Kabarak Journal of Research & Innovation Volume 3 Number 2 (2015)
ISSN 2305-784X (print) ISSN 2410-8383 (online) http://eserver.kabarak.ac.ke/ojs/

Relationship between Employment Factors which Contribute to Teachers’ Job Satisfaction
and Academic Performance among Secondary Schools in Homa-Bay County, Kenya

Joshua O. Ogal*”, John N. Ochola®, Ronald Chepkilot? and Jackson J. Kitetu®

'School of Education, Kabarak University
2School of Business & Economics, Kabarak University
3School of Medicine & Health Sciences, Kabarak University

Submitted: 19" March 2015; Accepted: 24" June 2015; Published online: 2" November 2015

Abstract

The study analyzed the relationship between employment factors contributing to teachers’ job
satisfaction and academic performance among public secondary schools in Homa-Bay County.
The study emanates from a background of dismal academic performance of secondary schools as
alleged by Ministry of Education Report (2011) and constant complaints of working conditions
by teachers. A sample of 27 principals and 129 secondary schools teachers who taught form four
students in the year of the study were selected for the study. Data was collected by a Minnesota
Satisfaction Questionnaire (MSQ) and was analyzed by use of descriptive statistics. The analysis
of variance tests was done at 0.05alpha level of significance. Employment factors that had
significant relationship with teachers’ job satisfaction in high performing schools were
designation, recognition by management and education staffing policy. Employment factors
contributed 22.5% to job satisfaction among teachers in public secondary schools in the County.
Employment factors were also predictors of job satisfaction in the schools. It was also found that
academic performance is pegged on teachers’ job satisfaction. This study recommends
improving teachers’ job satisfaction and academic performance in Kenya; most teachers still
work in deplorable conditions. It was recommended that government improves salary and
allowances for teachers and the ministry of education should encourage strong parental and
community support through parent teacher association and Board of Management should ensure
that secondary schools are well equipped with necessary learning facilities for quality education
and improved academic performance. It is hoped that the findings of this study may be useful to
the personnel involved in decision making, policy formulation and implementation, and
secondary school principals towards making sure that teachers are satisfied for schools to
perform highly and towards realizing the vision 2030 in education sector.
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1.0 Introduction

Job satisfaction has been defined as the attitude and feelings people have about their work.
Everard, Moriris and Wilson (2004) say it is a possible cause of the current teaching crisis in
Kenya resulting in low of academic achievement and national teachers’ strikes. Okumbe (1999)
asserts that job dissatisfaction among teachers robs them of a sense of internal security and
makes them feel unsuccessful, resulting in low school performance. He adds that job satisfaction
can only be inferred and not seen. If teachers perceive that, they work harder to achieve the
organizational goals than employees with similar or compatible qualifications in other sectors of
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the economy, but receive fewer rewards, they will most likely feel dissatisfied with their job.
This implies that, if teachers receive their rewards equitably then they will feel satisfied with
their teaching job and opt to remain in the schools so as to achieve the objectives of the
organization.

Nyongesa (2007) argues that for teachers to be satisfied positive re-enforcers should be used to
motivate them so as to improve productivity. Such re-enforcers include; pride, team effort,
enthusiasm, praise and listening. Dissatisfaction among teachers occurs when their personal
needs are not met. He identifies four major factors causing dissatisfaction which includes; terms
of employment, school administration, the physical and social environment, and the attitudes of
employees themselves. Terms of employment include factors such as poor remuneration, delays
in payment of salaries, lack of an objective system of promotion, poor posting and forcing
teachers to teach subjects they are not trained in. Autocratic heads of institutions and managers
are another major cause of dissatisfaction. If teachers are not given an opportunity in the decision
making process then they become dissatisfied and ineffective. A harsh geographical environment
can affect a teacher’s health. Similarly a hostile community can make teachers feel insecure and
ineffective in their work. Attitudes that employees bring to bear on the job can adversely affect
performance. Negative attitudes to authority or to the profession affect the quality of teaching in
schools Foskett and Lumby (2003).

White (2002) points out that, there is no best way, known to determine job satisfaction, or
dissatisfaction. However, when teachers are dissatisfied the first step is for the administrator to
determine the reasons for the dissatisfaction. She adds that there may be several causes, namely
poor working conditions, lack of security, unfair pay, lack of opportunities for advancement,
personal conflict among teachers and unfulfilled needs. Other causes may include unnecessary
restrictions and delays in salary payments and insufficient authority to deal with employees
problems. D’Souza (2009) indicates that for teachers to put out their best they have to have a
feeling of personal worth and the knowledge of being appreciated.

