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Abstract
Teachers in Pakistan and across the world are generally not satisfied with their jobs. This 
leads towards high turnover and adverse performance. This study has measured the effects 
of work goals, self-efficacy, positive effect, working conditions, and goal support on teacher’s 
job satisfaction. The scope of the study was restricted to the school teachers of Karachi. A self-
administered questionnaire from the literature was adapted for the study. The developed model 
was tested through SEM. Prior to estimating the hypothesized model, the normality, reliability, 
and validity of the constructs on the present data set was checked. The results suggest that self-
efficacy has a strong effect on job satisfaction followed by positive effect and working conditions. 

Keywords: Job satisfaction, work goals, self-efficacy, goal support, positive effect, working 
conditions.
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Factors Affecting Teachers 
Job Satisfaction

Introduction
Job satisfaction refers to the subjective feeling of employees towards their work. This 

could either be favorable or unfavorable (Skaalvik & Skaalvik, 2014). If there is a synergy 
between employee job demands and their expectation, it will result in a favorable situation 
and high job satisfaction. A gap between these aspects will result in low job satisfaction 
(Demirdag, 2015). There are many factors including positive effect, work conditions and 
goals that affect job satisfaction. Past studies have found that factors including quality of 
relationship with the supervisors, work goals, self-efficacy, working conditions and goal 
support are important determinants of job satisfaction (Badri, Mohaidat, Ferrandino, & El 
Mourad, 2013).

Teachers in Pakistan and abroad are not fully satisfied with their jobs. This has adversely 
affected the standard of education and the motivation levels of the students (Amin, Shah, 
& Tatlah, 2013). According to a survey about 27,037 teachers work in the public and private 
schools of Karachi, and the average salary is meager Rs. 14,000/ per month. In addition, 
these teachers are highly dissatisfied due to poor working conditions and lack of autonomy. 
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The high level of dissatisfaction among teachers leads to a high rate of absenteeism and job 
turnover (Akram, Malik, Sarwar, Anwer, & Ahmad, 2015).

Although schools and universities have implemented various initiatives for improving 
the satisfaction level of teachers, these have not been very effective. Most of these initiatives 
have not addressed the core issues of teachers (Akram et al., 2015). This study aims to extend 
Lent and Brown’s (2006) model of job satisfaction in Karachi schools. Specifically, this study 
will measure the effects of self-efficacy, work goals, working conditions, goal support and 
positive effect on job satisfaction.  

Literature Review 
Education leads to development. Development is only possible if one is satisfied with 

what he/she is doing. A direct association has been found between teachers’ job satisfaction 
and their turnover. In addition, teachers have different perceptions about job satisfaction 
which affects their intention to stay in teaching (Liu & Meyer, 2005). Teachers have a 
responsibility to create future leaders. Therefore, it is important to ensure that teachers are 
satisfied.  However, teachers across the world are not satisfied with their jobs and they have 
a very high turnover (Chamundeswari, 2013). This satisfaction level and turnover could be 
improved by  identifying the determinants that affect teachers satisfaction and by bringing 
adequate reforms (Tickle, Chang, & Kim, 2011).

Employees are considered as an important asset of an organization. Dynamic and 
progressive organizations make all the possible efforts to attract and retain the right person 
for the right job at the right time. A conducive environment will keep employees highly 
motivated (Casio, 2003). While extending the social cognitive model of work satisfaction, 
studies have found that working conditions and self-efficacy have a positive effect on job 
satisfaction. On the contrary, goal support and goal progress have an insignificant effect 
on job satisfaction (Duffy & Lent, 2009; Lent & Brown, 2006). Other studies have found that 
working conditions and goal progress have a positive effect on job satisfaction. 

