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Abstract
Low levels of teachers job dissatisfaction, low aier low motivation low status and an
attitude that regards teachiag a last resort employment characterized teachiBgtswana.
These problems persist despite various attemptgolgrnment to address them. This study
therefore investigated the factors influencing beais’ job dissatisfaction in the South Central
Region of Botswana. The study adopted an inferestiavey using a purposeful random
sampling of 314 teachers in Gaborone city, Kgatlétweneng and South East districts. The
purpose of this study therefore, is to identifycdiment and classify the nature, extent and
patterns of teachers’ job dissatisfaction in Sdbémtral Region of Botswana; to explore the
factors for teachers’ job dissatisfaction and foutt whether extrinsic job related variables
have any influence on teachers’ job dissatisfactimur research questions were posed and
answered in this study. From this research questiwventy four hypotheses were raised and
tested at the 0.05 alpha level. Job dissatisfadtioaking a toll on teachers as reported in the
National Commission on Education in 1993 that teeshwere struggling to cope with
enormous amount of dissatisfaction and job stresause they felt they were to keep up with
demands of their job to such a point that many wegehing burnout levels. The study
included a comprehensive review and a criticalyaisiof research and literature on levels of
teacher job dissatisfaction. The study is an imféaé survey that investigated the impact of
extrinsic factors influencing teacher job dissatision in the South Central Region. A
purposive random sampling of 314 teachers fromugethools was drawn from the Region.
Two research instruments, a six (6) point likegeyguestionnaire and an interview schedule
were developed and used in collecting the resadatdh These were used to measure extrinsic
physiological factors and administrative variablas well as teachers’ level of job
dissatisfaction. A Cronbach alpha analysis of thestjonnaire gave a reliability coefficient of
0.89. The data collected were analysed using betcriptive statistics and inferential
statistics such as t-test, analysis of variance@¥N) and pearson correlation at 0.05 level of
significance. The results showed that the levetliefatisfaction for teachers was high and
was due to different external work-related factdise study confirmed that teachers were
highly dissatisfied with their teaching job due datrinsic factors. Furthermore, external
work-related factors significantly influenced teacdi level of job dissatisfaction. The study
concluded that teachers in the South Central RegfoBotswana were experiencing high
levels of job dissatisfaction owing to external woelated factors which, imparted on the
teaching process. Such factors include workloddrgagromotion, training and many others.

Keywords: Level of job dissatisfaction workload, Salary, Paiion, level of training.



Mpho Nthomola Isaiah 2

Background

The study sets out to outline the impact of fachefisencing teacher job dissatisfaction in the
South Central Region of Botswana. The study aimshtmwv how geographical location and
social structure of the community the schools arit Inas influence on their level of job

dissatisfaction.

The problems related to the education in Botswamanaany and varied. It is therefore
important to have a basic knowledge of the hisamg traditions of a country as these are
necessary for an understanding of its educatiotesysA given context critically affects the
teachers’ style of teaching in schools. This cantessists one to know the forces and
attitudes governing its social organization and pibkitical and economic conditions, which
are determinants of its own development (EckstEd88, Mokete, 1996). This means it will
also be proper to know what is going on within sdiand their classrooms which are to a
large extent a reflection of cultural forces anctdas that are underlying the whole education
system. Based on a similar consideration, Kaza@mmas Schwarts (1977) thought that there
was a need for one to view teachers’ job holidifcahd to be sensitive to its cultural context
in order to understand it.

In the colonial era, most of the teachers in Botswavere expatriates, but soon after
independence, schools were left in the hands ofialified teachers. This meant that some of
the teachers with little or no experience and inginvere appointed as school heads at
secondary school level. Since these teachers ve¢@xposed to administrative training many
weaknesses in the educational system remained alweds Comparative studies have
demonstrated that nations which enjoy high levdlsvealth, productivity and advanced
technology not only possessed school systems rieaucted all their young people up to a
level that ensured general literacy, but also nadéable extensive opportunities for various
forms of secondary, higher and adult education ¢teik, 1988).

In Botswana, education has a definite role to ptaylevelopment because it is aimed at
providing the skills needed to improve the econofay,employment, and for improving the
quality of life. Education may be viewed as a slixation process through which values,
norms and skills are transmitted. The potentialgducation to play such a key role will be
dependent, to some extent, on the quality of teache mentors of the education system
(Botswana, 1993,Chang, 2001). According to Woodd &vieasmer (2002) improving
teachers’ job satisfaction is paramount in an drarmb0% of the new teachers drop out in the
first five years. They burst into their classroorosifident they will touch their students’ lives
and inspire them to learn. However, lack of adntiats/e and collegial support, budget
constraints, a flagging sense of personal teacgificacy and a controlled curriculum often
destroyed their enthusiasm (Botswana, 1993). Tesctwes are those actions that teachers
take to promote growth of students’ learning.