Filack and Sheldon (2003) posit that the relevance of job satisfaction and school performance are
very crucial to the long term growth of any educational system around the world. They probably
rank alongside professional knowledge and skills, center competencies, educational resources
and strategies as the veritable determinants of educational success and academic performance.
Ubom and Joshua (2004) say that teachers are expected to render gquality content to the learners.
Also the ministry of education demands a very high measure of loyalty, patriotism, dedication,
hard work and commitment from its teachers.

1.1  Statement of the Problem

The study was conducted among public secondary school teachers in Homa-Bay County.
Secondary schools in the County have continued to register low performance in KCSE
examinations. Okumbe (2008) observes that Homa-Bay district used to perform highly with
KCSE examinations performance index ranging from 37.0534 to 38.0213 up to the year 2007
with teachers recording high level of job satisfaction as was signified by index 7. Nyongesa
(2008) reiterates that the performance index for the district increased to 39.9021 with job
satisfaction index decreasing by a small margin to 6 in the year 2008. The finding is supported
by the Ministry of Education Report (2011) which indicates that Homa-Bay district, now Homa-
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Bay County, used to perform well in National Examinations up to the year2008 with teachers
recording high level of job satisfaction and with better factors of employment. But this record is
on a downward trend and declined seriously in the year 2010 with the performance index in
KCSE examinations coming down to 33.7987 with job satisfaction index of 4, prompting DEOs
and political leaders in the County to express concerns during the political caucus (Ochieng
2014). He adds that even though there are many causes of academic disparity, it is clear from the
report of the Ministry of Education Science and Technology that low teachers’ employment
factors are the problem causing academic decline in the County.

Based on the scenario described above, the researchers felt the need to investigate the
relationship between factors of employment, teachers’ job satisfaction and academic
performance among secondary schools in Homa-Bay County, Kenya.

1.2 Objectives of the Study
The study attempted to achieve the following objectives:
i.  Establish the relationship between teachers’ job satisfaction and performance of students
in the KCSE examinations in Homa-Bay County.
ii.  Identify the employment factors that influence job satisfaction among public secondary
school teachers in Homa- Bay County.

1.3 Hypothesis

(Hoy): There is no significant relationship between teachers’ job satisfaction and academic
performance of students in KCSE examinations among secondary schools in Homa-Bay
County.

(HO,). There is no statistically significant relationship between employment factors and job
satisfaction among public secondary school teachers in Homa-Bay County.

2.0 Research Methodology

2.1  Research Design

Descriptive research designs were used to analyze teachers’ employment factors, job satisfaction
and academic performance of teachers among public secondary schools in Homa- Bay County.
Descriptive research design determines and describes the manner in which conditions are.
Cohen, Manion & Morrison (2000) emphasize that this type of research design is normally
useful for investigating a variety of issues and problems. For example, in this study, what was
looked for was what is expected as a result of academic performance when teachers are satisfied
with their jobs or not satisfied. They argue that the descriptive research design has an advantage
for the study of this nature due to the following reasons: It has an advantage of measuring current
practices; it provides required information within a short time and the design is descriptive in its
features and can help in describing the nature of what is to be correlated and can validate
theoretical assumption concerning what is being investigated.

2.2  Research Location

The research was done in Homa-Bay County, Nyanza Province in western Kenya and only
sampled public secondary schools were used for the study. The County comprises of the
following sub-Counties; Rachuonyo South, Rachuonyo North, Homa-Bay, Suba, Ndhiwa, and
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Mbita. The 2011/2012 statistical records from the office of Education Director, Homa-Bay
County indicate that there are about 300 public secondary schools in the County. Lottery random
sampling was applied in the selection of secondary schools. Only ten teachers and the principal
were randomly selected for the study from every school that falls in the sample. The sample size
was 32 secondary schools multiplied by ten teachers from each school gave a figure of 320
school teachers including principals of the schools sampled for the study.

2.3  Data Collection Instrument

Teacher questionnaire and interview schedule for the school principal were used. According to
Trophim (2006), a questionnaire is a research instrument consisting of a series of questions and
other prompts for the purpose of gathering information from respondents. The instrument is the
tool was used to collect data from the secondary school teachers in Homa-Bay County and later
tested to investigate their opinion and recommendations made on the findings from the analysis
of the study. There were two categories of research instruments as explained below.

