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ABSTRACT 
 

The aim of this article was centered on the roles of managers on employee’s job satisfaction in an 
organization. In this study, cross section research design was used because participants are many 
and was unable to study all of them, but some was selected using random sampling techniques. It 
refers to the process of getting an understanding of a topic without including the entire population. 
The data was collected, collated and analyzed using questionnaires and SPSS from Institute of 
Accountancy Arusha and Mount Meru University.     
According to the study employees are not satisfied with treatment they receive from managers, not 
happy with the present fringe benefit they receive, not happy even with their future fringe benefit 
and income they are likely to receive. The findings indicated that, employees are not satisfied with 
the recognition they get from managers, the issues concerning workshops and training 
opportunities, employees are not satisfied with the organization and opportunities available for 
them. This can be supported by Delery and Shaw (2001) that, there is general three agreement that 
"(1) human capital can be a source of competitive advantage, (2) that HRM practices have the most 
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direct influence on the human capital of a firm, and (3) that the complex nature of HRM systems of 
practice can enhance the inimitability of the system, when discussing the theory of Strategic HRM 
and Resource Based Theory. Recommendations have been made to encourage managers to play 
their role in ensuring employees job satisfaction in higher learning institutions. Future studies of 
teacher’s job satisfaction should be conducted among collages both public and private ones. The 
research did not exhaust all the job satisfaction aspects or factors that the previous researchers 
and theorists identified.   
 

 

Keywords: Manager; satisfaction; employee; job.  
 

1. INTRODUCTION   
 
Job satisfaction is about the feeling of the nature 
of the job. In order for can organization to be 
successful, it must continuously ensure the 
satisfactorily of their employees [1]. The happier 
the workers, the more satisfied they are, as a 
satisfied worker is also a productive worker. 
Organization with more satisfied employees 
tends to be more effective as workers are 
motivated and committed to work for the 
organization [2]. 

 
Machado-Taylor et al. [3] found that job 
satisfaction and motivation among academic staff 
play an important role in contributing to positive 
outcomes in the quality of the institutions and the 
students’ learning. This is true, because the 
success of a university relies on the academic 
workforce. Khalid et al. [4] believe that 
universities are known as the highest source of 
knowledge where the future workforce is trained 
to become experts in various fields. 
 
Job satisfaction wa not a new phenomenon in 
organizational science and organizational 
behavior [5-8]. It is one of the topics that have 
drawn interests among scholars in the field 
[9,10]. Many studies have been done on this 
particular topic for over six decades now and 
thousands of articles have been published [11]. 
However, most of the studies have been done in 
the developed counties such as United States of 
America, United Kingdom, Canada and New 
Zealand but a few studies have been undertaken 
in the developing countries. 

   
Staff plays a vital role in determining the success 
of the vision and mission of a university. This is 
supported by Bentley et al. [12] who agree that a 
high quality academic staff is the source of 
successful education system. Therefore, it is 
important to pay attention to job satisfaction of 
the teaching staff [13,14]. A positive and healthy 
university structure results in increased academic 
staff’s job set. A healthy university environment 

will not only increase the job satisfaction of 
academic staff, but it will at the same time 
improve the learning environment and increase 
the productivity of the university. 
 

The level of individual’s job satisfaction is 
affected by intrinsic and extrinsic motivating 
factors, the quality of supervision, social 
relationships within the working group, and the 
degree to which the individual succeeds or fails 
in their work [15]. In the case with academic staff 
both intrinsic and extrinsic factors affect their 
satisfaction. Further studies suggest that 
teachers put more emphasis on intrinsic 
satisfaction (Place, 1997), but other studies 
suggest a mix findings of intrinsic and extrinsic 
satisfiers are the best predictors of teachers’ job 
satisfaction [12,16]. Their intrinsic satisfaction 
comes from teaching activities and responsibility, 
while, extrinsic factors have been associated with 
academic staff’s satisfaction, including salary, 
perceived support from supervisors and co-
workers, and availability of university resource, 
among others [17-21]. Researchers concluded 
that motivated and satisfied academicians are 
more likely to show up for work, have higher 
levels of performance and will stay with their 
education organization [15]. At the same time 
they show better level of motivation and better 
work ability. 
 