In another perspective the commission ascribedqtredity of education to the quality of
teaching. Effective teaching is possible where liee have high morale, motivation and
commitment and derive satisfaction from their worke ten year basic education brought
with it indiscriminate promotion of children fromtasmdard one to form three without taking
into consideration academic performance. The teacire community junior secondary
schools as implementers of the new curriculum weasked with the duty of teaching children
from primary schools who could not read well orterproperly and were also unable to
communicate clearly in English. While Setswana m&aaonal language, English is an official
language of Botswana; hence every literate motswsapapected to be able to communicate
in Setswana as well as in English language. Engljstaking is necessary as majority of
subjects are taught in that language. The childrem primary schools move on to
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community junior secondary schools with a wide eara@f abilities. The teachers find
themselves having to cope with how best they chaladdle these various kinds of learners
because the majority of teachers have not stugheda education. This factor seems to have
affected the teachers’ morale, performance andfaation. The class sizes have also been
enlarged due to the swelling numbers of completersing from primary schools. This has
resulted in teachers having to face the challerigeandling large classes with learners of a
wide ability range, culminating in teacher frustvat high teacher turnover and reduction in
effectiveness.

The problem of poor teaching and poor quality etlanawas identified in the two
commissions of 1977 and 1993. Despite the commssigeview and subsequent
recommendations, the government has not done nwblbdst the teaching profession, but
has rather increased the agony of teachers. Tlisctiasequently accelerated the pace of
teacher movement to other professions. Despitehalle, the Botswana government took
major strides to improve the morale, status andlitioms of service for teachers. These
included replacing the responsibility allowance hngialaries, replacing national provident
fund with pension scheme, grading of schools adogrdo size, increasing posts of
responsibility, eliminating disparities with theviti service and strengthening in-service
training (Motswakae, 1996; Botswana, 1993). Unfoately, the National Commission on
Education of 1993, after all these incentives| stpported a high teacher dissatisfaction rate,
low morale and poor status of the teaching professAll these programmes had good
intentions but failed to take root at the implenagion stage as a number of problems started
to surface and this caused an outcry among teaetleoswere disadvantaged not by the
policies, but by disparity in or poor implementatiof policies. While other public officers
benefited greatly from all these schemes, the tyactvere left in the cold and many task
forces were set up to try and resolve the cristebiing the education system (Botswana,
1991; 1993 &1996).

Botswana has since independence not experiencaticaawide teachers strike until the year
1990, 2002 and 2010, implying that there was atbéginning of the Z1century a flaw in
Botswana'’s education policy and its implementatidocording to the National Commission
on Education (Botswana, 1993) a normal and heathpol situation, where consultations
and communications are taken as the bedrock ofimgrthe institution, the issues arising
during the delivery of service are attended to @uithprejudice and all cases of strikes
avoided at all cost. Strikes come about as a émsirt used by dissatisfied workers. The public
explains many of the strikes that occurred in Batsavas due to situations resulting from a
disgruntled group of people who feel their concewmese not fairly addressed. In 1990, some
primary school teachers calling themselves “Jobli&ten Unsatisfied Teachers” (JEUT)
went on strike to express their disappointmentfaustration at the outcome of the committee
that was looking at public servants salaries. Tosimittee underrated the primary school
teacher salaries, hence the strike by this groupgeathers. This strike resulted in the
formation of a task force in 1991 to look into theevances of the teachers, but its
recommendations were not accepted and teachernswedtdisappointed and frustrated. The
failure to address teachers’ concerns about tlesching job and work life has been
increasing their frustrations over the years toiloved 1990 strike. The 1993 Commission
on Education revealed that teacher’s low moralepamt motivation contributed significantly
to their lack of commitment and job dissatisfaction

Research shows that the work attitudes of teadhateveloping countries are not improving
and productivity is low (Mwanalushi, 1992, Costell2001). Teaching in Botswana is
characterised by low morale, low status, and dtudé that regards the teaching profession
as a last resort (Botswana, 1993).

It is important to acknowledge that the teacherthis country are disgruntled despite all the
attempts by government and it is clear that teatheissatisfaction and low levels of
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motivation and morale are worrisome as there has banention of them in the two National
Commissions of Education (Botswana, 1977, 1993)chvinfluenced the contents of the
Botswana National Policy on Education (Botswan®4)9It seems the previous remedies did
not help save the image of the profession in any asathe problem is still rampant among
the teachers and cannot be ignored. This probledisshtisfaction among teachers needs to
be further investigated to find out the causeseather job dissatisfaction in the community
junior secondary schools.

