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ABSTRACT

This study sought to investigate the determinamtfolo satisfaction levels among
primary school teachers in Turkana West Sub Counigkana County. Specifically
the study determined; the level of job satisfactionong teachers, the school, the
environmental factors affecting job satisfaction oz teachers. The study also
established the biographic characteristics of teeckhat influenced job satisfaction
levels and the job satisfaction measures that doelldsed to improve the levels of job
satisfaction among the teachers. The biographicackeristics, school factors and
environmental factors were the independent vargablkile job satisfaction was the
dependent variable. The study employed descripgivwevey. Both qualitative and
quantitative information was collected. The targepulation was all the primary
school teachers, head teachers and educationrefiicelTurkana West Sub County.
The researcher used simple random, purposive aatifistt sampling techniques for
sample selection. The sample was composed of f@apyischools, 18 head teachers,
100 teachers and 2 education officers. The dataocslscted using questionnaires
and interview guides. Validity of the instrumentasvdetermined using correlation
analysis and testing predictive ability as welfragew by supervisor while reliability
was tested using the Cronbach’s alpha coefficieime questionnaire had Cronbach’s
alpha of 0.83. Data was collected during arrangesitsvwith head teachers and
education officers. Qualitative data was analyseeimiatically as per objectives.
Descriptive statistics were used to analyse théengabf the factors. Inferential
statistics: independent sample t-tests and OneAMNalysis of Variance were used to
test effect of biographic characteristics on jolis§action. The Pearson correlation
was used to test the effect of school and environiahéactors on job satisfaction. The
results showed that teachers had low job satisiadevels. Age, education level,
teaching experience, school location and origimahé@ had significant effects on level
of job satisfaction. The school factors; administesupport, teacher autonomy, and
students behaviour were all found to have positogelation with job satisfaction.
Environmental factors parental support, learnerpsup and teacher security and
housing also were positively correlated with joltisfaction. The job satisfaction
enhancement measures most valued by teachers wemnotions and remuneration
for extra duties done, automatic promotion to higgeades, provision of better
housing within the school compound and improvenwntespect and appreciation
from parents and the community in general. The amber recommends that the
government should strive to provide security andisig for teachers, create
awareness to the communities on the importanceaod gelationships with teachers,
as well as the importance of community support. Teéachers Service Commission
should consider teacher biographic characteristiesn posting teachers.

Xi



CHAPTER ONE

INTRODUCTION
1.1 Background of the Study
Teachers constitute a very important componenhefdducation sector. They play
significant role of teaching the students and mimgidhem to be responsible citizens
of the country in future. The success in the penforce of teachers’ duties is to a
large extent influenced by the level of satisfattath their job as teachers. The term
job satisfaction has been defined in many diffekeays by researchers. Due to these
variations, there is no universally agreed upomndein of teacher job satisfaction or
what constitutes teacher satisfaction. Howevenettae some international trends
such as, the notion that teachers are most sditisfienatters intrinsic to the role of
teaching: student achievement, helping studentsitip® relationships with students
and others, self-growth and so on (Dinham andtS(2202); Van den Berg, (2002).
However, various proponents of the concept of jatistaction seem to converge at
certain point that job satisfaction has somethindd with ones feelings about his/her
job.

In addition, job satisfaction is a function of therceived relationship between what
one expects and what he/she obtains from one'sajmbhow much importance or
value one attributes to it (Lockey, (1970).Masufl0@) stated that job satisfaction is
the general attitude toward one’s job. It is inakehto one’s feelings or state of mind
regarding the nature of their work. The above diédins suggest that teacher job
satisfaction refers to the attitudes of teachenstds their job, the value they attach

to their job as well as the perceived gains they thbtain from doing the job.

Various factors that influence job satisfaction ag¢eachers have been identified by
different researchers. For example, Opkara (20@28¢rbed factors such as pay, the
work itself, supervision, relationships with co-wers and opportunities for
promotions as positive contributors to job satiséac The research by Balzer et al.
(1997) suggests that satisfaction with one’s warkks is the greatest predictor of
overall job satisfaction. Much of the previous @s@ exploring job satisfaction

suggests that satisfaction with one’s job or warkdlated to the work/ tasks being



undertaken. In every kind of job, the pay or salzag a positive relationship with job
satisfaction and is an important facet of emplggpéesatisfaction (Latif et al., 2011).
Latif et al. Further noted that job security iscaén essential facet of job satisfaction

for the teachers. The higher the job security tioeenthe satisfaction among teachers.

The primary sources of satisfaction of teacherdudes; aspect of working with
students, intellectual stimulation, autonomy, hayisl and job security (Latif et al.,
2011). In addition, flexibility in schedule of woik important for job satisfaction. A
flexible time table and shorter hours of work allt@achers to balance work and
family life better. Maike et al. (2010) supportduistidea when he stated that time is
such a scarce resource, flexible arrangements top imdicator of work life quality
and employee satisfaction. An additional factort tisarelated to job satisfaction is
opportunities for promotion. The promotional oppaities at the place of work have
been found to be a contributor to job satisfactid@asilios (2009) describes that “some
workers might enjoy the increase in authority ca@workers that often accompanies

a promotion.

A considerable amount of research has been cortloctevhat makes the ‘effective’
teacher. One of the key factors identified is #heel of job satisfaction and motivation
(Bennel and Akyeampong, 2007). Teacher effectivemas be measured in terms of
teaching and learning outcomes such as performan@eaminations. Although there
are many other factors that affect learning outrteaching is the main school-level
determinant of school performance. Thus, ways toemse teacher motivation and
capabilities are central to any systematic attetoptnprove learning outcomes. In
this view, it is therefore necessary to improve kel of job satisfaction among
teachers so as to increase their effectivenessaching and improve the performance
of learners. Despite these findings, the focus &te dof policy reform in most
countries, Kenya included has been on improvingnieg outcomes through a better
allocation of resources, more accountability, cuwiim reforms and refined
assessment systems, and better pre- and in-seedmber training (Bennel and

Akyeampong, 2007). These authors added that,rited impact of many of these



interventions has forced politicians and policynrako focus increasingly on the

needs of teachers themselves.

Studies on job satisfaction among teachers in Kdraxge identified school factors,

community factors, employer factors and personakatteristics as the key factors
that influence the level job satisfaction amongckesis (Maurice, 2008; Gatabu,
2012). However a keen analysis of the findings shtvat the factors vary from one
place to the other. Turkana West Sub County ha® lmeared with poor school

performance in national examinations and frequemtsfers of teachers from the Sub
County to others. Despite these, no study has baeied out in this region to assess

the job satisfaction among teachers thus the raethis study.

1.2 Statement of the Problem

Job satisfaction among teachers has been fountffeitt ¢heir commitment to work,
their level of motivation as well as effectiveneéssteaching. Teachers’ lack of job
satisfaction has been found to affect schools imymaarts of the world with Sub
Saharan Africa being the most affected. Job satisia among teachers can be
expressed as their willingness and preparednessatoin the teaching profession
irrespective of the discomfort and the desire awéeteaching for a better job. Studies
on effects of job satisfaction among teachers heh@vn that low job satisfaction
among teachers is associated with low academi@aeiments for learners as well as
high teacher attrition rates. Turkana West Sub @oumas experienced poor
performance in national examinations coupled withhrates of teacher attrition
through voluntary transfers to other parts of theudry leading to serious
understaffing within the region. Despite this wamgy trend, no study has been carried
out to establish the factors that affect job satisbn among teachers in this region. It

is in the background of the fore said problem thit study was done.

1.3 Purpose of the Study
Job satisfaction among teachers has been foundctease the effectiveness of the
teacher in his/her duties. Therefore knowing theelleof job satisfaction among

teachers is necessary if one has to formulate ipslithat are aimed at improving



students’ performance. This study assessed thd ldvgob satisfaction among
primary school teachers and determined the fathatsaffect job satisfaction among

the primary school teachers in Turkana West Sum@piiurkana County, Kenya.

1.4 Objectives of the Study

1.4.1 Main Objective

The main objective of this study was to determihe factors that affect job
satisfaction among teachers in public primary sthao Turkana West Sub County,

Turkana County.

1.4.2 Specific Objectives

The study was guided by the following objectives:

1. To assess the level of job satisfaction among psinsahool teachers in public
primary schools in Turkana West Sub County.

2. To determine the effect of biographical charactiess of teachers on job
satisfaction among primary school teachers in publimary schools in Turkana
West Sub County.

3. To determine the school factors that affect jolis&attion among primary school
teachers in public primary schools in Turkana V&gt County.

4. To establish the environmental factors that affebtsatisfaction among primary
school teachers in public primary schools in Tugk#vest Sub County.

5. To establish the measures that can be taken toneahab satisfaction among

primary teachers in public primary schools in Turk&Vest Sub County.

1.5 Research Questions of the Study
In order to achieve the objectives of the studg, ftillowing research questions were

formulated:

1.5.1 Main Research Question of the Study
The main research question that the study undettoakswer was:
What are the factors that affect job satisfactiomag primary school teachers in

public primary schools in Turkana West Sub County?



1.5.2 Specific Research Questions

The study answered the following specific questions

1. What is the level of job satisfaction among primaghool teachers in public
primary schools in Turkana West Sub County?

2. How do biographical characteristics of teachersdfthe level of job satisfaction
among primary school teachers in public primaryosth in Turkana West Sub
County?

3. Which school factors affect job satisfaction amargnary school teachers in
public primary schools in Turkana West Sub County?

4. What are the environmental factors that affect galtisfaction among primary
school teachers in public primary schools in Tugki#vest Sub County?

5. Which measures can be taken to enhance job saitisfaomong primary teachers

in public primary schools in Turkana West Sub Cg@nt

1.6 Significance of the Study

The study investigated the level of job satisfat@mong primary school teachers in
public primary schools in Turkana West Sub CouStych information would be vital
in explaining the massive transfers of teachermfiiurkana West Sub County and
consequently the serious understaffing. The reBeamngsed this information to make
recommendations on the necessary actions that doelld improve the teacher
satisfaction levels in public primary schools irrfkana West Sub County. The study
also established the school factors that affectsatisfaction among primary school
teachers in public schools which would help schbelads and other stakeholders in
improving the working conditions so as to retaiacteers in their schools. The study
also found out the variations of job satisfactianoag primary school teachers in
relation to their biographical characteristics. sSThnformation could be used in
staffing and posting of teachers so as to ensatetéfachers posted to the region are

willing to stay thus reducing teacher attritionabgh voluntary transfers.

Community level factors regarding job satisfacteme important to policy makers,
regional leaders and others. The study also deteanihe necessary measures that

can be taken to enhance job satisfaction among apyinschool teachers thus



providing important leads to policy makers and otleaders within the region on
how teachers can be motivated to stay and work iwitthe Sub County.
Recommendations that were made from this informatould aid in creating
awareness to the members of the public on wayasfreng that teachers are retained
within the schools. Finally the findings of the dyuadded to the literature on factors

leading to teacher job satisfaction.

1.7 Limitations of the Study

The study was limited to Turkana West Sub Countg ¢l financial constraints
although other areas may have similar problemsori@#y, the study was limited by
time thus longitudinal study design which could &ideen more informative was not
used. In addition the study used descriptive sudesign obtaining self-reported data
which is subject to bias therefore the accuracthefdata obtained depended largely
on the objectivity and honesty of the respondefether key limitation of the study
was that Turkana West is an area prone to catsidirrg making some of the schools
insecure. The researcher therefore collected data the schools that were found

safe during the time of the study.

1.8 Scope and Delimitations of the Study

The study was carried out in Turkana West Sub GoimTurkana County although
the results were generalized to other parts. Thelysinvolved primary school
teachers in public primary schools. The study wss delimited to the determination
of school factors, environmental factors, teaclaracteristics and measures that can

be taken to enhance the job satisfaction levelsngn@achers.

1.9 Assumptions of the Study

This study was based on the following assumption:

1. A vast majority of the teachers in public primarghsols are employed by
Teachers Service Commission.

2. The remuneration of teachers in Turkana West Sulntyovas same as in other

parts of the Country



1.10 Operational Definition of Key Terms

In this study, some terms have been used .Thigosect the project report outlines
the operational definitions of these terms as us¢lde study. These key terms include
the following:

Administrative Support: Refers to the assistance given to the teacherdgathool
administration that enhances his/her job perforraaticcan either be adequate or
inadequate.

Adequate Administrative Support: will refer scores on administrative support that
are 50% and above on the measurement scale.

Inadequate Administrative Support: refers to inadequate support by the school
administration in discharge of duties. It will rete scores that are less than 50% on
the measurement scale.

Autonomy: Refers to the freedom of the teacher to perforsihbr duties without
undue influence from parents, other teachers, scdministration or the pupils. It
can either be adequate autonomy or inadequateauton

Adequate Autonomy. it's the one that allows teachers to carry owirthduties
without undue influence from parents, other teaghechool administration or the
pupils. This is given by scores of 50% and abovmeasured on the scale.
Inadequate Autonomy: it's the one that does not give teachers freedomvadrk
without undue influence from parents, other teaghechool administration or the
pupils. This is given by scores that are below Z3teasured on the scale.

Work Place Atmosphere: refers to the ability of the conditions of the schthat
affects the way teachers carry out their dutiescdh either be conducive or
unconducive.

Conducive Work Place Atmosphere:it's the one that allows the teacher to work
effectively without interference. This is given Isgores of 50% and above as
measured on the measurement scale used.

Unconducive Work Place Atmospherelt's the one that does not allow the teacher
to work effectively without interference and wik lgiven by scores of less than 50%
in the scale used.

Student Behaviours: refers to the personal conduct or mannerisms ofpilnals

while in school. It can either be good or bad.



Bad Behaviour: will refers to behaviour rated low. That is, 50%tbe measurement
scale

Good Behaviour: will refer to behaviour rated at 50% and abovéhin measurement
scale used

Parental Support: refers to the assistance given by parents to thehe&rs that
necessitates the working of the teacher. It issdfiadl as adequate or inadequate.
Adequate Parental Support Assistance given by parents to the teachers wisich
rated at 50% above on the measurement scale used.

Inadequate Parental Support: will refer to assistance given by parents to the
teachers which is rated below 50% on the measurescate used.

Learner Support: Refers to the assistance given by learners totdaehers that
enhance the working of the teacher. It is clags$ifieto adequate or inadequate
support.

Adequate Learner Support: refers to assistance given by learners to theh&rac
which is rated at 50% and above on the measuresgatd used.

In adequate Learner Support: Refers to assistance given by learners to the ¢esch
which is rated at less than 50% on the measuresceig.

Teacher Housing:refers to suitability of the house and the surraoga@reas to offer
adequate comfort to the teacher as home. Can &¢hsuitable or unsuitable.
Suitable Teacher Housing:will refer to housing provided to the teachers athis
rated at 50% and above on the measurement scale.

Unsuitable Teacher Housing:will refer to housing provided to the teachers thuél
score less than 50% on the measurement scale used

Personal Security:Refers to safety of the teacher both at work artdobwork but
within the working area. Can either adequate ciéc@ate.

Adequate Security: will refer to safety of the teacher both at worldaout of work
but within the working area rated at 50% and abtmvéhe measurement scale used.
Inadequate Security:will refer to safety of the teacher both at worldaut of work
but within the working area rated at less than B0Pthe measurement scale.
Biographic Characteristics: Refers to personal characteristics of the teadhatsare
unique to the individual teacher and cannot be madaied i.e. age, gender,

educational level, teaching experience, respoiisilil school and area of origin.



Gender: is the range of physical, mental and behaviounatacteristics pertaining to,
and differentiating between, masculinity and femityi of teachers (characteristics
differentiating teachers on bases of their biolabgex)

Educational Level: will refer to the highest academic or professiogadlification
held by the teacher: Primary teacher certificate),(lDiploma, Bachelor’'s Degree,
Master’s Degree and PhD.

Teaching experienceRefers to number of years one has worked as adeashort
working experience (15 years and below) and longking experience (more than 15
years)

Age: number of years one has lived since birth: Yowaghers (below 45 years); old
aged teachers (45 years and above)

Environmental Factors: Refers to the social factors within the society she school
where teacher works that affect his/her stay wittiie area. i.e., parental support,
learners support, and teachers housing.

Job Satisfaction: The measurement of one's total feelings and a@t#aowards his or
her job. How much one feels encouraged continumigglthe job in the same place
under the same conditions: two categories of jaisfaation have been identified for
the purpose of this study. These are: Low level gabsfaction; and high level Job
satisfaction.

Low level job satisfaction: will refer to scores that will be less than 50%sdxh on
job level satisfaction scale.

High level job satisfaction: Will refer scores higher than 50% on the job level
satisfaction scale

School Factors:Refers to the school attributes that affect thekimgr conditions of
the teacher i.e. supervision, teacher-student ,ragwhool performance, school
facilities, instructional materials, promotionalpmptunities, and responsibilities in the

school.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter consists of a review of literature faotors affecting job satisfaction

among primary school teachers. The literature vevéediscussed under the following
sub headings: meaning of job satisfaction, job s&attion among teachers,
relationship between biographic characteristicsjahdatisfaction, school factors and
teacher job satisfaction, administrative supportudent behaviours, school
atmosphere, autonomy at work, and environmentalofacand job satisfaction,

teacher security and teacher housing.

2.2 Job Satisfaction among Teachers

Job satisfaction is one of the areas of organimatibehaviour that has been widely
researched (Graham, 1982; Spector, 1997; BuitenaladiDe Witte, 2005). However,
the definition of job satisfaction has not beenaise. However, job satisfaction has
been found to greatly influence the effectivendssmployees in disseminating their
duties in many fields

2.2.1 Meaning of Job Satisfaction

Different researchers give different definitions job satisfaction. For example,
Graham (1982:68) defines job satisfaction as thedsarement of one's total feelings
and attitudes towards one's job” Spector (1997ceqieed job satisfaction as an
attitudinal variable measuring the degree to whaniployees like their jobs and the
various aspects of their jobs. Job satisfactiomorting to McCormick and ligen
(1985), is an association of attitudes held by segamization’s members. The way
each employee responds towards their work is arcatidn of the commitment
towards their employers. The above definitions seehmave convergence in that they
all agree to the fact that job satisfaction is sasuee of how one likes his/her job
reflecting on the different aspects of the job sashremuneration, ways in which it
offers challenges, developmental aspects of thejpbng others. Although different
researchers hold different views on definitionald gatisfaction, they tend to agree on

its importance to the employees performance andemrently the organizations
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effectiveness. In education, proponents tend tastingn the importance of job
satisfaction among teachers on the effectivenesiseo§chool in which the teacher is

teaching.

2.2.2 Job Satisfaction and the Teaching Profession

Job satisfaction is important in the teaching psi@n. For example, in relation to

teachers, Buitendach and De Witte (2005) notedjdiasatisfaction is expressed as
their willingness and preparedness to stay in ¢aehing profession irrespective of
the discomfort and the desire to leave teachingafdretter job. This implies that

teachers who have been in service for a longer déiradikely to express higher levels
of job satisfaction. These sentiments were echgefiiann (1998) who asserted that
teacher job satisfaction is a predictor of teaale¢ention, a determinant of teacher

commitment, and in turn a contributor to schootefifveness.

Blood, et al. (2002) found in their research onespelanguage pathologists working
in public schools, that the longer they remainedhieir jobs, the more likely they
were to report higher levels of job satisfactianAustralia, a study was conducted by
Rice and Schneider (1994) to determine the relakign between teacher working
environment and job satisfaction. The results rimgeshat level of participation in
decision-making and autonomy are contributory fecton their levels of job
satisfaction. Rice and Schneider posit the view ghachool culture that emphasizes
accomplishment, recognition, and affiliation isateld to teacher satisfaction and
commitment and that principal’s actions createintistworking environments within
schools that are highly predictive of teacher &titon and commitment. In the view
of the above sentiments, what happens in the schio®lway teachers relate with
school administration and other stakeholders akagelecognition of the importance
of their duties and efforts will influence theivid of willingness to stay in the school.
Rice and Schneider (1994) further stated that &g satisfaction is an indicator of
whether teachers will be affectively connected heirt school, will merely comply
with directives or will quit to other schools ortte jobs. Principals therefore ought

to have some understanding of the factors thatiénite teachers’ satisfaction with
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their teaching jobs and the impact this satisfactias on teachers’ involvement in

their schools, especially when changes are impléden

Job dissatisfaction among teachers has been citedsearch in many parts of the
world. For example, in the United States, Hargraateal. (2004) noted that teachers
are enduring higher levels of stress because gkased demands and pressure.
Occupational stress coupled with demands to imprstuelents’ standardized test
scores place teachers at risk for being dissatisfi¢h their jobs. This has led to high
teacher attrition rates in the US with many newcheas leaving the service every
year. According to Kearney (2008) 12% of all teash@e US leave teaching every
year, with only 25% of cases leaving due to teackrement. Kearney (2008) noted
that in high-poverty schools, as many as 20% ofHhees leave every year; some
transfer to other schools while others leave thsstbom permanently. Based on the
findings in the literature reviewed from US, thadker attrition or voluntary transfers
from place to place as observed in Turkana Wedtgmesumably be an indicator of

occupational stress that is associated with lowspdisfaction.

In Taiwan, a study on job satisfaction among teechrethree private schools showed
that the teachers had low levels of job satisfactind that the level of job satisfaction
of teachers varied from one school to other (W@520In another study in Australia,
staff members (teaching and non-teaching alikepwghly satisfied with their work
overall and that they were willing to continue teiag in their schools (McCormick
and Nobile, 2005:18). In Kenya, studies show thedachers express low job
satisfaction in many parts of the country (Mbwir2010; Oketch, 2008; Lukuyani,
2011).

The literature reviewed so far implies that jobigattion among teachers is the
inherent will to stay in the teaching professiond aneferably in the same school for a
longer time. Teachers with high levels of job datiion are therefore likely to stay
teaching in the same school for a longer periodfodably than teachers with low
levels of job satisfaction. Job satisfaction amtearhers also improves the teachers

will to invest more time in his/her duties thus nmakthe teacher more effective and
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productive. A teacher with high levels of job sttdion is likely to produce better

results in terms of academic performance in theaich

2.2.3 Importance of Job Satisfaction for Teachers

Job satisfaction is very important for organizaéibsuccess, more specifically for
teachers. Many scholars have identified variousaes regarding the importance of
job satisfaction. For instance, Spector (1997) tified three reasons to justify the
importance of job satisfaction. First, human valaee essential in orienting the
organization by respecting and treating their stafifly, which in turn will reflect
positively on their emotions and wellbeing. Secdhe, behavior of the organization’s
staff impacts on its operations, either positivelynegatively. Third, the assessment of
employee satisfaction is crucial in identifying theeas in need of improvement. In
this context, teachers play a crucial role in tdecational sector. Job satisfaction
among teachers can therefore impact on the perfarenaf schools. Teachers thus
should be treated fairly both by the school admiai®n as well as the community

they serve.

