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Abstract 

This study sought to assess the levels of job satisfaction of teachers among secondary schools in Dundori zone, Nakuru North 

district, Kenya. The study adopted a survey research design. The population included 274 teachers in the 17 secondary schools 

with a student population of 4557 including 2956 girls and 1601 boys. A random sample of 115 teachers and 11 head teachers 

was drawn from 12 selected schools. Data was collected using a self-structured questionnaire and in-depth interview schedule 

administered to teachers and head teachers, respectively. The questionnaires were pilot-tested to validate and determine its 

reliability. The collected data were analysed using descriptive and inferential statistics with the aid of Statistical Package for 

Social Sciences (SPSS) version 11.5 for Windows. The study findings indicate that teachers in a school are motivated by 

different internal and external attributes of the teaching environment which influences their levels of job satisfaction and make it 

to vary from one to the other.  

 
1. Introduction 

1.1 Background of the Study 

Globally, educating a nation remains the most vital strategy for the economic and social development of any country 

(Aikaman & Unterhalter, 2005). Many studies on human capital development concur that it is the human resources 
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of a nation and not its capital or natural resources that ultimately determine the pace of its economic and social 

development. The principal institutional mechanism for developing human capital is the formal education system of 

primary, secondary and tertiary training. Since education is an investment, there is a significant positive correlation 

between education and socio-economic productivity. The role of education therefore, is not just to impart knowledge 

and skills that enable the beneficiaries to function as economies and social change agents, but also to impart values, 

ideas, attitudes and aspirations important for natural development (Betoret, 2006; Hammond & Onikama, 1997).  

 

Since independence in 1963, the Kenyan education system has undergone numerous changes in line with national 

aspirations as well as with the needs of the fast expanding economy (Sifuna, 1999; Government of Kenya – G.o.K., 

2004). In addition, educational system acts as an effective tool in enhancing unity, understanding and harmony. It is 

expected to train and produce the necessary manpower needed by the country. This is so as to facilitate the 

attainment of overall socio-economic advancement and general nation building (Oywaya & Changeiywo, 2004; 

MOEST, 2004). The increasing demand for more knowledgeable and skilled manpower, together with the rising 

expectations of parents has put tremendous pressures on schools and other learning institutions to fulfill these needs 

(Sifuna, 1999; G.o.K., 2004). 

 

Schools, especially secondary schools, have been given the unenviable task of laying the foundation stones in the 

process of creating knowledgeable and skilled manpower. The role and importance of secondary education in 

national development is of utmost importance (World Bank Report, 1995). The constant demands that are made of 

teachers to produce better results require investigations into their experiences in respect of their work situation. The 

ever-increasing expectations and pressure from parents, the community and other stakeholders have made the 

teacher’s job infinitely more challenging (Betoret, 2006). 

 

Most studies that have been done on teacher job satisfaction have tended to concentrate in developed countries. Very 

few have been comprehensively conducted in developing countries. The limited research attention in developing 

countries need to be looked into, especially in the context of Kenya. This study sought to assess the level of job 

satisfaction of teachers among secondary schools in Dundori zone, Nakuru North district, Kenya. 

 
1.2 Statement of the Problem 
 
Teachers teach and work in schools that are usually administered by head teachers. The conditions of teachers’ 

working life are influenced by the administration among other factors. In the recent years, effective schools research 

has been directed at exploring the factors affecting teacher job satisfaction. The limited research attention in these 

countries need to be looked into, especially in the context of Kenya. This was the motivation of this study. This 

study sought to assess the level of job satisfaction of teachers among secondary schools in Dundori zone, Nakuru 

North district, Kenya. 
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1.3 Purpose of the Study 

This study sought to assess the level of job satisfaction of teachers among secondary schools in Dundori zone, 

Nakuru North district, Kenya. 

 
1.4 Specific Objectives of the Study 
The above purpose of this study was guided by the following specific objective; to establish the level of job 

satisfaction among teachers in secondary schools.  

1.5 Research Questions 

The study sought to address the following research question; what is the level of job satisfaction among teachers in 

secondary schools?  

1.6 Significance of the Study 

It is hoped that if educational administrators and education policy makers can understand teacher job satisfaction 

needs, they can design a reward system both to satisfy teachers and meet the educational goals. The study also 

contributes to the existing and new knowledge in the field of job satisfaction and its effects on school effectiveness 

and performance. Furthermore, it provides researchers with baseline information that could be useful in future 

studies in the same area.  

