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Abstract The general intent of this descriptive study was to document the general job satisfaction of the head teachers working
in government elementary schools in context of their school location and size as measured by the Minnesota Satisfaction
Questionnaire (MSQ). Therefore, survey design was used to obtain needed information. The teachers of all categories who were
working as head teachers in government elementary schools at district Toba Tek Singh (in any area, i.e., rural or urban) in the
Punjab, Pakistan (except the sampled for pilot study), were asked to fill the questionnaire. The Urdu version of the modified
Minnesota Satisfaction Questionnaire (MSQ) was used as a research tool in this study. It was concluded that the head teachers
working in government elementary schools at district Toba Tek Singh in the Punjab, Pakistan were found generally satisfied with
their positions regardless of their school location and size. The head teachers working in urban areas were found significantly
more satisfied than the head teachers of rural areas, and no significant differences were found among the job satisfaction levels
of the head teachers working in smaller and larger schools. On the basis of the responses to the MSQ, it appears that
elementary school head teachers (Toba Tek Singh) in the Punjab, Pakistan were satisfied with their jobs. Policy makers and
other concerned authorities should put forth effort to either maintain this level of satisfaction or increase it to a higher level. This
may be done by increasing satisfaction for different aspects of job; Compensation, Working Conditions, Social Status, and
School System Policies and Practices. There is need to improve the job satisfaction level of the government elementary school
head teachers working in rural areas of district Toba Tek Singh. This can be done while providing them some special facilities,
incentives, and allowances, like better working conditions and transport or travelling allowance etc. Study on satisfaction and
school location should be conducted to investigate the reason why job satisfaction increases with urban schools and studies on
satisfaction to investigate more predictors to job satisfaction should be conducted.
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1. Introduction and Background of the Study

Like almost all other organizations, an educational organization also owes its existence to four universally
recognized elements i.e. man, money, method and material. Out of these, the single most important element
is human being (man). This element operates the other three in such a way that the organization could
achieve its goals. Therefore, the concept, happy worker is a better worker, got the attention of the
researchers, and the importance of job satisfaction has attracted attention than ever before.

Studies on job satisfaction began in the early 1900's in United States. During this period,
psychologists in the field of industry conducted an array of studies on industry workers in an attempt to study
employee’s behavior at work and to determine the extent of job satisfaction. Subsequently, the findings from
these studies produced data relevant to specific job factors and to the employee’s perceptions of these
factors. Hoppock (1935) states job satisfaction as any combination of psychological, physiological, and
environmental circumstances that would cause a person to state, “| am satisfied with my job”. Traditionally
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job satisfaction has been viewed as the opposite of job dissatisfaction (Steers, and Porter 1975). “This model
IS best characterized by the writings of Taylor (1911), and his associates in the scientific management
school” (Steers, and Porter 1975) movement dating from approximately 1910-1940. Job satisfaction is the
degree to which people like their jobs (Rocca, and Kostanski, 2001). It is a general attitude toward the job. A
person with a high level of job satisfaction holds positive attitudes towards the job, while a person who is
dissatisfied with his or her job holds negative attitudes about the job (Robbins et al. 1995). Gibson,
lvancevich, and Donnelly (1985) state, satisfaction and morale are similar terms referring to the extent to
which the organization meets the needs of employees. We use the term satisfaction to refer to this criterion.
Similarly, the utilitarian perspective to job satisfaction, asserts that job satisfaction can lead to behaviours that
can have either a positive or negative effect on organizational functioning. For example, in the way teachers
relate to students and other colleagues could be strongly influenced by their sense of satisfaction within that
school (Spector 1997).

Gruneberg (1979), states that most writers distinguish between job satisfaction and job morale. Morale
refers to group wellbeing, whereas job satisfaction refers to the individual's emotional reactions to a particular
job. Thus Locke (1976) defines job satisfaction as “a pleasurable or positive emotional state, resulting from
the appraisal of one's job or job experiences”. According to Gorton (1976), employee satisfaction and morale
are attitudinal variables that reflect positive or negative feelings about particular persons or situations.
Frequently the two terms are used synonymously in the educational literature, and when the two concepts
are analyzed, there appears to be considerable conceptual overlap, "satisfaction”, when applied to the work
context of teaching, seems to refer to the extent to which a person can meet individual personal and
professional needs as an employee (Strauss 1974). "Morale", on the other hand, appears to have a group
dimension, as suggested by Gross and Herriott's identification of six indexes of staff morale (Gross, and
Herriott 1965).