In their study, Strumpfer, et al. (1998) noted thiare is a complex correlation
between positive or negative dispositions and tlaeious components of job
satisfaction. When satisfaction is measured abadsr level those organizations with
more satisfied workers are more effective than éhwdth less satisfied workers
(Robbins, 2003). In another study, Buitendach asdNitte (2005) demonstrated that
job satisfaction relates to an individual's percapt and evaluations of a job, and this
perception is in turn influenced by their circunmst@s, including needs, values and
expectations. Individuals therefore evaluate th@ns on the basis of factors which
they regard as being important to them. It is iis iew that personal goals and
aspirations which are shaped by one’s biograpleitatacteristics such as age, gender,
level of education etc. will influence his/her fi@gls about his/her job. It should be
noted that a job must therefore satisfy the neéds @employee if the employee has to
have appreciable job satisfaction for it. In thesecaf teachers, personal goal and
aspirations of the teachers may be influenced tg, agnder, level of education

among others affect the level of their satisfactiati their job.
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The importance of job satisfaction has become asingly urgent in the educational
context, because both head teachers and teacleedealing with the future of the
community or society in which they operate. Johraod Holdaway (1994) identified
the importance of researching job satisfaction witthe educational context with

special emphasis on school head teachers. Thetepadut two main reasons for this.

First, negative phenomena such as absenteeism ead teacher turnover are
associated with low levels of satisfaction. Secome&w challenges such as
modernization, the revaluation of technology armdeases in accountability impose a
great deal of pressure upon head teachers and attention to the need for more
concern over job satisfaction. The literature rexdd in the above section implies that
low level of job satisfaction among teachers is destrated by absenteeism and lack
of commitment among the teachers. It also shows tdechers’ job satisfaction is
lowered by pressure from a number of factors withie job such as modernization,
accountability at work among others. A delicate anak should therefore be

maintained so as to keep job satisfaction amorgheza high.

2.3 Factors that Affect Job Satisfaction among Te&ers

Researchers classify factors that affect job satigfn in different ways. According to

Buitendach and De Witte (2005) there are two dinmerssof the factors that affect job

satisfaction: extrinsic factors including promotiono-workers, supervision and

recognition, and intrinsic factors including perabity, education, age and marital

status. In addition, to this, Furnham (1992) painteit that, job satisfaction factors

are divided into three groups. These are:

1) Organizational characteristics focusing on issueh ®1s reward, supervision, and
decision-making practices.

2) Specific aspects of the job that include workloadtonomy, feedback and the
physical working environment, and

3) Individual characteristics concerning personal abtaristics such as self-esteem
and general life satisfaction

Herzberg’s two-factor theory posits that job safision comes from one set of job

variables called motivator needs or satisfiers tddissatisfaction originates from
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another set of variables called hygiene factorsdissatisfiers(Herzberg,(1968) in
Dinham and Scott (2000). Satisfiers include, foaraple, recognition, responsibility
for ones work, personal growth, achievement andaacement, while dissatisfiers
include many aspects of work external to the smith as pay, relationships with
colleagues and supervisors, work conditions andrggcAccording to the two factor
theory, job satisfaction and job dissatisfactiorraveonsidered separate constructs.
The absence of hygiene factors was believed to tlegdb dissatisfaction, but their
fulfillment did not lead to job satisfaction. Simmily, the presence of motivator needs

led to job satisfaction, but their absence didleatl to dissatisfaction.

In this study, it is postulated that there is irquacy of job satisfiers such as support
from head teachers, recognition by parents heahées and others, opportunities for
personal growth among others. On the other harmshtis$§iers such as supervision,
poor working conditions among others were prominefturkana West thus the level

of job satisfaction among teachers was low.

Despite its wide use, the two-factor theory hasbeéicized for being too dependent
on a particular methodology and too restrictedt$ncategorization of satisfiers and
dissatisfiers on account that some of the hygiemtofs, for example, have (under
different research methodologies) been identifisdaurces of job satisfaction.. For
instance, Moriarty, Edmonds, Blatchford and Mart{2001) found working

environment to be a significant source of job $atison for teachers. Similarly,

Menon and Christou (2002) identified headmasteati@iships with teachers as a

significant source of job satisfaction for a sangdi@rimary school teachers.

Exploration of job satisfaction in terms of job @insions has the advantage of being
more specific about what aspects of work might bading to satisfaction or
dissatisfaction and allowing for a better-focusedcpss of remediation (Furnham,
1997). Dimensions of work that have been identifiexin studies of schools have
included teacher-principal relationships, recogniti relations with colleagues,

relations with students, participation in decisimaking, pay, work conditions, school
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culture, communication, responsibility, feedbacknir others, and the work itself
(Chaplain, 1995; Dinham and Scott, 1998; Scott@imham, 2003).

Other studies have revealed that biographic cheniatits of teachers also determine
the levels of job satisfaction among teachers. é&@mple, some studies report that
women have higher level of job satisfaction thaeirthmale peers across most
worksites (Lambert, Hogan, Barton, and Lubbock,120@a and MacMillan, 1999).
Others noted that age has a positive relationship b satisfaction (Chambers,
1999; Cramer, 1993; Robbins, 2003; Siu, Spectogp€n and Donald, 2001; Staw,
1995; Tolbert and Moen, 1998). Teaching experieingge also been related to job
satisfaction. In this case, the length of servias been associated with higher levels
of job satisfaction among teachers (Brown, (200%gri, (2004). In other studies,
though inconclusive, the location of the job inat&in to the teachers’ area of origin
have been explored. The findings reveal that utleachers are more satisfied than
rural teachers with their jobs while teachers braug in urban areas and working in
rural areas were found to experience the lowestldewnf job satisfaction (Haughey
and Murphy, 1984; Ruhl-Smith, 1991; Tasnim, 200&achers’ level of education is
another variable that has been studied in relatolevel of job satisfaction among
teachers. Researchers in this area seem to agre¢héte is a negative correlation
between the level of education and the level ofgatisfaction among teachers (Clark
and Oswald, 1996; Gazioglu and Tansel, 2002). ithies that the higher the level
of education of teachers the more the teachers ttertave lower levels of job
satisfaction. In contrast to the above others tepopositive relations (Vorster, 1992;
Jones, Johnson and Johnson, 2000) implying thdtigheer the education level If the
teacher the more he/she is likely to be satisfigth Wis or her job. These findings
show that research on effect of level of educatiorievel of job satisfaction is still

inconclusive and that its effect may vary from @tece to another.

The above literature shows that the factors tHatafob satisfaction are diverse and
vary from one job to the other. The factors th&ctfjob satisfaction among teachers
are related to work environment within the schoatiministrative support, the

autonomy that teachers have in decision makingapeéng their duties and
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responsibilities, atmosphere at work which wouldiffuenced by relationship with
head teachers and colleagues and students behavicht may affect the way the
teacher would perform in class and consequently Igével of satisfaction with

teaching job.

Other factors are related to the social relatigndtetween the teacher and other
members of the school and the community. A scr®phit of the community and the
duties of a teacher are dependent on the roleeglay other school members or
stakeholders of the school. The teacher performaniteerefore subject to the support
given by others. In this view, the level of teachkatisfaction is influenced by parental
and learners support to the teacher. The levekoifirgy that the teacher feels that
he/she has in his job as well as his comfort ifheisliving area/housing also have
significant roles to play in determining the lewdlsatisfaction of the teacher on his
job. Finally, ones ambitions, likes and dislikesywviom one person to the other thus
the level of job satisfaction among teachers mayy waith teacher biographic
characteristics: age, education level, area wheaeher grew up (original home),
teaching experience, and gender. In this studyfdbtors affecting the level of job
satisfaction among teachers will be classified irtoree broad categories:

environmental factors, school factors and biogragharacteristics.

2.4 Relationship between Biographic Characteristicand Job Satisfaction among
Primary School Teachers

Several biographic characteristics have been fotmmdnfluence job satisfaction
among teachers. The biographic characteristics dffatt job satisfaction among
teachers include: age, gender, teaching experiemug,the original home of the
teacher (where the teacher was born and broughgseTfactors are discussed in the

sections below.

2.4.1 Gender and Job Satisfaction among Teachers
Gender has been the part and parcel of reseamdiesttonducted on job satisfaction.
However, the association of gender and job satisfads inconsistent. As concerned

with teaching profession, survey reveals that femeachers showed higher level of
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job satisfaction than males (Watson, Hatton, Squiaed Soliman, 1991). According
to Witt and Nye (1992) female teachers tend to bexeasily satisfied due to lower
expectations from their work. Kremer-Hayton and dat¢in (1990) concur with this
when they noted that female teachers do not hame high expectations pertaining
careers as opposed to male teachers who attachimmooetance to career hence they

show less satisfaction.

However, other studies that were specific repodeatradicting findings. In a study

conducted by Graham and Messner (1998), theirrigglindicated that male teachers
were more satisfied with their pay and fringe béadhan female teachers. Fraser,
Draper, and Taylor, (1998) on the other hand, fotnad female teachers were more
satisfied with their job in terms of recognition tfeir effort (by the management)
compared to their male colleagues. However, thesnakre more satisfied with their
influence over school policies than the female ltees. Dinham and Scott’s (1998)
study, which investigated job satisfaction amonglish teachers, found that men and
women English teachers did not differ statisticailly terms of job satisfaction.

However, there was a significant difference betwsatisfaction of male teachers and
female teachers in relation to the factors of studehievement. In this case, male
teachers were less satisfied with students’ acadeshievements as compared with

female teachers.

In Kenya Mbwiria (2010) noted that female teachierdmenti South Sub County
were more satisfied with their jobs as comparetthéar male counter parts. In another
study, Oketch (2008) found that in Rangwe Sub CguAbma Bay County, female
teachers expressed a higher degree of satisfagttbrtheir jobs. This was attributed
to the fact that female teachers were less opitni$tother jobs as compared to male
teachers and were less willing to leave the jolmdde teachers are also willing to
stay close to their families implying that femagéa¢hers who were working close to
their families or had their homes in Rangwe werewitling to move out of the Sub

County thus higher levels of satisfaction.
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In the light of the literature reviewed, studiesedfect of gender on the levels of job
satisfaction among teachers are inconclusive. Siawkes indicate that male teachers
are more satisfied with some aspects of their jbilesfemale teachers are satisfied
with others. Overall, studies tend to show thatdkmeachers are more satisfied with
their jobs more that male teachers owing to thé tfaat, men attach higher values to

their careers than women.

2.4.2 Age of Teachers and Job Satisfaction

Studies on the effect of age of employees and gilsfaction give contradicting

findings with some showing strong relations whiteess show no relationship at all.
Jones, Johnson and Johnson (2000) found that ageawdifferential factor in

determining teachers’ level of job satisfaction. their study, older teachers were
found to exhibit higher levels of job satisfactidhan young employees. This
difference may be attributed to better adjustmentvark, better conditions and
greater rewards at work (Jones, Johnson and Joh2660)). Blood et al. (2002)
expressed the view that older teachers were mkedy [to report higher levels of job

satisfaction than younger respondents.

Based on these findings, Blood et al. (2002) argined levels of job satisfaction

increases with age. Older teachers are more caablerind tolerant of authority and
may learn to lower expectations for their jobs @pe 1997). Spector further noted
that older teachers may work under better job ¢, benefit from advancements
and promotions, and appreciate fringe benefits nioa@ younger, less experienced

workers.

On the other hand, Green-Reese, Johnson, and CHAr(#®#1) conducted a study
with teachers in urban schools to determine hovgraijehic characteristics affected
job satisfaction among the teachers. When testedigmificant differences in the
level of job satisfaction among different age gmuwgsing chi square age was found
not to be significantly related to job satisfactif=0.453). These contradicting

findings show that the relationship between age jafd satisfaction depends on
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specific groups of teachers and may vary from daeepto the other. Studies on effect

of teachers’ age on job satisfaction are therefioteconclusive.

According to Mbwiria (2010) there is a significadifference in the level of

satisfaction among young teachers and the middid spchers with young teachers
being more satisfied with their jobs as comparedh® middle aged. The older
teachers who are nearing retirement were foune tiné most satisfied. This could be
explained by the fact that young teachers were ynewlployed and did not have a lot
of experience in teaching thus were not frustrdigdssues such uneven promotion
procedures and others which were found to be nwgoses of dissatisfaction among
teachers. Older teachers seemed to be comfortablkest were preparing for their

retirement thus needed no disturbances such agdraror change of career.

The findings reported in literature so far confittmat the relationship between age and
job satisfaction among teachers is not certainfulther shows that teachers’
relationship of job satisfaction and age variesnfrone group to another. However,
older teachers are generally found to be morefeatiprobably due to promotions

and the positions that they may be having in thehimg profession.

2.4.3 Teaching Experience and Job Satisfaction amgeachers

Teaching experience is an important factor that lbeen studied in relation to job

satisfaction among teachers. It is normally defiaedeferring to the number of years
a person has been in the teaching profession, taatbhing and administrating.

Researchers hold different opinions on the efféttmgth of teaching duration on job

satisfaction.

Green-Reese, Johnson, and Campbell (1991) condadtedly with teachers in urban
schools in Taiwan to determine in which they fodnat years of teaching experience
were not significantly related to job satisfactidrhis finding contradicts Liu and
Ramsey’s (2008) study, which found the years ofche® experience, was

significantly related to job satisfaction.
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A study by Evans and Johnson (1990) school Subri@stn New York State found
that experience in teaching was a positive prediofoboth job satisfaction and
dissatisfaction among academic teaching staff. Tdwycluded that: experience can
be a two-edged sword. On the one hand, it may geothe know-how necessary to
work within the system and get things done, thengloyeasing satisfaction. On the
other hand, this same know-how may create frustratiith how the system works

and the seeming ineptness of others (Evans anddohh990).

The research findings discussed above show thahite experience plays an
important role in determining a person’s level afisfaction with his or her job. The
more experienced individuals are in their job, there they tend to be satisfied
although a greater level of frustration can be erpeed by more experienced
teachers. In other words, the effect of teachingeeence on job satisfaction among
teachers can be either positive or negative depgrathi the way the teachers view the

working conditions.

2.4.4 Level of Education and Job Satisfaction amonfeachers

The findings of different researchers on the retathip between education level and
job satisfaction also tend to contradict. For instg Vorster (1992) states that the
higher an individual’s qualifications, the highdmat individual's job level and,
consequently, so too the employee’s degree offaeticn. Conversely, Clark and
Oswald (1996) found a negative relationship betwedncational levels and job
satisfaction indicating that teachers with higleaels of education tend to have lower

levels of job satisfaction.

Gazioglu and Tansel (2002) observed that teachéts degrees and postgraduate
holders had lower levels of job satisfaction coregatio individuals with lower levels
of education. Clark and Oswald (1996) argued thet th expectation differentials
between different levels of education, the relafop between education and job
satisfaction is unclear. Recent studies suggesteber, that educational level is
positively related to job satisfaction, subject dosuccessful match being made

between the individual's work and qualificationsr{@s, Johnson and Johnson, 2000).
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This implies, therefore, that better educated teeckare only likely to experience
higher levels of job satisfaction when the dutiesf@med by them are in line with
their level of education. In this study the levéleducation of teachers is expected to
have similar effects on job satisfaction among tdechers and that variations may
result from the interrelationship between educatémel and responsibilities given to

the teachers in the different schools as citetiéniterature.

As pointed out by the reviewed literature, eduaatievel has both positive and
negative effects on level of job satisfaction amtearhers. Highly educated teachers
may be less satisfied with their jobs if promoti@msl responsibilities are not awarded
commensurate with their education level. Howevdremvpay, promotion and fringe
benefits reflect their level of education theirdéwf satisfaction may be higher than

for teachers with low level education.

2.4.5 Original Home and Level of Job satisfaction smong Teachers

Original home of the teacher refers to the placeretthe teacher was born and
brought up. Research on the relationship betweerotiginal home of a teacher and
his/her her level of job satisfaction is scanty ammbnclusive. However, a few studies
have pointed out that there is a relationship bebhathe original home of the teacher
and level of job satisfaction in relation to wheine school is located. For instance,
Tasnim (2006) noted that teachers whose originaldsowere urban areas teaching in
rural schools had the lowest level of job satiséactThis was attributed to lack of

essential facilities and infrastructure in the haeeas that teachers of urban origin
were used to in their lives. According to ArnoleteRins and Nelson (1997) in urban
areas teachers often have more job opportuniteterschools, conveyance facilities,
better salary, higher prestige, and greater oppiigs for spousal employment. The
most commonly mentioned disadvantages to ruralngstthave been professional
isolation and lack of opportunity for professiortdvelopment. On the other hand,
Worrell (2004) reported that teachers working iaithrural homes had higher levels
of job satisfaction. The author explained that Irgettings and smaller communities
can provide family-oriented settings, lower crimates, recreational access and

enhanced quality of life especially for the natieéshe region.
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The above finds indicate that the place where eherawas born and brought up in
relation to the place of work (location of the sohdas some impacts on the level of
job satisfaction among teachers. Teachers from satiings are likely to be more
satisfied with jobs in rural settings as compareteachers brought up in urban areas.
Natives of a particular region are also likely ihibit higher levels of job satisfaction

than teachers from other regions working in theesanea.

2.5 School Factors and Job Satisfaction among Teasis

School factors refer to factors that originate fréime teacher workplace which is
basically the school compound. Overall, teachergatisfaction within the school is
perceived in different ways by researchers andfisenced by a multitude of factors.
In studies regarding workplace satisfaction forckeas conducted by the National
Center for Education Statistics (1997) in the U®dts noted that specific teachers’
job satisfaction was based upon their perceptiomtdeast three different factors.
These include: administrative support, student biehs, and autonomy at work place
(Maslach, 2001; Nir, 2002).

2.5.1 Administrative Support and Job Satisfaction Anong Teachers

Administrative support is defined as principal @adership behaviors that lead
teachers to perceive a sincere interest and supptireir work in the classroom (Hart
and Bredeson, 1996). Darling-Hammond (1995) agsett@t teachers consider
classrooms as the focal point of a school andektnsive involvement from school
administrators at the classroom level was importdatt and Bredeson (1996) stated,
“Principals’ beliefs and behaviors are powerfulnsity to teachers and students” The
administrative involvement in classrooms such avipion of instructional materials
and recognition of the teachers work in classroeaching led teachers to feel valued,

and as a result, impacted their satisfaction witiosl work.

The role of administrative support in satisfactiamong teachers was further
supported by data collected from a national stuidthe US. The study was carried
out to determine factors that impact teacher jdisfsation among teachers in the US

(National Center for Education Statistics [NCESR9I). A positive correlation
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existed between teachers’ level of job satisfactom dialogue with their school
principals. Ma (1999) revealed teachers were matisfed when they perceived they
could have meaningful dialogue with their admimigirs regarding instruction,
leading to the sense that they as teachers codsept differing points of view

regarding school policies and instructional praagic

On a similar note, being able to have conversatregarding instruction and school
policies with an administrator was perceived aspsupfrom administration and
contributes to teacher job satisfaction (Ma, 1999}1his study administrative support
is perceived as the continuous support of the tyachy the head teachers in
provision of what is deemed necessary by the teadioe them to be effective in
classroom teaching. Teachers who are given adegugigort feel appreciated and

willing to work in such a school setting thus imped job satisfaction.

According to the literature reviewed, administrativsupport has a positive
relationship with job satisfaction levels amongctears. It implies that, teachers who
are provided with materials that they need in dagyout their jobs are able to do
their jobs without much difficulty which in turn dneases their level of job

satisfaction.

2.5.2 Student Behaviours and Job Satisfaction amoriggachers

Student behaviors refer to those actions of stgdeich lead to engagement in or
distraction from classroom instruction (Shann, J98&cording to Basom and Frase
(2004) students revealed their level of engagemed flexible based upon their

teachers’ actions. According to Shann (1998), desiiie number of teachers who
reported students were not performing in a satigfyinanner, teachers stated the
relationship with students was the most importactdr contributing to their school

satisfaction.

In relationship to teacher satisfaction, the impaicistudent behaviors that detract
from classroom instruction was cited as a sourceliggatisfaction in the school.
Rhodes, Nevill, and Allan (2004) studied twentytéas that contributed to teachers
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leaving the profession; of those factors, Rhodeal.etoncluded poor discipline and
student behaviors issues were most likely to leadhers to depart from the teaching
profession. Student behaviour can therefore beuacsoof satisfaction to teachers
when students participate in class and accordetheher necessary respect that would
encourage the teacher feel free and motivated firying out his or her classroom
duties. Contrary to this, students that are nolingilto learn and thus not responsive

in classroom may be a cause for teachers’ lacktigfaction.

2.5.3 Autonomy at Work and Job Satisfaction of Tedwers

As defined by Pearson and Moomaw (2005), autoncenipaised on collaborative

decision-making and freedom to make prescriptivefgssional choices concerning

services rendered to students. NCES (1997) foubtigoschool teachers with higher

levels of autonomy reported a higher level of commment and workplace satisfaction.

The agency further stated that the rationale belinigh degree of professional

authority is to place appropriate levels of contmold autonomy into the hands of
those who are closest to and most knowledgeabiecbhical processes. In the same
vein, Gaziel (1986), in studying secondary schodmiistrators, found veteran

teachers need more autonomy, in line with theileemce, in order to be satisfied.

Involving teachers in school-wide policy decisiarsd giving them some degree of
control in their classrooms are associated witth Higevels of career satisfaction”
(NCES, 1997). According to Pearson and Moomaw (2G8&chers feel they are
qualified authorities in the instructional processcause they have considerable
expertise in specialized fields; they have a rightorganize the learning process
according to their own choosing; and that the nétwad interpersonal school rules
stops at the classroom door because teachers fammmtheir own, personalized,

flexible rules, which allow them to operate withieir classrooms as they see fit.

From the fore mentioned research findings, teachgpsess satisfaction with their
jobs in a given school due to the kind duties taeygiven, the way they perform the
duties and more so the way they can perform thdiies without interference from

the school administration. This enables the teachrexploit their capabilities in
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doing their jobs making their work more challengiagd thus interesting thus
increasing their levels of job satisfaction. Instlstudy, autonomy is viewed as the
freedom for teachers to make independent decisiegarding their work within the
school setting. This is deemed to increase teacimgtigsic motivation and thus
higher job satisfaction. It can thus be concludexinf this literature review that the
level of autonomy is positively correlated with jaatisfaction among teachers
implying that greater autonomy at work increasels gatisfaction level among

teachers.

2.6 Environmental Factors and Job Satisfaction amanTeachers

Environmental factors refer to out of school fasttirat affect the living or stay of the

teachers within the locality of their jobs e.g.deers housing, personal security and
support from parents. Much research on job satista@among teachers has dwelt on
what is directly related to the teaching job sushhee job itself and the school factors
ignoring environmental factors. However, it sholle noted that the kind of stay

outside work affects the willingness to work andystithin the region where a

teacher works.

Taylor and Tashakkori (1995) noted that inadeqliaitey and working conditions are
major problems faced by teachers that underminie jible satisfaction. The authors
further noted that teachers lack of availabilitytansport, security and residential
facilities in remote rural areas, especially fomde teachers is a big issue. On the
other hand, Kyriacou (2001) pointed out that, teastas social beings embrace their
relationship with learners, their parents and egjlees. He noted that the support that
teachers get from parents and learners makes tsafg® appreciated. This implies
that teachers who do not have the support of pa@md learners are likely to have

low levels of job satisfaction.

In another study, Bloch (2009) found that the fexteelated to work environment
were highly instrumental in determining the levekatisfaction of teachers with their
jobs. Tasnim (2006), in her study found that on¢hef main purposes of job is to get

rewards that can allow you to meet your basic nekdthis view, Tasmin felt that
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teachers working in areas where no safe housinlititcfor them and their families
were likely to be less satisfied with their jobsirtRer, Tasmin explained that better
salary in teaching profession does not guaranteerisg and good life at work thus
rural teachers may express low satisfaction widirtfpbs as opposed to teachers in

urban schools.

