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Abstract 

Job satisfaction among teachers has received immense importance in increasing the quality of education. Students' performance in 
schools will never be improved without teachers' commitment, effectiveness to work at school, and job satisfaction. The teachers 
in government schools in Sri Lanka are frustrated with their job. This study aims to examine the determinants of job satisfaction 
among teachers in government schools in Sri Lanka. The study was conducted in the Nuwara Eliya district. A sample of 352 teachers 
was selected using multi-stage stratified random sampling. Descriptive statistics, principal components factor analysis, and multiple 
binary logistic regression models were used in data analysis. Descriptive statistics show that most sample teachers are female (65%) 
and married (62%). The principal components factor analysis extracted two factors labeled as community factors and school factors 
from 13 dimensions describing teachers' job satisfaction based on eigenvalues. The multiple binary logistic regression model results 
indicate that community factors, school factors, gender, and educational qualification were significant in the model to explain the 
teachers' job satisfaction. Further, the odds ratio for community factors is greater than 1 and positively related to Teacher’s job 
satisfaction. Similarly, School factors too have built a positive relationship. The model predicts the probability of being satisfied for 
the female is 0.52 while it is 0.21 for the male. The probability of being satisfied for degree holders is 0.02 while it is 0.52 for diplo-
matic teachers compared to trained teachers. It is concluded that attention should be paid to community factors and school factors 
to enhance the teachers' job satisfaction to improve the quality of education.  

Keywords: Community factors, Factor analysis, Job satisfaction, School factors, Teachers  

INTRODUCTION 

Employees' job satisfaction is an essential concern in job 
performance, which leads to enhancing any organization's 
productivity. An employee’s effective orientation towards 
his or her work is job satisfaction (Price, 2001). Job satisfac-
tion is closely linked to an individual's behavior in the work-
place (Davis & Nestrom, 1985). In the world context, the re-
searchers have paid much attention to job satisfaction 
among different types of employees. Job satisfaction among 
teachers has received immense importance in increasing the 
quality of education. Today, education has become a valua-
ble investment in human capital to achieve social and na-
tional development. A low level of education is liable for cre-
ating economic, socio-cultural, and environmental problems 
and directly affecting the development of a nation (Kappa-
gode, 2013). Teachers play a dynamic role in education and 
the student's performance in schools will never be improved 
without teachers' commitment and effectiveness to work at 
school. Teachers' job satisfaction is essential for succeeding 
in qualitative education through effective involvement and 
true commitment to teaching. According to Kefalidou et al. 
2015), the two main factors affecting educational improve-
ment are teachers’ job satisfaction and professional empow-
erment. In Sri Lanka, the government has been paying much 
attention to improving education standards at all levels. 
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However, educational performance associated with some 
exams in Sri Lanka is not satisfactory. Considering the per-
formance of the G.C.E. Advanced Level examination, the 
most critical exam in the education system in Sri Lanka, the 
following table indicates evidence of malicious fluctuation in 
educational performance.  

Table 1: Percentages with A3 and fail in all for G.C.E. Advance 
Level Examination 

Source: Department of examination, 2020 

Table 1 shows the percentage of students having A 3 and 
failing in all for the G.C.E. Advanced Level examination from 
2015 to 2020. It seems that the percentage of failing in all is 
much higher than the percentage of A for all. In addition, 
considering the performance of all candidates in the prov-
ince in 2020, the Central province recorded 9.22% (Depart-
ment of Examination, 2020) of students failing in all subjects. 
Enhancing educational performance is strongly related to 
teachers’ job satisfaction. It is believed that for qualitative 

Year 2015 2016 2017 2018 2019 2020 

A for 
All 

2.83 3.05 3.62 2.25 3.12 2.90 

Fail in 
All 

8.64 8.36 8.21 8.34 8.91 8.64 
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development in education, teachers’ job satisfaction is an 
essential phenomenon (Yusuf et al., 2015). Identifying the 
factors affecting teacher job satisfaction is timely and na-
tionally vital to guide the educational system to achieve its 
objectives. It is important in the effort to enhance the qual-
itative educational level. However, studies on determinants 
of teachers’ job satisfaction are limited. The objective of this 
study is to identify the determinants of job satisfaction 
among teachers in government schools in Sri Lanka. 

LITERATURE REVIEW 

Job satisfaction is a combination of psychological, physiolog-
ical, and environmental circumstances (Sen, 2008). Judge et 
al. (2012) pointed out three components of individuals’ psy-
chological responses toward their job such as cognitive 
(evaluative), affective (or emotional) and job satisfaction is 
a set of those psychological responses. Castillo & Cano 
(2004) examined that the work itself was the most im-
portant factor that influenced job satisfaction, with working 
conditions being the least important. Teacher job satisfac-
tion is defined as a teacher’s feelings and perceptions of 
happiness and contentment with teaching (Agyekum et al., 
2013).  
Job satisfaction and motivation are interrelated even though 
they are different two concepts. The relationship between 
the two concepts of motivation and job satisfaction suggests 
that theories of motivation are also considered theories of 
job satisfaction (Ngimbudzi, 2009). Job satisfaction is ap-
peared to be positively correlated with motivation i.e. an in-
crease in motivation causes to increase in job satisfaction 
while a decrease in motivation causes to decrease in job sat-
isfaction (Singh & Tiwari, 2011).  