 1.7 Scope of the Study 

This study focused on assessing the level of job satisfaction of teachers among secondary schools in Dundori zone, 

Nakuru North district, Kenya. Secondary schools in Dundori division, like others in the country, were chosen as a 

research site because of their unenviable task of laying the foundation stones in the process of creating 

knowledgeable and skilled manpower for socio-economic development. Only a sample of schools was involved in 

the study. The study specifically targeted teachers in a sample of schools in the area.  

1.8 Definition of Terms 

In this section, operational definitions are presented as used within the context of this study. 

1.9 Job satisfaction:  

Refers to a collection of attitudes that workers have about their jobs or feelings or response of an individual 
employee to the conditions of his/her organization. It is the self-worth and positive standing within an organization 
which describes how content an individual is with his or her job 

 
Teacher:  A person employed by the Government through the teachers’ service commission to work and teach in 

public secondary school. 
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2. Literature Review 

2.1 Introduction 

This chapter presents a review of the literature on job satisfaction.  

2.2 Theoretical Literature 

2.2.1 Job Satisfaction 

Job satisfaction has been defined as the extent to which a staff member has favourable or positive feelings about 

work or the work environment (De Nobile, 2003). Job satisfaction refers to the positive attitudes or emotional 

dispositions people may gain from work or through aspects of work (Furnham, 1997; Locke, 1976). It is an attitude 

which results from a balancing and summation of many specific like and dislikes experienced by an employee in the 

performance of his job; or an employee’s judgment of how well his job, on the whole, provides opportunities to 

satisfy his needs. It is the result of various attitudes possessed by an employee towards his job. These attitudes may 

be related to job factors, such as wage, job security job environment, nature of work, opportunities for promotion, 

prompt removal of grievances, opportunities of participation in decision making and other fringe benefits. Job 

satisfaction therefore refers to one’s job, his general adjustment and social relationship in and outside his job. This 

satisfaction and dissatisfaction with one’s job depends upon the positive or negative evaluation of one’s own success 

or failure in the realization of personal goals and perceived contribution of the job to it. 

 

Conversely, job dissatisfaction refers to unhappy or negative feelings about work or the work environment 

(Furnham, 1997). Job satisfaction is defined as a positive emotional state resulting from the appraisal of one's job 

situation and is linked to the characteristics and demands of one's work (Arches, 1991; Butler, 1990; Dressel, 1982). 

As explained in Blandford and Grundy (2000), the work-related satisfaction in helping people, achieving change and 

improvement, and promoting their growth have important implications on and teachers' behaviours at work, on their 

desire to continue at work, and their involvement in the job (Maslach, 1982; Ratliff, 1988; Dinham & Scott, 2000). 

 

Many theories of job satisfaction have been proposed, but one of the most widely utilized in educational settings has 

been that of Herzberg and his associates (Abu Saad & Isralowitz, 1992; Dinham & Scott, 2000; Scott, Cox & 

Dinham, 1999). Herzberg’s two-factor theory posits that job satisfaction comes from one set of job variables (called 

motivator needs or satisfiers) and job dissatisfaction from another set of variables (hygiene factors or dissatisfiers). 

Satisfiers include, for example, recognition, responsibility for ones work, personal growth, achievement and 

advancement, while dissatisfiers include many aspects of work external to the self such as pay, relationships with 

colleagues and supervisors, work conditions and security (Herzberg, 1968). 

 

According to this theory, job satisfaction and job dissatisfaction were considered separate constructs. The absence of 

hygiene factors was believed to lead to job dissatisfaction, but their fulfillment did not lead to job satisfaction. 

Similarly, the presence of motivator needs led to job satisfaction, but their absence did not lead to dissatisfaction. 

Despite its wide use, the two-factor theory has been criticized for being too dependent on a particular methodology 
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and too restricted in its categorization of satisfiers and dissatisfiers (Gruneberg, 1979; McKenna, 1987). Some of the 

hygiene factors, for example, have (under different research methodologies) been identified as sources of job 

satisfaction. For example, Moriarty, Edmonds, Blatchford and Martin (2001) found working environment to be a 

significant source of job satisfaction for teachers. 

 

Similarly, Menon and Christou (2002) identified headmaster relationships with teachers as a significant source of 

job satisfaction for a sample of primary school teachers. The job dimensions that comprise the conceptual 

framework of the two-factor theory have been used with much success in investigations of teacher job satisfaction 

(Dinham & Scott, 2000; Scott & Dinham, 2003).  