Parental support and learner support to the teabhbegh not widely researched have
an influence on the level of job satisfaction améeachers. For example, Ferguson,
Frost, Kirkwood and Hall (2007) suggested that dextsuch as fairness in
accountability, where parents and students can betlacking accountability, has
resulted in a number of teachers, especially aséoendary school level, leaving the
profession. These findings establish that teadieeighey must actually guarantee the
success of each and every student as their ultig@ae and source of satisfaction.
However, this is not possible without the suppdrthe learner and his/her parents
which play vital roles in the academic achievemeniibis higher degree of
accountability is felt to contribute to increasessitress among teachers and thus

reduced job satisfaction (Hargrove, Walker, HuBenrigan, and Moore, 2004).

Oketch (2008) in their study in Rangwe Sub Countyed that forces outside the
school and the teaching job such as community affexted job satisfaction among
teachers. This could explain why teaches who apipelae satisfied with their jobs as
teachers may be dissatisfied with working in a giverea or school hence the

variations in job satisfaction among teachers febffierent areas or different schools.

In a study to investigate the level of job satistatamong secondary school teachers
in Nairobi Province, the major findings of this easch study were: The teachers were
satisfied in the job factor of interpersonal redatiand the lowest level of job
satisfaction was recorded in the job factor of wakvironment and working
conditions (Njue, 2010). The author noted that nmieathers complained that they

could not afford a decent housing for their fansilie
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Analysis of the literature on environmental factordicates that teacher security and
housing are interrelated. Teachers are likeligéd safe if they live in a good house
preferably with accessible means of transport arater to the school they teach. The
relationship between the teacher and the learmat,tlhe teacher and parents also
influences their satisfaction. Support from pareatsl learners also help teachers
work harmoniously, with little job stress, a factilvat may improve the students’

achievement and thus their job satisfaction.

2.7 Conceptual Framework

The study found out the factors affecting job $atison among primary school
teachers. The factors will be classified into sdHaoctors, environmental factors, and
biographic characteristics. In this study the iretegent variables were the school
factors, environmental and biographic charactesstwhile teacher job satisfaction
will be the dependent variable. The relationshipwieen the dependent and the

independent variables is shown in Figure 2.1
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Figure 2.1: Conceptual Framework

Independent Variables Dependent Variable

School Factors
* Administrative support
e Autonomy
» Student Bahaviours

Environmental Factors
» Parental support
e Learners support
» Teachers housing and Petr- >
sonal security

Job Satisfaction

Biographic Characteristics
* Gender

* Education level

» Teaching experience

* Original home

» School location

Literature on job satisfaction has shown that #heel of teacher job satisfaction in
many parts of the world is low. One effect of logwéls of job satisfaction among
teachers has been cited as low work performanceaxthers. This leads to poor
achievement of the school objectives which may laifasted as poor performance
of learners. It has also been pointed out that jlolw satisfaction among teachers
makes teachers leave the service for other jobSeguent movement of teachers

through transfers to other schools where they raalrhore satisfied.

The factors that affect job satisfaction among heas have been found to vary from

one Country to the other as well as from place lamep and school to school. The
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factors identified in literature are broadly categed into: biographic characteristics:
age, gender, teaching experience, education lexeloaiginal home of the teacher:
school factors: administrative support, autonomywvatk, and students’ behaviour.
The environmental factors are: parent supportnkrasupport, housing and personal
security. Although several studies in Kenya hawmniiied the factors affecting job
satisfaction among teachers in this view, TurkarestWs a remote area which has
been affected by serious understaffing in primatyosls due to frequent transfers of
teachers from the Sub County to other areas. ThieemTurkana West Sub County a
special case. Despite this, no study had beenedaaut in Turkana to establish the

factors that affect job satisfaction among primseiool teachers thus the need.
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CHAPTER THREE
RESEARCH DESIGN AND METHODOLOGY
3.1 Introduction
This chapter discusses the techniques that werkinsmrrying out the research. The
areas described here include: research designettargpulation, sampling and
sampling techniques, research instruments, validayd reliability of research

instruments, data collection procedures and dailysis techniques.

3.2 Research Design

According to Fouche and De Vos (1998) a researsigdas a detailed plan of how a
research project will be undertaken. It provides tiasis from which the data is
collected to investigate the research questionscli® and De Vos (1998) further
noted that the researcher should select the rdsegmoroach after considering the
aim, the nature of the research questions, andebeurces (informative subjects)
available for the study. In this study the researaksed quantitative research design
employing descriptive approaches because the stasdessed the level of job
satisfaction among primary school teachers oneagint Likert Scale as rated by the
teachers. Descriptive research approach deals quieistions based on the current
state of affairs of a phenomenon (McMillan and Sohaher, 1993). In this study
descriptive survey was used to obtain the opinafrteachers about their level of job
satisfaction, and to obtain information on the keais biographic data, school factors
and environmental factors. Allison, et al., (19%)phasized that a descriptive
approach sets out to seek precise and adequateptiess of the activities, objects,
processes and persons involved in a study. Instbdy, descriptive approaches were
used to provide accurate descriptions of the teaghader, age, educational level,
teaching experience, places of origin, job satigfac administrative support,
autonomy, work place atmosphere and student belvayiparental support, learners

support, teachers housing, personal security ansihg.

3.3 Target Population
According to McMillan and Schumacher (1993) a tangepulation is the total set

from which the individuals or units of the studyahosen. It is the totality of the
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persons, events or organizations units with whibh teal research problem is
concerned. On the other hand the portion of thgetgpopulation that the researcher
has reasonable access to is called accessible gbigoul(Simelane, 1998). The
accessible population should therefore have trevaet information that is required
to answer the research questions adequately wiel¢arget population should have
all the characteristics of the subjects to be suidl'he target population for this study
were all the 318 public primary schools teachedsh&ad teachers and 2 education

officers in Turkana West Sub County, Turkana Coukignya.

3.4 Sampling and Sampling Techniques

Sampling is the scheme of action or procedurediaaifies how the subjects are to be
selected for the research (Similane, 1998). Sinee(d998) explains that sampling
involves the selection of a group of participantshwwhich the researcher is to

conduct the study. Sampling is done in order toegihe researcher a more
manageable group for the purpose of the study.rébearcher used three sampling
techniques namely; stratified sampling, purposiengling and simple random

sampling. Turkana West Sub County has two distiegions in which schools are

situated: namely urban school (those near town str@pping centres) and those
situated in the rural areas. Stratified sampling waed in which the area was first
divided into strata to ensure that the sample sgmis schools from all regions.

Simple random sampling was then used to selechéeadrom the school identified.

Purposive sampling was used to select the DEO la@&tb County Staffing officer

to represent the education officers while all hessthers of the selected schools will

be chosen.

3.5 Sample Size

As noted by Mugenda and Mugenda (1999) a repretsentample should be at least
30% of the total population to be considered adegtmarepresent the population. The
sample in this study was chosen so that the sasipéeis greater than 30% of the
population in order to minimize errors due to nepresentation as well as non-

response. The proposed sample sizes are showblm J2.
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Table 3.1 Sample Sizes

Group Population Sample Sample Percentage
size size

Schools 54 18 33.3%
Teachers 318 100 31.4%
Head teachers 54 18 33.3%
Education 2 2 100%
officers
Total 428 138 32.2%

3.6 Research Instruments

The researcher used self-administered questiorsnairé interview schedules for data
collection. The questionnaires had 5 parts. Parad Biographic characteristics of the
teachers; Part 2 measured the level of job satisfa@mong teachers in which
teachers expressed their willingness to stay tegcin the schools in this region by
rating it on a five point Likert scale, part 3 wased to rate the perceived school
factors that affect job satisfaction among primsefool teachers, part 4 was used to
identify environmental factors while part 5 wasdise identify the possible measures
that could be used to enhance job satisfaction gnbeachers in Turkana West Sub

County.

Interview schedules were conducted for head teaclsrd education officers
specifically the DEO and the Sub County TSC stgffiofficer. The interview
schedules were used to give insights on factoectffy teacher job satisfaction and
intervention measures. (See the details in appgndix

3.6.1 Validity of Research Instruments

Validity of an instrument refers to the ability @research instrument to measure what
it designed to measure (Simelane, 1998). Therevar®ous forms of validity.
However, this study measured two forms of validitpntent validity and construct
validity. To measure construct validity, the resbar conducted a pilot study with
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known subjects. Correlation analysis of the resoitthe study was then used to test
for predictive ability, concurrence, and convergentthe items. Content validity was
measured by relating the constructs of the varglyi satisfaction, and the factors
with other measures identified by other researchefderature. The questions were
also reviewed by experts in the area, specifidakysupervisor and other lecturers in
the Department of Educational Foundations of Thévélsity of Nairobi. Using the
results of the pilot study the researcher triecthieck consistency in answering of
similar items. Ambiguous questions were then ddlete modified before data
collection e.g. “freedom to determine what to teaoid when to teach it” was
modified to read “I have freedom to determine wtmateach and when tieach” it
while “in your own opinion do you think most teachers Wbwant to continue
teaching in Turkana West Sub County if given oppaity or not?” was modified to
“In your own opinion what do you think makes masadhers to want to transfer out

of Turkana West Sub County?”

3.6.2 Reliability of Research Instruments

The researcher used the internal consistency tokctie reliability of the research

instruments. This was done by calculating the Cachls alpha coefficient for all the

sections of the questionnaire from the resultshef pilot study. The data obtained
from the pilot study was fed into a computer and @ronbach’s alpha calculated
using Statistical Package for Social Sciences ($R8&ion 20. A value of 0.7 or

below of the Cronbach’s Alpha Coefficient shows lovernal consistency while a

Cronbach’s Alpha Value of more than 0.9 implies phesence of redundant items that
do not add value to the questionnaire due to repet{Ary, Jacobs, Razavieh, &

Soorensen, 2006). The questionnaire was foundwe a&ronbach’s Aplha Value of

0.83 when administered to pilot sample of teachirsvas thus deemed to have

adequate consistency and therefore used for diégtion without alteration.

3.7 Data Collection Procedures

The researcher obtained a research permit to corilacstudy from the National
Council for science and Technology (NCST). The aedeer then requested for
permission from the Sub County Education OfficeE@®@ Turkana West Sub County
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before starting data collection. During arrangedityito the DEO’s Office, the
researcher conducted interviews from the DEO aaffi&g officer before proceeding
to the schools. With the assistance of the Headhtza, the researcher issued the
guestionnaires to the selected schools during amanged visits. The teachers and
school heads filled questionnaires, and collectbdrer possible and where there was
difficulty the researcher left the teachers to il questionnaires and collect them

after a week. During the same visits the researictenviewed the Head teachers too.

3.8 Data Analysis Techniques

Data obtained from the study was both quantitawvel qualitative. Descriptive
statistics were used to analyse data showing e t&f teacher job satisfaction as
well as the rating of school and environmentaldest This was done by calculating
the percentage scores of the factors from thegstof the factors as obtained from
the Likert scores. Demographic information was y&ed by dividing the respondents
into categories using their demographic charadiesis Inferential statistics were
applied in testing the statistical relationshipwesn the dependent and independent
variables. The relationship between demographmrinétion and job satisfaction was
tested using the independent sample t-test andysisabf Variance (ANOVA) by
comparing the mean scores for job satisfaction amdifferent groups. The
relationship between the school and environmemtetofs and job satisfaction was
tested using Pearson Product Moment CorrelatiorffiCieat of the factors scores
and the scores for job satisfaction. Data was amalywith the aid of the Statistical
Software for Social Sciences (SPSS) Version 20pmeskented in charts and tables.

35



CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND DISCUSSION

4.1 Introduction

This chapter comprises the data analysis technigesed, presentation of analysed
data and discussion of the findings of the studye Thapter is organized into the
following sections; namely: instrument return rabggraphic information, level of
job satisfaction among primary school teachergcefdf biographical characteristics
of teachers on job satisfaction, school factorg tiffect job satisfaction among
primary school teachers and environmental factoas affect job satisfaction among

primary school teachers.

4.2 Pilot Study and Reliability Testing

The results of the pilot study were used to cateulie Cronbach’s Alpha Coefficient
using the statistical SPSS Version 20. The tabléotafl item statistics was used to
determine the items of the questionnaires that wetelear. Results of the pilot study
are presented in Table 4.1

Table 4.1 Reliability Statistics from Pre -Test

Cronbach's Alph N of Items

0.71¢ 53

The results presented in Table 4.1 show that tlenl@axch’'s Alpha Coefficient was

greater than the minimum recommended value of Bu8 the questionnaire was
deemed reliable for use with sample. The tabletdtal item statistics was used to
show item that lowered the reliability of the queshaire. The findings are presented
in Table 4.2
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Table 4.2 Total Item Statistics

Scale Mean if| Scale Variancd Corrected Item-| Cronbach's
Item Deleted if ltem Total Correlation| Alpha if Item
Questionnaire Item Deleted Deleted
like teaching as a career job in current
] 126.28571 1075.526 434 .706
station
comfortable in Turkna west as a teacl 126.2381 1088.72 .28t .70¢
decided to nurture teaching as a career
126.23810 1094.722 .230 711
Turkana west
i teach in Turkana west because its the
) 126.33333 1080.374 416 .707
only optior
Given another job outside Turkana Wes
126.71429 1129.233 -.190 721
would take it without hesitatic
working hard to get transfer outside
126.50000 1091.280 .297 .710
Turkana West
wish to become the best teacher in
126.69048 1100.56(Q .143 713
Turkana Wes
When i joined teaching i felt it was my
) 125.92857 1100.458 orJ 713
dream jol
My morale for staying in Turkana West
) ] 126.30952 1108.707 .052 .715
keeps increasing
Teaching in Turkana west Gives me the
126.00000 1092.439 274 .710
honour Idesen
receive adequate support from head
] ] 126.28571 1065.038 .567 .703
teacher concerning my j
Head teacher is involved in giving
) 126.14286 1084.760 401 .708
assistance
Head teacher gives respect and
) ) 126.04762 1069.754 .605 .704
professionalism to my wo
Head teacher values my administrative
) 125.85714 1073.443 .549 .705
duties
head teacher allows me to freely
o ) o ] 124.42857 938.300) 277 .716
participate in school decision making
| flexibly can adopt any teaching approd
] Y prany gapp 124.26190 1011.12§ .138 729
in my schoc
I have full control of my choice of
) ) o 125.88095 1071.766 .539 .704
teaching and learning activit
Ihave autonomy in making decisions at
126.30952 1091.536 247 .710
work
| exercise authority in discipline control
125.83333 1069.898 517 .704

schoo
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i have appreciable flexibility in
establishing my own guidelines in
instruction

| have freedom to select teaching mate
| have freedom to choose what to teach
and when to teach it

students respond to me with respect
my students are concerned with
performing well

My students willingly engage in
instructional activities in class

there is good relationship between me 3
my students

My students exhibit good habit | class
Students have good respect for one
another

my students help one another in studyin
Parents are supportive to school discipl§
Parents respect the roles of teachers
Parents provide learners with learning
materials

parents give support in guidance and
counseling

Learners are disciplined

Learners respect teachers

Learners do assignments given by teac
Learners participate actively as required
by teachers

i got a good house near the school i tea]
| can easily reach school from my housq
The area i live is good for my family an
Social amenities and communication
networks are adequate in the areaii live
there is adequate security within the arg
work

i have good social relationship with the
community where i work and live

i feel safe when discharging my duties

| am protected in terms of my job when

serving the community

126.02381

126.26190

126.40476

126.04762

126.0000d

125.45238

125.40476

125.64286

126.54762

125.97619
126.54762
125.71429

126.09524

126.50000

125.47619
125.88095
125.66667

126.28571

126.57143
126.45238
126.57143

126.33333

126.40476

125.92857

126.07143

124.95238
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1053.731

1086.491

1110.198

1085.607

1079.707

1088.303

1080.296

1067.552

1070.010

1076.609
1091.961
1097.624

1090.283

1077.476

1093.182
1077.522
1133.545

1072.063

1102.739
1070.693
1078.495

1077.447

1083.954

1077.190

1065.483

1100.583

.687

.285

.005

.374

444

.053

.032

.185

512

.294
.266
.027

.052

.384

.042
.309
-135

.546

.056
435
.394

416

.380

496

.606

-.062

.699

.709

717

.708

.707

.720

728

711

.704

.707
.710
721

.720

.707

.720
.707
.730

.704

716
.705
.707

.706

.708

.706

.703

.748




| can reach the nearest security agents
o 125.78571 1111.148 -.014 719
easily in case of an emergency
Automatic promotions to higher job
125.73810 1058.149 .637 .701
groups
Better housing within school compound 125.66667 1064.959 544 .703
improvement of infrastructure where i
125.73810 1056.296 .669 .700
work
Improvement of security where i live in
125.88095 1064.742 .458 .703
general
being given challenging responsibilities
126.07143 1050.751 .636 .699
work
Recognition of my work by ministry of
) 125.88095 1064.888 .529 .703
education
promotions and remuneration for all ext
) 124.7857] 1077.002 .044 727
duties performed

The item statistics presented in Table 4.2 showadhahe items in the questionnaire
gave Cronbach’s Alpha value of 0.7 and above tlngs questionnaire was used

without alteration.

4.3 Instrument Return Rate

This refers to the percentage of the researchum&nts dully filled and returned to
the researcher for analysis. The results showed(108%) of the education officers
fully participated in the interview, (88.9%) of tliead teachers and (92.0%) of the
teachers dully filled and returned their questioresa The above percentages are all
above the 85.0% minimum return rate recommendedriyet al. (2006) thus the

errors due to non-response were deemed to beaaicaptable level.

4.4 Biographic Information

These referred to the individual characteristicshef teachers. They include: school
location; gender; age; teaching experience; edutakevel, and original home
location. The findings showed that (50.0%) of teachers who were interviewed
were teaching in schools located in rural areas(88d%) were teaching in schools
located in urban areas. The teacher sample alspresed of (60.9%) males teachers

and (39.1%) female teachers. The results of theht¥a’ age are shown in table 4.1.
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Table 4.3 Distribution of Teachers Sample by Age

Age Bracket Frequency Percentage
35 and below 44 47.8
36-45 32 34.8
Above 45 16 17.4
Total 92 100.0

The results in Table 4.3 show that a majority efcteers (47.8%) were in the lowest
age bracket (35 years and below) followed closegiythe age bracket 36-45 years
with 34.8% while teachers who were above 45 yeecsunted for only 17.4%. This
implies that majority of the teachers working inrdana West were fairly young
(below 45 years). This could be attributed to eittnansfer from the Sub County to

other parts of the country or leaving the profass$a other jobs by the teachers.

Teaching Experience

Another biographic characteristic of the teacheas whe teaching experience of the
teachers. The teaching experience referred touhar of years that one had worked
as a teacher. The teaching experience was catedanto 3. The results are presented
in Table 4.4.

Table 4.4 Distribution of Teachers by Teaching Expgence

Teaching Experience in years Frequency Percentage
Below 10 34 37.0
10-15 38 41.3
Above 15 20 21.7
Total 92 100.0

As indicated in Table 4.4 the most common brackeahe teaching experience was
10-15 years (41.3%) followed closely by below 1@ngewhich accounted for 37.0%
while the least frequent was those with teachingeernce of above 15 years with a
percentage of 21.7. This shows a similar trend W#hil age in which the highest

experienced teachers are the least in number wtocihd be due to transfers of
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teachers or decision of teachers to leave teadbinetter jobs. This was confirmed

by the head teachers and education officials wported that there is a tendency of
newly employed teachers to actively seek for tremssbr leave teaching for better
opportunities especially the new dispensationthe county jobs, and also the many

Non-Governmental Organizations (NGOs) operatinth@region.

Level of Training of Teachers
Level of training of teachers referred to the hgjreecademic qualification held by the
teacher. These were P1 (primary Teacher Educagidificate), Diploma, Bachelors

and master’s degree. The results are presenteabie .5

Table 4.5 Level of Training of Teachers

Education level Frequency Percentage
P1 79 85.9
Diploma 7 7.6
Bachelors’ Degree 6 6.5
Total 92 100.0

The results presented in Table 4.5 show that amagtrity of the teachers (85.9%)
had P1 certificates, 7.6% had diploma certificatdsle only 6.5% had bachelor’s
degrees. This could be due to the fact that thpeasgovernment policy the basic
requirement for employment as a primary school eads the primary teacher
education certificate (P1). Secondly, teachers wduk further education such as
bachelors and masters degrees were more likelgttother jobs and leave teaching
all together. This was stated by the educatiorceffi and head teachers during the

interviews.

Original Homes of the Teachers

The study further investigated the original homiethe teachers. These referred to the
places where the teachers were living when not@kwrhese were designated as
Turkana west, Outside Turkana West but in Turkawan@ and outside Turkana

County. The findings are presented in Table 4.6.
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Table 4.6 Original Home of the Teachers

Home area Frequency Percentage
Turkana west 58 63.0%
Turkana County outside

22 23.9
Turkana West
Outside Turkana County 12 13.1
Total 92 100.0

As shown in Table 4.6, a large number of teachenrewatives of Turkana West Sub
County (63.0%) followed by natives of Turkana Cquiut who were not from
Turkana West Sub County (23.9%) while only 13.1%evFom outside Turkana
County. This could be attributed to a number oftdex firstly, the teacher
employment system based at Sub County level neagssithe employment of
teachers in their original home Sub Counties ofdersce making a majority of
teachers employed in Turkana West to be nativethefSub County. Secondly, as
indicated by the interviewed head teachers and auurc officers, teachers other
places expressed interests to transfer from Turk$est to other places with those

most likely to transfer being the teachers fronsim@ Turkana County.

4.5 Level of Job Satisfaction among Primary Schodleachers

The first objective of this study was to assesslével of job satisfaction among
primary school teachers in Turkana West Sub Countgrder to assess the level of
job satisfaction the teachers were required toddterent items on their levels of the
satisfaction with their jobs on a five point Likestale with choices: strongly agree
(SA), Agree (A), Not Sure (NS), Disagree (D), aritb8gly Disagree (SD). The scale
was constructed in such a way that higher scordgated higher levels of job
satisfaction among primary school teachers. Theitikcores obtained are presented
in Table 4.7.
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Table 4.7 Likert Scores for Level of Job satisfactin

Statement SD D NS A SA

n % n % n % n % n %

| like teaching as my career jolt 4.3 22 239 22 239 29 315 15 16.3
and profession in my current
station of work

I am comfortable with staying as d3 14.1 23 250 26 28.3 16 17.4 14 15.2
teacher in Turkana West

| am decided to nurture my career 7.6 25 27.2 21 228 24 26.1 16 17.4
as a teacher in Turkana West till |
reach the highest grade

| teach in Turkana West becaus®@ 8.7 28 30.4 23 25.0 21 228 12 13.0
it's the only choice available

Given another job outside Turkan& 6.5 18 19.6 12 13.0 37 40.2 19 20.7
West | would take it up without
hesitation

I am working had to get a transfedl2 13.0 24 26.1 24 26.1 12 13.0 12 13.0
to go outside Turkana West

| am actively looking for another3 33 7 7.6 11 12.049 53.3 22 23.9
job outside Turkana West

My wish is that | become the besp2 23.9 26 283 20 21.7 17 185 7 7.6
teacher in Turkana West

When | joined teaching | felt that 124 26.1 26 28.3 15 16.3 21 228 6 6.5
had gotten my dream job

My morale in teaching in Turkanal9 20.7 15 16.3 28 304 23 250 7 7.6
West keeps increasing day in day
out

Teaching in Turkana West give®8 30.4 25 27.2 20 21.7 17 185 2 2.2
me the honour that | feel | deserve
in the society

The results presented in Table 4.7 generally shiwgpy school teachers had low job
satisfaction levels. For instance, a large pergen0.4% of the teachers indicated
that they strongly disagreed with the fact thathé&ag in Turkana West gave them the
honour they felt they deserved in the society, @/disagreed, 21.7% were not sure,
18.5%agreed while only 2.2% strongly agreed. Thiglies that primary school

teachers did not feel that they were recognizedraspected for the role they played
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in the society by teaching. It could also implytttiee local society in Turkana did not
value education much and therefore teachers werseen to play a noble role in the
society. Turkana West is a remote area in whictlittemal values and retrogressive
cultures such as early marriages are still pradtiehile education takes a second
position. Due to this parents and people in thallsociety didn’'t honour the teaching
job. The findings of this study concur with thedings of Furnham (1997) who noted
that teachers are more satisfied if they feel remgl for their roles in the local
society.

