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Abstract

This study explored the extent of organizational commitment and
how this may support or hinder a range of job satisfaction of teachers
examined in the Ethiopian primary schools.The research employed
correlation design. To this end, one hundred and eighteen 118 (58.1%)
teachers were selected from six primary schools using simple random
sampling technique and participated in the study. The researchers collected
the relevant data from teachers using Spector’s (1997) adopted version of job
satisfaction survey (JSS) and Meyer and Allen’s (1990) organizational
commitment questionnaire (OCQ). The researchers analyzed the data using
mean, standard deviation, correlation analysis and t-test. The result showed
that there was evidence of positive correlation between teachers’ job
satisfaction and their organizational commitment in the sampled schools.
Regardless of this, the findings of the study revealed that gender was the
only demographic variable that had significant positive relationship with job
satisfaction. The other demographic variables such as age, gender, marital
status and level of education did not show significant relationship with
teachers’ job satisfaction in the sampled schools. Consequent up on this
finding it was concluded that schools can enhance the level of teachers’
organizational commitment by creating a more satisfying working
environment. As to the demographic variable, since some of the finding
contradicts with the existing literature, we need to undertake more studies to
have better understanding of the nature of the relationship between teachers
demographic variables, job satisfaction and organizational commitment in
developing countries context.
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Back ground of the study

Teacher is the central element in educational system holding various
important responsibilities. The overall performance of schools depends upon
their teachers and ultimately their level of commitment and job satisfaction.
Understanding their behaviors and attitudes in organizations therefore, needs
more attention (Tsui & Cheng, 1999). The study of behaviors within
organizational setting has highlighted critical variables that are supportive or
detrimental to the performance of workforce. This notion holds true while
focusing on quality of human resources that is major factor which contribute
significantly to the organizational success (Pohlman & Gardiner, 2000).

Job satisfaction is crucial problem for all organization no matter
whether in public or private organizations or working in advanced or
underdeveloped countries. One of the purposes for this degree of interest is
that satisfied personnel is reported as committed workers and commitment is
indication for organizational output and effectual operations (Robbins &
Coulter, 2005, p. 370).

In today’s understanding of administration, the effective use of the
human factor as a base for the organization is regarded as an important
indicator of success or failure. Therefore, employees’ levels of job satisfac-
tion and organizational commitment have become subject to research
(Tasdan & Tiryaki, 2008).

Job satisfaction affects the health of staff, their efficiencies, labor
relationships in the organization and the organization’s overall efficiency.
With regard to these aspects, job satisfaction has individual, organizational
and social outcomes. According to (Brown & Sargeant 2007), these
outcomes may be sometimes positive or negative. For example, they may
represent more negatively through reflecting low efficiency, work stoppage,
absenteeism, tardiness or theft. On the contrary they may represent more
positively via high efficiency, loyalty, punctuality, self devotion and
commitment.

Job satisfaction amongst teachers is a multifaceted construct which is
imperative for the retention of these teachers and is a significant determinant
of teacher commitment as well as a contributor to school effectiveness.
Research, however, has revealed a wide range of differences contributing to
job satisfaction amongst teachers (Shann, 2001). In the process of
development of any educational system around the world, job satisfaction is
vital. Special training, a high level of education, focus competencies,
educational resources, and strategies determine whether or how educational
success and performance happen (Ololube, N.P. 2006).
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Job satisfaction of teachers has been a focus of attention for
educational researchers; this is because of the prevailing links between job
satisfaction and organizational behavior that might be explained in terms of
commitment, absenteeism, turnover, efficiency and productivity (Reference).
High attrition rates amongst teachers could be attributed to job dissatisfaction
(Wisniewski & Gargiulo 1997). They concluded that lack of recognition, few
opportunities for promotion, excessive paperwork, loss of autonomy, lack of
supplies, low pay, and stressful interpersonal interactions all contributed to
teachers’ decisions to leave schools.

International research literature shows that the extent to which
teachers are satisfied with their jobs and working conditions is likely to have
significant consequences for the retention of teachers within the profession,
for their approach to teaching, for the creation of collegial relations within a
school, and for student outcomes (Crossman & Harris, 2006; Chaplain,
1995).