2.4  Teachers Questionnaire on Job Satisfaction (TQJS)

Job satisfaction of an employee remains an important area of research in any organization around
the world. This is because it aims at increasing employee performance while they are satisfied.
In this research (TQJS) was a questionnaire meant to measure the level of teachers’ job
satisfaction so as to determine whether it was low or high. The questionnaire was structured with
closed ended items.

2.5  Minnesota Satisfaction Questionnaire (MSQ)

Minnesota satisfaction questionnaire was developed by the School of Psychology, University of
Minnesota to test whether an employee is either satisfied or dissatisfied with the working
organization by answering a set of items (Hoy and Miskel 2011:65). The questionnaire was
modified by using the items that suited the study. It was in three-parts, Part one of the
questionnaire includes demographic information as well as the respondents’ achievement
profiles. Part two consisted of the Minnesota Satisfaction Questionnaire (MSQ) consisting of 60
items describing both job content and context; all derived from the entire 16 job factors in the
Herzberg Model. Part three had open ended items comprising of questions on factors affecting
teachers’ job satisfaction and how it could be enhanced.

2.6 Principals’ Interview Schedule (PIS)

The principals were interviewed on the details about the relationships between teachers’ job
satisfaction, factors of employment and academic performance among public secondary schools
in Homa-Bay County.

2.7  Validity of the tools

According to Patton (2002), validity refers to “the extent to which an instrument can measure
what ought to be measured.” It is the extent to which an instrument asks the right questions in
terms of accuracy and meaningfulness which are based on research results (Mugenda and
Mugenda 2003). In designing an instrument that would yield content valid data, the reseachers,
specified the domain of indicators which were relevant to the variables being measured, to
ensure that they contained all possible items that would be used in measuring the variables. The
questionnaire was randomly administered to the staff of five secondary schools in Rachuonyo
North District, Homa-Bay County. Fifty respondents, ten teachers from each school including
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school principals participated in answering the questionnaire. However, those who participated
in piloting were left out during the final study. This process was used to establish the content
validity of the instruments.

2.8 Reliability of the Tools

According to Mugenda and Mugenda (2003), the reliability of the instrument is the measure of
degree to which a research yields consistent results after repeated trials. In order to test the
reliability of the instrument to be used in the study, split half method was preferred because it has
a major advantage of eliminating chance error caused due to differing test conditions. Score on
the odd numbering items were correlated with the scores on the even numbered items.
Cronbach’s Alpha Coefficient of 0.80 confirmed the reliability of the instruments.

2.9  Data Analysis

Data was analyzed using descriptive statistics (frequency distribution). Associations among
variables were measured using Pearson’s product moment coefficient. Relationships between
independent and dependent variables were analyzed using multiple regressions. To find the
correlation of variable (r), Pearson’s product moment coefficient formula was used which is

given as:
NYxy — (Zx)(XZy)
JONZxZ = (E0% 1[2y2- (Zy)2])

t- Value was calculated by using the formula which is given as:

n-—2

1-72

t=r

The results in tables and graphs and employed content analysis in analyzing qualitative data from
interviews and open ended sections of questionnaires in which the results were written down in
summary form and presented according to emerging sub-themes (Kerlinger, 2003).

3.0 Results and Discussion

The information from the respondents was keyed in the SPSS system version 16.0 software and
was analyzed using Pearson’s product moment coefficient, multiple regressions and presented
according to research objectives. Demographic responses gathered from the teachers, are
included to supplement the quantitative findings. The interview which was conducted and the
open ended questions were analyzed using qualitative techniques.

3.1  Teachers Job satisfaction and demographic information among teachers in Homa-
Bay County

Table 1: Distribution of respondents by gender, age group length of service and terms of
employment
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N=320 Frequency Percent

GENDER

Male 90 70

Female 39 30

Age group (years)

20-30 61 47.5

31-40 34 334

41-50 23 14.4

> 50 11 4.1

Length of time in current job (years)

0-10

11-20 84 62.5

21-30 34 23.4

> 30 7 12.8

Terms of employment 4 13

Temporary

Permanent 40 28.1

Casual 86 66.6
3 5.3

Education Level

O-level certificate 9 8.8

Diploma 28 17.8

Graduate 92 73.4

Of the 129 respondents, 90 (70%) were males and 39 (30%) females; 61 (47.5%) were aged
between 20 and 30 years and 23 (33.4%) were aged between 31 to 40 years, 34 (14.4%) were
aged between 41 to 50 years while only 11 (4.1%) were aged above 50 years of age. This shows
that teaching services is dominated by young and recent graduates who have the ability to deliver
so as to improve academic performance and whose job satisfaction level is still high Table 1