 

It has long been established that job satisfaction can be categorized according to dimensions of work (Locke, 1976; 

Vroom, 1964) as well as construed as one-dimensional or general (Scott, Cox & Dinham, 1999). Factors affecting 

teacher job satisfaction are intrinsic and extrinsic. Weiss et al. (1967) described extrinsic job satisfaction as that 

satisfaction influenced by environmental reinforcement factors such as working conditions, supervision, co-workers, 

policies, salary, and praise. For teachers, this translates to such factors as the classroom, supplies, the principal, 

hours, colleagues, salary, the school, and the district. Weiss et al. (1967) described internal job satisfaction as that 

satisfaction influenced by internal reinforcement factors such as the type of work, achievement, and ability 

utilization. They continued by describing intrinsic satisfaction as the result of feeling appreciated and useful, 

believing in the work that one does, and feeling a sense of freedom and accomplishment. Exploration of job 

satisfaction in terms of job dimensions has the advantage of being more specific about what aspects of work might 

be leading to satisfaction or dissatisfaction and allowing for a better-focused process of remediation (Furnham, 

1997). Dimensions of work that have been identified from studies of schools have included teacher-principal 

relationships, recognition, relations with colleagues, relations with students, participation in decision-making, pay, 

work conditions, school culture, communication, responsibility, feedback from others, and the work itself (Herzberg, 

1968; Scott & Dinham, 2003). 

 

Job dissatisfaction and reduced job satisfaction have been associated with several outcomes for employees and, in 

turn, organizations. For schools, these often lead to the added cost of disrupted learning for students. Among the 

most costly of these to organizations are absenteeism and turnover (which together can be classed as withdrawal), 

lowered commitment, lowered productivity (often a result of the preceding outcomes) and diminished health of staff 

members (Muchinsky, 2000; Rosenblatt & Shirom, 2004; Spector, 2000). Given this, it is reasonable to suggest that 

keeping teachers satisfied with their work should be a priority for school systems and a goal for school leadership 

teams.  

 

 

Analysts typically argue that job satisfaction is multidimensional. The job setting is viewed as being composed of 

different constituent parts with which an individual may be either satisfied or dissatisfied. For example, the Job 
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Descriptive Index developed by Smith, Kendall, and Hulin (1969) breaks out the overall measure of job satisfaction 

into satisfaction with supervision, satisfaction with co-workers, satisfaction with work, satisfaction with pay, and 

satisfaction with promotion. Another commonly used measure, the Job Diagnostic Survey of Hackman and Oldham 

(1975), maintains that job satisfaction is associated with five core dimensions - skill variety, task identity, task 

significance, autonomy, and feedback from the job itself - as well as two supplementary dimensions - feedback from 

agents and dealing with others. Many analysts rely upon the judgement of individuals to give an overall assessment 

of job satisfaction where other researchers compute composite measures of job satisfaction from the different 

dimensions of the job identified as being important (Arvey, Bouchard, Segal & Abraham, 1989). 

 

According to Weiss (2002), there are a variety of factors that can influence a person's level of job satisfaction; some 

of these factors include the level of pay and benefits, the perceived fairness of the promotion system within a 

company, the quality of the working conditions, leadership and social relationships, and the job itself (the variety of 

tasks involved, the interest and challenge the job generates, and the clarity of the job description/requirements). The 

happier people are within their job, the more satisfied they are said to be. Job satisfaction is not the same as 

motivation, although it is clearly linked. Job design aims to enhance job satisfaction and performance; methods 

include job rotation, job enlargement and job enrichment. Other influences on satisfaction include the management 

style and culture, employee involvement, empowerment and autonomous work groups. Job satisfaction is a very 

important attribute which is frequently measured by organizations. The most common way of measurement is the 

use of rating scales where employees report their reactions to their jobs. Questions relate to rate of pay, work 

responsibilities, variety of tasks, promotional opportunities the work itself and co-workers. Some questioners ask yes 

or no questions while others ask to rate satisfaction on 1-5 scale (where 1 represents "extremely dissatisfied or not at 

all satisfied" and 5 represents "extremely satisfied").  The objective of this study sought to establish the level of job 

satisfaction among teachers in secondary schools. The study adopted a rating (likert) scale in assessing the level of 

job satisfaction. 