This study was designed to investigate the impdctfactors influencing teacher job
dissatisfaction in Botswana, with schools in thetScCentral Region as focus.

The following research hypotheses will be testedamnattempt to sought answers to the
research questions:

1. Teachers in the South Central Region of Botswaaasignificantly dissatisfied with
their job.

2. There is a significant sex influence on teachexgl of job dissatisfaction

3. Age has a significant influence on the level otteas’ job dissatisfaction.

4 The post of responsibility held by a teacher hagaificant influence on his/her level
of job dissatisfaction.

5. The location of the school has a significant inflce on teachers’ level of
dissatisfaction.

6. Availability of training opportunities for teachehss a significant influence on their
level of job dissatisfaction.

7. There is a significant influence of the qualitysafpervision on teachers’ level of job
dissatisfaction.

8. Workload has a significant influence on teachergel of job dissatisfaction.

9. The nature of relationship with colleagues in tikbo®l has a major influence on
teachers’ level of dissatisfaction.

10. Prospects for Promotion opportunities in the teaglprofession has a significant

influence on teachers’ level of job dissatisfaction
11. The salary received by teachers has a significaihteince on their level of job
dissatisfaction.

Significance of the Study

Investigating the impact of extrinsic factors irdhcing teacher job dissatisfaction might have
multiple benefits to the profession. The study Wl of significance to a variety of interest
groups. It is crucial to find out the factors irdhcing teacher job dissatisfaction in
community junior secondary schools for the purpaseestablishing properly directed
educational policies for use by policy makers aalicg implementers. It is pertinent to carry
out this study now, since the teaching professiolmdked down upon by the society and the
level of disgruntlement among teachers is worrisome

Resear ch M ethodology

There is a general concern today about much rdseatcbeing accessible and intelligible to
practitioners because it does not address whatbegive as their own problems (Ruduck &
Hopkins, 1985; Thompson, 1985). A priority of tiggidy is to combine quantitative and
gualitative approaches to research. The latterchviiays attention to the participant’s
interpretations of their experiences, would congtie tint of qualitative description data. It
draws much from Hurssel's philosophy that ‘we camyoknow what we experience by
attending to perceptions and meanings that awakenamscious awareness’ (Paton, 1985, p.
69). The meaning of Hurssel's philosophy is that @& understand an organizational
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phenomenology through studying how its people dles@nd experience things through their
own senses. In this study, the researcher feltthigatise of a survey inferential approach was
more appropriate, especially, when one opts toystliffierent perceptions of teachers spread
throughout a wider area and what these teacherasdéiee factors that influence their job
dissatisfaction. The study embarked on the desanipf an entire population teachers in the
South Central Region of Botswana, based on whabbserved in schools in different
locations. The population of this study consistédall qualified teachers teaching in the
South Central Region of Botswana. A stratifiedd@an sampling technique was used. The
Botswana types of settlements are categorizedtmtas, major villages and minor villages.
Four schools were chosen from each of these cagsgdiherefore a purposive random
sampling technique was applied in selecting thehteis to be respondents in this study.

The following instruments were used in this stuglyestionnaire, interviews and observations

Data Collection and Analysis

In planning any study, negotiation of access besofm@damental to the success of the
research process (Burges, 1983). Wolcott (197I)tpa@ut that in order to openly conduct a
study, particularly in schools, permission has ¢osbught from the powers that be at school
levels. This access, normally, can influence refatbetween the researcher and the
researched and ultimately, the type of informatmme is likely to obtain. After data
preparation, the raw data were analysed usings8taii Package for Social Sciences (SPSS)
version 12.5 to test the relevant hypotheses.

Resultsand Inter pretation

This section reports on the findings based on dselts from the statistical analysis of data
done to test the relevant research hypothesisgubfit the study. Such data were generated
from the teachers’ responses to the closed endestiqonaire. Determining the frequencies,
means, standard deviations and performing t-tetbar-way analysis of variance were done
on the data collected. All the twenty four reseanghotheses were restated and tested in the
null form at an alpha level of 0.05. The hypothdsishypothesis analyses of the data
collected for this study are presented below.

Hypothesis 1

Teachers in the South Central Region of Botswaeanat significantly dissatisfied with their
job.

To test this hypothesis a population t-test of lsingean was done on the data collected from
the teachers as measures of their level of jobatis$action. The results from the analysis
showed a substantive mean difference between thelg@on mean of 17.5 and the sample
mean of 21.14 (see Table 1). When a t-test analyaésdone to compare these means it gave
a t-value of 19.74, which was found to be biggeanthhe critical t-value of 1.98 given a
significance level of 0.05 and 254 degrees of foeedThis result led to the rejection of the
null hypothesis that the teachers are not sigmiflgadissatisfied. These results show that
teachers in South Central Region of Botswana grefgiantly dissatisfied with their job.