3.2 Relationship Between Employment Factors and Teachers’ Job Satisfaction Among
Secondary Schools

The null hypothesis was: there is no significant relationship between employment factors and job
satisfaction among public secondary school teachers in Homa-Bay County. To test this
hypothesis the study first asked teachers to rate the employment factors that impacted on their
job satisfaction. The teachers’ ratings of the employment factors ranged from 1(least satisfied) to
6 (extremely satisfied). There was no teacher who rated all the seventeen employment factors
uniformly. This means that each factor influenced the level of job satisfaction differently. There
was no factor that was dominant in the ratings.

To establish the relationship between employment factors and job satisfaction among secondary
schools, the ratings of employment factors were correlated with teachers’ job satisfaction indices

using Pearson Production Moment Correction Coefficient. The results are as shown in Table 2.

Table2: Correlation Matrix Showing relationship Between Employment Factors and Teachers’
Job Satisfaction
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Xy Xs X3 Xa Xs Xs X7 Xs Xg Xio Xu X1z X3 X Xis X6 X7 X8
P(r) 1
Xy Sig.(2-t)
N 129
P(r) -0.14 1
Xz Sig.(2-t) 102
N 129 129
P(r) -.070 -.150 1
Xs Sig.(2-t) 419 .088
N 129 129 129
P(r) -.110 -.150 149 1
X4 Sig.(2-t) 214 081 .087
N 129 129 129 129
P(r) .030 -.030 204" 224" 1
Xs Sig.(2-t) 728 694 018 .010
N 129 129 129 129 129
P(r) -0.10 -0.15 '258* .054 .3097 1
Xs Sig.(2-t) 279 .085 .003 540 000
N 129 129 129 129 129 129
P(r) -.060 -.030 136 .160 .386™ 445" 1
X5 Sig.(2-t) 469 741 118 065 000 000
N 129 129 129 129 129 129 129
PO 200 010 BY g st 3t ano” 1
Xg Sig.(2-t) 251 .690 .001 000 000 000 000
N 129 129 129 129 129 129 129 129
P(r) -.020 -2557 172" 3407 3707 199" 273" .359™ 1
X9 Sig.(2-t) .838 .003 047 000 000 022 .001 000
N 129 129 129 129 129 129 129 129 129
P(r) 1
‘. -253" -187° 217" 375" 219° 2517 .305™ 372" 502"
Sig.(2-t) .003 032 012 000 011 004 000 000 000
N 129 129 129 129 129 129 129 129 129 129
P(r) -.234" 074 024 123 046 .095 037 .286™ 213" 2907 1
Xu Sig.(2-t) 007 400 783 158 602 276 672 001 014 000
N 129 129 129 129 129 129 129 129 129 129 129
P(r) .044 224" 061 .108 .168 213" 131 012 217" 221" 044 1
X1z Sig.(2-t) 617 010 486 216 053 014 133 889 012 010 613
N 129 129 129 129 129 129 129 129 129 129 129 129
P(r) -0.07 -0.07 0'511 2577 0.063 0.052 0.091 .3357 242" .208" 425" 0.13 1
X13 Sig.(2-t) 452 431 186 .003 469 550 299 000 .005 020 000 1130
N 129 129 129 129 129 129 129 129 129 129 129 129 129
P(r) -.080 -.030 .109 .328™ 2107 145 1917 3577 172 .389” .300™ .403™ .400™ 1
Xu Sig.(2-t) 372 712 211 000 015 .096 027 000 048 000 000 000 000
N 129 129 129 129 129 129 129 129 129 129 129 129 129 129
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P(n) 040 -.120 -.040 117 073 1190 -.050 -000 2517 ,090 1947 3317 218" 150 1
X1 Sig.(2-t) 667 172 616 .180 405 029 607 986 004 .300 025 000 010 .080
N 129 129 129 129 129 129 129 129 129 129 129 129 129 129 129
P(r) -.120 017 -.100 182" 131 057 217" 1150 .368™ 285" 176" 070 210" .326™ .3207 1
X1 Sig.(2-t) 173 849 249 .036 132 513 012 085 000 000 043 400 020 000 000
N 129 129 129 129 129 129 129 129 129 129 129 129 129 129 129 133
P(r) -.100 -.090 074 214 .105 133 104 .269” 419™ .328™ 218 .050 215 1130 206 272" 1
Xur Sig.(2-t) 266 297 395 013 228 127 232 .002 000 000 012 570 010 140 018 0.002
N 129 129 129 129 129 129 129 129 129 129 129 129 129 129 129 133 133
P(r) 356™ -.060 027 -.070 0.1 -0.13 0.11 -.207" -0.16 2317 -0.03 -.010 0.01 -.100 -.080 0.11 0.12 1
Xis Sig.(2-t) 000 464 760 404 243 133 225 017 075 010 707 910 .900 250 381 0.228 0.162
N 129 129 129 129 129 129 129 129 129 129 129 129 129 129 129 129 129 129
Key:

