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Exploring workplace dynamics:
the impact of organizational
factors on teachers’ job
satisfaction in Colombo,

Sri Lanka

The objective of this study is to assess the job satisfaction

of teachers from Colombo, Sri Lanka. Purposive random
sampling techniques was used to collect data from 225
teachers, in 20 provincial government administered schools.
The structured questionnaire consisted in 30 questions, being
prepared andanalyzed using theSPSS program. The questions
were categorized into job satisfaction on nature of work,
working conditions, payment, training and development, self-
esteem, job autonomy, promotion, interpersonal relations
and educational policy, administration and leadership. The
results revealed that overall job satisfaction was reported by
more than 60% of the respondents. The mean values revealed
by the factors according to ranks referred to the following
variables: interpersonal relation, job autonomy, self-esteem,
nature of work, working conditions, promotion, training

and development, educational policy, administration and
leadership, and, finally, payment. Interestingly, the result
clearly shows that payment is the least contributing factor to
the job satisfaction.
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Abstract Rezumat

Scopul acestui studiu a fost de a evalua satisfactia profesio-
nald a profesorilor din Colombo, Sri Lanka. Au fost utilizate
tehnici de esantionare aleatorie intentionatd pentru a colecta
date de la 225 de profesori, din 20 de scoli administrate de
guvernul provincial. Chestionarul structurat, format din 30 de
intrebdri, a fost pregaditit si analizat folosind programul SPSS.
Intrebdrile au fost structurate pe categorii privind satisfactia
legatd de natura muncii, conditiile de lucru, salariul, for-
marea si dezvoltarea, stima de sine, autonomia in muncd,
promovarea, relatiile interpersonale si politica educationald,
administrarea si leadershipul. Rezultatele au ardtat cd peste
60% din respondenti au raportat satisfactie profesionald ge-
nerald. Valorile medii relevate de factoriin functie de ranguri
s-au referit la urmdtoarele variabile: relatii interpersonale,
autonomie in muncd, stimd de sine, natura muncii, conditii de
lucru, promovare, formare si dezvoltare, politicd educationald,
administrare si leadership si, in cele din urmd, salariu. In mod
interesant, rezultatele evidentiazd faptul cd salariul are contri-
butia cea mai micd la satisfactia profesionald.
Cuvinte-cheie: satisfactie profesionald, Sri Lanka, Colombo,
zond educationald

Explorarea dinamicii la locul de muncd: impactul factorilor organizationali
asupra satisfactiei profesionale a profesorilor din Colombo, Sri Lanka
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Introduction

Inrecent education reform and restructuring, one focus
has been on developing ways to improve staff commitment
toschools in general and to the initiatives undertaken, and
the processes of implementation, in particular (Joyce &
Calhoun, 1998; Lielberman & Grolnick, 1996)°7). Darling-
Hammond (1995) emphasized that traditionally rigid,
bureaucratically administered schools have not succeeded
in implementing change in education reform, whereas
schools using collective or collaborative problem-solving
strategies based on an underlying sense of commitment
have succeeded. Without commitment, substantive
change becomes problematic, if not impossible, to make
in a manner that will address more than just superficial
issues (Senge, 1990)1Y.

The relevance of job satisfaction and motivation is crucial
to thelong-term growth of any educational system around

the world. They probably rank alongside professional
knowledge and skills, center competencies, educational
resources and strategies as the veritable determinants of
educational success and performance. Professional knowl-
edge, skills and center competencies occur when one feels
effective in one’s behavior. In other words, professional
knowledge, skills and competencies can be seen when one
is taking on and mastering challenging tasks directed at
educational success and performance (Filak & Sheldon,
2003)®. The aforementioned factors are closely linked to
efficacy and, of course, it is well known that many teachers
lose or fail to develop self-efficacy within educational set-
tings (Dweck, 1999)®. In addition, needs satisfaction and
motivation to work are essential in the lives of teachers,
because they form the fundamental reason for working in
life. While almost every teacher works in order to satisfy
his or her needs in life, he or she constantly struggles for
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need satisfaction. Job satisfaction in this context is the
ability of the teaching job to meet teachers’ needs and
improve their job/teaching performance.