Usually, two approaches are available in studying theories of 
motivation such as content theories and process theories. 
Content theories are also called need theories. Content the-
ories or need theories include Maslow’s hierarchy of needs, 
Macgregor’s theory X and theory Y, Herzberg’s two-factor 
theory, McClelland’s achievement motivation theory, and 
Alderfer’s existence theory. Several theories including 
Locke’s value theory, Expectancy theory, Equity theory, Goal 
theory, and Attribution theory belong to process theories 
(Miner, 2005). However, it is believed that the Motiva-
tion/Hygiene theory is one of the most reliable content the-
ories for investigating job satisfaction (Worlu & Chidoze, 
2012). Motivation-hygiene theory is familiar with the two 
terms of Herzberg’s two-factor theory and Herzberg’s dual-
factor theory. Motivation/hygiene theory discusses two as-
pects of job preference; satisfaction and dissatisfaction. Un-
der motivation/hygiene theory, Herzberg has established 
two groups of factors that cause job satisfaction or dissatis-
faction; intrinsic factors called motivational and extrinsic 
factors called hygiene (Miner, 2005). The key concept be-
hind Motivation/hygiene theory is the difference between 
these motivation and hygiene factors, or intrinsic and extrin-
sic factors. According to Herzberg, motivational factors are 
associated with job satisfaction and work in increasing or im-
proving job satisfaction (Miner, 2005). Achievement, ad-
vancement, recognition, responsibility, the work itself, and 
the possibility for growth are the motivation factors (Her-
zberg, 1966). Hygiene factors are associated with job dissat-
isfaction and work for reducing job dissatisfaction (Miner, 
2005). Company policies and administration, relationships 
with supervisors, interpersonal relations, working condi-
tions, and salary are considered Hygiene factors (Herzberg, 

1966). The existence of motivational factors causes job sat-
isfaction and the absence of those factors causes no job sat-
isfaction. Poor hygiene factors lead to job dissatisfaction, 
while better hygiene factors reduce dissatisfaction. How-
ever, it cannot cause job satisfaction (Herzberg et al., 1959). 
According to Herzberg (1966), the opposite of job dissatis-
faction is no job dissatisfaction while the opposite of job sat-
isfaction is no job satisfaction.  

Previous studies have identified some determinants that af-
fect teachers’ job satisfaction. Among them, the administra-
tion is established as an important factor.  According to 
Talabi (2016), teachers possess satisfaction from the admin-
istration. According to the study conducted by Mahmood et 
al. (2011), the administration was related to teachers’ job 
satisfaction. According to Hui et al., (2013), a significant pos-
itive relationship exists between leadership and decision-
making styles of principals and teachers’ job satisfaction. 
Vroom suggests that administration affects job satisfaction 
(Aziri, 2011). And also, the same study found that supervi-
sion was related to teachers’ job satisfaction. Further, Pabla 
(2012) revealed that the level of decision-making authority 
is a significant factor in job satisfaction among teachers. The 
variables of autonomy and participation in the decision had 
the greatest effect on job satisfaction (Dogan, 2009). Con-
sidering responsibility, according to Herzberg (1966), re-
sponsibility is an associated factor for job satisfaction. Ac-
cording to Talabi (2016), teachers possess their satisfaction 
from responsibilities. According to Kefalidou et al. (2015), 
not being permanent in a position in a school and being 
obliged to change school environment every year, or hap-
pen to work in more than one school each year, cause to 
teachers be less empowered and satisfied. Vroom suggests 
that job nature and working conditions affect job satisfac-
tion (Aziri, 2011). According to the study conducted by 
Mahmood et al. (2011), working conditions were related to 
teachers’ job satisfaction. The level of role clearness and job 
involvement had the greatest effect on job satisfaction 
(Dogan, 2009). Pabla (2012) revealed that the level of gen-
eral working conditions is a significant factor in job satisfac-
tion among teachers. As found by Rahman (2008), the type 
of college has influenced on overall job satisfaction of teach-
ers. Further, he has revealed that private college teachers 
are interested to have modern classroom equipment and 
technological facilities. According to Pabla (2012), disparities 
between rural and urban schools are the main reasons for 
the differences in job satisfaction between teachers who 
work in rural and urban areas. According to Herzberg (1966), 
job satisfaction is related to advancement. Pabla (2012) re-
vealed that opportunities for professional advancement are 
a significant factor in job satisfaction among teachers. Ac-
cording to the study conducted by Mahmood et al. (2011), 
advancement was related to teachers’ job satisfaction. Fur-
ther, according to Talabi (2016), teachers possess satisfac-
tion from advancement opportunities. Vroom suggests that 
promotion affects job satisfaction (Aziri, 2011). According to 
Kaliski (2007), job satisfaction is the key ingredient that leads 
to promotion. Pabla (2012) revealed that the level of inter-
actions with colleagues and interaction with students is a 
significant factor in job satisfaction among teachers. Vroom 
suggests that superiors and colleagues affect job satisfaction 
(Aziri, 2011). As found by previous studies, the salary was a 
key factor for teachers’ job satisfaction. Pabla (2012) re-
vealed that salary is a significant factor in job satisfaction 
among teachers. According to the study conducted by 
Mahmood et al. (2011), the salary was related to teachers’ 
job satisfaction. Rahman (2008) showed that teachers have 
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considered much on their payment. According to Kaliski 
(2007), job satisfaction is the key ingredient that leads to in-
come. Vroom suggests that salary remuneration affects job 
satisfaction (Aziri, 2011). According to Talabi (2016), teach-
ers possess satisfaction from fringe benefits. Pabla (2012) 
revealed that benefit is a significant factor for job satisfac-
tion among teachers. The variables of health facilities, train-
ing, and educational facilities had the greatest effect on job 
satisfaction (Dogan, 2009). Teachers’ job satisfaction is 
highly affected by teachers’ occupational perception (Bo-
gler, 2001). Through these occupational perceptions, the im-
pact of principals’ transformational leadership on teachers’ 
job satisfaction is observed. According to the study con-
ducted by Mahmood et al. (2011), human relation was re-
lated to teachers’ job satisfaction. Pabla (2012) revealed 
that the level of personal and professional challenges are 
significant factors for job satisfaction among teachers. Ac-
cording to Herzberg (1966), job satisfaction is related to 
recognition.  Kaliski (2007) has found that job satisfaction is 
the key ingredient that leads to recognition. According to 
Talabi (2016), teachers possess satisfaction from recogni-
tion. Pabla (2012) revealed that prestige is a significant fac-
tor in job satisfaction among teachers. According to Kaliski 
(2007), job satisfaction is the key ingredient that leads to the 
achievement of other goals. According to Herzberg (1966), 
job satisfaction is related to achievement. Pabla (2012) dis-
covered that job satisfaction among rural school teachers is 
less than among urban school teachers. According to the 
study conducted by Mahmood et al. (2011), a significant dif-
ference in job satisfaction was not found between urban and 
rural teachers. It is generally accepted that demographic fac-
tors may play a role in the level of job satisfaction (Bogler, 
2001). Many previous studies have found that teachers’ 
characteristics; gender, age, marital status, and educational 
qualifications are related to job satisfaction. According to 
Rahman (2008), gender has been decided as a significant de-
terminant that influences on job satisfaction of teachers. 
Sharma & Jyoti (2006) have concluded that job satisfaction 
among female teachers is more than that among male 
teachers. Rahman (2008) too concluded that female teach-
ers were more satisfied than their male counterparts. Ac-
cording to the study conducted by Mahmood et al. (2011), 

