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ABSTRACT
This study examined the relationship between teacher motivation and job satisfaction in
Universal Primary Education (UPE) schools in Paicho Sub-County Gulu district, Uganda.
The research objectives were to determine the relationship between basic salary and
teachers’-job satisfaction in UPE primary schools in Paicho Sub-County, to establish the
relationship between working condition and teachers’ job satisfaction in UPE primary
schools in Paicho Sub-County, to determine the relationship between promotion
opportunity and teachers’ job satisfaction in UPE primary schools in Paicho Sub-County
and to establish the relationship between job recognition and teachers’ job satisfaction in
UPE primary schools in Paicho Sub-County. The study adopted a correlation research
design. Both quantitative and qualitative approaches were adopted. The sample size
consisted of 144 respondents. A simple random sampling technique to select the 144
teachers/respondents from the 10 primary schools. Quantitative analysis involved
descriptive statistics (frequencies and percentages) and inferential statistics (Spearman
rank order correlation coefficient). Findings revealed a significantly strong positive
relationship (rho = .864) between basic salary and teachers’ job satisfaction, a
significantly strong positive relationship (rho = .909) between working condition and
teachers’ job satisfaction, a significantly strong positive relationship (rho = .813) between
promotion opportunity and teachers’ job satisfaction and a significantly strong positive
relationship (rho = .864) between job recognition and teachers’ job satisfaction. It was
concluded. first of all, that it is imperative to understand the complex nature in the
compensation-job satisfaction relationship and to improve compensation in order to meet
the needs of employees. Secondly. promoting employees and improving their working
conditions greatly determine the level of job satistaction. Lastly, teacher motivation plays

an important role in teachers’ job satisfaction.
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CHAPTER ONE

INTRODUCTION
1.0 Introduction
This study examined the relationship between teacher motivation and job satisfaction in
Universal Primary Education schools in Paicho Sub-County Gulu district, Uganda. [t had
been observed that the level of teachers™ job satisfaction was deteriorating. The status of
payment. working condition, community recognition was getting worse (Bennell &
Akyeampong, 2007). This chapter presents the background to the study. statement of the
problem, the purpose of the study. objectives of the study, research questions, scope of
the study, significance of the study, operational definition, the conceptual framework,

limitations of the study and delimitations.

1.1 Background to the Study

The background is arranged in four sub-sections. The first sub-section presents the
historical perspective where interest in employee motivation affecting job satisfaction
from earlier years to the present highlighted. The second sub-section presents the
theoretical perspective elucidating the theory that explains employee motivation affecting
job satistaction. The third sub-section presents the conceptual perspective where various
concepts related to employee motivation and job satisfaction are explained. The fourth
sub-section presents the contextual perspective focusing on ideal and actual situation
relating to employee motivation aftecting job satisfaction in the primary schools in Paicho

Sub County Gulu District.

1.1.1 Historical perspective
Early explanations of teacher’s motivation focused instincts. Psychologists writing in the
late 19™ and early 20™ centuries suggested that human beings were basically programmed

to behave in certain ways to be satisfied with their jobs, depending upon the behavioral



cues to which they were exposed. Sigmund Freud, for example, argued that the most
powerful determinants of individual behavior were those of which the individual was not

consciously aware (Eccles. Wigfield & Schiefele, 1998).

According to Motivation and Leadership at Work (Steers et al, 1996), in the early 20"
century researchers began to examine other possible explanations for differences in
individual motivation that affect job satisfaction. Others studied the effect of learning and
individuals® base current behavior on the consequences ot past behavior. Over time. these
major theoretical streams of research in motivation affecting job satisfaction were
classitied into two major schools: the content theories of motivation and the process
theories of motivation. Content (or need) theories of motivation affecting job satisfaction
focus on factors internal to the individual that energize and direct behavior. In general,
such theories regard motivation as the product of internal drives that compel an individual
to act or move (hence, "motivate") toward the satisfaction of individual needs. The
content theories of motivation affecting job satisfaction are based in large part on early
theories of motivation that traced the paths of action backward to their perceived origin in
internal drives. Major content theories of motivation affecting job satisfaction are
Maslow's hierarchy of needs, Hertzberg's motivator-hygiene theory, and McClelland's

learned needs or three-needs theory (Graham & Weiner, 1996).