Employee job satisfaction is essential to the success of
any business to thrive. Poor job satisfaction is directly
influencing on the organizational success (Gunram, 2011)
@, The elements of job satisfaction are related to the
nature of work, good payment, promotion, job security,
autonomy, supervision, and pleasant colleagues (Lu-
thans, 1985; Sharif & Nazir, 2016)®'%. Job satisfaction is
the feeling of an individual towards his/her job, where the
employee shows positive emotions that derives from his/
her personal experience, job or appraisal (Luthans, 1985)
®. Many researchers have shown the positive correlations
between job satisfaction and institutional output (Latif et
al., 2015)®. An employee who has no interest in his or her
job, in which he or she begins in a job, may initially put
forth his or her best effort. However, this employee will
often become bored with the work, because there is no
intrinsic motivation to succeed. Thus, keeping employees
satisfied with their job should be a major priority for every
organization.

Teachers are the heart of theeducational sector in any
country. Thejob satisfaction of a teacher plays a significant
role in the field of education (Nyakundi, 2012)"%. Moreover,
teachers’ commitment and effectiveness solely depend on
motivation, morals, and job satisfaction (Shann, 2001)"2.
The job satisfactions of the teachers influence their pro-
fessional preparation, the desirable level of mastery of the
subject matter to be taught, and pedagogical training for
teaching. Sri Lankan government tries to motivate the
teachers in many ways and means.

The government of Sri Lanka allocates a considerable
amount of fund for education and health from the annual
budget. There are more than 212,683 teachers serving to
educate the children in this country (Ministry of Educa-
tion, 2008)®), where teachers job satisfaction fluctuates
from place to place. There are 404 government schools in
the Colombo district, with a student population of 375,187,
where, altogether, 17,740 teachers are providing their services.

The newly appointed teachers initially work with enthu-
siasm and dedication, but eventually their commitment
and professional interest decline. In between their service,
almost soon after five years, we areable to observe some
sort of reluctance in their career. The attitudes of the school
principals also exert some pressure on the teachers’ lack
of motivation. Moreover, provincial council school teach-
ers receive less appreciation from the school community
for their commitment. Then the teachers feel unhappy
with their work, thus leading to reduced job satisfaction.
Consequently, it’s unfortunate to note that the teachers
are not willing to go and serve at Colombo Central and
Colombo North area schools.

They complain that the urban slums children learning
in the classroom are uncontrollable. They do not under-
stand the value of the education. Therefore, most of the
teachers expect to retire prematurely, provided they are
offered a special retirement scheme from the Ministry of
Education. Therefore, the teachers who are working in
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Colombo Central and Colombo North schools have no
sound job satisfaction. There is aresearch gap on this area
to assess the factors affecting the job satisfaction of teach-
ers working in the Colombo district schools. Therefore, the
objective of this study was to assess the factors influencing
the teachers’job satisfaction among the Colombo district
schools. Finally, we reexamined working with teachers’
schools, considering our employing an entire population
of teachers to examine the issues of job satisfaction.

Materials and method
Study area

This study was carried out in Teacher Centre — Colombo
Zone’s provincial government schools, which are under
the department of education in the western province of
Sri Lanka. The education zone of Colombo is one of the
key education areas in the western province. This educa-
tion zone is divided into four divisional educational areas,
namely Colombo North, Colombo Central, Colombo South,
and Borella. The Teacher Centre Colombo consists in 143
schools, of which 21 are national schools, 103 are provincial
schools, and 19 are semi-government schools. For this study,
only the provincial secondary schools were selected for
sampling. Out of those 103 provincial schools, eight of them
are 1AB schools, thirty-six are 1C schools, and forty-seven
are type-2 schools. Type AB - schools with GCE (A/L), sci-
ence stream only, or with GCE (A/L), non-science streams,
type C - GCE (A/L), non-science streams only, and type 2,
from grade 1 to 11, represent all three types of the schools.

Sample collection

The main source of collecting primary data is the con-
duct of sample survey of school teachers in the Colombo
Teacher Centre. The following assumptions have followed
in the selection of sample schools and teachers: only the
provincial schools which are under the department of
education - Colombo zone, Teacher Centre, Colombo, were
selected. The teachers represented different type of schools,
including type 1AB, 1C and type 2 of provincial government
schools, and the sample population represented the both
Sinhala and Tamil medium teachers from those schools.