female teachers are found to be more satisfied than male 
teachers. According to Rahman (2008), age has been de-
cided as a factor that did not affect on job satisfaction of 
teachers. According to the study conducted by Crossman & 
Abou-Zaki (2003) with Lebanese bank, employees have de-
cided that lower educational qualifications were related to 
least job satisfaction. According to Talabi (2016), teachers 
possess satisfied with educational policies. According to Su-
manasena et al. (2020), the nature of work, recognition, re-
sponsibility, advancement, and personal growth have a rela-
tionship with job satisfaction among teachers as the intrinsic 
factors while school policy and administration, supervision, 
interpersonal relationships, and job security were significant 
as extrinsic factors. 

Literature shows various categories of determinants for 
teachers’ job satisfaction. De Nobile and McCormick (2006) 
have identified three groups of determinants that cause 
teacher satisfaction. It includes School factors, Community 
factors, and Characteristics of Teachers. Teachers’ satisfac-
tion in Ghana too was determined by three sets of factors; 
school factors, community factors, and the characteristics of 
the teacher (Agyekum et al., 2013).  These determinants are 
obvious in developing countries (Agyekum et al, 2013). This 
study attempts to study the determinants of teachers’ job 
satisfaction focusing on the three categories identified by De 
Nobile and McCormick (2006). Following, De Nobile and 
McCormick (2006), the three main categories of determi-
nants of Teachers’ job satisfaction (TJS) tested in this study 
are School factors (SF), Community factors (CF), and Charac-
teristics of teachers (CT). School factors are derived based 
on several dimensions related to school while the Commu-
nity factors are derived based on several dimensions related 
to the community. Characteristics of the teacher include de-
mographic characteristics such as age gender etc. In this 
study, 17 dimensions/variables (questions or statements) 
related to teachers’ job satisfaction (TJS) in government 
schools in Sri Lanka were considered reflecting those three 
categories. This study used overall teacher job satisfaction 
as the dependent variable. Figure 1 shows the conceptual 
framework for this study. 
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Figure 1: Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Developed by the researcher, 2021 

Based on the literature review and as shown by the concep-
tual framework, this study constructed a hypothesis as given 
below. 

H1: There is an impact of CF on TJS of school teachers in Sri 
Lanka 

H2: There is an impact of SF on TJS of school teachers in Sri 
Lanka 

H3: There is an impact of CT on TJS of school teachers in Sri 
Lanka 

MATERIALS AND METHOD  

This study employed a quantitative research approach to 
achieve the objectives. Primary data collected through a 
structured questionnaire was used in this study. The popu-
lation size is the total number of teachers in the Nuwara 
Eliya educational zone, which is 9933 (Ministry of Education, 
2017). The sample size was 370 and it was decided based on 
the Morgan table developed by Krejcie & Morgan, (1970). 
Multi-stage stratified sampling was applied to select a sam-
ple of teachers from government schools in Sri Lanka. Nu-
wara Eliya district was selected randomly from 25 districts in 
the first stage.  Nuwara Eliya district has been divided into 
five educational zones: Haguranketha, Hatton, Kothmale, 
Walapane, and Nuwara-Eliya Nuwara Eliya educational zone 
was selected randomly for the study at the second stage. In 
Sri Lanka's educational system, the government schools are 
divided into four categories as Type1AB, Type1C, Type 2, and 
Type 3, and representing all these types sample sizes were 
distributed for each category based on proportional alloca-
tion. The questionnaire was distributed to 370 respondents. 

However, only 95% (352) of them have responded while 5% 
(18) have not responded. The lottery method was adopted 
in selecting a district and an educational zone while a ran-
dom number table was adopted in selecting the final ele-
ment, teachers for the study to ensure randomness.  