Theoretical Grounding 
Lent and Brown’s (2006) model of job satisfaction has been extended in this study to 

measure the direct effects of working conditions, positive effect, self-efficacy, work goals 
and goal support on job satisfaction. However, indirect effects as envisaged in the model 
have not been measured since they are beyond the scope of the study. The conceptual 
framework is presented in Figure 1.
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Figure 1: Conceptual Framework 
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Job Satisfaction 
Teachers can be retained successfully by ensuring job satisfaction. Job satisfaction en-

hances performance and decreases employee turnover (Skaalvik & Skaalvik, 2014). Mon-
etary and non-monetary incentives can be used to manage teachers’ job satisfaction and 
turnover (Aydin, Sarier, & Uysal, 2013). The performance and productivity of teachers tends 
to rise with their satisfaction level. Satisfied teachers will be able to deliver quality educa-
tion to students by motivating and inspiring them. Earlier studies suggest that low job satis-
faction adversely affects the productivity level of even highly qualified and skilled teachers. 
It also affects productivity through burnout, absenteeism and turnover (Chamundeswari, 
2013). Job satisfaction has relationships with positive effect, self-efficacy, working condi-
tions and work goals (Van den Berghe et al., 2014).
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Work Goals
Biases, support, and resistance in a working environment play a significant role in achiev-

ing work goals and goal progress (Herzberg, Mausner, & Snyderman, 2011; Hyvönen, Feldt, 
Salmela-Aro, Kinnunen, & Mäkikangas, 2009). Researchers have defined work as daily tasks 
and routines of workers including the level of autonomy given to them (Herzberg et al, 
2011).

Work goals enhance the subjective wellbeing and performance of an employee. It also 
increases the overall satisfaction level of an employee (Luthans, 2002). According to goal 
setting theory, higher goals lead to higher satisfaction and vice versa (Locke & Latham, 
2006). Studies have found that employees with higher goals have a higher level of job satis-
faction (Koestner, Lekes, Powers, & Chicoine, 2002; Wiese & Freund, 2005).

Self-efficacy
Capability and attitude are important aspects of goals. Teachers should have consisten-

cy, eagerness, dedication, devotion, and drive. This is only possible when teachers have a 
high level of self-efficacy. Teachers self-efficacy is the ability of obtaining desired outcomes 
from students through motivation (Skaalvik & Skaalvik, 2014; Soodak & Podell, 1996). Stud-
ies have found that teachers self-efficacy has a relationship with student performance in 
the class room (Dicke et al., 2014). Teachers’ behavior in the class room depends on their 
satisfaction level, which again depends on efficacy. Teachers with high levels of self-efficacy 
are more open to new ideas and exhibit greater levels of planning and organization. They 
tend to experiment with innovative teaching strategies and have clear goals (Moulding, 
Stewart, & Dunmeyer, 2014; Rodríguez et al., 2014). Prior research has found that a higher 
level of self-efficacy leads to higher satisfaction. It also increases the desire to continue with 
the teaching profession (Hosford & O’Sullivan, 2016; Soodak & Podell, 1993). Several studies 
have validated the effect of self-efficacy on job satisfaction (Aldridge & Fraser, 2016; Skaal-
vik & Skaalvik, 2017). 

Positive Effect
Positive effect refers to an individual’s tendency to experience a positive state of emo-

tion (Watson, Clark, & Tellegen, 1988). Positive effect towards work leads to a high level of 
job satisfaction (Tett & Meyer, 1993; Wayne, Casper, Matthews, & Allen, 2013). It also helps 
individuals to process emotional information accurately and efficiently. Positive effect helps 
employees solve problems, make plans and strive for achievements (Abbas, Raja, Darr, & 
Bouckenooghe, 2014). Positive effect has a significant relationship with job satisfaction. 
Generally, individuals who experience positive emotions are more likely to be satisfied at 
work (Todorova, Bear, & Weingart, 2014). 
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Goal Support
Goal support refers to the support received to overcome barriers specifically in rela-

tion to work goals and self-efficacy (Righetti, Kumashiro, & Campbell, 2014). Studies have 
found that task performance and job satisfaction are achieved by supporting, encouraging, 
and motivating employees (Lent & Brown, 2006; Tang, Siu, & Cheung, 2014).  The Lent and 
Brown (2006) model suggests that support in achieving goals enhances job satisfaction. 
Some studies have found that goal support has a weak and insignificant relationship with 
job satisfaction. Others have found that support received from co-workers, supervisors and 
family members positively influence job satisfaction (Babin, Boles, & Griffin, 2015; Cullen, 
Edwards, Casper, & Gue, 2014; Grant, 2014; Tang et al., 2014).