In Tanzania few research were done on job 
satisfaction in areas of health to compare the job 
satisfaction and intention to leave of different 
categories of health workers in Tanzania, 
Malawi, and South Africa [22]. Another research 
was done to examine the determinants of job 
satisfaction for professional accountants and the 
influence of co-workers, pay, promotion, 
supervision, the work itself, age, and gender on 
the job satisfaction of Tanzanian Certified Public 
Accountants (Tanzanian CPAs) [23-26]. With all 
research done in different areas of professional, 
there are no specific researches done on 
employee satisfaction in higher learning 
institutions both private and public learning 
institutions. 
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The purpose of this study was to observe the 
relationship between managers and employees 
and to examine the role played by managers on 
employee satisfaction. The study therefore tries 
examine the role played by managers on 
employee`s satisfaction specifically in higher 
learning institutions. The following independent 
variables was used to measure the level of job 
satisfaction; Interpersonal role, Information role, 
Decision role, Supporting staffs, Setting goals, 
Reinforcing staffs, Recognizing, Rewarding, 
Ensuring safe working environment and 
Communication. The study had te following 
objectives; to determine if there are                    
supports given to staff members to reach    
beyond their current grasp and Investigate the 
extent to which job satisfaction is achieved 
through effort done managers in ana 
organization. . 
  

2. METHODS 
 
The research design used was cross sectional 
research design, since the study sought to use 
respondents once a time after getting data about 
the study. Consequently, this study aimed to 
come out with accurate results since effort and 
financial resources were concentrated on a small 
area.  (Showkat. 2017) defined research design 
as a plan or blue print according to which data 
was collected to investigate the research 
hypothesis or question in the most economical 
manner. Welman.et.al, [27] defines research 
design as a plan according to which research 
participants were obtained and how information 
was collected from them. In the study design the 
researcher describes what he/she did with 
participants in order to be able to reach a 
conclusion about the research problem. 
Therefore cross-sectional studies whose 
samples had drawn in such a way had been 
representative of a specific population. 
  

2.1 Study Population 
  
According to [27], the study population is the 
group of which individuals used in a study. 
Therefore, the researchers selected study 

sample Mount Meru University and Institute of 
Accountancy Arusha. 
  
The study was conducted through using             
different categories of subjects. Simple random 
sampling used to select respondents. The 
categories included Teaching and Non-teaching 
staff. 
 

2.2 Respondents Profile in the Study Area 
 
2.2.1 Sampling procedure 
 
Sampling procedure according to [27] was a part 
of the population which studied in order to make 
inference about the whole population. This was 
applicable when the population was relatively 
large and physically not accessible. A researcher 
surveys only a sample that presents the 
population of the same basic characteristics from 
which was drawn. The option of selecting a 
sample to represent the population understudy 
took because of limited resources and time to 
cover the entire population studied. The study 
was not only involving different categories of 
respondents but also different sampling 
techniques to get the respondents. 
 
2.2.2 Simple Random Sampling 
 
Simple random sampling was a probability 
sampling; it was used to select 140 community 
members (Showkat. 2017). Simple random 
sampling was applied because every unit of the 
population had equal chance of being included to 
form a sample size, it easier to conduct, the 
degree of sampling error was low, and the 
method used in conjunction with other methods 
in the probability sampling. 
 

3. RESULTS  
 

3.1 Satisfied Professional Ability 
  
Professional here means specialization, 
qualifications, and skills employees have in doing 
their job. The following were the results from 
respondents (Tables 1,2). 