Teacher motivation and job satisfaction has been a global concern of researchers in the
UK and other parts of the world (Oswald, 1999; Evans. 1998 cited in Maurice, 2015).
Evans (1998 cited in Maurice, 2015) reported that low job satisfaction has been cited as a
possible cause of the then teaching crisis in the UK. Teacher's motivation is a major
determinant of job performance in schools. In Uganda, Gullatt and Bennet (1995) argued
that the need for motivated teachers is reaching crisis proportions in today's technological

society undergoing fundamental changes. They add that a motivated and dedicated staft is



considered as a cornerstone for the effectiveness of a school in facing the various
challenges and problems posed to it. Different factors such as work environment and the

rewards for teachers determine the lack of motivation affecting job satisfaction

Lack of motivation affecting job satisfaction among teachers has been manifested in
teacher unwillingness to participate in school activities poor attendance, unexpected
absence, late coming, lack of additional training. uncreative and non-stimulating teaching,
unhelpful attitudes when assistance is needed, because resistance to contributing more
than what is required of them and development of arguments between colleagues
(Jackson. 1997). Performance of a given school depends more on the teacher’s effort and
if a given teacher is unhappy with his/her job, he/she will not put emphasis into his/her
teaching. To ensure teachers are motivated and satisfied to perform their duties well, there
i1s need to provide both intrinsic and extrinsic motivation. Intrinsic sources include
physical, mental, and spiritual. Extrinsic sources include operant and social conditioning.
These are meant to ensure teachers are motivated and satisfied to perform their job well

(Graham & Weiner, 1996; Deci, 1975).

1.1.2  Theoretical perspective

Teacher motivation and job satisfaction is linked to Fredrick Hertzberg (1959) two-factor
theory. Hertzberg states that there are certain factors in the work place that cause job
satisfaction and others cause dissatisfaction. Hertzberg divided the factors into motivating
and hygiene factors. The motivating factors are strong contributors of job satisfaction and
include things like challenging work, recognition and responsibility (Nairuba, 2011 cited
in Mbusa, 2017). The hygiene factors include things like provision of employee
accommodation, break tea, lunch, technical supervision, salary. interpersonal relationship

with supervisors and work conditions and medical insurance cover. They are associated



with job content. Hertzberg et al indicated that these factors are perceived as necessary
but not sufficient conditions for the satisfaction of workers (Nwachukwu, 2017). Given
that teachers’ motivation in the present study will be focused on the one hygiene factor
(provision of good basic salary) and three motivational factors (good working condition,
promotiori opportunity and recognition), it can be noted that from a theoretical
perspective, the Hertzberg theory greatly contributes to the understanding -and shapes the

study.

In addition, Abraham Maslow’s Hierarchy of Needs theory (1970) also supplements
Hertzberg (1959) two-factor theory. It is the most widely recognized theory of motivation
and perhaps the most referenced of the content theories. According to this theory, a
person has five fundamental needs: physiological, security, affiliation, esteem, and self-
actualization. The physiological needs include pay, food, shelter and clothing, good and
comfortable work conditions among others. Salary is a physiological need that made this
theory relevant to this study. The security needs include the need for safety, fair
treatment, protection against threats, and job security among other needs. Affiliation
needs include the needs of being loved, accepted, part of a group and the like. Whereas
esteem needs include the need for recognition, respect, achievement, autonomy,
independence among others. Recognition, autonomy and promotion are esteem needs that
made this theory relevant to this study. Finally, self-actualization needs, which are the
highest in the level of Maslow’s need theory, include realizing one’s full potential or self-
development. According to Maslow, once a need is satisfied it is no longer a need. It
ceases to motivate employees’ behavior and they are motivated by the need at the next

level up the hierarchy (Cole, 2002 cited in Maurice, 2015).