Table 1. Population t-test Analysis of the Level to whicha€hers from South Central
Region of Botswana are Dissatisfied with their Job

Variable Population Sample  Std Dev. df t-value p<
mean mean
Level of job 17.5 21.14* 2.94 254 19.74 .000
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dissatisfaction

*p< = .05; df = 254; critical t =1.98
Hypothesis 2

In the null form this hypothesis indicates thatréhis no significant sex influence on teachers’
perception of their level of job dissatisfaction.

To test this hypothesis given two levels of gerateindependent t-test statistical analysis was
done to compare the level of job dissatisfactioc@ieed by male to that perceived by female
teachers (see Table 2). This analysis shows that there 117 male teachers and 138 female
teachers. While such perceptions by male drew axrae20.98 that for female resulted in a
mean score of 21.27.

Table 2: Independent t-test Analysis of Difference in leskjob dissatisfaction by teachers
of different gender

Gender n Mean Std Dev. t-value df p<
Male 117 20.98 3.14
-770 253 442
Female 138 21.27 2.77
Total 255 21.14 2.94

*Not significant at 0.05 level; critical t = 1.98

When the two means were compared, a t-value of@0r&sulted from the independent t-test
analysis with 253 degrees of freedom and signitieaevel of .442. Since this observed t-
value was found to be lower than the critical treabf 1.98, the null hypothesis was not
rejected. In other words there is no significant #&fluence on teachers’ level of job
dissatisfaction. Both male and female teachers tlt@South Central Region of Botswana do
not differ significantly in their level of job diasisfaction.

Hypothesis 3

In the null form, this hypothesis states that age ho significant influence on the level of
teacher job dissatisfaction.

In testing this hypothesis a statistically analysismparing the mean level of job
dissatisfaction between teachers of age 25-35 yarshat of those aged 36 years and above
was done using independent t-test analysis (sele BabThe results from Table 7 indicates
that a large majority of teachers in community gursecondary school in the South Central
Region of Botswana are mainly young with an aggeaof 25-35 years and few who aged 36
years and above. The independent t-test analysisuged since there were two independent
groups to compare. From Table 7 the statisticalpaoison gave a calculated t-value of 1.71
with 253 degrees of freedom.

Table 3: Independent t-test Analysis of Difference in lesgjob dissatisfaction by teachers
with different age range

Age n Mean Std Dev. t-value df p<
25-35 years 188 21.32 2.72

1.71 253 .09
36 years & above 67 20.61 3.47
Total 255 21.14 2.94

*not significant at 0.05 level; critical t = 1.98
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This calculated t-value was seen to be lower thanctitical t-value of 1.98. Basing on this

revelation the null hypothesis was not rejecteds Tieans that teachers within this two age
range did not differ significantly in their levef b dissatisfaction. It is concluded that the
observed differences between young and old in txatperception in the level of teachers’

job dissatisfaction is not significant. In other na® teachers’ level of job dissatisfaction in
community junior secondary school is not influenbgdheir age.

Hypothesis 4

In the null form this hypothesis has it that teashevel of job dissatisfaction do not differ
significantly among teachers holding different pafstesponsibility.

To test this hypothesis, one-way analysis of vaea(ANOVA) was done (see Table 4).

Such comparison gave an F-ratio of 2.20 at 3 alldd&grees of freedom, indicating that no
significant difference in level of job dissatisfact among teachers with different post of
responsibility. This was also confirmed by the pueawhich was greater than 0.05, hence the
null hypothesis of no significant difference amotgpchers holding different post of
responsibility was retained. This findings mearet fhost of responsibility did not influence
teachers’ level of job dissatisfaction.

Table 4: One-way ANOVA of Influence of Perceptions of PokRasponsibility on
Teachers’ Level of Job Dissatisfaction

Perceived level of post of n Mean Std. Dev.
responsibility
Assistant teacher 165 21.41 2.64
Senior teacher 71 20.72 3.46
Head of department & 19 20.32 3.22
Deputy school heads
Totals 255 21.14 2.94
Sources of variations Sum of squares df Mean squard- p<
Between groups 37.749 2 18.874 2.20 113
Within groups 2162.447 252 8.581
Total 2200.196 254

*Not significant p> .05, critical F = 3.00, df =&252

Hypothesis 5

In the null form this hypothesis states that thiereo significant influence of the location of
schools on teachers’ level of job dissatisfaction.

The testing of this hypothesis involved comparingtistically the mean level of job
dissatisfaction across teachers in three locatiSimce there were more than two groups of
school locations, one-way analysis of variance #d@se to compare these means (see Table
5).