 
Table 1. Respondents profile in the study area 

 

Institution Teaching staff Non-teaching staff Total 

IAA 50 20 70 
MMU 50 20 70 

Total 100 40 140 
Source: Survey data, 2022 
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Table 2. Satisfied professional ability 
 

Categories  Frequency Percent 

Strongly Agree 17 13.3 
Agree 14 10.9 
Neutral 33 25.8 
Disagree 53 41.4 
Strongly Disagree 11 8.6 

Total 128 100.0 
Source: Field Data, 2022 

 
From the above table and statistical analysis 17 
respondents out of 128 who are 13.3% of all 
respondents who responded to this question said 
that “strongly agree” that they are satisfied with 
the professional ability they have in doing their 
job. Many of this group is doctors and professors 
who seem to be okay with the experience, 
knowledge and educational level they have in 
doing their job. Also 14 respondents who are 
10.9 % of all who responded to this question 
agreed that they were satisfied with the 
professional ability they have in doing their work. 
Furthermore, 33 respondents who are 
25.8%they were neutral which means they are 
not sure whether satisfied or not. 53 respondents 
which are about 41.4 % of all respondents to this 
question disagree that they feel satisfied with 
professional they have in doing their job. Many of 
these are those with first and second degree who 
still want to go for further studies and develop 
them. And 11 respondents, about 8.6% strongly 
disagreed that they feel satisfied with 
professional ability they have in doing their job. 
The  analysis above indicates that 64 
respondents who are about 50.0 % of all 
respondents they disagree with satisfaction they 
have over their professional ability in doing their 
job. Also 31 respondents about 24.2 % agree 
with the professional ability they have in doing 
their job. 
 

3.2 Corporations from the Management 
Team 

 
The designing of this question serves the 
purpose of knowing if at all employees are happy 
with the corporation they receive from the 
management team. Employees u s e  t o  
complain on the corporation they receive by 
saying that they are not positively considered 
and attentively listened by management team. 
Here are the results from the finding (Table 3,4): 
 
From the above statistical data, 3 respondent 
who are 2.1% of all who respondent to this 
question have strongly agreed they are happy 

with the corporation they receive from the 
management team. About 6 respondent equal to 
4.3% of all respondents agreed with corporation 
they receive from management team. 44 
respondents about 31.4% were neutral to the 
notion of corporation they receive from 
management team. 67 respondents who are 
47.9 % disagree with the corporation they receive 
from management team. On the other hand 20 
respondents about 14.3% were strongly 
disagreed with the corporation they receive from 
management team. From the findings above, 87 
respondents who are about 62.2 % of all 
respondents disagree with the being happy with 
corporation they receive from management team. 
With this obviously there shall no job satisfaction 
by employees. 
 
Table 3. Corporations from the management 

team 
 

Category  Frequency Percent 

Strongly agree 3 2.1 
Agree 6 4.3 
Neutral 44 31.4 
Disagree 67 47.9 
Strongly disagree 20 14.3 

Total 140 100.0 
Source: Field Data, 2022 

 

3.3 Satisfied with the Autonomy in Making 
Decisions 

 
The question was designed for the purpose of 
knowing if there is satisfaction with autonomy 
given to employees regarding decisions made 
over daily tasks. Employees need freedom over 
their tasks without intervention by management 
which sometimes led to frustrations and lack of 
satisfaction. The results after this question. 
 

Table 4. Satisfied with the autonomy in 
making decisions 

 

Categories  Frequency Percent 

strongly agree 11 7.9 
agree 22 15.7 
neutral 33 23.6 
disagree 18 12.9 
Strongly Disagree 84 60.0 

Total  140 100.0 
Source: Field Data, 2022 

 

From the statistics above, the observation is that 
11 respondents about 7.9 % of those responded 
to this question strongly agree that they are 
satisfied with the autonomy they have in making 
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decision over their daily tasks. Also 22 
respondents which are about 15.7%of all 
respondent who responded to this question have 
agreed that they are satisfied with the autonomy 
they have over their daily tasks. 33 respondents 
about 23.6 % were neutral regarding the 
autonomy they have over their daily tasks. 18 
respondents about 12.9 % of all respondents 
responded to this questions disagreed with the 
satisfaction they have over autonomy they have 
over their daily tasks. 
 

3.4 Opportunities for Workshops 
Organized 

 
The question was asked for the purpose to 
wanting to know if there are workshops 
organized by managers of higher learning 
institutions and that they are opportunities                    
for their skills development. As regard                    
to this question the following were the results 
(Tables 5,6). 
 