The samples were selected based on purposive random
sample methods to select the sample schools based on
our criteria.

The sample composition is listed in Table 1, where
two hundred questionnaires were received out of two
hundred and twenty-five issued to the teachers in the
aforementioned allocated manner, to find out teacher’s
job satisfaction.

We've selected twenty provincial schools based on
teacher centre — Colombo Zone for this study. The sample
collection was conducted by two methods, using question-
naires and focus group discussions. To assure validity and
reliability of the research, thestructured questionnaire has
beenused in both Sinhala language and Tamil language
to gather information from the respondents.

The researchers have planned to have a focus group
discussion with ten teachers representing all three types
of schools, including type 1AB, 1C and type 2, but only
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seven teachers participated in the focus group discussion,
representing all three types of schools. This focus group
discussion was organized to get in-depth information and
views from the teachers.

Data analysis

The data were analyzed using the SPSS (Statistical Pack-
age of Social Science) 17 version. SPSS helps to keep track
of whether a variable is continuous (truly numerical) or
categorical (or “nominal”). Researchers used SPSS to show
the following descriptive statistics for each variable: the
mean, median and mode, standard deviation, and standard
error. The data were interpreted by the researcher.

Results

Descriptive statistics, such as mean value of each vari-
able and its statements on job satisfaction survey scores
across all 200 respondents, are presented in Table 2. At
question 1, 5.5% of the respondents responded that they
were strongly dissatisfied, while 3.5% of the respondents
were dissatisfied. A significant number of respondents
(39.5%) agreed with question 1. Anyway, 21% of the re-
spondents were neutral, neither satisfied, nor dissatis-
fied. Regarding the second question, 5% and 11% of the
respondents strongly disagreed and disagreed. There
were 34.5% and 21.5% of the respondents who agreed and
strongly agreed with the respective statement. However,
28% of the respondents were neutral, neither agreed, nor
disagreed with question 2. Regarding the third statement,
7.5% of the respondents strongly disagreed, while 33.5% of
therespondents disagreed. There were 25.5% and 6.5% of
therespondents who agreed and strongly agreed with the
question 3. However, 27% of the respondents were neutral,
neither satisfied, nor dissatisfied.

Table 2 depicts the frequency and percentage for the job
satisfaction level on teachers’ payment in Colombo Zonal
department of education. The mean value of statement
one is 2.08, for the second statement it is 2.68, and for the
third statement it is 2.5, respectively. In Table 2 it is seen
that, at the fourth question, 37.5% of the respondents de-
clared they were strongly dissatisfied, while 31.5% of the
respondents were dissatisfied. There wasa significantly
smaller number of respondents (2%) who strongly agreed
with question 4, and only 10.5% of the respondents agreed
with question 4. Also, 18.5% of the respondents were
neutral, neither satisfied, nor dissatisfied. Regarding
the second statement, 17.5% and 25% of the respondents
strongly disagreed and disagreed, respectively. There were
4.5% and 19.5% of the respondents who strongly agreed

Composition of sample population

and agreed, respectively, with the second statement. A
significant number of respondents were neutral (28%),
neither agreed, nor disagreed with question 5. Regard-
ing the third statement, 21% of the respondents strongly
disagreed, and 32.5% of the respondents disagree with
question 6. Only 4% and 16.5% of the respondents strongly
agreed and, respectively, agreed with question 6. However,
26% of the respondents were neutral, neither satisfied, nor
dissatisfied at question 6.

Table 2 shows the frequency and percentage for the state-
ments on working condition which is related to teachers’
job satisfaction. The mean value of the first statement is
3.46, the mean value of the second statement is 3.075, and
the mean value of the third statement is 3.63. In Table 2,
it is seen that 6% of the respondents were strongly dis-
satisfied, while 12% of the respondents were dissatisfied
at question 7. Moreover, 19% and 32% of the respondents
strongly agreed and, respectively, agreed with question
7. Also, 31% of the respondents were neutral, neither sat-
isfied, nor dissatisfied. If we note the second statement,
9% and 22.5% of the respondents strongly disagreed and,
respectively, disagreed with question 8. Also, 11.5% and
25% of the respondents strongly agreed and, respectively,
agreed with question 8, while a significant percentage
of respondents (32%) were neutral, neither agreed, nor
disagreed. If we notice the third statement, only a few
(1.5%) of the respondents strongly disagreed and 9.5% of
the respondents disagreed with question 9. A significant
percent of respondents (48%) strongly agreed, and 13.5%
agreed with question 9, while 27% of the respondents were
neutral, neither satisfied, nor dissatisfied.