2.3 Theoretical Framework 

Several factors are believed to influence a person’s desire to perform work or behave in a certain way. The need-

based theories explained these desires; they explain motivation primarily as a phenomenon that occurs intrinsically, 

or within an individual. There are two need-based theorists and their theories: Maslow’s Motivational theory with 

hierarchy of needs and Herzberg et al.’s two-factor theory. This study used Maslow’s (1954) theory of Hierarchy of 

Needs which emphasize on human motivation. Maslow had proposed a motivational theory that was based on five 

human needs: physiological, safety, social, esteem, and self actualization. Building upon Maslow’s theory of human 

needs, Herzberg, Mausner and Snyderman (1959) hypothesized that motivation could be viewed in two rather than 

five domains. The results of this important study became the foundation for a theory of job satisfaction called the 

two-factor, dual-factor, or motivation-hygiene theory. 

 

The two-factor theory suggested that job satisfaction and job dissatisfaction stemmed from two separate sets of 

work-related factors (Herzberg, 1974). Herzberg (2003) stated that the factors producing job satisfaction were 
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“separate and distinct” from those that led to dissatisfaction. Satisfaction and dissatisfaction were not opposite 

feelings. Rather, the opposite of satisfaction was the absence of satisfaction. The opposite of dissatisfaction was the 

absence of dissatisfaction.  

 

The first set of factors influenced job satisfaction. Herzberg (2003) found that what caused people to feel satisfied in 

their work was related to the job itself. These factors, which may be compared to Maslow’s (1954) higher-level 

human needs, included achievement, growth, responsibility, advancement, recognition, and the work itself. Herzberg 

et al. (1959) referred to these needs as satisfiers or “motivators” because they fulfilled a psychological need. Of 

motivators, Herzberg (1974) stated, “These satisfier factors are known as motivators because if they are present in 

appropriate amounts in any organization, they bring about work motivation as a corollary to their creating positive 

attitudes of job satisfaction”. 

 

The second set of factors (Herzberg, 2003) influenced job dissatisfaction. These were factors that were related to the 

work environment. These factors, which may be compared to Maslow’s (1954), lower-level human needs, included 

policy, supervision, salary, work conditions, personal life, and interpersonal relationships, both with peers and 

subordinates (Herzberg et al., 1959). These dissatisfiers were called “hygiene” factors because they related to the 

“preventive and environmental conditions of work” (Herzberg, 1974). These condition-related factors are rooted in 

human nature, because one’s work environment affects basic biological and psychological needs (Herzberg, 1974). 

 

In applying these definitions to the motivation of employees, Herzberg et al. (1959) stated, “The motivators fit the 

need for creativity, the hygiene factors satisfy the need for fair treatment, and it is thus that the appropriate incentive 

must be present to achieve the desired job attitude and job performance”.  Applying these concepts to education for 

example, if school improvement depends, fundamentally, on the improvement of teaching, ways to increase teacher 

motivation and capabilities should be the core processes upon which efforts to make schools more effective focus. In 

addition, highly motivated and need satisfied teachers can create a good social, psychological and physical climate 

in the classroom. The theory is relevant to this study since leaders must consider both sets of factors in their efforts 

to foster job satisfaction and prevent job dissatisfaction. 

 

3. Research Methodology 

3.1 Introduction 

This chapter discusses the methodological procedures that were used in data collection and analyses. The discussion 

include the research design; location of the study; population of the study; sampling procedure and sample size; 

instrumentation; data collection; and data analysis.  
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3.2 Research Design 

This study adopted a survey research design. A survey research design involves the selection of a sample of 

respondents and administering questionnaires or conducting interviews to gather information on variables of interest 

(McMillan & Schumacher, 1993). Information is collected from respondents about their experiences and opinions in 

order to generalize the findings to the population that the sample is intended to represent (Gall, Borg & Gall, 1996). 

This design was the most appropriate for obtaining factual and attitudinal information or for research questions 

about self-reported beliefs, opinion, characteristics and present or past behaviours (David & Sutton, 2004; Gray, 

2004; Neuman, 2000). Since this study sought to obtain descriptive and self-reported information from teachers, the 

survey design was the most appropriate. The survey allowed the researcher to expose the respondents to a set of 

questions that allowed comparison. It assumed that all the respondents had information or experience that bore on 

the problem being investigated (job satisfaction). 

3.3 Location of the Study  

The study was conducted in Dundori division of Nakuru district, Rift Valley province. The district was recently 

curved from the larger Nakuru district. Secondary schools in Dundori division, like others in the country, were 

chosen as a research site because of their unenviable task of laying the foundation stones in the process of creating 

knowledgeable and skilled manpower for socio-economic development.  