X; -DesignationX, — Teacher Experience

X3 —Job security X4 — Working Environment

Xs — School performance in KCSE

X s_Challenging responsibilities

X7 — Positive achievement

Xg— Recognition by management

Xo — Working Age X, — Education staffing policy
X11 — Terms and conditions of service

X1z — Fringe benefits X3 — Remedial tuition

X4 — Salary X5 — Ability to influence decision
X1 — Promotion opportunity X7 — Further training
X1g - Job satisfaction

In Table 2 can be observed that there was a positive correlation between designation and
teachers’ level of job satisfaction of 0.356. The correlation was significant as the computed
correlation of 0.000 was less than the set p-value of 0.05. This means that designation positively
influenced teachers’ job satisfaction. Teachers’ experience contributed negatively to their level
of job satisfaction as Pearson r correlation coefficient was -0.06. The correlation was not
statistically significant as the computed value of 0.464 was greater than the set p-value of 0.05.
Job security contributed positively to teachers’ job satisfaction as the Pearson r correlation
coefficient was 0.027. The relationship was not statistically significant because the calculated p-
value of 0.760 was greater than the set p-value of 0.05.

Working environment contributed negatively to teachers’ job satisfaction as the Pearson r
correlation coefficient was -0.07. The relationship was not statistically significant because the
calculated p-value of 0.404 was greater than the set p-value of 0.05. During the verbal interview
one of the principals stated that, “When the working environment is conducive such that physical
facilities are adequate, appropriate, and there is good social relation among teachers, then they
are likely to be job satisfied in their institutions. This is because teachers will be comfortable at
work”. This is in agreement with Mutiso (2005) who adds that a good environment for the
secondary school teacher should include adequate classrooms with enough space for 40 students,
adequate dormitories with enough space for each student, acceptable laboratories- number and
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size, work space for the teacher, playing ground for the students and library, machinery and
automobiles.

Working condition is a major factor for any teacher in Kenya. The condition in which one works
usually determines his job satisfaction and ability to deliver on the objectives of the organization.
For the teachers in the County to work well the condition must be conducive without this
academic performance is bound to suffer. This is in support of Johnson and Holdaway (2004)
who say that working condition of an employee determines and improves his/her job satisfaction
School performance in KCSE examination contributed negatively to teachers’ job satisfaction as
the Pearson r correlation coefficient was -0.1. The relationship was not statistically significant
because the calculated p-value of 0.243 was greater than the set p-value of 0.05.

Challenging responsibility contributed negatively to teachers’ job satisfaction as the Pearson r
correlation coefficient was -0.13. The relationship was not statistically significant because the
calculated p-value of 0.133 was greater than the set p-value of 0.05. Nyongesa (2007) reiterates
that responsibility and accountability are important in the teaching profession for students’
academic achievement. Positive achievement contributed negatively to teachers’ job satisfaction
as the Pearson r correlation coefficient was -0.11. The relationship was not statistically
significant because the calculated p-value of 0.225 was greater than the set p-value of 0.05.
Johnson and Holdaway (2004) assert that the significance of recognition for achievement,
advancement and responsibility are significant variables. They extended their analysis to include
positive achievement and a sense of accomplishment in connection with satisfaction of teachers.
Their findings showed that true job satisfaction is derived from gratification of high order needs.

Recognition by management contributed positively to teachers’ job satisfaction as the Pearson r
correlation coefficient was -0.207. The relationship was significant because the calculated p-
value of 0.017 was less than the set p-value of 0.05. This means that, more recognition by
management reduced job satisfaction of the teachers. During an interview, a principal reported
that, “appreciating one’s effort motivates him/her thus enhancing job satisfaction.” When
teachers effort is recognized in whatever work they do, they become motivated. This is in line
with the observations of Hockman and Oldham (2014) who state that how satisfied individuals
are with certain aspects of their wok context may affect their willingness to respond positively to
enrich work. Those who are relatively satisfied with job security, pay, co-worker relations, and
supervision tend to respond more positively to job characteristics, thus having a high level of
context satisfaction.

