanced by effective leadership the staff offers in the various schools.
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Respondents agree that staff give effective leadership in the schools to increase their

satisfaction (see Table 4.13).

The results also reveal that teachers' satisfaction is depicted by their willingness to

recommend the teaching profession to other colleagues. More than 62.4% of respondents

at least agree to this proposition. These categories of respondents are comfortable with

the profession and will to recommend it to others. Their high level of satisfaction with the

job is also supported d by the fact that they would like to remaining teaching in their

present schools even in the future.

4.6: Teachers characteristics influencing job satisfaction

Empirical studies have indicated that certain characteristics of the worker have influence

on the level of job satisfaction. These features include the socio-demographic and

economic variables related to the worker, the belief system and social relations associated

with the worker. These variables shape the individual behaviour and therefore, have

influence on their job satisfaction.

4.6.1 Gender influence on job satisfaction

The proportion of male teachers satisfied with their job is less than that of female

teachers. This implies that female teachers are more satisfied than their male

counterparts. A chi-square test was used to test the claim that respondents' gender has an

influence on satisfaction. The distribution and test statistic are shown in Table 4.14.
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Female 3 22 25

Table 4. 14: Gender and job satisfaction

Gender Job satisfaction status

Satisfied Not Satisfied Total

Male 11 89 100

Total 14 111 125

Test statistic Pearson Chi-Square = 0.02 Df=l Assymp. Sig = 0.887

Source: Field Survey, 2015

The chi-square value is observed at 0.02 with 1 degree of freedom (Df). This value is not

significant at the 5% level. The results of the study therefore, provide enough evidence to

reject the claim that gender has n influence on teacher satisfaction.

The reason for this observation could probably be that men are often more aggressive in

wealth acquisition compared to females. Despite social transforms, yet females are still

concentrating on domestic activities while males dominate in providing for the family.

Any successful attempt by females to engage in an income generating activity make them

satisfied.

I,

4.6.2 Marital status influence on job satisfaction

A null hypothesis was formulated on the influence of marital status on job satisfaction.

The hypothesis states that job satisfaction among teacher is independent on marital status.
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The survey results are shown in Table 4.15. The descriptive statistics suggest that married

teachers are less satisfied than those currently not staying as spouse.

Table 4. 15: Marital status and job satisfaction

Marital Status Job satisfaction status

Satisfied Not Satisfied Total

Single 2 14 16

Married 10 91 101

Devoiced 2 4 6

Widowed 0 2 2

Total 14 111 125

Test statistic Pearson Chi-Square = 3.406 Df=3 Assymp. Sig = 0.333

Source: Field Survey, 2015

From the table, the statistics on chi-square estimation provide enough evidence to reject

the claim of independence of job satisfaction on marital status. Teachers' satisfaction

with their job is influenced by their marital status. The possible reason for this

observation is that married people have pressing household needs such as food, clothing

own accommodation of descent standard, increasing children school fees among others.

These pressing needs influence their expectation about their earnings. They therefore,

remain dissatisfied with their job.
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Some teachers engage in business activities to augment their monthly income. There

4.6.3 Engagement in other business activities and job satisfaction

could several possible reasons for this. First, teachers are not receiving enough from their

job hence the need to resort to alternative sources. Second their job is very flexible that

they can have extra time enough to engage in other business activities besides teaching.

This form the basis for formulating a null hypothesis that job satisfaction is independent

on teacher engagement in other livelihood/business activities. The results are shown in

table 4.16

Table 4. 16: Engagement in other livelihood strategy besides teaching and job
satisfaction

Livelihood status Job satisfaction status

Satisfied Not Satisfied Total

Teaching only 9 49 58

Have other livelihood 5 62 67

Total 14 111 125

Test statistic Chi-Square = 2.028 Df= 1 Assymp. Sig = 0.154

Source: Field Survey, 2015

Relatively, many of the dissatisfied teachers have engaged themselves in other business

activities. Besides, the chi-square results indicate that there is not enough evidence to

reject the claim put forward by the null hypothesis. The chi-square value (2.028) is not

significant at 5%. The results therefore, imply that teachers are dissatisfied with their job

and have to resort to alternative ways for satisfaction. Besides, teachers have indicated a
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profession. Also 19 respondents who constituted 15.2% of the total population size said

they choice were influence by family and tradition. Again 13 respondents representing

10.4% of the sample population were also influence by the salary. Meanwhile 34

respondent constituting 27.2% indicated that it's the job security that influences them.