There is no one agreed definition, however, Wanous and Lawler (1972) list nine different operational
definitions, each based on a different theoretical orientation and each resulting in different measures. The
major difference between definitions is in terms of the different ways in which aspects of job satisfaction are
combined. When the relationship between job satisfaction for different aspects of the job and overall job
satisfaction is analyzed, considerable differences in the extent of the correlation are found.

There is a close relationship between job satisfaction and the rewards people receive from their work.
Workers experience job satisfaction “to the extent to which their jobs provide them with what they desire, and
they perform effectively in them to the extent that effective performance leads to attainment of what they
desire” (Vroom, 1964). Chruden and Sherman (1976) state, if a person in a particular incentive program sees
a quite high probability of the program having a satisfying outcome, then this person will respond well and
perform as intended. This employee perceives that by successfully exhibiting the behavior which
management desires, he/she will likely reap the benefits in personal satisfaction and material reward (Nebel
1978). According to Chruden, and Sherman (1976), Incentives, Wage Secrecy, Pay Ranges, Pay Raise
Policy, Ranking Method, Fringe Benefits, and Retirement are key elements in increasing and maintaining
productivity and morale. Lortie (1975) believes that teaching continues to be rather limited in its available
extrinsic rewards, and that if teacher satisfaction is to be increased, efforts will need to be made to improve
the teaching situation itself. Miller and Swick (1976) identified a large number of incentives and reward
systems that will motivate teachers to perform better. These include (1) acknowledgment of efforts by
teachers for self-improvement, (2) compensation to encourage teacher self-improvement, (3) rewards for
teacher accomplishments, and (4) community recognition of teacher efforts. Research by Fuller and Miskel
(1972) identified fifty-two specific incentives that teachers said are important, among them, school system
support, working conditions, salary and fringe benefits, and personal and professional relationships with
teachers and students. McDonald (1979) found in a study that the most important satisfaction reported by
teachers was gained by imparting knowledge to students. That this source of satisfaction may not be easily
available has already been noted by Lortie (1975).
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Bowditch, and Buono (2001), state that if an organization's goals, values, or particular work assignments
are perceived as part of an individual's self-concept, as a means of growth and development, or as a way of
asserting and challenging personal capabilities, task accomplishment becomes an end in itself. Then
extrinsic incentives become less important. Social workers and teachers, for example, often complain about
their working conditions and level of pay, yet still put in many hard hours dealing with clients or working with
students because of the fulfillment and satisfaction derived from the work itself. This is not to suggest,
however, that extrinsic incentives are unimportant. Good pay and benefits, sick leave, and pension plans are
significant aspects of a person's total compensation package.

Recent studies have shown fairly conclusively that teachers are motivated more by intrinsic than by
extrinsic rewards. Pastor and Erlandson (1982) conducted a survey which found that teachers perceive their
needs and measure their job satisfaction by factors such as participation in decision-making, use of valued
skills, freedom and independence, challenge, expression of creativity, and opportunity for learning. They
concluded that high internal motivation, work satisfaction, and high-quality performance depend on three
"critical psychological states": experienced meaningfulness, responsibility for outcomes, and knowledge of
results. Sergiovanni (1967) found that teachers obtain their greatest satisfaction through a sense of
achievement in reaching and affecting students, experiencing recognition, and feeling responsible. Teachers
are primarily motivated by intrinsic rewards such as self-respect, responsibility, and a sense of
accomplishment. Thus administrators can boost morale and motivate teachers to excel by means of
participatory governance, inservice education, and systematic, supportive evaluation.