Age contributed negatively to teachers’ job satisfaction as the Pearson r correlation coefficient
was -0.16. The relationship was not statistically significant because the calculated p-value of
0.075 was greater than the set p-value of 0.05. Education staffing policy contributed positively to
teachers’ job satisfaction as the Pearson r correlation coefficient was -0.231. The relationship
was statistically significant because the calculated p-value of 0.01 was less than the set p-value
of 0.05. This means that, education policy increased job satisfaction of the teachers. Terms and
conditions of service contributed negatively to teachers’ job satisfaction as the Pearson r
correlation coefficient was -0.03. The relationship was not statistically significant because the
calculated p-value of 0.707 was greater than the set p-value of 0.05
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Fringe benefits contributed negatively to teachers’ job satisfaction as the Pearson r correlation
coefficient was -0.01. The relationship was not statistically significant because the calculated p-
value of 0.91 was greater than the set p-value of 0.05. Remedial tuition contributed positively to
teachers’ job satisfaction as the Pearson r correlation coefficient was 0.01. The relationship was
not statistically significant because the calculated p-value of 0.9 was greater than the set p-value
of 0.05. Salary contributed negatively to teachers’ job satisfaction as the Pearson r correlation
coefficient was -0.1. The relationship was not statistically significant because the calculated p-
value of 0.25 was greater than the set p-value of 0.05.

The study reveals that most teachers would enjoy greater job satisfaction if their pay was
improved. During the interview, one principal said that, “teachers need better pay to meet basic
needs and other requirements in life.” He went further to explain that this would make a teacher
feel comfortable and concentrate in his/her work of teaching instead of looking for additional
income sources elsewhere to satisfy his/her needs. Mutiso (2005) observes that in the U.S.A,
salary and allowances are some of the most important reasons for leaving teaching profession
especially for those with alternative career options. He adds that in China, both level and
reliability of remuneration may be important. Sargent & Hannum (2000) also argue that most
teachers quit their jobs because of heavy loads compared to their pay which is too low. UNESCO
and ILO (2014) recommended that salary scales should be reviewed periodically to take into
account factors like rising cost of living, increased productivity leading to higher standards of
living in the country or a general upward movement in wage or salary levels.

Ability to influence decisions contributed negatively to teachers’ job satisfaction as the Pearson r
correlation coefficient was -0.08. The relationship was not statistically significant because the
calculated p-value of 0.381 was greater than the set p-value of 0.05. One of the principals
interviewed indicated that, “involving teachers in decision-making enhances their job
satisfaction.” This is because it makes teachers feel part of the institution and own whatever
decision passed, hence implementing such a decision becomes very easy. Mutiso (2005) notes
that administrators and policy makers should begin thinking of how to satisfy psychological
needs such as feelings of responsibility and accomplishment make people work harder, and also
involve teachers in decision making so as to own the decision that affect the school.

Promotion opportunity contributed positively to teachers’ job satisfaction as the Pearson r
correlation coefficient was 0.11. However, the relationship was not statistically significant
because the calculated p-value of 0.228 was greater than the set p-value of 0.05. Some of
teachers argued that fair promotion leads to their job satisfaction. One of the teachers reported
that “promotion of teachers should be made automatic for teachers who have attained the set
requirements to avoid frustrating a teacher’s upward movement for too long. When a teacher
over stays in one grade he/she becomes frustrated hence job dissatisfaction is likely to set in. One
of the principals interviewed also indicated that, “promotion based on merit leads to teachers’ job
satisfaction.” This is the view expressed by Owen (2004) who posits that lack of teachers’
professional progression and promotion as some of the drawbacks in education. Promotions and
prospects for upward mobility of teachers are not very many, fair promotion of teachers to a
higher grade on merit increases their job satisfaction making them feel worthy in the
development of economy of the country.
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Further training contributed positively to teachers’ job satisfaction as the Pearson r correlation
coefficient was 0.12. Nonetheless, the relationship was not statistically significant because the
calculated p-value of 0.162 was greater than the set p-value of 0.05. A respondent stated, “There
should be a scheme for progressive training, structured promotion from one level to another
based on ability and experience and for handsome pay, attractive housing scheme, and soft loans
for cars, a well-defined leave packages and a defined professionally acceptable working hours.
During the interview a principal interview replied; “When a teacher is given a chance to advance
his education he performs better academically in the subjects of instruction.” The Master Plan
on Education of 1997 recognizes this and recommended that the Ministry of Education should
develop and implement criteria for teachers’ professional progression in order to raise their
motivation (Ifinedo (2004).