Teachers are arguably the most important professional in nation’s
development (Bishay, 1996) consequently; their satisfaction at work is
paramount to educational development of the nation. Research into teacher
job satisfaction is thus significant in order to retain teachers in the
educational profession and to encourage increased teacher productivity.

Similar to job satisfaction, “organizational commitment” has recently
become a field of study in management which has attracted interest. (Meyer
and Herscovitch 2001, p. 301) propose that commitment is “a force that
binds an individual to a course of action of relevance to one or more targets”
in other words.” (Mowday, Steers and Porter 1982), defined Organizational
commitment is the strength of an individual’s identification and involvement
in a particular organization as characterized by a strong belief in and
acceptance of the organization’s goals and values (value commitment) along
with a readiness to exert considerable effort on behalf of the organization and
to remain a member (commitment to stay ).

Organizational commitment is regarded as an important feature of
educational institutions (Brown and Sargeant, 2007). From the perspective of
teachers, organizational commitment is the commitment to the school. This
commitment includes a psychological contract which consists of open and
latent pledges between teachers and the school. This contract shows the level
of physiological relationship between teachers and the school. As a societal
value, commitment reduces opportunism.

There are several factors affecting organizational commitment,
however, it is possible to classify these as individual, organizational and non-
organizational (environmental) factors. Individual factors often include job
expectations, physiological contracts and personal characteristics (gender,
marital status, seniority, position, education, race, and social culture).
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Teacher commitment is recognized by Srisrankulwong (2005) as an
intrinsic quality of a good teacher. It reflects job satisfaction, morale,
motivation, identity and professional meaning. Committed teachers will
work devotedly for the values and school goals, as well as, engage in
promoting the development and wellbeing of the students teachers are
committed to both the organization and the profession in successful schools
(Park, Henkin,& Egley, 2005).

According to Day (2000), teacher commitment is multidimensional.
He/she can feel commitment to the organization, to the students, for his/her
career continuance, for the professional knowledge base and/or towards the
teaching profession. Commitment to the teaching becomes a reason of
internal driving force for a good performance and commitment to the
institution becomes stronger motivational force for admirable work.

The level of employees’ organizational commitment will possibly
ensure that they are better suited to receiving both extrinsic rewards (which
include remuneration and benefits) and psychological rewards (which
include job satisfaction and associations with fellow employees) related to
associations. Organizational commitment is generally assumed to reduce
abandonment behaviors, which include tardiness and turnover. A fully
committed employees’ lead to organizational success and thriving in today’s’
dynamic organizational context (Yocel, 2012)

The literature suggests that individuals become committed to
organizations for a variety of reasons, including an affective attachment to
the values of the organization, a realization of the costs involved with
leaving the organization, and a sense of obligation to the organization
(Meyer & Allen, 1997). Research recommends that organizational
commitment also leads to lower degrees of both absence and turnover and
actually, it is a good sign of turnover then job satisfaction (Robbins &
Coulter, 2005:375). The organizational commitment is partially the effect of
intrinsic personal characteristics and partially the consequence of how
peoples understand the institution and their instant job function (Daneshfard
& Ekvaniyan, 2012)

The three-component model of commitment developed by (Meyer &
Allen 1997) arguably dominates organizational commitment research (Meyer
et al., 2002).they discuss organizational commitment as emotional,
continuity and normative responses.

Affective commitment refers to an employee’s emotional attachment
to, identification with, and involvement in a particular organization. Workers
stay with an establishment because he needs to. The employee develops with
the organization primarily via positive work experiences. Continuance
commitment refers to commitment based on the costs that the employee
associates with leaving the organization. Normative commitment refers to
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the employee’s feelings of obligation to stay with the organization
(Lawrence & Lawrence, 2009).

Several past studies indicate that there is a positive relationship
between job satisfaction and organizational commitment (Ayeni and
Phopoola, 2007; Clugston, 2000; Morrison, 1997; Mathieu & Zajac, 1990).
Employees tend to be committed to an organization, and employees who are
satisfied and committed are more likely to attend work, stay with an
organization, arrive at work on time, perform well and engage in behaviors
helpful to the organization (Aamodt 2007). Furthermore, Delaney (2002)
asserts that job satisfaction can be proven to lead to organizational
commitment, as the employer is likely to hire the one with a higher level of
commitment to the job.

