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ABSTRACT

The Problem'

The pr9blem of this study was to investigate the

factors that were identified by the rural primary

school teachers as contributing to their satisfaction

and dissatisfaction in the teaching profession.

Secondly, this study attemrted to identify the current

needs of the rural primary school teachers in their

working environment.

The Methodology

A teachers' questionnaire was constructed by the

researcher to collect data for this study. This was

responded to, by 215 teachers who were drawn from 23

randomly sampled primary schools in Kilome Division in

Machakos District. The questionnaire had two sections.

In section one, there were 8 items which sought infor-

mation pertaining to the personal pharacteristic of" the

respondents. In the second section of the questionnaire

there were 30 structured items which/were to measure the

attitude of the teachers towards some aspects of the

teaching job. The respondents indicated their degree of

agreement or disagreement with the items. Two additional

open-ended items were included. In the first item, the

respondents named any two aspects of the teachin~

job which made them feel very much satisfied with

viii



/

the teaching job. In the second item the respondents

mentioned any two aspects of their job which made them

feel very much dissastified with the teachinr job.

The Design

The design of the study was descriptive statistics.

Frequencie~, gercentages and rank order were the kind

of statistics utilized for the purpose of describing

the data collected.

Scope and Limitations

It was not possible to investieate the phenomena

of job satisfaction and dissatisfaction in all the

rural primary schools. The study was only confined-

to a few schools in two educational zones Kilungu

and Kithembe in Machakos District. Since this study

was conducted in the rural area where means of

communication are poor, it ~as not possible to visit

all the schools. Further more, the time set aside

for this study could not enable the researcher to

visit all -the schools in the rural areas. Financial

constraints became a limitation in covering a wider

area of the study. The researcher assumed that the

respondents of this study were reasonably honest and

expressed true feelings when responding to the ques-

tionnaire. Therefore the validity of this study

depends upon such an assumption.
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Findings

The findings of this study indicated that there

were factors in the teaching job which contributed

to job satisfaction among the rural primary school

teachers. Some of these were: (1) Working near home

(2) Getting 3 holidays in a year (3) Helping the

young children (4) Cooperation of the teachers (5) The

good terms and conditions of the teaching service.

It was also revealed from the study that there

were factors in the teaching job which contributed to

dissatisfaction. Some of these were: (1) Poor salary;

(2) Being overworked; (3) Poor supply of school

equipment; (4) Unfair means and limited opportunities

for promotion; (5) Leave allowance was not paid;

(6) Married teachers were never paid house allowance;

(7) Lack of recognition for teachers; (8) Teachers

had to travel long distance to collect their salary;

(9) Unnecessary salary deductions; (10) Poor school

buildings.

The current needs of the rural primary school

teachers were found to be: better salary, promotional

opportunities, better facilities to enhance teaching

and Le ar n ing processes in the schools, 811d improved

status of the teachers in the community.
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-When-the results were analy'sea based on the

teachers' various personal variables, it was revealed

that the teachers' sex, age, professional grades,

teaching experience and status of the teachers in the

schools, influenced their perception of the factors

that contributed to their job satisfaction and dis-
/

satisfaction.

Implications

This study provides educational administrators

with information concerning the attitude of the rural

primary school teachers towards some of the aspects

of the teaching job. It acquaints them with the

current needs of the rural primary school teachers.

Such information becomes useful to the educational

planners in finding ways and means of improving teachin€

profession. This would make it possible to retain

satisfied teachers in the profession.

Recommendations

Measures should be taken to see that the teachers'

salaries are improved and the relevant allowance are
.

paid irrespective of their sex. Additional staff,

both teaching and non-teaching is required in

the rural primary schools to ease the teachers'
I
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responsibilities and improve the efficiency and

effectiveness of the teaching profession. Adequate

supply of school equipment needs to be observed for

the smooth performance of the teachers. Promotional

opportunities for teachers ought to be created in order

to boost the working morale of the teachers. Lastly,

the terms and conditions of the teaching profession

ought to be improved +n ordeI to enhance the status

of the teachers in the community.
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CHAPTER I

THE BACKGROUND OF THE PROBLEM

Formal education in Kenya was introduced by

Christian Missionaries. The Primary objective of

this education was to make converts and train
1

chatechists. However, long before the coming of

the Christian Missionaries and even afterwards there

existed an indegenous or a traditional African

education. In this traditional African education

the role of the teacher as we know it today was in

the hands of the parents, grandparents and the

community elders whose major duties were guiding and

• counselling the youth and helping them adjust to their

developmental and cultural needs. This form of

teaching took place in the day to day affairs and

activities in the life of the community.

In the wodern formal type of education, teaching

and learning takes place in well established institu-

tions. The learners are in the hands of employed

teachers. These teachers impart specified knowledge

1 James R. Sheffield, Education in the Republic
of Kenya (Washington D.C., United States Government
Printing Office, 1971), p. 6.
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to the learners in schools.

On the other hand the ind~genous education

emphasized the development of the total person so

that such a person fitted well in the community.

Such an individual was given norms, codes of ethics

and certain skills including classified tribal wisdom.

But in the formal education, which was introduced to

the Kenyans by the European Missionaries, the

emphasis was the achievement and acquisition of read-

ing, writing and numberwork skills. There was parti-
2

cular concern over examination results and certificates.

The formal education in the long run came to be

regarded as a means of producing better skilleo labour

force and incalcating within the native population
3

proper respect for law and order. This was when the

colonial government started taking interest in the

type of education that was suitable for the Africans.

The idea was to aive the Africans little education

that would suit them for the rural environment.

In course of time the Africans decided that

the type of education that was being provided by the

2 John Anderson, The Struggle for the School
(Nairobi: Longmans Kenya Ltd., 1970), p. 1.

3 Ibid.
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Missionaries and the colonial government was not

sufficient. It was mediocre and rural oriented. As

a result they started African Independent" schools in

several parts of the country which were later closed

down by the colonial government due to the schools'

involvement with political leaders that were

opposed to the presence of the Europeans in the

country. Githunguri African Teachers College was
4

started in 1939, and it was from this College that

the teachers for the independent schools were trained.

The colonial government continued to cater for

an education system in which the Europeans' children

went to their own schools which were hiqhly financed.

The Asians too had their own schools which were

~romoting their cultural and religious heritage.

Their schools were financed by the colonial govern-

ment too but not as highly as the European schools.

The Africans were also attending their own schools

which were very poorly financed. Therefore the

education system was stratified and obviously the

teachers' treatment for each of the three races were

relatively different.

When Kenya became independent in 1963 the

4 D. N. Sifuna, Revolution of Primary Education
(Nairobi: East African Literature Bureau, 1975),
p. 15.
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government tried to correct this situation.

One of the top priorities of the
newl~- 1ndependept government was
to unify the separate streams of
that system into a coherent national
plan for all Kenyans 'regardless
of race.5

One major objective of the Kenya education system

was to provide equal opportunities for all citizens.

The problem was that the whole country was not

imi.forrnly developed by the colonial government. Some

areas where the Europeans settled and where urban

centres had been started were more developed than

the rest of the areas. The majority of the popula-

tion at independence was found in the most disadvan-

taged areas in terms of develoDment. There was an

ureent.need for education nationwide. Provision f'o r

adequate education was one priority the new govern-

ment had to .consider if at all it was to satisfy

the hopes and aspirations of the masses. Education

was viewed by everyone as an important tool in

bringing rapid development in the country since there

was shortage of middle and high level manpower that

was to take over from the outgoinq expertriates in

5
J. R. Sheffield, Ope cit. p. 15.
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the government offices, in COIT~erce and in the indus-

tries. uThis economic need for manpower began to

influence and shape education in the country to a
6

great extent." One thing this demand for manpower

necessitated as a matter of urgency was the expansion

of schools due to increased enrolments. It became

necessary to open up new schools. In effect the demand

for teachers to man these schools was inevitable. By

all means teachers were to be obtained locally to

satisfy the demand.

In a school, the teachers playa very important

role. They are charged with a very important respon-

sibility of moulding the character of the youth of a

country at the youths' delicate stages of development
" and growth. This means that the teachers should be

dependable members of the society due to their

important and strategic role. They are required to be

highly trained in psychology, sociology, philosophy, .
• . . - ~ I '

and in addition they should have Food general education.

Teachers ought to command respect from their pupils

and the public in general. Teachers' conduct should

be worth emulating by their pupils since they spent the

6 Ibid, p. 14.
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greatest part of the year with pupils. Indeed the

fact is that with the introduction of modern formal

education parents have tended to abdicate their

responsibility to the teachers. It is believed that

the teachers are capable of giving the pupils all the

knowledge that the pupil might require. Therefore

the trust accorded the teacher is so great that he or

she ought to be seen fit and most capable for that

kind of trust.

In Kenya the majority of the teachers work in

the rural areas because 80 percent of the Nationis
7

population lives there. For this reason the rural

area in Kenya is where most of the schools are found.

These range from nursery schools to high schools.

Omamo remarked that:

Teachers are moving towards the centre
of the rural life. Their position is
becoming more and more strategic .....
The government should therefore do
everything possible to assist the
teachers to win more confidence among
the rural cornrnunity.8

,The teachers who man most of the schools in Kenya

are employees of the Teachers Service Commission with

an exception of a handiful who are employed by private

7 Republicof Kenya, Kenya L.eveloprrentplan 194/1988 (Nairobi,
GovernrrentPrinter 1984),p. 58.

8 o. Cmarro , "The Challengeof Teacher Educat.Lonin Rural
Transfo:i::"m3.tion"in The Kenya Teacher No. 12 (Nairobi:November
1971), p. 2.
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organizations. The Teachers Service Commission was
9established under an Act of Parliament in 1967.

Some of its major objectives are to register the

teachers, regulate the teachinaprofession and to 100

into the discipline of the teachers. This Commission

also det~rmines the terms and conditions of service

for its employees. Ayany says:

It shall 00 the dirty of the Conunission to
keep under review the standard of
education, training, fitness to
teach appropriate to persons entering
the teaching servtce and the supply
of teachers ..... 0

Prior to the establishment of the Teachers

Service Commission, the teachers were employees of

either the various missionary organizations that

existed in the country or were employed by the variou:

county councils in the country. There was no uniform

terms and c0nditions of service for all the teachers

but instead each orsanization had its own unique way

of serving its employees. There was total lack of

communication and coordination in the teaching

profession. For example the county' councils did not

have uniform salary scales for the teachers but each

9 Republic of Kenya "Teacher Service Commission
Act" in Thp r,?ws of Kenya Chapter 12' (Nairobi:
Co'verrimerrt; Printe:r;1:167) •

10 S. G. Ayany, The Kenya Teacher No. 39 (Nairobi:
Decerrber,1982) , p. 13.
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one of them provided different educational facilities

in their schools depending on each councils' means.

Educatd.onsuffered a great deal during this time'

before the establishment of the Teachers Service

Commission. On this Sheffield says:

During times of economic distress
budget cutbacks frequently fell on
school equipment and teachers'
salaries. In such times many
county councils layoff trained
teachers preferring to hire the
untrained ones at much lower salaries.
Thus the insecurity of the teaching
staff as well as the diluted quality
led to the establishment of the
Teachers Service Co:rmrission.l1

•

It can therefore be said that the Teachers

Service Coromission was set up to unify and streamline

employment of the teachers in Kenya. By the already

mentioned Act of Parliament, the Kenyan Government

became responsible for recruitment, employment and

the posting of the registered teachers t~roughout

the country. This too helped in improving and main-

taining the standard of education as well as the

teaching profession.

It would be wrong to think that the est.abLdshraerit;

of the Teachers Service Commission was automatic. It

~lJ. R. Sheffield, Ope cit., D. 53.
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did not just happen so easily. The fact is that this

was after a long confrontation and struggle between

the Kenya National Union of Teachers (K.N.U.T.). ~
\'-abbl.U-

K.N.U.T. is a professional as well as a trade union_.
body of teachers which, was formed in 1957 and

registered in 1959. Among the unions demands were:

(1) Sin~le employer for all teachers.

(2) Unified terms and conditions of services

for all teachers.

(3) Free pension for all teachers.

(4) Pay rise for teachers in all qrades.

(5) Provision for negotiation machinery.

(6) Responsibility allowance for all posts of

responsibility and

(7) Abolition of the colonial Code of Discipline:

By means of threats, strikes and negotiations

K.N.U.T. has already done ITuch to improve the

professional status of teachers. Some of the achieve-

ments include, better salaries, uniform terms of

service for teachers in the country, better housing

and house allowance and so on.

12 S. G. Ayany, op~ cit., p. 11.
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The TeachersService Co~mission has published a

Code of Regulations for teachers which guides them

on their rights and obligations. This document·

contains matters concernino appointments, expenses,

leave, hous ir.g, retirement, discipline and many other

matters concerning the teachers.

By providing the teachers with a common employer

and uniform terms and conditions of service, a

partial solution. to the wany problems that faced the

teachers in their profession and in their places of

work had been found. There are still very many r

problems that may still be persisting in the country's,
education system. tone such area where the teaching.
profession may be greatly affected is in the physical

development of schools. This oroblem is felt more

in the rural areas. It is the parents of the pupils

and the local community that are expected to bear the

burden of the development of physical facilities in

the schools. The standard of development in these

schools depends entirely on the poverty or riches' of

the people in the community around the school. If

the co~unity is composed of poor people obviously

the educational facilities of the schools in that

community will be equally poor. This means that

there is a constant inequality in terms of school
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development in the rural areas due to this dependence

on the local community to support the schools while

their ability to support the scnools is of varying

d~grees and relatively inadequate. This means that.

the working conditions and environment of rural primary

school teachers is relatively poor and not conducive

to the best performance of the teachers.

Whereas the teaching conditions are poor, the

nature of the job makes things worse. Ochieng says:

Teaching 1s a tough job. Apart from
having to talk all day, one has also
to prepare lessons which demand a lot
of reading, one has to mark examina-
tions, and homework. Compared with
the people in the civil service 13
teachers are definitely overworked.

\.

These teachers workinR in rural areas find that

they are disadvantaged in that they lack very many
I

facilities which are available to their urban counter-
\

parts. They do not have facIlities such as libraries,

housing, banking, clean water, telephones and

13 William Ochieng, "Run-Away Teachers: 'Why
Teachers Leave Teaching," in Mwalimu: Kenya
Education Supplement, No.3, (April, 1984), p. 21.
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,
electricity ~ Such amenities a're g-ood yet, they

nay not be available in rural areas. Teachers working
'\

under such difficult conditions may be finding their

job-unpleasant especially when they consider that

their counterparts in the urban areas though equally

~qualified and working under the same employer are

better off in terms of the availability of the above

mentioned facilities. This factor may have a negative

effect on the performance of the teachers in the rural

areas. It could be a cause of frustration for many

teachers working in the rural areas.

Those teachers, who on appointment happen to be
c.e.n c

graduates of descefrt secondary·schools or from magni-
. \flcent teachers colleges, where they were used to

pleasant living conditions, obviously will be affected

by the living conditions of most rural primary schools.

For many it might take long before they can adjust to

the poor conditions in most rural primary school~.

The fact that they might be unhappy with the environ-

ment in which they are working will affect the

teachers' morale for work. It is expected that the

rural primary school teachers would express feelings

of concern over the poor working conditions under

whiyh they find themselves.
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The role the teacher plays in education remains

very important. The teacher remains the key factor

in the school organization. The progress of any

country relies heavily on the work of the teacher

since every country needs an ec1.ucatedcitizenry if

at all it ~s going to develop.

In findings from a study done by UNESCO it was

reported:

Adequate social status should match the
importance of his role (the rural teacher)
more particularly the conditions under
which the teacher lives and works should
not place him at a disadvantage in
comparison with other professionals ....
Not infrequently, the best teachers make
for the cities, where they find greater
opportunities in terms of promotion,
lodging, the education of their children,
medical services and entertainment.14

If teaching inthe rural schools is going to

attract the best teachers, it is important that

factors that can distract good teachers from their

profession, be understood and removed. It is best that

ways and means of attracting the best teachers be sought..

Shiundu says:

One clear way to attract the best brains
into the teac~ing profession is by
offering better terms of service espe-
cially remuneration, better working
conditions and remove any element that
will harm the status and lower the morale

a

14 UNESCO, Education in Rural Environment (Paris:
UNESCO, 1974) .
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of teachers ... underpaid and poorly
housed teachers are not likely to improve
learning, instead they will concentrateon
nursing their grudges ~ acquiring
material suppliments.l~

He further goes on to recommend that there should

be a clear scheme of service and promotion procedure

and that measures should be taken to achieve greater

commitment to teaching through changes in the

teaching environment. The government should consider

seriouslY,improvina training, working and living

conditions for the teachers.

There is a general feeling that there is need

f.orthe Ministry concerned with education to concern

itself more with the quality of education. In Kenya

it can be said that the popular demand for educational

opportunities has diluted the quality of education

over the years because of the pressure on the govern-

ment to cater for the quantitative expansion of

educational facilities.

15 John Shiundu, "The Growth of Teachin~
Profession in Independent Kenya: Prospects and
Challenges," (Nairobi: Bureau of Education
Research, Kenyatta University College, February,
1984), p. 31 - 32.
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The National Committee on Educational Objectives

and Policies stipulated that acequate opportunities

are essential for high morale among the teachers.

To be able to maintain hiah morale and
the best qualities in the teaching
profession, it is'essential to detect
and reward good work and remove poor
detrimental work •.. _ assess the
performance of teachers continually
for use in rewarding fair promotion .•.
to offer promotion opportunities for
teachers within the classroom which
should be equivalent to promotion
opportunities to senior administrative
grades within the teachin~ service.16

Inspite of the above recommendations, much of

the complaint levelled against the Ministry of

Education by the teachers and which is seen as a job

dissatisfaction is the mode of promotion (merit

promotion). On promoting teachers through merit

consideration a newspaper corresponde nt; had this to

say:

The current system has several loopholes
which have led to frustration amona
teachers. While the system is sound on
paper, its implementation has left a
lot to be desired.17

This critic of this system of promotion states that

16 Republic of Kenya, The Renort of the ~ational
Committee on Educational Objectives and Poli9ies,
(Nairobi: Government Printer~ 1976), p. 217.

17· t" h '"""1 Nat.i_ Promo a.n c Teac ers of Merl t, Dal y a lon
(Nairobi) Thursday 7, FeJt.l7uary1985)', p. 11,

\.../
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the laid down criteria for promotinq teachers is

expecting too much on the primary school teachers

since few of them have the opportunity to attend

seminars, courses, and workshops. A negligible
-:

number, if any, conduct research or publish material.

Yet these are some of the requirements for promotion

on merit! This is a clear indication that there are

very rare chances for the teachers and especially

those who work in the rural areas, to fulfil the

above mentioned requirements.

Promotions and prospects of upward mobility of

/ teachers are not very many for the teachers. Ochieng

says:

people who have taught in primary
schools for twenty years or so are
still pushing the same bicycles.
For teachers the chances of
becoming Provincial Education Officers,
Directors of Education or Permanent
Sec~etaries are as rare as blue eyed
Chinese. ... More annoying to "-
teachers is the system of promotion
on merit which is claimed to have
locked in corruotion tendencies.18... .

It is quite clear from the foregoing text that

teaching as a profession in this country has very

many problems. The profession has corne a long w,ay.

18 Willian Ochieng, op. cit., p. 21.
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It has evolved through the hands of Christian Mission-

aries when teachers were employed to perpetuate the

interests of various religious denominations. ~heir

allegiances to these denominations was paramount for
\:'c-eQ~~~

the purpose of converting the heathens. This went on

until such a time when' the' colonial govermment of the

time, felt that:

The great masses of the Africans living
in the native reserves or villages was not
to be educated in a way that would cause
its members to loose interest in rural
life. They were to be taught by 'Africans
of high characters and tactiful disposition
but not high intellectual attainment •..
education was for 3r9f development and subsi-
stance agriculture.

There is also, a time when teachers worked under

the aliiance of both the colonial government and the

Christian M~~sionaries. Some other time the primary

school teachers were employees of the local auth2Eities

- the municipalities and County Councils. A time came

when they fought for a unified service and the Teachers

Service Commission was formed to provide for a sinale

employer for most of the teaching force in this

country. With all those stages through which the

profession has undergone the profession cannot be

assu~ed to have reached its climax. The teachers know

better. It is likely that there are pleasan~hings

that the ~eachers find in their jobs. It is also

19 J. R. ,Sheffield, op~ cit., p. 10.
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"likely that there are other things that the teachers

find unpleasant and especially a~ong those working in

a rural setting.

The Statement of the Problem

S~" ~!. H. Jones in h i s report on the status of the
20teaching profession in ~frica showed that the status

of the teaching profession in Africa is low. Recruit-

ment has been haphazard while training has been inade-

~uate. The teacher according to this report, does not

often get the salary which keeps him contented or to

enable him to maintain a standard of living comparable

to that of other workers with the same qualifications.

He further reported that the te~cher has to work in

conditions which would daunt the bravest of the spirits.

The cumulative effect is to depress the public image

of the teacher and to assign the profession a lower

status than it once enjoyed.

With regard to material working conditions
it has been discovered that practically
all teachers expressed the view that they
were not only underpaid but their salaries.
were lower than those paid to worker21who
had less training than the teachers.

20 s. ~1. H. Jones I Field Report on the Survey
of the Status of the Teachina Profession in Africa
(Paris: Une sco., 1962), pp. 76 - 77.

21' Jack David Mooers 'Factors Related to Teachers
Dropout in Zawbia.' (Los Angeles: University Of
California, Unpublished Dessertation, Ed.D. 1968), p.ll.
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There seems to be a wide spread feeling of injustice

among the teachers.

F. C. Ochoga re~arked that it is repeatedly
said that the teaching profession is not regarded by

most of our educated young people as a desirable
22

occupation. This is because of the many job

opportunities that were available in the country soon

after independence in other fields of work. Many

highly qualified teachers, because of little pay in

teaching had to go to more attractive occupations in

search for quick promotions and better pay. This

could perhaps be the same reason why even nowadays

many young people still look down upon the teaching

profession. Those who join teaching tbtese~~daysmight

be doing so because there are no other prospects in

their areas oi: Lntexest., Tbeir commi.tzmeiit: to teaching

is do ubtf'uI-. since the moment they get any other

opportunity to quit and join other organizations they

would never hesitate to do so.

Teaching as a career at the school level is not

considered very attractive.

22 F. C. Ochoga, "The Role of a Teacher in
Nation ~uilding" in Kenya Education Journal, No. 10
Vol. 2 (Nairobi: January, 1967), p. 17.
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! It is important to know more about the to)

teachers servinq in_the schools. The
attitude of these teachers towards the
teaching profession may determine their
sense of satisfaction, interest and
success in their work.23

The Purpose of the Study _c>t,t~-c).,~

The objective of this study was to investigate

the factors that were considered by the rural primary

school teachers who handle the majority of the

primary school pupils in this country as sources of

satisfaction or dissatisfaction in their teaching

job. Secondly, the study was to determine whether

primary school teachers' perception of those factors

which contribute to their satisfaction or dissatis-

faction in their job were influenced by the teachers'

various personal variables. Thirdly the study also

attempts to identify the current needs of the rural

primary school teachers.

The Significance of the Study

The study was to investigate the factors that

were considered by the rural primary school teachers

as contributina to satisfaction or dissatisfaction.

The primary school teachers in the rural areas play a

very important role for they deal with the develop-

-23 V. J. Chako, and M. T. Subrahmanya, Middle
School Teachers in Ghana (Legon: Institute of Statis-
tical Social and Economi,cIesearch,Universityof Chana, 1969),p. 1
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ment of the majority of the pupils in the country.

Therefore the knowledge of the factors that these

teachers consider to be contributing to satisfaction
\

or dissatisfaction would be of particular significance

to the educational administrators, the teachers and the

government in general.

The educational administrators within and out-

side the school, concern themselves with the welfare

of the teachers. This study hopes that these educa-

tion administrators will promote those things that

the rural primary school teachers identify as satis-

fying and remove those that are identified as dissa-

tisfying to the teachers. Knowledge of the current

needs of the teachers in the rural areas would be a

step forward in finding solutions to these needs.

Data provided in this study would be relevant

for a comparative study of the needs of rural and

urban school teachers and the needs of teachers in

comparison with other workers.

r The study hopes to make it possible for the

necessary recommendations to be rrade that would improve

the status of the teaching profession in Kenya.

Assumptions of the Study

The assumptions of the study were that:

1. The ru~al primary~school teachers can identtiY
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factors in their job that they consider as satisfying.

2. The rUEal primary school teachers can identi-

fy factors in their job that they consider dissatisfy-

ing.

3. The sex of the rural primary school teachers

may influence the perception of the factors that satis-

fy or dissatisfy them in their teaching job.

4. The age of the rural primary school teachers

may influence the perception of the factors that satis-

fy or dissatisfy them in their teaching job.

5. The professional qualifications of the rural

primary school teachers may influence the perception

of the factors that satisfy or dissatisfy them in their

teaching job.

6. The status of rural primary school teachers may

influence the perception of the factors that satisfy or

dissatisfy them in their teaching job.
r

7. The teaching experience of the rural primary

school teachers may influence the perception of the

factors that satisfy or dissatisfy them in their teach-

ing job.

8. Rural primary school teachers tend to emphasize

needs in their job that correspond with low order

needs in relation to Maslow's Hierarchy of Needs.

Definition of Significant Terms

Below is the operational meaning of the terms and
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concepts which were adapted for the purpose of this

study:

Job: This term refers to the teaching career or

the profession of the teacher in the school. This

includes transmi tting know Ledqe to the pupils and the

guidance of the pupils'activities either in or outside

of their classrooms.