3.3  Statistical Analysis on Teachers Job Satisfaction and Academic performance
There is no significant relationship between teachers’ job satisfaction and academic performance

of students in KCSE examinations among secondary schools in Homa-Bay County.

Table3: Pearson correlation of job satisfaction and students’ academic performance

r =-0.01, p< 0.0001

Variables, N=320 r. KCSE2009 | (P) KCSE |r. (P)

Low Performance schools 009 KCSE2011 | KCSE2011

Students perform well in all subjects | 0.0720 0.2775

Students enrollment is high 0.0932 0.8072

Education policy 0.1197 0.2238

Relationship with colleagues 0.1425 0.4436

Students undertake exchange

program 0.1626 0.1999

Motivated by performance 0.1836 0.2220

Motivation and recognition 0.2896 0.6137

Positive achievement 0.3350 0.9994

Top priority in academic

performance 0.3539 0.8348

Opportunity for creativity 0.3741 0.9965

Good pay incentives 0.4039 0.6170

Students undertake exchange

program 0.4171 0.9938

High Performance schools r. KCSE 2009 | (P) r. P),
KCSE2009 | KCSE2011 | KCSE2011

Good class attendants 0.0482 0.0414

Technical supervision 0.0897 0.1410 0.3397 0.3183

Satisfied with teaching occupation 0.1216 0.2874

Too much class load 0.0715 0.6405

Teach too many classes 0.1218 0.3555

Too much bickering & fighting 0.1607 0.9954

Syllabi coverage 0.1997 0.6388

University intake is high 0.2770 0.8538
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The second area of investigation was the relationship between teachers’ job satisfaction and
students’ academic performance in KCSE examination in Homa-Bay County. Table 3 shows the
results of the Pearson correlation Coefficient test indicating that there is significant relationship
between job satisfaction and academic performance (r-0.01, p<0.0001). The correlation is strong
and statistically significant. It implies that there is relationship between teacher’s job satisfaction
and students’ academic performance, a teacher who is satisfied is likely to deliver than a teacher
who is dissatisfied. The KCSE in 2009 results for low school performance with the variables
shown in the table indicating how the schools in Homa-Bay County performed, students perform
well in all subjects had the least value of (r=0.0720, p<0.2775), high students enrollment (r=
0.0932, p<0.8072). In 2011 KCSE results for the low performing schools recorded good
improvement. For the high performing schools technical supervision (r= 0.0897, p<0.1410) and
class attendants recording the least value of (r= 0.0482, p<0.0414).

The study found out that of the 129 respondents, 90 (70%) were males and 39 (30%) females; 61
(47.5%) were aged between 20 and 30 years and 23 (33.4%) were aged between 31 to 40 years,
34 (14.4%) were aged between 41 to 50 years while only 11 (4.1%) were aged above 50 years of
age. This shows that teaching services is dominated by young and recent graduates who have the
ability to deliver so as to improve academic performance and whose job satisfaction level is still
high.

The first objective was to identify the employment factors that influence job satisfaction among
public secondary school teachers in Homa- Bay County. The null hypothesis was; there is no
statistically significant relationship between employment factors and job satisfaction among
public secondary school teachers in Homa-Bay County. To establish the relationship between
employment factors and job satisfaction among secondary schools, the ratings of employment
factors were correlated with teachers’ job satisfaction indices using Pearson Production Moment
Correction Coefficient and it was observed that there was a positive correlation between job
satisfaction and the following: Job security, nature of work, positive achievement in the school
and recognition, job excellence, technical supervision, further training opportunity, assessment
for performance, salary and allowances, feedback on positive academic performance, ability to
influence school performance and relationship with the society.

The second objective of the study was to establish the relationship between teachers’ job
satisfaction and performance of students in the KCSE examinations in Homa-Bay County. For
this objective the hypothesis was; there is no significant relationship between teachers’ job
satisfaction and performance of students in KCSE examinations among secondary schools in
Homa-Bay County. The results of the Pearson correlation Coefficient test indicate that there is
no significant relationship between job satisfaction and academic performance (r-0.01,
p<0.0001). The correlation is strong and statistically significant. It therefore implies that there is
relationship between teacher’s job satisfaction and students’ academic performance, a teacher
who is satisfied with his/her work usually delivers as opposed to a teacher who is dissatisfied.