Table 5. Opportunities for workshops 
organized 

 

Categories  Frequency Percent 

Agree 12 8.5 
Neutral 55 39.0 
Disagree 50 35.5 
Strongly Disagree 23 16.3 

Total 140 99.3 
 140 100.0 

Source: Field Data, 2022 

 
From the above findings, 12 respondents equal 
to 8.5 % have strongly agreed that they are 
happy with workshop opportunities organized 
by the institution. 55 respondents about 
39.0% are neutral with the workshop 
opportunities offered by their institutions. 55 
respondents who are about 35.5% of all 
respondents disagreed that they are happy with 
workshop organized by the institution and 23 
respondents about 16.3% have strongly 
disagreed that they are happy with the workshop 
opportunities organized by their institutions. 
From these statistics many respondents about 95 
which are about 74.4% are neutral or disagree 
with the satisfaction over opportunities organized 
by their institutions. 
 

3.5 Working Condition Given to You by 
Managers 

 

This question was asked for the main aim of 
seeking to know if employees are satisfied with 

the working condition given to them by their 
managers. This is because most of the time 
employees do complain over the working 
condition they are provided with by the 
management. The following are the results. 
 

Table 6. Working condition given to you by 
managers 

 

Categories  Frequency Percent 

strongly agree 10 7.1 
agree 21 15.0 
neutral 30 21.4 
disagree 61 43.6 
strongly disagree 18 12.9 

Total 140 100.0 
Source: Field Data, 2013 

 
From the above view, 10 respondents about 
7.1% of those who respondent to this question 
strongly agreed that they are satisfied with the 
working condition they have. About 21 
respondents who are 15.0% percent of all 
responded to this question agreed that they feel 
satisfied with the working condition they have 
too. 30 respondents about 21.4 percent are 
neutral with this statement and 61 respondents 
who are about 43.6%disagree that they are 
satisfied with the working condition they have. 
Lastly 18 respondents who are 12.9% are 
strongly disagreeing with being satisfied with the 
working condition they currently have. 
 

3.6 Regulation and Laws 
 
This question was meant for the purpose of 
wanting to know if employees are happy with the 
laws and regulations governing their 
employment. This is because employment 
contracts are governed by employment laws and 
regulation which determine the types of 
employment the employee has and how 
employee and employer can be protected by the 
same laws. 
 

Another aim was also to know if employees are 
aware and satisfied with the regulation and laws 
especially when it comes to stop working with the 
employer, dismiss and terminating the contract. 
Are they happy with protection they receive or 
no. The following were the result from 
respondent who responded to this question. 
 
The above findings indicates that, 29 
respondents which is about 36.2% of all who 
respondent to this question do strongly agree 
that they are satisfied with the regulation and 
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laws governing employment contracts. About 34 
respondents who is 42.5% percentages of all 
whom respondent to this question agreed with 
the satisfaction that they have over the regulation 
and laws that protect them from being fired or 
dismissed from job. On the other hand, 7 
respondents which are about 8.8% of who 
respondent to this question argued that they are 
neutral, which means they neither satisfied nor 
dissatisfied with the regulations. Another 10 
respondent which is about 12.5% of all 
respondents said that they disagree with being 
happy with the laws and regulation that 
protect them from being fired and 
dismissed from job (Table 7,8). 
 

Table 7. Regulations and laws 
 

Categories  Frequency Percent 

Strongly Agree 29 36.2 
Agree 34 42.5 
Neutral 7 8.8 
Disagree 10 12.5 

Total 80 100.0 
Source: Field Data, 2022 

 
Table 8. Teaching is an interesting job 

 

Categories  Frequency Percent 

Strongly Agree 20 20.2 
Agree 43 43.4 
Neutral 28 28.3 
Disagree 6 6.1 

Total 97 98.0 
 99 100.0 

Source: Field Data, 2022 

 

3.7 Corporation from My Workmates 
 
This question was asked for the purpose of 
knowing if there is corporation among employees 
themselves. This is because it has been noticed 
that in some organizations and institutions 
workers themselves don not have corporation. 
They work independently without considering 
others and sometimes there are cases that 
bring conflict among themselves. So asking this 
question will reveal the situation within higher 
learning institutions. The following were the 
results got from the field. 
 