Job Satisfaction: In this study the term is used

to refer to all the things that were considered plea-<

sant by teachers in relation to their work (job) in

the schools where they function as teachers. What-

ever makes the teachers happy or pleased with their

work in the teaching career can be said to give them

satisfaction.

Job Factors: This term is used in this study to

refer to things concerning the work of the teachers

that they may express their feelings about. This may

include the pay, working and living conditions, equip-

ment, achievement, promotion, status, recognition and

such other related things.

Job Dissatisfaction: This refers tb the factors

that teachers will claim to give them unpleasant

feelings in their ~ob. Whatever makes them unhappy

in their- .: career can be said to give them dissatis-

faction.

'Rural Area: The term was used in this study to
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denote the areas that are remote from the towns or

cities, so. that they are not under any influence of

the town (urban) life style whatsoever. For instance

in Machakos District there can be said to be to~n or

urban influence within the vicinity of ~achakos Town

where modern facilities such as tapped water, electri·

c~ty, a large group of houses and other buildings
\
\wh~re people live and work are found. On the other

hand we can talk of the rural areas of Machakos

District - the area wh i.ch is far remove d from the t ov»

influence.

Primary School: This terrr is used in the study

to denote a school where graduates o~ nursery school

enter to join class one usually at the age of six.

In this kind of school there exists classes one up to

class eijht. The school which has all these classes

can be said to be a full primary school ...

Primary School Teacher: This concept will be

used in this study to refer to the employees of the

Teachers Service Corrm.i ssLon who transmit. k.nowIed qe

and give guidance to pupils in the primary sChools.

Usually these teachers are trained for the teaching

job but there are some who are not trained for the job.
o ',,:.1 ~

The trained teachers fall under the follo",ing cate-

gories: P4, P3, P2, Pl, S1, Di~lo:~,aiel E'd'..icat Lon ,

University Graduates Approved Te~chers. ~he

,
.'
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untrained teachers may be holders of either or

several of the following academic certificates:

Certificate of Primary Education (C.P.E.); The Kenya

Junior Secondary Education (K.J .S.E.), The Kenya

Certificate of Education (K.C.E.) or The Kenya AdvancE

Certificate of Education (K.A.C.E.). Nowadays the

mini~um requirement fo~ recruit~ent of untrained

teachers is Kenya Certificate of Education. Similar

requirements are followed when selecting trainees.

Therefore the government does not train teachers of

grades which are below Pl except candidates from the

areas that are considered as rrarginal areas such as

Turkana, Pokot and so on,which are less developed.

This allowance is provided with a view'to raising

the standard of development of such remote areas.

Maslow's Hierarchy of Needs: This concept was
28

formulated by Abraham Maslow. According to him

human needs are said to fall under five categories:

Physiological (survival) needs; safety (or security)

needs, social (af.filiation) needs, .esteem needs and

self-actualization (self-fulfilment) needs. These

categories of needs are arranaed in a hierarchy

ranging from the lowest order of needs - physiologica:

to the highest needs - the self-actualizati9n needs.

In this study primary school teachers expressed their

feelings about the teaching job. By so doing they
28 A. H. ~,~low, ~Ibtivationand Personality,2nd ed.

(New York: Harper .~Row Publishers,1970);
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were indicating how thev seek satisfaction of their

individual needs in ti.eir current schools. They

expressed this by qivinq two aspects of their job

which give them the most satisfaction and two aspects

of their job which give them the most dissatisfaction

in -t.he; respective schools where they teach. The

teachers responses in aspects of their job wer~ also

used to indicate the factors that affect them nega-

tively or positively in their job. All these res-

ponses helped to determine whether they were empha-

sizing more the lower order needs (physiolo~ical

needs) or higher order needs (psychological needs)

in relatioh to Maslow's Hierarchy of Needs.

Scope and Limitations

The study was investigating factors that contti-

bute to job satisfaction or dissatisfaction among the

rural primary school teachers. It was not possible

to investigate these phenomena for all the rural

primary school teachers in Kenya. Therefore this

study was only conducted in a few saIT'pledpriJT'ary

schools in ~achakos District. The study was confined

to schools sampled from two educational zones of

Kilome Division. The two educational zones are Kilungu

and Kithembe each of which is administered by an

Assistant Primary School Inspector assisted by a
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Teachers' Advisory Centre tutor. Kilungu zone had 33

prima'ry schools while Kethemba zone had 28 primary

schools. The schools sa~pled'for the study were all

full primary schools. Young schools were excluded

from the sa~pling. They had less than 8 classes.

These schools are in the rural area. Given t'e

.problems of commun i cation in such areas, it was 'no+

possible to visit all of the schools within the short

period of this study. The researcher was .also li9ited

by finance and so could not conduct the study in all

the primary schools. However it was assumed that the

vi~ws and all the information obtained from the

teachers of the sampled schools were representative

and accurate enough to make the generalizations and

conclusions in. this study.

The Desian of the study

, I

'I'he study utilized simple descriptive statistics

in ariaLy sLno the data that vf'ascolle cted. Frequency

distributio~ and ?€rcentaqes were the only ~Bthods

used vzhe n describing the re~ponses of the subjects I

the instrument, the administratin of the instrument
I

data collection and its analysis procedure is

provided below.

The SllQ jects

The subjects for this study were
I

drawn
I

from a
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population of rural primary school teachers of Kilome

Division in Machakos Districts. All the teachers

utilized for this study were obtained from 23 randomly

sampled primary schools. In all, there were 243 teachers.

The Instrument

The Teachers' Quesionnaire was const,..uctedby the

researcher. It was comprised of two sections. In

section one there were items whose responses were

intended to give individual teachers' personal charac-

teristics. In section two there were two types of items

There were closed ended items which were intended to

measure the respondents' attitudes towards selected

aspects of the teaching job. They were required to

indicate whet her they agreed or disagreed wi th these

items. The other type of items in this section was

composed of open-ended items in which the respondents

were to write down any two factors of their teaching

job that made them feel very satisfied with the teaching

job and any two factors in their job which made them

feel very dissatisfied with the teaching job.

Administration of the Instrument

The researcher administered the questionnaire to

the respondents(by personally paying visits to the
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schools,where after a briefing on the purpose of the

visit the teachers were given the numbered question-

naires to respond to. The motive o~ numbering the

questionnaire was te try to monitor the return rate.

Out of the 243 questionnaires administered 215 were

returned. There was a'return rate of 88.4 per cent.

Data Collection and Analysis

The rural primary school teachers were required

to respond to the questionnaire which was given to

them after visits were made to their sampled schools.

Most of the items required to be ticked by the res-

pondents. Only two of the items were requiring the

subjects to write up responses. Frequencies were

tabulated for each of the items in which a tick was

needed. Percentaqes were also worked out to know how

the responses to each item were. For the write up

questions: a content analysis was done on the responses

i~ orderto establish satisfying and dissatisfying

factors found in the teaching job. Then, the fre-

quency of the responses and percentage were worked

out for these items.

From these responses it was possrble to determine

the aspects of the teaching job that were highly

rated by the rural primary school teachers as

con tribut inc to the ir job sati sfaction 0r dfssatisfaction.
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It was also possible to determine whether the rural

primary school teachers emphasized low order needs in

their responses or higher order needs as regards the

Maslow's Hierarchy of Needs.

Questions Raised in the Study

The study was looking for answers to the following

questions:

1. Which job factors do rural primary school

teachers consider satisfying in their teaching job?

2. Which job factors do rural primary school

teachers consider dissati?fying in their teacbing job?

3. What are the current needs of rural primary

school teachers?

Organization of the Rest of the Study

In Chapter II was presented a Review of Literature.

In Chapter III was detailed description of the design of--------
the study and the methodology that was utilized. In

Chapter IV the data collected was analysed. Lastly

in Chapter V a summary of the research problem,

method and findings were presented. Also in this Chapte

are the conclusions drawn and recommendations made.
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LITERATURE REVIEW'

This chapter was an attempt to bring to light

some of the studies and texts that have evolved over

the years on the workers and the attitudes that these

workers have developed ,towards work in general and the

teaching profession in particular. Particular ernph asLs

~going to be l~~d on literature dealing with job

satisfaction or dissatisfaction of workers and the

factors that lead 't.hern to t.he se feelinos of satisfac-

tionor dissatisfaction.

It was intended in this chapter, to look at the

above mentioned aspects of workers and their work

from the era of 'classical managemen~ early in the

20th century UP to this time. Being such a long time,

this review cannot cover each and every work of

literature based on workers. However a substantial

amount of this literature review had been examined.

Work and Administrative Behaviour of Workers

The Scientific Management Approach

Pioneering studies on workers can be traced back

to the beginning of this century in the work of
1

Fredrick W. Taylor. One of his major wor~is in his

1 F. W. Taylor, Scientific Management, (New York:
Harper, 1947).
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book 'Scientific Management.' Tayior tended to con-

sider employees as merely an extension of the machi-

nery which they operated. His thoughts and ideas are
1associated with those of Henry Fayol (1949) , and Max

I2Weber (1947) . During this era of Scientific Managemer

it was assumed that workers who were motivated by econc

mics and limited by physiological conditions needed cor

stant direction. There was a tendency then, to ign9re
Ithe Psyqhological and ~ociological variables bu~ it waE

however demonstrated that many jobs could be performed

more efficiently. Nevertheless, they disregarded the

individual needs of the workers. Productivity of work€

and efficiency were emphasised during this era of scien
tific management.

The Human Relations Movement

This era was pioneered by Mary Parker Follet who E
Fundamental problem in all organizations
was in developing and maintaining dynamic
and harmonious relationships.3

4Parker's ideas were expanded by Elton Mayo who
I

IHenri Fayol General and Industrial Management,
(London: Pltman, i9~g).

2Max Weber, The Theory of Social and Economic Organization
ed. Talcott Parsons, (NewYork: Free Press, 1947).

3Mary P. Fol1et, Creative Experience (London:
Longmans and Green, 1924), p. 300.

4Elton Mayo, The Human Problems of an Industrial
Civilization (Borton: Graduate School of Business
Administration, Havard University, 1946).
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stressed the need to understand employees as human

beings. He was an industrial psychologist and worked

with Fritz Roethlisberg, a social psychologist at

Havard University. The two carried out a number of

experiments with workers to establish the relation-

ship between physical conditions of work and

productivity. These experiments were conducted at

the Western Electric Company's Hawthone plant at

Chicago. Among the generalizations of this study was

that, workers behaviour did not conform to the official

job specifications. The study revealed that there

is no direct relationship between changes in working

conditions and production output of workers. Another

important finding of this study was that, administra-

tors'interest in workers: together with personal interest

in the workers'duties resulted in better ~

performance. Secondly, the function and functioning

of informal groups were found to be of primary

importance in worker motivation.

The group which was under experiment in the-

Hawthone Plant developed an informal structure with

norms, values and sentiments that affected performance.

One other finding that was most significant in that

- ~ ~ '-~ ~l\~"1\~ ~"Q iY "'r~alC't.a'S

individuals but as members of informal qroups which

are described as systems of interpersonal relations

which form within an organization to affect decisions
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of the formal organizations.

For this movement of human relations, it was

realized that social psychological needs of the worker

and his group, and the human relations approach to

management, were very important. It was maintained
Ithat employees should have a feeling that the company's

goals are worthy their efforts, that they should feel
/

themselves part of the company and take pride in their
contributions to its goal.

In this approach to management, it was emphasized

that by practising democractic principles of management
\

and advocating employees participation, in structuring

the work environment and establishing open channels of

communications, management and workers could resolve

their differences in a spirit of good will and coopera-
tion.

ehaviouLalScience Approach
Other contributions to management and organizations

led to the behavioral science approach which was
5pionnered "by Chester Barnard (1938) in his book

\
Functions of the Executive. This approach fused

social relations and formal structure which were

ignored by the Scientific Management Approach an~

human relations a~proach respectively. Th~ approach

drew ideas from disciplines such as psychology,

5 Chester I. Bernard, The Functions of the Execu-
tive. Cambridge, Mass: Harvard University Press, 1938).

I
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sociology, political science and economics .. It was

concerned with the work behaviour in formal organi-

zations. Chester Bernard demonstrates in his work,

the inevitable interaction between the formal and the

informal organizations.

Herbert Simon (1947) in his book Administrative
6 /

Behavior extended the work of Bernard. He used the

concept of 'organizational equilibrium' as a focal

point for a formal theory of work motivation. The

organization was described as an exchange system in

which inducements are exchanged for work. An employee

is said to remain in an organization as long as he per-

ceives the inducement to be larger than his contributions.

Apart from the above three approaches, there are

many more others which could be formulated after looking

at the literature and re$earch work done in recent years.

There has emerged over the years, a marked use of opera-

tional research techniques to solutions of large scale
./

administrative problems and problems of workers in

various types of organizations.

Job Satisfaction and Dissatisfaction

In connection with aspects of work, very many the-

ories have been formulated after research works havt

been done to investigate the factors that contribute

P Hebert Simon, Administration Behavior (New York:
MacMillan, 1947).
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to job satisfaction or dissatisfaction of workers.

Literature has also been written in an attempt to

find ways and means of mo t Lva.t t ng wo rk ars .IThre of the

most widely applied and researched theories on work

motivation and work attitudes are: The Maslow's Theory.
7

of Hierarchy of Needs, Herzeberg's Motivation Hygiene
8Theory and McGregor's two theories of man: Theory X

and Theory y.9 Very many researchers and writers have

based their works 'and made references to the original

works of these psychologists.

'According to Maslow's theory, human needs are

arranged in a hierarchy with physiological needs form-
\

ing the base, followed by safety needs, then followed

by esteem needs and finally the need for self actuali-

zation forming the apex. Workers are seen to strive to

fulfill each of these needs in their job situations.

According to this theory, in a working situation, factol

that compose the physiological needs may include; favou-

rable working hours, untiring and enjoyable work; clean

and tidy surroundings and means of communication to and
'.

from work and so on. Every worker tends to seek after

these physiological needs.

7 A. H. Maslow, Motivation and Personality, 2nd
Edition, (New York: Harper and Row, 1970).

8 F. Herzberg, The Motivation to Work (New York:
Wiley , 1959).

9. Douglous McGregor, The Human Side of Enter-
prise (New York: McGraw-Hill, 1960).
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The safety needs are identified as need for pro-

tection, the need to live in a predictable organized
10

world, the need for justice, fairness and consistency.

The safety needs may also include good terms and

conditions of-service, where pensions' scheme and

fringe benefits, insurance and healthy schemes are

included.

The affiliation or belonginqness needs for the

worker may include the need to have a place in a group,

to be accepted and loved and even to be able to express

the love for others.

The above three basic levels of human needs have

been termed as the lower order needs (physio.log.ica.I needs)

in the Maslow's Hierarchy of needs. The esteem and the

need for self-actualization are considered as 'higher

order needs' (psychological needs). The former include

the need for stable, firmly based high evaluation of

the self, self esteem, self respect, independence,

trust in one self as well as respect for others. These

may also include prestige, recognition and apprecia-

tion from others. The latter, that is, the need for

self-actualization refers to man's desire for self-ful-

filment, for doing what one is suited for and for self-

development.

10
.'William Backer , Motivating Black ~vorkers,

(Johannesberg: McGraw-Hill Book Company, 1973), p. 6.
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Becker says:

Maslow's work is important because he
emphasises that a host of motives may
direct behaviour and that people parti-
cipate in activities simply because they
are convinced that these activities are
valuable. '11

He further says that:

Maslows theory has had a major influence
on the work of many researchers and
writers in the field of orqanizational
be hav i.or'".". Well known Lnve st Lqa t.o rs such
as Argiris, McGregor, Porter, Beer and
others have all incoperated it (Maslow's
theory) into their own scheme.12

On the same theory r'aher says:

Traditional motivators ... have almost
always been directed towards lower order
type of needs. Money (physiological,
safety); .securi ty (safety), human relations
(social) working conditions (Physiological
safety) and status (ego) are typical of
the traditional motivators.13

According to Maher, the highest order needs -

those associated with self-fulfilment (being or

cecoming all one possibly can be or become), - have

been virtually ignored. He sees the implications of

11·
Ibid., p. 8,

12
Ibid.

13 J. R. Maher, New Perspectives in Job Enrich-
ment; (New York: Van Nostrard Reinhood Co., 1971),
p:ll.
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McGregor's approach to motivation as consistent with

those of Maslow. To enhance motivation, greater use

and application must be made of theory Y assumptions~

(1) Expenditure of effort at work is natural.

(2) External control and threat are good means

of producing work.

(3) Man will exercise self-control and self-

direction if his needs are met.

(4) Average Person will seek responsibility.

(5) Employee will exercise and use Ingenui ty when
14

managed by self-direction and self-control.

This theory of McGregor believes that ~an is

basically interested and motivated to work, and only

becomes alienated from work when given unsatisfactory
15

employment. The application of this theory must.

come through increased responsibility, greater deli-

gation of authori.ty and the granting of an opportunity

to do demanding and changing work.
'-6Bridges and Chapman, made their own contri-

bution to Maslow's theory of hierarchy of needs. In

14
..Ibi d., P . 12 - 13.

15 C. J. Coulson Thomas, Company Administration
(London: W. H. Allen, 1975), p. 221.=

16. F. J. Bridaes and J. E. ChaD~an, CriticalJ _

Incidents in Organizational Behavior·· and Admi.ni stra-
tion, (New Jersey Printice-Hall, Inc., 1978);- - .. '.pp: 200 :- 209.
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connect.i.on. with the esteem need, they said:

All people· in one society (with a few
pathological exceptions) have a need
or desire for a stable, firmly based,
(usually) high evaluation of themselves
for self respect or self esteem and for
esteem of others.17

These authors went on to say that there ~ first,

the desire for strength, for achievement, for adequacy

for confidence in the face of the world and for inde~

pendence and freedom. Then we have what we may call

the desire for reputation or prestige, recognition,

attentlon, importance or appreciation.

Satisfaction of the self esteem need leads to,

feelings of self-confidence, worth, strength, capabi-

lity and adequacy of being useful and necessary in the

world and more specifically in .the place of work. It

has been suggested by Bridges and Chapman that thwart-

int of these needs produces feelings of weakness,

inferiority and helplessnes s. These feelings in turn

give rise to either basic discoura~ement,or else com-

pansatory or neurotic trends.

Chapman and Bridges further said:

17 Ibid, p. 7.00'
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The deprivation of physiological needs has
behdvioral consequences ..• The man whose
needs for safety, association, independence
or status are thwarted is sick just as
surely is he who :.has ricketts .•. TiJewill
be mistaken if we attribute his resultant
passivity, his hostility, his refusal to
accept responsibility to his ,inherent human
nature .18 .-

Whenever any manaqernerit; finds its workers are
not being productive inspite of good pay, excellent
working conditions, fringe benefits and other compan-
satory deeds, it is because the workers have shifted

their motivational emphasis to social and perhaps

egoistic needs. Unless there are opportunities at

work to satisfy these higher order needs (the psycho-

logical needs), people will be deprived and their

behaviour will reflect this deprivation.

Turning to the other Psychologist-Eerzeberg and

his theory of Motivation-Hygiene, his work originates

from a study he carried out in collaboration with

Bernard Mausner and Barbara fynyderman in 1959. This

forms one of the basic contributions in studies on

job attitudes. Their work is found in the book
19

Motivation to Nork. At the time of their study

the need for full utilization of manpower was great:

18 Ibid-, p. 209
19 F. Herzberg, Motivation to Work, (New York:

John Wiley and Sons inc., 1999).
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There was a feeling that in a world in
which there was a surfeit of material
things ~an was loosing zest for work,
that man and his work had become distant
and alienated ..• it seemed overwhelmingly
necessar~ _.to tackle the problem of job
attitudes ..• the study of job attitudes
would be increased productivity, decreased
turnover,decreased a enteeism and smoother
working relations.?

In Herzberg's study, the slilijectswho were indus-

trial workers in Pittsburoh were asked to identify

periods of time in their own working history (critical

incidents) when their feelings about their jobs were

unquestioninqly either higher or lower than usual.

The assumption was that people would place their jobsr

on a continuum, identify the extremes of this conti-

nuum to report to the researchers. The interviewers

informed the respondents that they were primarily

interested in hearing about actual experiences - not

fictitious ones.

When the respondents in this research of Herzberg

reported feeling happy with their jobs, they most

frequently described factors related to tasks, to events

that indicated to them that they were successful in

the performance of their work, and to the possibility

of professional growth. Conversely when feelinss were

20 Ibid-, p. ix.
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of unhappiness, they were not associated with the job

itself but with conditions that surround the doing

of the work. These events suggest to the individual

employee that the job context is unfair or disorganized

such that it represents to him an unhealthy physiolo-

gical work envi-ronment. Herzberg called this situation

as factors of 'hygiene' for they acted in a manner

analogous to the principle of medical hygiene. Impro-

vement in these factors of hygiene will serve to

remove the ~dirrents to positive job attitudes.

Among the factors of hygiene they included super-

vision, interpersonal relations, working conditions,

salary, company policies, administration practices,

benefits and job security.

In their findings, Her~rg and his colleagues

said that, when these factors deteriorated to a level

below that which the employee considers acceptable,

the job dissatisfaction ensues. When job context can

be characterized as optimal we would not get dissatis-

faction, but neither would we get much in the way of

positive attitudes".

Further findings in Herzberq's study of motiva-

tion of workers revealed that, when people experienced

happiness and satisfaction in their jobs, these

feelings in most cases orioinated from the task itself.

Such factors which he called 'motivators' included

opportunities for growth or advancement in the job, ~

)
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achievement of the workers and recoanition for
21achievement, increased responsibility and work itself~'

According to Becker:

Motivator factors, often called intrinsic
factors, satisfiers,job content factors
and growth factors 'operate on a continuum
running from satisfaction to no satis- I
faction. The hyglene factors often called
e xtrLns Lc factors, diss atisfiers, mainte-
nance factors or job conte.~ factors
operate on a different continuum running 22
from dissatisfaction to no dissatisfaction.

~any more studies have been done with a wide

variety of occunations includina skilled and unskilled

workers and their results have not been basically

different from those of Herzeberg and his colleagues.

In a book, Motivational Theories and Application

for Managers, Sanzotta says:

Organizations have spent large sums of
money on human resource development
programmes in response to what they see
as the effects of a dissatisfied.,poorly
motivated work force, low productivity,
hiah turnover, absenteeism and counter
productive "behavior".23

Other writers, while still dealirig with the

problem of adult motivation introduced the idea of

21 w. Backer, OPe cit., p. 10.
22 Ibid, p. 11.

23 Donald Sinzotta ,~~oti vationa1 Theories and
Application for Managers, (New York: AMACOM., 1977),
p. 3.•
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24'third force psychology.' They said that man is

moved by what is ahead. Accordin~ to this view,

ones visions and goals, hopes and aspirations are the

prime movers of man not ones factors, doubts and

hates - or what one can get for the moment in the

response - stimulus inter-change. They further suggest

that, we tend to avoid certain things like hunger,

fear, cold, loss of job, embarrassment, psycholof,ical

exposure, redicule, hostility, shame, and other thines

that sugeest pain, discomfort and failure. In order

to provide for our real and important avoidance needs

we react b~ avoiding a hostile environment.

While still on :~is view, Sergiovanni and Carver

say that when we are motivated by an approach drive,

we act not to avoid the unpleasant but rather to

seek benefits and satisfaction at a hi~her level. In

this case, they say that we act because-our actions

are good, ann meanin~ful, make us and others feel

good about us. People have a desire to be considered

important in the eyes of others and to have control

over their own destinies. This improves their opinion

of themselves. Looked at, in the li~ht of workers,

the foregoine is important as re~ards their work and

24 T. J. Ser~iovanni and F. D. Carver, The New
Executive: A Theory of Administration, (New York:
Harper and Raw Publishers Inc, 1973), p~. 58 - 57.
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its epvironment.
,,

The Concept of Job Satisfaction and Dissatisfaction

It is important at this juncture to look at the

concept of job satisfaction and dissatisfaction as

understood and u~ed by writers. The concepts have

preoccu ·iedscholars for a long time. They have been

used generally for workers of different occupations,

teachers included.

One major problem with the concept of job satis-

faction and job dissatisfaction has been it~ defini-

tion. Writers have come up with various definitions.
25For instance Locke (1969) defined the concept by

saying, "job satisfaction and dissatisfaction are

complex emotional reactions to the job'." Porter cited
26

in Lawler (1973) said that it is the difference

between what a person thinks he should receive and

wha t he actually does recei ve." Mumford (1972) in her

book 'JobSatisfaction,27 says that the concept is a vague one and

25 E. A. Locke " "What is <-TobSatisfaction,"
Organizational Behavior and Human Performance, Vol. 4,
November, 1969.

26 E. E. Lawler, Motivation in Work Organization.
Mounteney, California: Books/Cole, 1973.

/

27 Enid Mumford, Job Satisfacti~n, (London:
Longmans Group Ltd., 1972).

•
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is hard to define. Vroom, defined job satisfaction

as 'positive orientation of an individual towards

the role which he is presently occupying.' 28

However Mu~ford says that the definition given by

Vroom does not say what the components of job satis-

faction are and hence this definition is lackinq. She

says:

There appear to be no all-embracing theories
of job satisfaction and work on the subject
has been focused on certain factors thought
to be related to feelings of satisfactionor
~issatisfaction.29

Mumford's book is an attempt to understand the

attitudes, behaviour and motivation of Computer

Personnel, to identify their needs in work, how

these needs originate and the nature of the constraints

which may prevent these needs being met in full.