The construction of the questionnaire was based on the lit-
erature review and it focused on the three categories of de-
terminants identified by De Nobile and McCormick (2006). 
The questionnaire included mainly two parts. The First part 
focused on the determinants associated with teachers’ job 
satisfaction with the aspect of Community Factors (CF), 
School Factors, and Characteristics of Teachers (TC) identi-
fied by De Nobile and McCormick (2006). 17 dimen-
sions/variables (questions or statements) related to teach-
ers’ job satisfaction (TJS) in government schools in Sri Lanka 
were included reflecting those three categories. Many of 
them were measured on a 5-point Likert scale for Strongly 
Disagree (SD), Disagree (D), Neutral (N), Agree (A), and 
Strongly Agree (SA). For example “I work in an area with 
greater economically resourced communities (Opportuni-
ties are available to engage in production, profit and income 
generating activities)” and “My monthly pay is enough for 
providing necessary things in my life” are the statements for 
the variables, Economic Resources, and Monthly Salary re-
spectively. Respondents are instructed to mark each state-
ment using a 5-point Likert scale. The responses were re-
ceived by adopting numerical values ranging from one for 
Strongly Disagree to five for Strongly Agree. A few were 
measured on a binary or multi-category nominal scale. In ad-
dition, overall job satisfaction was measured by including 
one question, “By overall consideration, I would satisfy to be 

School Factors (SF) 

Community 

Factors (CF) 

Characteristics of 
Teacher (CT) 

Explanatory Variables 

• School Administration 

• Responsibility 

• Nature of Position 

• Level of School 

• Professional Advancement 

• Interpersonal Relationships 

• Monthly Salary 

 

• Economic Resources 

• Social Infrastructure 

• Culture and Nature 

• Personal Relationship and 

• Security 

• Appreciation and Recognition 

• Remoteness 

• Gender 

• Age 

• Marital Status 

• Educational qualifications 

Response 
Variable 

Teachers’ Job  
Satisfaction (TJS) 
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in teaching”.  For this statement, a binary nominal scale was 
used for the response, 1 for “yes” and 0 for “no”. A descrip-
tion of the variables is given in table 2.

Table 2: Description of variables used in the analysis 

 

Source: Developed by the researcher, 2021 

This study mainly employed two techniques, Principle Com-
ponents Factor Analysis and the Multiple Binary Logistic Re-
gression model to analyze data. In addition, descriptive sta-
tistical analyzing techniques were used to identify the spe-
cial characteristics of the sample. Factor analysis was used 
to reduce a large number of variables, 13 dimensions (varia-
bles) related to job satisfaction which were measured in Lik-
ert’s scale into fewer numbers of factors. In Factor Analysis, 
initial factors are decided by principle components analysis. 
Factor loadings derived using varimax rotation with Kaiser 
normalization were used to put labels on factors.  Factor 
analysis extracted the maximum common variance from all 
variables and put them into a common score. As an index of 
all variables, this score was used for further analysis. The fac-
tor model used in the analysis is given below. 

 
Derived factors and some other variables were used as ex-
planatory variables in the Multiple Binary Logistic Model to 
identify the determinants of teachers’ overall job satisfac-
tion. The binary dependent variable is Being satisfied and 
Not being satisfied. Independents variables are factors de-
rived from principle components factor analysis, gender, 
age, marital status, and Educational qualifications.  

 

Table 3: Types of Explanatory Variables for Multiple Binary Logistic regression analysis 

Explanatory Variable Continuous  Categorical  

Factor 1   √   

Factor 2   √   

Age   √   

Gender     √ 

Marital status   √ 

Educational Qualification    √ 

Source: Developed by the researcher, 2021 

Table 3 indicates that the variables used for Multiple Binary 
Logistic regression analysis belonged to continuous, binary 
categorical, and multi-categorical. To check whether the as-
sumptions for logistic regression are violated, types of ex-
planatory variables are essential. The test used for checking 
multicollinearity depends on the types of explanatory varia-
bles. 

The Multiple Binary Logistic Regression model is used in the 
analysis as follows 

 

Wald test Statistics as given below were applied to check the 
significance of each explanatory variable.  

 

Variables 

 
Abbrevi-
ation 

Measurement 
Scale 

Variables 

 
Abbre-
viation 

Measurement Scale 

Economic Resources 
 
ER 

Ordinal 
Likert’s scale 1-5 Level of School 

LS Ordinal 
Likert’s scale 1-5 

Social Infrastructures  
 
SI 

Ordinal 
Likert’s scale 1-5 

Professional Ad-
vancement 

PA Ordinal 
Likert’s scale 1-5 

Culture and Nature  
 
CN 

Ordinal 
Likert’s scale 1-5 

Interpersonal Rela-
tionships 

IR Ordinal 
Likert’s scale 1-5 

Personal Relationship 
and Security 

 
PR 

Ordinal 
Likert’s scale 1-5 Monthly Salary  

MA Ordinal 
Likert’s scale 1-5 

Appreciation and 
Recognition 

 
AR 

Ordinal 
Likert’s scale 1-5 Gender 

GE Nominal- binary 

Remoteness 
 
RM 

Ordinal 
Likert’s scale 1-5 Age 

AG Continuous 

School Administration 
 
SA 

Ordinal 
Likert’s scale 1-5 

Marital Status 
 

MS Nominal- binary 

Responsibility 
 
RE 

Ordinal 
Likert’s scale 1-5 

Educational Qualifi-
cations 

EQ Nominal 
Multi Category 

Nature of Position 
 
NP 

Ordinal 
Likert’s scale 1-5 

Overall Job Satisfac-
tion 

OJS 
Nominal- binary 
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The overall goodness of fit of the logistic model was 
assessed by his test statistics as given below. 

 

In addition to the main analysis, several tests, Pearson’s co-
efficient of correlation, T-test, ANOVA, Chi-square test, Q-Q 

plot, KMO test, and Bartlett test of sphericity were utilized 
to fulfill some requirements for the main analysis.  