Table 2 shows the frequency and percentage for the
satisfaction level on training and development. This mean
value for the statement is 2.92. Thus, 20% of the respondents
were strongly dissatisfied and 23.5% of the respondents
were dissatisfied on the available training and development
programs for teachers. However, 23.5% of the respondents
were somewhat satisfied, and only 6% of the respondents
were strongly satisfied with their job. Furthermore, 37% of
the respondents were neutral; they were neither satisfied,
nor dissatisfied with their job training and development.
Table 3 explains the frequency and percentage for the job
satisfaction level of teachers. There are four statements
used to evaluate the satisfaction level on theself-esteem
of the teachers. The mean value for the first statement
is 4.22, for the second statement it is 3.65, for the third
statement it is 2.7, and for the fourth statement it is 3.72.

In Table 3, it is observed that, at question 10, there was
strongly disagreement and disagreement by very few and

Type of school Total number Number Total number Sample population
of schools of sample schools of teachers of teachers
Type 1AB 08 02 151 53
Type 1C 36 08 283 99
Type 2 47 10 209 73
Total 91 20 643 225
W Anul XX * Nr. 76 (1/2024)




for an equal number of respondents, such as 3.5% on each
scale. The highest percentage of the respondents (49.5%)
strongly agreed at question 10, and 33% of the respondents
agreed. Only 10.5% of the respondents were neutral, neither
satisfied, nor dissatisfied. Regarding question 11, 5% and
11% of the respondents strongly disagreed and, respectively,
disagreed with this question. Also, 32.5% and 26.5% of the
respondents agreed and strongly agreed, respectively, with
question 11, while 25% of the respondents were neutral,
neither agreed, nor disagreed with this question. At the
third statement, 23% of the respondents strongly disa-
greed, and 21% of the respondents disagreed at question
12. Also, 18% and 9.5% of the respondents agreed and,
respectively, strongly agreed with question 12. However,
a significant number of respondents (28%) were neutral,
neither agreed, nor disagreed with question 12. Regarding
question 13, there were 4.5% and 5.5% of the respondents
who strongly disagreed and, respectively, disagreed with
this question, while 35.5% and 25.5% of the respondents,
respectively, agreed and strongly agreed. Furthermore,
29% of the respondents were neutral, neither agreed, nor
disagreed with question 13.

Table 3 explains the frequency and percentage for the
job satisfaction level of teachers. There were three state-
ments used to evaluate the satisfaction level on teachers’
job autonomy. The mean value for the first statement is
3.5, for the second statement it is 3.77, and for the third
statement it is 3.62. In Table 3, it is seen that, at question
15, a percentage of 6% of the respondents were strongly
dissatisfied and 10% of the respondents were dissatisfied.
Assignificant number of respondents (34.5%) agreed with
question 15 and 18.5% of the respondents strongly agreed.
Anyhow, 31% of the respondents were neutral, neither satis-
fied, nor dissatisfied. Regarding question 16, 3.5% and 7%
of the respondents strongly disagreed and, respectively,
disagreed. Also, 48% and 21.5% of the respondents agreed
and, respectively, strongly agreed with the statement. Only
20% of the respondents were neutral regarding question
16. Moving on to question 17, a percentage of 4% of the
respondents strongly disagreed and 8.5% of the respond-
ents disagreed with this question. Also, 37.5% and 20% of
the respondents agreed and, respectively, strongly agree.
However, 29.5% of the respondents were neutral, neither
satisfied, nor dissatisfied at question 17.