She says:

The way in which an individual defines
his own role and has this defined for
him by an organization in which he
works is of course inextricably bound
up with his ability to achieve job
satisfaction, it leads to certain sets
of job expectations and to feelings of
frustration if these expectations are
not being met.30 '

28 V. H. Vroom, Work Motivation (New York:
Wiley, 1964). ..

29, E. Mumford, OPe cit., p. 4.

30 Ibid.
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According to Mumford, research on job satisfac-

tion can be divided into a number of different schools

of thought: There is what can be called psychological

needs school which is exemplified by the two psycholo-

gists mentioned above, Maslow (1954) and Herzberg (1966

and Likert (1967) and others who see the development of

motivation as the key factor in job satisfaction. They

concentrate their attention on stimuli which are

believed to lead to motivation - the need for indivi-
-duals for achievement, recognition, responsibility and

status.

A second school devotes its attention to leader-

ship. This includes psychologists such as Blake and
I31 , 32Mounton and Fledler. They see the behaviour of

supervisors as an important influence on employee atti-

tudes and direct their observations at leadership style

and responses of the subordinates to these styles.

A third school is represented by Lupton and Gowler
33 34(1969) and Gauler and Leg~e (1970) who approach

job satisfaction from quite different angles and examine

the effort reward-bargain as an important variable.

This leads to a consideration of how wages and salaries

31 R. N. Blake and J. S. Mounton, The Managerial
Grid, (Houston Gulf, 1964).

32 F. E. Fiedler, A Theory and Leadership Effectiv
ness, New York (McGraw-Hill, 1967) .

./ 33 T. Lupton and D. Gowler, Selecting a Wage Payme
Svstem" (London:EngineeringEmployers'Federation,ReserchPaper ~
1969).

34 D. CDwler and iC Legge, The Wages Payn:entSystem,
(London: Cower' Press, 1970).
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of particular groups are constructed and the influence

of factors such as overtime payment and the state of

labour market on earnings and employees' attitude

to them. Psychologists maintain that ~people

have a subjective perception of what is a fair day's
35

pay. for a fair day's work," and if they do not

receive this, their satisfaction will not be high.

Mumford went further on to give other schools

of thought related to job satisfacation and all have

had important contributions towards the theory of job

satisfaction and dissatisfaction. Some of the con-

tributors to this thinking on the subject including

Herzberg seem to suggest that it is only necessar

to identify the needs of the employees. The organi-

zation for which these employees work then must

ensure that these needs are met if it wishes to

secure the advantage of the labour ~orce performing

at a high level.ofjob satisfaction.

This approach appears to ignore the
real constraints under which most
fi TIns operate and which may severely
limit the satisfaction which they
can provide ... A more realistic
approach to job satisfaction may be
to look at the individual's needs in
work, but to examine also the firm
and the demands which it has to make
of its employees because of exerted
pressure by environment in which it
operates. 36 .

35 Ibid, p. 4 .

E. Mumford, op. cit., p. 5.
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Therefore in Mumford's vie~~job satisfaction

should not be considered only in terMs of the needs

and aspirations of the e~ployees but also in the light

of the requirements and needs of the organization

which employs them.

The employees' needs are influenced by a variety

of individual personal factors inbluding sex, family

background, education, social class, skills, aqe and

such other variables. These needs will vary over an

individuals life cycle such that, the needs of a

person starting his career are likely to vary fro~ those

of a person who is on the verge of retirement.

Simi·larly the needs of a young person will vary from

the needs of an elderly employee.
"'7Chris Argyris~' has listed the stages through

which an individual grows from i~fancy to adulthood.

He grows from a state of passivity to a state of

increased activity, from behaving in only a few ways

as an infant to being capable of behaving in many

diffeTent ways and so on. All these different changes

that occur in a man affect the organization in which

he is working in very many different ways. Therefore

it is very important that a man in the organization

;37 C.
Behavior
1960) •

Argyris, Understanding Organizational
{Homewood, Illinois: Dorsey and Urwin,
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should have full control of his own behaviour.

concern to workers' salary has been one of those
r/

aspects that workers find as a course of satisfaction

or dissatisfaction.

How much money is enough? ... people
always feel entitled to more money
and regardless of what is paid.satis-
faction with wages is shortlived and
dissatisfaction waits around the
corner.30

It is not possible to satisfy the need for more money

for it is the source satisfying many of the human

needs and desires. Maslow has shown that mans lower

order needs once satisfied, th~~e is a shift to

desire to fulfill higher order needs.

In an article, "Motivating People: Money Isn't

Everything," it says that companies should stop

deluding themselves that more money and fringe benefits
. 11 '.. 31 hiautomatlca y lead to more productlvlty. In t lS

article the Newsweek staff say that more money does

not make-any changes. Their primary effect is to
I

encourage people to stay on the job, but not to

produce more or to be happier. The further say that,

30 T. J. Sergiovanni and F. D. Carver, The N~w
School Executive: l', Theory of A§minis1:I:.9ti-_on-.--NGW
York, Harper and Row Publishers, inc. 1973.p. 78.

31Newsweek Staff, "Motivating people: Money Isn't
Everything. "In ~~tim~zing Human Res()l~rce§. (edited)
Gordon 1. Lippit, Addison - Wesley publishing Co. Inc.
1971 p. 315.
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while con tLnu.i.n q to provide for the physical needs

of employees, companies should begin thinking of ways

to satisfy psychological needs such as feelings of

responsibility and accomplish~ent. In this article

it is further suggested that such needs are the things

that make people work harder but not monetary rewards

in terms of pay. Participative management should be

encouraged by those in authority, instead.

It is further suggested that theorists find no

faul t 'v-7ith the assumption that people work for money

up to a certain level to provide for their personal

conceptions 6f the good life. But there is a consi-

derable evidence according to these theorists that,

people simply don't view money the same way companies

do - as an incentive to production by withholding it

up as a reward, or threatening to withdraw it for poor

performance. The absence of roDney and fringe benefits

will make people unhappy but their presence does not

necessarily make them happier or more productive.

The Newsweek staff in the above cited article

have cited a management consultant Saul W. Gellerman

of Englewood Cliffs New Jersey to have concluded that

more money in routine amounts, (such as the annual

increment ..) is largely taken for crr an t.e d , anticipatctd

before it arrives and viewed as justly deserved

reward for past services, not a stimulus to new

effort ..
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Job Satisfaction and Dissatisfaction for the Teaching

Profession

Studies have been conducted to establish the

job satisfaction and dissatisfaction of teachers.

§ergiovanniand Carver (1971) have attempted to esta-

blish the level of teachers in relation to Maslow's

Hierarchy of needs.

They said:

It makes no sense to motivate at autonomy
level if teachers are insecure or to
motivate at the security level when they
seek autonorry.40

They stated that the factors which contribute to

teacher motivation (that stimulate extraordinary

performance) form a cluster characterized by achieve-

ment, recoanition and responsibility. The absence of

these factors does not contribute to job satisfaction

or dissatisfaction. Accordina to them teachers dissa-

tis faction seem to result from three clusters. Poor

V interpersonal relationsi,incompetenti inadequate or

unfair administra tive practices i and ma tters external

to the school which comprise ones personal life. They

seem to agree with Herzeberg when they say that the
fabove factors have potential to lower ones performance

but neutralizing them or improving them does not

-----------------
40 \T. J. Serqiovanni an~ F. D. Carve, op.

cit., p. 58.
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mo t.i, vate teachers to perform in extraordinary ways.

Sergiovanni and Carver go further to classify

workers into motiva~ion seekers and hygie~e seekers-

whereby the forner are said to focus on esteem,

automony and self actualization needs. They are

said to be focusing on higher order needs. The lattE

that is, the hygiene seekers are said to focus on

securi ty, social and physi.ca], needs. These are t.e rrne c

as lower order needs which are most basic in animistj

sense as opposed to the former which are most basic

in humanistic sense. In their terms these authors

are Lnco rj,erating both Maslow's and Herzeber' s theoriE

They stress the importance of dissatisfiers for they

provide the necessary preparation for facilitating

the satisfiers. They argue:

Salary, working conditions, qood
supervision, teaching materials I small
classes, preparation periods, overtime
pay and other hygienic factors must be
provided to teachers if ~e are to
prevent dissatisfaction. 41

In their concluding remark they say:

Teachers seek jobs and stay on the job
if physical, social, status, economic
and security dimensions, associated
with conditions of work are satis- ~
factory. If work conditions are not
perceived as satisfactory, then turn-
over can be expected for those unable
to move. 42 -

Ibid, p. 72.
42

Ibid, p. 110·
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On job satisfaction they have cited Chase's

findings that, an important factor relating to satis-

faction for teachers was the dynamic and stimulating
- -

leadership of the principal. Teachers also emphasized

helpfulness, opportunities for pro~essional growth,

respe,ct and friendliness as admi.n i.s t r a t i.ve qualities

which contributed to job satisfaction. They have

also cited Bidwell who had done a related study. He

found out that teachers' satisfaction depends on

teachers' expectations of how ad~inistrators should

behave and the extent to which these expectations

were fulfilled.

Teachers are not likely to perform well
in unfriendly environment, but teachers
by and larse are not necesarily motivated
simply because the school and the principal
are friendly either. By the same token,
while the professional growth opportunities
motivate teachers to perform well, absence
of these opportunities seldom produce
enough dissatisfaction to cause teachers to
chancre jobs.4"3

One important ~Dect of the teaching job that

has been considerably covered is the status of the

teachers. In a pamphlet which contains the text of

recommendations concerning the status of teachers,

jointly produced by the Internation~l Labour

43
Ibid, p. 70.
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Organization (ILO) and the UNESCO, it was reckoned

that as shortage of beachers had grown throughout

the world, it has become evident that an adequate

supply of qualified teaching staff will not be forth-

coming without an improvement in the professional,

social and economic conditions of the teaching
44profession.

A growing concern over the status of teachers

has been felt and expressed not only by the teaching

profession but by all those responsible for education

in national, cOl11JTIunity as well as by international

agencies concerned with the advancerren t of education
~ 45

and proper use of human resources.

The term status as used in relation to teachers

means both the standing or regard accorded teachers

as evidenced by the level of appreciation of the

importance of their function and their competence in

performing it, and the wo rk i.nq conditions, remunera-

tion and other material benefits accorded them

relative to other professional ~roups.

In the UNESCO / ILO Pamphlet several recommenda-

tions were adopted by the special Intergovernmental

44 Status of Teachers, (Paris: Unesco, ILO,
1967) •

. 45 Ibid., p. 5.
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Conference on the status of teachers. One important

recommendation is on the school buildings: "They

should be safe and attractive in overall design and

functional in layout. They should lend themselves

to effective teaching and use of extra-curricula

activities especially in rural areas as a community

centre; They should be constructed in accordance.with

established sanitary standards and vr i. th a view to

durability, adaptability, and easy economic mainta-

inance .•• Authorities should ensure that school

premises are properly ~aintained so as not to threaten

in any vlay the health, and safety of pupils and

teachers.

The pamphlet has a special provision for

teachers in rural areas or in remote areas. It is

reco~~ended here that, descent housing, preferably

free or at a subsidized rental should be provided for

teachers and their families. Development plans and

programmes should include provision for appropriate

ccomIDodation for teachers.

One other area where teachers are believed to be

dissatisfied is on inspection and supervision. It is

recommended that any system of ins~ction or super-

vision should be designed to encourage and help

teachers in performance of their professional tasks

and should be such as not to diminish the freedom,

initiative and responsibility of teachers.
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Teachers are, to a large extent, overworked sine

the nature of their job tends to occupy them- for lona

hours. The ILOjUNESCO pamphlet recommends that class

size should be such as to permit the teachers to give

pupils individual attention. v!ith a view to enabling

the teachers to concentrate on their professional

tasks, schools should be provided with auxilliary staf

to perform non-teachins duties. In rural primary

schools there are no subordinate staff that can help

in some of the odd duties that are performed by

teachers on top of their normal teaching load.

In fixing working hours,account should be taken

for all factors which are relevant to the teachers'

work load such as the nuwber of pupils per class,

adequate time for lesson preparations and marking of

pupils' assignments, number of different lessons and

subjects assigned to be taught per day, participation

in co-curricular and extra-curricular activities,

supervisory duties and counselling of pupils. All

these duties are mentioned in the ILOjUNESCO pamphlet

This clearly indicates that teachers are overburdened

workers and with this situation unchecked they might

not perform their teaching duties as effectively and

efficiently as is expected of theIT.

At the Conference in Par~s, it is reported that

one other important issue adopted was the salary.

It is acknowledged that among the various factors
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that affect the status of the teacher, special

importance ought to be attached to salary. In the

present world conditions, other factors such as the

sta tus accorded the teachers and the level of appre-

ciation of the importance of their function, are

largely dependent as in other comparable professions

on the economic position in which they are placed.

It was recommended that teachers salary should:

(a) Reflect the importance to society of the

teaching profession, and hence the importance of

teachers as well as the responsibilities of all

kinds, which fall upon them from the time of en try

into the service.

(b) Compare favourably with salaries paid in

other occupations requiring similar or equivalent

qualifications.

(c) Provide teachers with means to"ensure

reasonable standard of living for themselves and

their families as well as to invest in further

education or in persuit of cultural activities, thus

enhancing their professional qualifications.

(d) Take account of the fact that certain posts

require higher qualifications and experience and
46carry greater responsibility.

46 Ibid. pp. 17 - 18.



- 60 -

Further recommendations on the salary are that,

the salary struct.ure should be planned so as not to give

rise to injustices or annomalies tending to lead to

friction between different groups of teachers.

Obviously there are disparities on teachers' salaries

although the working load is supposed to be distributed

in uniform or nearly uniform basis. This becomes a

constant source of dissatisfaction among the teachers.

While still dealing with the salary aspect of

the teaching job, it was further recommended in the

ILO/UNESCO pamphlet that salary scales should be

reviewed periodically to take into account such

factors as rise in cost of living, increased producti-

vity leading to higher standards of living in the

count~y or a general upward movement in wage or

salary levels.

In the foregoing, salary or wages has been dealt

with at length because salary for any type of workers

becomes a sensitive issue and workers feel very

strongl'l about the salary issue. - This could be due

to the fact that most workers and especially teachers

feel that they are not compensated enough for the

equivalence of the amount and importance of the work

they do in the schools. After all,it is only their

salary that would make them satisfy some of their

many needs including existence, security and esteem-
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or status needs.

In connection with the shortage of teachers -

which is ever the problem in schools - the ILO/

UNESCO document referred to,-had this to_say:

Recognizing that certain expendients
designed to deal with shortage of
teachers such as over large classes
and the unreasonable extension of
hours of teaching duty are incompa-
tible with the teaching aims and
objectives of education and are
detrimental to the pupils, the com-
petent authorities should take
steps to render these expedients 47
unnecessary and to discontinue them.

It is reckoned that the best means of overcoming

any existing shortage of competent and experienced

teachers is by irrproving the social status of teachers,

their livin~ and working conditions, their terms of

employment and their career prospects. It was further

reported in the conference mentioned above that, the

shortage of teachers which exist in ~ost countries

is persuasive evidence that teachers' status is unsatis-

factory. The conviction is growing that an effective

system of education requires a corps of qualified

teachers working deligently and with high morale.

It is co~mon believe that teachers have not received

47
Ibid pp. 19 - 20.
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equal share of the wealth that they help generate

through their vital contribution in nation building.

There is therefore need for the relevant authorities

to see that the status of teachers is up-lifted.

I Irian article written by Edward Holdaway on 'Facets
48and Overall Satisfaction of Teachers, he presents

data on levels of and relationship between overall

job satisfaction and facet (factor) satisfaction for

a sample of 801 Alberta teachers. One of its main

purpose was to obtain opinions concerning how teachers

felt about work and working conditions. In this

study the teachers were asked to rate their degree of

satisfaction with 58 named facets (factors) related

to their work and working conditions and to rate their

degree of overall satisfaction and dissatisfaction

respectively, with teaching as an occupation. Other

items in the questionnaire required personal data and

6pinions regarding changes that they would have liked

to see made in their working conditions. Half of the

respondents were dissatisfied on 10 items which

included: Attitude of society towards education,

status of teachers in the society, preparation time

48
A. E.Holdaway 'Facets and Overall Satis-

faction of Teachers,' (University of Alberta,Vol. 14,
No.1 Winter 1978), pp. 30 - 47.



available during school day, involvement in decision

making in school system,methods used to evaluate

teachers and so on.

with respect to overall satisfaction with teaching

89%of el.ererrtary school teachers were satisfied as

compared to 75% and 79%· for junior and senior high

school teachers respectively. The result o~ this study

tend to iITply that the element~ry school teachers are

more satisfied with the teachina profession than the

high school teachers.
49.In a book entitled Retention of Teachers ,

there are papers prepared for a seminar on Retention

of Teachers in Australian State Education System.

Discussion in the seminar centred on aspects of pro-

fessionalism and satisfaction of the teacher. Much

attention focused on how the teacher was perceived by

the society and the employing authorities. Sugges-

tions were offered for a rrore systematic internship

p.roq ramrre and for ways to protect the new teacher from

his anxieties. Autonomy for teachers was seen during

the discussion as desirable but sometimes anxiety

provoking. There was disagreerrent over how far

49-_ A. T. Davis and C. Duke, (ed , ) Retention of
Teachers, (Centre for Continuing Education, The
Australian National University, December, 1971),
pp. 2 -- 4.
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insrectors were now perceived as colleagues and

advisers and over the desirable method and levels of

supervision for teachers. It was agr.eed that the

public image and status of teachers was a matter of

common interest and cornmon concern.

Selby's contribution in the seminar in connec-

tion with the salary for teachers was:

The young teacher comes to realize that
while his initial salary is similar to
that of his contemporaries with equiva-
lent qualifications his prospects are
much less promising ... for class teachers,
however hard workin~ can generally not
advance beyond a moderate salary ...
Many teachers find themselves out of
sympathy with the state educational
system arid conclude that they do not have
to tolerate them.50

Selby also cited Burkhardt's investigation where

he was comparin~ teachers salaries for both graduates

and non-graduates and salaries of other occupations

to persons of similar age, sex, and educational

achieverrent. A striking characteristic of his result

is that, the longer a teacher serves the less well

paid he beco~es relative to similar people employed

elsewhere. The salaries of teachers at a given stage

in their career say five to ten years after commensing,

have risen appreciably less rapidly than salaries for•
individuals with comparable academic qualifications

50 Ibid p. 9.
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in other occupations.

Similar sentiments of salary differential have

been expressed by S~ock in connection with Kenya's
51

labour market. He s~ys in his article that the

Civil Service and the teaching service have been at

a ..cornpe t.i. tive disadvantage with many other employees

in terms of salary scales and benefits. He further

says that within the public sector the parasta~

organizations frequently offer better conditions of

service particularly for senior and skilled personnel

than either the teaching service or the civil service.

In a study done by Mooers in 1968 on 'Factors

Related to Teacher Drop-out in Zambia, he was ascer-

taining the reasons former teachers in Kitwe Zambia

left the teaching service for other type of employ-
52 To guide him in his study he formulatedment.

questions whereby he was to establish the extent to

which salary, perceived prestige of teaching, the

perceived promotional opportunities, isolation and

poor housing, material working conditions and retire-

ment benefits served as factors in the decision to

51
A. C. Smock, "Educatin and Career Pattern

in Public Service Sector in Kenya," in Education and
Work Employment, (edited) J. Hallack and F. Caillods,
(Paris: Unesco, IIEP, 1980) p. 197.

52. ~ Jack David MJoers,"FactorsRelated to TeacherDrop-
out in Zarrbia','(UnpublishedPh.D. 'IhesisLos Angeles:
University of California, 1968).
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leave teaching. In all, there were seven factors which

he was trying to ascertain whether they contributed

to the drop-out of teachers. In other words, he was

trying to find out whether these factors served as

factors that made the teachers dissatisfied with the

teaching job which in effect caused their wish to

quit teaching for other pleasant occupations.

Some of the findings of the study pointed out

that, the majority (77%) of the former teachers as

a group, left teaching because they felt that the pay

was too low conpared with what they earned elsewhere.

It was also found out that 78% of the Interviewees

felt that teaching profession had low to medium

prestige. It was further generally felt that the

teaching profess ion was declining in prestige as well, since

32% of the -intervie~s gave lack of promotional oppor-

tunities as a reason for their leaving teachinq, while

isolation and poor housing was mentioned'by only 2%

as a reason for leaving teaching.

Al thouah dropping out of a job is a cornmon pheno-

menon in almost all professions, it can be Qrgued that

the turnover rate is a more common nhenomenon in the

teaching profession. Maranga (1983)53 reports that

J. S. Maranga, "~obility of Graduate Teachers:
A followup study of K.U.C.B.Ed. Graduate teachers
1975"; (Kenyatta University College, Research paper,
1983) .
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24% of B.Ed. graduate teachers are leaving the

profession every year due to various reasons mainly

related to terms and conditions of service. In 1970,

the drop-out rate of secondary school teachers is

reported to have been 34.7%. This is a very high

rate of teacher drop-out. However,the rate might not

be so high amonq the primary school teachers due to

the fact that jobs have become rare and very many

people join teaching as a last resort.

Shiundu (1984) reports:

Teaching and especially in primary school
level is being used or misused as a way
of providing jobs to the unemployed. As
a result there are many people without
initial motivation and orientation to
being absorbed as teachers. There is no
way one can expect such people to become
professionally committed teachers and yet
they seem to be the ~ajority in the
teachinq profession. 4

Such teachers would forever be dissatisfied

with and frustrated by the teaching job unless rele-

vant incentives are sought to retain them in the

job both physically and psychologically Usually

such teachers do not besitate,to quit their jobs when-

ever an opportunity arises for them to do so.

54 J. Shiundu, "The Growth of Teaching Profession
in the Independent Kenya: Prospects and Challenges,"
(Unpulished paper: Bureau of Educational Research,
Kenya~ta University College, February, 1984), p. 23.
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\Promotional Onportunities for Teachers

One facet of the teaching profession that affects

the teachers most often is the promotion opportunities

that are available in the teaching job. \ It appears quite

dissappointing in the profession eSDecially in Kenya.

Until very recently teachers were promoted to the next
\

relevant grade whenever they sat and passed the national -

examinations. The Ministry of Education, Science and

Technology abolished promotion on academic grounds alone

and introduced what is called promotion on merit

grounds. In this type of promotion of teachers, academic

qualifications are considered along with other notable

activities in which a teacher excels. For example

participation in extra curricula_ activities and

actual high performance of the teaching job. Other

promotion opportunities available in the teaching job

are such that certain teachers are appointed to do

administrative duties as either headteachers or deputy

headteachers, or inspectors of schools. But these

opportunities are very few compared to the number of

teachers.

Shiundu says:

Most teachers have lost hope in regard
to upward mobility. The present system
of promoting teachers in Kenya could be
described as the ITOS~ dubious, corrupt and
unethical scheme in the society whose role can 55
~nly be perceivedas mockery to the pro~ession.

55 Ibid., p. 24.
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He says that in addition to the dissatisfaction

due to the poor promotional opportunties, the profe-

ssion is losing public respect:

It is also evident that the general
societal attitude towards teachers is
hostile ... any slight (human) error'
blooms and results in several unwa-
rranted "bLames . Under such cir-
cumstances most teachers develop
attitudes and behaviour which are
not conducive to the profession, at 56
worst they hate and even quit teaching~

At this point it is important to mention a

study which was conducted in Nairobi among the city's

primary school teachers. This was a study done by
57

G. K. Karugu in 1980 The present study which is

investiqating factors that contribute to job satis-

faction and dissatisfaction of rural primary school

teachers is almost parrallel to the one done by

G. K. Karugu. The only major difference is that

Karugu's study was done to investiaate factors contri-

buting to job satisfaction - dissatisfaction of ele-

mentary school educators in the City of Nairobi

which is an urban environment. The two environments

rural and urban are quite different and so it is

assumed that there might be a difference in the

feelinas of the teachers about their job.

56 Ibid·,p.24.
57

G. K. Karugu,op.,cit.
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Karugu has mentioned in his study that one of

his study limitations. ,'lasthat it was conducted...., in

the city whereby it is geographically and economically

different from other school districts in Kenya. He

says:

Nairobi is a contemporary urban city
in which is found a great degree of
difference in social values than is
found in rural areas of the country.
School management in Nairobi is res-
ponsive to needs for change as is
evidenced by the availability of
instructional materials, decent school
buildings and facilities and provision
of anxillary services that are not
available in rural school districts
such as the clerical staf.f, qrounds crew
and night watchmen etc~58

Therefore he sees the above as a limitation in

the generalizability of his f.indings. For this

reason it had become necessary for this study to be

conducted in 'a rural area where the conditions in

the schools are quite different in many aspects.

Obviously the rural primary school teachers are qreatly

disadvantaged,as compared to the urban teachers

when it comes to marry of the aspects that are cons.idered

to make the teaching job pleasant.

In Karugu's study he had asked the teachers in

one section of his questionnaire to write one to

58 Ibid; p. 12.
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five of the most important events or activities or

anything found in their current job that they con-

sidered.as satisfying (good things about their job),

as far as they were concerned. He further asked them

to write one to five of the most important events,

activities or anythin~ in their current job that they

considered as dissatisfying (bad things in their current

job), as far as they were concerned. Further, he asked

them to write five specific reasons why they would

consider leaving their current job in fue Education

Department and also to write five specific reasons why

they would choose to keep their current job in the

education department.