4.0  Conclusion

There was a significant relationship between gender and job satisfaction with pay and
supervision; female employees were found to be more satisfied with pay than their male
counterparts, whereas, males were more satisfied with supervision. Employment factors that
had significant relationship with teachers’ job satisfaction in schools were designation,
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recognition by management and education staffing policy. Employment factors contributed
22.5% to job satisfaction among teachers in public secondary schools in the County.
Employment factors were also predictors of job satisfaction among teachers in public secondary
schools. Employment factors that emerged to be very important to teachers of the county were;
salary, working condition, promotion, and job security. Working conditions and working
environment greatly determined job satisfaction level of teachers. As for the relationship
between job satisfaction and academic performance; the results shows significant relationship,
teachers who are satisfied with their teaching job work hard to achieve the school objectives.

References

Cohen, L., Marion, L. & Morrison, K. (2000).Research Methods in Education. London:
Routledge Falmer,

D’Souza, A. (2009). Leadership: Trilogy on leadership and effective Management. Nairobi:
Pauline.

Everard, B. K., Morris G. & Wilson I. (2004). Effective School Management (4™ Ed.). London:
Paul Chapman.

Filak, V. F. & Sheldon, K. M. (2003). Student Psychological Need Satisfaction and College
Teacher- Course Evaluations. Educational Psychology Journal, Vol. 23, No. 3, pp. 235-
247.

Foskett, N. and Lumby, J. (2003). Leading and Managing Education: International Dimensions
London: Paul Chapman.

Gillham, B. (2000). The research Interview. Continuum. London: New York
Herzberg, F. Mausner, B. and Snynderman, R. (1959). Motivation to work. New York:
Willey and Sons Ltd.

Hoy, W.K. and Miskel, C. G. (2011. Educational Administration Theory, Research and Practice
New York: Random house.

Ifinedo, P. (2008). Employee Motivation and Job Satisfaction in Finish Organizations: A Study
of Employees in the Oulu Region, Finland. Master of Business Administration Thesis,
University of London 63-67.

Johnson, N. L. & Holdaway, E. A. (2004). Facet importance and Job Satisfaction of School
Principals: British Educational Journal. VVol.20, Issuesl, pp.29-30.

Kimengi, I. N. (2001). Factors Determining Commitment and Non-Commitment to Teaching
among Primary School Teachers in three Districts: Keiyo- Markwet, Nyeri and

Lawler, E. E. (2003). Motivation in Work Organizations. Monterey, C.A.: Brooks and Cole.

Ministry of Education Report (2011). Education Report on Academic performance Homa-Bay

County.

Mugenda & Mugenda (2003). Research Methods, Quantitative and Qualitative Approaches.
Nairobi: Acts Press.

Mutiso, J.N. (2005). An Investigation of factors that contribute to job satisfaction and
dissatisfaction among the rural primary school teachers. Master of Education
Thesis, Kenyatta University, Kenya.

Nyongesa, M. J. B. (2007). Educational Organization and Management. Nairobi: Autolitho Ltd.

Okumbe, A. J. (1999). Educational Management: Theory and practice. Nairobi University

press.

Owens, R.G. (2004). Organizational Behavior in Education. Adaptive leadership and school

reform. Boston: Allyn and Bacon.

Kabarak j. res. innov. 3 No. 2, 43-56 (2015)



Ogal et. al. Available at: http://eserver.kabarak.ac.ke/ojs/ 56

Patron, M. Q. (2002). Qualitative Evaluation and Research Methods (2" ed.), Newbury Park,
CA: Sage Publications.
Patton, M. Q. (2002). Quality Evaluation and Research Methods (2nd ed.), Newbury Park, CA:
Sage Publications.
Sogomo, K.C. (2003). Job satisfaction of secondary school principals in Rift Valley
Province of Kenya. Master thesis, Lakeland University, Thunder bay, ON.
Stogdill, R. M. “Personal Factors associated with Leadership”, Journal of Psychology.
August 2008 25, 35- 50.
Trophim, B. W. (2006). Conducting Education Research. Collier-Macmillan, London.
Ubom, I. U. & Joshua, M. T.(2004). Needs Satisfaction Variables as Predictors of Job
Satisfaction of Employees: Implication for Guidance and Counseling.
Educational Research Journal, Vol. 4. No. 3 Pp77-81.
White, G. E. (2005). Education: Adventist Perspective (3" Ed.). Washington Dc: W.ff
press.

Kabarak j. res. innov. 3 No. 2, 43-56 (2015)