3.4 Population of the Study 

The target population for this study comprised of all teachers in secondary schools in the study area. The area had 17 

secondary schools categorized into three groups: 1 boys only, 5 girls only and 11 mixed schools. The 17 schools had 

a student population of 4557 including 2956 girls and 1601 boys. The schools also had 274 teachers. (Ministry of 

education Nakuru North District secondary schools district returns data 2009). In this study, 274 teachers were 

targeted and involved in the study. Table 1 summarizes these schools by category. 

Table 1: Population of secondary schools in Dundori zone by category 

Type of school      Boarding Day Mixed day and boarding Total 
Boys only 1 0 0 1 
Girls  only 5 0 0 5 
Mixed boys and girls 2 8 1 11 
Total 8 8 1 17 

Source: Ministry of education, Nakuru North District secondary schools returns data 2009. 

3.5 Sampling Procedure and Sample Size 

Ideally, it would have been preferable to collect data from all the 274 teachers from all the 17 secondary schools in 

the study area. However, because of time, manpower and financial constraints, sampling was used to select a 

number of schools and teachers. In order to determine a representative sample size of teachers to be drawn from the 

274, this study adopted a formula by Nassiuma (2000) for estimating a sample size, n, from a known population 

size, N and a coefficient of variation (V.C) of 30%.  
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n = sample size;  

N = population size;  

C = coefficient of variation and e is error margin. 

 

Substituting these values in the equation, estimated sample size (n) was: 

Sample size for teachers 
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=n  

                                              n = 124 teachers 

 

Using the sample of 124 teachers, purposive, stratified and simple random sampling procedures were used in 

selecting and distributing it among the schools. First, purposive sampling was used to select 12 out of the 17 

schools. The 12 schools were purposively selected to ensure that all the 3 school categories were included. The 12 

schools included 1 boys’ school, 3 girls’ schools and 8 mixed schools. The 12 schools and their categories were 

assumed to provide sufficient variability in the sample and the concepts under study.   

 

Proportionate stratified sampling was then used in dividing the sample of 124 among the 12 purposively selected 

schools. This ensured that the sample was proportionately and adequately divided among the 12 schools according 

to the population of each school. Each school (stratum) was allocated a portion of the sample by dividing the total 

number of teachers in that school by the total number of all teachers in the 12 selected schools and then multiplied 

by the sample size (124). Simple random sampling using random numbers table was then used to select the specific 

number of teachers allocated to each selected school. The teacher corresponding to the number picked was included 

in the sample.  

 

From the above sampling procedures, the 124 teachers formed the final sample size for this study. However, out of 

the targeted 124 teachers, only 115 representing a response rate of 92.7% managed to correctly complete and return 

the questionnaires. The remaining 9 teachers never returned the questionnaires and were therefore not included in 

the analysis. 

3.6 Instrumentation 

The study used a self-structured questionnaire with teachers in both pilot study and the main study. The teacher 

questionnaire consisted of mainly closed-ended items and a few open-ended items. It had various items seeking 

different information from the targeted respondents.  The items were in the form of a likert-scale.  
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Reliability and validity were established for standardization of the research instruments used in the study. Content 

validity of the research instruments was established in order to make sure that they reflected the content of the 

concept (job satisfaction) in question. First, the researcher went through the instruments and compared them with the 

set objectives and ensured that they contained all the information that answers the set questions and addressed the 

objective. Second, an expert was consulted to scrutinize the relevance of the questionnaire items against the set 

objectives of the study. The instruments were then taken for piloting on a population that was similar to the target 

population; two schools from Kiamaina zone. The piloting included 5 teachers. The objective of piloting was to 

eliminate any ambiguous items, establish if there were problems in administering the instruments, test data 

collection instructions, establish the feasibility of the study, anticipate and amend any logical and procedural 

difficulties regarding the study, and allow preliminary (dummy) data analysis. Piloting also assisted the researcher in 

testing the reliability of the instrument. Cronbach’s Coefficient Alpha was computed for the instrument. A reliability 

coefficient of 0.9024 was established and assumed to reflect the internal reliability of the instruments. 

3.7 Data Collection Procedure 

The researchers proceeded to collect data from the selected respondents. Permission was sought from the head 

teachers of the 12 schools involved in the study. The researchers then visited the selected schools before actual data 

collection for familiarisation and acquaintance with the head teachers. During this visit, the researchers informed the 

head teachers about the purpose of the intended study and booked appointments for data collection. After 

familiarisation, data was then collected from the respondents using the mentioned instruments.  The researchers 

personally distributed the questionnaire to the selected respondents. The completed questionnaires were verified and 

collected on the same day of distribution. 