1.1.3  Conceptual perspective

The word motivation may mean different things to different people depending on the
perspective from which one approaches. According to Young (1961) as cited in Adjei and
Kwasi (2014) motivation is a process of arousing action, sustaining the activity in
progress, and regulating the pattern of activity. Atkinson (1958) as cited in Adjei and
Kwasi (2014) also incorporates the vigilance or arousal function but relates it closely to
the cue functions of situation. thus the term moti ation. “refers to the arousal of a
tendency to act to produce one or more effects”™. Motivation can be understood trom two
perspectives that include the psychological perspective and management perspective.
Psychological perspective refers to the internal mental state of an individual relating to
the internal initiation. direction, persistence, intention and termination of behavior
(Mullins, 2005 cited in Leah, 2014). Motivational process consists of needs which are
geared towards achieving desired goals. The drives are action oriented to approach certain
goals to alleviate an individual needs. In management, motivation is an activity that
managers do to their employees in an attempt to boost their productivity in the
organization. It is the process of activating the willingness potentials of the employees
(Mullins, 2005 cited in Leah, 2014). It is in terms of outward behavior. Those motivated
exert extra effort to perform given tasks unlike those not motivated. Okumbe (1998) as
cited in Leah (2014) defines motivation as a pleasurable or positive response resulting
from the appraisal of one’s job or experience. It refers to a set of tavorable feelings with
which employees perceive their work. In this study, motivation was defined in terms of

basic salary. working condition, promotion opportunity and job recognition.

There are two basic types of motivation which an individual experiences. These are
intrinsic motivation and extrinsic or exoteric motivation. Intrinsic motivation refers to
motivation that is driven by an interest or enjoyment in the task itself. and exists within

the individual rather than relying on any external pressure. Intrinsic motivation is based
5



on taking pleasure in an activity rather than working towards an external reward.
Extrinsic motivation refers to the performance of an activity in order to attain an outcome,
which then contradicts intrinsic motivation. Extrinsic motivation comes from outside of
the individual. Common extrinsic motivations are rewards like money and grades,
coercion and threat of punishment (Adjei & Kwasi, 2014). Thus, in this study, basic
salary factor was. an extrinsic motivation while working condition, promotion opportunity

and job recognition were extrinsic motivation factors that were investigated.

Job satisfaction results in the employee’s perception of how well the job they perform,
provide those things they consider important to them and to the organization. Work
motivation and job satisfaction are closely related concepts which are fundamental in
organizations for any significant production. Motivation is the motive (drive) to satisfy a
need (wants) while job satisfaction is the contentment experienced when need is satisfied.
Where the employee’s needs are not satisfied, organizational production could be low,
but, when the employee’s needs are sufficiently met, their job satisfaction and motivation
increases leading to higher production. Another school of thought has categorized the
determinants of job satisfaction under three broad headings of individual attributes, job
characteristics and organizational characteristics (Forsyth & Copes, 1994 cited in Leah,
2014). Individual attributes refer to the demographic variables that are used to describe
the specific characteristics of the employee actually doing the job. They include

characteristics such as gender, age, race, pay, education and tenure (Leah, 2014).

Rhodes and Steers (1990), cited in Torrington and Hall (2005) suggest that satisfaction
with the job is determined by the job situation and moderated by employee values and job
expectations. Factors in the job situation are identified as job scope, level of
responsibility, decision making, the leadership style of immediate supervisor, particularly

the openness of the relationship and how easy it is to discuss and solve problems jointly;



strength of the relationship of coworkers; and the promotion opportunity. On these bases,
higher levels of responsibility, opportunity for workers to make decisions in relation to
job demands, good working conditions, and open relationships with immediate managers,
good relationship with fellow colleagues, and the promotion opportunity improve job
satisfaction. In this study, motivation was defined in terms of work interest, work morale