From the above statistical data, it shows that 29 
respondents who are 23.6% of all who 
respondent to this question were strongly 
agreeing that they are happy with the corporation 
they receive from other coworkers. Also 30 
respondents about 24.4% also agreed being 

happy with corporation they receive from other 
coworkers. Furthermore, 47 respondent who are 
38.2% of all who respondent to this question 
were neutral to this question. 8 respondents 
about 6.8 percent disagreed that they are happy 
with the corporation they receive from other 
coworkers. Other 3 respondents about 2.4% of 
all respondents to this question were strongly 
disagreed that they are happy with                             
the corporation they receive from coworkers 
(Table 9). 
 

Table 9. Corporation from workmates 
 

 Frequency Percent 

Strongly Agree 29 23.6 
Agree 30 24.4 
Neutral 47 38.2 
Disagree 8 6.5 
Strongly Disagree 3 2.4 

Total 117 95.1 
 123 100.0 

Source: Field Data, 2022 

 

3.8 Fringe Benefits 
 
This question was designed to serve the purpose 
of wanting to know whether the respondent is 
happy with the present fridge benefits that he/she 
receives. The aim is to find out if they are happy 
obviously there was job satisfaction but if not 
happy there is job dissatisfaction. The 
respondent of this question were 60, forty three 
(43) from Mount Meru University and seventeen 
(17) from Institute of accountancy Arusha. The 
Table 10 shows statistically the response given 
from the two institutions. 
 

Table 10. Fringe benefits 
 

Categories  Frequency Percent 

Agree 2 3.3 
Neutral 18 30.0 
Disagree 30 50.0 
Strongly Disagree 10 16.7 
Total 60 100.0 

Source: Field Data, 2022 

 
From the above findings, it shows that two 
respondent which is about 3.3% of all who 
responded to this question agree that they were 
happy with fringe benefit they receive from the 
institutions. Also 18 respondent which is also 
about 30.0% of all respondent, have shown that 
they are neutral meaning that they are neither 
happy nor unhappy with the present fringe 
benefit. About 30 respondents who are about 
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50% of all respondent have disagreed that they 
are happy with the present fringe benefit. Ten 
(10) respondents which is 16.7% of those 
who respondent to this question also argued 
that, they are strongly disagreeing that they are 
happy with the present fringe benefit. 
 

3.9 The Monthly Salary is Sufficient 
 
This question was purposely asked for the 
purpose of knowing from respondents   if the 
salary given to employee of higher learning 
institutions to meet all the important expenses. 
This is because employees do complain over the 
insufficient salary they receive monthly that do 
to cuter for their daily needs. The following were 
the results as regards to respondents (Table 11): 
 

Table 11. The monthly salary is sufficient 
 

Categories Frequency Percent 

Neutral 3 2.1 
Disagree 56 40.0 
Strongly disagree 81 57.9 
Total 140 100.0 

Source: Field Data, 2022 

 
From the descriptive statistics above, the 
responding to this question seem to lay one side 
only of almost all who responded to this 
question. About 3 respondents equal to 2.1 % of 
those responded to this question assumed 
neutral response. 56 respondents about 40.0 % 
disagree with the question that the monthly 
salary is sufficient for them to meet important 
expenses. Also 81 respondents which are about 
57.9 % have strongly disagreed that the monthly 
salary is sufficient to meet important expenses. 
From these findings it shows that almost 137 of 
all responded equal to 97.9% percent disagreed 
that the monthly salary is sufficient to meet 
important expenses. 
 

4. DISCUSSION 
 
Large number of respondents disagreed with 
corporation they receive from the management. 
About 62.2 % of all respondents disagreed with 
being happy with corporation they receive from 
managers.  Employees are not satisfied with the 
opportunities they have for workshops organized 
by the organization. Statistically about 74.4% are 
neutral or disagree with the satisfaction over 
opportunities organized by their institutions. 
 