In general, if education is a priority for national development, then
maintaining the quality of the education must be the priority of government;
and attempts to improve quality of education will never succeed if teachers’
job satisfaction and commitment is ignored. Thus, the study of relationship
between these variables i.e. job satisfaction and commitment unarguable
becomes a topic of prime importance and great interest for study and further
research among public primary school teachers of Ethiopia.

Statement of the Problem

In many educational contexts, teachers increasingly leave the
profession after a few years in service. In addition studies worldwide have
found that teachers are exposed to the highest level of job related stress and
that they are less satisfied with their jobs than any other professional group.
Research into teacher satisfaction has a great effect and value because job
dissatisfaction causes little commitment and productivity, reduced ability to
meet student needs, certain degrees of psychological disorders and high
levels of stress related disability (Karavas, 2010).There is evidence
indicating that most teachers in most school systems are not satisfied with
their jobs, moreover, there is high turnover condition among the teachers.
This may be a result of low pay, promotion, supervision, nature of work,
fringe benefit etc.(Dinham & Scott, 1998) study of teachers who resigned
from the teaching profession indicated teachers’ dissatisfaction centers on
school systems and relate to school structure or administration policies.

The issue of teacher’s job satisfaction and commitment has been one
of pressing educational issues in Ethiopia. Even though, teachers
organizational commitment is missing from previous studies, few studies
have tried to investigate teachers job satisfaction and associated factors in
Ethiopia. The inequality in salary between teachers and non-teachers with
similar qualifications, and the negative relationship between inadequate
salary or career structure and job satisfaction has been confirmed by
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empirical data. Locally, Akiliu (1967) and Ayalew (1991) have also
identified low or inequitable salary and inadequate chances for career
advancement as critical matters in teacher job dissatisfaction. More recently
Getachew (1999) and Manna and Tesfay (2000) have reached similar
conclusions that teachers job satisfaction and commitment are low in
Ethiopia.

Job satisfaction studies in Ethiopia have been carried out in recent
years, Fenot (2005) and Gedefaws’s (2012) conducted such studies in Addis
Ababa .Their study showed that teachers’ job satisfaction is most closely
related to those aspects that are intrinsic to the task of teaching namely,
teacher efficacy and development. Especially, Gedefaws’s (2012) study
included 300 secondary school teachers and 10 interview participants in
Addis Abeba. The results indicated that the teachers were significantly
dissatisfied with their work. Salary and benefits emerged as the primary
dissatisfying aspects of all the work factors. Other causes of low level of
satisfaction were related to poor fringe benefits and opportunists for
promotion, the management style of the principals, the lack of decision-
making opportunities for teachers, lack of opportunity to develop
personality, and the poor relationships teachers had with principals and
parents.

Fenot (2005, p. 78) noted that nearly two-thirds of teachers (64.7%)
have tentative or definite plans to leave the profession. Fifty percent of these
indicated that they will continue teaching until they get another job and
14.2% stated they definitely plan to leave teaching. Less than 23.3% intend
to remain in the profession until retirement, out of 278 primary teachers in
Addis Ababa, Ethiopia. Why do teachers leave their jobs? Finding the factors
that influence attrition is complicated because the phenomenon has multiple
aspects in economic, social, political personal, and school arenas.

Owing to these, the country’s education sector is known to have the
highest movement of teachers between schools and in their actual leaving of
the profession. The attrition rate of teachers especially in public schools and
in remote areas is also very critical.

The need for the research also emanates from empirical evidence in
that the researchers have been witnessing many of the above challenges in
their more than 17 years of service in the education sector of Ethiopia. There
is movement of teachers from school to other schools. At the same time
some teachers abandoning the teaching profession and joined other
professions. Teachers, among other workers failed to earn a living wage to
provide for their basic needs. Literature revealed that lack of job satisfaction,
resulted in frequent teacher absenteeism from school, aggressive behavior
towards colleagues and learners and early exits from the teaching profession.
With regard to this problem, this study was designed to examine the
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relationship between teacher’s job satisfaction and organizational
commitment among primary school of Ethiopia with special focus on Bonga
town.