and work commitment. -

1.1.4  Contextual perspective

The results from Crossman and Harris’s (2006 cited in Maurice, 2015) study also
indicated that teachers in foundation schools exhibited the lowest job satisfaction. Other
authors cite different factors, including conflict between work and family life (Spear et al,
2000); behavior difficulties exhibited by some pupils, the failing schools (Scott &
Dinham, 2003) as well as pay (Chung et al, 2004 cited in Maurice, 2015). Evans’s (1998
cited in Maurice, 2015) research into job satisfaction among teachers in the compulsory
schooling and higher education sectors in the UK reveal that some motivational factors
are generally attributed to what has been reported as an endemic malaise within the
teaching profession. She cites, among others, low salaries and low status, changes
affected by the 1988 Education Reform Act, de-professionalization resulting from school

based teacher training, low level of pay and recognition among others.

Teacher low level of motivation and job dissatisfaction is a major concern in the Ugandan
education system (Bennell & Akyeampong. 2007). UNESCO’s Pdle de Dakar research on
teaching in Africa under its Teacher Initiative in Sub-Saharan Africa (TISSA) released
results of a survey of primary school teacher satisfaction in Uganda, many of which are
striking and should be a source of concern for Uganda. On a four-point rating scale, from
very satisfied to very dissatisfied, slightly more than half of teachers were somewhat

satisfied (44.2%) or very satisfied (8.6%). One-fifth of teachers (18.2%) were very



dissatisfied, and 28.2% were somewhat dissatisfied. When asked whether they would
choose to become a teacher again if they had the opportunity to start over, only 41.9%
said they would. As to perceptions of other teachers’ satisfaction, less than one-fourth of
teachers (22.3%) .believed that their colleagues were satisfied. Teachers were also asked

what form of motivation mattered most for their satisfaction.

Although it is not the only factor, this general feeling of dissatisfaction and lack of
motivation affects teachers’ attendance at work. Repeated joint assessment reviews
conducted since 2008 indicate that teacher absenteeism is high (17 percent to 30 percent).
This level would be even higher if accounting for cases where teachers are in school, but
are not actually teaching. EMIS data for 2010 revealed that in lower secondary, teachers
give 12 hours of class per week on average, instead of the set 16 hours; similarly, at the
upper secondary level, teachers give 9 hours of class per week, instead of the 12 hours set
by Moses Teachers believe their salary is low, whereas it is actually higher than for
similarly graded civil service jobs. Primary teachers indicate salary as the main cause of
demotivation. However, teacher salaries in Uganda are comparatively good. Primary
teacher pay (in purchasing power parity US$) is relatively higher in Uganda. In addition,
within the Ugandan public sector, entry pay is 22 percent higher for primary teachers
(U7-upper grade) than for other civil servants (with the exception of medical and legal
staff). Finally, the public sector is generally more attractive than the private sector,
offering better wages to teachers with similar qualifications (Ministry of Education and

Sports, 2014).

Teachers are mainly dissatisfied with their low salaries as a result many have been forced
to seek alternative income generating activities such as becoming a boda-boda and
engaging in petty businesses to ably support their families (Ministry of Education and

Sports, 2014). Working conditions is poor. With the introduction of UPE and expansion



in enrolment, classrooms are overcrowded, facilities such as science room and libraries

’
are lacking, and instructional materials to aid the teaching learning process are completely
absent or inadequate ((Bennell & Akyeampong, 2007). In addition, teachers have almost
no promotion opportunity. For example, a graduate primary school teacher is paid the
same salary with a Grade 11l teacher unless he/she applies and becomes a deputy or head
teacher. The society no longer praises and recognizes teachers and they have been given
all short of names and equated to cheap things (Bennell & Akyeampong, 2007; TISSA,
2013). For example, cheap beer such as senator is associated to teachers. Meanwhile,
cheap constructed houses nicknamed “Lapwony Okejo” meaning, “The teacher is
annoyed”. These societal constructed stereotypes are meant to explain a teacher
protracted struggle to be like other members of the society. These have considerable
influence on teacher job satisfaction. Despites these setback, limited studies have been

conducted to determine the relationship between teacher motivation and job satisfaction

in primary schools.