Table 3 provides details about the frequency and per-
centage for the job satisfaction level of teachers. There are
four statements used to evaluate the satisfaction level on
promotion of the teachers. The mean value for the first
statement is 2.74, for the second statement it is 2.84, for
the third statement it is 3.5, and for the fourth statement
it is 2.59. It can be noticed that, at question 18, there were
17.5% of the respondents who strongly disagreed, and 24.5%
of the respondents disagreed. Also, 22.5% and 5.5% of the
participants agreed and, respectively, strongly agreed at
question 18. However, 30% of the respondents were neutral,
neither satisfied, nor dissatisfied. Regarding question 19,
there were 13.5% and 23% of the respondents who strongly
disagreed and, respectively, disagreed with this question.
Also, 22.5% and 5.5% of the respondents agreed and, re-
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spectively, strongly agreed with question 19. There was a
comparatively significant number of respondents (35.5%)
who scaled as neutral, neither agreed, nor disagreed with
question 19. Regarding question 20, a total of 8.5% of the
respondents strongly disagreed and 10.5% disagreed. Also,
38.5% and 19.5% of the respondents agreed and, respectively,
strongly agreed with question 20. Moreover, 23% of the
respondents were neutral, neither agreed, nor disagreed
with this question. Moving on to question 21, there were
27.5% and 26% of the respondents who strongly disagreed
and, respectively, disagreed. Also, 15% and 12.5% of the
respondents agreed and, respectively, strongly agreed with
this question. Furthermore, 19% of the respondents were
neutral, neither agreed, nor disagreed with question 21.
Table 4 presents the frequency and percentage for the
job satisfaction level of teachers on interpersonal relations.
There are four statements used to assess the satisfaction
level on interpersonal relations . The mean value for the
first statement is 3.68, for the second statement it is 3.78,
for the third statement it is 3.8, and for the fourth statement
it is 3.83. It can be noticed that, at question 22, very few
respondents (3%) strongly disagreed, while 6% disagreed. A
significant number of respondents agreed with question 22
(44%), and 18% of the respondentsstrongly agreed. However,
29% of the respondents were neutral, neither satisfied, nor
dissatisfied. Regarding question 23, only 2% and 6.5% of the
respondents, respectively, strongly disagreed and disagreed
at this question. Also, 41.5% and 23.5% of the respondents,
respectively, agreed and strongly agreed with question
22. Furthermore, 26.5% of the respondents were neutral,
neither agreed, nor disagreed. Regarding question 24, only
1.5% of the respondents strongly disagreed, and 4.5% of
the respondents disagreed. Also, 52.5% and, respectively,
17.5% of the respondents agreed and strongly agreed with
this question, while 24% of the respondents were neutral,
neither agreed, nor disagreed. Moving on to question 25,
very few (1.5% and 1%, respectively) of the respondents
strongly disagreed and disagreed with the statement. Also,
49.5% and 18.5% of the respondents, respectively, agreed and
strongly agreed at question 25. Furthermore, 29.5% of the
respondents were neutral, neither agreed, nor disagreed.
Table 4 shows the frequency and percentage for the job
satisfaction level of teachers on educational policy, adminis-
tration and leadership. Three statements were used to assess
the satisfaction level on educational policy, administration,
and leadership of the teachers. The mean value for the first
statement is 2.54, for the second statement it is 2.54, and for
the fourth statement it is 3.49.It can be noticed that 22.5% of
the respondents strongly disagreed and 24% of the respond-
ents disagreed with question 26. There were 18.5% and 2%
of the respondents who agreed and, respectively, strongly
agreed with this question, while 33% of the respondents were
neutral, neither satisfied, nor dissatisfied. Regarding question
27,20.5% and 28% of the respondents strongly disagreed and,
respectively, disagreed at this question. Also, 17.5% and 2.5%
oftherespondents strongly agreed and, respectively, agreed,
while 31.5% of respondents were neutral, neither agreed, nor
disagreed. Moving on to question 28, there were 6% and 11%
ofthe respondents who strongly disagreed and, respectively,
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disagreed. Also, 34.5% and 28.5% of the respondents agreed
and, respectively, strongly agreed with question 28, while
30% of the respondents were neutral, neither satisfied, nor
dissatisfied.