A chi-square test was run to validate the hypothesis that reason for career choice has no

influence onjob satisfaction. The results are provided in Table 4.17

Table 4. 17: Influence of career choice and job satisfaction

Influence of career Job satisfaction status

choice Satisfied Not Satisfied Total

Status of profession 4 55 59

Family/Tradition 4 15 19

Salary 12 13

Security 5 29 34

Total 14 111 125

Test statistic Chi-Square = 3.595 Df=3 Assymp. Sig = 0.303

Source: Field Survey, 2015

Chi-square value (3.595) from the table is not significant at 5% level. This implies that

there is not enough evidence to reject the claim that teachers reasons for their career

choice has no influence on their job satisfaction.
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The possible justification for these results is that people who choose career for

satisfaction indicators such as the status of the profession would have more commitment

to the job. They are therefore, satisfied as teachers. Besides those who choose their career

because of job security will remain satisfied as long as they remain on the job. However,

those who choose their career because of the salary suggests that a fluctuation in their

salary probably resulting from unfavourable economic conditions or policy weakness will

attract a corresponding changes in their satisfaction derived. Such categories of teachers

are often not satisfied with their salary advancement and other remuneration packages

j

4.6.5 Position in school influence on job satisfaction

Earlier sections of the results of this survey indicate that teachers are satisfied with the

roles they play in the school probably because they see themselves competent and can

deliver their duties effectively. However, the controversy is that a section of them are

among the dissatisfied teachers. A chi-square test was therefore, adopted to test if status

in school and job satisfaction has a relationship. The results are provided in Table 4.18.
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Subject master only

Form master

House master

Senior House master

Sports master

Total

6

6

61

31

17

67

37

18

2

Table 4. 18: Status in school and job satisfaction

Status in school Job satisfaction status

Satisfied Not Satisfied Total

o 1

111 12514

Test statistic Chi-Square = 5.00 Df=4 Assymp. Sig = 0.287

Source: Field Survey, 2015

There is insufficient evidence to reject that claim that teacher status in school is

independent on job satisfaction. The possible justification for this observation is that

teachers probably are not rewarded for the extra roles they play. They see themselves

competent with the roles they play but remain dissatisfied with the job.

4.6.6 Plans for further studies influence on job satisfaction

It is a common objective for many teachers to increase their human resource capacity in

their profession through further studies. The flexibility to achieve this in the profession

offers some kind of satisfaction to those willing to do so. The results provide that many

of the dissatisfied teachers are those that have plans for further studies. A hypothesis was

therefore, formulated to see if plans for a further study has influence on job satisfaction.

The results are shown in Table 4.19
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No plan for further studies

Have plans for further

studies

2 14 16

Table 4. 19: Plans for further studies and job satisfaction

Plans for further studies Job satisfaction status

Satisfied Not Satisfied Total

12 97 109

Total 14 111 125

Test statistic: Chi-Square = 0.031, Df= 1, Assymp. Sig = 0.860

Source: Field Survey, 2015

Chi-square procedure was adopted and the results suggest that there is not enough

evidence to reject the claim that plans for further studies have no effect on job

satisfaction. An enquiry into teachers' knowledge on job satisfaction reveals that study

leave is a condition for service for teachers but difficult to obtained. Teachers with plans

for further studies are therefore, not satisfied especially in accessing study leave. This

make them dissatisfied with their conditions of service.