Duncan (1976) found that teacher morale was significantly higher in schools with employee-oriented
administrators than in schools with task-oriented administrators. He recommended, however, that a
combination of the two styles be utilized by administrators in working with their staffs. Ingle and Munsterman
(1977) noted that teachers in high-satisfaction schools perceived their principals to be more democratic than
did teachers in low-satisfaction schools. Gorton (1976) recommended that administrators (1) attempt on a
regular basis to obtain systematic feedback from staff members regarding their perceptions of problems,
concerns, and issues; (2) exert a major effort toward improving the satisfaction that teachers derive from
classroom teaching; (3) strive to improve the operation of the school and the overall quality of the educational
program in the school; (4) try to be sensitive to, and mediate where appropriate, any problems of an
interpersonal nature between and among teachers, students, and parents; (5) practice good human relations
in interactions with the staff, and (6) provide meaningful participation for teachers in the decision-making
processes of the school.

Symptoms of teacher dissatisfaction and low morale vary. They include questioning and criticizing of
school goals and policies, lack of enthusiasm for teaching, rejection or lack of follow-up on administrative
directives (Cook, 1979), absenteeism (Educational Research Service, 1980), and fragmentation, that is, a
general feeling of being pulled in different directions (Klugman, Carter, and Israel, 1979). Some of these
symptoms are also reported in a study by Stapleton et al. (1979). Tack, et al. (1992), express that only a few
minorities are now in the academic pipeline, the minorities who complete the doctorate often choose other
occupations because they do not view the faculty position as a viable career choice. (Jones and Nowotny
1990). Consequently, institutional officials in higher education must recognize the factors that lead to job
dissatisfaction and eliminate them; conversely, they must recognize the factors that increase job satisfaction
and enhance them.

The level of employee job satisfaction can have an impact on organizations. Potential organizational
consequences of job satisfaction involve performance, absenteeism, turnover and burnout. These
consequences have been discussed by many interested in job satisfaction. Carrell (1976) discussed several
reasons for examining job satisfaction. He suggested that the relationships of satisfaction to training,
absenteeism, and turnover were important. Cano and Miller (1992) explain; several researchers Davis, and
Newstrom, (1989), Lawler (1977), Porter, and Steers (1973), Grady (1988) conducted a study which found
support for a possible causal chain leading to job turnover/retention. The chain proceeded from individual
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expectation through commitment propensity, along with meaningfulness of the job to increased commitment,
through intention, and finally to turnover/retention.

In order to curb the negative consequences associated with job dissatisfaction a thorough
understanding is required as to which factors lead to job satisfaction and which create job dissatisfaction
(Davis and Newstrom 1989). Schuh (1967) states, as the overall level of job satisfaction increases,
absenteeism and turnover significantly decline. The level of employee job satisfaction can have an impact on
organizations. Potential organizational consequences of job satisfaction involve performance, absenteeism,
and turnover. These consequences have been discussed by many researchers (i.e., Gruneberg 1979, Locke
1976, Spector, 1997) interested in job satisfaction.

According to Rocca, and Kostanski (2001), studies have been reasonably consistent in showing a strong
association between job satisfaction and turnover. Edelwich, and Brodsky (1980) found that employees who
are dissatisfied in their job become less committed or give up the profession altogether (Hulin, Roznowski,
and Hachiya, 1985). In two investigations of the effects of unemployment, it was found that labour market
factors interact with job satisfaction in prediction of quitting. Carsten and Spector (1987), and Gerhart (1990)
suggested that, job dissatisfaction was more strongly related with high turnover during periods when the rate
of unemployment was lower.

Porter, and Steers (1973), Baum, and Youngblood (1975), and Bartol (1979) reported that there was a
low, but consistently positive correlation between job dissatisfaction and several factors, one of which was job
turnover. According to Hackman, Lawler lll, and Porter (1977), Ross and Zander (1957) measured the job
satisfaction of 2680 female workers in a large company. Four months later, these researchers found that 169
of these employees had resigned; those who left were significantly more dissatisfied with the amount of
recognition they received on their jobs, with the amount of achievement they experienced, and with the
amount of autonomy they had.

Probably the major reason that turnover and satisfaction are not more strongly related is that turnover is
very much influenced by the availability of other positions. Even if a person is very dissatisfied with his job, he
is not likely to leave unless more attractive alternatives are available. There is research evidence to support
the argument that voluntary turnover is much lower in periods of economic hardship. According to Perie,
Baker, and Whitener (1997), recent research links turnover to school quality and cohesion as well as to
school sector and size (Lee et al., 1991).