Table5: One-way ANOVA of influence of perceptions of Loaation teachers’ level of job
dissatisfaction

Location n Mean Std. Dev.
Town 91 20.74 3.13
Major village 91 21.07 3.09

Minor village 73 21.73 2.41
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Total 255 21.14 2.94
Sum of Square df Mean square F p<
Between groups 40.401 2 20.200 2.36* .097
Within groups 2159.795 252 8.571
Total 2200.196 254

*Not significant p> .05; critical F = 3.00; df =& 252

The results gave F-ratio of 2.357 with 2 & 252 @egrof freedom 2 and 252 and a significant
level of 0.097, indicating that there is no sigrafit difference in teachers’ level of job
dissatisfaction in relation to the location of thehool they work. With this result the null
hypothesis was retained.

This means that location of schools does not sgaifly influence their level of job
dissatisfaction. The findings also reveal thatrtieans of the three locations did not show any
substantive differences, even though teachersiminor villages were the most dissatisfied,
followed by those in major villages and teachemrfrthe towns were the least dissatisfied
according to the means.

Hypothesis 6

This hypothesis in the null form states that teexheith different perceived level of
availability of training opportunities do not diffesignificantly in the level of job
dissatisfaction.

The testing of this hypothesis involved comparingtistically the mean level of job
dissatisfaction across three groups of teacher diftarent perceived level of availability of
training opportunities for teachers. One-way arialg$ variance was done to compare these
means (see Table 6).

Table 10 below presents the results of a one-wa@¥N of the influence of perception of
teachers on level of availability of training oppoities on teachers’ level of job
dissatisfaction.

Table 6: One-way ANOVA of influence of perception of levdlavailability of training
opportunities on teacher level of job dissatistacti

Perceived level of availability of training n Mean Std. Dev.
opportunities
Low 102 21.82 1.52
Average 78 22.03 1.86
High 75 19.28 4.24
Total 255 4.24 2.94
Sources of variations Sum of squares df Mean square F p<
Between groups 368.304 2 184.152 25.33 .000
Within groups 1831.892 252 7.269
Total 2200.196 254

*Significant p< .05; critical F = 3.00; df =2 & 25

The analysis showed that the mean level of jobatlisfaction for teachers who perceived low
level of availability of training was 21.82; fordke also who perceived average level of job
dissatisfaction it were 22.03 and for those whaeieed level of availability of training to be
high, it was 19.28.
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An ANOVA comparison of these means gave an F-vallu@25.33 which was seen to be

higher than the critical F value of 3.00 for df =2252 at 0.05 level of significance. This

observation led to the rejection of the null hymsils. In other words, the level to which a
teacher perceived that training opportunity is ladé in teaching significantly influences

his/her level of job dissatisfaction. Judging frahe sizes of the mean levels of job
dissatisfaction by the three groups, it could bd ##at according to teachers’ perception, the
higher the availability of training opportunity s to be, the lower teachers job
dissatisfaction.

Given that the F-value is significant there wasribed to find, which pair of the three means
differ significantly from each other. To do this maultiple comparisons using the least
significant difference (LSD) analysis was carried and the results are presented in Table 7.

Table 7: Multiple comparison LSD Analysis of influence of/d of availability of training
opportunities on teachers’ level of job dissatistac

(1) level of availability  (J) level of availability Mean Std. t-value p<
of training opportunities of training difference  error
opportunities (1-9)
Low Average -.202 .406 -.498 .619
High 2.543* 410 6.202 .000
Average Low .202 .406 478 .619
High 2.745* 436 6.300 .000
High Low -2.543* 410 -6.202 .000
Average -2.745* 436 -6.300 .000

*the mean difference is significant at the 0.0%lev

This analysis showed that teachers who perceivedlekiel of availability of training
opportunity in teaching to be high showed a sigaifily lower level of job dissatisfaction
than those who perceived such opportunity to be(tow-6.202) or to be average (t = 6.300).
Comparisons of the other groups did not produceifsignt results.

Hypothesis 7

In the null form, the hypothesis states that thereo significant influence of the quality of
supervision on teachers’ level of job dissatistatti

To test this hypothesis a Pearson correlation aisalyas carried out between the level of
teachers’ perception of both quality of supervisamd their level of job dissatisfaction (see
Table 8).

The analysis yielded an observed correlation valge-.502 which was found in absolute
value to be higher than the critical r-value ofa18r 0.05 and 253 degrees of freedom. Based
on this observation, the null hypothesis was repkcThis means that teachers’ perception of
the quality of supervision significantly relatesthe level of teachers job dissatisfaction.