On the item “my morale in teaching in Turkana Weseps increasing day in day
out”, 20.7% of the teachers strongly disagreed3%6disagreed, 30.4% were not
sure, 25.0% agreed while 7.6% strongly agreed tighstatement. This shows that
primary school teachers in Turkana West did nok tle&t their career was changing
for the better enough to give them the moral tdiooe teaching the same place. This
could be attributed to the fact that as teacheirs gare experience they feel the need
for more autonomy at work to carry out their dutéesl expect that the achievements
in their work needs to be acknowledged. When th&schot happen to the satisfaction
of the teachers then the teachers morale to cantieaching in the same area or
station cannot grow rather it reduces. Similar medits were made by Bacharach and
Mitchell (1983) when they reported that the teashiength of stay in teaching in a
particular place gives know-how that if not respector reward leads to

dissatisfaction among the teachers.

Another aspect of job satisfaction was “when | gnirteaching | felt that | had gotten
my dream job”. On this a very small number 6.5%rsgty agreed, 22.8% strongly
agreed, 16.3% were not sure, 28.3% disagreed R6ilE% strongly disagreed. This
implies that majority of the teachers did not h&aaching as their career of their own
choice but could have landed into teaching professither because they could not
get the jobs they aspired to thus teaching to thesn't their ultimate choice. Such
teachers tend to express discontent with many #spectheir job thus low job

satisfaction levels. Confirming this are the fimginof Buitendach and De Witte
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(2005) who noted that teachers who choose the rchyeghoice are likely to be more

satisfied than teachers who join teaching as angkoplast choice.

On the aspect “my wish is that | become the bemther in Turkana West” only a
small percentage 7.6% indicated that they stroagheed with the statement, while
18.5% agreed. On the same item 21.7% were not 38r&% disagreed while 23.9%
strongly disagreed. This implies that though they laccepted the teaching job,
majority of the teachers had not accepted thas their long life career and were
either pursuing other avenues of life and cardeas they thought were better than
teaching. It is expected that one would strivedbieve the best and the highest rank
in his or her job, therefore teachers indicatingt tthey were not aspiring to be the
best teachers in Turkana West could either impéy they wanted to be the best in
other careers and not or teaching in another péawk not Turkana West. These
findings concur with the findings of Buitendach abd Witte (2005) who noted that
individuals evaluate their jobs on the basis oftdex which they regard as being
important to them such as personal goals and @spisawhich will influence his/her
feelings about his/her job and the kind of achieeets he/she would strive to attain

in his or her job.

Another item that was used to measure the levglho$atisfaction among the primary
school teachers was “I am actively looking for &eotjob outside Turkana West”. On
this, a vast majority of the teachers indicated thay were searching for other jobs
with 23.9% indicating that they strongly agree,388.agree, 12.0% indicated that
they are not sure, 7.6% disagreed while only 3.8%ngly disagreed. One way of
showing dissatisfaction by teachers is by showiiltingness to leave the profession.
In so doing, teachers show that they are not ordgatisfied with teaching in their

current stations in Turkana West but also with téeeching profession as well. This
could be attributed to the low respect accordete&zhers and lack of recognition
among others. Poor remuneration may also be afisgmi contributor to this.

Confirming these results are the reports given aygkbve, et al. (2004) who reported
that teacher low job satisfaction in United Stdtas led to high teacher attrition rates

in the US with many new teachers leaving the sereicery year.
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On the aspect of teaching in Turkana West, 13.0%eteachers strongly agreed that
they were working hard to get a transfer to go idetJurkana West, 13.0% agreed,
26.1% were not sure, 26.1% agreed while 13.0 slyattigagreed. This indicates that
a good number of teachers felt that they would beensatisfied if they were teaching
outside Turkana West. As noted in literature teadagisfaction may vary from one
place to another. Turkana West being a remote megione to cattle rustling has
insecurity issues which could be a threat to thehers stay in the area. On the other
hand, teachers from other areas which may not pavelems with insecurity may
therefore wish to transfer to more secure placesiemselves and their families.
These are further confirmed by the results on #peet on how comfortable teachers
were with staying as a teacher in Turkana Westhithlv15.2 strongly agreed, 17.4%
of the teachers agreed, 28.3% were not sure, 28i8&greed while 14.1% strongly
disagreed. This implies that on average more thahdi the teachers teaching in
primary schools in Turkana west were not comfodahith teaching in Turkana West
Sub County. This could further be attributed to hlagsh environment within the area
such as poor communication network, poor housisgduority among others. It is in
this view that teachers who were willing to stayhie profession may wish to work in
another place and not Turkana West. Confirming ehi#sdings are the findings
Kearney (2008) who noted that in US teachers inoterareas and teaching in high
poverty schools tend to leave every year; somesfeario other schools while others

leave the classroom permanently.

Another aspect that was rated was “given anotheojaside Turkana West | would
take it up without hesitation”. On this, 20.7% sigty agreed, 40.2%% agreed, 13.0%
were not sure, 19.6% disagreed while 6.5% strodgdggreed. This implies that a
vast majority of teachers were willing to take jahgside Turkana West as well as to
leave the teaching profession. It should be nthed teachers may be dissatisfied
with teaching as a job in which case they wouldhwiis take other jobs and leave
teaching for other careers completely. On the otlagid teachers may be dissatisfied
with working in a particular area or even in a jgatar school. These results show
that a vast majority were not only dissatisfiedhmieaching in primary schools in

Turkana West but also teaching as a job. This cbeldttributed to poor remuneration
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of teachers as compared to other careers as wiledack of recognition of teachers
by people in the society. Another reason for tleigld be the insecurity issues as well
as the living conditions that teachers in TurkaresiMre subjected to .Turkana West
being an arid area, has poor road and communicatinworks. Teachers therefore
suffer professional isolation and may not be abl&dve access to important social
amenities such as television connectivity and mgeamong others. All these play a
greater role in lowering the teachers’ level of gdtisfaction in Turkana West Sub

County.

In order to determine how much interest and vaksaelers attach to teaching, the
teachers were required to rate the item “I likech&ag as my career job and
profession in my current station of work”. The réspresented in Table 4.7 show that
4.3% strongly agreed with the statement, 23.9%catdd that they disagree, 23.9%
were not sure, 31.5% agreed while only 16.3%. Tiniglies that almost half of the
teachers did not like teaching as their careeh@ir tcurrent station of work. It also
suggests that such teachers when given other jobkl mpt to leave teaching.
Secondly, this also implies that such teachersngiepportunities for working in
different schools would possibly transfer volurtarihese findings are supported by
the results of the rating of “I am comfortable witaying as a teacher in Turkana
West” in which 15.2% indicated that they stronglyree, 17.4% agree, 28.3% were
not sure, 25.0% disagree and 14.1% strongly disalgréhese results confirm that a
large percentage were not comfortable with stagim@ teacher in Turkana West. This
could be attributed to the harsh working environiméue to insecurity in the Sub
County. In addition, Turkana West is an arid regidnch has poor infrastructure thus
poor transport means, communication as well as ihgusThese findings are
supported by the teachers’ indication that theursiog was not conducive. Supporting
these arguments is the indication by the resulthermrating of the statement “| teach
in Turkana West because it’s the only choice alségla On this aspect 13.0% of the
teachers strongly agreed, 22.8% indicated that tgree, 25.0% were not sure,
30.4% disagreed while only 8.7% strongly disagrdéiils implies that almost half of
the primary school teachers had low satisfactiorkimg in Turkana West. It further

shows that such teachers were either posted tamarkinwillingly, or didn’'t choose
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teaching as their career jobs. This could be aitieih to the fact that majority of the
teachers were not natives of Turkana West. Theaehées were therefore not
conversant with such environment especially dues$ecurity occasioned by cattle
rustling. These findings concur with the finding @ketch (2008) who noted that
forces outside the school and the teaching job sischbommunity also affected job

satisfaction among teachers.

The low levels of satisfaction observed could kelatted to a number of factors.
Firstly, as indicated by the head teachers anchénimterviews, there was general
understaffing of primary schools in Turkana West tluthe failure of the government
to employ enough teachers in the area. This couplddlarge enrolments obtained
after the introduction of free primary educatiosuks in overcrowded classes and
general low teacher to student ratio which are @asad with over working of
teachers and thus low job satisfaction. As a camsece teachers may not be able to
reach all the learners adequately in a lessontmegub poor performance which in
turn demoralizes the teacher. The above statedtsasuypoor work environment for
the teacher which lowers the level of job satistectSimilar findings were reported
by Njue (2010) in Nairobi. Working imnconducive environment and poor working

conditions contributed to low job satisfaction ampaeachers.

Secondly Turkana West is a remote area that isepoattle rustling and therefore
insecurity. Teachers working in rural areas areettoee living in zones that are prone
to armed conflict posing serious security threatshe teachers in school or outside
school and to their families for those who livetwiheir families. On a similar note,
the head teachers indicated that teachers livingiial areas constantly demand for
transfers owing to the security threats within éinea of their work. It is in this view
that teachers teaching in Turkana West feel ingeand therefore have low levels of
job satisfaction. These findings concur with firgBrof Worrell (2004) who noted that
teachers experienced higher levels of job satisfasthere crime rates were low and

security was adequate.
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4.6 Effect of Biographical Characteristics of Teactrs on Job Satisfaction

The second objective of the study was to measuee dffiect of biographic

characteristics on job satisfaction of primary sdhi@achers in Turkana West Sub
County. Biographic characteristics referred to thersonal characteristics of the
teachers namely: gender; age; education level;hitegcexperience; and original
home. The effects were determined by use of thepeddent sample t-test with the
biographic characteristics as the independent Miariavhile the level of job

satisfaction among teachers was the dependenbiaria

4.6.1 Effect of Gender on Level of Job Satisfactioamong Teachers

The first biographic characteristic that was meaduvas gender. In order to assess
the effect of gender on teacher job satisfactionindependent sample t-test was run
to test the effect of gender on level of job satsbn. Gender was used as the
independent (categorical) variable with male anohdie as two categories. The

percentage scores obtained by the teachers ondeja satisfaction scale were used

as the continuous variable.

The choices on the Likert Scale on job satisfactiene awarded the scores: strongly
disagree (0), disagree (1), not sure (2), agreaud)strongly agree (4). These were
rated in such a way that higher scores implied dnighvels of job satisfaction. In
order to calculate the percentage score, the $otae per teacher was calculated by
summing up the individual scores for each item lo& $cale and divided by the
maximum possible scale given by the maximum sceretpm (4) multiplied by the

number of items used in rating job satisfactiorele\(11).

For data to be analysed using t-test, it mustfgatisrtain conditions i.e. the variance
should be homogeneous across all the values, thestlauld have normal distribution
and there should be no outliers. Data for analgsikerefore first tested for violation

of the above conditions.

The data was first assessed for the assumptionsthérs, normality of distribution

and homogeneity of variance. To test for preseraautiiers, box plots were plotted
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for the males and the females. The results showatl there were no significant
outliers in both categories. In order to test whetihe data was normally distributed,
the Shapiro-Wilk test was used. The Shapiro-Wikt ggves significance level P that
is less than 0.05 when there are significant dieviat of the data from normal
distribution. If P is greater than 0.05, then tlaadis normally distributed. In this
study the test gave a significance value of P=0.78& implies that data had normal
distribution and therefore no adjustments were donthe data. The third test was
homogeneity of variance. The Levene’s test for 8tyuaf variances was used to test

for homogeneity of variance. The results are prieseim Table 4.8

Table 4.8 Independent Sample t-test for Gender andiob Satisfaction

Levene's t-test for Equality of Means
Test for
Equality of
Variances
F | Sig. t Df |Sig.(2-| Mean | Std. Error 95%
tailed) | Difference| Difference| Confidence
Interval of the
Difference
Lower | Upper
Equal
varianceq .467| .498 4.950 44 .000 -10.75] 2.17174 15.126| 6.373
. assumed
total job Equal
satisfaction variances ) ) )
not 4.416 24.169 .000 -10.75| 2.43442 15.772 5727
assumed

As shown in Table 4.8, the Levene’s test for edquadif variance shows that the

assumption for homogeneity of variance was notavea (significance value=0.498)

was greater than 0.05. The t-test was thus capuégvith equal variances assumed.

Table 4.9 Group Statistics for effect of gender otevel of job Satisfaction

Group N Mean Std. Deviation  Std. Ernor
Mean

Male 56 17.75 5.35121 0.112324

Female 36 28.53 9.39762 0.231240
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The job satisfaction levels were higher for fem@lachers (M=28.5, SD=9.39) th
for male teachers (M=17.7 SD=5.35). A statistically significant difference
found between male and female teachers (N=90, 95% (©2)=-4.950, p<0.000!
The independent sampl-test can be used to give the size of any differemedhe
variable of interest between the grs. This is done by calculating Eta Squared ve
The Eta squared value expressed in percentage thiegsercentage of the depenc
variable which can be explained or which is dudht® independent variable. It
calculated from th&’ value and the egrees of freedom (MN2-2) using the formuli

t!
Etesquared = T+ (N, + N, - 2D

Where N and N are the numbers of female and male teach sample respectivel
The value of Eta squared was found to 0.214 (21.2%i} implies that 21.4% of tf
level of job satifaction among primary school teachers in TurkanastVéeuld be
explained by gender. The results presented herneatedthat female teachers
Turkana West tented to be more satisfied with tfodis as compared to male teach
This could be attributeth the fact that female teachers tent to have l@aseiration:
in higher jobs.

Secondly, cross tabulations of gender and oridioate indicated that a vast majot
of female teachers (77.8.5%) had their original ésnbeing Turkana West wh
(22.2%) kad original homes being within Turkana County. Tiiglies that no femal
teachers were from outside Turkana County. It shdnd noted teachers working
their own area live in an environment they are usedare likely to working fron
their homes thugood housing may be guaranteed. Similarly, suctheza may nc
have serious problems with security as they ara bod brought up in the region tr
high level of job satisfaction. Female teachersewtrerefore likely to be mo
satisfied as they allere from Turkana. Again traditionally, females arglowed witl
responsibilities of taking care of their familiesdathus are more comfortable w
working near home. These findings concur with thdihgs of Watson, Hattol
Squires, and Soliman (199who noted that female teachers generally tenteloe

more satisfied with their jobs as compared to niedehers. Similarly, Witt and Ny
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(1992) explained that female teachers tend to lsdyesatisfied due to their lower

expectations from their jobs.

Mbwiria (2010) and Oketch (2008) also noted thatdée teachers were satisfied with
their pay than male teachers. The findings howewatradict the findings of Dinham
and Scott’s (1998) which found no significant diéfece in level of job satisfaction
between female and male teachers except in studgafhti®vements where male

teachers were less satisfied.

4.6.2 Effect of Teachers Education Level on Levelf dob Satisfaction Among
Teachers

The researcher investigated the effect of educagerl of teachers on their job
motivation. One Way analysis of variance was edrout with education level as the
independent (categorical variable) and scores wéll®f job satisfaction as the
dependent (continuous variable). The teachers’dsglevel of education had three
categories: P1, Diploma and Bachelors Degree. Roi@nalysis the data was tested
for presence of outliers using box plot, for norm@tribution using the Shapiro-Wilk
test and homogeneity of variance using the Levetess To test for outliers the data
was used to plot a box plot. In the box plot ousliare indicated as by circular filled
circles outside the first or the third quartiletbé data. Absence of the dots indicates

absence of outliers. There were no outliers asatdd by the box plot.

The Shapiro-Wilk test is a test of significancedifference between the number of
values between the upper and the lower quartilekeptiata set. A significance value
P<0.05 implies that there is a statistically sigaifht difference between the number
of data points on the upper quartile and the layuartile thus the data is not normally
distributed. The Shapiro-Wilk test gave a significa value for deviation from normal

distribution of the variables as (P=0.583). Thiplied that the assumption for normal
distribution was not violated. To test for homoggnef variances, the Levene’s test
for equality of variances was used. The Levenstdees a significance value that is
used to determine whether in the One Way ANOVA ddiauld be assumed to have

equal variances over whole range of values fordbpendent variable among the

52



different groups. A significance value (P) of gerathan 0.05 indicates that t
variances of the data among the groups do notrdsfemificantly. In this study, the
Levene’s test was performed on scores on job aatieh levels among the teach
grouped on basis of their education level. The data found to have equal varian
among the three groups (p=0.451) thus the ANOVAyai® were ceried out with

option of equal variances assumed. The resultprasented in Table 4.:

Table 4.10 ANOVA Table for Education Level and JolSatisfactior

Sum of Df Mean Square F Sig.
Square
Between 260.78( 2 130.390 6.488  .003
Groups
Within Groups 864.198 43 20.098
Total 1124.97. 45

The results of the ANOVA showed that education levad a significant effect c
level of job satisfaction among primary school tests at a confidence interval
95%. The level of Job satisfaction among teacwas significantly different betwee
different educational level groups (F(2, 88) = 84p8=0.003. The magnitude of t
effect was determined by calculating the Eta Squ&edue. This was calculated usi
the formula:

Emnfsqumsbetmmxxlu.
Total sum of squares ... 2

The Results in Table 10 indicate that sum of the squares between grovgs
260.780 while within groups was 864.178 and thaltot squares of 1124.978. The

gave Eta squared value 23.18% showing that education level could pred&ti2%

of the level of job satisfactionrmong primary school teachers in Turkana West
County. ANOVA results indicate whether there istatistically significant differenc
between mean scores for more than two groups. Hemievorder to determine whic
groups had significant differences item post hoc tests is selected while perforn
t-tests. While using ANOVA Post hoc tests are builddols which indicate exact

the groups which had significant differences byigating the significance valt
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between any two groups for all the groups analyZéuw post hoc test results are
presented in Table 4.11.

Table 4.11 Post Hoc Tests for Education Level anddvel of job Satisfaction

(I) Highest (J) Highest Mean Std.  Sig. 95% Confidence
education level  education level  Difference Error Interval
(1-9) Lower  Upper
Bound Bound
» Diploma 4149 1.588 .032 .29 8.00
P1 certificate
Bachelors degree 5767 1.666 .003 1.72 9.81
_ P1 certificate -4.149 1588 .032 -8.00 -.29
Diploma
Bachelors degree 1.618 1.618 .581 -2.31 5.55
P1 certificate -5.767 1.666 .003 -9.81 -1.72
Bachelors degree
Diploma -1.618 1.618 .581 -5.55 2.31

*. The mean difference is significant at the 0.8&el.

The results in Table 4.11 reveal that there wasatisgcally significant difference
between the mean scores for level of job satisfacB1l and Diploma P=0.032. A
statistically significant difference in scores @b jsatisfaction level was also found to
exist between Bachelors Degree (p=0.003. HoweJsgret was no significant
difference between Diploma and Bachelors Degre®.§81). The differences in the
mean scores for level of job satisfaction amonfedéht education level groups are

presented in Table 4.12.
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Table 4.12 Mean Scores for Level of Job Satisfacficand Education Level

N |Mear Std. Sid. | 95% Confidenct| Minimum | Maximunr

Deviation| Error | Interval for Mear]

Lower | Upper
Bound | Bound
P1
31(18.27 5.837|1.507| 15.03 21.50 9 29
certificate
Diploma 3414.12 3.444] .835| 12.35 15.89 9 23
Bachelors
27112.50 3.898/1.042 10.25 14.75 9 25
degree
Total 92| 14.98 5.000 .737| 13.49 16.46 9 29

The results in Table 4.12 show that level of satisbn for P1 (M=18.27, SD=5.837)
group was higher than for diploma group (M=14.1R=8.444), while teachers with
Bachelor's degrees had the Ilowest level of job sfattion (M=12.50,

SD=3.898).Generally it was found that the leveljald satisfaction among primary
school teachers in Turkana West decreased witkagserin level of education from P1

to bachelor’s degree.

This could be attributed to a number of issuestHnghly educated teachers feel that
they have chances of getting better paying jobsoagpared to teaching which would
guarantee them better living environment. It is dwehis that teachers who had at
least a diploma had expressed low satisfaction tgdlching as a job. As explained by
the head teachers Turkana West is a remote redichvgets assistance from many
NGOs. Such NGOs provide employment opportunitieggtaduates and diploma
holders in the area a situation that lowers tharate in teaching.
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Second, teachers with higher education levels terfthve higher expectations from
their jobs, aspire for higher living standards sashdecent housing, safe environment
with good social amenities. In this view teachergshwdiplomas and bachelors’
degrees were aspiring for better lives which lowdfeeir job satisfaction levels. This
was confirmed by the indication that one way of@asing the job satisfaction among
teachers was by increasing their salaries and giraybetter living conditions such as
housing and transport and communication networR$iese findings concur with
findings of Clark and Oswald (1996) who noted tlia¢re are strong negative
correlations between level of education and jolsfadtion. Gazioglu and Tansel
(2002) also observed that teachers with degreepasraduate holders had lower

levels of job satisfaction compared to individualth lower levels of education.

However, these findings differ with the findings \dbrster (1992) who found that
higher education levels increased the levels ofsaitsfaction. This difference could
be explained by the fact that the higher an indial$ qualifications, the higher that
individual’'s job level and, consequently, employgedégree of satisfaction enhanced.
Conversely, in Turkana teachers indicated that ptamns to higher grades were not
transparent and not necessarily based on academlificptions leading to lower job

satisfaction levels among the more educated tescher

4.6.3 Effect of Teaching Experience on Level of JdBatisfaction among Teachers
The study sought to investigate the effect of taarkbxperience on job satisfaction of
primary teachers in Turkana West. In order to memghis variable, teaching
experience of the teachers was grouped into 3wbgdyears; 10-15 years and above
15 years of experience. To determine the effeté@thing experience on the level of
job satisfaction among primary school teachers @ way ANOVA was carried out
with teaching experience as the independent (cetedovariable) and the job
satisfaction level scores as the dependent (canisjuvariable. Before the test the
assumptions of outliers, homogeneity of variancel aormal distribution were
checked as explained in section 4.5.2. There wereutliers as indicated by the box
plot therefore the data was used without excluding data points. Data was also
found to be normally distributed as indicated by 8hapiro-Wilk test (P=0.642) thus
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the data was suitable to be analysed using ANOW& Devenes’ test was performed
on scores on job satisfaction levels among thehtsac grouped on the basis of their
teaching experience. The data was found to haval eqriances among the three
groups (p=0.734) thus the ANOVA analysis were earrout with option of equal

variances assumed. The results are presented lim Z43.