In identifying the job satisfaction factors, the

teachers came up with 23 factors while the headteachers

came up with 20 factors considered to be ~ost frequently

satisfying in their job. Those factors wh i.ch were

mentioned most frequently by the tv.!Ogroups of educa-

tors were: vacations and holidays, opportunity for

more learning, extra-curricular activities, job secu-

rity and interesting and chailenging career. In

addition to the above factors the headteachers identi-

fied work itself, love for children and good communi-

cation with both parents, teachers and pupils.

On the other hand, in identifying job dissatis-

faction factors a total of 39 different job
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characteristic factors emerged from the teachers

responses. These included: inadequate pay, poor

promotion method, lack of recognition, no chance for

advancement, and frequent supervision and administra-

tive policies. The headteachers identified 29 job

factors that were most dissatisfying. In addition to
(

those mentioned by the teachers, they included: No

job security and delay of school supplies and school

Maintainance.

In identifying job factors which would make them

resign their current jobs in the education department

the headteachers identified only 20 factors. These

included inadequate pay, no o~portunity for advance-

ment, no recognition, poor methods of promotion, no

loan privileges and lack of house allowance for married

women teachers.

When the respondents in Karugu's study were

asked to identify the job factors that would make them

retain their current job, the teachers identified 38

factors while the headteachers identified 23 factors.

These included: job security, vacations and holidays,

a·sense of nation building, lack of alternatives,

chance for continued learning, love for work itself

and love for children.

The current study will continue to look for

more facts about factors contrib~ting to job
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satisfaction and dissatisfaction among the teachers.

it is going to focus on the job satisfaction and

dissatisfaction of rural primary school teachers.

SUMMARY

From the review of related literature which

formed this second chapter of the study to investi-

gate factors contributing to job satisfaction and

dissatisfaction amon c rural pri.mary school t.e achers;

1. Literature review has shown the contribu-

tions made by the writers on the scientific manage-

ment pion~ered by Fredrick Taylor and others who

thought that workers were mere extension of the

machines. The productivity and efficiency of these

workers is what matters but not the welfare of the

workers.

2. The human rela ions mOvelT'Bntpioneered by

>:Follet-, found out that personal interest in

workers had resulted in better on-the-job performance.

3. The Behavioural Science Approach in organiza-

tions,which was a contribution of Chester Barnard

and others stressed the importance of inducement for

the workers in order to motivate thelT'to remain in

the organization.

4. Reviewed in this chapter was the work which

has been pioneered by psychologists such as Maslow
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and Herzberg who have formulated theories about the

motivation of workers.

5. Job satisfaction and dissatisfaction factors

have been reviewed in respect to the workers in

general and teachers in particular.

The methodology of this study is

presented in Chapter Three.



CHAPTFR III

METHODOLOGY

This chapter contains the methods and procedures

that were utilized in identifying the factors that

were considered by rural primary school teachers as

contributing to job satisfaction or dissatisfaction.

There is also in this chapter the description of the

population, the sample, the sampling procedures the

instrument, the data collection procedures and data

analysis procedures of this study.

The Population

This study concerned itself with the rural primary

school teachers of Kilorre Division in Machakos

District. The Division is found in a remote area

away from the urban influence of ~achakos town. The

Adrrinistrative Divisicn of Kilorne is divided into 6

educational administrative zones. Each of the zones

is under the supervision of an Assistant Primary School

Inspector. The whole Division is under an Assistant

Education Officer (A.E.O.). Working with the Assistant

Education Officer in the Division is the Primary

School Inspector.

At the time of this study, Kilome Division had

175 primary schools. The enrolment then was 52,833

pupils who were grouped into 1,604 classe~ ranging
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from standard 1 to 8. The number of teachers was

1,581. The ratio of teachers to the classes was

approximately 1:1.

In the studY,only two educational zones were

covered. These were Kilungu and Kithe~be educational

zones. The two zones had a total number of 61 primary

schools. Some of these schools were fully establi-

shed with all the classes. They had classes 1 to 8.

But there were others which had less than the number

of classes in a full primary school. Those fully

established schools were the only ones cDnsidered in

the study. There were, therefore, 55 primary schools

in the study sample. The rest were excluded from

the study sample since they could not provide a wide

variety of the various categories of teachers. The

various categories of teachers were an important

consideration in the study.

The Sample

The sample for the study comprised of 243

teachers from 23 primary schools randomly sampled

from 55 full primary schools in Kilungu and Kithewbe

educational zones. That nUIT~er of schools was

slightly above one third or 37.7 percent of the full

primary schools in the two zones. The number of
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teachers in the study sample was 34.5 percent of all

the teachers in the primary schools in the Division.
1

According to David Nachiamas and Chara Nachiamas,

there is no rule of thumb about the necessary size of

the sample. It was assumed in this study that a saI'1ple

which was above one third of the population was good

enough to make reasonable generalizations. There

were other factors such as distance between schools,

poor transportation and expenses which were considered

in determinin~ the sample.

Samplinr Procedure

After full details of the population were obtained,

and decision was reached on the number of the schools to

be utilized in the study sample, names of all the

55 full primary schools were written each on a piece

of paper. These were folded and nut in a container

whereby they were thoroughly mixed. Without looking,

the folded papers were drawn from the container, one by

one. Each time a draw was made, the pieces of paper

were thorou~hly mixed again. Throu~h this procedure,

the 23 reouired pieces of parer were drawn. This

ensured that everyone of the 55 schools

1 David Nachiamas, Research Methods in the Social
Science, (London: St. Martins Press Inc., 1976,) p. 253.
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had an equal chance of being drawn. This craw

provided the names of all the schools that were visited

for the purpose of the study.

The Instrument

To facilitate the study a questionnaire was

developed by the researcher. The questionnaire had

two parts. In section A the resFondents were required

to indicate by ticks the responses which gave the

correct information concerning the individual teachers.

This information included such information as, the

teachers sex, marital status, work experience, acade-

mic and professional qualifications etc.

Section B of the teacher~ questionnaire was

comprised of 30 items which were intended to measure

the attitude of teachers towards certain aspects of

their teaching job. This was based on the Likert's

technique whereby the instrument was going to measure

the degree of agreement or disagreement with the

items. The respondents were required to tick on the

questionnaire form to indicate their responses on a

4 point scale to show whether they Strongly Agree,

or Agree, or Strongly Disagree or Disagreed with the

items. In addition to these 30 items which were

structured,there were twoopen-erided items which required
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the respondents to name any two aspects of their job

which made them feel very satisfied "with the job.

In the second item, they were required to name any two

aspects of their job that made them feel very dissatis-

fied with their job. The respondents were asked to make

any further comments on the satisfaction or dissatis-

faction of their job. Therefore the instrumenes items

were a combination of closed ended and open ended items.

In developing the items of the questionnaires,

the factors which are found in the teaching job were

put into c0nsideration. The researcher was helped in

getting these aspects through literature survey, parti-

cularly the literature connected with workers and their

work content and context. Other aspects of the tea-

ching job were revealed after reviewing literature on

the teaching job. The open ended items of the ques-

tionnaire helped to bring to light,further factors of

the teaching job which contributed to job satisfaction

or dissatisfaction.

The content validity of the items of the question-

naire was obtained through criticism and advice given

by specialists and experts in the deoartments of

EducationalMrninistrationani in the Bureau of B:lucationalIesearch.

They were consul.tedand providedvery useful criticismof the draft

questionnai..re. 'I'heircriticismand advicewere uti 1ized in
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developing the final questionnaire (see Appendix)" ..

Data Collection Proce~ure

When the area of study was selected, a visit was

made to the Assistant Education Officer who aquai.nted :

the researcher with important information and data on

the schools. Further visits were extended to the

Assistant Primary School Inspectors of the two educa-

tional zones that were to be covered in the study.

The visits were to ~ake the education officers aware

that the researcher was going to visit some schools
./

in their area for the :!=>urposeof the study.

A pilot study was carried out in one of the s choc

in the Division to pretest the questionnaire and make

it perfect for the actual research. The school for

the pilot study was selected throuqh random sampling.

Names of 4 schools in the Division, which are on the

main road were written in pieces of paper. These

pieces of paper were folded and mixed . thoroughlyin

a container. One of these pieces of·paper was

p i.cke d ,'The name of the school which was on it was vi sLt.e

for the pilot study. This school was not included in

the final sample.

The major objective of this pilot study was to

test the content of the instrument and to put it in a

(
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more understandable way after finding out the diffi-

culties encountered by the respondents of the draft

questionnaire. As a result of the pretesting,

certain changes were made on the original questionna-

ire. 'Ihesechanges were made on the content and format

of the questionnaire. The changes il1corperated the

advice and suggestions made by the experts in the

departments of Educational Administration and in the

Bureau of Educational Research.

The finalized and perfected instrument was

administered personally by the researcher to all the

teachers in the 23 .random Ly- sampled schools. On

visiting the schools the researcher was directed to

the headteacher's office. The headteachers were to

be briefed on the purpose of the visit to the schools.

Usually the heads of the schools assembled the tea-

chers in the school staf f room where they were

introduced and then the researcher briefed them on

the punpo se of the visit. The teachers questionnaire

was then given to the teachers to complete and

return to the researcher. If any of the teachers

was absent the questionnaire was left with the head-

teacher for the teachers to fill whenever thev atte-

nded the school. They were to put them into an

envelop and these were to be collected later.
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In order.to ensure high return rat~ where possible

the completed questionnaires were collected on the

same day they were given to the teachers. The return

rate was 88.4 percent.

Data Analysis Procedure

Data was analysed by tabulating frequencies and

working out percentages of the responses. From

Section A of the instrument, frequencies and per-

centages were calculated to establish the number of

respondents in the various personal characteristics

of the teachers.

In Section B, responses of the subjects were

tabulated to establish the number of the subjects

who agreed or disaqreed with the items. The fre-

quencies of st ron oLy agree and agree were put together

into agree.. Those r-esoon ses for. each item which

showed strongly disagree-and disagree were put together

into disagree. Therefore the responses to the

closed-ended items in Section B were examined on

these two dimensions of either aaree or disagree.

It was considered that the difference between strongly

agree or agree were relative and depended upon the

individual teacher's personalities and reactions to

the contents of the items. Therefore the attitude

of teachers towards the items of the questionnaire
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was measured by lookinf at their agreement with or

~isagreement with the items. By so doing it was
\possible to judge which factors of the teaching job

contributed to the teachers' satisfaction or dissa-

tisfactiqn with the teaching job among the rural
\primary school teachers. It was also established

from the responses of the teachers which aspects of

the teaching job were agreeable to the tea~hers and

which ones were disagreeable. From the tabulation,
of the responses it was possible to establish what

i •

the current needs of the rural primary school teachers

were.

Responses to the open-ended items in section B

of the instrument were listed down. It was establi-

shed which factors of the teaching job were found

by rural primary school teachers as contributing to

job satisfaction and which ones teachers found as

factors contributing to job dissatisfaction.

Factors contributing to job satisfaction and those

contributing to job dissatisfaction were identified.

Frequencies and percentages were worked out for

these responses.

In order to establish whether the responses of thE
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perception of the teachers was or was not influenced

by the various personal characteristics of the

teachers, some selected personal characteristics

of the teachers were utilized for this purpose. Data

collected was classified into the following categories:

sex, age, professional training, teaching experience

and status of the teachers. Frequencies and per-

centages were tabulated to determine how the responses

were among the teachers in their various categories.

A description of the observation of these responses

was given. The researcher was able to see what

aspects of the teaching job were considered important

by majority of teachers of a particular category.

Chapter four presented the data -:'.' ..._

collected and full details of its analysis.
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PRESENTATION AND ANALYSIS OF DATA

This chapter contains the data that were collected

from rural primary school teachers for a study that

was investigating the factors that were considered by

the teachers as contributing to job satisfaction or

dissatisfaction.

This study was conducted in Kilome Division in

Machakos District. There were 243 teachers drawn from

23 randomly sampled primary schools who were given

the teacher's questionnaire to fill. Those who

returned the questionnaires were 215. Therefore the

return rate of th e ques tionnaire was 88.4 per cent.

Presented in this chapter are the data that form

a summary of the various personal characteristics of

the teachers who resuonded to the questionnaire.

Presented in this chapter also are the data pertaining

to the responses of the teachers to the closed ended /

items. Then there are sets of data that showed the \

responses of the teachers to the ouen-ended items of
~ I

the questionnaire. Responses of the teachers in their

various categories,to the items of the questionnaire

are presented in this chapter as well.

In all,there are 15 tables which contain the

above wentioned data. The most outstanding responses

are mentioned in the description of the data. The
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rest of the responses can be referred from the

tables which are self explanatory.

In Table I is presented a summary of the personal

characteristics of the respondents. These are given

infrequencies as well as in percentages.

TABLE I

SUMMARY OF CHARACTERISTICS OF~-THE RESPONDENTS

.Characteristic

Sex
Male
Female

Age in Years
Below 20
21 - 30
31 - 40
Above 40

Professional Qualifications
Untrained
P4
P3
p2
Pl
Sl
Approved Teacher Status
Graduate

Academic Qualifications
K.A.P.E./K.P.E./C.P.E.
K.J.S.E.
C .S .C ./E .A.C .E ./K.C.E .(O-level)
E.A.A.C.E./K.A.C.E. (A-level)
Degree

Teaching Experience
Below 2
2 - 5
6 - 9

10 - 13
14 - 17

tb. of ReSponSes Percentaoe

124 57.7
91 42.3

2 0.9
104 48.4

70 32.6
39 18.1

72 33,.5
2 0.9

36 16.8
42 19.5
60 27.9

2 0.9
1 0.5

42
42

104
27

19.5
19.5
48.4
12.6

29
41
38
35
23

13.5
19.1
17.8
16.3
10.7
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TABLE I Continued

Characteristic N.J.of ResIX'nsesPercentaae

Teaching Experience
18 - 21
Above 21

19
30

8.8
13.'5

Status
Assistant Teachers
Deputy Headteachers
Headteachers

173
21
21

80.4
9.8
9.8

Accomrodation
Schoo.i house
Rented house
Owner occupied house
Any other

39
13

161
2

18.1
6.1

74.9
0.9

Marital Status
Single
Married

37
178

17.2
82.8

As can be observed from the above table, the

majority of the teachers in the rural primary schools

are male teachers. In terms of age nearly half of the

teachers were below 3~ years of age. Although the

majority of the teachers are trained teachers of

various grades, the number of the untrained teachers

was quite substantial. They formed 33.5 percent of

the respondents. This means that about one thini of

the' rural primary school teachers were untrained.

One of the notable observatio~from the above data

was that very few rural primary school teachers had

managed to get promotions to higher grades. For

instance, there were only 2 teachers in the sample
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with 81 grade and only 1 teacher had been promoted to

the status of approved teacher. There were no

graduate teachers teaching in the rural primary schools.

This indicated that among rural primary school

teachers the need for training and promotion to higher

grades was paramount.

In terms of academic qualifications, 61 percent

of the teachers had attained form four education

and above. Al'though none of the teachers had a degree.

It is indicated that most teachers were highly learned

and could perform that work confidently. But the

number of those who had not attained form four educa-

cation was still quite substanti.al.Thereforeamong the rural

primary school teachers a good number could be said

to be poorly educated and hence-needed to be given.

the opportunity to irTrove.their academic qualifica-

tions by encouraging promotions on academic grounds.

The above table showed that the majority of the

teachers had a teaching experience of less than ,14

years. Among this group of teachers a good number

of them (32.6 percent) had not taught for more than
5 years. This indicated that a 'third o:f rural primary

school teachers were not only young but also had a

short teaching experience. This could be explained

by the rapid expansion of basic education due to

population explosion and the general public awareness
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of the need for an educated populace in the recent

years.

The majority of the teachers had the status

of assistant teacher (80.4 percent). This is more than

obvious since in every school there is only one head-

teacher and one deputy headteacher. It is an indica~~

tion that there is a great need for other promotional

opportunities to be introduced in the teaching

profession so as to provide an incentive to the tea-

chers within the schools.

The majority of the teachers in the rural primary

schools lived in their own houses (74.9 percent);

while only a few of them lived in school houses or in

rented houses. This implies that the majority of the

rural primary school teachers were locally recruited.

It could also imply that most of the rural primary

school teachers prefered to teach near their homes.

With the poor living conditions that were observed

in many rural schools, living in ones horne was the

best thing for most teachers.

Lastly as can be observed from Table I above,

the majority of the rural primary school teachers

were married (82.8 percent). 8ince the role of the

teacher is more or less that of a parent, being

married was a sign of responsibility on the side of

the teache~s.
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Presented in Table 2 are the responses of the

teachers to some aspects of the teaching job. The

responses are arranged in ranking order. These

indicate the number of respondents who agreed with

each aspect and those who disagreed, };)erce:'1tageof

these responses are also indicated. The researcher

replaced t~e strongly agree~ and agreed responses

under agreai and the strongly disagreed and disagreed

under disagreed. There were 15 aspects of the

teaching job in which majority of the respondents

indicated that they aareed with.
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TABLE 2

ASPECTS OF THE TEACHING JOB IN WHICH MORE TEACHERS AGREED

Items ~. Agreeing % No. disagreeinq %

9 I find teaching enjoyable 198 7.9

29 The success of this ~chool depends a lot on my
efHJrt:s 195

28 I am well prepared for the teaching job 1.93

23 Teac:ers sheuld be consulted before any changes
are made in the educa~ion system 192

10 I find teac~ing too demanding
'"

189.

27 There 1s goed relationship among teachers in
this school 184

30 I am .» tisfied with what I 'amable1:,.0 do.in this;school. :'C;I"~- 17:
2 Teaching needs frequent inspection 169

25 I would rather teach near home than take a rrore
paying 'job away from home 166

3 I like the way my superiors do their wo rk 164

92.1

90.7

89.8

89.3

87.0

85.6

80.0

77.2

76.3

17

20 9 •3

22 10.2

23 10.7
28 13.0

31 14.4

43 20.0

46 21.4

49 22.8

51 23.7
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TABLE 2 Continued

Item No. Agree.d. % !'b. disagree %

13 ~ teaching load in te:rmsof peri.ods per w=ek is
too much for effective teaching 153 71.2 62- 28.8

4 There are well laid down regulations and
policies on the duties of the teacher 133 61.9 82 38.1

7 The living conditions in this school are good 114 53.0 101 47.0

11 There are too many pupils per class for
effective teaching and learning in this school 108 50.2 107 49.8

21 Whenever I do a good job in my school I am
commended for it. 108 50.2 107 49.8
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From the above Table, it was observed that 92.1

percent of the rural primary school teachers found

teaching enjoyable. Teachers derive pleasure in doing

their job. It was also observed that a great majority

_(90.7 percent)of the teachers were satisfied with

what they were able to do in their respective schools.

It was an indication that rural primary school tea-

chers were happy with their performance and ability

in the teaching job. They have a high perception and

regard for their performance in the schools.

About 90 percent of the teachers who participated

in this study said that they were well prepared for

the teaching job. Although this number included some

untrained teachers, it indicated that rural primary

school teachers are confident in their work. The only

way to make the teachers more confident was through

pre-~ervice trai~ing and inservice training,as well as

seeing that those who were recruited'~or the teaching

job have high academic qualifications. The latter

could be the only reason why even the untrai'ned ones

said that they were well prepared for the teaching job.

In connection with consultation before any changes

were effected in the education systern,89.3 percent of

the teachers said that the teachers should be con-

suIted. Teachers want to be given the opportunity to
••

initiate changes in the education system. Very often,
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a lot of changes are made in the education system

without involving the teachers in the planning. This

becomes a source of dissatisfaction among the teachers

since they are the ones who implement any changes

that are made in the education system. They ought to

be the rru+Lators, of change instead of waiting for

political pressure which more often tends to initiate

changes in the education system.

Although the majority of the teachers said they

found teaching enjoyable 87 percent also indicated

tha t they found teaching too de:rnanding. This is not.
a contradiction since teaching profession is quite

involving. The teacher has to read widely, mark

pupils ,.assignments, organize extra-curricular activi-

ties, and do very many other things in and about the

school so as to fulfil the demands of the teaching

job. All these demands cannot be said to deprive the

teacher the enjoyment which the teachers indicated

they found in the teaching job.

The rest of the aspects of teachina in Table

2 were not responded to by an overwhelming majority.

One such item with a-low response concerned-the

appraisal of teachers 'performance in the schools.

Nearly half of the teachers felt that whenever they

did a good job in their schools they were not cornrne-

nded for it. Also half of the teachers said that
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there were too many pupils per class for effective

teachina and learning in their respective schools.

Although the responses to this item depended on, and

varied with the individual schools, it was cowIDonly

agreed that the number of ouoils oer class in most

schools was too high for effective teaching and

learnino. Often this is one of the factors that con-

tributed to dissatisfaction for most teachers since

they found that they had- JT'.Orepupils in a class than

they could give indi v i.du aIi.z ed assistance and instru-

ctions.
.

The living conditions for ~any schools in the

rural areas are usually seen as a source of dissatis-

faction among the teachers. In this st udy howe ve r..

53 percent of the teachers said that the livinq

conditions were good. Since most teachers resided in

their homes and. went to work from home, may be, they

found life quite manageable. In spite of this, most

schools in the rural areas lacked most of the essen-

tial facilities such as clean water, light and descent

housing facilities.

Over 70 percent of the teachers agreed that the

teaching load in terms of periods per week was too

high for effective· teaching. On the average there

was only one teacher per class which included the

headteacher. This was an indication that the teachem
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were overworked. They had to teach very many different

subjects in their schools even when they were incompe-

tent in them. They had very many lessons to prepare

every day. Therefore this is an indication that one

of the needs of the rural teachers; is the deployment

of more teaching staff to make work lighter.

In Table 3 are presented the data pertaining to

the teachers responses to some aspects of the teachinq

job. These are arranged in rank order. There were

15 aspects of the teaching job in which majority of

the teachers tended to disagree with.
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TABLE 3

ASPECTS OF THE TEACHING JOB IN WHICH MORE TEACHERS DISAGREED-

Aspects of Teaching Job No. Disagreed % No. Agreed. %

1 The salary I receive from my job is enough 202 6.0

11 This school gets enough supply of equipment 196

17 Pupils'discipline should be the responsibility
of the heads and their deputies 192

16 Out of class activities are unnecessarily a bother
to my teaching work 184

15 - M:trkingof pupils' assignments makes my work harder 173

.'!hereis sufficient accomodation for teachers in
'L thisschoo 1 171

18 The role of teachers should be teaching only 169

14 Daily lesson preparation makes my work harder 159

19 Duties for teachers during holidays serve no
useful purposes 159

22 There are many opportunities for promotion in teaching 158

93.9

91.2

89 .3

85.6

80.5

79.5

78.6

74.0

74.0

73.5

13 4

19

23

31

42

44

46

56

56

57

8.8

10.7

14.4

19.5

20.5

21.4

26.0

26.0

26.5
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TABLE 3 Continued

Aspects of Teachina Job N:).Disagreed % No. Agreect %

5 'The school buildings in this school make
my work comfortable

24 If I got another job I would leave teaching
immediately

8 There are many personal benefits in teaching
profession

26 If I got promotion to work far from home I
would accept it

20 Teachers are respected people in the 'community

154

154

125

, 115

108

71.6

71.6

58.1

53.5

50 .2

61

61

90

100

107

28.4

28.4

41.9

46.5

49.8
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As can be observedfro~ Table 3, top on the

list of the aspects of the teachinq job in which most;

teachers indicate their dissatisfaction is the salary.

~About 94 percent.said that the salary they received

was not enough. The supply of equipment in the

schools ranks second in the table. Ninety one percent

of the teachers indicated that the supply of equip-

ment was inadequate. Without adequate supply of

school equipment the teachers would not perform their

duties satisfactorily. Eighty-nine percent of the

teachers felt that the responsibility of maintaining

discipline in schools was a collective responsibility

for all teachers and therefore was not to be left to

the haedteachers and the deputy headteachers. Teachers

indicated that they wanted to feel responsible in

matters concerning the discipline of a school.

To confirm that teachers in the rural primary

schools were committed to their job, 85.6 percent

indicated that out of class ·activities were not a bother

to their teaching job. As was seen earlie4 the job

of teaching was too demanding. But inspite of this,

teachers wanted to participate in out of class

activities for these are part and parcel of the job

of a teacher. Another heavy respOnsibility for the

teac~ers is marking of Pupils' work and yet over

80% of the teachers said that this did not make their
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work harder. This confirms that the teachers enjoyed

their work inspite of the heavy responsibilities

invol ved in the job.

There was low response when the teachers were

asked to respond to the item on the respect commanded

by the teachers in the community'. Nearly half of the

teacheFs disagreed that teachers were respected people

in the community. Many rural primary school teachers

therefore feel that they are not qiven due respect

although their role in the community is so important.

This fact would make teachers feel dissatisfied and

wish to leave teaching for other respectable jobs.

Could this lack of respect for teachers be due to the

fact that they work around their home area? The

community had known most of these teachers since their

youth. And as it is commonly believed that 'familia-'

rity breeds contempt', this could be the explanation

for the low opinion the community has for the rural

primary school teachers. It could also be explained

that the community has more educated people than

ever before and so the standing of the teacher among

the comrnunity is no longer special. There is need

for further research to establish why the reputation

of the teacher in the rural areas is diminishing and

yet his contribution in the public is indispensable.
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The above data had indicated that the rural primary

school teacher is dissatisfied with the salary paid,

inadequate supply of equipment, too many pupils per

class, heavy workload and low status in the community.