RESULTS AND DISCUSSION 

Key Characteristics of Respondents 

Key teacher characteristics considered in this study are age, 
gender, educational qualification, and marital status of 
teachers working in government schools in the Nuwara Eliya 
district. 

 
Table 4: Teachers’ Job satisfaction by Gender, Educational qualification, and Marital Status 

Source: Researcher’s finding using sample survey day analysis, 2021. 

The sample consisted of 352 teachers from the population 
of government teachers who work in the Nuwa Eliya district. 
Table 4 shows the distribution of the sample based on gen-
der, education qualification, marital status ad overall job sat-
isfaction. Considering overall job satisfaction, 56% of teach-
ers have satisfied with their job while 44% have not satisfied. 
Considering the gender distribution of the sample, the fe-
male percentage was 65% and the male percentage was 
35%. Job satisfaction among males is (27%) lesser than the 

female (53%). The majority of the teachers (46%) are quali-
fied with a diploma and the job satisfaction of graduate 
teachers (36%) is lesser than the job satisfaction among dip-
lomatic (46%) and trained teachers (61%). Most of the 
teachers in the sample (62%) were married while the unmar-
ried percentage was 32% and widowed and divorced/sepa-
rated percentages were 6% and 3% respectively. Job satis-
faction among married teachers (38%) is lesser than among 
unmarried teachers (50%). 

 

Figure 2: Teachers’ Job satisfaction by age category 

 

66

54

37
43

51

77

56

34

46

63
57

49

23

44

0

10

20

30

40

50

60

70

80

90

25 or Less 26-30 31-35 36-40 41-45 46-50 51 or More

%

Age
Satisfied Not satisfied

Characteristics Categories Satisfaction All (%) 

Yes (%) No (%) 

Gender Female 53 47 65 

Male 27 73 35 

Total 196 156 352 
 

Educational Qualifications Bachelor 36 64 38 

Diploma 46 54 46 

Training 61 39 16 

Total 196 156 352 
 

Marital Status Married 38 62 62 

Not married 50 50 29 

widowed 65 35 6 

Divorced/separated 67 33 3 

Total 196 156 352 

Overall Job Satisfaction 56 44  
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Source: Researcher’s finding using sample survey day analysis, 2021 

Figure 2 shows the percentages of satisfied and not satisfied 
teachers with their job by age group.  For the age group 31-
35 and 36-40, the percentage of satisfaction (37%,43%) is 
lower than the percentage of dissatisfaction while for the 
age groups 25 or less, 26-30, 46-50, and 51 or more, percent-
age with satisfaction (66%,54%,77%,56%) is higher than the 
percentage with dissatisfaction. The highest percentage 
(63%) of dissatisfaction was recorded for the age group 31-
35 while the highest percentage (77%) of satisfaction was 
recorded for the age group 46-50.  

Variables Reduction 

Factor analysis was used for the reduction of 13 variables 
into fewer factors. The key requirement for principle com-
ponents factor analysis is a correlation among variables. The 
correlation among these 13 variables is given in table 5 and 
it shows most of the variables are highly correlated. The cor-
relation matrix and the Kaiser-Meyer-Olkin (KMO) test were 
applied to assess the suitability of principal components fac-
tor analysis for the collected data.

Table 5: Correlation Matrix  

  ER SI CN PI AR RM SA RE NP LS PA IR 

SI Correlation Coe. 
.889                      

Sig.  .000                      

CN Correlation Coe. .289 -.148                    

Sig.  .003 .141                    

PI Correlation Coe. .918 .645 .574                  

Sig.  .000 .000 .000                 

AR Correlation Coe. .921 .740 .289 .918                

Sig.  .000 .000 .003 .000                

RM Correlation Coe. .973 .913 .216 .825 .865              

Sig.  .000 .000 .031 .000 .000              

SA Correlation Coe. -.459 0.000 -.918 -.750 -.574 -.354            

Sig.  .000 1.000 .000 .000 .000 .000            

RE Correlation Coe. .395 .740 -.763 .057 .342 .460 .574          

Sig.  .000 .000 .000 .571 .000 .000 .000          

NP Correlation Coe. .892 .761 .406 .884 .730 .806 -.471 .189        

Sig.  .000 .000 .000 .000 .000 .000 .000 .059        

LS Correlation Coe. -.081 .152 -.135 -.295 -.460 .028 .471 .081 .111      

Sig.  .422 .131 .180 .003 .000 .784 .000 .422 .271      

PA Correlation Coe. -.158 .296 -.921 -.459 -.289 -.108 .918 .763 -.135 .406    

Sig.  .117 .003 .000 .000 .003 .284 .000 .000 .180 .000    

IR Correlation Coe. .205 .577 -.872 -.112 .205 .264 .671 .975 0.000 0.000 .821  

Sig.  .041 .000 .000 .268 .041 .008 .000 .000 1.000 1.000 .000  

MA Correlation Coe. -.158 .296 -.921 -.459 -.289 -.108 .918 .763 -.135 .406 0.912 .695 

Sig.  .117 .003 .000 .000 .003 .284 .000 .000 .180 .000 .000  .000 

Source: Researcher’s finding using sample survey day analysis, 2021

Bartlett test of sphericity was applied to assess the overall 
correlation matrix and it was significant at the .001 level (ap-
proximate χ2 = 381.05). It found that the value of the KMO 

test is 0.81and it is greater than .50 and significant. Both val-
ues indicate that the data was appropriate for principal com-
ponents factor analysis. Table 6 shows a critical portion of 
the results of the principle components factor analysis.