Table 4.13 ANOVA Results for Teaching Experience ahJob Satisfaction

Sum of Df Mean Squar F Sig.
Squares
Between 253.26¢ 2 126.634 6.166  .004
Groups
Within Groups 883.16¢€ 90 20.539
Total 1136.43¢ 92

The ANOVA results showed that teaching experienad ktatistically significant

effect on level of job satisfaction among primamghaol teachers at confidence
interval of 95% (p=0.004). The percentage effecs Ween determined by calculating
Eta Squared value using equation 1. This was fdande 0.223 (22.3%) implying

that 22.3% of the level of job satisfaction amoegchers could be predicted by
teaching experience. Post hoc test were carriedalgulating the mean scores for
level of job satisfaction among the different grewgnd using ANOVA to determine

the significance value. The results are presemdalble 4.14.

Table 4.14 Post Hoc Tests for Teaching Experienceé Job Satisfaction

I) Teaching (J) Teaching Mean Std. Sig.(P) 95% Confidence
experience in experience in Difference Error Interval
years years (I-9) Lower  Upper
Bound Bound
Below 10 10-15 years -.232 1513 .987 -3.90 3.44
Above 15 -5.806 1.806 .007 -10.19 -1.42
10-15 years Below 10 232 1513 .987 -3.44 3.90
Above 15 -5.574 1.771 .008 -9.87 -1.28
Above 15 Below 10 5.806 1.806 .007 1.42 10.19
10-15 years 5574 1.771 .008 1.28 9.87

*. The mean difference is significant at the 0.8&el.
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The results given in Table 4.14 shows that theres wastatistically significant

difference between the mean scores for level of galtisfaction for teaching

experience of above 15 years and below 10 yeafs0B%. A statistically significant

difference in scores on job satisfaction level vadso found to exist between the
group above 15 years and group with teaching éxpes 10-15 years P=0.008.
However, there was no significant difference betwtmaching experience below 10
years and 10-15 years (P=0.987). Teachers witheligteaching experience (above
15 years) were found to have the highest levebbfgatisfaction while teachers with
teaching experience between 10-15 years and thitketamching experience below
10 years had almost the same level of job satisfacthe Mean scores for the levels

of job satisfaction among the groups are present&ble 4.15.

Table 4.15 Mean Scores for Level of Job Satisfacticand Teaching Experience

N |Mean  Std. Std. | 95% Confidence | Minimum | Maximum
Deviation| Error| Interval for Mean

Lower | Upper

Bound | Bound
fg'ow 33(14.29  4.370{1.0600 12.05 16.54 9 27
10-151 5711453 44141013 1240 16.65 9 27
years
ﬁ:ove 22|20.100  5.021/1.588 16.51] 23.69 13 28
Total 92/15.65 5.025 741 14.16 17.14 9 28

The results presented in Table 4.15 show that tlee@nmscore for level of job

satisfaction was highest for teachers with teachemperience of above 15 years
(M=20.10, SD=5.021) followed by teachers with teaghexperience of 10-15 years
(M=14.29, SD=4.370) while the lowest scores wernentbin among teachers with

teaching experience of less than 10 years (M=146B84.414). The results show that
the level of job satisfaction among primary schiealchers in Turkana West increased
with increase with the level of teaching experienoeing highest for teachers who

had teaching experience above 15 years .

58



It has been shown in literature that position hatldvork place have positive effects
on job satisfaction of teachers, such that teacivls responsibilities and at higher
grades are more likely to be satisfied with thebg as compared to teachers at lower
grades. In Turkana West, teachers are promotedib@sexperience implying that
long serving teachers were more likely to have aasbilities .This implies that
,teachers with higher grades have higher levejslmkatisfaction. In the other hand,
the head teachers reported that teachers at hagghdes were more satisfied and
showed less will to either transfer to other plaseteave the job . The findings also
confirm the results reported by Balzer et al. ()987A0 noted that years of teaching
experience had positive correlations with job $atison. The results however
contradict the findings of Green-Reese, Johnsod,@ampbell (1991) who showed
that among physical education teachers in Taiwanching experience had no

significant effect on job satisfaction levels.

4.6.4 Effect of Original Home on Level of Job Satfaction Among Teachers

The other biographic characteristic that was ingestd in the study is the place of
origin of the teachers who were teaching in Turksvest at the time of the study.
There were three categories of teachers basedeiandtiginal homes. These were:
teachers from Turkana West Sub County; Teachera fratside Turkana West Sub
County but within Turkana County; and teachers fromside Turkana County. The
One Way ANOVA was used to determine whether thezeevstatistically significant
differences in levels of job satisfaction among tinee categories of teachers based
on place of origin. The original home was the iretfggent (categorical) variable while
scores on the level of job satisfaction of teacheese used as the dependent

(continuous) variable.

Prior to the analysis, the variables were testedhf® assumptions of homogeneity of
variance, normality of distribution and presenceoatliers as explained in Section
4.5.2. There were no outliers as indicated by tb& plot, data was normally

distributed as indicated by the Shapiro-Wilk té3t{.0.734) and the homogeneity of

variances assumption was not violated (p=0.844¢ dimalysis was therefore carried
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out with the option of equal variances assumed. ANOVA results are presented in
Table 4.16.

Table 4.16 ANOVA Results for Original Home and Leveof Job Satisfaction

Sum of df Mean Square F Sig.
Squares
Between Groups 334.603 2 167.302 9.457 .000
Within Groups 760.701 90 17.691
Total 1095.304 92

The ANOVA results in Table 4.16 show that origihalme had statistically significant
effect on level of job satisfaction among primamhaol teachers at confidence
interval of 95% (p<0.0005). The percentage effeas when determined by calculating
Eta Squared value using equation 1. This was fdonide 0.305 (30.5%) implying

that 30.5% of the level of job satisfaction amoegchers could be predicted by
original home. Post hoc test were carried out tderd@ne the groups with

significantly different levels of job satisfacticas explained in section 4.5.2. The

results are presented in Table 4.17.

Table 4.17 Post Hoc Tests for Effect of Original Hme on Job Satisfaction

() Home area (J) Home area Mean Std.  Sig. 95% Confidence
Difference Error Interval
(I-9) Lower  Upper

Bound Bound

Outside Turkana

west in Turkana .890 1.438 .811 -2.60 4.38
Turkana west County
Outside Turkana 6.816 1604 .000 292 1071
County
Outside Turkana Turkana west -.890 1.438 .811 -4.38 2.60
west in Turkana  Outside Turkana 502 1741 004 1.70 10.16
County County
Turkana west -6.818 1.604 .000 -10.71 -2.92
Outside Turkana Outside Turkana
County west in Turkana -5.929 1.741 .004 -10.16 -1.70
County

*. The mean difference is significant at the 0.8&el.
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The results presented in Table 4.17 show that theyee statistically significant
differences between the scores for job satisfadseerls of primary school teachers
from Turkana West Sub County and teachers fromdrifBurkana County P<0.0005
A significant difference in scores for level of jshtisfaction was also found between
the group of teachers that had their original hobeisg outside Turkana County and
the group of teachers whose original home was a@aitSurkana West but within
Turkana County (P=0.004). However, no significaiftecence was found between
teachers with original homes in Turkana west SubrBoand teachers with original
homes outside Turkana West Sub County but withmk&8ma County (P=0.811).

Teachers from Turkana West were found to have itjeelst level of job satisfaction
followed by teachers from outside Turkana West within Turkana County while
teachers from outside Turkana County had the loveast of job satisfaction. The
variation of the level of job satisfaction with ginal home was investigated using the
mean scores of job satisfaction for the three gsolipe results are presented in Table
4.18.

Table 4.18 Mean Scores for the Level of Job Satisfaon and Original Home of

Teachers
N Mean Std. Std. 95% ConfidenceMinimum Maximum
Deviation Error Interval for
Mean
Lower Upper
Bound Bound
Turkana west 4418.32 3.257 .694 16.87 19.76 13 27
Outside
Turkanawest ;17 13 52971.683 1379 21.06 9 28
in Turkana
County
Outside
Turkana 21 11.50 1.581 .500 10.37 12.63 9 14
County
Total 92 16.57 4934 .727 15.10 18.03 9 28

61



Teachers whose original homes were in Turkana Webt County were found to be
most satisfied with their jobs (M=18.32, SD=3.25@)owed closely by teachers
whose original homes were within outside TurkanastMeut in Turkana County
(M=17.43, SD=6.297) while the least satisfied grevas the teachers whose original
home were outside Turkana County (M=18.32, SD=3.Z%i& results imply that the
level of job satisfaction was highest for teachven® are from within the Sub County,
followed by teachers from outside the Sub County veithin Turkana County and

lowest among teachers whose original homes wegdeuTurkana County.

These results were further confirmed by the headhers and education officers who
indicated that teachers from outside Turkana Cowvdye constantly searching for
transfers from their current stations to elsewh@wing to the fact that teachers in
Kenya are paid equally as per grades, teachersngowkithin their homes were more
advantaged due to low cost of living such as hausince they could comfortably
travel from home to school. Secondly, due to tleedarrity in the area most teachers
from outside Turkana County may not have lived wiitgir families within their work
area triggering them to want to transfer to the@mle areas. As also indicated by
teachers a vast majority showed that they did awelgood housing within the school
and that they do not have adequate security irr fhlaces of stay. Teachers from
Turkana West Sub County and Turkana County mayble ta commute from their
homes to job unlike teachers from outside Turkaoar®y. These findings are similar
to the results of a study by Worrell (2004) whidported that teachers working in
their rural homes were had higher levels of jolis&attion. The author explained that
rural settings and smaller communities can provataily-oriented settings, lower
crime rates, recreational access and enhancedygohlife especially for the natives

of the region.

4.6.5 Effect of Teacher Age on Level of Job Satisfion among Teachers

Another biographic characteristic that was invedtd for its effect on level of job
satisfaction among primary school teachers wasHuyeteachers were categorized in
to three age groups; 35 years and below, 35 toedfsyand above 45 years. The One
Way ANOVA was used to determine whether there vearg statistically significant
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differences in the levels of job satisfaction amdmg three age groups. The age was
used as the independent (categorical variable)ewtiie scores on level of job
satisfaction were used as the dependent (contineamieble). In order to use ANOVA
for analysis data must be normally distributed agnat the categories, there should
be no outliers among the data points and that megieof the data set should be
homogeneous. The existence of outliers was testwdgua box plot, normal
distribution was assessed using the Shapiro-Wekwhile homogeneity of variance
was tested using the Levenes’ test. These testsaaeried out as explained in section
4.5.2. There were outliers in data among all grodjpee Shapiro-Wilk Test gave a
significance value P= 0.321. This implies that dat@s normally distributed and
therefore suitable for analysis using ANOVA. Thevéees’ test gave P=0.017. This
shows that assumption of homogeneity of variance wialated. The data was
therefore analysed with the option of equal vamsnoot assumed as a corrective

measure. The ANOVA results are presented in Talil@ 4

Table 4.19 ANOVA Results for Age and Level of Job&isfaction among Teachers

Sum of df Mean Square F Sig.
Squares
Between Groups 423.142 2 211.571 9.970 .000
Within Groups 912.510 90 21.221
Total 1335.652 92

The results presented in Table 4.19 show that thexe a statistically significant
different in the levels of job satisfaction lev€R<0.0005). This implies that age of
teacher had significant effects on the level of gaiisfaction among the primary
school teachers with job satisfaction increasiniipwicrease in the age of teachers. In
order to ascertain the strength of the effect tNEOXA results were used to calculate
Eta squared value. This was calculated by dividirgsum of squares between groups
and the total sum of squares and multiplying by. 0 Eta squared value was found
to be 31.7%. This implies 31.7% of the level of gdiisfaction of the primary school
teachers in Turkana West could be explained byhezatage. In order to determine

the groups that had significant differences in lgwels job satisfaction among the
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three age groups, post hoc tests were carriedsiesd in section 4.5.2. The results

are presented in Table 4.20.

Table 4.20 Post Hoc Tests for the Teachers Age addb Satisfaction

Table 420 Post (J) Age Mean Std. Sig. 95% Confidence Interval
Hoc Tests for  bracket Difference  Error Lower Upper Bound
the Teachers (1-J) Bound

Age and Job

Satisfaction(l)
Age bracket

25 o beloy 3645 2419 1.605 297  6.31 1.48
andbelow - Above 45 7587  1.720.000  -11.76 -3.41
. 35 and below 2419 1.605.297  -1.48 6.31
Above 45 5167 1.697 011  -9.29 -1.05

Above 45 35 and below 7587 1720 .000 3.41 11.76
36-45 5.167 1.697 .011 1.05 9.29

*. The mean difference is significant at the 0.%l.

The results presented in Table 4.20 show that thexe a statistically significant
difference in levels of job satisfaction betweeacteers of the age group 35 years and
below and teachers who were above 45 years of Rg@.005). There was also a
significant difference between the job satisfactievels of the teachers in the age
group 36-45 years and teachers who were above @ y8=0.011). However, no
significant differences in job satisfaction levelere found between teachers in the
age group 35 years and below and 36-45 years (P#0.Zhe mean scores on job

satisfaction levels among the three groups arespted in Table 4.21.

Table 4.21 Mean Scores for the Level of Job Satisfaon and Age of Teachers

N Mean Std. Std.  95% Confidence Interval Minimum Maximum
Deviation Error for Mean

Lower Bound  Upper

Bound
35 and 16 13.88 2705 .676 1243  15.32 9 19

below

36-45 17 16.29 5.382 1.305 13.53 19.06 9 29
Above 45 13 21.46 5.317 1.475 18.25 24.67 12 28
Total 46 16.91 5.448 .803 15.30 18.53 9 29
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The results presented in Table 4.21 above showehahers with highest level of job
satisfaction were aged above 45 years (M=21.4@s&hvere followed by teachers in
the age group 36-45 years with a mean satisfadtivel of 16.29 while the least

satisfied were the youngest group of age 35 yeadsbelow. This implies that age

increased the level of job satisfaction among teexin Turkana West. This could be
attributed to a number of factors. Firstly, oldeadchers were more likely to have
stayed as teachers for a long time and therefoceistmmed to the job through

experience thus giving them more satisfaction aspawed to young teachers.
Secondly, the more a teacher works in a given enuient the more he or she gets
used to the environment thus gradual growth inlével of satisfaction. It is likely

that teachers who were old had longest serviceahers thus they are likely to have
high job satisfaction. Similarly, old teachers nf@we stayed in Turkana west longer
than younger teachers implying that they were ncorgented in teaching in the area.
On the other hand young teachers may have littegance in teaching or even
stayed for a shorter period of time in Turkana Wkast they may not be used to the

environment in Turkana which could negatively affiaeir job satisfaction.

4.7 School Factors Influencing Job Satisfaction anmy Teachers

The third objective of the study was to investigatéool factors that influence job
satisfaction among primary school teachers. Thedcfactors investigated were:
administrative support, autonomy at work and leatrehaviour. The teachers were
required to rate the factors in their schools ofiva point Likert scale with the
choices: strongly agree (SA), agree (A), not sIN8)( disagree (D) and strongly
disagree (SD). The scale was made in such a vedyhtgher scores indicated more

administrative support, high degree of autonomylaetter student behaviour.

4.7.1 Effect of Administrative Support on Job Satifaction among teachers
The first school factor that was investigated a eaffect on job satisfaction was
administrative support. In order to measure thisalde, the teachers were asked to

rate themselves on a number of items. The Likentescare presented in Table 4.22.
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Table 4.22 Likert Scores for Administrative Supporton Job Satisfaction Among
teachers

SD D N A SA
Attribute of support n | % n| % n| % ni % n %

| receive adequal
support from school head
teacher concerning my
job 13| 14.1| 15| 16.3| 22| 23.9| 30| 32.6| 12| 13.0

The head teacher
always involved in my
day to day teaching
activities when necessary
to give assistance 8 8.7|17| 18.5|/19| 20.7| 45| 48.9| 3| 3.3

The school Head teache
gives respect and

professionalism to my
work 6| 6.5(13| 14.1| 23| 25.0|/39| 42.4| 11| 12.0

=

My input in the school
concerning
administrative duties is
highly valued by the
head teacher b 5.4|11| 12.0| 27| 29.3| 33| 35.9| 16| 17.4

My head teacher allows
me to freely participate

in decision making in the
school 10 10.9| 22| 23.9| 13| 14.1| 29| 31.5| 18| 19.6

The results given in Table 4.22 show that differaspects of the administrative
support were rated differently by teachers. Rengiddequate support concerning job
from the head teacher was lowly rated with 14.1%nsfly disagreeing, 16.3%
disagreed, 23.9% were not sure, 32.6% agreed whi{e12.0% strongly agreed. The
second aspect of administrative support that weeslravas the involvement of head
teachers on day to day teaching activities of teclhiers when required. On this
aspect, 8.7% of the teachers indicated that theygly disagree, 18.5% disagreed,
20.7 % were not sure, and 48.9% indicated that #yeged while only 3.3% strongly
disagreed.

The third aspect of administrative support wasrgjwiespect and professionalism to

the work of teachers by the school head teacheth@raspect 6.5% of the teachers
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chose strongly disagree, 14.1% disagree, 25.0%umat, 42.4% agree while 12.0%
chose strongly agree. The forth aspect of admatise support was that teachers’
input in the school concerning administrative dutie highly valued by the head
teacher. The ratings on this aspect were as fojléwi6 indicated that they strongly
disagreed while 12.0 disagreed. It also emerged2®8% were not sure, those who
35.5%. Those who agreed with the statement accouore35.9% while strongly

agree were 17.4%.

The last factor under administrative support waat thead teachers allow their
teachers to freely participate in decision makingthe school in which 10.9%
strongly disagreed, 23.9% disagreed, 14.1% wersuret 31.5% agreed while 19.6%
strongly agreed. These findings show that teacparsicipated in school decision

making process to a fair extent.

In order to compare the different aspects of adstriafive support to teachers, the
Likert scores were used to calculate percentageesqeer item. The scorers were
awarded as follows: strongly disagree (0), disadfge not sure (2), agree (3) and
strongly agree (4). The percentage score per iteasitive total score per item which
was the sum of all the scores awarded by the teadbethe item divided by the
maximum score per item which was the maximum siotke scale (4) multiplied by
number of respondents (4x92=368) and convertecttoeptage by multiplying 100.

The percentage scores are presented in Figure 4.1.
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Figure 4.1 Percentage Scores for Administrative Sygort

The mos highly rated aspect of administrative support waput of teacher
concerning their administrative duties. This waghly valued by the schor
administration (62.0%). This implies that headscteers gave teachers opportuni
to contribute in makig administrative decisions that were related to téschers
responsibilities and adopted the decisions. Thiddche attributed to the fact tr
teachers were trained and therefore perceived dyhédad teachers as professiol
thus they could make snd decisions for the school. Confirming these firgdi are
the sentiments made by Ma (1999) who asserteddhahers are school administre
as they play administrative roles such as heademadments and therefore neec

have chances to make decns concerning their administrative areas.

The second was that head teachers gave respeptafedsionalism to teachers’ wc
(59.8%). This indicates that majority of the teachers féltttheir head teache
attached professionalism to the work theid. This means that head teacl
appreciated the teachers work as professionals.cthild be attributed to the fact tl

the teachers were trained professionally as inelicdly academic qualificatior
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Teachers expect to be respected by school adnaitistrin a number of ways
pertaining their work. For instance, teachers ekpbat head teachers respect
decisions they make on matters that touch on theda of specialization and
responsibilities in the school such as heads dbuarschool departments. When the
head teachers affirm the decisions made by thénées®n such matters, teachers feel
that their professionalism is respected and thusorbéng more satisfied. These
findings concur with the findings of Darling-Hamnmb(i1995). According to Darling-
Hammond (1995) Furthermore teachers require thatipels respect their decisions

on matters touching on their job.

Third rated was that head teachers allowed teadbepsrticipate freely in decision

making in the school which was rated at 56.3%. §leni making in a school is a

collaborative effort of the teachers and head temekpecially in staff meetings. It is
in such meetings where teachers can give theirs/igwmatters related to the school
thus participating in decision making. Similar semnts were made by Hart and
Bredeson (1996) who reported that school managenstimuld involve all

stakeholders in making important decisions thaaf€ertain members of the school.

The fourth was that head teachers were always vedoin the day to day teaching
activities when necessary to give assistance wiviah rated at 54.9%. This shows
that head teachers were involved in teaching aadnileg by offering necessary
assistance to teachers in their classroom worls @tuld be attributed to the fact that
school head teachers felt that teachers are profeds since they are trained. This
was supported by the information given by teacloersheir academic qualifications
which indicated that all the teachers had at lemsP1 certificate thus were
professionally trained. Similar findings were rejedr by Ma (1999) who revealed
teachers were more satisfied when they perceivey ttould have meaningful
dialogue with their administrators regarding instron, leading to the sense that they
as teachers could present differing points of viegarding school policies and

practices.
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Last was the aspect that teacher’s received adecugport from the school head
teacher concerning their jobs (53.5%). This imptiest head teachers were not very
supportive to the teachers in all aspects concgrtéachers’ duties. Head teachers
should support teachers on matters concerningetiehers’ job through provision of
teaching and learning resources for the use byehehers. Head teachers may not
have been able to provide adequate teaching angingaresources probably due to
inadequacy of funds. Another reason for failurdnead teachers to provide adequate
resources would be the failure of head teachepsitwitize the teaching and learning
resources, thus using school funds to do other adchwjects at the expense of
teaching and learning resources. Another aspettraigh allocation of duties or
workload in general. The school head teacher shenklre that teachers are not
overworked so as to have enough time to preparele&sons appropriately and
therefore executing their duties effectively. Orsthote, head teachers could not be
able to allocate the teachers a manageable nurltessons per week. This could be
attributed to inadequacy of teachers in Turkanat\8eb County. Statistics show that
there are frequent teacher transfers. Head teacisosindicated that one of the
measures that should be taken to ensure that tsasteemore satisfied is by ensuring
that there are enough teachers in order to avaidssxworkload to the teachers hence
hindering their performance at work. These findilage supported by the findings of
Hart and Bredeson (1996) who stated, “Principatigis and behaviors are powerful
signals to teachers and students” The adminis&rativolvement in classrooms such
as provision of instructional materials and rectigni of the teachers work in
classroom teaching led teachers to feel valued, asch result, impacted their

satisfaction with school work.

The Likert scores awarded were used to calculagetdital score per teacher by
summing up the scores given on each item by trehezaThe effect of administrative
support on level of job satisfaction was measugdguthe Pearson product moment
correlation coefficient. Prior to the test the datas tested for the assumptions of
absence of outliers, normality, linearity and hoosakasticity. The assumptions were
tested as follows: To test for absence of outlibox plots were plotted for both the

scores teacher motivation and administrative suppod then inspected for data
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points lying outside the first and the third quartf the box plots which could signify
outliers. Such points were not found thus thereewer outliers. To test for linearity
scatter plots were plotted and the line of beshéitcated. The data sets gave a line of
fit that had all data points not deviating muchnfréhe line indicating that the two
variables had a linear relationship. The scatter also showed that data points were
approximately equidistant from the line of besfffim the first data point to the last
thus data was homoscedastic. The Shapiro-Wilkviest performed as explained in
section 4.5.2. This gave a significance value P3Ditplying that data was normally

distributed. The results of the Pearson correlateme presented in Table 4.23

Table 4.23 Correlation Results for Administrative Sipport and Job Satisfaction

Total Job satisfaction
administrative and school
support location
Pearson Correlation 1 0.328
Total administrative support Sig. (2-tailed) 0.026
N 92 92
. . Pearson Correlation 0.328 1
Job satisfaction and school )
location Sig. (2-tailed) 0.026
N 92 92

*, Correlation is significant at the 0.05 leveli@led).