The Rresearch Questions

1. What are the levels of organizational commitment and teachers’
perceived job satisfaction in the Ethiopian primary schools?

2. Is there a significant relationship between teacher’s job
satisfaction and organizational commitment?

3. Which demographic variables (gender, marital status, and
educational level) are associated with teachers’ perceived job
satisfaction and organizational commitment?

Purpose of the study

The purpose of the study was to examine the prevailing relationships
between teachers’ job satisfaction and organizational commitment in the
context of Ethiopian Primary schools.

Research Design and Method
Research Design

This study aims at analyzing the relationship between teachers’ job
satisfaction and organizational commitment. To this end, the researchers
primarily used a correlation research design.

Sampling

In the studied area, there were six primary schools and all of them
were included in the study. Within these six schools, there were a total of
203 teachers (Females 94 and Males 109). The researchers used a
proportional stratified sampling technique to select samples of teachers
participants, (n = 118). This sample accounts for 58% of the total population.

Instrument

For this study, the researchers used a standardized questionnaire to
collect data from teachers’ participants. The questionnaire consists of three
parts. The first part of the questionnaire is devoted to demographic variables
of the respondents. The second part consists of a set of items that measure
teacher’s level of job satisfaction. These items were generated from
Spector’s (1997) job satisfaction survey (JSS). The third part of the
questionnaire measures teachers’ organizational commitment which is
divided into 3 sections. The first section (a) seeks to measure items on
teachers Affective commitment, the second sections (b) seeks to measure
items on Continuance commitment, the third section (c) seeks to measure
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items on Normative commitment of the respondents. Items for measuring
teachers’ commitment were adopted from organizational commitment
questionnaire (OCQ) (Meyer & Allen, 1990). A five point Likert-type scale
items ranging from 1= Strongly Disagree, to 5=Strongly Agree was used for
rating both teachers level of job satisfaction and commitments.

In order to ensure content validity of the instrument, the items in the
questionnaire were critically examined by the researchers and participants of
the pilot study. Furthermore, in order to ensure its reliability, the researchers
conducted a pilot study prior to the main data collection. The pilot study
results were computed based on 30 returned questionnaires. The preliminary
analysis of the pilot data showed that the Cronbach’s alpha coefficients for
both teacher’s job satisfaction and organizational commitment scales for all
the items were 0.93 which shows that the questionnaires are reliable. A total
of 132 questionnaires were distributed out of which 118 (89.39%) were
properly filled and returned.

Data Analysis techniques

The researchers analyzed the quantitative data collected from the
respondents using SPSS version 20 and used various statistical analysis
techniques. The overall levels of teachers’ job satisfaction and commitment
were analyzed using descriptive statistic such as frequency, mean and
standard deviations. Correlation analysis (Pearson Correlation Coefficient)
was used to determine the relationship between teachers’ demographic
variables, job satisfaction and organizational commitment. Finally t-test was
employed to examine whether or not there is statistically significant
difference between male and female, married and unmarried teachers in their
job satisfaction and organizational commitment.

Ethical Issues

The researchers addressed important ethical issues during the
research process. In this regard, permission to carry out the study in the
selected organization was sought from Bonga town educational office and
school principals. Furthermore, the researcher explained the objectives and
significance of the study to the respondent and that all information will be
kept confidential.