Table 8: Pearson correlation of the quality of supervisiarteachers’ level of job
dissatisfaction (n =255)

Variables Level of teachers’ job Quality of supervision
dissatisfaction
Level of teachers’ job 1.000 -.502*

dissatisfaction
Quality of supervision -.502* 1.000
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p< (2-tailed) .000

*significant at .05 level; critical t-value =.195

The negative value of the correlation indicates tiva values are inversely related, that is the
higher the quality of supervision is, the lower tbeel of teachers’ job dissatisfaction tends to
be. This means that high levels of teachers’ jasatisfaction are associated with the low
levels of supervision. In other words if the qualdf supervision is poor, the level of job
dissatisfaction will be high. This indicates thesithers in community junior secondary school
in the South Central Region of Botswana are higtilgsatisfied with the quality of
supervision at school level.

Hypothesis 8

In the null form, this hypothesis states that thee sof teachers’ workload does not
significantly influence their level of job dissdastion.

Testing this hypothesis involved a comparison efrtiean level of job dissatisfaction across
three groups of teachers with different perceptibsize of workload for teachers. One-way
analysis of variance was carried out to compargetimeans (see Table 9)

Table 9: One-way ANOVA of influence of perceptions of lewdlworkload on teachers’ job
dissatisfaction

Perceived level of workload n Mean Std Dev.
Low 28 23.04 .96
Average 90 21.92 1.63
High 137 20.23 3.50
Total 255 21.14 2.94
Sources of variations  Sum of square df Mean square F p<
Between groups 268.251 2 134.125 17.50* .000
Within groups 1931.945 252 7.666
Total 2200.196 254

*Significant p< .05; critical F = 3.00; df = 2 & 25

The outcome of the analysis showed that the meael & job dissatisfaction for teachers
who perceived low level of workload was 23.04 ($ddv. =0.96); for those who perceived
average level of workload was 21.92 (Std. Dev..63)Land for those who perceived level of
workload to be high, it was 20.23 (Std. Dev. = 3.50

The comparison of these means through analysisrdnce gave an F-value of 17.50 which
was seen as higher than the critical F-value od 00 2 & 252 degrees of freedom at 0.05
alpha level. The above results led to the rejedatifcime null hypothesis. These results indicate
that the level to which teachers perceived thig sif workload in teaching significantly
influences their level of job dissatisfaction. Th&to say, according to teacher’s perception,
the higher their size of workload, the higher theirel of job dissatisfaction.

Given that the overall F value is significant theras the need to find which pair of the three
means differ significantly from each other. To dust a multiple comparisons least
significant difference (LSD) analysis was carried and the results presented in Table 10.
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Table 10: Multiple Comparisons LSD Analysis of influence ef/él of workload on teachers’
level of job dissatisfaction

() Level of (J) Level of Mean difference (I-J) Std error  t-value  p<
workload workload

Low Average 1.113 .599 1.858 .064
High 2.802* 574 4881 .000

Average Low -1.113 .599 -1.858 .064
High 1.689* .376 4.492  .000

High Low -2.802* 574 -4.881 .000
Average -1.689* .376 -4.492  .000

*the mean difference is significant at 0.05

The results indicated that teachers who perceivei size of workload in teaching to be high
showed a significantly high level of job dissatitfan than those who perceived workload to
be low (t = 1.858)or average (t = -4.492). Compmarssof the other groups did not produce
significant results.

4.18 Hypothesis9

This hypothesis in the null form states that theureaof relationships with colleagues in the
school has no significant influence on teachefs’'dssatisfaction.

Testing this hypothesis called for the correlatibrthe nature of relationship with colleagues
as perceived by the teachers and the level of jihieidissatisfaction. This was done using the
Pearson correlation analysis (see Table 11)

The resulting correlation value was -.464 and ¥es found to be, in absolute value, higher
than the critical t-value of .195 for .05 alphadewand 253 degrees of freedom. Based on
observation the null hypothesis was rejected. Hdncéhe teachers in community junior
secondary schools in the South Central Region ¢évigana their nature of relationship with
colleagues has a significant influence on theiel@f job dissatisfaction

The negative value of the correlation indicates tiiationship is inverse. That is the better
the nature of relationships with their colleagues lower their level of job dissatisfaction.
One can then say that the nature of relationshipngnteachers is poor, hence the high level
of teachers’ job dissatisfaction.

Table 11: Pearson correlations of the nature of relationsiigis colleagues in the school on
teachers’ level of job dissatisfaction (n =255)

Variable Level of teachers job Relationship with
Dissatisfaction colleagues
Level of teachers’ job 1.000 -.464*
dissatisfaction
Relationship with colleagues -.464* 1.000
p< (2-tailed) .000

*Significant at .05; critical r = .195; df =253

4.21 Hypothesis 10

In the null form this hypothesis states that teeg€hgerception of promotional opportunities
in the teaching profession have no significantiefice on teachers’ job dissatisfaction.
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The testing of this hypothesis involved carrying auPearson correlation analysis between
the level of teachers’ perception of both the lesfgbromotional opportunities and their level
of job dissatisfaction (see Table 12).