Table 4 explains the frequency and percentage for the
overall job satisfaction level of teachers. There are two
statements used to find out the overall job satisfaction
level. The mean value for the first statement is 3.84, and
the mean value for the second statement is 3.76. It can be
seen that only 4% of the respondents strongly disagreed,
and 6.5% of the respondents disagreed with question 29.
There is a high percentage (43%) of the respondents who
agreed, and 27.5% of the respondents strongly agreed with
this question, while 19% of the respondents were neutral,
neither satisfied, nor dissatisfied. Regarding question 30,
there were 4.5% and 8% of the respondents who strongly
disagreed and, respectively, disagreed. Also, 31.5% and
30.5% of the respondents agreed and, respectively, strongly
agreed, while 25.5% were neutral, neither agreed, nor
disagreed with question 30.

Aspresented in Table 5, the mean value of each aspect on
job satisfaction shows the descriptive analysis results on dif-
ferent aspects of job satisfaction. Interpersonal relation was
ranked first with a mean value of 3.77, job autonomy ranked
second with amean value of 3.63, self-esteem ranked third
with amean value of 3.57, nature of work ranked fourth with

amean value of 3.44, working conditions ranked fifth with
amean value of 3.39, promotion, training and development
ranked sixth with a similar mean value (2.92), educational
policy, administration and leadership ranked eighth with
a mean value of 2.86, and payment ranked ninth with a
mean value of 2.4. The views of respondents were based
on the impact of these variables on job satisfaction. The
participants were asked if they were satisfied with the
work at all (overall job satisfaction), the answers revealing
amean value of 3.80. This high mean value illustrates that
the respondents were satisfied with their work; therefore,
they would be more satisfied with their job, if their work
and their efforts were more recognized.

Discussion

Teachers are highly satisfied with the nature of their
work. We found that the teachers are happy with given
responsibilities/timetable, opportunity to use their knowl-
edge, skills and attitude, and not given more co-curricular
activities than the classroom teaching. This situation
motivates the teachers to be happy with their profession
and retain them for long years of service with dedication
towards teaching profession. Teachers are strongly dis-
satisfied with the payment system available for them. More
than two-thirds of the teachers strongly disagreed and
disagreed with the available payment system. They are

Description of job satisfaction on the nature of work, pay, working condition, and training

and development

Question | Strongly - Strongly
number | disagree Disagree Neutral Agree agree Mean
N | % | n| % | n| % | n|] %] n]| %

Job Satisfaction on Nature of Work
[ am happy with given
responsibilities/timetable Q1 1 55 7 35 4 21 79 | 395 | 61 | 60.5 | 3.8600
| got opportunities to use my
knowledge, skills and attitude Q 10 5 22 1 56 28 69 | 345 | 43 | 215 | 3.5650
have more co-curricularactivities | o3| 45| 75 | 67 | 335 | 54 | 27 | 50 13| 65| 29000
than classroom teaching
Job Satisfaction on Pay
My monthly income is enough Q4 75 375 | 63 | 315 | 37 185 | 21 10.5 4 2 2.08
|am comfortable withthereward | s | 35 | 175 | 50 | 25 | 67 | 35| 39 [ 195 | 9 | 45 | 268
and fringe benefits
am paid according to my 6 | 4 | 21| 65 [325] 52 [ 260 3 |165] 8 | 4 | 25
qualification in this career
Job Satisfaction on Working Condition
|feel comfortable working @ | 2| 6 | u | 0| 6 | 3| e | 2|38 | 19| 34
in this school
| am satisfied with school teaching 8 18 9 5 | 95 | 6 3 50 25 23 | 115 3075
and learning environment ’ ' )
[ am not overloaded with timetable 0 3 15 19 95 54 57 97 | 485 | 27 135 363
and co-curricular activities ) ' ' ' )
Job Satisfaction on Training and Development
Vs el Q0 | 20 | 10 | 47 | 35| 74 | 37 | 4 |B5| 12|60 | 29
training and developing programs
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not comfortable with the reward and fringe benefits. Also,
more than half of the teachers have responded that they
were not paid according to their qualification. Pay scale
must be reasonable with present socioeconomic condi-
tions. If the teachers feel unhappy with their salary, they
will try to make more income by private tuition. There are
instances where teachers get more amounts from private
teaching than their monthly salary, making teachers less
sincere towards their work at school.