The results given in Table 4.23 show that there avagatistically significant positive

relationship between administrative support givendachers and the level of job
satisfaction among primary school teachers in Thakavest Sub County r (92)=
0.328, p=0.026. This implies that administrativgpsart increased the level of job
satisfaction among. Teachers working in schoolsrevtiee school administration was
supportive were therefore more likely to have higbe satisfaction levels than those
teaching in schools in which the school adminigiratwas not supportive. The
strength of the effect of administrative support lemel of job satisfaction was

measured by calculating the coefficient of deteation () which was found to be

0.108 (10.8%). This implies that administrative o contributed to 10.8% of the
job satisfaction. It thus indicates that improvemeh administrative support by a

factor of 100 percent would improve the level db jgatisfaction among teachers by
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10.8%. This could be attributed to a number ofassiror example, the working of a
teacher requires the input of the head teacher muraber of ways such as the
provision of teaching materials. Such support whamen makes the teachers work
easier and efficient thus improving the moralehef teacher which in turn may led to
higher levels of job satisfaction. In addition, miosupport such as in maintenance of
students’ discipline, appreciation of teachersodff by the head teacher makes
teachers feel professionally respected a situatiahcould improve their interest for
the teaching job. On a similar note, Hart and Bsede(1996) stated, “Principals’
beliefs and behaviors are powerful signals to teechand students” The
administrative involvement in classrooms such aipion of instructional materials
and recognition of the teachers work in classroeaching makes teachers to feel

valued, and as a result, impacts a lot on theisgiisfaction.

Head teachers can further give support to teachgrsonstantly interacting with
teachers to understand the conditions in which dreyperforming their instructional
duties. This enables the teachers to present iewrs regarding their teaching thus
improving their level of job satisfaction. Similandings were reported in US by the
National Center for Education Statistics [NCES]991) which reported that a
positive correlation existed between satisfactiamd adialogue with principals
regarding instructional practices. Concurring wibse results are the findings of Ma
(1999) who revealed that teachers were more satisihen they perceived they could
have meaningful dialogue with their administratagarding instruction, leading to
the sense that they as teachers could presentimiffeoints of view regarding school

policies and practices.

4.7.2 Effect of Teacher Autonomy at Work on Job S&faction among Teachers

The second school factor to be assessed on itstieéfieess on job satisfaction of
teachers, was, teachers’ autonomy at work. Therned to the degree of freedom in
performance of one’s duties in school. The teachere required to rate the level of
autonomy they had on a five point Likert Scale. Tesults are presented in Table
4.24.

72



Table 4.24 Likert Scores for Teacher Autonomy at Wik

SD D NS A SA
Attributes on teacher autonomy| n % n | % N % N| % ni %

| can flexibly adopt any teaching
approach and creativity in my
teaching 7 76| 7| 76| 23|25.0/30| 32.6| 25| 27.2

I have full control of the choice
of teaching and learning
activities in my class 4 43| 15| 16.3| 29| 31.5| 21| 22.8| 23| 25.0

| am allowed a high degree of
autonomy in making decisions i
the school by the school

=]

administratiol 12 13.()19] 20.7| 20| 21.5|27|29.2| 14| 15.2
| exercise authority in discipline
control in the scho 8| 8.7[13]|14.1| 17|18 33| 35¢€| 21| 22¢t

The flexibility | have in

establishing my own guidelines
and procedures for instruction is
appreciable 10 10.9| 15| 16.3| 15| 16.3| 35| 38.0| 17| 185

| Have freedom to select
materials to use in carrying out
my duties 16 17.4| 11| 12.0| 25| 27.2| 26| 28.3| 14| 15.2

| have freedom to determine
what to teach and when to teach
it 15| 16.2| 27| 29.2| 17| 18| 22| 23.¢| 11| 12.C

The results presented in Table 4.24 show thatrdiffeaspects on teacher autonomy
were differently rated by the teachers with choiegging from strongly disagree to
strongly agree. The first item was that teacheosila flexibly adopt any teaching
approach and creativity in their teaching. On thi6% chose strongly disagree, a
further 7.6% disagreed, 25.0% were not sure, 32a@f¥eed while 27.2% strongly
agreed. This shows that at classroom level majofithe teachers had the freedom to
choose teaching approaches that their deemed ajgisofor the lesson or content to
be delivered. Teachers being professional and aigsiin their fields feel respected
by the school administration when given such opputy. This would in turn lead to
enhanced job satisfaction. These findings concuh Wie findings of Pearson and
Moomaw (2005) who noted that autonomy is basedatialmwrative decision-making
and freedom to make prescriptive professional @wmimoncerning services rendered

to students.
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The second item was that teachers have full comtirdhe choice of teaching and
learning activities in their classes in which 4.8%ongly disagreed, 16.3% disagreed,
31.5% were not sure, 22.8% agreed while those witomgly agreed accounted for
25.0%. This implies that school head teachers megdeachers on issues concerning
their classroom duties. This could be attributedhi® fact that teachers are trained
professionals who are charged with the duties athimg as well as class control.
When teachers have the control of their classhiagand learning process moves on
smoothly as learners are directed on the learnictyitges, listen and obey the
teaching instructions. This improves the teachirffecéveness and hence the
academic performance of the learners which in improves the teacher level of job
satisfaction. Concurring with these findings are timdings of Pearson and Moomaw
(2005) who noted that teachers are in charge of Wapens in class and therefore if
given the authority they feel more satisfied.

Teachers being allowed a high degree of autononmgaking decisions in the school
by the school administration had 13.0% choosingnsfly disagree, 20.7% disagree,
21.7% were not sure, 29.3% agreed while 15.2% glyaxgreed. Exercising authority
in discipline control in the school had 8.7% strigndisagreeing, 14.1% disagreeing,
18.5% indicated that they were not sure, 35.9%eatjwehile 22.8% strongly agreed.
Teachers are trained as professionals and therfeyeare equipped both knowledge
and the power to involve themselves with school agament. When involved in
decision Making or allowed to make certain decisiomdependently teachers gain
confidence with the school decision, feel part gadcel of the school thus higher
levels o satisfaction. Similar findings were repdrtoy NCES (1997). According to
NCES (1997) Involving teachers in school-wide ppldecisions and giving them
some degree of control in their classrooms areces®a with high levels of career

satisfaction.

The other aspect of teacher autonomy investigated that the flexibility that

teachers had in establishing their own guidelined procedures for instruction is
appreciable. On this, 10.9% strongly disagreed3%6disagreed, 16.3% were not
sure, 38.0% agreed while 18.5% strongly agreedchieza have the role of planning
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for instruction including the teaching approaches anethods to use. As planners
teachers feel free when their teaching duties ateinterfered with or hindered by

other issues. This gives them the freedom to chtiesenost appropriate method for
teaching any content appropriately thus improvihgirt level of job satisfaction.

Having freedom to select materials to use in cagyout their duties had 17.4%
strongly disagreeing, 12.0% disagreeing, and 27r% sure, 28.3% agreed and
15.2% of the teachers strongly agreed. The lastcaspas having the freedom to
determine what to teach and when to teach it. Alibi#, 16.3% of the teachers
strongly disagreed, 29.3% disagreed, and 18.5% wetesure, 23.9% agreed while
12.0% strongly agreed. This implies that teachees provided with the necessary
teaching and learning resources on time and theysale able to flexibly choose what
to use for any given lesson without restrictionss the duty of the school

administration to provide such materials in orderehable teachers do their duties
effectively. Similar findings were noted by HartdaBredeson (1996) who said that
provision of instructional materials and recogmitiaf the teachers work in classroom

was essential if teachers were to be satisfied thafr work.

In order to determine the relationship betweenllef¢eacher autonomy and level of
job satisfaction among teachers. The Likert scamesrded were used to calculate the
total score per teacher on autonomy. The effecaudbnomy on the level of job
satisfaction among teachers was then determinedgutiie Pearson moment
Correlation. Prior to the test the data was tekiethe assumptions on of absence of
outliers, normality, linearity and homoscedasti@ty explained in section 4.5.2. The
results showed that all the points of the datansee close to the scatter line there
were no outliers, the variables were found to havmear relationship and the data
was found to exhibit homoscedasticity as indicdigdhe scatter plots. Data was also
normally distributed as shown by the Shapiro-Wele$t with a significance value
(p=0.432). The results of the Pearson moment @iroels are presented in Table
4.25.
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Table 4.25 Correlation Results for Teacher Autonomynd Job

Job satisfaction and scho Total
location Autonomy
Pearson
] 1 0.307
Job satisfaction and scho¢ Correlation
location Sig. (2-tailed) 0.017
N 92 92
Pearson
) 0.307 1
Correlation
Total Autonomy - -
Sig. (2-tailed) 0.017
N 92 92

* Correlation is significant at the 0.05 leveli@led).

The results in Table 4.25 show that teacher autgnammwork had a positive
correlation with level of job satisfaction amongatbers Pearson correlation (r)
=0.307, and significance value (p) =0.017 at Oi@&iBcance level. This implies that
being given more autonomy at work place increadedl teachers’ level of job
satisfaction among primary school teachers in Tuak@é/est Sub County. This could
be attributed to the fact that when teachers arengautonomy they are able to make
certain decision without much consultation pertagnito their work. This gives
teachers a sense self-esteem which results intoehitpvels of job satisfaction.
Confirming this, the head teachers hinted thatheex who had responsibilities at
work and authority were more satisfied and willlogvork in their current stations as

compared teachers without responsibilities.

The results show that where schools allow teadioeggercise autonomy, teachers are
more involved in decision making have higher degreeontrol over their work and
therefore feel free to work in such an environmemondition that increases teacher
level of job satisfaction. In a another study, samresults were reported by NCES
(1997) who noted that public school teachers witfinér levels of autonomy reported
a higher level of commitment and workplace satisbmc Similarly, workplace
autonomy allows teachers to express professiondlodty in their fields of work

making them more satisfied with their achievementaork. These sediments concur
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with what was reported by Pearson and Moomaw (2086)nomy is based on
collaborative decision-making and freedom to malesqriptive professional choices

concerning services rendered to students.

4.7.3 Effect of Students’ Behaviour on Job Satisfdon among Teachers

The other school factor that was investigated wadents’ behaviour and its effect on
teacher job satisfaction. The teachers were regjtireate the students behaviour on a
five point Likert Scale. The choices of Likert ssalere; strongly disagree (SD),
disagree (D), not sure (NS), agree (A) and stroraglyee (SA). The results are
presented in Table 4.26.

Table 4.26 Likert Scores for Students’ Behaviour
Attributes of students behavic SD D NS A SA

nN % n % N % N % n %
Students respond to me as 5 5.4 22 23.9 21 22.§ 31 33.713 14.1
teacher with due respect all the
times
My students seem to be 2| 2.2 21 22.8 27| 29.3 25 27.217| 18.5
concerned with performing well
in class

My students willingly engage in 11] 12. 19 20.7 17| 18.5 29 31.516 17.4
instructional activities in my
class

There is good relationship 10 10.9 17| 18.5 16 17.4 28 30.4 21 22.8
between me and my students |n
class
My students exhibit good habits11{ 12.0 19 20.7 13 14.1 31 33.7 18 19.6
in class
The level of students’respectfor9] 9.8 19 20.7 15 16.3 39 42.4 10 10.9
one another is good
My students seem to like helpi 23 25.0 21| 22.§ 7 7.6 38 41.3 3| 3.3
one another in studying

The Likert scores awarded were used to calculaetdtal score per teacher on the
way the teacher perceived the students’ behavi®goad. Higher scores on students’
behaviour indicated behaviour of the students Wed supportive to the teacher. The
effect of students behaviour on the level of jobisgaction among teachers was then

determined using the Pearson Moment Correlationor Bo the test the data was
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tested for the assumptions on of absence of ositlieormality, linearity and

homoscedasticity as explained in section 4.5.2. d&@ was found to have a few
outliers which were removed from the data beforalyais as indicated by the scatter
plots. The variables were found to have a linelatimnship and the data was found to
exhibit homoscedasticity as indicated by the scagitets. Data was also normally
distributed as shown by the Shapiro-Welch test (p62). The results of the Pearson

correlations are presented in Table 4.27.

Table 4.27 Correlation Results for Students’ Behawiur and Job Satisfaction

Job satisfaction Total Student

and school Behaviour
location
Job satisfaction and Pearson Correlatior 1 0.480
) Sig. (2-tailed) 0.001
school location
N 92 92
Pearson Correlatior 0.480" 1
Total Student Behaviou gjg. (2-tailed) 0.001
N 92 92

**_Correlation is significant at the 0.01 leveH@iled).

The results presented in the table 4.27 indicaa¢ $hudents’ behaviour had strong
positive correlation with level of teachers job isaiction, Pearson correlation
coefficient (r) = 0.480, and significance value §8.001 at 0.01 significant level. In
order to determine the strength of the relationstie coefficient of determinatiorf)r
was calculated by squaring the Pearson correlatefficient. This was found to be
0.2304 (23.04%) which implies that 23.04% of thb gatisfaction among teachers
could be explained by students behaviour. Goodestutlehaviour is a precursor to
good learning environment. It gives the teachey ¢iase when dealing with students
both in class and outside the classroom thus inipgothe level of job satisfaction of
the teacher. It can also be noted that teachesshiools that have good discipline have
less work to do in enhancing discipline among sttslevhich allows the teachers to

focus on other issues in the school which in turings more satisfaction.

78



On the other hand good behaviour among studentssagates good teacher student
relationship which is essential for the class aanbrence making it easier for the
teachers to dispense their duties with much easachErs are role models to the
students. Well behaved students will therefore atsuitheir teachers, are likely to be
serious with school work and eventually performIwEhis is an achievement on the
side of the teacher and it is likely to boost thacher’'s morale at work. Similar to
these, Basom and Frase (2004) revealed the lewtlidénts engagement was flexible
based upon their teachers’ actions. Shann (1998)a similar note reported that
despite poor performance of learners the mostfgiais factor for them was their

relationship with the students.

4.7.4 Effect of School Location on Level of Job Sataction

Among the school factors that may affect job satisbn of teachers is school
location. The school location refers to where #mcher was working at the time of
the research. The location was categorized intg hamely: urban schools and rural
schools. The effect of school location was invedéd using the independent sample
t-test with school location as the independente@atical) variable and scores on
level of job satisfaction being the dependent (cwtus) variable. The data was first
assessed for the assumptions of outliers, nornsfildition and homogeneity of
variance. To test whether the data had outliels»aplot was plotted using the data
set for the two groups. The box plot was inspeftedtircular points above the third
guartile or below the first quartile. There were auliers as indicated by inspection
of a box plot. The Shapiro-Wilk test was carried fmr the level of job satisfaction
scores as explained in section 4.5.2. The resutie/esd that there was no significant
difference between the number of data sets abowelow the mean (P=0.274) thus

the data was normally distributed for urban andlrachool locations.

To test for homogeneity of variance the Levene& teas used. The Levene’s test
gives significance value that indicates whetherregha statistically significant
difference between the variance of the data betwewer and upper halves of the

data. Homogeneity of variances was not violatedsa®ssed by the Levene’s test for
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homogeneity of variance (P=0.865) thus data wadysed with the option equal

variances assumed. The results are presented i 728

Table 4.28 Effect of School Location on Level of Beher Satisfaction

Levene's t-test for Equality of Means

Test for

Equality of

Variances

F | Sig. t df Sig. | Mean| Std. 95%

(2- | Differ | Error | Confidence
tailed) | ence | Differ | Interval of the
ence Difference

Lower | Upper
Job Equal
) ) Vgriances .029 | .865| -5.56| 90 .000| -6.173| 1.110] -8.411| -3.936
satisfactio assumed
school vailances -5.56 '1 .000| -6.174) 1.110] -8.412| -3.936
no

The results in Table 4.28 show that there was @sstally significant difference

between the mean scores for level of job satisfacimong teachers working in
schools located in rural areas and teachers woikirsghools located in urban areas
(P=0.000, t=-5.56). The magnitude of the differem@s measured by calculating the
Eta Squared value using equation 1. The Eta squeasdound to be 0.256 (25.6%)
thus 25.6% of the level of job satisfaction amonignary school teachers in Turkana
West Sub County could be predicted by school locaffhe Mean scores on level of

job satisfaction for the two groups are presentethble 4.29.

Table 4.29 Mean Scores for Job Satisfaction Levedsd School Location

Group N Mean Std. Deviation Std. Error
Mean

Rural schools | 43 13.70 3.936 0.145324

Urban schools| 49 19.87 3.5842 0.212452

The results presented in Table 4.29 show that &rachorking in schools located in

urban areas were more satisfied with their jobs=IM87, SD=3.584), as compared
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to teachers working in schools located in ruralaa(®=13.70, SD=3.936). It can
noted that schools located in rural areas are rikedy to lack important social
amenities and infrastructure such as communicatiebsorks, transport, clean water
among other things. Turkana west being an arid isrganerally remote thus teachers

working in rural areas cannot access such fadlitie

This lack of facilities explains why teachers waidiin urban areas were more
satisfied. Similarly, insecurity in Turkana is asresult of cattle rustling which
commonly occurs in the rural areas. Teachers wgrkmnrural areas are therefore
more likely to be living in insecure places andréiere less satisfied with their jobs.
Similar sediments were made by Haughey and MurfiBg4) who pointed out that
with regard to school location, rural teachers wienend to be less satisfied than
urban teachers due to lack of social amenities ess@éntial facilities for their own
stay. Confirming this Arnold, Seekins and Nelso®92) in urban areas teachers often
have more job opportunities, better schools, coaneg facilities, better salary, higher
prestige, and greater opportunities for spousal leynpent, this is a major

contributor to job satisfaction to teachers livingurban centres.

On the other hand teachers in rural areas may an# basy contact and interaction
with peers in other professions. Turkana being raote area, other white color
workers such as government employees are alwayatesit in urban areas. Due to
this, teachers teaching in schools located in ramas of suffer professional isolation
which affects their level of job satisfaction negalty. These findings concur with the
findings of Worrell (2004) who reported that teachi& rural areas suffer professional
isolation and lack of opportunity for professiodavelopment. However the findings
contradict the findings of Worrell (2004) who refeat that teachers working in their
rural homes had higher levels of job satisfactibhe author explained that rural
settings and smaller communities can provide faioilgnted settings, lower crime
rates, recreational access and enhanced qualiifi @specially for the natives of the

region.
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4.8 Environmental Factors Affecting Job Satisfactia among Primary School
Teachers

The final objective of the study was to explore émyironmental factors affecting job
satisfaction among primary school teachers. Tharemwental factors investigated
were; parental support to the teachers, learnep@stgo the teachers, teachers
housing and teacher security within the area heAgitks and stays. These were rated
by the teachers on a five point Likert scale wiile thoices: strongly agree (SA),
agree (A), not sure (NS), disagree (D) and stromtidagree (SD). The scale was
made in such a way that higher scores indicateck i@@rner support, more parental
support, better housing and more security for trechers. The Likert scores were
used to calculate the total scores per teachenohn factor by summing up the Likert

Scores.

4.8.1 Effect of Parental Support on Job Satisfacttamong Teachers

The first environmental factor was parental supgorthe teachers. The effect of
parental support on level of job satisfaction amtearhers was determined using the
Pearson correlation. Prior to the analysis using Bearson product moment
correlations coefficient, the variables were tedmdthe assumptions of absence of
outliers, linearity, normality in distribution anlkdomoscedasticity (homogeneity of
variances). A Scatter plot was used to test folieystin the data sets and whether the
variables had a linear relationship. This was dbyeplotting a scatter plot for the
scores of parental support against scores on tegiheatisfaction and drawing a line
of best fit. Data points that deviate far from time of best fit are treated as outliers.
Inspection of the scatter plots showed that thes¥ewno outliers and that the
relationship between the two variables was linedihe assumption of
homoscedasticity was tested using the box plots. @Bots divide data into quartiles.
If the upper and the lower quartiles are not equasize then the variance is not
uniform. Inspection of the box plots showed equatd upper and lower quartiles
thus the data was deemed to have equal variancéharefore homoscedastic. The
Shapiro-Wilk test was used to test for the normaiit the distribution. The Shapiro-
Wilk test calculates the significance value (P)ttiadicates whether there is a

significant difference between the number datatgdielow the mean and the number
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of data points above the mean. A significance @e of greater than 0.05 indicates
that there is no significant difference and therefsuch data is said to have a normal
distribution. The Shapiro-Wilk test gave a sigrafice value of 0.761 thus data had

normal distribution. The results of the Pearsomeadation are presented in Table 4.30.

Table 4.30 Correlation Results for Parental Supportto Teachers and Job

Satisfaction

Job satisfaction Total parental

and school Support
location

Pearson Correlation 1 0.535

Job satisfaction and school )
) Sig. (2-tailed) 0.000

location

N 92 92

Pearson Correlation 0.535 1
Total parental Support Sig. (2-tailed) 0.000

N 92 92

**_Correlation is significant at the 0.01 leveH@iled).

The results given in Table 4.32 show that there avagatistically significant positive
correlation between level of parental support aenell of job satisfaction among
teachers with Pearson significance value (P)<@Q@fd Pearson product moment
correlation coefficient (r)= 0.535 at a significantevel of 0.01. This implies that
increase in the level of support of teachers byp#eents increased the level of job
satisfaction among teachers in Turkana West Sum@otihe strength of the effect
was determined by calculating the coefficient ofed@ination. This is obtained by
squaring the Pearson product moment correlationmnauitplied by 100 to convert to
percentage f) The coefficient of determination was found toh286 (28.6%). This
indicates that 28.6% of the job satisfaction colokdexplained by parental support

towards teachers. The results of the Likert scadgpeesented in Table 4.31.
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Table 4.31 Likert Scores for Parental Support to Tachers

Parental attributes SD D N A SA
n % IN % |n % [N|% |n |%

Parents are supportive to the school disciplir@ 9.8 3538.0 1516.326(28.3 7, 7.6

Parents respect the role of teachers in 1314.1 1920.7 9| 9.84245.7 9 9.8
teaching and nurturing students to becom
responsible citizens

(1)

Parents support teachers by providing 1516.3 2122.8 2830.41819.4 10 10.9
learners with learning materials

Parents support teachers by providing 14115.2 31/33.7 16/17.416/17.4 15 16.3
guidance and counseling to the learners

Parental support to school discipline was averageled with 9.8% strongly
disagreeing, 38.0% disagreed, 16.3% were not s1B8%2agreed while 7.6% strongly
agreed that parents supported teachers in enhaschapl discipline. It should be
noted that school discipline is affected by theiaolife of the student outside the
school which can only be monitored by the pareefchers and parents therefore
play collaborative roles in moulding the studenb&zome a responsible self-directed
person. This average rating shows that there werengber of parents who did not
support teachers in discipline maintenance in ti®al. When teachers do not get
adequate support from parents in enhancing schsabptine, discipline deteriorates,
making it difficult for the teachers to control tlearners in the schools. This reduces
the teachers’ self-esteem in teaching and conséguéeir level of job satisfaction.
Similar findings were reported by Kyriacou (2001havreported that poor school

discipline has led to teachers leaving the proteskr other jobs.