Working conditions
In the context of schools, infrastructure and school policies are part of working condi-

tions (Nie, Chua, Yeung, Ryan, & Chan, 2015). Several studies have validated the relationship 
between working conditions and job satisfaction (Hui et al., 2014; Karim, Khan, & Shamim, 
2017; Nie et al., 2015). The empowerment of teachers and sound polices are part of working 
conditions. If these are not adequate, they will negatively affect job satisfaction  (Jordan, Mi-
glič, Todorović, & Marič, 2017; Khany & Tazik, 2016). A heavy teaching load adversely affects 
teachers satisfaction level and class room management (Demirdag, 2015).

 
Hypotheses

The following research hypotheses will be empirically tested in the study.
 
H1. Work goals have a positive effect on job satisfaction.
H2. Self-efficacy has a positive effect on job satisfaction
H3. Positive effect has a positive impact on job satisfaction.
H4. Goal support has a positive effect on job satisfaction.
H5. Working conditions have a positive effect on job satisfaction.

Methodology

Scope and sample 
The scope of this study was restricted to secondary school teachers working in Karachi. 

The data was collected through a questionnaire. The sample size for the study was 200 and 
the response rate was 96%. The respondents include 75 males and125 females. Around 77 
teachers had a Master’s degree, 95 teachers had an undergraduate degree and the remain-
ing were intermediate qualified. The average age of the respondents was 27 years and their 
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average experience was 9 years. The average income of school teachers was around Rs. 
13,000 per month. 

Scales and Measures
The study has 5 questions on demographics all based on the nominal scale. It also has 

six constructs and each construct has five items. All the constructs of the study have been 
adapted from Equitable Access to Excellent Educators Survey (2014).

Results

Descriptive Analysis 
Descriptive analysis was performed to ascertain the normality of the data and the inter-

nal consistency of the adopted constructs. The results are presented in Table 1. 

Table 1: Descriptive Analysis

 Cronbach 
 Alpha Mean Std. Dev. Skewness Kurtosis
Positive Effect 0.66 3.90 0.77 -0.94 1.26
Working Con. 0.65 3.31 0.87 -0.30 -0.35
Work Goals 0.70 2.88 0.95 -0.03 -0.54
Job Satisfaction 0.64 4.03 0.86 -1.47 2.26
Self-Efficacy 0.65 3.92 0.70 -1.06 1.85
Goal Support 0.76 4.09 0.69 -1.36 3.40

Table 1 shows that the Cronbach alpha of goal support was the highest (α= 0.76, Mean 
= 4.09, Std. Dev = 0.69) and the lowest for job satisfaction (α = 0.64, Mean = 4.03, Std. Dev = 
0.86). The Cronbach alpha of all the constructs were greater than 0.60 indicating acceptable 
internal consistency (Carmines & Zeller, 1979). The variable working conditions has the low-
est Skewness (SK=-0.30) while goal support has highest skewness (SK=-1.36). The Kurtosis 
values for goal support is highest (KR= 3.40) and lowest for working conditions (KR=-0.35). 
Since all the Kurtosis and Skewness values lie between + 3.5, the adopted constructs fulfill 
the requirements of univariate normality (Looney, 1995).