About 78.7%, are satisfied with laws and 
regulation that protect them from being fired and 

dismissed from job. The results shows 63.5% of 
all respondents agree and see teaching as an 
interesting job to them. The findings also show 
that 48.0% percent are happy with the 
corporation they receive from the coworkers. 
 

From the findings 67.7% are not happy with the 
present fringy benefit they receive from their 
institution. Also 97.9% percent disagreed that the 
monthly salary is sufficient to meet important 
expenses. About 68.6% percent disagreed with 
being happy with the future fridge benefit. This 
normally leads to dissatisfaction of employee. 
 

5. CONCLUSION  
 

Managers do not effectively play their role to the 
point of supporting in doing their work. Most of 
the time employees do complain about how 
managers treat them in course of their 
employments and in fulfilling their duties. 
 

Despite of the great importance of managers in 
public and private higher learning institutions 
does not put emphasize in ensuring that they 
play their role. According to the views from this 
research, employees are not satisfied with 
treatment they receive from managers. They are 
not happy with the present fringe benefit they 
receive, not happy even with their future fringe 
benefit and income they are likely to receive. 
 

ACKNOWLEDGEMENTS 
  

The authors would like to express their gratitude 
to all participants who took part in this study. 
 

DISCLAIMER 
 

This paper is an extended version of a Thesis 
document of the same author. 
 

The Thesis document is available in this link: 
http://repository.out.ac.tz/752/1/DISSERTATION-
Mkwizu-07-10-2014-B.pdf  
 

COMPETING INTERESTS 
 

Author has declared that no competing interests 
exist. 
 

REFERENCES 
 

1. Berry LM. Psychology at work. San 
Francisco: McGraw Hill Companies Inc; 
1997. 

2. Robbins SP, Judge TA. Organizational 
behavior (12th ed.). Upper Saddle River, 
NJ: Pearson Prentice Hall; 2007. 

http://repository.out.ac.tz/752/1/DISSERTATION-Mkwizu-07-10-2014-B.pdf
http://repository.out.ac.tz/752/1/DISSERTATION-Mkwizu-07-10-2014-B.pdf


 
 
 
 

Mkwizu; Asian J. Educ. Soc. Stud., vol. 41, no. 3, pp. 44-52, 2023; Article no.AJESS.97410 
 
 

 
51 

 

3. Machado-Taylor ML, Meir Soars V, 
Gouveia O. The role of job motivation 
among academic staff university. Global 
Business and Economics Anthology. 
2010;2(2):242-246. 

4. Khalid S, Shad MZ, Mahmud B. Job 
satisfaction among academic staff: A 
comparative analysis between public and 
private sector universities of Punjab, 
Pakistan. International Journal of  
Business and Management. 2012;7(1): 
126-132. 

5. Kajubi S. Financing higher education in 
Uganda’, Higher Education. 1992;3(3):21–
25. 

6. Kaliski BS. Encyclopedia of business and 
finance, second edition, Thompson Gale, 
Detroit. 2007:446. 

7. Kerlinger FN. Foundations of behavioral 
research. Delhi, India: Holt, Rinehart and 
Winston; 1978. 

8. Kim S. Gender differences in job 
satisfaction of public employees: A                 
study of Seoul Metropolitan government, 
Korea. Sex Roles. 2005;52(9/10):             
667-68. 

9. Bennell P, Akyeampong K. Teacher 
motivation in Sub-Saharan Africa and 
South Asia. DFID Department of 
International Development; 2007:71. 

10. Bernadin HJ. Human resource 
management: An exponential approach. 
4th ed. New York: McGraw-Hill Irwin. 
2007:253-277. 

11. Zembylas M, Papanastasiou, E. Sources 
of Teacher Job Satisfaction and 
Dissatisfaction in Cyprus. Compare: A 
Journal of Comparative and                   
International Education. 2006;36:               
229-247.  

Available:http://dx.doi.org/10.1080/030579
20600741289 

12. Bentley PJ, Coates H, Dobson IR, Meek 
VL. Factors associated with job 
satisfaction amongst Australian university 
academics and future workforce 
implications. Job Satisfaction Around the 
Academic World Netherlands: Springer. 
2013:29-53. 