Another aspect was that parents respect the rdieachers in teaching and nurturing
students to become responsible citizens. On thpecasl4.1% strongly disagreed,
20.7% disagreed, 9.8% were not sure, 45.7% agrédd %8% strongly agreed. This
shows that parents believed that teachers were werpd to nurture students not
only in academics but generally in life. Teacheemf trained professionals nurture
students in a number of ways. First, teachers actg@dance and counseling
personnel, guiding learners on academic, social eeer development. When

parents show concern and support for such a ralgeeglby the teachers, teachers feel
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appreciated thus higher levels of job satisfactiBmilarly, such appreciation by
parents and respect makes the teachers’ contrtiieoktudents’ easy and therefore
good student to teacher relationship which is apoirtant factor of teacher job
satisfaction. Supporting these findings are thdifigs of Scott and Dinham (2003).
According to Scott and Dinham (2003) supportiveepés gives teachers the morale

to work as he/she feels appreciated for his/her waonrk.

Parents support teachers by providing learners Vghining materials are rated
averagely with strongly disagree being 16.3%, disagvere 22.8%, not sure 30.4%,
agree 19.6% and strongly agree (10.9%). Teachimp l@arning is a process that
requires the use of a number of resources. Althadboglgovernment of Kenya through
the free primary education provide majority of thecessary teaching and learning
resources, parents are expected provide theirrehildvith personal materials for
home work apart from the teachers input. Adequadgigion of such materials makes
content delivery for the teacher easier leading t@riety of teaching approaches and
enhanced understanding of the learner. The teatitexefore is able to work
effectively, see better performance thus gettinigfiad. The findings concur with the
findings of Hargrove et al., (2004) who noted ttegtchers highly satisfied when their

work is made easier by being provided with the ssagy resources.

Parents support teachers by providing guidancecandseling to the learners was
rated as follows; strongly disagree were 15.2%agtise 33.7%, not sure 17.4, agreed
17.4 and strongly agree 16.3%. Provision of guidaawed counseling helps learners
develop self-discipline, makes them focused oneraras well as helping them adjust
to social life. When parents help in guidance andnseling there is uniformity
between home and the school. This enhances sclsmplthe and keeps learners
focused both in school and at home. This make&racstudent control much easier
thus improving teacher job satisfaction. Confirmihgse findings Bloch (2009) noted
that parental involvement in assisting the teagugtance and counseling of students.
Teachers are social beings and require good refatio order to perceive their
working environment as good. The kind of suppovegito teachers by the parents is

therefore of prime importance to the satisfactibthe teacher. Secondly a school is a
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system in which teachers, learners, parents angr atbmmunity members interact
and each plays a specific role that is of greatoirtgmce role. Parents in particular
provide learners with materials that are used arnimg such as revision books,
school uniform among others. This makes the teachincess easier and effective, a
situation that teachers greatly appreciate. Imalai study, Kyriacou (2001) pointed
out that, teachers as social beings embrace tk&tionship with learners, their
parents and colleagues. He noted that the supmairtéachers get from parents and
learners makes teachers feel appreciated. Thisesilat teachers who do not have

the support of parents and learners are likelyateeHow levels of job satisfaction.

Parents must also show concern for the wellbeingheir children in school. By
doing so parents show accountability for their esiin school, help teachers manage
discipline making the teaching learning processeareifective thus making teachers
more willing to work in such schools. These findingoncur with the findings of
Ferguson, Frost, Kirkwood and Hall (2007) who swsee that factors such as
fairness in accountability, where parents and stiglecan both be lacking in
accountability, has resulted in a number of teagtegpecially at the secondary school

level, leaving the profession.

4.8.2 Effect of Learner Support on Level of Job Sadfaction among Teachers

The other factor was learner support to the teadleachers were required to rate the
learner support on a five point Likert scale witle tchoices: strongly disagree (SD),
disagree (D), not sure (NS), agree (A), and stroaglee (SA). The Likert scores are
presented in Table 4.32.

Table 4.32 Likert Scores for Learner Support

Attributes of learner siport SD D N A SA

n | % n| % n| % ni % n %
Learners are disciplined 1112.0| 34| 37.0| 17| 18.5| 25| 27.2| 5| 5.4
Learners respect teachers 184.1) 19| 20.7| 10| 10.9| 32| 34.8| 18| 19.6

Learners do assignments 16| 17.4| 21| 22.¢| 29| 31.5£|18|19.€| 8| 8.7
required by the teachers

Learners participate actively in19| 20.7| 31| 33.7| 26| 28.3| 13| 14.1| 3| 3.3
class as required by the teacher
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The results presented in Table 4.32 show that &dpat learners were disciplined
was averagely rated with 12.0% strongly disagreed7g0% disagreed, 18.5% were
not sure, 27.2% agreed while only 5.4% stronglyeadr This implies that a large
number of learners had discipline problems andefoee teachers were not pleased
with them. It therefore shows that school disciplim Turkana West was not
appropriate to the teachers. School disciplinepkakey role in determining the way
teachers relate with learners in classroom or detslassroom. Disciplined learners
are obedient to teachers and therefore have geexparsonal relationship with them.
They also give their teachers easy time in handBogool matters making the
teachers more satisfied. Secondly, school dis@plis associated with good
performance in examinations. When learners periwethteachers feel that they have
achieved their targets at work, a factor that nemad|to improved satisfaction among
the teachers. These findings are similar to thdirigs of Rhodes, Nevill and Allan
(2004) who in their study found out that, learnesso are indisciplined contribute
much to teachers leaving the profession for othies.|

The second aspect of learner support to teachershaalearners respect teachers. On
this, those who selected strongly disagree was WrE%, those who chose disagree
were 20.7%, those who were not sure were 10.9%eagere 34.8% while strongly
agree accounted for 19.6%. This shows that sonredearespected teachers while
others did not. Learner respect to teachers inyaf&etor that determines the way
teachers handle learners in school. When learmeed teachers with due respect,
teachers feel honoured, develop desire to heldemners achieve their goals thus
they feel motivated to teach and consequently meat@sfied with their job.
Supporting these findings are the findings reporgdShann (1998) Noted that
relationship with students was the most importatdr contributing to their school
satisfaction.

The third aspect of learner support was that lgarde assignments as required by
teachers. In this 17.4% strongly disagreed, 22.88&gdeed, 31.5% were not sure,
19.6% agreed while 8.7% strongly agreed. This e that learners were not very

keen on class work and therefore did not do allgggnments given by the teachers.

87



It should be noted that teaching and learning okaborative effort of both the

teacher and the learner. Learners have their tolgtay while the teachers facilitate
these roles. Among the most important roles, anegdalass assignments for the
students. The teachers roles includes, involvirgy l&arners in the learning process
and to assess whether learners understand corieepts. Doing assignment by the
learners as required therefore makes the teackargihg process smooth, making the
teacher more satisfied with his/her job. These ltesconcur with the findings

reported by Shann (1998) who noted that teachers nehorted that their learners

were not doing class work well were a source ddatisfaction to teachers.

The fourth aspect was that learners participatevedgtin class as required by the
teacher. On this aspect 20.7% strongly disagre@d9a disagreed, 28.3% were not
sure while those who agreed were 14.1 and a veall g@rcentage of 3.3% strongly
agreed. This shows that learners in Turkana Wese wet very responsive in the
teaching and learning process in terms of eithewaring classroom questions to
doing hands-on activities related to the teachirgggss. It could be due to a number
of factors: Turkana West is a rural region with leducational standards thus children
are not motivated enough. De-motivated childreR the zeal to respond promptly to
their teachers and may not be confident with thévesethus poor participation in
class making the teachers lose their satisfactih the job. Similar findings were
reported by Shann (1998) who noted that learneis dehnot participate in class are
difficult to deal with and this demoralizes teacher

The Pearson correlation was used to investigateffieet of learner support on level
of job satisfaction among teachers. The scattds gbowed that no data points were
far from the line of best fit to be regarded aslietd, the distribution of the data
points of the scatter plot was formed along a gtaline thus the variables were
deemed to have linear relationship. The test fondsredasticity was checked using
the scatter plots also. This was done by inspedtiegdistribution of the data points
along the scatter line, the data points were fotmdoe distributed evenly and
approximately equidistance from the scatter limeulghout the length of the line thus

data was deemed to have equal variance. The assarfgr normal distribution was
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tested using the Shapiro-Wilk test. This calculates significance value for the
difference between number of data points on upp#rdi the data set and the lower
set of the data set. Significance value P of lessgoal to 0.05 shows that data is not
normally distributed. The Shapiro-Wilk test gavesignificance (P) value of 0.178
indicating that data had normal distribution angstiqualified to be analysed using the
Pearson Product moment correlation coefficiente Tésults of the Pearson moment

correlations are presented in Table 4.33.

Table 4.33 Correlation results for learner supportand job satisfaction

Total job Total Learner
satisfaction Support

Pearson Correlation 1 521
Total job satisfaction Sig. (2-tailed) .000

N 92 92

Pearson Correlation 521 1
Total Learner Support  Sig. (2-tailed) .000

N 92 92

**_Correlation is significant at the 0.01 levek@led).

The results indicated in Table 4.33 show that leesrsupport had a strong positive
correlation with level of job satisfaction amongadbers with Pearson product
moment correlation coefficient (r) =0.521, and #igance value (p)<0.0005) at a
significance level of 0.01. The effect of learnapgort on job satisfaction was found
to strong with a coefficient of determinatiorf)(=0.271. This implied 27.1% of the
level of job satisfaction could be explained byrtes support to teachers. These
results could be explained by a number of facts.b&gin with, Effectiveness in
teaching and learning process is enhanced by catperbetween learners and
teachers. Learners support to teachers can be eatharhen learners do assignments
and all the works given by teachers. Teachers b&iogal beings, tend to appreciate
this and in the long run feel respected by thenkea which in turn improves their
morale at work and consequently leads to improweddsatisfaction. Another way in
which learners may support teachers is by beingjplised and obedient. This makes

teachers feel secure at work their place henceawegr delivery. When teachers are
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respected by learners, they feel obliged to doyhirg to ensure the success of the
learners in their academics which leads to goododclperformance. This
performance in turn results into teachers beingsf&d by the work they do thus
higher levels of job satisfaction. Similar findingere reported by Kirkwood and Hall
(2007) who found out that teachers feel they masiadly guarantee the success of
each and every student as their ultimate goal ancte of satisfaction. However, this
is not possible without the support of the learmed his/her parents which play vital
roles in the academic achievements.

4.8.3 Effect of Teacher Security on Job Satisfactivamong Teachers

The second environmental factor that was investtjatas teacher security. Teachers
rated the security of the places they lived anckedron a five point Likert scale with
the choices; strongly disagree (SD), disagree (@}, sure (NS), agree (A) and
strongly agree (SA). The Likert scores are preskmdable 4.34.

Table 4.34 Likert Scores for Teacher Security

Attributes on teacher security 5D O N A SA
n % n % n % n % n %
There is adequate security for | 23| 25.(| 17/18.5| 22|23.€| 28 30.4| 2| 2.2

within the area | work

| feel | have good social relationst 6| 6.5 1314.7 28130.4 32/34.¢| 13/14.1
with the community where | live when
at work

| feel thet | am safe when dischargii 9| 9.§ 21/22.¢ 15/16.5 44|47.¢] 3| 3.¢
my duties in school

| feel protected in terms of my jc 5| 5.4 14|15.2] 26|28.5 32|34.¢ 15/16.:
when serving the community | work [in

In case of any emergency | can reach 12 13.0 26/28.3 34{37.0 1516.3 5 5.4
the nearest security agents for help
immediately

The results presented in Table 4.34 show that &xatkecurity was not very good in
Turkana West. The aspects of teachers’ securityibee rated were: there is adequate
security for me within the area | work. On this @. of the teachers strongly
disagreed, 18.5% agreed, 23.9% were not sure, 3@g8éed while only 2.2%

strongly agreed. This implies that a large numbeteachers did not have adequate
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security at places of work and within the areas rehiley lived. This could be
attributed to the fact that Turkana West was a ten8ub County that is prone to
cattle rustling as well as tribal clashes especialt teachers living rural areas within
the Sub County. Lack of adequate security for teelis a major cause of teacher
dissatisfaction as and therefore such teacherdilaly to be working out to get
transferred to other schools where security is @eklmetter. This insecurity may
hinder teachers from leaving with their familiepesally for teachers are not natives
of Turkana West. This could create a poor balamterden work and family roles for
which could be a cause for low job satisfaction aghteachers. These findings agree
with the findings of Tasnim (2006), in her studyifa that one of the main purposes

of job is to get rewards that can allow you to meetr basic needs.

The second aspect was that teachers had good sgleignship with the community
where they lived when at work. On this aspect, dh§% of the teachers strongly
disagreed, 14.1% agreed, 30.4% were not sure, 3d@®ed while 14.1% strongly
agreed. This indicates that a vast majority oftd@ehers had good social relationship
with members of the local community within theieas of work. School as a part of
the community that serves the community as whosetha community members such
parents and their children as part of the schadchiers therefore work hand in hand
with parents towards the development of the schsdhey support the education of
their children thus creating good relationship witie teachers. However, where
parents are not supportive to teachers the reltipnmay not be good. Good
relationship between the teachers and local comynuamembers makes teachers feel
accepted and honoured by the community. Such teadssociate themselves the
community thus improving their levels of job sadistion. Confirming these findings
are the findings of Kyriacou (2001) pointed out tthgeachers as social beings
embrace their relationship with learners, theirepés and colleagues. He noted that
the support that teachers get from parents andndesmrmakes teachers feel

appreciated.

Another aspect used to measure teacher security“Mfael that | am safe when

discharging my duties in school”. About this, 9.8%the teachers strongly disagreed,
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22.8% of the teachers disagreed, 16.3% were nedifa8% of the teachers agreed
with the statement while only 3.3% strongly agre€his implies that teachers had
support from the school administration on issuesceming their work. When
teachers feel that whatever decisions they makéna of their duty would be
supported by the school administration and thatsecissues arise they will be
supported by the school administration they fefesahen discharging their duties

and hence their job motivation increases.

The attribute of security touching on | feel praéetin terms of my job when serving
the community | work in was highly rated with onf4% strongly disagreeing,

15.2% disagreed, 28.3% were neutral, 34.8% agrdate i6.3% strongly agreed

with the statement. This shows that a vast majoffitieachers felt that their jobs were
protected. This could be attributed to freedom takendecisions and respect of
teachers’ decisions by the school administratioth #@x@ community that the teacher
served. Similar findings were reported by Kyriag@Q01) who noted that the support
that teachers get from parents and learners madashers feel appreciated and

protected at work.

In case of any emergency | can reach the nearestiseagents for help immediately
was rated lowly with 13.0% of the teachers strondlgagreeing, 28.3% chose
disagree, 37.0% were neutral while only 16.3% adjr@ed 5.4% strongly agreed.
This shows that security agents such as the polere not mainly within reachable
distances from teachers’ places of work. Policéicsta are commonly found within
towns and shopping centres meaning that they aity @cessible to teachers living
in towns or working in urban schools as comparett&ehers working in the remote
villages of Turkana west. This is also supportedth®y finding that teachers in the

urban schools were more motivated than teachersingpin rural schools.

The scores of the Likert scale presented in Tal#é were then used to determine the
level of security such that higher scores indicateate security. This was done by
summing up the Likert scores awarded by each relpunand calculating the

percentage score by dividing by the maximum scéorhe scale and multiplying by
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100. The percentage scores for job security angéheentage score for level of job
satisfaction were paired for each teacher and &s#d8n correlation coefficient used

to test their relationship.

For data to be analysed using the Pearson cooelatalysis, it must the variables
must have a linear relationship, homoscedasticwsttp uniform variance) and no
outliers should be found among the data pointarRa the correlation analysis the
data was therefore tested for the assumptions nefatity, homoscedasticity and
presence of outliers using scatter plots. Prelinyinanalysis showed that the
assumptions of linearity, homoscedasticity and gmes of outliers were not violated
when inspected using scatter plots. The Shapiré-Wgt was used to test whether the
data was normally distributed across the two véembThe Shapiro-Wilk test also
indicated that the data was normally distributed0(p9). Data was then analysed
using Pearson correlation at a confidence intes’86%. The results are presented in
Table 4.35.

Table 4.35 Correlation Results for Security for Teahers and Job Satisfaction

Total job Total teacher
satisfaction housing and
security
Pearson Correlation (r) 1 49T
Total job satisfaction Sig. (2-tailed) (p) .001
N 46 46
Pearson Correlation 491 1
Total teacher housing an ]
) Sig. (2-tailed) .001
security
N 46 46

**_Correlation is significant at the 0.05 levek@iled).

The findings presented in Table 4.35 show thatetheras a strong positive
relationship between level of security of teacharsvork and place on living and
level of job satisfaction among teachers (r=0.4930.001). The strength of the

relationship was tested by calculating the coeffitiof determination {£0.241). This
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implies that 24.1% of the level of job satisfact@mong teachers could be predicted
by level of security. Teachers like other peoplekwvto satisfy their wants in life.

Security being basic need, every teacher wouldaxps/her job to provide security.

In this regard teachers working in more securesaag@ expected to be more satisfied
than those working in unsafe places. Turkana West iiural region prone to cattle
rustling and therefore constantly under armed adrfflom the Kenya-Uganda border.
Teachers living in this area are not safe excampedHiving in towns where the crime
rate is low. This is confirmed by the indication Ihgad teachers that teachers in rural
areas seemed less satisfied due to insecurity rapared to urban teachers. It is for
this reason that native teachers were more satistiéh their jobs as compared to
teachers from outside Turkana County. These firgliogncur with the findings of
Njue (2010) who noted that teachers are likelyew tafe if they live in a good house

preferably with access to transportation and nesrteethe school they teach.

4.8.4 Effect of Teacher Housing on Job Satisfacticmmong Teachers

Among the environmental factors investigated washer housing. This was done by
rating four items on teacher housing on a five pstale with the choices: strongly
disagree (0), disagree (1), neutral (2), agreeu(8)strongly agree (4) by the teachers.
The Likert scores are presented in Table 4.36.

Table 4.36 Likert Scores for Teacher Housing

Attributes on teacher housing SD D N A SA
n % n % n % n % n %

| got good housing within the locality of 31| 33.7 21|22.¢ 18/20.7| 20/21.7| 1| 1.1
the school | teach

| can easily reach work from my house| 18 19.6 31/33.7] 15/16.3 22/23.9 6| 6.5
from school

| feel that the area | live in , is good for | 21| 22.8 37/40.2 26/28.3 6| 6.5 2| 2.2
and my family

The social amenities such as 27/ 29.3 3335.9 2223.9 1010.9 0] 0.0
communication network and transport
facilities in the area | live are adequate to
me
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The results presented in Table 4.36 show that &Fachousing was not very
conducive as perceived by the teachers. About 330f%he teachers strongly
disagreed that they had good housing within thalitycof the school they taught,
22.8% disagreed, 20.7% were neutral 21.7% agredd whly 1.1% strongly agreed.
This could be attributed to the fact that good hmgi€ould only be found within the
shopping centres where teachers could rented. Hawas indicated by the teacher
demographics, a vast majority of the teachers wbikerural schools where they
were forced to travel away from the school to abtgood housing. Another reason
could be that schools did not provide housing ifgahem to find for their own
house in the nearby villages where they could hendowhich could be far from
schools they taught. Similar findings were repotgdTaylor and Tashakkori (1995)
who noted that inadequate living and working cdondi are major problems faced by

teachers that undermine their job satisfaction.

Another aspect of the teacher housing was whesiaahers could easily reach school
from their houses. On this, 19.6% strongly disadyeé33.7% disagreed, 16.3% were
neutral, 23.9% agreed and only 6.5% strongly agréleid shows that a vast majority
of teachers were unable to travel from their plagiestay to school with ease. This
could be attributed to lack of reliable means ahsport within the region they lived
and worked. This was supported by the interviewedales in which it was reported
that among the factors that make teachers feehttfied with working in Turkana
West was poor transport means as well as poormeadorks. It also concurs with the
indication of the Sub County officers that teachsesving in remote areas where
transport and communication networks were poor waoge dissatisfied. On the
other hand it was further reported in the intensdethat among the teacher job
satisfaction measures that were deemed to be mugueriant was the provision of
improved housing and easy transport means for é&actConcurring with these
findings Taylor and Tashakkori (1995) . The authocted that teacher’s lack of
availability of transport, security and residentfakcilities in remote rural areas,

especially for female teachers is a big issue.
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The attribute “I feel thathe area | live in is good for me and my family” svalso
lowly rated with 22.8% of the teachers stronglyadi®eing, 40.2% disagreeing,
28.3% being neutral, while only 6.5% and 2.2% a&f thachers agreed and strongly
agreed respectively. This implies that a large nemal) teachers were not comfortable
with staying with their families where they workethis could be attributed to the
fact that Turkana West was an area with issuesisgciurity and that many teachers
especially from outside the area did not feel thair families would be safe living
there. Owing to that fact most shopping centresewamnall and lack basic social
amenities for the teachers as noted in the inteszi@ecause of this, teachers felt that
living conditions were not conducive for their fdies. Confirming these findings, the
results of the interview schedules showed thatst mamber of teachers had their
families living outside their area of work citing@aurity reasons. These results are
similar to what was found by Tasnim (2006), whoomted that the main purposes of
job is to get rewards that can allow a teachertnsesic needs. In this view, Tasmin
felt that teachers working in areas where no saigsimg facilities was available to
them and their families were likely to be lessH&d with their jobs.