Results
Demographic Information

Description of demographic characteristics of the respondents has
provided some basic information about the samples teacher participants in
terms of sex, age, marital status, educational status and teaching experience.
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Table 2 presents the summary of the demographic characteristics of the

respondents.
Table 1: Demographic Characteristics of Respondents

Demographic variables F Percentage
Sex F 67 56.80
M 51 43.20
Total 118 100
Age 23-30 22 18.64
31-40 45 38.14
41-50 32 27.12
51-60 19 16.10
Total 118 100
Marital Status Single 110 93.20
Married 8 6.80
Total 118 100
Educational Diploma 16 13.60
Status Degree 102 86.40
Total 118 100
Teaching 2-10 16 13.56
Experience 11-20 48 40.68
21-30 37 31.36
31-40 17 14.40
Total 118 100

As shown in Table 1, 67 (56.8%) and 51(43.2 %) teachers
respondents were female and males, respectively. Also, the same table shows
that majority 45(38.14%) of the respondents were in the age range of 31-40
years whereas only 19 (16.1%) were in the age range of 51-60 years. In
addition, Table 1, depicts that 110(93.2%) and 8 (6.8%) respondent teachers
were married and single, respectively. As far as the level of education is
concerned, great majority of the respondents 102(86.4%) were Bachelor
Degree holders. Furthermore, the same table showed that 48(40.6%) had
teaching experience of 11-20 years while only 16(13.56%) of the respondent
teachers had a teaching experience of between 2-10 years. Given the context
of Ethiopian primary schools that favors male teachers, this finding indicates
that it was attempted to balance the proportion of male and female teachers
in the sample. In addition, as indicated in table 1, majority of the respondents
have long year of experience, married and relatively older. This is due to the
reason that length of experience is a major criterion to teach in urban schools
in Ethiopia.

Levels of Teachers Job Satisfaction and Organizational Commitment

The descriptive statistics namely, mean and standard deviations were
used to analyze teachers’ level of job satisfaction and commitment. Table 2
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shows the level of teachers job satisfaction and commitment in the sampled

schools.
Table 2: Teachers Level of Job Satisfaction and Organizational Commitment (n =

118)
Mean SD
Job satisfaction 2.72 0.47
Organizational commitment 3.43 0.71

As shown in table 2, teachers in the sampled schools had slightly
below average (Mean=, 2.72, SD=0.47) level of job satisfaction. Similarly,
the teachers level of organizational commitment in the sampled school was
found to be high (Mean=3.43, SD=0.71).

Level of models of organizational commitment

Teachers’ level of commitment is further disaggregated to the three
types of commitment, namely affective commitment, continual commitment
and normative commitment. Table 3, shows disaggregate mean and standard

deviation of the three types of commitment.
Table 3: Mean Scores of the Respondents on the Components of Organizational
Commitment (n = 118)

Mean SD

Affective commitment 3,51 0.86
Continuance Commitment 3.31 0.82
Normative Commitment 3.40 0.85

Table 3, depicted that teachers level Affective Commitment in the
sampled school was relatively high (Mean=3.51, SD0.86) whereas their level
of Normative commitment was the relatively the lowest (Mean=3.40,
SD=0.85). This means that teachers in the sampled school have high
emotional attachment to their school and relatively lower feeling level of
obligation to stay in their present schools.

The Relationship between Teachers Job Satisfaction, Organizational
Commitment and Demographic Variables (Age and Teaching
Experience)

In order to measure the relationship between teachers’ job
satisfaction, overall organizational commitment and demographic variables,
Pearson’s Correlation Coefficients was determined. Table 4 shows the inter-
correlation matrix between the variables.
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Table 4: An Inter-correlation Matrix between Teachers job Satisfaction,
Organizational Commitment and some demographic variables (N=118)

EXP TJS AC cC NC oC
AGE------- 898" -031  .031 .005 -.060 -.005
Exp -043  .046 -.046 -.051 -.016
TIS 692" 5507 567" 7277
AC 536" .608™ 867"
ccC 495" 814"
NC 822"

oC
Note: Exp=experience, TJS=teachers job satisfaction, AC=affective commitment, CC=continual
commitment, NC=normative commitment, OC=organizational commitment
**_Correlation is significant at the .01 level (2-tailed).

The results in Table 4 showed that, there is a statistically significant
positive relationship between teachers job satisfaction and over all
organizational commitment (r=.727**, p<.01). This means that as teachers
job satisfaction increases, so does their organizational commitment.
Similarly, there is statistically significant positive relationship between
teachers’ job satisfaction and the three subscales of organizational
commitment (Table 4).