3.8 Data Analysis 

Data collected were processed, coded and analyzed using Statistical Package for Social Sciences (SPSS) to facilitate 

addressing the research objectives. This was done using both descriptive and inferential statistics. Descriptive 

statistics (percentages, frequencies, and means) presented in tables and charts (pie charts, tables and bar graph) were 

used to summarize and organize data and to describe the characteristics of the sample.  

3.9 Ethical Considerations 

Confidentiality was strictly observed in the course of this research to prevent respondent’s physical or psychological 

harm. The identity and privacy of individuals was protected. The researchers were honest, and did all preliminary 

tests and obtained all background information in an effort to avoid imparting any harm to the subjects of this 

research. The researchers conformed to the principle of voluntary consent where respondents participated in the 

research willingly, and the real purpose of the research was disclosed to the respondents. The researchers sought 

permission from the district education officer and the head teachers of the respective schools before distributing the 

questionnaires. 
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4. Results and Discussion 

4.1 Introduction 

This chapter presents a discussion of the research findings. Data were collected in reference to the objective and 

analyzed using a computer statistical programmer known as Statistical Package for Social Sciences (SPSS) version 

11.5 for windows. Results are presented using both descriptive and inferential statistics.  

4.2 Demographic Characteristics of the Respondents 

This section presents a brief description of the demographic characteristics of the sampled respondents involved in 

this study. Such a description is considered to be very important in providing a better understanding of the 

respondents included in the study and therefore provide a good foundation for a detailed discussion of the results 

based on the stipulated objective of the study. The demographic characteristics included age, gender, marital status, 

professional status and teaching experience. The study involved 115 sampled teachers were drawn from all the 12 

schools in the study area. The teachers were aged between 19 and 54 years with a mean of 35.0 years. This suggests 

that the respondents were youthful and in their prime working years and thus relatively active and productive. 

Respondents in such an age group were more likely to be adaptive, flexible and receptive to new ideas and methods 

in the teaching and management of schools. This was very important especially with the technological development 

being adopted in many organizations to improve their efficiency. In addition to age, the gender of the employee is 

very crucial in determining specific roles and responsibilities to be assumed both at the workplace and household 

level. Figure 2 summarizes the gender of the sampled respondents. 

38.3%

61.7%

Female

Male

 
Figure 2: Gender of the sampled teachers 

 

Figure 2 indicates that out of the 115 respondents, 61.3% (71) were males, while 38.3% (44) were females. The 

above gender distribution depicts the overall picture of formal employment in many sectors in the country where 

there are more male than female employees. The respondents differed in their marital status. Out of the 71 male and 

44 female sampled teachers, 75 (65.2%) were married, 35 (30.4%) still single, 3 (2.6%) had divorced or separated, 

and 2 (1.7%) were widowed. The marital status depicts the amount of responsibilities that an employee has at home. 
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The level of efficiency of such employees will depend on how they balance the domestic and organizational 

responsibilities.  

 

The level of effectiveness and performance in a school depends on the availability of qualified teachers. In this 

study, teachers were asked about the professional qualifications. It was established that 69 (60.0%) of the 115 

sampled teachers had a University Bachelor’s degree in Education, 18 (15.7%) percent had diploma/S1 

qualifications, 13 (11.3%) had ATS qualifications, 11 (9.6%) were professionally untrained while 4 (3.5%) had 

Masters Degree qualifications. A part from the 9.6 percent being professionally untrained, majority of the teachers 

had adequate professional qualification as teachers to undertake their professional teaching responsibilities and 

therefore meet the educational needs of students at that level.  

 

Efficiency in teaching and handling of students academic needs will depend on the experience of the teachers 

concerned. In this study, the teachers were asked about their teaching experience and the number of years served in 

the current school. The 115 respondents had taught at secondary school level for a period of between 1 and 26 years 

with a mean of 9.90 years. In addition, the teachers had served in their current schools for a period of between 1 and 

20 years with a mean of 4.30 years. Such a wide experience is important in understanding the educational and 

administrative needs of secondary schools. 

4.3 Teacher Job Satisfaction 

The objective of this study sought to establish the level of job satisfaction among teachers in secondary schools.  