The last aspect rated by teaches on their housa®y ‘the social amenities such as
communication network and transport facilitinghe area | live are adequate to me.”
Regarding this, 29.3% strongly disagreed, 35.9%gieed, 23.9% were neutral,
10.9% agreed while none of the teachers stronglyealy This portrays serious lack of
social amenities in the areas where teachers live was supported by what was
revealed by the interviews that most teachers lime@mote shopping centres which
lacked basic facilities such as electricity, te$gmn networks, water among others.
These findings concur with findings of Tasmin (2P&ho noted that rural teachers
lack social amenities and find it difficult to copgth the situation thus low job

motivation. These sentiments show that teacheramaisnportant issue that needs to
be addressed, as a vast majority of them wereatisfied with the housing they lived

in as well as the environment.
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4.9 Measures that would Enhance Job Satisfaction amg Primary School
Teachers

The last section of this chapter on data analys&sdwith the measures that would
enhance job satisfaction among primary school achTeachers were required to
rate various measures that if taken into accountldvamprove their levels of job
satisfaction on a five point Likert scale with ctes: strongly agree (SA), agree (A),
not sure (NS), disagree (D) and strongly disagi&®).( The scale was made in such a
way that higher scores indicated higher value h#dcto the job enhancement

measure by theteachers. The Likert scores arerjgessa Table 4.37

Table 4.37 Likert Scores for Job Enhancement Meases for Teachers

Statement SD D NS A SA
n % n % n % n % n %
Areview of terms of service4 4.3% 17 18.5% 21 22.8% 16 17.4% 34 37.0%
to allow automatic
promotions to the next job
group after a given period
of time
Provision of better housing 6 6.5% 15 16.3% 19 20.7% 19 20.7% 33 35.9%
within school compound or
its locality
Improvement of 3 33% 25 27.2% 12 13.0% 23 25.0% 29 31.5%
infrastructure such as roads
and communication
networks
Improvement of security 17 185% 16 174% 8 87% 19 20.7% 32 34.8%
within the area | stay in
general
Improvement of my 11 12.0% 29 31.5% 20 21.7% 18 19.6% 14 15.2%
autonomy in making certain
decisions that affect my
core duty of teaching
Being given responsibilities 5 5.4% 21 22.8% 23 25.0% 15 16.3% 28 15.2%
that will give me challenges
as well as opportunities to
grow professionally
Recognition by the ministry 8 8.7% 16 17.4% 14 152% 6 6.5% 48 52.2%
for work done and
achievements that | make in
my job
Promotions and 13 14.1% 11 12.0% 7 7.6% 27 29.3% 34 37.0%
remuneration for all extra
duties performed e.g.
remedial teaching
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The Likert scores were used to calculate the p&agerrating of the job enhancem
measures. The choices of Likert scale were awasbeides as follows: strong
disagree (0), disagree (1), neutral agree (3) and strongly agree (4). The total s
per item was obtained as the sum of the scoresdadary all the respondents us
the formula:

Total score peritem =5D X0+ D X1+ NX2+AX3+54X 4

Where: SD is the number of respondents selectnoggty disagree, D is the numk
selecting disagreeN is the number selecting neutral, A is the nundadecting agre
and SA is the number selecting strongly a( The percentage rating was obtainec
dividing the total score by the maximum score gemi which was given by tt
number of respondents2) multiplied by maximum score (4) and multiplyibg 100

to convert to percentage. The results obtainegmsented in Figure £

Figure 4.2 Percentage Scores for Job Enhancement ist&ures

Improvement of respect and appreciation from 65.8%
parents and community in general
promotionsanc remuneration for all extra 49 0%
duties performed
Recognition of my work by ministry of —— |60.9%
education
being given challenging responsibilities at work T 48.6%
Improvement of security where ilive in general ©39.0%
Improvement of infrastructure where | work 53.6%
Better housing within school compound "~ b5i8%
Automatic promotions to higher job groups 6C10%
p s
0.0% 10.02620.09030.0% 10.02650.09660.02570.0%%
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The results that are shown in figure 4.2 show ttet most highly rated job
satisfaction measure by the teachers was promotindsremunerations for all extra
duties carried out by the teachers (69.0%). It khba noted that the role of teacher is
not limited to teaching alone. Other duties thatrast specified includes guidance and
counselling. In this case, many teachers find tledvas performing extra duties that
may run beyond the usual school time at no extyagspecially teachers in boarding
schools. It is in this view that teachers feel tinaty should be promoted and paid for
all extra duties performed. On the hand, being gaidextra duties amounts to
recognition for services offered by the employerthe school administration which
has been linked with higher levels of job satistatt These findings are similar to
what was reported by Latif et al. (2011) who noteak in every kind of job, the pay
or salary has a positive relationship with job Hatition and is an important facet of

employee job satisfaction.

At second in rating was automatic promotion to biggrades (66.0%). Teachers that
are experienced have higher grades and as a regmyt are normally given
administrative responsibilities. However, due tdigyoin promotions of teachers to

higher grades that require teachers to go thronigiviews this may not be the case.

Teachers may therefore view the promotion proceddasenot being transparent and
fair especially those who do not get promoted gdsiding to low job satisfaction.
These results were confirmed by the head teachiessindicated that the most likely
teachers to want to transfer to other places oreldaaching were those at lower
grades and without responsibilities. Secondly, matiic promotions to higher grades
assure teachers of continuous increment in salauiesh may improve their morale
to stay in teaching. When a teacher is able toeptdjis/her grade in a profession
he/she is more likely to be satisfied with the j8milar findings have been reported
by other researchers. For instance, Opkara (208)ribed factors such as pay and

opportunities for promotions as positive contrilsatto job satisfaction.

Provision of better housing within the school comnped was highly rated with 65.8%.

As humans, teachers work to meet their needs. HQuBseing a basic need all
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teachers would want their job to provide opportesitor living in good houses that
are secure. Turkana West being an area pronette oagtling may be unsafe for the
teachers especially those who are not nativesectéa. Provision of good housing in
the school compound may be a way of improving tiseicurity thus making the
teachers more satisfied and willing to teach inrérggon. Similar Turkana West being
a remote area, infrastructure may be poor in masex This may pose a serious
challenge to teachers commuting from outside thedacompound to school thus the
will to have housing within the school compound.e$é findings are supported by
Taylor and Tashakkori (1995) who reported that @wpdite living and working
conditions are major problems faced by teacheitsuhdermine their job satisfaction.
Taylor and Tashakkori (1995) further noted thatchkea’s lack of availability of
transport, security and residential facilities @miote rural areas, especially for female

teachers is a big issue.

Rated at 65.8% also was the improvement of respettappreciation for teachers by
parents and the community in general. This imghed teachers in Turkana West felt
that the community did not value their job and gsrwvto the community. This is
confirmed by the low rating of the support by pasenParents support and
cooperation in school is an important aspect ofréhationship between teachers and
pupils and determines the amount of authority daeher will have on the pupils as
he/she discharges his duties. In this view teacwarsare appreciated and supported
by the community develop a sense of belongingecstthool and community and thus
may want to work and continue staying within thgioe. In a similar study Kyriacou
(2001) pointed out those teachers who embrace thktionship with learners, their
parents and colleagues enjoyed working within tbemunity. He noted that the
support that teachers get from parents and leameakes teachers feel appreciated.
This implies that teachers who do not have the sdppf parents and learners are

likely to have low levels of job satisfaction.

Improvement of infrastructure within the workingearof the teachers was rated at
63.6%. Teachers working in rural or remote settauk essential facilities and often

suffer professional isolation. Communication andveroent from one place to the
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other becomes a huddle if roads, and communicaigdworks are not adequate or in
good conditions. Turkana West has serious probiemsfrastructure thus low level

of teachers’ motivation especially those workingunal schools. This is confirmed by
the indication that teachers working in urban sthagere more satisfied than those
working in rural located schools. These results suipported by the findings of

Tasnim (2006) that urban teachers are more satisfian rural teachers with their
jobs while teachers brought up in urban areas aming in rural areas were found

to experience the lowest levels of job satisfaction

Another factor that was noted was the recognitioteachers work by the Ministry of
Education (60.9%). Teachers felt that the minisfrgducation did not value the work
they which was a major contribution to the low levef job satisfaction. When
teachers are recognized for their contributiongh®yr employers, they develop self-
esteem with job a factor that would improve thely gatisfaction. These recognitions
would eventually lead to promotions on merit whisiould in turn improve the

teacher’s morale in teaching.

Improvement of security within the areas where hesas lived was also noted
(59.0%). As indicated by the effect of security amlising on job satisfaction, the
security situation in Turkana west puts teacherarirunsafe environment. Teachers
are therefore living in fear for their lives anase of their families for teachers living
with their families. Security has also been foundaffect job satisfaction in other
studies. For example, teachers’ lack of availabilgf transport, security and
residential facilities in remote rural areas, eggbcfor female teachers is a big issue
(Taylor and Tashakkori, 1995).
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATION S
5.1 Introduction
This chapter presents a summary of the findingthisfstudy, the conclusions drawn
from the findings of the study, the recommendatioree from the conclusions and

the suggestions for further studies.

5.2 Summary of Findings

The study investigated the level of job satisfact@mong primary school teachers in
Turkana West Sub County. The study further deteethihe biographic characteristics

of the teachers that affected the level of jobsfattion among the teachers. The
school and the environmental factors affecting galtisfaction among the teachers
were also investigated. Finally the study deterchitiee measures that could be used
to promote job satisfaction among primary schoakkers in Turkana West Sub -

County.

The Male teachers were 60.9% while female teachers 39.1%. On age 47.8% of
the teachers were 35 years and below, 34.8% wesegemup 36-45 years while
17.4% wee above 45 years. On teaching experiensadtfound that 41.3% of the
teachers had experience of 10-15 years, below a6s\87.0% while above 15 years
with were 21.7%. On education level, 85.9% of #@chers had P1 certificates, 7.6%
had diploma certificates while only 6.5% had bachsldegrees. About 63.0% of the
teachers had their original homes being TurkanatV#e® County, those from
Turkana County but who were not from Turkana Wagh Eounty (23.9%) while

only 13.1% were from outside Turkana County.

5.2.1 Level of Job Satisfaction among Teachers

The levels of job satisfaction among primary schieaichers in Turkana west were
found to be generally low. A large percentage atkers felt that teaching Turkana
West did not give them the honour they felt thegateed in the society. Similarly it

was observed that teachers’ morale in teachinguimkdna West did not improve day

by day. The results further showed that teachatsdi feel that they had gotten their
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dream job when they joined teaching. It was alamébthat a very small percentage
wished to become the best teachers in Turkana Wes#¢ a vast majority of the
teachers indicated that they were actively lookiog another job outside Turkana
West. Teachers further indicated that a vast ntgjosiere working hard to get
transfers and move out of Turkana West to go aadhtelsewhere. It was also found
that a large percentage of teachers would takeo#rgr job offered outside Turkana
West without hesitation. Finally only a small perage of the teachers indicated that

they liked teaching as their career job.

5.2.2 Effect of Biographic Characteristics of Teactrs on Level of JOB
Satisfaction among Teachers

The biographic characteristics investigated werendgr; teaching experience;
original home of the teacher; and level of educatb the teachers. Gender of the
teacher had significant effect on level of job sfatition with female teachers having
higher levels of job satisfaction than male teash&eaching experience had positive
effect on level of job satisfaction among teacheith more experienced teachers (15
years and above) showing higher levels of job feation that teachers with less
experience. Level of education of teachers wasddonhave effect on level of job
satisfaction among teachers with highly educatexthers such as those holding
Diploma and degrees showing low levels of job &ation as compared to those

holding primary teacher certificate (P1).

The study also found that original home of the leas had effect on their level of job
satisfaction. Teachers whose original homes wethirwiTurkana West Sub County
were found to be the having highest levels of jabs&action followed by teachers
from Turkana County but outside Turkana West Sulur@o while teachers from

outside Turkana County had the lowest levels ofsatisfaction.

Teachers’ age was found to have significant effectghe levels of job satisfaction
among teachers. Teachers with 35 years and beloe/faend to be the least satisfied
with their jobs, followed by teacher in the agediet 35-45 years while the teachers

with highest levels of job satisfaction were thaged 45 years and above.

103



5.2.3 School Factors Affecting Level of Job Satision among Teachers

The factors investigated on their effect on levejab satisfaction among teachers
were: administrative support; autonomy at work; atadents’ behaviour. On the
school factors administrative support was foundawe positive correlation with level
of job satisfaction among teachers. Teachers’ augnat work was found to increase
the level of job satisfaction as well, while stutterconduct indicated that good

student behaviour resulted to higher levels ofgatisfaction among the teachers.

5.2.4 Environmental Factors Affecting Job Satisfagbn among Teachers

The environmental factors that were assessed far #@ifect on the level of job
satisfaction among teachers were: parental suppesgher security; and teacher
housing. Parental support was found to affect thell of job satisfaction among
teachers with teachers who felt that they were stpd by parents having higher
levels of job satisfaction than teachers who felt fparents didn’t offer them adequate

support in their job.

Teacher security at work place was also found fiecathe levels of job satisfaction
among teachers. Teachers who felt that they wdecagavork place related well with
the community they served, felt safe when discingrdgheir duties, exhibited higher
levels of job satisfaction. Similarly, job securibad also a positive effect on job
satisfaction with teacher who felt protected inrtesf their jobs having higher levels
of job satisfaction. Similarly teachers’ level ahj satisfaction was increased by the
fact that they could reach security agents fromirtipdace of work in case of

emergency.

Teacher housing had positive effect with the lewetlpb satisfaction among teachers
in Turkana West. On this teachers with good hou§iom within the locality of the

school that taught were more satisfied with thelysj than those who had housing
away from their places of work. Similarly teachwaiigh good houses at places where
they could reach their work place easily had higaeel of job satisfaction as well as
those who felt that the houses they lived in wagdgand conducive for them and

their families. Finally teachers residing in placegh adequate social amenities
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expressed higher levels of satisfaction with thelrs than those that lived in areas

without social amenities.

5.2.5 Job Satisfaction Enhancement Measures

The job satisfaction enhancement measures that fearel to be most effective in
increasing the levels of job satisfaction amongclieas were: promotions and
remuneration for extra duties done, automatic ptanao higher grades, provision
of better housing within the school compound angrowement of respect and
appreciation from parents and the community in gganeéOther Job satisfaction
enhancement measures that were identified weregnéon of the work done by
teachers by the ministry of education; improvemaninfrastructure within Turkana
West Sub County, improvement of security where teeg live and challenging

responsibilities at school level.

5.3 Conclusions

Based on the research findings, the following cesions were made:

1. The level of job satisfaction among primary schieaichers in Turkana West was
low with many teachers seeking transfers and joltside the Sub County.

2. Biographic characteristics of teachers affect thamiels of satisfaction. Increased
age increases level of satisfaction while longachéng experience helps improve
the level of job satisfaction. Female teachersmoege satisfied with their jobs
while male teachers with higher education level aemless satisfied. Native
teachers have higher levels of job satisfactiom tfraeign teachers in Turkana
West.

3. Increased administrative support improves teacbbrsatisfaction, similarly to
improved teacher autonomy at work and good stuoenaviour.

4. Level of job satisfaction among teachers could dsoenhanced by improved
parental support, better security and good houshgomatic promotions and
improved remuneration for extra duties done byhees as well as better housing
and respect from the community are the most effeatieasures that can be used

to improve job satisfaction levels among primargaa teachers in Turkana West.
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5.4 Recommendations
Based on the findings the researcher made thenfioliprecommendations.

1) The ministry of education and other stakeholdersukh put in place job
satisfaction enhancement measures in order to waptbe levels of job
satisfaction among primary school teachers in Tnaké/est.

2) The Teachers Service Commission should considechéga biographic
characteristics when posting teachers to ensur¢ tdachers fit in the
environment they work.

3) The researcher recommends that the government dsheitive to provide
security and housing for teachers as well as impgoinfrastructure in schools.
The Ministry of Education should create awaren@salli communities on the
importance of good relationships with teachers &l as the importance of
community support.

4) Teachers should also be promoted regularly andrdmaafor their efforts and

other responsibilities.

5.5 Suggestions for Further Study

1) There is need for a study to establish the facéfecting job satisfaction among
secondary school teachers.

2) There is need for a study to establish how teachig profession helps teachers
achieve or satisfy their dreams.

3) There is need for a study to establish or investighe effects of job related

factors such as remuneration on job satisfactioorgneachers.
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APPENDICES

APPENDIX I: QUESTIONNAIRES

Dear Respondent,

| am a student taking a degree in master of edutati the University of Nairobi. |
am carrying out a research on “the determinantglofsatisfaction among public
primary school teachers in Turkana West Sub Codnitkana County. | have selected
you to participate in this study as a responderdu Yare required to fill a
questionnaire. The information you will give wilehused solely for the purpose of
research.

Yours Faithfully

Imoit Sames Ekuwam

Part 1: Biographic Characteristics

1. Where is the school you teach located?

1. Rural area [ ]
2. Urban area [ ]
2. What is your gender?
1. Male [ ]
2. Female [ ]
3. State your age Bracket?
1. 35 years and below [ ]
2. 36-45 years [ ]
3. Above 45 years [ ]
4. What is your teaching experience in years?
1. Below 10 years [ ]
2. 10-15 years [ ]
3. Above 15 years [ ]

(2]

. What is your highest educational level?
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P1 certificate [ ]

Diploma [ ]
Bachelors Degree [ ]
Masters Degree [ ]

5. Where is your original home?

Turkana West Sub County [ ]
Outside Turkana West but in Turkana County [ ]
Outside Turkana County [ ]
Outside Turkana in a rural area similar to Turkana [ ]
Outside Turkana in an urban area [ ]

Part 2: Level of job satisfaction among primary sclool teachers

The following questions intent to measure how fatisyou are with your job as a
teacher in your current status and working statPlease rate it by choosing how

much you agree or disagree with the statements.

The choices given are: Strongly Disagree (SD), @sa (D), Not Sure (NS), Agree

(A) and Strong Agree (SA).

No. | Statement SD|D|NS|A|SA

1 | like teaching as my career job and professiomy current
station of work

2 | am comfortable with staying as a teacher irk&dna West

3 | am decided to nurture my career as a teachduikana
West till | reach the highest grade

3 | teach in Turkana West because it’s the onlyicghavailable

4 Given another job outside Turkana West | woukkté up
without hesitation

5 I am working had to get a transfer to go out3idkana West
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6 | am actively looking for another job outside Rama West

7 My wish is that | become the best teacher in anskWest

8 When | joined teaching | felt that | had gotten dneam job

9 My morale in teaching in Turkana West keeps iasirey day|
in day out

10 | Teaching in Turkana West gives me the honourr ltlieel |

deserve in the society
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SECTION 3: SCHOOL FACTORS

STATEMENT

SD

ADMINISTRATIVE SUPPORT

NS

SA

1.

| receive adequate support from school head teg
concerning my job

The head teacher is always involved in my day tg
teaching activities when necessary to give assistan

da

The school Head teacher gives respect and profesdsim
to my work

My input in the school concerning administrativeidsi is
highly valued by the head teacher

My head teacher allows me to freely participatelégision
making in the school

AUTONOMY

1.

I can flexibly adopt any teaching approach andtoriggain
my teaching

I have full control of the choice of teaching arrning
activities in my class

I am allowed a high degree of autonomy in mak
decisions in the school by the school administratio

ing

| exercise authority in discipline control in thehsol

The flexibility | have in establishing my own gulites and
procedures for instruction is appreciable

| Have freedom to select materials to use in cagyut my
duties

| have freedom to determine what to teach and wioe
teach it

STUDENTS’ BEHAVIOUR

1.

Students respond to me as teacher with due reapieitie
times

My students seem to be concerned with performinl iwe
class

My students willingly engage in instructional adies in

117




my class

4. There is good relationship between me and my stsder
class

5. My students exhibit good habits in class

6. The level of students’ respect for one anothepisg

7. My students seem to like helping one another idystig

SECTION 4

ENVIRONMENTAL FACTORS

This section requires you to rate environment inictvhyou live in within your

working area and not necessarily within the schmdl also the community around.
You are required to indicate how much you agrealisagree with the statements
given on a five point scale with the choices: &gy Disagree (SD), Disagree (D),

Not Sure (NS), Agree (A) and Strong Agree (SA).

No. | Statement SD|D | NS|A |SA

Parental Support

1 Parents are supportive to the school discipline

2 Parents respect the role of teachers in teadmgnurturing
students to become responsible citizens

3 Parents support teachers by providing learnetis arning
materials

4 Parents support teachers by providing guidance | an
counselling to the learners

Learners Support

1 Learners are disciplined

2 Learners respect teachers
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Learners do assignments as required by the teache

Learners participate actively in class as requiby the
teacher

Teachers Housing

1 | got good housing for within the locality of teehool | teach

2 | can easily reach work from my house from school

3 | feel that the area | live in the good for | amg family to
live

4 The social amenities such as communication nétveord

transport facilities in the area | live are adeguatme

Personal Security

1 There is adequate security for me within the aweark

2 | feel | have good social relationship with themmmunity
where | live when at work

3 | feel that | am safe when discharging my dutieschool

4 | feel protected in terms of my job when servitige
community | work in

5 In case of any emergency | can reach the neageestrity

agents for help immediately
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SECTION 5

JOB SATISFACTION ENHANCEMENT MEASURES

1. In your own words please state what you think gacoarage you to stay as a
teacher in your station if done: Give all the fastthat you think can motivate

you to think of remaining a teacher and growingryoareer as a teacher in

Turkana West Sub County.

feel more comfortable and satisfied with your jebad teacher thus enhancing
your willingness to stay as a teacher in .Myourentr station/school. You are
required to : Strongly Disagree (SD), Disagree (it Sure (NS), Agree (A)

and indicate how much you agree or disagree withstatements given on a

five point scale with the choices Strong Agree (SA)

This section requires you to identify and rate fdmtors that would make you

No. | Statement SD NS SA
1 A review of terms of service to allow automatromotions to
the next job group after a given period of time
2 Provision of better housing within school compaduor its
locality
3 Improvement of infrastructure such as roads [and
communication networks
3 Improvement of security within the area | stagémneral
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4 Improvement of my autonomy in making certain diecis
that affect my core duty of teaching

5 Being given responsibilities that will give meatlenges as
well as opportunities to grow professionally

6 Recognition by the ministry for work done andiagkments
that | make in my job

7 Promotions and remuneration for all extra dupesgformed
e.g. remedial teaching

8 Improvement of appreciation and respect fromitarand the
community in general

End of questionnaire

Thanks for your genuine participation
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APPENDIX II: INTERVIEW SCHEDULE

Dear Respondent,

| am a student taking a degree in master of edutati the University of Nairobi. |
am carrying out a research on “the determinantglofsatisfaction among public
primary school teachers in Turkana West Sub Codnitkana County. | have selected
you to participate in this study as a responderdu Yare required to fill a
questionnaire. The information you will give wilehused solely for the purpose of
research.

Yours Faithfully

Imoit Sames Ekuwam

1) How many years have you served in this Sub Coumtyour current job

capacity

2) For this time you have served what aspects ofghehing job do you think
makes teachers in Turkana have lower satisfactitintheir jobs?

3) In your own opinion do you think makes most teasherwant to transfer out
of Turkana West Sub County?

4) What are some of the reasons why teachers seesatigfied with teaching in

Turkana West?
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5) Of all teachers in the Sub County which group seenesther leave service or
more commonly want to transfer from the Sub Coutlgase tick one out the

choices given in any of the sections.

I) Teaching experience

a. Lessthan 10 years in employment | ]

b. Served for more than 10 years [ ]
II) Gender

a. Women | ]

b. Men [ ]

[II) Educational level
a. Diploma Teachers [ ]
b. Degree Teachers [ ]
c. Teachers with masters Degrees [ ]
IV) Responsibilities at Work
a. Teachers without responsibilities [ ]

b. Teachers with responsibilities [ ]
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V) Area of Teachers Origin
a. Teachers from within the Sub County [ ]

b. Teachers from outside the Sub County but within the

Turkana County
c. Teachers from outside Turkana County

6) In your own opinion what measures should be adojptedder to increase the
level of willingness of primary school teachersTuwrkana West Sub County to stay

and continue teaching in their stations?

End of Interview

Thanks for your participation
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APPENDIX Ill: RESEARCH AUTHORIZATION LETTER

REPUBLIC OF KENYA

NATIONAL COUNCIL FOR SCIENCE AND TECHNOLOGY

Telaghone: 254-020-2213471, 2241349, 254-020-267 3550 Pfl.nﬂngligg.‘?‘%fﬂ'lﬂﬂ
Malrile: 0713 788 787 , 0735 404 243 ::l':b:irtp--www LN
Fax: 254020- 2213215 . .

When replying please quote
secretary@ncst.goke

our et NCST/RCD/14/013/727 i Oates:  gqit May 2013

Imoit Sames Ekuwam
University of Nairobi
P.O Box 30197-00100
MNairobi.

RE: RESEARCH AUTHORIZATION

Following your application dated 6" May, 2013 for authority to carry out research
on “Determinants of job satisfaction ameong teachers in public primary schools
in Turkana West District, Turkana County.” 1 am pleased to inform you that you
have been authorized to undertake researchin Turkana Waest District for a period
ending 31" October, 2013.

You are advised to report to the Distriet Commissioner and District Education
Officer, Turkana West District before embarking on the research project.

On completion of the research, you are expected to submit two hard copies and
one soft copy in pdf of the research report/thesis to our office.

DR. M. K. RUGUTT,; 1SC.
DEPUTY COUNCIL SECRETARY

Copy to:

The District Commissioner
The District Education Officer
Turkana West District
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APPENDIX IV: RESEARCH PERMIT
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