Table 4, also shows that statistically there is no significant
relationship between age of the teachers and their job satisfaction (r=-.031,
p>.05) and between teaching experience of teachers and their level of job
satisfaction (r =-.043, p>.05). This entails that in the sampled schools, age
and teaching experience of teachers are not significant determinants of
teachers’ job satisfaction.

Demographic Variables and Teachers Job Satisfaction

An independent t-test was employed to examine whether or not there
is significant difference between male and female teachers in their level of
job satisfaction. Table 5 shows the difference between male and female

teachers in their level of job satisfaction.
Table 5: An independent t-test on Gender and Job Satisfaction (n = 118)

Variable Male Female
Mean SD Mean SD df t Sig
Gender 2.58 0.49 2.80 423 116 2.48 0.006

Significance levels. * p < .05, ** p <.01, *** p <.001

Table 5 shows that there is statistically significant difference t (116)
=2.48, p (.006) p<.05 between male and female teachers in their level of job
satisfaction. Female teachers have better job satisfaction than male teachers
in the sampled schools. This entails that gender is a significant determinant
of teacher’s job satisfaction in the sampled schools.
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An independent t-test was employed to examine whether or not there
is significant difference between teachers who got married and those who do
not. Table 6 below shows the difference between married and unmarried

teachers in their level of job satisfaction.
Table 6: An independent t-test on Marital Status and Teachers Job Satisfaction

Variable Married Unmarried
Mean SD Mean SD df t Sig
Marital 2.71 45 2.83 .67 116 .69 0.492

status

Significance levels. * p <.05, ** p < .01, *** p <.001

As shown in table 6, the average score on job satisfaction for married
and single teachers were (x=2.71, SD=.45) and (x=2.83, SD=.67)
respectively. The result shows that statistically there is no significance
difference t (116) =.690, p (.492) p>.05 between married and unmarried
teachers in their level of job satisfaction. This implies that marital status was
not significant determinant of teachers’ job satisfaction in the sampled
schools.

Level of teachers’ education was another demographic variable that
was examined in relation to job satisfaction. Table 7 below shows the an

independent t-test result on the level of teachers education.
Table 7: An Independent t-test on Teachers level of education and their Job
Satisfaction

Variable Bachelor Diploma

Degree

Mean SD Mean SD df t Sig
Level of 2.66 .52 2.73 46 116 573 0.568
Educ.

Significance levels. * p < .05, ** p < .01, *** p <.001

As it is indicated in table 7, the average score for teachers holding
Bachelor degree and Diploma were (X=2.66, SD=.52) and (x=2.73, SD=.46)
respectively. The difference between the two groups of teachers was
statistically not significant t (116) =573, p (.568) p>.05. This entails that
level of education was not a significant determinant of teachers’ level of job
satisfaction in the sampled schools.

Demographic variables and Organizational commitment of Teachers
Gender

An independent t-test was employed to examine whether or not there
is significant difference between male and female teachers in their
organizational commitment. Table 8 below shows the difference between
male and female teachers in their organizational commitment.
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Table 8: An independent t-test on Gender and Organizational Commitment

Variable Male Female
Mean SD Mean SD df t Sig
Gender 3.30 .79 3.53 .63 116 1.726 0.087

Significance levels. * p < .05, ** p <.01, *** p <.001

As depicted in table 8, the average score of female and male teachers
on organizational commitment scale were (x=3.53, SD=.63) and (x= 3.30,
SD=.79) respectively. The difference between the level of commitment of
male and female teachers is statistically not significant t (116) =1.726, p
(.087) p>.05. This indicates that there was no significant difference between
male and female teachers on organizational commitment in the sampled
primary schools.

Marital Status

Another demographic variable that was examined in relation to
teachers’ organizational commitment was their marital status. Table 9 shows
the difference between married and single teachers in their level of

organizational commitment.
Table 9: An independent t-test on Marital Status and Organizational Commitment

Variable Married Unmarried

Mean SD Mean SD df t Sig
Marital 341 .69 3.74 .97 116 127 0.206
status

Significance levels. * p < .05, ** p <.01, *** p <.001

Table 9, indicates that the difference between organizational
commitment of single and married teacher was statistically not significant t
(116) =1.27, p (.206) p>.05. This indicates that marital status was not a
significant determinant of teachers’ organizational commitment in the
sampled schools.