4.6.7 Relationships' influence on job satisfaction

The school is also a social environment where students and teachers familiarize

themselves with one another. The social relationship among teachers in the school is

believed to have an influence on job satisfaction. This section therefore, analyse insues

including who they seek support from during times of difficulty, trust among teachers and

membership to associations.
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Who to seek support/rom when encountering personal challenges

Just as students need counseling when encountered with challenges, teachers also have

personal challenges they may want to seek advice. Such challenges can emerge from the

home or the school that can influence teachers' psychological behaviour. However, the

relationships they establish within the school social system can be useful during such

instances. Such relationships when present in schools offer teacher a great joy and

satisfaction. The scope of the survey includes an analysis of who teachers seek advice

and support from when they are in difficulties. The results are shown in Figure 4.5

The survey results show that 24 respondents 19.2% of the sample have indicated that they

will seek support from their colleagues at home. It was also discovered that 22

respondents constituting about 17.6% of the sample population will seek support and

advice from their fellow teaches in the school. It was further observed that 53

respondents constituting about 42.4% prefer seeking support and advice from the school

authorities in times of challenges. Only 6 respondents which represent 4.8% confirmed

that they will talk to the trade union when they face challenges in their job. Finally, 20

respondents which represent 16% of the sample stated they will talk or seek support from

their families in times of challenges.
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Figure 4. 6: Sources of support and advice for teachers in times of challenges
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Source: Field Survey, 2015

Many teachers prefer discussing their personal challenges with the school authorities or

associations within the school environment. Only a small proportion of teachers will seek

emotional support from family and colleagues outside the school social environment. The

results therefore, imply an unquantifiable amount of satisfaction teachers can derived

from the job besides academic activities. In times of sorrow, teachers have around them

various institutions that can share joy with them to minimize their emotional challenges

and this represent a form of satisfaction.

Trusta~ngteachers

The analysis is extended to see if teachers do have trustworthy relationships among

themselves in the school. The results maintain that 95 respondents, which form about

76% of the sample populations, indicated that they trust their colleagues at their work

environment. The remaining 30 respondents constituting about 24% point out that they
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do not fully trust their colleague teachers in the school. The results are show in Figure

4.7.

Figure 4.7: Trust relationships among teachers
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24

No Trust

Many teachers have confirmed the existence of a trustworthy relationship among

themselves. This has implication for unity and in the schools. These will be little or no

opportunity for disputes among teachers in the various schools. This has implications for

good moral standard and the zeal to support others in times of needs.

Trust for superiors

In the SHSs, teachers considered their superiors to include all the officials handling

positions above the classroom teacher. They include the administrative staff consisting of

headmaster and hislher associates, the director and any other personnel vested with the

power to give directives to teachers. Respondents have indicated a fairly satisfaction with
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regard to their trust relationship with their superiors. The survey results provide that 74

respondents, which form about 59.2% of the sample, have trustworthy relationships with

their superiors. However, 51 respondents which form 40.8% of the sample population do

not have trust for their superiors at work. Teachers who do not have trust for their

superior are therefore, not confortable in discussing their personal challenges with their

superiors. The results are shown in Figure 4.8.

Figure 4. 8: Respondents trustworthy relationship with superiors

No trust for
superiors

41%

Source: Field Survey, 2015

The results suggest trust for superior for many respondents. However, they 41% of

respondents that have no trust for superiors is an issue of concern. It implies that

trustworthy relationships are stronger in the lower part of the organizational hierarchy

than the apex. Teachers have trust for themselves but lack it for superiors to some extent.
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This will limit the flexibility of communications involving sensitive Issues between

teachers on one hand and superiors on the other hand.

Effect 0/ teacher associations on job satisfaction

Teachers have indicated their membership to several associations within the school

environment. The effect of these associations onjob satisfaction has been confirmed by a

number of respondents. The results in Figure 4.9 show that 71 respondents, which form

about 56.8% of the sample population confirmed that their membership to an association

influences their job satisfaction. The direction of influence has been indicated as positive.

However, 54 respondents which form 43.2% believe that their membership to an

association has no influence on their job satisfaction.

Figure 4.9: Membership to association influence on job satisfaction

Source: Field Survey, 2015
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For those with the view that teacher associations has influence on job satisfaction, they

were further required to indicate if any the how associations enhances their satisfaction.

A cross-section of their responses is presented in Table 4. 20.