Table 6: Eigenvalues of Principal Component Factor Analysis  

Factor Total % of Variance Cumulative % 

1 6.53 50.227 50.227 

2 4.874 37.492 87.719 

3 1.351 10.393 98.112 

4 0.245 1.888 100 

5 1.01E-13 1.11E-13 100 

6 1.00E-13 1.03E-13 100 

7 1.00E-13 1.01E-13 100 
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8 -1.00E-13 -1.02E-13 100 

9 -1.00E-13 -1.02E-13 100 

10 -1.01E-13 -1.06E-13 100 

11 -1.01E-13 -1.07E-13 100 

12 -1.01E-13 -1.11E-13 100 

13 -1.03E-13 -1.20E-13 100 

Source: Researcher’s finding using sample survey day analysis, 2021 

As shown in Table 6, the Eigenvalue of the first factor is 6.53 
and it has explained 50.2% of the variance for the original 13 
variables while the eigenvalue for the second factor is 4.87 
and it explained 37.5% of the variance. It shows that 87.7% 

of the variance for original variables is accounted for by the 
first two factors together. It reveals that the first two factors 
extracted from 13 dimensions by the principal components 
method are sufficient and significant to reflect 13 variables. 

 

Table 7:  Factor Loadings of extracted two factors 

Components (Variables) Factor 1 Loadings Factor 2 Loadings 

Economic Resources -0.093 0.994 

Social Infrastructures  0.455 0.887 

Culture and Nature  -0.906 0.356 

Personal Relationship and Security -0.501 0.852 

Appreciation and Recognition -0.18 0.931 

Remoteness 0.001 0.978 

School Administration 0.877 -0.459 

Responsibility 0.907 0.362 

Nature of Position 0.852 -0.045 

Level of School 0.348 -0.009 

Professional Advancement 0.98 -0.15 

Interpersonal Relationships 0.916 0.209 

Monthly Salary 0.98 -0.15 

Source: Researcher’s finding using sample survey day analysis, 2021 

Table 7 provides the factor loadings derived by varimax ro-
tation with Kaiser normalization. Factor loadings were used 
to decide on components for each factor and to put labels 

on factors by investigating the components. Of 13 variables, 
7 are more related to factor 1 than factor 2. Of 13 variables, 
6 are more related to factor 2 than factor 1.

 

Table 8: Factor Scores, Factor label, and reliability 

 

 

Factor La-
bel 

Variables 
 

Eigenvalues Variance % 
Cumulative Vari-
ance % 

Reliability (Alpha) 

Factor 1 
School 
Factors 
(SF) 

School Admin-
istration     

Responsibility     

Nature of Posi-
tion     

Level of School 6.53 50.2 50.2 0.79 
Professional 
Advancement     

Interpersonal 
Relationships     

Monthly Salary     

Factor 1 
Factor scores 

.009 .103 -.151 -.066 -.008 .025 .143 .169 .014 .061 .169 .167 .169 

 ER SI CN PR AR RM SA RE NP LS PA IR MS 
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Source: Researcher’s finding using sample survey day analysis, 2021. 

Factor 1 measures the extent of School Administration, Re-
sponsibility, Nature of Position, Level of school, Professional 
advancement, Interpersonal relationships, and Monthly Sal-
ary. Therefore factor 1 can be labeled as “School Factors as 
given in table 8. Factor 2 measures the extent of Economic 
Resources, Social Infrastructures, Culture and Nature, Per-
sonal relationships and Security, Appreciation and Recogni-
tion, and Remoteness. Therefore, factor 2 can be labeled as 
“Community Factors as given in table 8.  

The reliability of each factor was assessed by reliability alpha 
(Cronbach’s alpha).  As shown in table 8, the reliability alpha 
for both factors is greater than 0.60 ensuring that the factors 
are reliable. Further, the explanation of 87.7% of the total 
variability of the original 13 variables by the first two varia-
bles indicates the sufficiency and significance of School fac-
tors and community factors to reflect all 13 variables. 

Determinants for Teachers’ Job Satisfaction 

Multiple binary logistic regression techniques were applied 
to identify the determinants of teachers’ job satisfaction. 
Overall job satisfaction of teachers among government 
schools measured in nominal binary scale was used as re-
sponse variables. The two factors extracted by principal 
components analysis which are reflecting job attribute vari-
ables and Age, Gender, Marital status, and Educational qual-
ification that related to teachers’ characteristics were used 
as explanatory variables. A prerequisite for running a multi-
ple binary logistic regression model is independence among 
explanatory variables (Assumption of Multicollinearity). To 
use parametric techniques (ex. ANOVA, T-test) for finding 
relationships among continuous variables variable, the nor-
mality assumption was checked for community factors, 
School factors, and age. 

 

Figure 3:   Q-Q Plot for normality 

 

 

 

 

Source: Researcher’s finding using sample survey day analysis, 2021.  

Factor La-
bel 

Variables Eigenvalues Variance % 
Cumulative Vari-
ance % 

Reliability (Alpha) 

Factor 2 
Commu-
nity Fac-
tors (CF) 

Economic Re-
sources 

4.87 37.5 87.7 0.69 

Social Infra-
structures  

Culture and 
Nature  

Personal Rela-
tionship and 
Security 

Appreciation 
and Recogni-
tion 

Remoteness 

Factor 2 
Factor scores 

.179 .173 .041 .142 .165 .178 -.061 .089 .154 .007 -.002 .062 -.002 

ER SI CN PR AR RM SA RE NP LS PA IR MS 
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The above plots revealed that the normality assumption is satisfied for the variables, Age, Community factor, and School 
factor. Therefore, Pearson’s correlation, T-test, and ANOVA were applied to check multicollinearity among those variables.  