1.2 Statement of the Problem

Teacher motivation and job satisfaction at workplace should not be questionable as they
deserve better pay, conducive working conditions. and opportunities for promotion.
Besides they should be able to provide for the needs of their families and all these should
attract the recognition from the public for their services. In Gulu District and Paicho Sub-
county in particular, there is already complaint from education stakeholders such as
District Education Officer (DEO), Coordinating Centre Tutor (CCT) and the Sub-county
authorities that there is no efficiency in the performance of teachers, evidenced by
frequent absenteeism. low level of commitment to their job, late reporting for duty and
high number of teachers quitting the teaching profession among others (Gulu District
Inspection Report, 2017). This is corroborated by UNESCO Report (2013). which shows

that only 16% ot Ugandan primary teachers aspire to remain in the profession in the next
9



two years. This implies that 84% (106,216) of the 126,448 (as established by the 2012
national report) primary teachers in government schools want to quit. The report found
out that 47% of teachers were dissatisfied with their job, 59% would not want to stay in
the profession if they were to start their career anew and about 78% believe that their
colleagues are dissatisfied with their job. It was found that 37% of dissatisfied teachers
would like to resign within a year, compared to just six percent of satisfied teachers. The
western region is home to the most dissatisfied teachers (68%), followed by the north
(61%), central (55%) and east (51%). About 55% of teachers in hard-to reach areas are
dissatisfied compared to 60% in other areas (New Vision, 2014). The low level of job
satisfaction may be attributed to low payment of teacher’s salary, poor working condition,
lack of public recognition of teachers in society and limited promotion opportunities in
the teaching profession is a major concern in the Ugandan education system (Bennell &
Akyeampong, 2007; TISSA, 2013). So everybody is concern about this inconsistence
behaviors and challenges which are not in line with the teachers’ professional code of
conduct. This therefore, prompted the researcher in the present study to examine the
relationship between teacher motivation and job satisfaction in Universal Primary

Education schools in Paicho Sub-County in Gulu District, Uganda.

1.3 Purpose of the Study
The purpose of this study was to examine the relationship between motivation and job
satisfaction among teachers in Universal Primary Education Schools Paicho Sub-county

in Gulu District, Uganda.

1.4 Research Objectives
The study was guided by the following research objectives:
1. To determine the relationship between basic salary and teachers’ job satisfaction in

Universal Primary Education schools in Paicho Sub-County.
10



1.5

To establish the relationship between working condition and teachers’ job satisfaction
in Universal Primary Education schools in Paicho Sub-County.

To determine the relationship between promotion opportunity and teachers’ job
satisfaction in Universal Primary Education schools in Paicho Sub-County.

To establish the relationship between job recognition and teachers’ job satisfaction in

Universal Primary Education schools in Paicho Sub-County.

Research Questions

This study tested the following research questions:

1.

1.6

What is the relationship between basic salary and teachers’ job satisfaction 1n
Universal Primary Education schools in Paicho Sub-County Gulu District?
What is the relationship between working condition and teachers’ job satisfaction in
Universal Primary Education schools in Paicho Sub-County Gulu District?
What is the relationship between promotion opportunity and job satisfaction in
Universal Primary Education schools in Paicho Sub-County, Gulu District?
What is the relationship between job recognition and teachers’ job satisfaction in

Universal Primary Education schools in Paicho Sub-County, Gulu District?

Research Hypotheses

This study tested the following research hypotheses:

There is a significant relationship between basic salary and teachers’ job satisfaction
in Universal Primary Education schools in Paicho Sub-County Gulu District.