13. Geneva (ILO News) – Two thirds of 
working age youth in some developing 
countries are either unemployed or 
trapped in low-quality jobs, according to 
the ILO Global Employment Trends for 
Youth 2013 report. 

14. Jary D, Jary J. Sociology. Glasgow: 
HarperCollins. 1995:714. 

15. Daft, R. L. (2005). The leadership 
experience: Mason, Ohio: Thomson South-
Western.  

16. Herzberg F, Mausner B, Snyderman B. 
Motivation to work. New York: John Wiley 
& Sons; 1959. 

17. Boyer E, Altbach P, Whitelaw MJ. The 
academic profession: An international 
perspective. Princeton, New Jersey: 
Carnegie Foundation for the Advancement 
of Teaching; 1994. 

18. Brace N, Kemp R, Snelgar R. SPSS for 
psychologists: A guide to data analysis 
using SPSS for windows, versions 9, 10 
and 11. London: Lawlence Erlbaum 
Associates, Publishers; 2003. 

19. Churchill GA Jr, Lacobucci D Marketing 
research methodological foundations, 2

nd
 

Edition, McGraw-Hill Companies Inc; 2002. 

20. Cook JD, Hepworth SJ, Wall TD, Warr PB. 
Experience of work: A compendium and 
review of 249 measures and their use.                
San Francisco: Academi c Press;                
1981. 

21. D’Addio AC, Eriksson T, Frijters P. An 
analysis of the determinants of job 
satisfaction when individuals’ baseline 
satisfaction levels may differ. Centre for 
Applied Micro econometrics (CAM), 
Department of Conomics, University of 
Copenhagen. 2003;16.  

Available:http://www.econ.ku.dk/CAM/Files
/workingpapers/2003/2003-16.pdf 

22. Glob Health Action. 2013;6:19287.  

DOI: 10.3402/gha.v6i0.19287 

23. Delery JE, Shaw JD. The strategic 
management of people in work 
organizations: Review, synthesis, and 
extension, paper presented at the 
academy of management meeting 2001 in 
Washington D.C; 2001. 

24. Daley DM. "Humanistic management and 
organizational success: The effect of job 
and work environment characteristics on 
organizational effectiveness, public 
responsiveness, and job satisfaction." 
Public Personnel Management. 1986; 
15(Summer):131-142. 

25. Faustin Mukyanuzi & Paul Bennell 
Research Report. Is there a teacher 
motivation crisis in Tanzania?                        
HR-Consult, Dar es Salaam, Tanzania; 
2005. 

http://dx.doi.org/10.1080/03057920600741289
http://dx.doi.org/10.1080/03057920600741289
http://www.ilo.org/global/research/global-reports/global-employment-trends/youth/2013/lang--en/index.htm
http://www.ilo.org/global/research/global-reports/global-employment-trends/youth/2013/lang--en/index.htm
http://www.econ.ku.dk/CAM/Files/workingpapers/2003/2003-16.pdf
http://www.econ.ku.dk/CAM/Files/workingpapers/2003/2003-16.pdf
http://www.ncbi.nlm.nih.gov/pubmed/23364090


 
 
 
 

Mkwizu; Asian J. Educ. Soc. Stud., vol. 41, no. 3, pp. 44-52, 2023; Article no.AJESS.97410 
 
 

 
52 

 

26. Bolin F. A study of teacher job satisfaction 
and factors that influence it. Chinese 
Educational Society. 2007;40(5):47-64. 

27. Welman, C., Kruger, F. & Mitchell, B. 
2015. Research methodology. 3rd Edition. 
Cape Town: Oxford University Press. 

 

© 2023 Mkwizu; This is an Open Access article distributed under the terms of the Creative Commons Attribution License 
(http://creativecommons.org/licenses/by/4.0), which permits unrestricted use, distribution, and reproduction in any medium, 
provided the original work is properly cited.  
 
 

 

Peer-review history: 
The peer review history for this paper can be accessed here: 

https://www.sdiarticle5.com/review-history/97410 

http://creativecommons.org/licenses/by/2.0