The objective was based on the fact that a satisfied teacher is more likely to record higher levels of job performance 

compared to one who is not satisfied. In this study, job satisfaction was regarded as the feelings or state of mind of 

the teachers regarding the nature of their work in the schools. In order to assess it, both intrinsic (internal) and 

extrinsic (external) dimensions/attributes of job satisfaction at the place of work were considered. This was done so 

as to reflect and capture the full complexity of job satisfaction at the place of work. The two dimensions determined 

the overall level of job satisfaction of the sampled teachers. Job satisfaction was therefore assessed from a series of 

17 statements seeking respondents’ satisfaction or dissatisfaction with various extrinsic and intrinsic attributes of 

their job as teachers in schools. Responses to these statements were measured on a five-point scale ranging from 1 to 

5 (where, 1 = extremely dissatisfied, 2 = dissatisfied, 3 = undecided, 4 = satisfied and 5 = extremely satisfied). The 

average mean score of each attribute was computed so as to assess the variation in the respondents’ feeling. Table 4 

depicts the distribution of their responses. 

 

Table 2: Indicators of Job Satisfaction  

 
Statement 

Response (%)  
Mean 1 2 3 4 5 

Extrinsic factors      
My fellow teachers in the school 4.3 8.7 7.0 73.9 6.1 3.69 
The physical work conditions 7.8 15.7 37.4 34.8 4.3 3.12 
My immediate boss 7.8 27.8 20.9 34.8 8.7 3.09 
My hours of work 8.7 33.0 17.4 32.2 8.7 2.99 
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Industrial relations (union relations) between 
employer and teachers 

7.0 17.4 50.4 21.7 3.5 2.97 

Channels of communication and information flow 
in the school 

11.3 26.1 20.0 39.1 3.5 2.97 

My job security 26.1 19.1 13.9 31.3 9.6 2.79 
The policies of the employer and the way it is 
managed 

8.7 35.7 27.0 25.2 3.5 2.79 

My rate of pay 50.0 31.3 8.7 8.7 0.9 1.78 
Intrinsic factors       
The opportunity to use my abilities 9.6 17.4 22.6 43.5 7.0 3.21 
The amount of variety in my job 8.7 17.4 36.5 33.0 4.3 3.07 
The recognition I get for good work 10.4 28.7 13.9 38.3 8.7 3.06 
The attention paid to suggestions I make at work 11.3 19.1 27.0 38.3 4.3 3.05 
The freedom to choose my own method of 
working 

14.8 22.6 28.7 24.3 9.6 2.91 

The amount of responsibility (workload) I am 
given 

21.7 24.3 13.9 35.7 4.3 2.77 

Opportunities for further training and career 
development 

32.2 27.8 17.4 16.5 6.1 2.37 

My prospects (chances) of promotion 49.6 17.4 17.4 12.2 3.5 2.03 
 

Table 4 indicates that out of the nine extrinsic indicators of job satisfaction, the respondents were generally satisfied 

with the first three by rating them above the average (3.00), with mean scores ranging from M = 3.09 and M = 3.69. 

This suggests that the respondents were satisfied with their fellow teachers, the physical work conditions of the 

schools and their immediate boss. However, the respondents were less satisfied in the remaining six extrinsic 

indicators by rating them below average with mean scores ranging from M = 1.78 and M = 2.99. The six indicators 

included the hours of work, industrial relations (union relations) between employer and teachers, channels of 

communication and information flow, job security, the policies of the employer and the way it is managed, and the 

rate of pay.  

 

Table 2 also revealed that that the respondents were generally satisfied with four out of eight intrinsic attributes of 

their job in the schools by rating them above average with mean scores ranging from M = 3.21 and M = 3.05. This 

suggests that the respondents were also satisfied with the opportunity to use their abilities, amount of variety in their 

job, recognition they got for good work, and attention paid to suggestions they made at work. However, they were 

less satisfied with the last four intrinsic indicators including the freedom to choose their method of working, amount 

of responsibility (workload), opportunities for further training and career development and prospects (chances) of 

promotion.  On the overall, teachers seem to have higher intrinsic job satisfaction than extrinsic satisfaction. This 

was in line with earlier observations by Herzberg (1959) that one may experience intrinsic satisfaction that is distinct 

and different than extrinsic satisfaction. One’s intrinsic satisfaction may be high, while their extrinsic satisfaction is 

low. The reverse may also be true.  

 

In any organization, the above nine extrinsic and eight intrinsic indicators interact and cumulatively influence the 

overall level of job satisfaction of a teacher in a school. Thus, the responses to each constituent indicator were 
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scored on a scale of 1, indicating least level of job satisfaction, to 5, indicating highest level of job satisfaction. The 

individual indicator scores were summed up to form a job satisfaction index score for each respondent. The index 

score varied between 17, indicating the least level of job satisfaction, and 85, indicating the highest level of job 

satisfaction among the teachers. The higher the score, the higher was the overall level of job satisfaction of a 

teacher, and vice versa. The index score was later collapsed into three ordinal categories in order to differentiate 

between the levels of job satisfaction among the teachers. This included a score of 17-39 indicating low job 

satisfaction, a score of 40-62 meaning average/moderate job satisfaction and a score of 63-85 denoting high job 

satisfaction. Table 5 depicts the levels of job satisfaction among the teachers. 