There is a significant relationship between working condition and teachers’ job
satisfaction in Universal Primary Education schools in Paicho Sub-County Gulu

District.



3. There is a significant relationship between promotion opportunity and job satisfaction
in Universal Primary Education schools in Paicho Sub-County, Gulu District.

4. There is a significant relationship between job recognition and teachers’ job
satisfaction 1n Universal Primary Education schools in Paicho Sub-County, Gulu

District.

1.7 Scope of the Study
1.7.1 Geographical scope
This study was carried out in primary schools in Paicho Sub-County, Gulu district. The
schools were selected for the study because of the low level of teachers’ motivation and
job satisfaction as evidenced by the high number of teachers deserting the teaching

profession (Gulu District Inspection Report, 2017).

1.7.2  Content scope

It examined the relationship between teachers’ motivation and job satisfaction in UPE
primary schools in Paicho Sub-County, Gulu district. Teachers’ motivation focused on
basic salary, working conditions, promotion opportunities and job recognition. On the
other hand, job satisfaction was characterized by interest in the teaching profession,

morale, reporting time and absenteeism.

1.7.3  Time scope

The study covered a period of one year (2017) because this period witnessed low level of
teachers” motivation and job satisfaction as evidenced by low level of commitment,
morale, high rate of absenteeism and high number of teacher’s deserting the teaching

profession in Paicho Sub-County. Gulu District.



1.8 Significance of the Study

’
Ministry of Education: The Ministry of Education and Sports get to know what
constitutes teacher’s motivation in primary schools and how teacher’s motivation affects
teachers’ job satisfaction. By this the Ministry may use the information provided to come

out with effective policies of motivating teachers to ensure they are satisfied on the job.

The school Management: The study may be of importance to the management of the
schools as it may highlight on what really motivates teachers and makes them satisfied to
stay in their schools for long. By this information, the school management committee
may use meetings with parents during Annual General Meeting as a forum for coming up
with better ways of improving teacher motivation and job satisfaction. The study may be
particularly helpful to policy makers in that it may assist in providing policies which may
help in satisfying teachers and improve on the status of teachers” motivation. The findings
may also highlight the limiting factors to teachers’ job satisfaction so that possible
workable solutions may be realized and used to improve teachers’ job satisfaction thus
may help to reduce the level of absenteeism, and desertion in primary schools. The study
may be undertaken with the explicit objective of enabling the researcher obtain a Master’s
Degree in Educational Policy, Planning and Management of Kyambogo University. The
researcher hopes that this study may form a basis for further research on teachers’
motivation and job satisfaction in primary schools. This may lead to the generation of
new ideas or knowledge that may be used by other researchers in Uganda and the rest of

the world.

1.9 Operational Definition
Motivation: Process of using rewards or incentives for awakening somebody’s interest so

as to make him/her participate in an activity.
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Job satisfaction: This is the contentment of an employee with what he/she is doing due

1o the favorable conditions availed.

1.10  Conceptual Framework

The conceptual framework shows that relationship between teacher motivation and job

satisfaction. The independent variable is teacher motivation while the dependent variable

is job satistaction.
Independent Variable

Teacher Motivation

/1. Basic salary \

o Low/fair
e Prompt/timely
e Motivating
e Satisfactory
. Working condition
e (lassroom space
Adequate desks
e Accommodation
¢ Instructional materials

9

Dependent Variable

Job Satisfaction

. Work interest \

e Identification with school
e Report early/leaves late

e Regular assessment

e Effective use of IMS

2. Work morale
Feel good
e Supervision

3. Promotion opportunity

e Procedure/promotion

e Deputy head teacher
Head teacher

e District Education Officer
4. Job recognition

e Appreciation

e Respect/make decision

e Award

\\ e Public recognition/timely

Extrai

Y

Peer and team teaching
Guidance and counseling

3. Work commitment
e  Working regularly
e Meaningful work
e Valued at work

. J

leous Variables

e Age
e (Gender

e Environment

Figure 1.1: Conceptual framework showing the relationship between teacher’s

motivation and job satisfaction

Source: Adapted from Dartev-Baah & Amoako. 2011



Figure 1.1 shows that teachers motivation has been measured in terms of basic salary,