Hackman, Lawler Ill, and Porter (1977), in the 1950s, two major literature reviews showed that in most
studies only a slight relationship had been found between satisfaction and performance. A later review by
Vroom (1964) also showed that studies had not found a strong relationship between satisfaction and
performance; in fact, most studies had found a very low positive relationship between the two. A considerable
amount of recent work suggests that the slight existing relationship is probably due to better performance
indirectly causing satisfaction rather than the reverse. Lawler and Porter (1967) explained this "performance
causes satisfaction" viewpoint as follows:

In retrospect, it is hard to understand why the belief that high satisfaction causes high performance was
so widely accepted. There is nothing in the literature on motivation that suggests this causal relationship. In
fact, such a relationship is opposite to the concepts developed by both drive theory and expectancy theory.
Yet, for some reason, many people believed-and some people still do believe-that the "satisfaction causes
performance” view is best. Originally, much of the interest in job satisfaction stemmed from the belief that job
satisfaction influenced job performance. The college teachers with high scores on job satisfaction performed
better in classrooms and vice versa Hayat (1998). Specifically, psychologists thought that high job
satisfaction led to high job performance (Hackman, Lawler IIl, and Porter 1977).

According to Rocca, and Kostanski (2001), absence (a failure to attend work) is a phenomenon that
can reduce organisational effectiveness and efficiency by increasing labour costs. In a school environment it
can be very detrimental to student learning. Smith (1977) hypothesised that job satisfaction plays a critical
role in an employee's decision to be absent. Steers and Rhodes (1978) found a multiplicity of influences on
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the employees’ decision and ability to come to work. These influences included job dissatisfaction and a
perceived lack of opportunities for further advancement. Empirical support for this position has proven difficult
(Hackett, and Guion, 1985). The weak correlation between job satisfaction and absence may be due to a
range of complex variables.

Research by Nicholson and Johns (1985), has found that organisations have “absence cultures' that
represent shared understandings about absence legitimacy and that define appropriate absence behaviour.
Recent research on "absence cultures' by Xie and Johns (2000) supports Nicholson and John's assertions.
According to Hackman, Lawler I, and Porter (1977), like turnover, absenteeism has been found to be related
to job satisfaction. The relationship between satisfaction and absenteeism seems to be stronger than the
relationship between satisfaction and turnover. It is found that voluntary absence rates are much more
closely related to satisfaction than are overall absence rates (Vroom, 1964).

Rocca, and Kostanski (2001) state, burnout has been identified as a syndrome of emotional exhaustion,
feelings of depersonalization and reduced personal accomplishment that can occur among individuals who
do "people work" of some kind (Maslach, 1982). It is a response to the chronic emotional strain of dealing
extensively with other individuals, particularly when they are troubled or have problems. It can be considered
as one type of job stress. There are three components of burnout. "Depersonalisation” - the emotional
distancing from direct care clients that results in a callous and uncaring attitude toward others. "Emotional
exhaustion” - the feeling of fatigue and lack of enthusiasm for work. "Reduced personal accomplishment” -
the sense that nothing of value is being done at work by the person. A pattern of emotional overload, and
subsequent emotional exhaustion, is at the core of the burnout syndrome (Maslach, 1981).

According to Schwab and Iwanicki (1982), teachers exhibit signs of emotional exhaustion when they feel
that they are incapable of giving 100% to students. Schwab and Iwanicki also suggest that teachers are likely
to yell more at students and can also exhibit cognitive misfunctions (e.g., overlooking errors when correcting
written tasks). The quality of teaching is therefore adversely affected.

Job satisfaction has been found to be strongly related to burnout, with dissatisfied employees more likely
to report high levels of burnout than those who are satisfied (e.g. Bacharach, Bamberger, and Conley 1991,
Shirom, 1989). Lee and Ashford (1993) reported a negative relationship between job satisfaction and
emotional exhaustion compared with depersonalisation or personal accomplishment. Cordes, and Dougherty
(1993) found burnout to be strongly associated with many other variables that are connected to job
satisfaction such as low levels of control, life satisfaction, levels of health, and intentions of quitting current
employment (Lee, and Ashford, 1993; Shirom, 1989). In a comparative study between Australian, American
and Canadian state secondary school teachers, Sarros and Sarros (1990), found that Australian teachers
scored lower on emotional exhaustion compared to American and Canadian teachers, but scored higher in
depersonalisation and personal accomplishment.