Table 12: Pearson correlations of teachers’ perception ahpt@anal opportunities in
relation to teachers’ level of job dissatisfact{on=255)

Variables Level of teachers job Promotional opportunities
Dissatisfaction
Level of teachers’ job 1.000 - 497*
dissatisfaction
Promotional opportunities -497* 1.000
p< (2-tailed) .000

*Significant at .05; critical r = .195; df =253

The analysis gave an observed correlation valueof.497. This, in absolute value, was
found to be higher than the critical r-value of 51§iven .05 significance level and 253
degrees of freedom. Based on these results thehypdithesis was rejected. That is to say,
teachers’ perception of the promotional opportesitsignificantly relates to the level of
teachers’ job dissatisfaction. In other words theyea significant association between
promotional opportunities and level of teacher¥’ glissatisfaction.

4.23 Hypothesis 11

In the null form this hypothesis has it that teashealary has no significant influence on
their level of job dissatisfaction.

Testing this hypothesis called for finding the tielaship between teachers’ level of job
dissatisfaction and their salary. This was doneduryying out a Pearson correlation analysis
(see Table 13) between the two variables.

The analysis gave a correlation value of r = -. 488 absolute value of this value was found
to be higher than the critical r-value of .195 giv@5 significance level and 253 degrees of
freedom. Based on this observation the null hymitheras rejected. That is to say, teachers’
perception of their salary significantly relatesthe@ level of their job dissatisfaction. The

negative value of the correlation indicates tha two values are inversely related. That
means that the higher the salary received by tesctiee lower the level of dissatisfaction

tends to be.

Table 13: Pearson correlations of salary in relation to tee€Hevel of job dissatisfaction

(n=255)
Variables Level of teachers job salary
Dissatisfaction
Level of teachers’ job dissatisfaction 1.000 -.483*
Salary -.483* 1.000
p< (2-tailed) .000

*Significant at .05; critical r = .195, df = 253

Discussion and Conclusions

The discussion of the results is presented acapritirthe research questions and variables
influencing teachers’ level of job dissatisfactioBince dissatisfaction is considered a
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constellation of attitudes, the research questamd the different job dissatisfaction facets
were used to break down the discussion into mamdgeaits.

The causes of their job dissatisfaction were vaiietce influencing them to desire to leave
the profession. The fact that the sample mean weegtay than the population mean indicates
that teachers were highly dissatisfied with thel@agy profession, as such this high level of
dissatisfaction among teachers has a greater et their willingness to leave the

profession. This confirms the findings by Woods &easmer (2002) that if teachers work
place is not conducive to them it will influenceithdesire to quit.

Costello (2001) noted that dissatisfaction amomghiers was a result of the work design and
work place management. The fact that teachers emreerned with the conditions of service
and poor recognition for the job done positivelytriouted to the dissatisfaction with their
chosen career. It must be noted that recognitioseen as an ingredient of motivation to
individuals to achieve superior performance. The&ans that failure to recognize the effort of
teachers and reward them accordingly may be copnteluctive. It must be noted that level
of dissatisfaction among teachers can contributeeacher stress, low morale and can also
result in emotional and physical fatigue, as suebult in reduction in work motivation. If
teachers feel overly dissatisfied, this can resukrosion of one’s beliefs, sense of purpose
and enthusiasm.

The study reported a dramatic change in attitufiésachers seeking to quit teaching and get
more financially rewarding jobs with less stressother sectors where their contribution
could be appreciated and valued. This was refldayettie number of teachers who indicated
their willingness to leave teaching. The reasonshe willingness of teachers to quit teaching
and join other sectors were mainly due to the pressand demands put on them by those in
leadership without any recognition for the job ti@we done. The study revealed widespread
unhappiness at work among teachers and this heedrdioubts about findings in studies by
Mokete (1997) that most teachers were satisfield thieir teaching job.

According to Botswana (1993) job dissatisfactionpi@entially a major problem for the
teaching profession in Africa, hence has persondlaganizational consequences. He noted
that a disgruntled teacher might suffer more striessabsent from work more often, and be
more likely to leave the profession. Such condgiafso result in lower productivity for the
school, in addition to incurring the cost of reffacthe stressed teacher. These sentiments
confirm the negativity of the teaching cadre in caumity junior secondary school towards
their employer and other supervising officers fritra Ministry of Education.