Table 4 presents·data that shows what the rural

primary school teachers considered as contributing

to sat'isfaction in their teaching job. These are

shown in rank order.
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TABLE 4

ASPECTS OF TEACHING JOB WHICH ~AKE TEACHERS FEEL
VERY SATISFIED

.Frequency %

1. Working near home
2. Three holidays in a year
3. Helping (staying with) the young

children
4. Cooperation of Teachers
5. The terms and conditions of the

t.e ach i.n c job
6. Pupils good behaviour (innocence)
7. The enjoyment of the job
8. Good results of the pupils in

examinations
9. Out of class activities

10. The opportunity to expand knowledge
11. The opportunity to build the nation
12. The cooperation of the parents
13. Owner occupied house allowance
14. Freedom (no closer supervision)
15. See~ng ex-pupils' progress
16. The job is available (schools are

allover)
17. Sharing my knowledge/experience

with the youth
18. Serving the community
19. Respect from the education officers
20. I a~ able to earn my living
21. Guaranteed pension
22. Fighting illiteracy
23. Respect by pupils and parents
24. The accessibility of my boss
25. Improvements being done to the profession
26. Cheap rural life
27 Good leadership
28. Prorrotionopp:>rtuntiesfrom one grade to

another
29. Increasednurrberof educationofficers

53
39

34

24

12
9

8

7

7

6

6

5

5

5
4

4

4

4

4

4

3

3

3

2

1

1

1
'.I

1
1

24.7
18.1

15.8
11.2

5.6
4.2
3.7

3.3
3.3
2.8
2.8
2.3
2.3
2.3
1.9

1.9

1.9
1.9
1.9
1.9
1.4
1.4
1.4
0.9
0.5
0.5
0.5

0.5
0.5
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The teachers were to write two aspects or"

factors of the teaching job that made them feel very

much satisfied with the teaching job. Not all the

teachers felt free to qive their responses to this

open-ended item. Howe ve r-': a substantial number of

them gave their r-e spo nae s , After the content analysis

of their responses was done 29 aspects of the teaching

job which made the rural teachers feel very much

satisfied emerged.

The factors that were mentioned by more than ten

teachers were considered iwportant. As can be observed

from Table 4 above, 53 teachers indicated that workin~

near home gave them satisfaction. ~-.)'henasked to

explain further, they said that this enabled the~ to

see their families daily and also wade liie less
.

expensive. The fact that majority Of the rural primary

school teachers were married" Fen and women and that

they claimed that their salary was inadequate made

their explanation sound quite sensible.

Thirty nine teachers said that the three holidays

they got in a year gave them satisfaction. In their

explanations they said that this gave them a rest from

the tedious work. Another aspect of their work which

gave the teachers satisfaction was helping the young

children or staying with them. They considered the

young childre~, the pupils in the primary schools as
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innocent and obedient. It is such qualities of the

pupils which motivated the teachers to want to help

them. The teachers were satisfied that they were

helpinS their pupils to grow and expand their know-

ledge and skills. There were 24 teachers who said

that cooperation of the teachers made them feel very

much satisfied in their profession. In most schools

it was observed that the teachers were cooperative

for they shared the breaktime tea in the staffroom

and a good number took their lunch together in the

schools. Such good relations made the teachers happy.

It meant that the heads of the schools had little

problem in running the schools.

One other aspect of the teaching job in which a

number of the teachers felt satisfied with,was in the

terms and conditions of the teaching job. They felt

that these were good. The list contains many more

aspects of teaching job, which means that there are

certain factors in the teaching job which make teachers

satisfied.

Looking at the mentioned asoects of the teaching

job which were identified by the resoondents as making

them satisfied with the teachina job, most of them

were physiological according to Maslows Hierarchy

of needs. For instance the good terms and conditions

of service gave the teachers a sense of security in
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their work. Also working near home gave the teachers

a feeling of security. Security was one of the primary

or physiological needs. Three holidays in a year

relieved the teachers from the drudgery of hard work

and hence was a fulfilment of the teachers physiolo-:

gical need. The teachers psycholo~ical need of

belongingness was fulfiled in cooperation of the

other teachers. The desire to help young children

was also a fulfilment of a higher order need. It

gave the teachers self satisfaction. They felt that

they were being useful to the corow.unity.

Table 5 contains the data that are the responses

of the teachers to the open-ended item of the

questionnaire in which the respondents were asked to

name two aspects of their job which made them feel

dissatisfied with their teaching job. Some teachers

declined to respond to this auestion. Although they

were assured of the confidentiality of their res-

ponses, not all of them felt free enouah to say

anything. However a considerable number of them gave

their responses which are shown in rank order accord-

ing to the responses and percentage of the responses

per aspect.
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TABLE 5

ASPECTS OF THE TE~CHING JOB ~~ICH MAKE TEACHERS
FEEL VERY DISSATISFIED

N = 215
.Frequency %

1. Little salary (poor pay) 93
2. Too much work (being overworked) 39
3. Lack of equipment (poor supply of

equipment) 37
4. Unfair means of promotion 30
5. No leave allowance 22
6. No house allowance for married

female teachers 12
7. Lack of recognition 12
8. Travelling long distance ~or salary 12
9. Unnecessary salary deduc.tt ons . 11

10. Poor school buildings 10
11. Harrasment by inspectors 9
12. No respect by the community 8
13. No travelling allowance while on

school functions 8
14. Untrained teachers get no benefits 7
15. No many facilities as found in urban

schools 7
16. Few training and inservice oppxrtruni.t.Les 7
17. Low responsibility allowance 6
18. Too frequent and unnecessary transfers 6
19. Neaative criticism by those in

authority 6
20. Abs~teeisrrof pupils 6
21. Lack of uniform house allowance

for all teachers 6
22. No overtime payment 5
23. Poor acco~odation in schools 4
24. Walking to school daily 4

43.3
18.3

17.0
14.0
10.2

5.6
5.,6

5.6
5.1
4.7
4.2
3.7

3.7
3.3

3.3
3.3
2.8
2.8

2.8
2.8

7..8
2.3
1.9
1.9
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TABLE 5 Continued

Frequency %

25. Interference of teachers by parents
26. Lack of freedom
27. Delay in payment of claims
28. Too many changes in education system
29. The lon~er you work the more useless
30. Some bosses are dictators
31. Out of class activities
32. Going for school equipment at

District Headquarters
33. Blame of Door results on teachers
34. Delay in solving errployees problems
35. Remoteness of the area where schools

are
36. Supervision of external examinations
37. Parents' failure to attend to

pupils performance
38. Too many pupils per class
39. Failure to exempt headteachers from

classroom work
40. Writincr lesson preparation for all

lessons
41. Undermining by superiors
42. Working far from home
43. Too frequent changes in the

timetable
44. Frequent inspection
45. All teachers do not qualiry for

hospital. insurance
46. Restriction on teachers from

running business
47. Lack of medical care

4
3
3

3
2
2

2

1.9
1.4
1.4
1.4
0.9
0.9
0.9

2

2

2

0.9
0.9
0.9

2

2

0.9
0.9

1

1

0.5
0.5

1 0.5

1

1

1

0.5
0.5
0.5

1

1

0.5
0.5

1 0.5

1
1

0.5
0.5
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As can be observed from' th~ table, the rural

primary school teachers identified 47 factors that

made them feel very dissatisfied with their job.
I

Some of the factors were naturally rural oriented and

could/not be felt by teachers in the urban schools.
, -

There were 10 factors' which featured prominently and

ranked high on the list. The top most was salary.

The teachers said that the low salary which they

recei ved from their job made them dissatisfied'. When

asked to give an explanation they said, that the

salary they received was not equivalent to the heavy

work that they were supposed to do in the schools.

They said that although they worked beyond the

official working hours, nothing was ~iven in return
I

for those extra working hours. They further said

that with the rising cost of living they expected to

be paid more money so as to ~ake ends meet. The

untrained teachers felt that their salary was very low

althou~h their teaching load was as~igh as that of

the trained teachers. The teachers felt that they

were terribly underpaid when compared with workers

in other sectors of the economy.

Another factor that was identified as dissatis-

fying was too much work. Thirty nine teachers said

they were currently overworked. In their explanations



- 109 -

they said that their job kept them occupied even
during their free time and especially when they were

preparing pupils for exa~inations or during athletics

and games competitions. Lack of adequate supply of

school equipment was another factor which was expressed

by several teachers as causing dissatisfaction among

them. The schools obtained their supply from schools

Equipment Scheme stores in the district headquarters.

The teachers said that the supply of stationery, text-

books and other essential equipment was irregular and

inadequate. The pupils went without these supplies

for a long time and this hampered the progress of the

teachers' job,~rasticall • Teachers lacked essential

textbooKs when there was change in the syllabus and

said that they were not willing to snent their own

noney inorder to acquire these books from the bookshops .

.1Q. fact.,very many teachers expressed their dissatis-

faction with the role played by the Schools Equipment

Scheme, for it was not quite effective in its service

to the rural schools. They were of the opinion that

instead of relying on the equipment scheme, money

could be voted and given to the schools so as to buy

the essential equipment directly from the suppliers.

Teachers said that they were dissatisfied with

the u~fair means of prorrvtion and the few opportuni-

ties available for the promotion of teachers. They
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condemned the system of promotion on merit because

they said that sometimes it necessitated those who

had applied for it to ~anvEtss with some education

officers. They were of the opinion that promotion

on academic qualifications was more justifiable.

They further suggested that more opportunities for

promotion could be opened up instead of teachers

waiting until the places of deputy or headteachers

fell vacant. This would be the only way the teachers

were going to have something to aspire for or some

incentives in the job. Most of the trained teachers

said that the longer they served the more useless

they became. It is because they had perhaps lost

hope of ever being promoted to a higher grade.

A good number of reachers said tzhs t: t;hey were

dissatisfied because they were not paid leave

allowance. If they earned the allowance it would

have helped them meet some of their financial demands.

This allowance was paid to other civil servants

until recently when it was abolished. It is paid

to workers in the private sector. ~arried women

teachers expressed dissatisfaction for they did

not qualify for house allowance. They saw this as

a discrimination and were of the opinion that there

should be equal treatment for all teachers
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irrespective of their- sex. There is need for equal

treatment for all workers in any organization_so as

to reduce dissatisfaction among some of the workers.

Twelve teachers identified lack of recognition as a

factor that was causing dissatisfaction among them.

The same nu~ber of teachers said that they felt dis-

satisfied because they had to travel long distance

to collect their salary. Being in the rural area
v.,(",'

o ceachers travel very far to the District Education
~'):

~ Officer's office or to the banks in Machakos Town

inorder to receive their pay during the end of the

month. They said that this was not only inconvenient

every month, but was also expensive for it involved

spending money on their bus fares. They ended up

crowding the banks because they carne from allover

the District. Teachers said that in most cases they

squandered their money or sometimes they were robbed

on the way. The teachers also comDlained about

unnecessary salary deductions which were done without

prior consultation. The other factor of dissatis-

faction which featured prominently was poor school

buildings .. It was observed durinq the course of

this research that most buildings in the rural

schools left a lot to be desired. Most of therr.were

very r:xx>rlyconstructed and in rrost; cases were still
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put into use before they were ready for use. They
1-'.

were ~ nplastered, without w i.ndow. panes, without doors
0,

and ~~ floors were uncemented. The teachers resi-
(l)t-,

dent~ houses were tiny with one or two rooms,

insecure and were used before all the construction

was fully done.

Many teachers felt that the school buildings

distracted them from wantina to work in the schools

long enough. These buildings and particularly the

tuition ones were not conducive to qood learning and

teaching. Educative materials such as wall charts

could not be left in the classroo~ for they were

likely to be spoiled by weather (wind and rain) .

As can be observed from the list of the factors

that made teachers dissatisfiec. it can be said that

most of these factors existed because the schools

were in the rural area. For instance one teacher

pointed out that there was lack of medical care. It

is true that hospital facilities were lacking. Treat-

ment could only be given in dispensaries which often

lacked the medicine. Teachers could not benefit from

their Hospital Insurance Fund although some of them

were contributors to this fund. Another factor which

was contributed by the working environment was walk-

ing long distance daily to their place of work. They
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were not able to ride to the schools nor use other

~eans of transport due to lack of travelling facili-

ties. Besides, the teachers who were staying in ,.

rented houses had to rent t.hern : in the markets. They

complained that these were merely single rooms found

at the back side of the shops. These markets were

not near to most of the schools. Therefore the teachers

who lived in those market places were forced by cir-

cumstances to walk daily to and from their schools.

Therefore most of the factors that were found

by teachers as contributing to their job dissatis-

faction were physiological in nature. Most of the~'~re

related to their monetary rewards and other benefits.

If these financial needs were provided for, the

teachers would have used the money to fulfi~

not only the physiological needs,but also some of

the psychological needs. If their salary was improved,

the teachers would use it to boost their esteem and

improve their lot in public eyes. Promotio~ which is

a need for most wo rke rs,would not only help the

teachers to earn more money.,but would at the same time

give the teachers a feeling that they had achieved

something better in their career.

The data presented on Table 6 shows the distri-

bution of the teachers' personal characteristics
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according to the sex. It was the assumption of this

study that whatever responses the teachers gave in

the Teachers Questionnaire, were going to be influenced

by the various individual characteristics,- - the

teachers sex being one of them. Frequency distribu-

tion and percentages are shown on Table 6.

TABLE 6

DISTRIBUTION OF PERSONAL CHARACTERISTICS OF TEACHERS
ACCORDING TO SEX

FEMALE % ~\ MALE %
N = 91 42.3 N.= 124 57.7

AGE
Below 20 years 2 2.2
21 - 30 years 56 61.5 48 38.7
31 - 40 years 21 21.1 49 39.5
Above 40 years 12 13.2 27 21.8

PROFESSIONAL QUALIFICATIONS
Untrained 31 31.1 41 33.1
p4 1 1.1 1 0.8
P3 22 24.2 14 11.3
P2 15 16.5 27 21. 8
Pl 22 24.2 38 30.6
Sl 2 1.6
Approved Teacher 1 0.8

ACADEMIC QUALIFICATIONS
K.P.E./C.P.E. 22 24.2 20 16.1
K.J.S.E. 17 18.7 25 20.2
K.C.E. (ordinary level) 43 47.3 61 49.2
K.A.C.E. (advanced level) 9 9.8 18 14.5
Degree

TEACHING EXPERIENCE IN YEARS
Below 2 15 16.5 10 8.1
2 - 5 25 27.5 20 16.1
6 - 9 14 15.4 25 20.2

10 -13 ·1·1 12.1 23 18.5
14 -17 12 13.2 11 8.9
Above 21 9 10.0 17 13.7



- 115 -

TABLE 6 Continued

FEMALE % %

STATUS
Assistant Teachers 86 94.5 87 70.2
Deputy headteachers 4 4 .4 17 13.7
Headteachers 1 1.1 20 16.1
ACCOMODATION
School house 14 15.4 25 20.2
Rented house 3 3.3 10 8.0
Owner occupied house 73 80.2 88 71.0
Any other 1 1.1 1 0~8

MARITAL STATUS
Single 15 16.5 22 17.7
Married 76 83.5 102 82.3

From Table 6 it is shown that the majority of the

female teachers were below 30 years (63.7 percent).

This indicated that the majority of the f.e~ale teachers

in the rural schools were young. As for the male

teachers, there was almost an equal number of those

whose age was between 21 and· 30 years (48 'teacher-s) and

those whose age was between 31 and 40 years (49 teachers).A

good number of the male teachers were elderly. For

both the male and female teachers nearly one third of

them were untrained teachers (33.1 and 31.1 respecti-

vely). This data shows that among the fe~ale teachers

none of them had attained Sl or approved teacher

status. This is an indication that the male teachers

were more highly qualified professionally than the

female teachers.
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In academic qualification, there was a higher
percentage of the male teachers (63.7 percent) who had
attained ordinary level qualifications and above than
among the female teachers (57.1 percent). None of the
respondents in this study had attained a degree certi-
ficate except that, only one respondent, had been
promoted to approved teacher status which isthe equiva-
lent of a Bachelor of Education degree in status. It
is an indication that the rural primary schools lacked
teachers of very high academic attaintments. There is
need for such teachers to be deployed in the rural
schools if the standard of education is going to match
that of the urban schools.

Over one third of the female teachers had a
teaching experience of below 5 years while among the
male teachers only 24 percent had the teaching
experience of less than 5 years. This indicates that
most of the teachers who were being employed nowadays
were female teachers. It may further indicate that
'teachdnqprofession in the near future anong the rural "Schools
is going to be dominatedby female teachers as is the trend in
nost urban scbool.s,

In terms of the status of the teachers it was observed that
the majority of the female teachers (94.5parcent.)were assistant
teachers. The assistantteachers an-ongthe rraleteachers forrred

70.2 percent. It can be concludedthat it was the rraleteachers
who seemed to be favoured when promotions to deputy



- 117 -

headteachers or headteachers were being considered.

There was only one headmistress as compared to 20

he adrnas t.e r-s and 4 deputy he admi stresses as comoared

to 17 deputy headmasters.

From Table 6, it can further be observed that

80.2 percent of the female teachers lived in owne'r

occupied houses while 71 percent of the male teachers

were living in owner occupied houses. The married

female teachers were 83.5 percent while among the

male teachers 82.7 percent were married.

It has already been shown that the male teachers

outnumbered the female teachers and that more male,

teachers had manaaed to attain proIT1otionsin the

teaching profession. It would be expected for this

reasons that, the female teachers were more dissatis-

fied in the teaching j.ob than the .mal.e teachers ..' It is

also expected that due to their sex differences the

male and female teachers had varied perceptions in

aspects of the teaching job.

Table 7 presents the responses of the teachers

to some aspects of the teaching job according to

the teachers sex. Percentages of the responses are

shown in this-table and the most outstandin~ responses

are described.
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TABLE 7

TEACHERS RESPONSES 'TO ASPECTS OF THE TEACHING JOB ~CCORDING TO SEX

ASPECTS FEt-1.ALE
N = 91

% Agree % Disagree

~~ALE
N = 124

%.' Agree % Disagree

Teaching needs frequent inspection
I like the way ~y superiors do their work in
this school
There are well laid down regulations on the duties
of a teacher
The living conditions in this school are good
I find teaching enjoyable
I find teaching too demanding
There are too many pupils per class for effective
teaching and learning in this school
My teaching load in terms of periods per week
is too much for effective teaching
Whenever I do a good job in my school I am
commended for it
Teachers should be consulted before any changes
are made in the education system

80.2

71.4

62.6
56.0
94.5
85.7

48.4

61.5

48.4

87.9

19.1

28.6

37.4
44,.0

5.5
14.3

51.6

38.5

51.6

12.1

77.4

79 .8

61.3
50.8
90.3
87.9

51.6

78.2

51.6

90.3

22.6

20.2

38.7
49.2

9 • 7

12.1

48.4

21.8

48.4

9.7
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TABLE 7 Continued

ASPECTS
FEMALE
N = 91

% Agree % Disagree

MALE
N = 124
% Agree % Disagree

I would rather teach near my home than take
a more paying job away from home
There is good relationship among teachers
in this school
I am well prepared for the teaching job
I am satisfied with what I am able to do in
this school
The success of this school depends a lot
on my efforts
The salary I receive from my job is enough
The school buildings in this school make my
work comfortable
There is sufficient accommodation for teachers
in this school
There are many personal benefits in
teaching profession
This school gets enough supply of school
equipment
Daily lesson plan ~akes my work harder

76.1 20.9

82.4
90.1

17.6
9.9

87.9 12.1

71.4
8.8

28.6
91.2

27.5 72.5

27.5 72.5

47.3

8.8
23.1

91.2
76.9

75.8

87.9
89.5

92.7

86.3
4.0

29.0

15.3

37.9

8.9
28.2

24.2

12.1
10.5

7.3

13.7
96.0

71.0

84.7

62.1

91.1
71.8
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TABLE 7 Continued

ASPECTS FEM.ALE
N = 91

% Agree % Disagree.·

MALE
N = 124

% Agree % Disagree

Marking of pupils assignments makes my
work harder
Out of class activities are unnecessarily
a bother to my teaching work
Pupils' discipline should be the
responsibility of the headteacher and
the deputy
The role of the teacher should be
teaching only
Duties of the teachers during the school
holidays serve. no useful purpose
Teachers are respected people in the
community
There are many opportunities for promotion
in teaching
If I got another job I would leave
teaching immediately
If I got promotion to work far from horne
I would accept it

20.9 79.1 18.5

14.5

5.6

17.7

25.0

50.0

24.2

33.1

49.2

81.5.

85.5

94.4

82.3

75.0

50.0

75.8

66.9

50.8

14.3 85.7

17.6 82.4

26.4 73.6

27.5 72.5

49.5 50.5

29.7 70.3

22.0 78.0

42.9 57.1
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Data in Table 7 shows that for both sexes tea-

ching job was enjoyable but among the female teachers

the percentage was higher (94.5 percent). Ninety

percent of the female teachers felt that they were

well prepared for the teaching while 89.5 percent of

the male teachers responded to this item. The female

teachers were more confident than the male teachers

as can be seen in this case. Arrong t;he female

teachers, 87.9 percent said that teachers should be

consulted before any changes were made in the education

system. The same number of female teachers said that

they were satisfied with what they were able to do in

their schools. .Fo r the male teachers in these two

aspects of the teaching job, there were higher

percentages of 90.3 and 92.7 respectively. This was

an indication that rrore of the male teachers wanted

autonomy in the job and were more confident. However

rrore female teachers had saiq that they were well

prepared for the teaching job.

Among the male teachers, 87.9 percent said that

they found teaching too demanding while among the

female teachers the response was 85. 7 percent. There-

,.
Ore more ma e teachers were dissatisfied with the

nature of the teaching job than the female teachers.

On relationship among teachers 87.9 percent of the
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male teachers said that there was good relationship

while among the female teachers the percentage was

lower. (82.4 percent). There fore the female teachers

had a higher demand for the social need of belonging.

They expected more cooperation than was existing in the

schools.

The percentage of the male teachers who showed

dissatisfaction with the salary was 96 percent while

the percentage among the female teachers was 91.2

percent. It is an indication that the male teachers

were more concerned about the salary they received

than the female teachers. However on the question of

supply of equipment in the schools both the male and

the female teachers were equally affected.

There was a marked difference in response between

the sex of the teachers when the question of responsi-.

bility to maintain discipline was asked. Among the

male teachers 94.4 percent said that such a respon-

sibility should not be left to the headteacher and

the deputy headteacher. Among the female teachers

the percentage was 82.4. It was an indication that

more male teachers were ready to participate in main-

taining discipline in the schools than the female

teachers.

Responses of the teachers according to sex

indicated that there were variations in response to
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different aspects of the teaching job. Therefore it

can be concluded that perception of the teachers to

factors that contributed to their job satisfaction

or dissatisfaction could be influenced to some extent

by a teacher's sex.

Data presented on Table 8 are showing the distri-

bution of the teachers'personal characteristics

according to the age of the teachers. It was the

assumption of this study that perception of factors

that contributed to job satisfaction or dissatisfac-

tion among the rural primary school teachers would be

influenced by the teachers'age. There were 106

teachers whose age was below 30 years (young teachers).

There were 70 teachers whose age was between 31 and

40 years (middle aged teachers) and 39 teachers wnose

age was above 40 years (elderly teachers). Percenta-

ges of the teachers for each of the various personal

characteristics are shown.
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TABLE 8

DISTRIBUTION OF TEACHERS PERSONAL CHARACTERISTICS
ACCORDING TO AGE

SEX
Male
Female

PROFESSIONAL GRADES~
Untrained/" v .v' ....J
P4
P3
P2
PI
SI
Approved Teacher

ACADEMIC ATTAINMENT ~
C.P.E.
K.J.S.E.
K.C.E.
K.A.C.E.

TEACHING EXPERIENCE IN
!Below 2
2 - 5
6 - 9

10 -13
14 -17
18 -21

Above 21

STATUS
Assistant Teachers
Deputy headteachers
Headteachers

ACCOMMODATION
School house
Rented house
Owner occupied house
Any other

MARITAL STATUS
Single
Married-

Below
30 yrs.
N =106 N = 70

31 - 40 yrs. Above 40
yrs.
N = 39

46.2
53.8

56.6
0.9
3.8
6.6

32.1

2.8
17.0
68.9
11.3

YEARSv'
29.3
34.9
26.4

9.4

99.1
0.9

27.4
9.4

61.3
1.9

32.1
67.9

% %
68.8
31.2

69.2
38.8

%

15.7 2.6
2.6

51.3
35.9

7.7

17.1
30.0
32.9

2.9
1.4

22.9
21.4
40.0
15.7

59.0
23.0

7.7
10.3

1.4
15.7
34.3
28.6
15.7

4.3

2.6
7.7

20.5
69.2

62.9
17.1
20.0

61.5
20.5
18.0

11. 4
4.3

84.3

5.1

94.9

4.3
95.7 100
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From Table 8 it can be observed that the majority

of young teachers were female (53.8 percent) while

the majority of the middle aged and elderly teachers

were male (68.8 and 69.2 percent respectively). Among

the young teachers the majority were untrained (56.6

percent), while the majority of the middle aged

teachers were trained teachers of P2 grade and above

(65.8 percent), and among the elderly teachers, the

majority were trained teachers of P3 grade (51.3 per-

cent). Therefore as far as the professional quali-

fications of the teachers were concerne~, the data

indicated that, most of the young teachers were

unqualified and their greatest need was opportunity

to get the professional training. It also indicates

that the middle aged teachers were highly qualified

while among the elderly teachers they were mostly

of low grades. It was among the middle aged teachers

where a few managed to get promotions. Due to these

variations it was likely for these teachers to express

their needs various~y.