According to Stanton et al. (2002), job satisfaction has been measured in several ways, ranging from
single-item measures (Kunin 1955, Quinn and Shepard 1974, Scarpello and Combell 1983) to general multi-
item measures (Ironson, Smith, Brannick, Gibson and Paul 1989) to multifaceted, multi-item measures
(Smith, Kendall and Hulin 1969, Vroom 1964, Warr and Routledge 1969, Weiss, Dawis and Lofquist 1967).

One of the arguments often brought against the theories of job satisfaction is that they take little account
of differences between people (Gruneberg 1979). In this portion the question of how different characteristics
of organization affect job satisfaction is discussed. School location and size, demographic variables have
been examined in a number of studies in education to determine their effects on the overall level of job
satisfaction as well as satisfaction with various aspects of the job experienced by workers in various
positions.

Newby, (1999) in her research indicated that principals in rural, suburban, and urban schools of Virginia
were satisfied with their jobs. Suburban principals, however, appeared to be more satisfied than urban and
rural principals, and rural principals appeared to be the least satisfied. Finley (1991) also noted significant
difference between school location and overall job satisfaction of high school principals in Tennessee. The
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principals whose schools were located in urban/inner city or urban/suburban locations scored significantly
higher than principals whose schools were located in rural locations.

A striking dissimilarity between the suburban and urban principal satisfaction was observed by Derlin
and Schneider (1994). Specifically, the factor pay was the least heavily weighted item in the third factor of the
suburban principal model and was negatively weighted (-.50). In contrast, pay was the most heavily weighted
item in the first factor for urban principals (.74). This discrepancy in factor location and weighting indicated
that personal compensation is perceived differently in different educational setting (Derlin and Schneider,
1994).

One of the controversies surrounding school size is that school size affects the quality of interpersonal
relationships one experiences in the school setting. Specifically, Barker (1986) summarized one of the
advantages of small schools is that relationships between students, teachers, administrators, and school
board members tend to be closer. In as much as the factor interpersonal relations is identified by Herzberg
and the authors of the MSQ as being a measure of satisfaction, school size needs to be examined for a
possible influence on principal job satisfaction.

School size was one of the three variables having a greater predictor of overall satisfaction for
secondary female principals in the United States as measured by the JDI. Additionally school size was one of
three determinants of job satisfaction in the sub-area promotion (Fansher and Buxton, 1984). Sparkes and
Mclintire (1987) reported evidence to support the notion that organizational factors are an important
determinant of job satisfaction. After surveying 416 principals in Newfoundland and Labrador, they stated that
principals of small schools in small communities have both physical and psychological needs that are not
being met. They also stated that principals in smaller schools reported lower levels of overall and facet
satisfaction. Their findings suggest that there are external or organizational factors that greatly influence the
principal's job satisfaction.

Newby, (1999) research results showed that satisfaction increases significantly with school size; the
larger the school, the greater the satisfaction level. Therefore, a positive linear association occurred between
school size and satisfaction. Similar results were found by Finley (1991), noted that Tennessee's high school
principals expressed significant difference in total satisfaction scores and student enrollment. The Scheffe
post-hoc procedure revealed that principals with 1,301 or more students and principals with 1,001-1,300
students had significantly higher scores than principals with 401-700 students.

Middle school principals in Indiana were studied by comparing the overall level of job satisfaction of
principals from small and large schools as measured by the MSQ (Lehman, 1991). Lehman concluded that
variations did exist between small and large schools among the facets identified as least satisfying. Principals
in small schools cited compensation as the least satisfying factor. In large schools, principals most often
categorized independence as the least satisfying factor. Although there were variations between specific
factors and job satisfaction of principals from small and large schools, the author found no evidence to
suggest that a significant difference existed. In contrast, Hayat (1998) in his study states that college size
was found to have contribution towards job satisfaction across the climate.