Table 4. 20: How teacher associations enhance job satisfaction

Influence of association on job satisfaction Frequency Percent

They represent teachers at the national level 25 20.0

They provide security for teachers 23 18.4

Negotiate for better condition of service 16 12.8

They give guidance to teachers 6 4.8

They issue habitat loans and support for members 1 0.8

Total 71 56.8
yo

/ Source: Field Survey, 2015

The results in Table 4.20 provide respondents views on how their membership to various

associations influences their job satisfaction. It was discovered that 25 respondents

representing 20% are of the view that their associations represent them at the national

level. Also 23 respondents suggested that their associations provide them with security

and they constitute 18.4% of the sample population. Besides, 16 people representing

12.8% stated that, their associations negotiate better conditions of service for them. The

results also confirmed that 6 respondents who constitute 4.8% of the sample population

maintain that their associations give them guidance and only 1 person representing 0.8%

said his association support by issuing habitat loans to members.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECCOMMENDATIONS

5.1 Introduction

This chapter presents summary of major findings, conclusions and policy

recommendations. The conclusions and recommendations are derived from the findings

of the study.

5.2 Summary

The study was conducted on job satisfaction among Senior High Schools in the Wa

Municipality. The main objective was to assess job satisfaction among teachers.

Specifically, the study sought to anlyse teacher's knowledge and awareness of job

satisfaction, identify the aspects of the job teachers are satisfied and dissatisfied with, the

level of job satisfaction and also identify the teacher characteristics influencing job

satisfaction. Descriptive statistics were used in the analysis of survey data. Besides, cross

tabulations were produced on certain variables that permitted the construction of

contingency tables for the testing of independence of some variables on the influence of

job satisfaction. A non-parametric statistical test; specifically Chi-square statistic was use

to validate some formulated hypotheses. Various responses and implications were

identified and summarized as major findings of the study.
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5.2.1 Major findings

Socio-demographic characteristics

Respondents were observed to have different background characteristics. Many of the

teachers studied were males, married and believe in Islam or Christianity religion. They

mostly had a first degree certificate with only 0.8% of them holding Diploma or Masters

Degree. Teachers were observed to have an average of 37 years of age. Average

household size and dependents were 6 and 4 respectively. Teachers had an average of 10

years of experience andhave taught in their present schools for an average of 4 years.

They belonged to different associations but the dominant ones were GNAT and

NAGRA T. About 52.8% of teachers were engaged- in other income generating activities

besides the teaching.

Teachers' knowledge and awareness of their conditions of service

Teachers demonstrated their knowledge and awareness of job satisfaction in a number of

ways. They pointed out that job satisfaction should be seen as a process where the worker

is provided with documented conditions of services and indeed benefit from such

services. Many teachers were aware that study leave, maternity leave, sick leave among

others were services they need to enjoy to remain satisfied. In addition, the study

provided mixed results on the extent of benefits or access to certain services. About 28%

of respondents indicated that there were limited opportunities for further studies.

Respondents also added that inadequate remuneration, difficulty in accessing study leave,

failure of government to pay their salary and arrears on time, inadequate pension benefits
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satisfaction was concerned.

among others were unfavourable factors as far as their knowledge and awareness of job

Aspects of the job that teachers are satisfied or dissatisfied with

Generally, teachers were satisfied with aspects of the job environment, relationship with

stakeholders and to some extent leadership style. Specifically, they were satisfied with

the location of the school relative to the CBD of the Wa township, class size, ventilation

and lightening in classrooms for the case of job environment factors. Similarly, teachers

expressed satisfaction with their relationship with stakeholders such as the Directors of

education, headmaster/mistress and PTA participation. Leadership style such as gender

equity, application of teacher code of conducts and conflict management increase teacher

satisfaction. They were, however, dissatisfied or very dissatisfied with the human

resource development aspect of the job and the level of motivation given to them.

Specific variables identified include inadequate in-service training (54.4%), access to

accommodation (58.4%) and salary advancement (73.6%).

Level of job satisfaction

Respondents showed a high level of satisfaction for some indicators such as their love
)

and commitment to the job, and students and community appreciation of their efforts.