In academic qualifications among the young

teachers the majority l79.2 percent) had attained

form four education and above. Among the middle aged,

55.7 percent had attained form four education and

above;while among the elderly teachers the majority
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(59 percent) had only attained primary school educa-

tion. Therefore inspite of the fact that the young

teachers mostly lacked professional qualifications,

they were of high academic qualifications in most of

the cases.
,

As far as the teachers = teaching experience was

concerned, among the young teachers the majority

(64.1 pe~cent) had a teaching experience of less than

five years, while among the middle aged teachers the

majority (62.9 percen~ had a teaching experience of

between 10 and 17 years. Among the elderly teachers

the majority (80.7 percent) had a teaching experience

of over 18 years. It can therefore be observed that,.
inspite of the fact that the elderly teachers lacked

sound academic qualifications, they had the longest

teaching experience. There is need however to try

and establish how effective these elderly teachers

were with their primary level of education; whether

they are able to cope with the many changes that take

place in the education from time to time.

In terms of status, it can be observed that

99.1 percent of the young teachers were assistant

teachers. Among the middle aged and elderly teachers,

the percentage of the assistant teachers were 62.9

and 6~~5 respectively. Most of the headteachers were
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recruited from the middle aged teachers while most

of the deputy headteachers were from the elderly
. -group of teachers.

t 'This researcher had learnt from the teachers that

most of the elderly teachers had relinquished their

headship responsibilities in favour of working near

their homes. One such teacher expressed his dissatis-

faction with the teaching job in that the older one

became the more useless one was viewed. It was

learnt that others had to give up headship responsi-

bilities to give way to the younger and more dynamic

teachers. This researcher witnessed that in some

schools the headteachers were former pupils of some

of their assistant teachers. This must be a source

of frustration and dissatisfaction although some

teachers said that they were proud to see the success

of their products.

The elderly teachers were largely living in

their own houses (94.9 percent), while among the middle

aged and the yOULg teachers the percentages for the

teache~sstaying in their own houses were 84.3 and 61.9

respectively. This was an indication that the older

the teachers the more they got satisfied with teaching

near their homes. All the elderly teachers were

married teachers.
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Table 9 presents responses of the teachers to

aspects of the teaching job according to their age

groups. The most outstanding responses where over

90 percent of the respondents in each age group agreed

or disagreed with the items are .d Lscussed below.
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TABLE 9

TgACl1~R.~,', 'RESPONSES TO ASPECTS OF THE TEACHING JOB ACCORDING TO AGE

~spects of Teachina

%

Teaching needs more frequent inspection
I like the way my superiors do their work
There are well laid down regulations on the duties
of a teacher
The living conditions in this school are good
I find teaching enjoyable
I find teaching too demanding
There are too many pupils per class for effective
teaching
My teaching load in terms of periods per week is too
much
Whenever I do a good job in my school I am
commended for it
Teachers should be consulted before any changes are
made in education

There is good relationship among the teachers in
this school

Below 30 yrs 31 - 40 yrs Above 40 yrs.
Agree DisagreeAgree Disagree Agree Disagree

N = 106 N = 70 N = 39

69.8
73.6

66.0
47 .2
89.6
84.9

48.1

69.8

%

30.2
26.4

,34.0
52.8
10.4
15.1

51.9

30.2

49.1 '50.9

91.5 8.5

84.0 16.0

87.1
82.0

58.6
61.4
92.9
87.1

57.1

74.3

%

12.9
20.0

/41.4
38.6

7.1
12.9

42.9

25.7

51.4 48.6

88.6 11.4

85.7 14.3

87.2
76.9

56.4
53.8
97.4
92.3

43.6

69.2

12.8
23.1

43.6
46.2

2.6
7.7

56.4

30.8

51.3 48.7

84.6 15.4

89.7 10.3
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TABLE 9 Continued

Aspects of Teachina

5.7 5.1I ~ w~ll prepared for the teaching job
I _S~tisfied with what I am able to do in
th~ s~hool
Th
The
eno

su cess of this school depends a lot onrry efforts'
sa ary I receive from my teaching job is
gh

The sc' 001 buildings in this school make
my or comfortable
The e -·s sufficient accommodation for teachers
in ~iES school
The:t:L:"eG;;tremany personal benefits in the
tea ~i g profession
Thi- s~hool gets enough supply of equipment
Dai :y esson plan makes my work harder
Mar inSJ of pupils assignments makes my work
har er
Out cof
bot er
Pup ff .:JLs
of t::=.lhe

class activities are unnecessarily a
to my teaching work
discipline should be the responsibility
headteacher and deputy

Bela.v30 yrs
Agree Disagree

% %

84.9

89.6
84.0

6.6

23.6

14.1

34.9
6~6

27.4

19.8

15.1

15.1

15.1

10.4
16.0

93.4

76.4

85.7

65.1
93.4
72.6

80.2

84.9

84.9

31 - 110yrs Above 40 yrs
Agree Disagree Agree Disagree

% % % %

94.3

88.6
80.0

8.6

32.9

27.1

52.9
14.3
28.6

15.7

14.3

5.7

11.4
20.0

91.4

67.1

72.9

47.1
85.7
71.4

84.3

85.7

94 .3

94.9

97.4
69.2

33.3

25.6

41.0
5.1

17.9

25.6

12.8

7.7

2.6
30.8

100

66.7

74.4

59.0
94 .9

82.1

74.4

87.2

92.3
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ontinued

Aspects of Teaching Below 30 yrs 31 - 40 yrs '.Above 40 yrs
Agree Disagree Agree DisagreeAgree Disagree

% % % % % %

#"

ly 23.6 76.4 20.0 80.0 17.9 82.1The role of the teacher should be teac~ 0

Duties for teachers during school holi~ se ve
71.7 28.6 71.4 15.4 84.628.3no purpose
61.3 60.0 40.0 151.5 38.538.7Teachers are respected people in the cc;ni t-:£i

There are many opportunities for promo. in' 26.4 73.6 28.6 71.4 23.1 76.9teaching
If I got another job I would leave t.e ad g 35.8 64.2 22.9 77.1 17.9 82.1immediately
If I got promotion to work far from ho woc.fUld

50.0 50.0 50.0 50.0 38.8 61.2accept

,/
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One of, the most outstanding responses was o~ the

salary the. teachers received~. All the elderly teachers

said that the sa~ary they received'~as inadequate.

Among the middle aged and· the yo~ng teachers there

were a few who said they received adequate salaries.

however the responses were still very high against

this item. ~T~h~e~~==~_ the elderly teachers

by ~irtue of their grades~ mos~ of the younger teachers
,

being untrained and the elderly ones being mostly in

low grades, were obviously receiving lower pay than

the middle aged teachers. It was from the latter group

'that most of the teachers said they were satisfied

with the salary. In this aspect of the teaching job,

it is clearly demonstrated that the teachers perception

of satisfaction or dissatisfaction varied with the

teachers' age. But it can also be said that apart

from the age of the teachers,/there were other under-

lying factors which aff~cted the responses of the
\

teachers and one of them could have been their pro-

fessional' grades.

A greater majority ~f the elderly teachers and
I

the middle aged teachers said that they ,enjoyed

teaching. Their percentages were 94.4 and 92.4

respectively. The same number of the elderly teachers

r

said that they were satisfied with what they were able

to do in their schools. Despite their.low grades
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and low academic attainments, the elderly teachers

were contented with their ability and performance in

their job. They indicated that they were self

confident in the teaching job.

Concerning the discipline of pupils in schools

the middle aged teachers and the elderly teachers

overwhelmingly agreed that it should not be left

to the headteachers and the deputy headteachers alone

but rather it should be a collective responsibility.

These two age goups wanted to be involved in discipline

matters more than the young teachers. The fact that

the middle aged teachers demonstrated the'. most

interest goes on to prove why the majority of

therr. ended up in the headship position.

Although all the different age groups of the

teachers mostly felt that the supply of school

equipment was inadequate, it was the elderly teachers

and the younger teachers whose responses were the

highest. These were 94.9 percent and 94.3 percent

respectively. About 95 percent of the elderly tea-

chers and of the middle aged teachers said that they

were well prepared for the teaching job. For the

young teachers their response was much lower. Since

majority of the young teachers were untrained they
cou~d. not say with a ~ot of confidence that they were
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well prepared for the teaching job. Lack of good

preparation for a job-through training can be a

source of dissatisfaction.

It should also be pointed out that 92.3 percent

of the elderly group of teachers said that teachin~

was too demanding. The same number of the elderly

teachers preferred to teach near home than take a

promotion to teach far away from home. Although most

It was then concluded from the responses of

rural primary school teachers preferred to teach near

home, it was the elderly teachers who preferred this
-most. Rural Primary school teachers would find dissa-

tisfaction in their job if they were posted far away

fro~ their homes since there is a school in nearly
\

every village.

The majority of the teachers in the respective

age groups felt that teachers should be consulted

before any changes were made in the education system.
\

However, it was the younger teachers who showed

greate~ support to this item. Ninety two percent of

the younger teachers agreed with the item. This perhaps

indicated that these other elder groups of teachers

preferred to be a little submissive and prepared to
!implement whatever policies were dictated from the edu-

cation offices.

the teachers to some aspects of the teaching job
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that the teachers' age influenced the perception of

the teachers of the factors that contributed to job

satisfaction or dissatisfaction.

In Table 10 is presented data that show the

distribution of the personal characteristics of

the teachers according to their professional quali-

fications. It was the assumption of this study

that the teachers perception of the factors that

contributed to job satisfaction or dissatisfaction

was influenced by the teachers' professional quali-

fications. For the purpose of this study, the

professional qualifications were viewed in the pers-

pective of the untrained teachers and the trained

teachers. The former did not have training in a

teachers'college and had no professional qualifica-

tions. The latter had undergone formal training

and had attained teaching certificates ranging from

p4 certificate up to Approved Teacher status.

Among the respondents there were 72 untrained teachers

and 143 trained teachers of various grades.



- 136 -

TABLE 10

DTSTRIBUTION OF TEACHERS~PERSONAL CHARACTERISTICS
ACCORDING TO THEIR PROFESSIONAL QUALIFICATIONS

UNTRAINED
TEACHERS
N = 72

TRAINED
TEACHERS
N = 143

% %
SEX ..
Male
Female

59.9
-41.1

58.0
42.0

AGE IN YEARS
Below 20
21 - ~O
31 - 40
Above 40

2.8
80.6
15.3

1.3

33.6
41.3
25.1

ACADEMIC QUALIFICATION
C.P.E.
K-J.S.E
K.C.E. (ordinary level)
K.A.C.E. (advanced level)

4.2
33.4
63.9
12.5

27:2.
12.6.
40.6
12.6

TEACHING EXPERIENCE IN YEARS

Below 2
2 - 5
6 - 9

10 -13
14 -17
18 -21
Above 21

25.0
26.4
25.0
19.4

2.8
1.4

4.9
18.2
14.7
14.0
14.7
16.1
17.5

ACCOMMODATION
School house
Rented house
Owner occupied house
Any other

27.8
11.1
61.1

13.3
3.5

81.8
1.4

MARITAL STATUS
Single
Married

27.8
72.2

11. 9
88.1
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From Table 10 it was observed that among the

untrained teachers the majority (50.9 percent) were

male teachers while among the trained teachers the

male teachers formed the majority (58 percent). Over

80 percent of the untrained teachers were below 30

years of age while among the trained teachers the

majority (66.4 percent) were above 30 years. Among

the untrained teachers, 76.4 percent had attained

secondary school education of form 4 and above while

among the trained teachers those who had attained the

form four education and above formed 53.2 percent.

This indicated that there were more academicallyqualified

teachers among the untrained teachers than was the,

case with the trained teachers. This is perhaps

the reason why even the untrained teachers claimed

that they were satisfied with their ability and

performance in the teaching job. It was surprising

to note that there were some teachers who had served-

for more than 10 years without having been trained.

These formed over 23 percent of the untrained teachers.

This must have caused a lot of dissatifaction since

they were paid a fixed salary over all those years

without getting any annual increments. For both

categories of teachers, the majority lived in owner occupi.er

houses and were married teachers.
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Presented in Table 11 were the responses of the

teachers to some aspects of the teaching job which

is shown according to the teachers' qualifications.

It was the assumption of this study that the teachers'

perception of the factors that contributed to their

job satisfaction or dissatisfaction was influenced

by the teachers' professional qualifications.

Percentages of ±he respondents who agreed or dissagreed

with the open-ended items of the questionnaire are

presented. The most significant responses are described.
below.
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TABLE 11

RESPONSES OF TEACHERS TO ASPECTS OF THE TEACHING JOB ACCORDINC TO
PROFESSIONAL QUALIFICATIONS

Aspects of Teaching Job
UNTRAINED

N = 72'
Agree Disagree

% %

TRAINED
N = 143

Agree Disagree
% %

Teachers need frequent inspection
I lik~ the way my superiors do their work in
this school
There are well laid down regulations on the duties
of a teacher
The living conditions in this school are good
IT find teaching enjoyable
I find teaching too demanding
There are too many pupils per class for effective
teaching in this school
My teaching load in terms of periods per week
is too much for effective teaching
Whenever I do a good job in my school I am
commended for it

88.9

68.1
51.4
88.9
79.2

37.5

59.7

50.0

27.7

11.1

31.9
48.6
11.:1,
20.8

62.5

40.3

50.0

81.8

69.9

58.7
53.8
93.7
90.9

56.6

76.9

50.3

18.2

30.1

41.3
43.2

6.3
9 .1

43.4

23.1

49.7



- 14Q -

TABLE II Continued

Aspects of 'I'e ach Ln q Job UNTRAINED TRAINED
N = 72 N = 142

Agree DisagreeAgree Disagree
% % % %

Teachers should be consultedbefore any changes are made in education
I would rather teach near my home than take a more payirlgjob far+eway
There is good relationship among teachers in this school
I am well prepared for the teaching job
I am satisf~~d with what I'am able to do in this school
The success Jf this school depends a lot on my efforts
The salary I receive from my job is enough
The school buildings in this school make my work comfortable
There is sufficien~ accommodation for teachers in this school
There are many personal benefits in teaching profession
This school gets ~nough supply of equipment
Daily lesson plan makes my work harder
Marking pupils assignments makes my work harder
Out of class acti vities are unnecessarily a bother to Il1i teachingwork
Pupilsvdiscipline should be the responsibility of the headteacher
and the deputy

94.4
77.7
90.3
79.2
90.3
83.3

5.6
16.7
19.4
33.3

8.3
34.7
19.4
16.7

15.3

5.;6
23.3

9.7
20.8

9 • 7

16.7
94.4
'83.3
79.6
66.7
91.7
65.3
79.6
83.3

84.7

86.7
76.9
83.2
95.1
90.9
78.3

6.3
21.0
21.0
46.2

9.1
21.7
19.6
13.3

8.4

13.3,
23.1
16.8

4.9
9.1

21.7
93.7
7::9.0

79.0
53.8
90.9

78.3
80.4
86.7

91.6
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TABLE 11 Continued

Aspects of Teaching Job UNTRAINED TRAINED
N = 72 N = 142

Agree Disagree Agree Disagree
% % % %

23.6 76.4 20.3 79.7

27.8 72.2 25.2 74.8
41.7 58.3 72.7 27.3

25.0 75.0 27.3 72.7

44.4 55.6 20.3 79.7

56.9 43.1 41.3 58.7

The role of the teacher should be teaching only
Duties for teachers during the holidays serve:
no useful purpose,
Teachers are respected people in the coromunity
There are many opportunities for promotion in
teaching I
If I got anocher job I wvuld leave teaching
immediately
If I got promotion to work far from home I would
accept it
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For both categories of teacher~ salary was a

major source of dissatisfaction. On Table 11 the data

show that 94.4 percent of the untrained teachers

confirmed this while among the trained teachers the

percentage was' 93.7. The trained teachers were paid

higher sa~aries than the unt.rafned teachers yet they

overwhelmingly indicated dissatisfaction with salary.

About 95 percent of the untrained teachers felt

that the teachers should be consulted before any

changes were made in the education system. The

trained teachers indicated similar feelings but with

a lower percentage of 86.7. This shows that the

untrained teachers to a large extent wanted to have

a say whe n changes were being effected in the

education system.

Awong the trained teachers there were 95.1

percent who felt that they were well prepared for the

teaching job. Such a high percentage of response

tQ the item may be ascribed to their training. As

for the untrained teachers79.2 percent also said

they were well prepared for the teaching job. The

high percentage for them could be ascribed to the

fact that some were undergoing an inservice training

programme while as was seen above most untrained

tea~hers had attained high academic qualifications.

Most of the trained teacher.s said that they enjoyed
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teaching. These formed 93.7 percent. Among the

untrained teachers there was also a very hi!?:hproportion,

(88.9 percent) who said they enjoyed teaching. This

indicated that the trained teachers found more satis-

faction in teaching than the untrained teachers.

This was further proved by the fact that there was

a higher percentage (44.4) of the untrained teachers

who said they wou Ld leave teaching imrnediately i£

they got another job as compared to only 20.3 percent

of the trained teachers.

For both categories of teachers, a great majority

felt that the schools were poorly supplied with

school equipment. This was over 90 percent for both

groups. Again for both groups of teachers a great

majority said that the discipline of pupils should not

be left to the head teachers and their deputies. How-

ever it was the trained teachers who showed a higher

inclination to this with a percentage of 91.6 while

among the untrained teachers the percentage was 84.4

Both groups also said they were satisfied with what

they were able to do in their schools with a percentage

of over 90. This was an indication that the rural

primary school teachers had a high self concept of

their ability to perform their duties well in the

schools.

A majority of the trained teachers (90.9



- 144 -

percent) found teaching too demanding. This indicated

t at the trained teachers accepted that teaching was a

challenging job and consequently demanded their best

efforts and responsibility. Among the ..untrained

teachers the percentage which said that teaching was

too demanding was comparatively low (79.2).

There was a higher percentage of the untrained

teachers responding to the item on the relation-

ship among the teachers. Over 90 percent said that

the relationship was good while among the trained

teachers the percentage was 83.2. It was an indica-

tion that the untrained teachers were more cooperative

than the trained teachers. Majority of them said that

they were happy with the way their superiors were doing

their duties in their resoective schools. Awong the

trained teachers only a bare. . majority of 69.9 per-

cent indicated that they were happy with the perfor-

mance of their superiors. It could be concluded that

they expected better performance from their superiors

Presented in Table 12 is the data which indicatea

the distribution of the personal characteristics of

of the respondents according to their teaching

exoerience. The te achers are distributed into 3

groups. The first group is composed of those teachers

whose teaching experience was below 10 years. In the
second group the teachers' teaching experience was 10
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to 21 years. The third group includes all the

teachers whose teaching experience was above 21 years.

It had been assumed that ones work experience would

influence the responses.

TABLE 12

DISTRIBUTION OF PERSONAL CHARACTERISTICS OF TEACHERS
ACCORDING TO THEIR TEACHING EXPERIENCE

Below 10 yrs. Lo - 21 yrs Abo\€ 21yrs
N = 108 N = 77 N = 30

% %%

SEX
Male
Female

AGE IN YEARS
Below 20
21 - 30
31 - 40
Above 40

PROFESSIONAL QUALIFICATIONS
Untrained
P4
P3
p2
pI'
Sl
Approved Teacher S~atus

ACADEl-lICLEVEL

C.P.E.
K.J.S.E.
K.C.E. (ordinary level)
K.A.C.E.{advanced level)

50.0
50.0

64.9
35.1

66.6
33.4

1.9
86.1
12.0

14.4
70.0
15.6

10.0
90.0

50.9
0.9
1.9
7.4

38.9

28.8 3.3
3.3

50.0
36.8
6.6

24.7
29.9
28.8

2.6
1.3

1.9
11.1
71.3
15.7

27.3
31.2
32.5

9.1

63.4
20.0

6.6
10.0
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TABLE 12 Continued

Eelow 10 yrs 10 - 21 yrs Above 21 yrs
N = 108 N = 77 N = 30

% % %

STATUS
Assistant teachers 92.6 67.5 70.0
Depnty headteacher 3.7 15.6 16. 7Headteacher 3.7 16.9 13.3
ACCOMMODATION
School house 27.8 10.4 3.3
Rented house 8.3 5.2
Owner occupied house 62~0 84.4 96.7
Any other 1.9
MARITAL STATUS
Single 31.5 2.6 3.3
Married 68.5 97.4 96.7
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Table 12 shows that there were 108 teachers~half of
all the respondents whose teaching experience was less
than 10 years. In the second group of teachers who had
served for a period of 10 to 21 years., there were 77

I'
,

teachers. In the third grouD whose teachers had·
- I

served for over 21 years, there were 30 of them.
There was a split between the male and female

teachers whose t~aching experience was below 10 years.
IAmong the teachers whose teaching experience was above

10 years the majority were mal~. This indicated that
in recent years recruitment qf female teachers had
increased.

The majority of the teachers whose.teaching
experience was below 10 years (86.1 percent), were
young teachers of between 21 years and 30 years. For
the teachers whose teaching experience was between 10
and 21 years, 70.1 percent were middle aged,while among
the teachers of a service of over 21 years 90 percent

I

were over 40 years old.
Ealf of the untrained teachers had served for less

than 10 years while the other half had served for more
than 10 years. Half of the teachersIDO had served for over
21 years had P3 teachingcertificates. The teacherswho had mana-
ged to get promrtions of SI and Approved Teacher status were arrong

\ .the group that had .aservice ranging between lJ and 21 years. It
indicates that,thoseIDose teachingeXPeriencewas above 21 years
had no rroreexpectations of being praroted to higher status,although
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t.hey,had the Loriq est; experience.

The majority of the teachers whose service was

below 10 years (87 percent) had attained academic

qualifications of Kenya Certificate of Education

(form four level) and above. Among the teachers

whose service was betVTeen 10 and 21 years, only

a minority. (41.6 percent)had attained form four

education and above. Over eighty percent of the

longest serving teachers had ~arely gone beyond

form four.

The majority of the headteachers were found

among the teachers who had served for a period of

between 10 years and 21 years, while the majority

of the deputy headteachers,were found among the

group of teachers that had served for over 21 years.

There were very few teachers appointed to become

headteachers -.or deputy headteachers from the group

of teachers who had served for less than 10 years.

The data indicates that the teachers of short

service and those of very long service hardly

qualified for headship positions.

Nearly all the longest serving teachers lived

in their own houses and were married.

Table 13 contains responses of the teachers

0!11 some aspects of the teaching job according to

their teaching experience. It was the assumption
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of this study that the teacher's perception of the

factors that contributed to job satisfaction or dissa-

tisfaction was influenced by their teaching experience.

The responses of the ·teachers are shown in three

columns which correspond with the three groups of

the teachers according to their teaching experience.

In the first column are responses of the teachers who

had served for a period of less than 10 years. In

the second column are responses of the teachers who

had served for a period ranging between 10 years and

21 years. In the third column are responses of

teachers whose service was over 21 years. All the

responses are given in percentage.
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TABLE 13

TEACHERS' RESPONSES TO ASPECTS OF THE TEACHING JOE ACCORDING TO THE TEACHING
EXPERIENCE

BELOW 10 YEAR) 110 - 21 YRS - AOOVE 21YRS
Agree Disagree Agree Disagree Agree Disagree

Aspects of Teaching Job N = 108 N = 77 N = 30
% % % % % %

Teaching needs more frequent inspection 70.4 29.6 85.7 14.3 90.0 10.0
I like the way my superiors do their work 74.1 25.9 77.9 22.1 80.0 20.0
There are well laid down regulations on
the duties of a teacher 64.8 35.2 58.4 41.6 60.0 40.0
The living conditions in this school are good 48.1 51.9 57.1 42.9 60.0 40.0
I find teachdng enjoyable 91.7 8.3 90.9 9.1 96.7 3.3
I find teaching too demanding 84.3 15.7 90.9 9.1 86.7 13.3
There are too many pupils for effective
teaching and learning 51.9 48.1 48.1 51.9 50.0 50.0
My teaching load in terms of periods per week
is too much 70.4 29 .6 74.0 26.0 66.7 33.3
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TABLE 13 Continued

BELOW 10 YRS. 10 - 21 YRS. ABOVE 21 YRS.
Agree Disagree Agree Disagree Agree 'Disagree

N = 108 N = 77 N = 70% % . % % % %
Whenever I do a good job in my-sc"hool I amcorrmended
Teachers should be consulted before any changes
are made
I would rather teach near my home than take a
more paying job far away
There is good relationship among the teachers in
this school
I am well prepared for the teaching job
I am satisfied with what I am able to do in this
school
The success of this school depends a lot on my
effort
The salary I receive from my job is enough
The school buildings in this school make my work
comfortable
There is sufficient accomodation for teachers
in this school
There are many personal benefits in teaching 'profession
This school gets enough supply of equipment
Daily lesson plan makes my work harder

45.4

86.1 13.9 97.4

77.8 2?.2

96.3 3:7
87.0 -13.0

88.0 1?.0

83.3
6.5

23.1

14.8
36.1

9.3
26.9

16 :7
93.5

76.9

85.2
63.9
90.7
73.1

77.9

83.1
92.2

92.2

77.9
7.8

29.9

26.0
50.6

9.1
28.6

40.3

2.6

22.1

16.9
7.8

7.8

22:1
92.2

70.1

74.0
49.4
90.9
71.4

43.3 56.7

80.0 20.0

86.7
93.3

96.7

73.3

43.3

26.7
40.0

6.7
16.7

3.3

13.3
6.7

3.3

26.7
100.0

56.7

73.3
60.0
93.3
83.3
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TABLE 13 Continued

Marking pupils work makes my work harder
Out of class activities are unnecessarily a
bother to my work
pupils discipline should be the responsibility
of the headteachers and the deputy
The role of the teacher should be teaching only
Duties for teachers during holidays serve no useful
purpose
Teachers are respected people in the community

'!hereare IIlc'1iI:.y .-opportunitiesfor promotion in teaching
If I got another job I would leave teaching
immediately
If I got promotion to work far from home I
would accept 63.3

18.5

11.1

11.1
20.4

28.6
36.1
24.1

35.2

50.9

81.5

89.9

89.9
79.6'

71.3
63.9
75.9

64.8

49.1

18.2

18.2

9.6
23.4

26.0
64.9
32.5

23.4

44.2

81.8

81.R

90.9
76.6

74.0
35.1
67.5

76.6

55.8

26.7

16.7

13.3
20.0

16.7
60.0
20.0

16.7

36.7

73.3

83.3

86.7
80.0

83.3.
40.0
80.0

83.3
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TABLE 13 Continued

BE1Dw m YRSAgree lsagree
% %

18.5 73.3Marking pupils work makes my work harder
Out of class activities are unnecessarily a
bother to my work
Pupils discipline should be the responsibility
of the headteachers and the deputy

'The role of the teacher should be teaching only
Duties for teachers during holidays serve no useful
purpose
Teachers are respected people in the community

There are mrn..:.y'opportunities for promotion in teaching
If I got another job I would leave teaching
immediately
If I got promotion to work far from home I
would accept

11.1

11.1
20.4

28.6
36.1
24.1

35.2

50.9 63.3

81.5

89.9

89 .9
79.6

71.3
63.9
75.9

64.8

49.1

18.2

18.2

9 .1'

23.4,

26.0
64.9
32.5

23.4

44.2

81.8

8l.R

90.9
76.6

74.0
35.1
67.5

76.6

55.8

26.7

16.7

13.3
20.0

16.7
60.0
20.0

16.7

36.7

83.3

86.7
80.0

83.3
40.0
80.0

83.3
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All the teachers (100 percent) whose teaching

experience was above 21 years, said that they were

dissatisfied with their salary, as can be seen from

their response to the item on the salary received by

the teachers. Responses from other groups of teachers
/

were equally high on this item. The percentage was

over 92. This indicated that the teachers were all

affected by ,their salary but those who had served the

longer period were more affected. The least affected/

by the salary paid, were the teachers who had a
-teaching experience between 10 and 21 years. However

it was among this group that ~ost of the teachers who

got promotions belonged.