 
Table 9: Checking multicollinearity among Explanatory Variables 

Source: Researcher’s finding using sample survey day analysis, 2021.  

Table 9 provides the results of a different kind of test for multicollinearity among all variables used for logistic regression 
analysis based on the variable type. It clearly shows that the relationship between Age and Factor 1 and age and factor 2 are 
significant at 0.01 level. Relationships among other variables are not significant. Therefore, the variable age was removed 
from the model due to the violation of the assumption of multicollinearity.  

 

Table 10: Results of Multiple Binary Logistic Regression Model 

Source: Researcher’s finding using sample survey day analysis, 2021. 

Table 10 depicts the results of the multiple binary logistic re-
gression model. Hosmer and Lemeshow's goodness of fit 
test value is 5.941 with a p-value of .547, which indicated 
that the model adequately fits the data in this study. Wald 
statistic provides a test of the statistical significance of each 
variable in the model. The Community factors and School 
factors are statistically significant in the model to explain 
teachers’ job satisfaction at 0.05 level and 0.01 levels re-
spectively.  This result was supported by the findings of pre-
vious several studies conducted by different researchers. Ac-
cording to Agyekum et al. (2013), teachers’ satisfaction in 
Ghana was determined by school factors, community fac-
tors, and the characteristics of the teacher. De Nobile and 
McCormick (2006) have too identified three types of deter-
minants of teacher satisfaction including community factors, 
school factors, and characteristics of Teachers. Gender is 

statistically significant in the model at 0.01 level in this 
study. This result agrees with the previous work by De No-
bile and McCormick (2006) that has identified characteristics 
of teachers including demographic characteristics, and gen-
der as a determinant of teachers’ job satisfaction. Further, 
this result is emphasized in the study conducted by Sharma 
& Jyoti (2006) and they have concluded that job satisfaction 
among female teachers is more than that among male 
teachers. Educational Qualification is statistically significant 
in the model to explain teachers’ job satisfaction at 0.05 
level in this study. Supporting this result, a pre-study con-
ducted by Crossman & Abou-Zaki (2003) using Lebanese 
bank employees showed that lower educational qualifica-
tions were related to least job satisfaction.  

The odds ratio for the community factor is greater than 1 
and it is positively related to Teachers' job satisfaction. 

Determinants Factor 1 Factor 2 Age 
Educational Qual-
ification 

Gender 

Factor 2 
Pearson Correla-
tion 
(p value=1.000) 

  
 

 

Age 
Pearson Correla-
tion 
(p value=0.007) 

Pearson Correla-
tion 
(p value=0.008) 

 
 

 

Educational 
Qualification 

ANOVA 
(p value=0.061) 

ANOVA 
(p value=0.211) 

ANOVA 
(p value=0.131) 

 
 

Gender 
T-test 
(p value=0.118) 

T-test 
(p value=0.281) 
 

T-test 
(p value=0.322) 

Chi-Square 
(p value=0.071)  

Marital status 
ANOVA 
(p value=0.127) 

ANOVA 
(p value=0.059) 

ANOVA 
(p value=0.345) 

Chi-Square 
(p value=0.322) 

Chi-Square 
(p value=0.218) 

Explanatory Variables B S.E. Wald Sig. Exp(B) 

Community Factors  .482 .250 3.728 .050 1.619 

School Factors  .777 .253 9.477 .002 2.176 

Gender (Female)  1.404 .515 7.439 .006 4.070 

Marital Status    3.779 .286  

Married -22.05 23024.1 .000 .999 .000 

Unmarried  -20.95 23024.0 .000 .999 .000 

Divorced -20.18 23024.1 .000 .999 .000 

Educational Quali-
fication 

   7.021 .030  

Bachelor’s Degree 
or above 

-2.572 .991 6.735 1.000 .076 

Diploma 1.370 .915 2.240 .134 3.936 

Constant -1.309 .429 9.306 .451 .270 

-2 Log likelihood 105.244 

Hosmer and Lemeshow Test                                                5.941 (p value=0.547) 
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When the community factor increases by one unit, the odds 
of being satisfied increase by 1.6 times.  The model predicts 
the probability of being satisfied is 0.05 at the minimum 
level of community factors while at the maximum level it is 
0.58 and it indicates a 0.53 difference in the probability of 
job satisfaction between the maximum and minimum level 
of community factors. Of teachers with a maximum level of 
the community factor, 58% are satisfied with teaching while 
only 5% of the teachers with a minimum level are satisfied. 
Similarly, the Odds ratio for the school factor is greater than 
1 and the School factor too is positively related to job satis-
faction. When the School factor increases by one unit, the 
odds of being satisfied increase by approximately 2 times. 
The model predicts the probability of being satisfied at the 
minimum level of the school factor is 0.06 while at the max-
imum level it is 0.54 and it indicates a 0.48 difference in the 
probability of job satisfaction between the maximum and 
minimum level of the School factor. Of teachers with maxi-
mum level of the School factor, 54% are satisfied with teach-
ing while only 6% of the teachers with minimum level are 
satisfied. 

Considering the gender, the Odds ratio of satisfaction for 
males and females is 4 indicating the odds of being satisfied 
are 4 times more for females than they are for males. The 
model predicts the probability of being satisfied for the fe-
male is 0.52. Further, it shows that 52% of female are satis-
fied while 48% is not satisfied. The probability of being sat-
isfied for males is 0.21. Further, it shows that only 21% of 
the male are satisfied while 79% are not satisfied. The prob-
ability of being satisfied for the female is more than twice as 
it is for the male. 