Teachers agreed or strongly agreed that they like teaching (81.6%), gained satisfaction

from teaching (68.8%), take part in school activities (78.4%) and feel competent (81.6%).
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Teacher characteristics influencing job satisfaction

A test for independence of some variables on job satisfaction was computed. The claim

(null hypotheses) that some observed teacher characteristics are independent of their

satisfaction was rejected. The results therefore, suggest that teacher characteristic such as

status in school, influence of career choice, relationship with staff and membership to

associations had a direct influence on job satisfaction.

5.3 Conclusions

The study provided theoretically consistent findings in the field of teacher satisfaction.

Respondents met some of their needs at all levels of Maslow hierarchy of needs in their

profession. The results also imply that it is possible for an individual to meet some of

his/her needs in a highly ranked category of the hierarchy without necessarily meeting all
}

/ .
the needs in a lower category. The necessary condition is however, that at least some of

the needs in a particular lower bracket must be met before an individual can meet a need

of the next highest bracket. Once en individual has met some of his physiological needs,

he/she can proceed to meet some safety needs even if all physiological needs have not yet

been met. Specifically, the following conclusions are drawn from the results of the study:

• Teacher knowledge and awareness of job satisfaction'

Organizations have variations in background features among staff. In the Ghana

Education Service, teachers in the SHSs share different characteristics. The individual

differences among them have influence on their conceptualization of job satisfaction

and the level of satisfaction derived.
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• Aspects of the job that teachers are satisfied or dissatisfied with

Teachers are not ignorant of what constitute job satisfaction in their field. Their

ability to define clearly job satisfaction and its indicators has implications on their

expectation. Any shortfall associated with management inability to meet teachers

expectation on what they considered elements of job satisfaction will result in job

dissatisfaction;

• Level of job satisfaction

The results of the study imply that teachers are satisfied with some aspects of their

job and dissatisfied with other aspects. They express satisfaction with the arena of the

job environment, relationship with stakeholders and leadership style. However, they

expressed dissatisfaction with the human resource development aspect of the job as

/ well as their motivational arrangements.

• Respondents show a strong agreement with some satisfaction indicators. They are

variables associated with their commitment for the job, loyalty, patriotism,

dedication, and hard work. They strongly agree that these variables offer them high

level of satisfaction.

• Teacher characteristics influencing job satisfaction

Factors influencing job satisfaction among teachers are not limited to management

structure, educational policy, school curricular and the school infrastructure.

Determinants of job satisfaction are extended to teachers own characteristics both in

school and outside the school environment.
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implication for management. Management of Senior High Schools should observe

5.4 Recommendations

• Socio-demographic characteristics

The fact that teachers have differences In their background characteristics has

these differences and include them in their decision making in matters regarding

teacher satisfaction. For example, married teachers, teachers with larger households

among others will have high demand for accommodation facilities and should be

motivated in that respect.

• Teacher knowledge and awareness of job satisfaction

Management should provide enabling environment for teachers to access some

services considered as part of teachers condition of service. Teachers were not

ignorant about what should be provided for them. They have sufficient knowledge of

what constitute their condition of service and will constantly have an increasing

demand for them. Special attention should be focused on maternity and sick leave,

promotion prospects, payment of their allowance and facilitation of access to

accommodation.

r--"

• Aspects of the job that teachers are satisfied or dissatisfied with

Despite the fact that teachers expressed satisfaction with some aspects of the job,

management can still focus on areas of weakness to increase teacher satisfaction.

Areas of focus should include the human resource development aspects and-

motivation. Promotion prospects should be made flexible for teachers when they have

met the requirements. In-service training programmes should be extended to all
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teachers and the duration of the training should be long enough to make impact on

teachers or the academic performance of students. Management should also focus on

elements of teacher motivation to increase their job satisfaction.

• Level of job satisfaction

The relatively higher level of satisfaction observed among teachers in areas of their

performance, relationships and participation in school activities provide a baseline for

management effort. Such effort should be scaled up to double teacher satisfaction.

What this suggests is that the existing management structure or procedures for

decision making and implementation is reinforcing and yielding positive results.

What is needed is to increase effort and scale up the existing enabling environment.

j • Teacher characteristics influencing job satisfaction

Variables influencing teacher satisfaction are not limited to management Issues.