Over 97 percent of the teachers whose experience
\ -was getween 10 and 21 years, felt that teachers should

be consulted before any changes were effected in the

education system. The next highes£ response of 86.1

percent to this ite~ was from among the teachers with

the teaching experience below 10 years. The teachers

who ~ad served longest, least supported the idea
r

but still with a large majority of 80 percen~. Over

90 percent of all the teachers said that they enjoyed

teaching. Ninety six percent of the teachers who

had served for over 21 years indicated.the sa-oe. It.in6icates

that the longer one served the rrorevar:Lableone viewed the teachingjob.
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Responses to the item in which the teachers were

to indicate their attitude on teaching near home or

being promoted to teach away from home showed that

nearly all the teachers who had served for over 21

years preferred to teach near home. About 78 percent

of the teachers with a teaching exper~ence below 21

years also preferred to teach near horre.M2.jorityof

them (50.9%)·~. , though not so many" indicated that they

would not mind getting a promotion to teach in other

schools away from their homes. Since they were rela-

tively young it may be assimed thatyoung teachers sought

satisfaction in the need for status than the elderly

teachers with longer) ~ervice. The latter were less

ambitious and wanted to settle down and teach near

their homes rather than getting prestigious positions

away from their homes. Perhaps they rr.indedtheir

need for security and were focussing on their iWKinent

retirement.

Ninety seven percent of the longest serving

teachers as shown on Table 13, indicated that they were

satisfied with what they were able to do in their

respective schools. They were nearly all satisfied

with their performance. They were confident. A~ong

the teachers whose teaching experience was between 10

and 21 years, also an overwhelming majority (92.2
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percent), had confidence in their ability and per-

formance in the schools. It was concluded that the

longer the teachers served, the more confident they

became and the more satisfied with their performance.

Most of the teachers who had served for less than

10 years were happy with the good relationship exist-

ing among the teachers. This was confirmed by the

responses of 96.3 percent of the teachers in their

group. This case was nearly the same for the other

groups though with a little less percentage. It was

therefore seen that all the teachers felt that the

relationship of teachers in their schools was good, but

it was those who had served for a short time who

expressed this opinion more than the rest.

Majority of the teachers in the three groups

said that they were well prepared for the teaching

job. The highest response to this effect was from

among the teachers who had seTved for over 21 years.

Their lonv. experience coupled with training, since all

except one teacher were trained for the job, eave

them the confidence to claim to be well prepared for

the job. Over 90 percent of all the teachers in the

three groups were dissatisfjed with the suprly of

equijrnen t for the} said that the supply of eCJuipmertt

in their respective schools was inadequate. All the
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teachers in the three groups similarly supported very

highly that teaching was too demanding and that it

needed frequent inspection.

It was remarkable to note that the teachers who

had served for over 21 years had said that teachers

were respected people in the community, whereas the

other groups said the opposite. The former were

elderly and could have commanded respect in the

cOIDmunity by virtue of their age. Alternatively

teaching as a profession might be loosing its reputa-

tion in the view of the younger t.eache r-s.

Looking at the responses of the teachers in their

varying teaching experiences in the profession, it

was found out that their perception and attitude

towards certain aspects of the job varied. It was

therefore concluded that perception of the teachers

to factors that contributed to their satisfaction or

dissatisfaction was to a certain extent influenced

by their experienc~ in the teaching job.

On Table 14 is presented ria t a to show the

distribution of personal characteristics of the

respondents according to their status in the job.

The teachers were either assistant teachers or they

had been promoted to deputy headteachers or head-

teachers. It was assumed that ones status on-a job



- 158 -

would influence ones perception of the factors that

contributed to job satisfaction or dissatisfaction.

For the two groups of teachers, the assistant

teachers on the one hand,and the group of teachers

that had been pro~oted~ to higher status of deputy

headteachers or headteachers on the other hand - it

was likely that they viewed certain aspects of the

teaching job differently.

TABLE 14

DISTRIBUTION OF PERSONAL CHARACTERISTICS OF TEACHERS
ACCORDING TO TEACHERS' STATUS

Personal Characteristics'

HEADS OR DEPUTY ASSISTANI'
HEADTFArnERS TEACHERS

N = 42 N = 173
% %

SEX
Male 88.1 50.~
Female 11.9 49.7

AGE IN YEARS
Below 20 1.2
21 - 30 2.4 59.5
31 - 40 61.9 25.4
Above 40 35.7 13.9

PROFESSIONAL QUALIFICATIONS
Untrained 41.5
p4 1.2
P3 9.4 18.5
P2 42.9 13.9
Pl 42.9 24.3
Sl 2.4 0.6
Approved Teacher Status 2.4
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~~BLE 14 Continued

Personal Characteristics

READS'OR DEPUI'Y ASSISTA.m'
HEADTEACPERS TE.~CEERS

N = 42 N = 173
% %

ACADE~IC QUALIFICATIONS
C. P. E.
K. J'" S. E.
K. C. E. (ordinary level)
K. A. C. E. (advanced level)

11.9
21.4
42.9
23.8

21.4
19.1
49.7

9.8

TEACHING EXPERIENCE IN YEARS
Below 2
2 - 5
6 - 9

10 -13
14 -17
18 -21
Abo ve 21

2.4
11.9
11.9
23.8
26.2
23.8

14.5
25.4
19.7
16.8

7.5
6.9
9.2

ACCOM...To.10DATION
School house
Rented house
Owner occupied house
Any other

9.5
2.4

88.1

20.2
6.9

71.7
1.2

MARITAL STATUS
Single
Married

2.4
97.6

20.8
79.2

As can be seen from Table 14, there were 42

teachers in the group of headteachers which included

the deputy heads. The assistant teachers were 173.

The ma j ori t.y of the headteachers' group (88.1 percent),

were male teachers while among the assistant teachers,
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the number of male and female teachers was almost

equal. The indication was that, the male teachers

were more favoured when promotions were being con-

sidered among the rural primary school teachers.

The majority of the headteachers were in age

range of 31 and 40 years (61.9 percent), and among

the assistant teachers the majority were in the age

range of 21 and 30 years (59.5 percent). The indica-

tion was that for a teacher to be considered for

prom?tion to headship, ones age was an important

criterion. One was to be neither too young nor too

old.

In professional qualifications the majority of

the headteachers were either P2 or pl in teaching

grades (85.8 percent). For one to be appointed into

the position of headship, the teachers being considere<

were to be in this grades or above as observed from

the data collected. Most of the assistant teachers

were trained while none among the headteachers and

their deputies were untrained. Therefore to be

appointed for headship one was to be a trained teacher

The number of the untrained teachers among the assistal

teachers was considerably high (41.6 percent).

As for the respondents acaderric qualifications,

it was observed that the majority of the teachers
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in both groups had attained secondary education of

form four and above. Among the headteachers those

who had attained this academic level or above, formed

66.7 percent while among the assistant teachers the

percentage was 59.6.

In terms of teachino experience, 88.7 percent

of the headteachers had a teaching experience of ten

years and above. Among the assistant teachers 59.6

percent had a teaching experience of below 10 years.

This was an indication that long teaching experience

was a criterion for one -to be promoted to the

posi tion of headteacher or deputy head teacher-. It

could as well mean that any teacher "v.hohad not been con-

sidered for promotion was likely to be dissatisfied

with the teaching job.

For both groups of teachers the majority were

married and lived in their own houses. Those who

lived in owner occupied houses and were not paid

owner occupied house allowance, were likely to

see this as a source of dissatisfaction. On the

other hand those who were considered for such a house

allowance, were likely to feel satisfied with

such an aspect. Very many teachers informed the

researcher that though they lived in their own houses

~hen"working, they were not paid this allowance for
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it was not automatic. There were laid down"

policies for one to qualify for the owner occupied
house allowance.

Table 15 shows the responses of the teachers

to some aspects of the teaching job according to their

status. The data shown are percentages of the

teachers who agreed or dissagreed with the aspects of

teaching considered for the purpose of this study in

each of the two categories of teachers accordina to

their status.
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TABLE 15

TEACHERS'RESPONSES TO ASPECTS OF THE TEACHING JOB ACCOPDING TO THE TEACHERS' STATUS

Aspects of the Teaching Job

HEADS .AID
DEPUTIES

% %
Agree Disagree

AE'SISTANT
TEACHERS
% %

Agree Disagree

Teaching: .-needs frequent inspection
I like the way my superiors do their work in the schools
There are well laid down regulations on the duties
of a teacher
The living conditions in this school are good
I find teaching enjoyable
I find teaching too demanding
There are too many pupils per class for effective
teaching in this school
My teachinv, load in terms of periodsner week is too much
Whenever I do a oood iob in mv school I am commended for it
Teachers should be consulted before any changes are
made in education

9.5
,

85.7

54.8
64.3
92.9
85.7

50.0
73.8
57.1

83.3

90.5
14.3

45.2
35.7

7.1
14.3

50.0
26.2
42.9

16.7

95.4
74.0

63.6
50.3
91.9
69.9

50.3
70.5
48.6

90.8

4.6
26.0

36.4
49.7

8.1
30.1

49.7
29.5
51.4

9.2
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TABLE 15 Continued

Aspects of the Tea~hin~ Job HEADS AND
DEPUTIES

%
AGree

ASS ISTANl'
TEACHERS

% % %
Disagree~Agree Disagree

I would rather teach near my horne than take a more paying
job far away
There is good relationship among teachers in this school
I am well prepared for the teachinG job
I am satisfied with what I am able to do in this school
The success of this school depends a lot on my efforts
The salary I receive from my job is enough
The school buildings in this school make my work co~fortable-.
There is sufficient accommodation for teachers in this school
There are many personal benefits in teaching profession
This school gets enough supply of equipment
Daily lesson plan makes my work harder
Marking of pupils "assignments makes my work harder
Out of class activities are unnecessarily a bother to my
teaching job
Pupils discipline should be the responsibility of the
headteachers and the deputy headteachers

85.7
95.2
97.6
92.9
88.1

9.5
35.7
21.4
52.5
11.9

9.5
11.9

2.4 .

14.3
4.8
2.4
7.1

11.9
90.5
64.3
78.6
47.5
88.1
90.5
88.1

97.6

100

75.1
83.2
87.9
90.2
78.0

5.2
26.6
20.2
39.3

8.1
30.1
21.4

17.3

13.3

24.9
16.8
12.1

9.8
22.0
94.8
73.4
79.8
60.7
91.9
69.9
78.6

82.7

86.7
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TABLE 15 Continued

The role of the teacher should be teaching only
Duties for teachers during holidays serve no useful
purpose
There are many opportunities for promotion in
teaching ,
Teachers are respected people in the community
If I got another job I would leave teaching immediately
If I got promoted to work far from home I would
accept it

HEADS AND DE?UI'IES ASSISTANT TEACHERS
% % % %

:Agree Disagree A.gree Disagree

11.9 88.1 23.7- 76.3

19.0 81.0 27.7 72.3

28.6 71.4 26.0 74.0
69.0 31.0 45.1 54.9
14.3 85.7 31.8 68.2

42.9 57.1 57.4 52.6
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As can be observed from the data on Table 15,

all the headteachers and their deputies agreed that

the responsibility of disciplining the pupils in

their respective schools was not to be theirs alone

but was a collective responsibility for all the

teachers. The majority of the assistant teachers

(86.7 percent) were of a similar opinion. An over-
'-whelming majority of the headteachers and the deputy

headteachers (97.6 percent) agreed that they were

well prepared for the teaching job. As had been

noted earlier, teachers in this group were mostly

highly qualified professionally and academicallY,and

had to have a long teaching experience. All these

requirements must have given them the confidence to

say that they were well prepared. What these headteachers

and deputies lacked,frolT:the point of view of this

researcher, was specialized academic qualifications

in administration and management. They acquired

the knowledge and expertise through practice.

All the teachers with a- few exceptions'

agreed that out of cla?s activities were part and

parcel of their job,and did not make their work harder.

It was very interesting to note that the head-

teachers and the deputy headteachers did not so much

like frequent inspection in the teaching job. It
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may be that they felt that they were confident

enough and did not see the point of inspectors

corning to see them. After all, they acted as the

internal inspectors in their respective schools.

On the other hand, this group of teachers might

have disliked harassment by some of the inspectors

who usually qo to schools to find faults instead

of using inspection as a tool for improvement of

teaching and learning. Among the assistant teachers,

a high percentage of them (95.4), preferr-ed more

frequent inspection. The two groups of teachers

did not perceive the importance of the role' of the

inspectors in the same way.

More than 95 percent of the headteachers

and their deputies agreed that there was Good rela-

tionship among the teachers in their respective

schools. They were satisfied with the fulfilment

of this social need of workers. A considerable per-

-cerrtage of the assistant teachers (83.2 pe rcen t) ,

though less than that of the headteachers,were also

of similar opinion. For both groups of teachers,

salary was a source of dissatisfaction. Over 94

percent of the assistant teachers con f trrned this.

Among the headteachers and their deputies the per-

cen~age of those that said that they were dissa-

tisfied with salary was 90.5. This was an



· I

- 168 -

indication that even the heads of the schools who

had gained a higher status than the rest of the

teachers were dissatisfied with the s~lary they

received, although they received a responsibility

allowance. An overwhelming majority of the two

groups, (92 percent), found teaching enjoyable.

Ninety three percent of the headteachers and

their deputies and 90 percent of the assistant

teachers indicated that they were satisfied with what.

they were able to do in their respective schools.

They were happy with their individual performance.

The supply of equipment was a source of dissatisfac-
~
tion for more assistant teachers than it was among

the headteachers' group. However, for both groups the

percentage indicating this was high. For the

assistant teachers it was 91.9 percent while among

the headteachers this was 88.1 percent.

Most of the assistant teachers (90.8 percent)

agreed that teachers need to be consulted before any

changes were to be made in the education system. A
~lower percentage of 83.3 frQ~ the headteachers group

was of similar opinion. Teachers wanted to be

involved in initiating changes in the education

system. They wanted opinion to be sought concerning

these changes. This would make them satisfied with

/
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the implementation of these changes instead of being

frustrated by frequent chan~es in which they were not

party to their initiation.

Eighty nine percent of the headteachers group

felt that the teachers role schould not be teachin~

only. The assistant teachers also supported this

opinion with a little less percenta~e of 76.3. This

indicated that teachers to a large extent wanted to be

involved in other non-teaching activities which were

beneficial to their pupils. Unlike what was popularly

believed, this study revealed that majority of the

teachers indicated that daily lesson plan and markinrr

of the pupils' assignments was not making their work

harder. Even teachers' duties during the school

holidays were not viewed as unnecessary by the majority

of the headteachers and the assistant teachers in the

rural schools. Pural primary school teachers were

generally ready to sacrifice their time and efforts

to uplift the standard of education in their schools.

The responses to the rest of the items are

available on the table. They all reveal that the

responses of the headteachers and those of the

assistant teachers were mostly different. Tbis was

an indicationthat the perceptionof the teachers to aspectsof

the teaching job and to the factorsthat contributedto job
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satisfaction or dissatisfaction was influenced by

the teachers' personal characteristics one of which

was the status of the individual teachers.

Summary of the Findings

1. It was observed from the data that was pre-

sented that, the rural primary school teachers identi-

fied 29 factors that contributed to their job satis-

faction. 1'he top of the list Were:

(i) Working near home.

(ii) Getting three holidays in a year.

(iii) Helping or staying with the young children.

(iv) Cooperation of teachers.

(v) The Conditions o~the teaching job.

2. It was revealed that the rural primary school

teachers identified 47 factors that contributed to

their job dissatisfaction. Some of these factors were:

(i) Poor salary.

(ii) Too much work.

(iii) Poor supply of school equipment.

(iv) Unfair means of promotion.

(v) Failure to be paid leave allowance.

(vi) Failure to pay house allowance to married

female teachers.

(vii) Lack of recognition.

(viii) Travelling long distance for salary.
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(ix) Unnecessary salary deductions.

(x) Poor school buildinf,s.

3. The findings of this study revealed that the

teachers' personal characteristics could influence

the responses to the various aspects of the teachine

job. The personal characteristics of the teachers

considered for this study were: sex, age, professional

grades, academic qualifications, teaching experience

and the status of the teachers. When percenta~es of

the responses of the teachers were compared in the

respective personal characteristics they varied

within the various groups of teachers.

4. The findings of this study established some
.J

of the current needs o~ the rural primary school

teachers to be: mere salary, sufficient supply of

school equipment, more and fair Dromotional opportuni-

ties, better facilities in the schools so as to

enhance effective teaching and learning processes,

improved recogni,tion of the teachers by the community

and the society in general, and many other needs.

In Chapter V the summary, conclusion and

recommendations for further study are presented.
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CHAPTER V

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

IThe purpose of this study was fir~t, ~~ investi-
)

gate the factors that were considered by the 'rural

primary schoor teachers as contributing to job- ,

J

satisfaction,or dissatisfaction in the teaching job:

Secondly, the study was to determine whether the

rural primary school teachers' perceptions of those

factors that contributed to job satisfaction or

dissatisfaction were influenced by the teacher's

various persona\ variables. Thirdly, this study

attempted to identify the c~rrent needs of the rural

primary school teachers.

The review of literature indicated that during

the Scientific Management era, employees were consi-

dered merel¥ as extensions of machinery and needed

constant direction in their places of work. Producti-

vity and efficiency of the workers were ~he q~alities

that were considered i~portant but not the individual

worker's welfare. Later on, there evolved another

era known as Human Relations. In that era" -

management of organizations realized that the social

and psychological needs of the workers were

important considerations. During that era differences

betw~en the management and the workers were easily

resolved by providing opportunities for employee
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participation in structuring their work environment

and by establishlng open channels of co~~unjcation.

It was further revealed in the literature review

that, an employee remains in ap orr,anization as lonr

as he perceives that the inducements provided by the·
1

organiz~tion as being greater than the contributions
~

of the employee. The benefits and the returns emena-

ting from the employment must be seen as substantial

and attractive to the workers.

Review of literature on the work of Maslow and

the works of the proponents of Maslow's Theory of

Hierarchy of Needs has indicated that Management has

to provide opportunities at work which would satisfy

both physiological and psycholof,ical needs of the

workers. These were referred to as the low and high

order needs.

There was a revelation that the study of job

attitudes of workers would result in increased pro-

ductivity, decreased turn-over of workers, decreased

absenteeis~ and smoother working relations. Another

important revelation from the review of literature

is that, according to Herzeberg's Votivation - Hygiene

Theory, among the workers there are factors of

'Hygiene' which include supervision, inter-personal

relations, working conditions, salary, company

policies, administrative practices, benefits and job

security. When these factors deteriorate to a level
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that is below that which the employee considers

acceptable, the job dissatisfaction ensues. It was

further revealed that, when people experienced happi-

ness and satisfaction in their job, these,feelings

in most cases originated f rorn the task :itself.

Such factors which Heizeberg called 'Motivators'

included opportunities for growth, advancement in

the job, achievement of the workers, recognition, and

increased productivity.

It was pointed out in the literature review that

there has been very many definitions of, and approa-

ches to the concept of job satisfaction and dissa-

tisfaction. Inspite of these definitions and appro-

aches;a more realistic approach to the subject is to

look at the individual workers' needs in the job

and also to examine the organization and the demands

which it has to make of its employees because of the

surrounding conditions. Satisfaction or dissatis-

faction in work should not be considered only in the

light of the needs and aspirations of th~ ~cirk~i$ but

also in tre Ltght of the reeds and the demands of tre orcranizatioI
Salary is corrmonly seen as a source of dissa-

tisfaction among many workers. Workers always feel

entitled to more money. It was pointed out in the

literature review that satisfaction with wages is

always short lived. As soon as workers procure salary
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increments, they begin to look forward for further

increments. Workers' psychological needs such as

feelings of responsibility and accomplishment ouaht

to be met and that participative management (Democ-

ratic management style) should be encouraged by those

in authority. These gave the workers a longer last-

ing satisfaction.

As for the teachers, it was revealed that they

are some of the overburdened workers and that they

are not likely to perform their duties effectively

in such a situation. Arnonq the developed countries

,-and the developing countries, .t.he public image and the

status of teachers was a matter of CO~IDon concern.

The longer a teacher works, the less well paid the

teacher be cornes,relati ve to other peop Le of the same

academic level who work elsewhere. The majority of

the former teachers left teaching because they felt

that the pay they were given was too 16w compared to

what they earned elsewhere.

In order to accomplish the purpose of this study,

a Teachers' Questionnaire was constructed (see

Appendix r. This was administered personally to

243 teachers who were drawn from 23 randomly sampled

rural primary schools. All the teachers including

the headteachers in these schools were to ~espond

to the questionnaire. The data which were collected
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from the teachers was analysed and a description of

the responses was provideAi in frequency distribution

and in percentages.

Research Findings

The following findings emerged from the study:

As far as the personal characteristics of the

respondents were concerned, it became quite clear

that the majority of the teachers in rural primary

schools were male teachers. It also became clear

that among the young teachers,. the majority were

femaie teachers. Since the trend nowadays showed that

the number of the female teachers is on the increase,
/

eventually these might out number the male teachers.

Then in the future the teaching profession at the

primary school level might become a female profession

as is the case in many developed countries and in

most urban schools of the developing countries.

The majority of the teachers in rural primary

schools were married and lived in their own houses:

This means that/the majority of them prefer to work

near their homes. After all, the living conditions in

the rural areas would be better in ones home than in

most of the rural schools. This is because in the

rural primary schools ameniti~s such as clean water,

electricity, means of communication and other essen-

tial services have yet to be developed. The
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institutional houses are largely poor.

It was found out that the nuwber of untrained

teachers was very high in the rural primary schools.

However the number is reducing drastically since the

Teachers' Colleges were producin~ more primary school

teachers every year and a crood number of those who

were serving as untrained teachers were undergoing

in-service courses during the vacations as was observed.

Generally, it was reavealed that the rural primary

school teachers were dissatisfied with the changes

that take place too often in the education system.

Some of these changes involved changes in the sylla-

buses, textbooks and the curriculum in general. In

Most cases the teachers were not Lnvo Lved Ln initiatingthese

changes but were only required to implement these

changes. When changes in textbooks or syllabii take

place particularly in the rural areas, teachers do

not get the materia~ in good time and adequate inser-

vice training is not provided. The elderly and hence

~rly educated teachers were more dissatisfied with

these frequent changes.

Teachers in rural primary schools are generally

dissatisfied with the salary paid them in the

teaching profession. The male teachers expressed more

dissatisfaction with their salary than the female

teachers. It was the male teachers who mainly expressed
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the feeling that they would leave teaching immediately

if they obtained a more paying job elsewhere. Turn-

over among the male teachers could be higher than it is

among the female teachers. The latter would want to

retain theiT job while the male teachers would be

waiting for the opportunity to avail itself before

they quit the teaching job. The female teachers who

indicated that in teaching they found a lot of benefits

were more than the male teachers. More female teachers

indicated that they would prefer to teach near home

than take .up a.rrore paying job far a way from their ',':;

homes. Fewer female teachers than the male teachers

complained about the teaching load. Therefore it was

found out that as far as the sex of the teachers was

concerned, the female teachers indicated fewer;

factors of dissatisfaction in the teachina job than

the male teachers.