The odds ratio of job satisfaction between the teachers qual-
ified with a degree and trained teachers is 0.76. The model 
predicts the probability of being satisfied for degree holders 
is 0.02. Further, it shows that a fewer amount, 02% of teach-
ers with a degree are satisfied while 98% are not satisfied. 
The probability of being satisfied for degree holders is less 
than for trained teachers. The odds ratio of job satisfaction 
between the teachers qualified with a diploma and trained 
teachers is 3.936. The probability of being satisfied for the 
diplomatic teacher is 0.52. Further, it shows that only 52% 
of diploma holders are satisfied while 48% are not satisfied. 
The probability of being satisfied for diploma holders is ap-
proximately twice as it is for trained teachers. Among the 
three categories of qualifications, the highest satisfaction is 
seen with the teachers with a diploma. However, the least 
job satisfaction is revealed among graduate teachers. 

CONCLUSION 

This study investigated the determinants of teachers’ job 
satisfaction focusing on the three categories identified by De 
Nobile and McCormick (2006). Descriptive statistics for key 
characteristics of the teachers have provided important 
facts about the nature of the sample distribution. A distinct 
overview of the sample for gender, age, marital status, and 
education qualification was achieved through this. The ma-
jority of the teachers (65%) in the sample were female. Con-
sidering the age, the highest percentage (24%) was recorded 
from the 26-30 age group. Most of the teachers in the sam-
ple are married (62%) and considering their educational 
qualification, 46% are diploma holders. 

This study uses 13 dimensions of teachers’ job satisfaction 
which are measured on a likeret scale. The results of the 
principal components factor analysis extracted two uncorre-

lated factors reflecting 13 dimensions based on their eigen-
values.  According to the factor loading, Factor 1 measures 
the extent of School Administration, Responsibility, Nature 
of Position, Level of school, Professional advancement, In-
terpersonal relationships, and Monthly Salary. Therefore 
factor 1 was labeled as “School Factors”. Factor 2 measures 
the extent of Economic Resources, Social Infrastructures, 
Culture and Nature, Personal relationships and Security, Ap-
preciation and Recognition, and Remoteness. Therefore, 
factor 2 was labeled as “Community Factors”. Multiple bi-
nary logistic regression techniques were applied to identify 
the determinants of teachers’ overall job satisfaction. The 
two factors, community factors, and school factors, ex-
tracted by principal components factor analysis which are 
reflecting 13 dimensions of job satisfaction and teachers’ 
characteristics such as Age, Gender, Marital status, and Ed-
ucational qualification were used as explanatory variables 
while the overall job satisfaction was used as the response 
variable.  

Due to the assumption of multicollinearity (p-value: 0.07, 
0.008), the explanatory variable, age was removed from the 
model. Wald statistic derived from multiple logistic regres-
sion model showed that community factors (p-value: 0.050), 
school factors (p-value: 0.002), and teachers’ characteristics 
such as gender and education qualification (p-value: 0.006, 
0.030) were significant in the model to explain teachers’ job 
satisfaction. However, marital status was not significant (p-
value: 0.286) and it had no direct effect on the Teachers' job 
satisfaction. The logistic model predicts that the odds ratio 
for the community factor is greater than 1 and it is positively 
related to Teachers' job satisfaction. Of teachers with a max-
imum level of the community factor, 58% are satisfied with 
teaching while only 5% of the teachers with a minimum level 
are satisfied. Similarly, the odds ratio for the school factor is 
greater than 1 and the School factor too is positively related 
to job satisfaction. The model predicts that of teachers with 
a maximum level of the School factor, 54% are satisfied with 
teaching while only 6% of the teachers with a minimum level 
are satisfied. Considering the gender, the Odds ratio of sat-
isfaction for males and females is 4 indicating the odds of 
being satisfied are 4 times more for females than they are 
for males. The model predicts that 52% of female are satis-
fied while 48% is not satisfied. Further, it shows that only 
21% of the male are satisfied while 79% are not satisfied. 
The odds ratio of job satisfaction between the teachers qual-
ified with a degree and trained teachers is 0.76. The model 
predicts that a fewer amount, 02% of teachers with a degree 
are satisfied while 98% are not satisfied. The odds ratio of 
job satisfaction between the teachers qualified with a di-
ploma and trained teachers is 3.936. Further, it shows that 
only 52% of diploma holders are satisfied while 48% are not 
satisfied. The probability of being satisfied for diploma hold-
ers is approximately twice as it is for trained teachers. 
Among the three categories of qualifications, the highest 
satisfaction is seen with the teachers with a diploma. How-
ever, the least job satisfaction is revealed among graduate 
teachers. 

Hosmer and Lemeshow's goodness of fit test value is 5.941 
with a p-value of 0.547, which indicated that the model ad-
equately fits the data in this study. This study contributes to 
existing knowledge by fitting a model to identify determi-
nants for job satisfaction among teachers in government 
schools in Sri Lanka. Mainly community factors reflecting 7 
dimensions, school factors reflecting 6 dimensions, and gen-
der and educational qualification representing teacher char-
acteristics were the significant explanatory variables in this 
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study supporting the three categories identified by De No-
bile and McCormick (2006) to a great extent. Spector (1997) 
suggests that employees tend to stay in their jobs when they 
are satisfied with their jobs. Teachers’ job is one of the main 
factors which contribute to education improvement (Kefali-
dou et al. (2015). It is concluded that attention should be 
paid to community factors and school factors to enhance the 
teachers' job satisfaction in an attempt of improving the 
quality of education. This study provides imperative guid-
ance to policy implications to improve education by address-
ing to determinants for teachers’ job satisfaction found in 
this study.   
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