orking conditions, promotion opportunities, job/community recognition, (low/fair,
promptly/timely, motivating, satisfactory, classroom space, adequate/inadequate desks
mstructional materials, accommodation, procedure/promotion, deputy head teacher, head
teacher, District Education Officer, appreciation, respect/allow to make decision, award,
public, ‘and recognition/timely recognition) for teaching and job satisfaction has been
operationalized as work interest, work morale, work commitrﬁent (identification with
school, report early/leaves late, regular assessment, effective use of IMS, feel good,
supervision, peer and team teaching, guidance and counseling, working regularly,
meaningful work, and valued at work). In the model age, gender, and environment are
considered to have intervening effects on teachers’ job satisfaction. It was assumed that
the true effect of teachers’ motivation on job satisfaction could be obtained if the
intervening variables are kept constant. The figure shows that teachers’ motivation and
Job satisfaction is a function of job related factors that affect teachers including basic
salary, working condition, promotion opportunity, and job recognition. It also shows

various indicators upon which solutions can be based on.

1.11 The Limitations of the Study

The researcher encountered the following problems during the course of data collection.
Inadequate funds for collecting, processing data, typing, printing, and binding the
dissertation, which delayed the research process and submission of the final dissertation.
Most teachers in rural areas were always engaged in agricultural activities during rainy
season, for example, preparing land for cultivation, planting during rainy season thus
some did not actively participate in answering the questionnaires and interviews. The
many schools covered coupled with scattered respondents in these schools made it

difficult to have contact with the entire group of respondents. This may affect the quality
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,

of the process of data collection and production of the report. Domestic and
administrative responsibility of some teachers affected their commitment and interest in

this study. This may eventually affect the quality of the research report.

1.12  Delimitations

The researcher borrowed funds from some of the family members and. friends, hired
motorcycles, and scheduled time with the teachers, told them the purpose of the study and
its benefits to them to increase their commitment; and hired a motorcycles to enable the
researcher and the research assistant reach all respondents in Paicho Sub-County Gulu

District.



CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
This chapter presents a review of empirical literature on the relationship between
teachers’ motivation and job satisfaction in UPE primary schools in Paicho Sub-County,
Gulu District.” The objective of this study is to determine the relationship between pay,
working conditions, promotion opportunities, recognition and teachers’ job satisfaction in

primary schools. The chapter also presents the research gaps for further study.

2.1 Theoretical review

The content of Hertzberg’s theory has widely been accepted as relevant in motivating
employees to give off their best in organizations. Further research has proved that the
employee is more motivated by intrinsic factors as captured in Hertzberg’s motivator
needs than anything else has. For instance, a survey by the Development Dimensions
International, published in the UK Times newspaper in 2004 interviewed 1,000
employees from organizations employing more than 500 workers (Dartey-Baah &
Amoako, 2011). The survey found out that many of these employees were bored with
their jobs, lacked commitment and were looking for new jobs. It further showed that, the
main reasons why employees were leaving their jobs were lack of stimulus jobs and no
opportunity for advancement. Employees wanted to do jobs that were more challenging
and exciting. The survey concluded that the factors that motivate employees most were
found to be achievement, responsibility, personal growth among others. Clearly, the
provision of enriched jobs by managers has the capacity to make employees feel

motivated. This is one of the main ideas captured in Hertzberg's theory.



George and Jones (2005) highlighted on the attention Frederick Hertzberg paid to
motivator needs and to work itself, as determinants of job satisfaction. They therefore
entreated managers to pay special attention to the important topic of job design and its
effect on organizational behavior and employee motivation. George and Jones (2005)
advised managers to concentrate on designing jobs that would create job enlargement and
enrichment thereby increasing the number of tasks an employee performs, increasing
employee’s responsibility and control over the work. By so doing, managers would be

serving the motivator needs of employees as postulated by Hertzberg.