Level of Educational

An independent t-test was employed to test whether or not there is a
difference between Bachelor Degree and Diploma holding teachers in their
level of education. Table 10, below shows the difference between the two

groups of teachers in terms of their level of commitment.
Table 10: An independent t-test on Educational Level and Organizational
Commitment

Variable Bachelor Diploma

Degree

Mean SD Mean SD df t Sig
Level of 3.20 77 3.45 .70 116 1.37 0.174
Educ.

Significance levels. * p < .05, ** p <.01, *** p <.001

392



Table 10 above depicted that the difference between the average
score of bachelor degree and diploma holders in their level of organizational
commitment was not statistically significant t (116) =1.37, p (.160) p>.05.
This indicates that level of education does not significantly determine
teachers’ level of organizational commitment in the sampled schools.

Discussion

One of the objectives of this study was to conduct an empirical
investigation about teachers’ level of job satisfaction and organizational
commitment among primary schools of Ethiopia. The analysis of levels of
satisfaction and organizational commitment found that an overwhelming
majority of teachers sampled had positive organizational commitment
eventhough their level of job satisfaction is below average . Several past
studies also positively assessed teachers’ level of job satisfaction in different
contexts (see for for example; Wu & Wu, 2001; Fon, 2007;Demirtas, 2010;
Raza and Nawaz, 2011). In contrast Raj and Marry (2004) attempted a study
job satisfaction of teachers in on Pondicherry region and found that job level
of satisfaction was low. Abbasi (2003), also conducted a comparative study
of job satisfaction among primary school teachers in Iran and India. It was
revealed that in both countries, more than 50% of teaches have medium level
of job satisfaction, which shows that both countries have serious problems
about situation of teachers in their societies and educational system.

As noted by Luthans (1995), high job satisfaction levels are
associated with characteristics such as less individuals’ complains and
convenience to learn their new duties. Teachers’ satisfaction levels directly
reflect on classroom activities and consequently reflect on students. The
schools, where teachers’ job satisfaction levels are low, are expected to be
less successful (Karsli, 2006: 205). According to Latham (1998, 83), “job
satisfaction can do far more than help retain teachers; it can improve their
teaching.” This implies that satisfied teachers can contribute significantly to
the improvement student’s academic performance and school effectiveness at
large. On the issue Woods and Weasmer (2002) suggested that when
teachers are satisfied, the rate of attrition is reduced, collegiality is enhanced,
and job performance improves. Werner (2007), also asserted that only
satisfied employees seem more likely to display positive behavior that
contributes to the overall functioning of the organization. In this regard,
management in organizations must be more concerned with the extent to
which their employees experience job satisfaction and are involved in their
jobs.

Similarly Organizational commitment levels of the participants were
found to be slightly above average. Similar findings have been consistently
reported by several past studies (see for example; Price & Mueller, 1981;
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http://gerontologist.oxfordjournals.org/content/45/2/196.long#ref-46

Williams & Hazer, 1986; Mathieu & Zajac, 1990; Lok & Crawford, 2001;
Kahveci, 2010; 2011; Raza and Nawaz, 2011).

The finding of this study also showed that there is a positive
relationship between teachers’ job satisfaction and organizational
commitment. This finding is in line with the findings of some of the past
studies that have found positive relationship between job satisfaction and
organizational commitment of teachers (see Shann, 1998; Wu & Norman,
2006; Sweeney & Quirin; 2009).

The study further investigated the relationship between gender, age,
teaching experience, marital status, level of education and teachers’ level of
job satisfaction. The result showed the difference between female and male
teachers in their level of job satisfaction is statistically significant. Female
teachers are more satisfied with their job with compared to their male
counterparts. This finding is in conformity with the findings of several past
studies (Abbasi, 2003; Kim, 2005; Bindu , 2007 ). This result however,
contradicts some studies that have suggested that men and women exhibit
similar levels of satisfaction (Brush, Moch and Pooyan, 1987, Clark,
Oswald& Warr, 1996)

According to the finding of this study, there is no significant
difference between teachers having different level of education in their job
satisfaction. This finding is not in consistent with the finding of some of the
past studies which found a negative relationship between educational level
and job satisfaction (Hickson & Oshagbemi; 1999; Akiri & Ogborugbo,
2009).