Significant determinants of satisfaction are derived from teacher own characteristics

such as behaviour, associations, status in school and an individual decision making

procedures. Management should therefore, focus In strengthening teacher

relationships and associations since they have positive influence on satisfaction.

Teachers that are performing extra co-curriculum activities should be motivated to

increase performance.

5.5 Area for Further Research

The scope of this study on job satisfaction is limited to Senior High Schools teachers in

the Wa Municipality. The results can therefore, not be generalized on teacher job
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satisfaction outside the Wa Municipality. Further studies can be conducted on the same

areas with a nationwide coverage.

Besides, the results of the study have provided evidence of low job satisfaction among

teachers. However, the teaching profession still attracts high number of employees than

other public sector organization in Ghana. There is therefore, the need to conduct further

research on what influence people to go into teaching despite its relatively low

satisfaction.

J
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APENDICES

Appendix 1: Demographic and job experience of respondents

Variable Sample Min Max Mean Standard Deviation

Age 125 28 58 37.49 6.770

Household size 125 1 18 6.33 3.050

Number of dependents 125 0 16 4.34 2.805

Number of years in teaching 125 20 9.56 4.428

Number of years in present school 125 1 14 4.10 2.587

Appendix 2: Effects of Condition of Services on Marital Status

Effects Frequency Percent

neutral 40 32.0

Cannot further my education 2 1.6

High cost of leaving 22 17.6

lack of accommodation 15 12.0

Lack of privacy at home 5 4.0

Lack of security 12 9.6

Lack of trust by family members 10 8.0

J. Over burden 0.8

unable to manage the family 18 14.4

Total 125 100.0 -

Source: Field Survey, 2015
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Appendix 3: Effects of Conditions of Services on Household Size

Effect Frequency Percent

Neutral 41 32.8

High cost of leaving 26 20.8

High dependency ratio 31 24.8
--:'

lack of accommodation 4 3.2

Lack of privacy at home 3 2.4

Lack of security 3 2.4

No trust for me 4 3.2

Over burden 12 9.6

unable to manage the family 0.8

Total 125 100.0

Source: Field Survey, 2015

Appendix 4: Effects of Conditions of Services on Teacher Religious Activities

Effect Frequency Percent

Neutral 79 63.2

Miss payers 42 33.6

unable to give enough charity 4 3.2

Total 125 100.0

Source: Field Survey, 2015
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Appendix 5: Questionnaire for teachers

UNIVERSITY FOR DEVELOPMENT STUDIES

FACULTY OF PLANNING AND LAND MANAGEMENT

DEPARTMENT OF PLANNING AND LAND MANAGEMENT

This questionnaire is seeking your opinion in an effort to solicit information to write a

thesis on the topic "Assessment of Job Satisfaction among Senior High School

Teachers in the WA Municipality". This study is being conducted in partial fulfillment

of the award of Master of Philosophy in Development Management. Your opinion is,

therefore, needed for academic purpose only and will be treated confidential.

1. Date ofInterview / / .

2. School .

3. Telephone no of respondent .

A. Background Information of Respondents

1. Gender of respondent a. Male [ ] b. Female [

2. Age .

3. Marital status a. Single b. Married [ . c. Devoiced [ d.

Widowed/Widower [ ]

4. Household size .

5. Number of dependents (under age + aged) .
.
'.
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6. Ethnicity a. Wala [ ] b. Dagaati [

Specify if any other .

7. Religion a. Christianity [ ] b. Islam [ ] c. Traditional [ ]

c. Sissala [ ] d. Brefor [ ] e.