As far as the teachers age was concerned, it was

found out that the older the teacher was,the more

enjoyable the job became. The older the teacher, the

more demanding the job beca~£. More young teachers

felt that they should be consulted before any changes

were made in the education system. Older teachers,

preferred, to work near. their homes.. They preferred to be posted

near their homes than be prorroted and posted to v.ark awayfrom
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their homes. Older teachers were more dissatisfied

with the salary they received fro~ their teaching job.

As far'as the professional qualifications were
-,

concerned, it was found out that most untrained

teachers had attained secondary school education. This

is an indication that the recruitment of teachers whnse

education was lower than secondary school education was

declininv. But it was also revealed that rural pri~ary

schools do not have many teachers who had attained high

academic levels.

Although teachers of all grades indicated that

they were underpaid, it is the untrained teachers who

articulated this in greater numbers. Thts is because

untrained teachers are not Paid any annual salary

increments and will mark time at one salary scale for

all the years they remained untrained.
\

It was noted

with a lot of concern that some untrained teachers

had served for as many as 10 years and above, wj.tlliout

ever. going for training. This meant that they were

getting the same salary for all these years.

It was more of the untrained teachers who indica-

ted dissatisfaction with the respect accorded teachers

in the community. More of them indicated that they

would leave teaching immediately if they got another

job elsewhere. This same category of teachers in the

rural primary schools, indicated that they were more

dissati sfied -with the type of accommo da tion offered
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and the poor state of buildings in the schools.

Most of the trained teachers found teaching

enjoyable though too demanding. Generally speaking

the responses of the untraineq teachers and the trained

teachers did not differ very significantly in this

respect.

As far as the teaching experience was concerned,

most of the longest serving teachers preferred more

frequent inspection in the teaching job. Most of

these teachers preferred to teach near home rather than

take a more paying job or promotion to work away from

home. Most of the long serving teachers found

teaching enjoyable but were dissatisfied with the

supply of school equipment in the schools. They found
J -

this supply as being inadequate. Most of the teachers

who had served for a period ranging between 10 and 21

years preferred to be consulted before any changes

were effected in the education system. It was the

younger teachers who had served for a period of less

than 10 years, who more,than the rest, found the
~

teachers being cooperative. They spoke of the good

working relations that existed in the schools.

As far as the teachers' status was concerned, it

was found out that most teachers, who mana~ed to be

promoted to either headteachers or deputy headteachers

were male teachers. Very few female teachers were

headteachers or deputy headteachers.in the rural
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primary schools. It was also found out that the

headteachers, including the deputy headteachers did

not like the schools to be inspected frequently. The

assistant teachers felt that there was need_tor fre-

quent inspection of the schools. It was mostly the

headteachers who felt that the relationship among the

teachers was good. They found the teachers cooperative

Assistant teachers, more than the headteachers,

expressed disstisfaction with the salary paid them.

They also needed to be consulted before any changes

were made in the education system. The assistant

teachers, more than the headteachers, also felt that

the supply of school equipment was inadequate.

The headteachers were satisfied with the daily

lesson plans, marking of pupils assignments, and

felt that the role of the teachers should not be

teaching alone. More headteachers agreed that the

extra-curricula activities were not a bother to the

teaching job and the discipline of the pupils should

be the responsibility of all the teachers. Most head-

teachers felt that the holiday duties were necessary

for the teachers. They felt that teachers were res-

pected in the community. The Assistant teachers- did no'

share those feelings with the headteachers. It was thE
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/'
assistant teachers more than the headteachers who

said they would leave teaching immediately if they
I

got another job elsewhere.

The findings of this study further showed that

there were factors of'the teaching job 'which the

rural primary school teachers considered satisfying

and others w~ich they considered dissatisfying in

their teaching job. However, the teachers identified

more dissatisfying factors than satisfying factors.
-Some of the factors that were said to be satis-

fying among the rural primary school teachers were

(1) working near home, (2) getting three holidays in

a year, (3) helping young ~hildren, (4) cooperation

of teachers ~nd (5) some good conditions of the

teaching service.

Most of the rural primary school teachers iaen-

tified the following factors as contributing to job

dissatisfaction in their teaching job:

(1) The little salary.

(2) Being overworked.
\

(3) Poor supply of school equipment.

(4) Unfair means of promotion.

(5) Failure to be paid leave allowance.

(6) Failure to pay bouse allowance to married
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female teachers.

(7) Lack of recognition of the teachers.

(8) Travelling long distance for ?alary.

(9) Unnecessary salary deductions.

(10) Poor school buildings.

It was evident fro~ the teachers' responses tha~

teachers in the rural primary schools were faced with
l

some problems due to their rural working environment.,

Rather than specialising in teaching subjects of their

interest, they were expected to be experts in all the

subjects taught in their primary school curriculum.

This problem was facing the teachers in the urban
/

primary schools as well. Teachers are therefore

overloaded with work and were in deep conflict when
I

it came to s~ecting subjects for teaching. There

was need to employ more teachers in order to relieve

the teachers of the heavy burden and allow for

specialization in teaching subjects. However, if the

policy of one teacher per class persisted, this

situation will not be averted.

Teachers felt that the school equipment, was not

adequately supplied in the schools. They also felt

that they aeeded to be motivated with more salary and

other fringe benefits which were lacking. There was

also need for teac~ers who have specilized in some
-of the newly introduced subjects in the primary

Ischool curriculum. The newly introduced subjects

,
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were,; agri9ulture, c~rpentery, masonry and other

technical subjects which were being stressed in the

newly established 8.4.4. educatlon structure in 'Kenya.!
. 'There ~as need for regular inspection of the schools.

Some schools were not visited by the inspectors for a
I

very long time especially in the rural areas due to

the shortage of the inspecting staff and also due to

"the fact that schools are scattered over a wide area

which is not well provided with good communication

network. Promotional opportunities were lacking in

the teaching profession. There was therefore need to

restructure the teaching service scheme in order to

provide incentives for the teachers to aspire to.

The above were some of the needs of the rural primary

school teachers.

Conclusions

;>-

It may be noted that teachers in the rural

primary schools find factors that are contributing

1 "The 8.4.4 education structure in Kenya
means that from 1985 the primaryreducation will
take 8 years while secondary education will take
4 years and university education will take 4
years. The new system will affect those pupils
who are in standard 8 in 1985.
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to their job satisfaction. This indicates that

the factors that are identified as cotitributing to

job satisfaction and hence makin~ the teachers happy

in their work, ought to be sustained and those that

were identified as causin~ disatisfaction and hence

making the teachers unhappy, need to be taken care of,

in order to enhance the position of the rural primary

school teachers.

It also became clear from this study that the

individual teacher's nersonal variables influenced

their perception of the factors that contributed to

job satisfaction or dissatisfaction. It was interest-

ing to note that the male teachers who out-n~bered

the female teachers found more factors contributinF

to job dissatisfaction than the female teachers,

although the latter were less favouffidwhen promotions

to higher status were being considered. Elderly

teachers were found to be more stable and less in

favour of turnover than the younFer teachers. Salary

and school. equipment tended to be the cause of most

dissatisfaction among the rural rrimary school

teachers .. ~orkin~ near home and ~etting three holi-

days in a year were accepted by wost teachers as

factors that gave the rural primary school teachers

a lot of satisfaction. It also became clear that

teacpers in the rural areas are faced with a lot of
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needs which would ~terfere with their teaching job

if they were not alleviated. Such needs included the
Iphysiological as well as psychological needs accord-

ing to Maslow's Hierarchy of needs. Jhe physiological

needs included adequate salary, go,od accommodation,"""

jgood working and living conditions and many others.

The psychological needs included, their respected status

in the community, the feeling of responsibility, reco-

gnition and availability of promotional opportunities.
/ )

Discussion

Retention of teachers in the schools had been a
f

major concern for the government and parents. If

teachers find factors in their job that can contribute
.'

to satisfactiori, they will keep to their jobs for as ,
long as possible. If on the other hand they identify

factors in their job which will contribute to dissa-

tisfaction, they will expect redress of these factors.

When factors that are dissatifying persist, the

result will be frustration and low work morale for the

teachers. For this reason teachers will be prepared

to quit teaching whenev~r an opportunity presented

itself.

ill order for the work of the teacher to become

effective and fruitful, teachers must be retained

in the profession for a long time so as to acquire
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good experience. This can contribute towards making

the teachers experts in their job and enable them to

improve the Quality of education. It is not only the

retention of the teachers in the profession which is

important, but also the retention of teachers in any

one station for a considerable period of time before

they can be transferred to another station.

In the present study, the salary the teachers

received was highly supported by them as major

cause of dissatisfaction amo nr- the rural primary

school teachers. This grievance seems to be wide

spread amon~ the teachers in ~eneral. But it is the

rural primary school teachers who could be affected

greatly since apart from the mea~re salary which they

claim to be paid, there is almost nothing else in terms

of allowances that is paid to the teachers. After

all, teachers are not expected to suppliment their

meagre income from their salary with other income

generatin~ activities. If they are to naintain a

reasonable dignity in their job, it is appropriate

that teachers refrain from indulrinr, themselves into

business. Doing so, would render them ineffective

as teachers. Hence adequate salary is a must for them.

The mass media is full of complaints about the

salary and the working conditions of the teachers in
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general. Some of these complaints emenate frorr.indi-

vidual teachers, parents and the Kenya National Union

of Teachers (K.N.U.T.) officials. Below are some

examples of this:

There is an urgent need for reviewing
teachers salaries.2

Karanja had this to say:

Inorder to retain teachers in schools
and stop them from being poached by
the private sector, their conditions
of service must be improved substantia-
lly without delay.3

Adongo had this to say on the same issue:

.•. We are totally fed up with the
inefficient manner in which the
Teachers Service Commission is harid-
ling teachers 'salary problems ...
Some teachers go for 'months without
pay while others have to travel long
distance to T.S.C. headquarters in
Nairobi to claim their salaries.4

2 Ambrose Adongo, "Review Teachers Salaries,"
in The Standard (Nairobi), 15th April 1982, p. 9.,

3 J. N. Karanja, "Teachers Need "Big Pay Rise''',
in The Sunday Nation (Nairobi) 19th Novernbe~ 1978,
p. 3.

4; A. Adongo, "The Kenya National Union of
Teachers has accused the T.S.C." in The Standard
(Nairobi), 13th Novernberr 1978, p. 2.
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Another teacher said:

..• The education standard of this Nation
will continue to lag behind so long as
teachers are not remunarated with p~oper
incentives •.. there may be side effects
such as inefficiency which results in
production of 'blunt tools' and teachers
of very low calibre being lured into the
teaching profession.

wllen designing a new salary scale
for teachers, the fate of unqualified
teachers and the lowly paid primary
te~chers, should be considered. They
are the lot that feels the pinch in the
high inflationary situation.5

The above are but just a few of the many examples

of the opinion expressed in the mass media concerning

the remunaration of the teachers. If the rural

primary school teachers are going to feel well compen-

sated in their job, there is great need for better

salary to offset the hardships experienced in most

of their working places.

When it comes :to the payment of house allowance,

the rural primary school teachers ;feeldiscriminatedagainst"

The rrcajorityof them live in their own houses which

do not fit the requirements that are considered when

the allowances have to be made for owner-occupied

houses. So~e of these houses are se~i permanent and

cannot be considered for the house allowance.

A teacher who referred himself or herself as
I

"5 Peter K. Kirui "Teachers ~alaries" in The
Weekly Review U-1airobj] ,16th July, 1982, p . 2:-



'Forgotten Teacher' had this to say:

We are 'thrown' (posted) into strange
rural areas where the best house is
behind a shop which must be paid for.
The owners have no rent certificates
and in fact they have no plans of
getting any in future.6

This teacher was complaining about lack of house

allowance or the little house allowance which the

rural teachers are supposed to be provided with.

In faet teachers in the rural areas whe t.her housed

in the school or not, they deserve some form of com-

pensation since most teachers might not afford to con-

struct permanent houses to live in. Teachers feel

that with the little salary they receive, it would

take them too long to build permanent hous es .;

Rural primary school teachers are to a large

measure, disadvantaged in that they have to work in

places where the living conditions are poor. Apart

from the poor buildings in which they perform their

duties, those who live far from their schools have

to walk long distances daily to go to the schools.

There are no means of transport in some of the cases.

In most of- t.he cases there are no hospitals nearby

6 Forgotten .'reacher,'Give us House Allowance'
in The Standard L~airobi] 15th September, 1984, p. 8.,
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except far away in the urban centres. This means

that the teachers are not only exposed to lack of

easily accessible medical attention, but many of them
\

do not benefit from the medicalscherrie '-,which is

provided by the employer. F0r this reason teachers

in the rural schools get a raw deal in some of the

benefits which they do not get simply because they

work in the rural areas where many facilities are not

available. When the living conditions are not good

for the workers. they get dissatisfaction and are

likely to be ineffective in their duties. This kind

of situation will definitely lower the ~tandard of

education in the rural areas. Amadi had this to say:

The standard of education in majority of
the primary schools in the rural areas
is low because of the poor qualities of
teachers in these schools. Schools in
Nairobi and other urban areas are staffed
with teachers with higher qualifications
than those in the country side ...7

Some of the highly qualified teachers would not

accept to teach in rural primary schools due to the

poor living cond i.t i ons, That could be the reason

why there are verv few teachers of Sl grade and

above who teach in the rural primary schools in Machakos
District.

7 Jordin Amadi, "Primary~ducation in Rural
Areas',in The Standard lNairob~, 14th October,
1979~ p. 4. .
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, The feelings of most teachers' are that, promo-

tion is unfairly done for the teaching profession.

There are not very many opportunities for promotion

in teaching. The mass media is full of teachers~

opinion on this matter. Particularly promotion on

merit has failed to get the sUpport and acceptance

by most teache~s. They feel that it encourages

corruption. One disgruntled parent had this to say:

Promotion on merit (P.M.) is better
known as Promotion on Corruption
(PC). Despite various raised eye-
brows from all corners of the countrgthe situation has not been remedied ..

Teachers generally feel that there is need to

make the teaching profession better by providing

incentives and promotional opportunities whj.ch the

teachers would be motivated to aspire, on joining

the profession.

AJthough this study showed that the elderly

teachers felt that teachers are respected people in

the community, the trend nowadays is to the contrary.

The position of the teachers is generally ,underrated

among the working class. Those who join teaching

do not, in most cases, do so because of the

8'Disgruntled Parent,' "Consider Teachers"
in The Kenya Times, ffiairobU, 20th August,
1984, p. 7.
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reputation and the stance of the teachinq profession

in the community. They only want to be working.

For a long time the teaching profession
has been for many Africans a means to
an end, rather than an end in itself •
..• Some turn to teaching as a less
desirable alternative. Some use it as
a spring-board, others stay on without
making the adjustment necessary and so 9
constitute a class of disgruntled teachers.

There are some teachers who like teaching and

join it after making it their first choice. But in

most of the cases, teachers who join teaching do so

after failing to be selected to other job opportuni-

ties or after failing to be selected for further

studies. It is necessary therefore, to make teaching

attractive so that people may desire to join the

profession instead of doing so as a last resort.

Jones had this to say:

Although teachers in the rural areas
practice their profession under extremely
difficult conditions some of them derive
the greatest satisfaction from their work.
The key to this paradox is the realization
that they are fulfilling a need and that
their efforts are greatly appreciated.10

9 S. M. H. Jones, Survey of Teaching Profession
in Africa (Paris: IvCOPT - UNESCO, 1972), p. 2.

10
Ibid.
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In any case those who join teaching, whether as

an alternative or as their best choice, this study

found out that most teachers enjoyed teaching and this

is the most important thing.

Teaching is a laborious occupation. It is so

involving and most teachers admit that it is too

demanding. Apart from the hours spent on the job

during the day, teachers spend their evening reading

and marking pupils assignments in order to cope with

the work. During the day every teacher is busy.

Even the headteachers are considered as classroom

teachers in addition to their administrative respon-

sibilities. In the rural primary schools the policy

is to employ one teacher per class. This· 'makes the

teachers so much overworked. The teachers who handle

the examination classes find themselves working during

weekends and even over the holidays free of charge.

This is unlike, the urban centres where teachers may

have to be paid by the parents of the pupils for

extra tuition. There is dedication among the rural

primary school teachers. No wonder that most head-

teachers said that the teachers were cooperative

and the inter-personal relationship was good in the

schools. To ease the work of these teachers and

to make them more efficient and effective, their

teaching load ought to be reduced by employing
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additional teachers. Some of the extra curricula

activities could be handled by an additional non-

teaching staff. Non-teaching staff are non-existent

in the rural primary schools.

Due to the rural setting, most schools are poorly

equiped with teaching and learning aids. If the

quality of education in the rural areas is to match

that of the urban areas, an effort should be made

to provide the necessary materials equitably. Since

the majority of the teachers feel that the supply of

the materials is inadequate, this obviously means

that the quality of education in the rural schools

is relatively low. Kabiru had this to say:

It is dissapointing to find that since
the announcement of free primary educa-
tion many problems concerning equipment
supply has arisen.

It is prevalent in many rural
primary schools to find children buying
all text and exercise books and sometimes
chalk. The Ministry of education should
do something about this to remove this
burden from the parents.ll

It is quite unfortunate that it is the poor

rural areas where inadequate supply of equipment is

experienced. If the teachers are going to perform

~l H. Kinyanjui Kabiru, "Parents are Burdened"
in The Standard LNairobD, 2nd FebruarY,1984, p. 4.
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their work effectively, necessary equipment has to

be available.If a farmer cannot dig w i.thout; the proper

implements, how come the teacher is expected to

perform his work without the materials necessary for

the work? Whenever the parents happen to be too poor

to provide their children with some of the materials,

then the position of the teacher becomes pathetic

and quite desperate.

While the factors that teachers considered as

contributing to the job dissatisfaction were so

many, it is conso.l Li.nz at least to note that on the

other hand, teachers identified satisfying factors in

their job. Working near home makes most of them

happy. At least in the rural areas, this helps to

alleviate some of the problems they would be facing

if they worked away from home, but still in the rural

areas. This reli¥ves the parents of the burden of

constructing teachers houses besides the classrooms.

In those areas where there are no teachers from

within the school vicinity, the schools have to get

teachers from far away. Such schools are disadvanta-

ged in that the teachers keep on gettin9 transfers to

go and teach near their horres. The morale for work

for such teachers is low and this is another dis-~ .

advantage;
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Teachers are happy with the three holidays

granted them. It is like getting 3 months' leave in

a year. They feel compensated for the hard work they

do . This may"be the only reason other .wor-ke rs could

tonsider the teachers better off.
Generally speaking the rural primary school

teachers have very many needs that have yet to be met

before they can feel that they are not an unfortunate

class of workers. Some of these needs are prevailing

because of the work environment while others are

r.ra~ted ' by their various personal characteristics.

Recommendations

1. Measures should be taken to see that the rural

teachers are paid higher salaries and the relevant

allowances irrespective of their professional grades,
Jstatus and sex inorder to winimize feelings df dissa-

tisfaction in their job. It may be recalled that

one of the findings in this study was that, the

untrained teachers were highly affected by the salary

they received more than the other teachers. Married

female teachers were also seen to be discriminated

by not being considered for house allowance. It is

necessary for the authorities concerned to streamline

the salary differences that make teachers dissatis~

fied and tend to lower their status.
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2. It is necessary to employ additional teaching

staff and non-teaching staff to make lighter the work

of teachers and leave them with ample time to study

and improve their efficiency and effectiveness in

the teaching profession. Typing -and other clerical

duties can be done by the non-teaching staff rather

than expect it to be done by the teachers.

3. Teaching materials and other equipment are

not adequately supplied in the rural schools. The

,.Ministry concerned w Lt.h the running of education,

needs to look for ways and means of solving this

problem if the teachers are going to carry out their

duties and responsibilities smoothly.

4. Promotional opportunities for teachers need

to be provided in the teaching profession and

Iricent.Lvesadded to the job so that the teachers' work-

ing morale is increased. Teachers prefer promotion

on academic ground than promotion on merit. The

former is more relevant and fair while the latter

can be unfair and biased.

5. The terms and conditions of the teaching job

ought to be improved so that the status of the

teachers in the co~~unity is enhanced.
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Suggestions for Further Study

Below are some suggestions for studies that could

be conducted to get a deeper insight into the problem

of satisfaction and dissatisfaction of teachers:

1. A replication of this study could be conducted

in other districts to compare findings and try to

improve the instrument further for future research.

2. Similar study may be conducted among the

rural secondary school teachers in ord~r to find out

what factors contribute to their satisfaction or

dissatisfaction in their job and what their current

needs are.

3. A comparative study needs to be conducted

to determine the difference in perception of the

factors contributing to job satisfaction or dissa-

tisfaction of rural and urban primary school teachers.

4. Further study needs to be conducted to

compare the status of the teaching profession with

other professions in the civ11- service and the private

sector.

5. It would be necessary to conduct this study
(using other methods of data collection,i-n order to

get a deeper perspective of the factors that are

considered by teachers as causing feelings of satis-

factton and dissatisfaction in the teaching job.
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~APPENriIX

A STUDY TO INVESTIGATE THE FACTORS CONTRIBUTING TO JOB

SATISFACTION AND DISSATISFACTION AMONG THE RURAL PRIMARY

SCHOOL TEACHERS

TEACHERS QUESTIONNAIRE

This questionnaire is seeking information concerning

the teaching profession. The major aim is to investigate

which factors, in your teaching job personally give you

satisfaction (pleasant things) and which factor give you

dissatisfaction (unpleasant things) in your job.

It is very important that you as a teacher give all

the information required as accurately and honestly as

possible. The responses that you are going to give here

are going to be kept strictly confidential.

The findings of this study will be very useful in

the improvement of the teaching profession and in the

promotion of the status of the teacher in Kenya. Please

feel free to make any further comments you may want at

the back of this questionnaire.

Your name: Name of school -----------

SECTION A

Please put a tick (~) in the space that you select

where you are given alternatives.
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1. You are a (i) Male (i i.) Female

2 . Your age is (i) Below 20 years

(ii) 21 - 30 Ti.Li ) 31 - 40

(iv) Above 40

3. What is your present teaching grader

(i) Untrained )' (ii) P4

(iii) P3 (iv) p2

(v) pI (vi) Sl

(vii) Approved (viii) Graduate (
Teacher

(ix) Any other (specify) -------------------------
4. What is your academic qualification?

(i) K.A.P.E./K.P.E./C.P.E.

(ii) K.:J.S.E.

(i~i) E.A.C.E./K.C.E.

(iv) E.A.A.C.E./K.A.C.E.

(v) Degree (specify)

(vi) Any other (specify)

5. For how lonq have you been a teacher?

(i) Below 2 years i (ii) 2 -:-5years

(iii) 6 - 9 years

(v) 14 - 17 years

(iv) 10 - 13 years

(vi) 18 - 21 years

(vii) Above 21 years

6. What responsible position do you hold in the school?

(i) Assistant teacher
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(ii) Deputy headteacher

(iii) Headteacher

7. Where do you live while working:

(i) School house

(ii) Hired house

(iii) My own house

(iv) Any other (specify)

8. What is your marital status: (i) Single

(ii) Married

SECTION B

Against each of the following statement, please

indicate the responses which best describes your

agreeITent or disagreement with the statement. Indicate

this by puttinq a tick (~) against the best response.

~
~ ~~

~~ ij ~ ~~o:
H t15b)~ Q

1. The salary I receive from my teaching.
job is enough.

2 . Teaching needs more frequent
inspection

3. I like the way my superiors in the
school do their work

...
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4 .,'fuereare well laid down pol.i.cfesand
regulations on the duties of a
teacher in Kenya.

5. The school buildings in this
school make my work comfor-table.

6. There is sufficient accommoda-
tion for teachers in this school. +---~--~~~------

J

7. The living conditions in this
school are good.

8. There are many personal benefits
in teaching profession.

9. I find teaching enjoyable.

10. I find teaching too demanding.

11. There are too many pupils per
class for effective teaching
and learning in this school.

12. This school gets enough supply
of equipment.

13. My teaching load in terms of
periods per week is too much for
effective teaching.

14. Daily lesson plan mak~s my work
harder.

15. Marking of pupils' as.signments
makes my work harder.

16. Out of class activities are
unnecessarily a bother to my
teaching work.

17. Pupils/discipline should be
the responsibility of the
headteacher and the deputy
headteacher. '

18. The role of the teacher should
be'teaching only.

"
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19. Duties for teachers during the school
holidays serve no useful purpose.

20. Teachers are respected people in the
community.

21. vfuenever I do a good job in my
school I am commended for it.

22. There are many opportunities for
promotion in teaching.

23. Teachers should be consulted
before any changes are made in the
education system.

24. If I got another job I would leave
teaching immediately.

25. I would rather teach near my home
than take a more paying job away
from home.

26. If I got uromotion to work far
from home I would accept it.

27. There is good relationship among
the teachers in this school.

28. I am well prepared for the
teaching job.

29. I am satisfied with what I am able
to do in this scfiool.

30. The success of this school depends
a lot on my efforts.



- 211 -

31. Name any tw~ aspects (factors) of your job, if

any, that make you feel very satisfied.

(i)

(ii)

(please explain)

32. Name two aspects (factors) of your job, if an~

that make you feel dissatisfied.

(i)
(ii)

(Please explain)

33. Do you have additional comments? -------

KENY ATT A e~~~VERSITYLIBR