Most of the teachers revealed that they are happy with
the working condition. More than half of the teachers are
highly satisfied with the school teaching and learning
environment, and they are feeling comfortable working
in the existing school. This factor highly helps to make
a successful teaching and learning process, and it gives
more positive sense of felling towards their profession.
Hence there are almost half of the teachers dissatisfied
with the available working conditions in the school
setting. It is very important that the authoritative take
necessary steps to improve the working condition in the
school setting.

Almost all the teachers are having higher job satisfaction
on self-esteem towards their profession. There were only
seven percentages of the teachers who responded dissatis-
fied on self-esteem. The participants feel highly proud to

be a teacher. They are satisfied with the recognition that
they receive from the society. In addition, they were ac-
knowledged by the principal when they do a good service.
In contrast, more than two-fifths of the teachers do not
like their children to join teaching profession. However,
the existing teachers in the profession were highly happy
due to this, revealing that this factor has first and foremost
correlation on teachers’ job satisfaction.

Teachers are highly dissatisfied with the available train-
ing and development. This is the core tool to mold people
in any organization. When it comes to school setting,
the teachers wanted to handle a very significant target
group in the society. For this, they need more training and
development to handle them successfully. This research
revealed that the respondents were not highly satisfied
with the available training and development programs.
But it highly influenced teachers’ job satisfaction.

There was a higher number of teachers highly satisfied
with job autonomy. They have higher decision-making
independency in their class room. More than two-thirds
of the respondents were highly happy with this aspect.
They like to propose innovative inputs to the head of the
school. This is a second influencing factor on teachers’ job
satisfaction. It is significant that this factor helps retain
teachers in their profession for a long period.

Description of job satisfaction on self-esteem, job autonomy and promotion

L SFroneg Disagree Neutral Agree Snal Mean
number disagree agree
N | % | n| % n|% | n|]%|n]|%

Job Satisfaction on Self-Esteem
| feel proud to be a teacher on 7 3.5 7 3.5 21 105 | 66 33 99 | 495 422
| feel satisfaction with the
recognition that | have in the Q12 10 5 22 | M0 | 50 | 250 | 65 | 325 | 53 | 265 3.65
society
| Byt aniokiivizaai 3 | 46 | B | 4 | 20| 57 |285] 36 | 18| 19| 95| 27
profession ' ’ ’ ’
|am acknowledged by the principal | 9 | 45 | 1 | 55| 58 | 29| 7 |355] 51 |55 3n
when | do a good service ) ’ ) ' )
Job Satisfaction on Job Autonomy
skl i deciion- s | 12| 6 | 20 |100] 6 | 31 | 6 |345] 37 | 185 35
making independency in daily tasks
LG I GE B w6 | 7 |35 1| 7 | 40| 20| 9% |40] 83| 05| 37
classroom decisions
| am happy to propose innovative
inputs to the head of the school Q17 8 4 17 85 59 29.5 75 375 41 20.5 3.62
Job Satisfaction on Promotion
el ichvall b Q18 35 [ 175 | 49 | 245 | 60 | 30 | 45 | 25| 1 | 55 | 274
promotion opportunities in SLTS
430t promationfewards @y | 27 | 1B5| 46 | B | 7 |35| 45 | 25| 1 | 55| 284
or my competency
IEMET eI @ | 17 | 85| 21 | 105] 46 |30 77 |385] 39 | 195 35
of promotion from this career
ILETRECEIAERT || gy 55 | 275 | 52 | 26 | 38 | 19 | 30 | 15 | 25 | 125 | 259
in the future
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Most of the teachers are expecting reasonable pro-
motion from their profession. But the teachers’ re-
sponses revealed that they had poor satisfaction with
the available promotion opportunities. Also, they do
not have an idea to change their career in thefuture.
However, the Table 4, section 27, revealed that there
was no significant correlation between promotion
and job satisfaction.

Almost all the teachers were strongly satisfied with
the interpersonal relation that they had with their
colleagues and superiors in the school setting. They
are very enthusiastic to collaborate with each other.
Interpersonal relation obtained the highest mean score
among other independent variables on job satisfac-
tion. Teachers are highly supported in educational
development by their colleagues and superiors. On
the other hand, it had a poor correlation with the job
satisfactions of the teachers. However, this factor helps
retain the teachers in their career for a longer period.