The primary goal of the above literature review was to find important information about the construct of
job satisfaction and then conclude a problem from this knowledge. Therefore, these interested and important
studies attracted the researcher to explore the things. Presently, the area of schools has been chosen as the
focus of the study. It will be desirable to conduct such studies at other levels of education to explore the
concept of job satisfaction, which will be necessarily resulting in an improvement in our present education
system. The other main reason to measure the job satisfaction of the head teachers especially, was that the
researcher himself has been a head teacher in a government elementary school for many recent years; felt
that the head teachers in his area were not satisfied with different aspects of their jobs. In this regard it was
considered that the Minnesota Satisfaction Questionnaire is the most suitable tool for the purpose. So this
study is an attempt to assess various important aspects of job satisfaction among head teachers of
government elementary schools at Toba Tek Singh in the Punjab, Pakistan.
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2. Purpose of the Study

The general purpose of this study was to measure the general job satisfaction of the head teachers working
in government elementary schools. Specifically, this study sought to investigate three areas of job
satisfaction. First, the study investigated the general job satisfaction levels of the government elementary
school head teachers in context of their school location and size as measured by the Minnesota Satisfaction
Questionnaire (MSQ). Second, the researcher sought to determine the influence of the variables; school
location, and school size on the head teachers’ general job satisfaction levels, and lastly to propose steps to
improve the situation.

3. Research Guiding Questions

The study was guided by the following research questions:

1. What is the general job satisfaction level of the head teachers working in government elementary
schools of district Toba Tek Singh in the Punjab, Pakistan?

2. What is the general satisfaction level of the government elementary school head teachers according
to the demographic variables; school location, and school size?

3. s there a significant difference among the job satisfaction levels of the rural and urban school head
teachers?

4. s there a significant difference among the job satisfaction levels of the head teachers of smaller and
bigger schools?

5. What are the proposed steps to improve the situation?

4. Assumptions of the Study

The assumptions listed below were necessary to establish a prudent starting point for the study:
Respondents were well aware of the concept of job satisfaction.

An objective and impartial response by the respondents was expected.

Respondents were cooperative with the researcher.

The chosen research instrument reflected an assessment of the participants’ perceptions regarding
job satisfaction.

5. Research Methodology

The general intent of this descriptive study was to document general job satisfaction of government
elementary school head teachers. As surveys are the most widely used technique in education and the
behavioral sciences for the collection of data, and job satisfaction research is mostly done with
questionnaires, therefore, survey design was used to obtain needed information.

5.1 Selection of Population and Sample

The population of this study was consisted of all the male and female head teachers of government
elementary schools situated in all areas (rural & urban) of district Toba Tek Singh in the Punjab, Pakistan.
The teachers of all categories who were working as head teachers in government elementary schools at
district Toba Tek Singh (in any area, i.e., rural or urban) in the Punjab, Pakistan (except the sampled for pilot
study), were asked to fill the questionnaire. In simple words, to make the results more authentic at district
level; population was hundred percent sampled.
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5.2 Instrumentation

The Urdu version of the modified Minnesota Satisfaction Questionnaire (MSQ) was used as a research tool in
this study. The Minnesota Satisfaction Questionnaire (MSQ) was developed by Weiss, Dawis, English, and
Lofquist (1967) to measure the individual's satisfaction with twenty different aspects of the work environment
and is one of the most popular measures of job satisfaction.

The MSQ is based on the following rationale:

a) Employees have a set of expectations concerning their work environments that are derived from their
histories, individual abilities, and interests;

b) Employees have a set of work attitudes that emerge from the fulfillment of those expectations, and

c) These attitudes make up employees’ evaluation of their work environment or job satisfaction.