It is critically important that teachers continue work smarter than harder. In general
teachers are not satisfied with their own pay amdhinal benefits. They believe that their
benefits were inadequate for their needs as comparthose of the other professionals who
have to work for only eight hours. They feel undédpand not appreciated for the service
they offer to this nation. Teachers feel they getanknowledgement for their own initiatives
and efforts to improve the educational standardss Tvas revealed by the fact that the
teachers were worried by the monitoring system ftbenMinistry of Education. Findings of
this study confirm report by the National Commission Education (1994), which
recommended for the department of inspectorateelp monitor the work of teachers
regularly. They noted that this was somewhat distgr given the effort teachers put to
improve education standards in this country. Is tidse the profession needs to be revamped
if it is to yield useful results for our studentnefit. Teachers expressed dissatisfaction with
the promotion and training policies, which theyigaded were not closely implemented.

The study has revealed that work conditions suchdasinistrative leadership and support,
poor school climate, lack of teacher autonomy & ¢tassroom, student behavior and lack of
parental support were directly associated with hteagob dissatisfaction. Each of these
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factors shows a strong negative relationship with glissatisfaction and is of paramount
importance to be addressed, to ensure teachetiogtém the profession. Even though most
teachers revealed that they were attracted to itepdiecause they wanted to work with
children and youth, when they encountered thes®eiratble working conditions, and find
themselves embedded in a profession with a poagémeoupled with their failure to receive
support to be successful as teachers, many ardinigto quit teaching at the earliest possible
opportunity. The growing dissatisfaction among hems has been attributed to increasing
workload and other demands of their work, whichraye-professional.

However, reasons for job dissatisfaction within tkeaching profession extended beyond
salary matters. In this survey, respondents say Would not choose this profession again if
they were to go back to the training institutioApart from over work, stress, poor working

conditions, unappreciative education leaders, dkasepoor opportunities for training, the

rising trend in litigations against them, bullyimgnd favoritism are rampant in the whole
Ministry of Education, making the profession madeky than before.

On the question of striking or withholding servicesachers have noted that at times it was
undoubtedly an effective way to get complaints ¢otéken heed of, but they questioned if
such action showed maturity among teachers sindkestwere often left to go on
indefinitely. They noted mass resignations would lthe service and therefore the students.
Strike actions especially these days when thelmisly a service in any sector that is not
stressed by administrative restrictions, might ieeved unkindly by society that has one way
or another been losing confidence in the teachinofepsion. Some teachers feel that a clear
declaration of opposition to strikes or other meahkmiting service to students might even
strengthen support for teachers, not only in thegotiations on work conditions but also in
their standing as professionals.

One factor that is increasingly generating intefrastration among teachers is the steady
erosion of their autonomy over the managementaif gtudents. The teachers have revealed
that they have lost control of their students ath lparents and students threaten many of
them. Some teachers are made to face the wratie déwv. This has created an environment,
which is not good for teaching and learning to tplkee.

Time has come to look at teacher functions in a aed different way. Teacher loss and
frustration has been attributed in part, to thertsighted recruitment and selection practices.
Selection of officers to leadership position teridsfocus on the single task of filling a

vacancy without giving attention to the officer'apabilities, potentials and aspirations. If
careful consideration was given, there is a highlilhood that there will be a mismatch and
the teachers will be able to form a bond with therkwvthey are expected to do and
dissatisfaction will be minimized.

Conclusion

The study was undertaken to probe into the impdctaoctors influencing teacher job
dissatisfaction in the South Central Region. Aferiewing relevant theories and empirical
work in related field of job dissatisfaction, itdharesented possible areas for dissatisfaction in
the teaching profession. It aimed at synthesidiegfactors of dissatisfaction by bridging the
gaps between the concern areas and the approattess tb address them. The course of
investigation has been framed by the current utaleding that teachers in have shown signs
of dissatisfaction in the manner they perform tlgeities. It has been observed that the factors
influencing teacher job dissatisfaction play a gigant role in the operations of the schools
in the South Central Region. It is then assumetttiese factors can be of key influence in
the instructional roles of teachers. The study feagaled that teachers of all qualifications
and experiences in sample were thinking of leatlegprofession.
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Notably the study has revealed that each yeare latgnbers of teachers were leaving the
profession. Teachers expressed dissatisfaction avitbmber of grey areas in the education
system. These included the school environment witenework, workload, accommodation,
parental and community involvement, quality of lersthip at school and ministry level, poor
salary, empty promises from the central governmay progression, and poor opportunities
for further training. This revolving door phenomeheaves schools continually vulnerable to
teacher shortages. The above factors were sedmeasndin reasons for teachers to quit or
consider quitting the profession. Teachers alsmddidck of support and recognition as factors
influencing dissatisfaction. The impact of thesssdtisfaction mainly affects negatively the
learners that are handled by these teachers, heeceffects will be felt by the future
generations of this country.
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