Correlations Analysis
Bivariate correlations were calculated to examine whether the constructs are unique and 

distinct. The correlations also enable us to assess whether the variables are collinear. The 
bivariate correlations are presented in Table 2.
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Table 2: Bivariate Correlations

 JS WC PE WG SE GS
Job satisfaction 1     
Working conditions .432** 1    
Positive Effect .495** .329** 1   
Work goals .278** .393** .231** 1  
Self-efficacy .514** .408** .532** .354** 1 
Goal support 0.086 0.114 0.065 0.056 0.78 1
** Correlation is significant at the 0.01 level (2-tailed) 

Table 2 indicates that the highest correlation (R =.532) was between self-efficacy and 
positive effect. On the other hand, the lowest correlation (R=0.06) was between goal sup-
port and positive effect. The low correlations suggest that there is no issue of multi-collin-
earity (Cohen, Cohen, West, & Aiken, 2013).  

Test of the predictive model
The predictive model fitted very well (Refer to Figure 2). All the fit indices are within the 

prescribed limits. For example, Chi-square/df (χ2/df ) = 1.829<3; RMSEA (Root Mean Square 
Error of Approximation) = 0.065 <0.08; AGFI (Adjusted Goodness of Fit Index) = 0.928 >0.90; 
IFI (Incremental Fit Index) = 0.901 >0.90; IFI assesses the degree of complexity in the model 
and value is near to 0.90; PCFI (Parsimony Comparative of Fit Index) 0.743 >0.50; PNFI (Par-
simony Normed Fit Index) 0.656 >0.50.
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The results suggest that work goals (R2= -0.12, p > 0.05) and goal support (R2= - 0.05, p >0.05) 
do not have a significant effect on job satisfaction. On the contrary, self-efficacy (R2=0.65, 
p<.05), positive effect (R2=0.55 p<.05) and working conditions (R2=0.36 p<.05) have a signif-
icant effect on job satisfaction.

Discussion of Results
The hypothesis (H1) that work goals have a positive effect on job satisfaction was not 

supported by the results. This finding is not consistent with the prior literature.  Past re-
search suggests that work goals enhance the subjective wellbeing of an employee and his 
performance. It also increases the overall satisfaction level of an employee (Luthans, 2002). 
According to goal setting theory, higher goals lead to higher satisfaction and vice versa 
(Locke & Latham, 2006). Studies have found that employees with higher goals have a higher 
level of job satisfaction (Koestner et al., 2002; Wiese & Freund, 2005).

The hypothesis (H2) that self-efficacy has a positive effect on job satisfaction was sup-
ported by the results. Studies have found that teachers’ self-efficacy affects student per-
formance in the class room (Dicke et al., 2014). Teachers with high levels of self-efficacy are 
more open to new ideas and exhibit greater levels of planning and organization. They tend 
to experiment with innovative teaching strategies and have clear goals (Moulding et al., 
2014; Rodríguez et al., 2014). In addition, teachers with a high level of self-efficacy have a 
greater desire for teaching and are more likely to continue with their profession (Hosford & 
O’Sullivan, 2016; Soodak & Podell, 1993). 

The hypothesis (H3) that positive effect has a positive impact on job satisfaction was 
supported by the results. Positive effect towards work leads to a high level of job satis-
faction (Tett & Meyer, 1993; Wayne et al., 2013). A positive effect helps individuals process 
emotional information efficiently for solving problems and planning (Abbas et al., 2014).
Generally, individuals who experience positive emotions are more likely to be satisfied at 
work (Todorova et al., 2014). 

The hypothesis (H4) that goal support has a positive effect on job satisfaction was not 
supported by the results. Studies have found that task performance and job satisfaction 
are achieved by supporting, encouraging, and motivating employees (Lent & Brown, 2006; 
Tang et al., 2014).  The Lent and Brown (2006) model also suggests that achieving goals 
enhances job satisfaction. Some studies have found that goal support has a weak and in-
significant relationship with job satisfaction. Others have argued that goal support from 
coworkers, supervisors and family members positively influence job satisfaction (Babin et 
al., 2015; Cullen et al., 2014; Grant, 2014; Tang et al., 2014).
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The hypothesis (H5) that working conditions have a positive effect on job satisfaction 
was supported by the results. Previous studies have also validated the relationship between 
working conditions and job satisfaction (Hui et al., 2014; Karim et al., 2017; Nie et al., 2015). 
The empowerment of teachers and sound polices are part of working conditions. If these 
are not adequate, they will negatively affect job satisfaction  (Jordan et al., 2017; Khany & 
Tazik, 2016). A heavy teaching load adversely affects teachers satisfaction level and class 
room management (Demirdag, 2015). 