There were two versions of the long-form MSQ a 1977 version and a 1967 version. The 1977 version, which
was originally copyrighted in 1963, uses the following five response choices: Very Satisfied, Satisfied, “N”
(Neither Satisfied nor Dissatisfied), Dissatisfied, and Very Dissatisfied. The authors utilized the instrument to
collect normative data for 21 MSQ scales for 25 representative occupations including bookkeepers, laborers,
typists, engineers, managers, and teachers. A “ceiling effect” obtained with the rating scale used in the 1977
version tends to result in most scale score distributions being markedly negatively skewed—most responses
alternate between “Satisfied” and “Very Satisfied.” Therefore, a 1967 version was developed that adjusted for
the ceiling effect by using the following five response categories: Not Satisfied, Slightly Satisfied, Satisfied,
Very Satisfied, and Extremely Satisfied. The revised rating scale resulted in distributions that tend to be more
symmetrically distributed around the “Satisfied” category.

The 1967 Long-Form Minnesota Satisfaction Questionnaire (MSQ) was slightly modified; an Urdu
version of the MSQ was developed, and used to assess the population’s job satisfaction level. The selected
variable school location is referred to the geographical location of the head teacher’s school. School location
was measured by indicating “rural” and “urban”. Rural referred to schools located in the agricultural areas
outside a city or town. Urban referred to schools located in the towns and cities. School size is referred to
school enrollment. This variable was measured by asking respondents to select the range of figures
indicating the number of students enrolled in the school.

The MSQ was used primarily because it is a well-known instrument designed to measure job
satisfaction. It is a gender-neutral instrument that can be administered to either groups or to individuals. It is
self-administering with directions for the respondent appearing on the first page of the questionnaire.
Instructions for the rating scale are located at the top of page. Although there is no time limit, completion of
the MSQ is typically accomplished by a respondent within 15-20 minutes.

5.3 Statistical Treatment

The categories for each variable were assigned codes, and the codes were entered into the Statistical
Package for Social Sciences (SPSS-10) data base (e.g., for Location, rural was assigned the code 1 and
urban was assigned 2). Frequencies and summary statistics were computed and reported. These scores
indicated the number of head teachers who participated in the study. To assess the frequencies of response
for each of the 5 response options on the MSQ Likert Scale. The 5 options, applied scale and the assigned
weight for each were:
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Weight Scale Option Applied Scale
1 “Not Satisfied” (1.00 - 1.50)
2 “Slightly Satisfied” (1.51 - 2.50)
3 “Satisfied” (2.51 - 3.50)
4 “Very Satisfied” (3.51-4.50)
5 “Extremely Satisfied” (4.51-5.00)

The job satisfaction scores for each respondent were obtained by summing the scores for specific items on
the MSQ. A measure of general satisfaction was determined by calculating a mean score for item numbers
24, 25, 28, 30, 35, 43, 51, 61, 66, 67, 69, 72, 74, 77, 82, 93, 96, 98, 99, and 100. Using the weighted scores
described above, it was found that the mean satisfaction scores for the head teachers ranged from 1 to 5
(“Not Satisfied to “Extremely Satisfied”). An analysis of the satisfaction scores was presented according to
the both demographic variables selected for this study. A mean satisfaction score and the standard deviation
were calculated and tabulated for job satisfaction with each demographic group by categories. These data
show the degree of general satisfaction for each of the demographic groups and the comparative scores
were tabulated and presented in tables and interpretation form.

6. Data Analysis

The calculated mean (M) was 3.08 with a standard deviation (SD) of .36. Therefore, the mean for the
respondents fell within the “Satisfied” range (2.51-3.50) on the scale (< 1.5 = “Not Satisfied” to > 4.5 =
“Extremely Satisfied”). The highest general satisfaction scores were observed for the head teachers of urban
schools (M = 3.20, SD = .36), and the head teachers with 400 students or less (M = 3.10, SD = .37). All of the
highest scores fell within the “Satisfied” range (2.51-3.50). The lowest general satisfaction mean scores were
observed for the head teachers located in rural schools (M = 3.04, SD = .36), and the head teachers with
greater than 400 students (M = 3.03, SD = .36). All the lowest scores fell within the “Satisfied” range (2.51-
3.50).