Table 3: Level of Job Satisfaction 

Level of job satisfaction Frequency Percent 
Low 34 29.6 

Average 66 57.4 

High  15 13.0 

Total 115 100.0 

  

Table 5 indicates that 57.4% of the teachers were averagely satisfied with their job as teachers in their various 

schools. The remaining 29.6 % had low job satisfaction while13.0% recorded high job satisfaction. This suggests 

that majority of the respondents had either low or average job satisfaction with their employment as teachers in their 

school. This was attributed to the way they had rated the individual extrinsic and intrinsic dimensions of their job 

satisfaction.  

Given the generally moderate level of job satisfaction, the teachers were then asked about what should be done to 

motivate them and improve their job satisfaction. Table 6 summarizes their suggestions. 

Table 4: Suggestions to improve job satisfaction 

Suggestions Frequenc
y 

Percent 

Improve terms of services 58 50.4 

Give teachers freedom to work independently and 
freely 

20 17.4 

Fairness and regular promotion of qualified teachers 17 14.8 
Recognition and reward for good work 11 9.6 
Manageable workload 9 7.8 

Total 115 100.0 

 
Table 6 indicates that majority of the teachers were of the opinion that there was need to review and improve their 

terms of services so as to motivate them to work. Most of them were from private schools who complained of the 

harsh economic times compared to their terms of services. Others wanted to be allowed to work independently and 

freely without too much control and supervision. They complained of the head teacher micro-management every 

aspect of their work which denied them independency. Some teachers also wanted fairness and regular promotion, 

recognition and reward for good work, and manageable work load.  
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5. Summary, Conclusions and Recommendations 

5.1 Introduction 

This chapter presents a summary of the major findings from the study based on the research objective, conclusions 

from the findings and recommendations derived from the conclusions. The study sought to assess the level of job 

satisfaction of teachers among secondary schools in Dundori zone, Nakuru North district, Kenya.   

 

Both primary and secondary data were used to elucidate job satisfaction in the education sector, specifically in 

secondary schools in the study. Primary data was collected using a semi- structured questionnaire with teachers. A 

sample of 115 teachers was interviewed. Secondary data was collected from documented information about job 

satisfaction in the education sectors from the study area, country and elsewhere. The collected data were analyzed 

using descriptive and inferential statistics with the aid of SPSS version 11.5 for Windows. 

5.2 Summary of the Findings  

Based on the study objective and research question, the major finding was that more than a half of the teachers were 

averagely satisfied with their job as teachers in their various schools. However, they varied in their rating of 

different aspects and indicators of intrinsic and extrinsic dimensions of job satisfaction. 

5.3 Conclusions 

The study investigated the level of job satisfaction of teachers using a case study of secondary schools in Dundori 

zone, Nakuru North district, Kenya. The concerned agencies including the Ministry of Education, school 

management, teachers and students could use such information to assess the potentials and challenges posed by the 

levels of teacher job satisfaction on various aspects of teaching and learning in schools.  This may enable them to 

develop effective strategies that would help increase levels of job satisfaction of teachers in schools. The following 

conclusion is based on the specific objective of the study:  

Teachers in a school are motivated by different internal and external attributes of the teaching environment which 

influences their levels of job satisfaction and make it to vary from one to the other.  

5.4 Recommendations 

In view of the above conclusion, this study makes the following recommendation about job satisfaction in the study 

area and beyond: 

An effective school administration should be flexible and guided by the dynamic changing situation that demands its 

direction and intervention. This will determine the extent of control and perception of how much control one should 

give to teachers being administered. This should in turn, vary from situation to situation, but depend more on the: 

situation and culture of the organization, the nature of the task, the nature of the workforce and the personality and 

skills of the leaders in the school. 

5.5 Suggestions for Further Research 

This study suggests the following areas for further research: 
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(i) A similar study should be carried out in more other schools in different areas in the country to validate the 

results of this study. The findings, suggestions and recommendations of such wider studies would be the basis 

of developing training programmes for the current and prospective head teachers. 

(ii)  There is need for a study on the effect of job satisfaction on the teaching and learning environment in the 

school. 
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