The absence of significant difference between Bachelor Degree and
diploma holding teachers in their level of satisfaction is in conformity with
the finding of some earlier studies that found no significant relationship
between the teachers’ education and job satisfaction (Agarwal, 1991;
Tillman & Tillman, 2008).

This study showed that teachers’ perceived a high level of
organizational commitment in their respective schools. Furthermore, it was
clear that length of teaching service has no significant influence on teachers’
organizational commitment. This finding contradicts with some earlier
studies that asserted employees with longer organizational tenure (i.e., the
length of employment with the organization) tend to be more committed than
individuals or those with a shorter organizational tenure (Price & Mueller,
1981; Luthans, MC Caul, Dodd, 1985; Mathieu & Zajac, 1990Grau et al.,
1991; Kacmar, Carlson, & Brymer, 1999; Kiyak et al., 1997; Lok &
Crawford, 2001).

This study also showed that there is significant difference between
male and female teachers in their level of organizational commitment. The
finding contradicts with recent studies that found no relationship between
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gender and organizational commitment (Kacmar, Carlson, & Brymer,
1999; Van der Velde, Bossink, & Jansen, 2003). However, there are studies
from the past that showed women have lower level of organizational
commitment compared to their male counter parts(Dixon wt al., 2005) and
the vice versa (Kargar et al, 2012).

According to the findings of this study, the teachers’ levels of
education have no significant influence on their perceived organizational
commitment. This was not compatible with the findings of some earlier
studies that asserted more educated employees showing lower levels of
commitment, most likely because they have higher expectations or greater
alternative job opportunities (Glisson & Dunick, 1988; Mathieu & Zajac;
1990; Grau et al., 1991; , Eskildsen, Kristensen & Westland, 2004;). Yet, it
was found similar with other studies that showed the existence of positive
relationship between level of education and organizational commitment
(Akintayo et al., 2010; Salami, 2010,).

Although the finding of this study showed that marital status is not
significant determinant of teachers’ commitment, some earlier studies
indicated that married individuals report higher levels of commitment than
unmarried individuals, because of their greater financial burdens and family
responsibilities (Mathieu & Zajac, 1990; Kacmar et al., 1999;Tsui et al.,
1994,). In contrast, there are also studies that showed unmarried teachers are
more committed (Ishtag et al., 2010; Saifuddin & Nawaz, 2012).

Age of teachers according to this study does not significantly
determine the level of satisfaction. This finding is inconsistent with the study
of Colbert and Kwon who found no relationship between age and
commitment of teachers (Colbert and Kwon, 2000). Nevertheless, the finding
is not consistent with some earlier studie that indicated older employees are
more committed than the younger ones (Akintayo et al., 2010).

Conclusion and Implications

One of the most important findings of this study is that there is a
positive relationship between teachers’ job satisfaction and organizational
commitment. This implies that the schools and district education offices can
enhance the level of teachers’ commitment to their schools by creating a
more conducive and more satisfying environment in the work place.
Apparently, in Ethiopian context, schools are not authorized to decide on pay
and other monetary incentives. Yet, they can enhance teachers’ job
satisfaction by creating better training and development opportunities,
improving leadership and management support, promoting accountability
and involving teachers in decision-making made at school level.

Another important finding of this study is the observed positive
relationships between scores of demographic variables, job satisfaction and
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organizational commitment. Some of these findings contradict with the
existing literature on these fields, others are in consistent with. For example,
why are demographic variables such as age, marital status, level of education
and service year have no relationship with teachers’ job satisfaction and
organizational commitment while they have proved to have some
relationship in several earlier studies? This implies that more studies need to
be undertaken to have better understanding of the nature of the relationship
between teachers demographic variables, job satisfaction and organizational
commitment in developing countries context .
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