To provide strong support for Hertzberg’s theory of motivation and its impact on
employees, a study by the Gallup Organization captured in the book ‘First, Break All The
Rules: What The World’s Great Managers Do’, written by Marcus Buckingham appears
to provide support to the division of satisfaction and dissatisfaction onto two separate
scales (Dartey-Baah & Amoako, 2011). In this book, the author discusses how the study
identified twelve questions that provide a framework for determining high performing
individuals and organizations. These twelve questions align squarely with Herzberg’s
motivation factors while hygiene factors were determined to have little effect on

motivating high performance.

In as much as some behavioral scientists agree with Hertzberg that employees are well
motivated when the motivator factors are achieved, other schools of thought share
different opinion. Some behavioral scientist also argues that there is more to motivating
employees and getting them satisfied than just the motivator factors enumerated by
Frederick Hertzberg. On another interesting note, some behavioral scientists have sought
to invalidate Frederick Hertzberg’s motivation-hygiene claiming it lacks empirical

support. One such scientist is King (2005). In his book -Clarification and Evaluation of
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w21 @-factor Theory’ which appeared in the Psychological Bulletin, he sought to
=xplicate-and evaluate five distinct versions of the two-factor theory of job satisfaction.
& concluded that two of these versions are invalid, as they are not supported by any
=mpirical studies. He claimed that the other versions were also invalid as their alleged

empirical support merely reflects coding biases.

ihile some behavioral scientist raised issues with the ‘critical incident technique used by
Herzberg in collecting data as inappropriate, others like Bellot and Tutor in 1990 (cited
in Dartey-Baah & Amoako, 2011) had problems with the type of employees used.
According to a research study conducted by Tutor in 1986 with Tennessee Career Ladder
Program (TCLP), they concluded that not all employees are motivated by Hertzberg’s
‘motivator needs’ and that, teachers especially were more motivated by hygiene needs
like money (Dartey-Baah & Amoako, 2011). They criticized Hertzberg for using

employees from only the industrial sector.

22 Review of related literature

2.2.1  Basic salaries and job satisfaction in primary schools

The relationship between salary levels on worker satisfaction is well established
(Hertzberg et al 1957) as quoted i Lauri (2014), though not without complexity. A
considerable number of research reports have reported that the teachers’ job satisfaction
was related positively to the teachers’ salaries (Gedefaw, 2012). According to these
studies, an increase in salary was followed by a considerable raise in the teachers’ job
satisfaction. Similarly, nelsen and Smyth (2008:1932) as quoted in Gedefaw (2012)
found that, among other things, employees (e.g., teachers) who selected a job because of a
satisfactory salary were more likely to have higher levels of job satisfaction. Alam,

Waseef and Murad (2013) conducted a study on reward and recognition priorities of
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public sector universities’ teachers for their motivation and job satisfaction in Khyber
P
Pakhtunkhwa, Pakistan. This study was carried out in three public sector universities such
as University of Malakand, University of Swat and Shaheed Benazir Bhutto University
Sheringal. The aim was to determine whether salary is significantly correlated with
motivation and job satisfaction. "The study found a significant positive relationship

. between salary and employees’ motivation and job satisfaction..Salary is furidamental

requirement for social and economic requirements.

Lauri (2014) research focused on the tenuous relationship between salary and satisfaction
of working adult in Eastern Michigan University. Data was collected using an online
survey targeted to a sample of working adults. The final sample consisted of 79
participants, consisting of 60% male and 40% female. Individual annual gross salary
ranged from $6,000 to $400,000, with a mean of $85,000. Household gross salary ranged
from $15,000 to $500,000, with a mean of $124,000. The data was analyzed using
Pearson Correlation Coefticient. The hypothesis predicted that salary would have a
positive relationship with overall life satisfaction. In another s<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>