Conclusion 
The extended Lent and Brown (2006) model adequately explains the effect of work goals, 

self-efficacy, positive effect, goal support, and working conditions on job satisfaction. The 
results suggest that work goals and goal support do not significantly affect job satisfaction. 
On the contrary, self-efficacy, positive effect and working conditions have a profound posi-
tive influence on the job satisfaction of school teachers in Karachi.

Limitations
 This research has several limitations. This study has not considered the role of gen-

der when examining the effect of predictor variables on job satisfaction. In addition, future 
studies may also consider the effect of pension plans, training programs and non-monetary 
incentives on job satisfaction of school teachers. While this study was confined to school 
teachers in Karachi, future studies may also examine the determinants of job satisfaction of 
university faculty members.
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Appendix

Survey Questionnaire  

Personal Information

1: Gender: a:  Male   b: Female 

2: Age: 
a: 20-30 years  b: 31-40 years  c: 41-50 years  d:   51and above 

3: Salary: 
a: 10,000-15000  b: 16000-21000  c: 22000-27000  d:  28000 and above 

4: Area of Specialization  

a:  Pakistan Studies   b: English   c :  Urdu   d :  Math       
e: Science___________       f:  Others____________

5: Educational Level  
a: Intermediate  b:  Graduate   c:  Postgraduate

6: Length of Service  
a: 1-5 years   b: 6-10 years  c:  11-15 years          
d:  16-20 years                             e: 21 and above 

SCALE: 

  1– Strongly Disagree                               2 – Disagree               3 – Neutral
  5 – Strongly Agree                                4 – Agree        
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Job satisfaction 1 2 3 4 5
1: The job gives opportunity for career enhancement/advancement.     
2: The job achieves short and long term goals.     
3: The job itself gives freedom and independence in completing it.     
4: Teachers well paid in proportion to their ability.     
5: Job increases teacher’s responsibility and commitment.     

Working conditions 1 2  3  4  5
1: The faculty and staff have shared objectives.     
2: There is an atmosphere of trust and respect in this school.     
3: Teachers feel comfortable raising issues.     
4: The school management consistently supports teachers.     
5: Teachers get extra allowance or any reward for giving outstanding performance.     

Positive effect  1  2  3  4  5
1: The job based on teacher’s personal judgment and critical thinking.     
2: This platform enhances teacher’s leadership qualities.     
3: Teachers are encouraged by management to show their potential/innovation.     
4: Teachers are recognized as educational experts.     
5: Teacher gets full free hand to show their intellectual qualities.     

Work goals/ Work-related goal progress 1 2 3 4 5
1: Sufficient resources are available for professional Development in school.     
2: The procedures for teacher evaluation are consistent.     
3: Teachers are encouraged to reflect on their own practice.     
4: Professional learning opportunities are aligned with the school’s  
improvement plan.    
5. An appropriate amount of time is provided for professional development.     



55Research

Market Forces
College of Management Sciences

Vol. XII,  No. 2
December 2017

Self-efficacy 1 2 3 4 5
1. Help other teachers with their teaching skills.     
2. Teachers are trusted to make sound professional decisions about instruction.     
3. Teachers have adequate space to work productively.     
4. Teachers are encouraged to participate in school leadership rules.     
5. Teachers can Express views freely on important school matters.     
 
Goal support 1 2 3 4 5
1: Teachers collaborate with other teachers for solutions and support.     
2: The faculty has an effective process for making group decisions to 
solve problems.     
3: Follow up is provided from professional development.     
4: Teachers have sufficient access to instructional technology, including  
computers, printers, software and internet access.
5: Teaching provides a secure future.
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