8. Level of education (years spent at school) .

9. Last class completed .

10. Number of years in teaching .

11. Number of years in your present school .

12. Membership to an association a. Yes [ ] b. No [ ]

13. Name of association .

14. Do you engage in any other livelihood strategy besides your major occupation?

a. Yes [ ] b. No [ ]

B. Teachers' knowledge and awareness of job satisfaction

Tick appropriate column

Type of service Service available Service not available

Study leave

Maternity

Sick leave

Opportunities for progress on the job

15. Employees sometimes complain about condition of services. Do you experience

that in the teaching service? a. Yes [] b. No [ ]

16. Are you satisfied with your current working conditions of service? a. [] b. [ ]

17. Please list some of the present conditions of service you think are unfavorable?
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18. Does the condition of service affect you (as male/female)? a. Yes [ ] b. No [ ]

19. If yes, explain

20. Does the condition of service affect your marital status? a. Yes [ ] b. No [ ]

21. If yes, explain

22. Does the condition of service affect your household size? a. Yes [ ] b. No [ ]

23. If yes, explain

24. Does the condition of service affect your religious activities? a. Yes [ ] b. No [

25. If yes, explain
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C. Aspect of the job that teachers are satisfied or dissatisfied with

26. Please indicate your level of satisfaction of the following indicators.

Indicator Very Satisfied Dissatisfied Very

Satisfied Dissatisfied

Human Resource Development

Promotion prospects

In-service training

Opportunity for further studies

Job Environment

Location of school

Equipment available for teaching

Present teaching load

Class Size

Student performance

Ventilation

Furniture

Lighting

Relationship with Stakeholders

Relationship with supervisors

a. Director

b. Headmaster/mistress

Supervisor appreciation of teacher

performance

Participation in PTA

Participation in SRC

Participation in decision making

Conflict management in school

Opportunities for further studies

Leadership Style

Gender equity in leadership

Application of teacher code of
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conduct

Leadership style breeds conflict

Leadership style grant freedom of

expression

Motivation

Incentives of heard work

Access to accommodation

Maternity leave

Health service

Salary advance

Social support during funerals,

wedding, naming ceremonies

D. Level of job satisfaction among teachers

27. Will you like to remain in the teaching service forever? a. Yes [] b. No [ ]

J 28. Please indicate whether you strongly agree, agree are uncertain, disagree or

strongly disagree with the following statements. Where 1=Strongly Disagree,

2=Disagree, 3=Neutral, 4= Agree, 5=Strongly Agree

Indicator 1 2 3 4 5

I like teaching

Teaching gives me a great deal of personal satisfaction.

Students are interested in what Iteach

Iam assigned appropriate amount of school activities

Ifeel competent in my teaching profession

Iam satisfied with my job as a teacher

Ifeel appreciated by parents for my work
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My community appreciates my work as a teacher

The staff provides effective educational leadership.

My satisfaction with my work helps me to perform well.

I will recommend teaching in this school to a good friend

My long term goal is to continue teaching

I prefer teaching in this school to teaching else where

I regret being a teacher

Teaching is only a stepping stone for me

Teaching is for every tom dick and hurry

The teaching environment IS the most confused of all

working places

E. Teacher characteristics influencing job satisfaction

29. What influence your career choice? a. Status of the profession [ b.

Family/Tradition [] c. Salary [] d. Security [ ] e. None; please

specify .

30. What is your status in school a. Subject Master Only [ ] b. Form master [ ] c.

House Master [ ] d. Senior House master [ ] e. Sports Master [ ] f. Others

(specify) .

31. Does your status in school affect your job satisfaction? a. Yes [ ] b. No [ ]

32. If yes, explain
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Yes [] a. No [ ]

33. Who will you talk to or seek support in times of challenges at the job? a.

Colleagues [ ] b. Teachers [] c. school authorities [] d. Trade union [] e.

Family [ ] f. others (specify) .

34. Do you trust your colleagues at the work environment? a. Yes [ ] b. No [ ]

35. Do you trust your superiors at school to help resolve your problems at work? b.

36. Does membership to an association has influence on your job satisfaction? a.

Yes [ ] b. No [

37. If yes, explain

••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••• 0 •••••••••••••••••••

............... .

38. Are you satisfied with your present income from the teaching? a. Yes [ ] b. No [

J

39. Do you have plans for further studies? a. Yes [ ] b. No [ ]

40. Does the condition of service allow you to go for further studies? a. Yes [ ] b.

No [ ]

41. Some people like teaching because it offers them the flexibility to engage in

personal activities after school hours. Does this apply to you? a. Yes [ ] b. No [ ]
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