Table 1: Difference between Rural and Urban head teachers’ level of Job Satisfaction

School Location N Mean SD df t P
Rural 139 3.04 .36
178 -2.59 01*
Urban 41 3.20 .36
*P < .05

The Independent-Samples t-test reports statistically significant differences between means for school location
(P =.01). Concluding from the output of, table 1 explains that t value (-2.59) is significant at .05 level of
significance. It is concluded that there is a significant difference between rural and urban head teachers’ level
of job satisfaction. The head teachers working in urban (M=3.20, SD=.36) areas were more satisfied with
their positions than the head teachers from rural (M=3.04, SD=.36) areas.
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Table 2: Difference between smaller and bigger school head teachers’ Job Satisfaction

School Size N Mean SD df t P
400 or Less Students 116 3.10 37
178 1.27 .20
Greater than 400 Students 64 3.03 .36
*P < .05

The Independent-Samples t-test reports statistically no significant differences between means for school size
(P =.20). Concluding from the output of the table 2 explains that t value (1.27) is not significant at .05 level of
significance. Therefore, no significant differences between smaller (M=3.10, SD=.37) and bigger (M=3.03,
SD=.36) school head teachers’ level of job satisfaction were found.

7. Discussion

Overall, the responses indicated that the respondents in this study were satisfied with their positions.
Findings in this study showed that the head teachers in urban schools were significantly more satisfied with
their jobs than the head teachers working in rural schools. Finley (1991) and Newby (1999) reached the
same conclusion that rural head teachers tended to be the least satisfied group. Urban head teachers are
probably more satisfied because they may have more chances for good physical conditions, more
opportunities to earn money (e.g. part time jobs like tuition academies), fulfilling of necessities of life,
conducive environments for themselves and their children’s education, etc. than head teachers located in
rural schools. The socioeconomic status of the urban community is higher than the other communities living
in rural areas. Consequently, the inequity that exists in the head teachers’ socioeconomic status from one
locality to other has may effect on the head teacher job satisfaction level. Therefore, the teachers working in
urban schools were found more satisfied with their jobs as compared to head teachers working in rural
schools.

Findings showed that the head teachers from smaller schools scored more on general job satisfaction
as compared to the head teachers of bigger schools. But no significant differences were observed between
the head teachers of smaller schools and the head teachers of bigger schools for general job satisfaction.
Therefore, these results are contrary to the conclusions of Finely (1991) and Newby (1999). The reason for
the low satisfaction of head teachers with larger schools was not explored in this study; however, head
teachers of larger schools may feel that they are not being highly respected in the community as they expect
being a head of a large institution. It can also be assumed that it is very difficult task to manage bigger
schools. Moreover, they may feel that their compensation is low as their work in a bigger institution. In bigger
schools, there are so many problems which head teachers have to face occasionally. On the other hand in
these schools head teachers have to do a lot of work as compared to head teachers working in smaller
schools. However, the compensation package is equal for both. Considering such factors, the head teachers
of bigger schools may feel low satisfaction with their job as compare to the head teachers of smaller schools.

8.. Conclusions

1. The head teachers working in government elementary schools at district Toba Tek Singh in the
Punjab, Pakistan were found generally satisfied with their positions.
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2. The head teachers of all categories with respect to their demographic variables school location and
size were found generally satisfied with their jobs.

3. The head teachers of government elementary schools working in urban areas were found significantly
more satisfied than the head teachers of rural areas.

4. No significant differences were found among the job satisfaction levels of the head teachers working
in smaller and larger schools.

5. The demographic variable School Location was found to be the significant predictor of job satisfaction
in this study.

9. Recommendations

1. On the basis of the responses to the MSQ, it appears that elementary school head teachers (Toba
Tek Singh) in the Punjab, Pakistan were satisfied with their jobs. Policy makers and other concerned
authorities should put great effort to either maintain this level of satisfaction or increase it to a higher
level in order to promote positive perceptions for this important position. This may be done by
increasing satisfaction for different aspects of job; Compensation, Working Conditions, Social Status,
and School System Policies and Practices.

2. There is need to improve the job satisfaction level of the government elementary school head
teachers working in rural areas of district Toba Tek Singh. This can be done while providing them
some special facilities, incentives, and allowances, like better working conditions and transport or
travelling allowance etc.

3. Study on satisfaction and school location should be conducted to investigate the reason why
satisfaction increases with urban schools and studies to investigate more predictors to job satisfaction
should be conducted.
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