The teachers’ responses revealed that they have
second least satisfaction on educational policy, ad-
ministration and leadership, among other independent
variables. Nearly half of the respondents were dissatis-
fied with the existing educational policy, as well as the
promotion procedures available in the department.
However, the teachers are strongly satisfied with the
school administration and leadership. This factor is
highly correlating with the job satisfaction.

Conclusions

After examining the factors influencing teachers’ job
satisfaction in the Teacher Centre Colombo, the research
work concluded that teachers in the provincial government
schools had higher job satisfaction from interpersonal
relation, job autonomy, self-esteem, and nature of work.
Enhancement of job satisfaction with increasing salary
scale, developing sound educational policy, administration
and leadership, in-service training and development and
reasonable promotion opportunity, has significant effects
on teachers’job satisfaction in the provincial government
schools in the Colombo Center. Teachers who are serving
in provincial schools in Colombo area are satisfied with
some other aspects which are not included in this research.
The findings revealed moderate positive, weak positive
and negligible relationship between factors of satisfaction
and teachers’job satisfaction. This means that the teach-
ersin the provincial schools are more committed to their
jobwhen they derive more satisfaction from motivational
and hygiene factors.

Hence, the Education Ministry and provincial adminis-
trators need to pay special attention to the improvement
on payment, fringe benefits, bonuses, promotion oppor-
tunities, promotion process and procedures, in-service
training, professional growth and appreciation, in order
to improve teachers’ satisfaction to retain the valuable
teachers and to improve the quality of education in this
country.

. Description of job satisfaction on interpersonal relations, education policy administration
able 4 . . .
and leadership, and overall satisfaction

o Sgrongly Disagree Neutral Agree S]] Mean
Number disagree agree
N % [n] % | n]%[n]%|n]|%

Job Satisfaction on Interpersonal Relations
I am happy with the cooperation
received from the staff members 02 J : 12 S 2 = R L i
| am supported in educational
development by the sectional heads Q23 4 2 B | 65| 5 | 25| 8 | 415 | 47 | 235 3.78
and the principal
| get enough advice from senior
teachers and other staff members 024 3 1.5 9 4.5 48 24 105 | 525 | 35 17.5 3.8
My colleagues and superiors are
enthusiastic to collaborate with me = : L& - L il i B Al I s e
Job Satisfaction on Educational Policy, Administration and Leadership
SRR B 026 55 | 25| 48 | 2 | 66 | 33 | 37 |w85| 4 | 2 | 234
educational policy
| feel happy about promotion
procedure used by the department 027 4 205 | 56 28 63 | 315 | 35 17.5 5 2.5 2.54
Jaulbggyuliiinedioe) Qs 26 | 2| 1 |60 | 30| 6 |345] 37 |285] 34
administration and leadership
Overall Job Satisfaction
Ui A e 029 8 | 4 | B | 65|38 | 19 |8 | 43 |55 |25 384
occupational decision for me
| am fully satisfied with my job Q30 9 4.5 16 8 51 | 255 | 63 | 315 | 61 | 305 3.76
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Summary of descriptive statistics for the variables of job satisfaction

psihi

No Variables Average Mean Value
1 Overall job satisfaction 3.80
2 Interpersonal relations 3.77
3 Job autonomy 3.63
4 Self-esteem 3.57
5 Nature of work 3.44
6 Working conditions 3.39
7 Training and development 2.92
8 Promotion 2.92
9 Educational policy, administration and leadership 2.86
10 Pay 242
Suggestions 2. Teacher service should be appreciated and provided

To increase the quality of teaching profession, to attract
high-quality people and to retain the existing valuable
teachers. As researchers, we wish to suggest the following
(along with an adequate salary scale designed to attract
bothmale and female graduates to the teaching profession):

1. Find out a strong mechanism to attract and retain
especially male teachers in the profession, because of
the ever-decreasing interest in teaching profession of
male population as indicated in the school statistics of
theMinistry of Education from Sri Lanka.
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