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Abstract

This study was focused on the level of job satisfactiorhefRublic High School Teachers with the factors
associated with it. The study was based on four selectedodate Compensation and Benefits, Leadership of
Administrators, Social Relationship, and Work Environment.

The respondents of the study consisted of forty-one (41heeacThis study utilized the descriptive method of
research. Survey questionnaires were used to gathemdhit@f@mation. Interviews with the respondents were alse do
by the researcher to validate data gathered from the quesite.

The study yielded the following findings: The average dgberespondents is twenty-eight (28); the majority
were females; married; with eight-point six (8.6) yeaverage length of service experience; with Teaciemlposition;
with M.A. units educational attainment and a performaatieg of very satisfactory. They were strongly sagi$fivith
their Social relationships and satisfied only with th@ampensation and Benefits, Leadership of Administratarg, a
Work Environment.

Keywords: Job Satisfaction, Compensation, and Benméfeadership, Social Relationship, Work Environtnen

Introduction

Job Satisfaction is the amount of pleasure or conterttassociated with a job. Workers will have
high job satisfaction when they have positive attisutievards the job such as the work itself, recognition,
and opportunity for advancement (Dubrin as cited by Tatét0)20t also refers to the set of favorable or
unfavorable feelings with which employees view their kvdturther, it is where an individual is evaluated
from his point of view, on feelings and emotions abustjob and work experience (Cotiangco, 2017). With
its simplest definition, job satisfaction is the destgmaof how happy a worker is with his job.

Important theoretical contributions to our understanding of gatisfaction are the theories of
Herzberg, Maslow, and TaylorAccording to Herzberg, individuals are not contented tithsatisfaction of
lower-order needs at work but look for the gratificatioh higher-level psychological needs as to
achievement, recognition, responsibility, advancemertt,tae nature of the work itself. Herzberg concluded
that job characteristics related to what an individisa gratify one’s needs on achievement, competency,
status, personal worth, and self-realization, thus makindhappy and satisfied (Surbhi, 2020)

On the other hand, Maslow's theory on the hierarchhyeetls which is often portrayed in the shape
of a pyramid includes Biological and Physiological ne€fisfety needs, Belongingness and Love needs,
Esteem needs, and Self-Actualization needs. Maslowtsythsuggests that the most basic level of needs
must be met before the individual will strongly desirdleiglevel needs (Hopper, 2020)

Taylor developed the theory of "scientific managemestientific Management is a philosophy that
deals with the relationship between people and work.balses for this relationship was finding the "onetbes
way" for doing a job and finding the proper person fochefb. The goal was maximum output with
minimum effort through the elimination of waste and irédincy. Taylor believed that if both labor and

1JRP 2022, 95(1), 114-133; doi:.10.47119/1JRP100951220222888 WWw.ijrp.org



Richard M. Oco, PhD / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

115

management embrace this philosophy, they would becoamemates rather than adversaries, disregarding
their traditional relationship and shaping in greatefiysr than before (Turan, 2015).

Several concepts and definitions about job satisfactisa Ao come out. For instance, a positive
and healthy school culture translates into increasathés job satisfaction and productivity. An individual
joins an organization with physical and psychologicaleeigtions; that when realized would increase his
efficiency and performance (Soberman as cited by Aga@h4). However, when these expectations do not
meet with work conditions, job satisfaction does natocand as a result; the worker loses performance and
efficiency and might even sabotage the job or quit it.

Teachers’ job satisfaction was defined by Chakravorty as cited by Saracanlao (2015) as the fit
between the abilities and skills of an individual, teaghilemands, and requirements, including the holistic
morale and positive effects. He also stressed thatitgpth a career that mentors pursue by which better
performance can be attained if the feeling of fulfilirhis acquired. Fulfilment as an aspect of performance is
anchored on a combination of needs, values, and talestisfaStion in one's career is the result of the
attainment of values compared to one's needs. It is itudatabout a job or career. Among teachers, this
fulfillment is important because it affects the behevib teachers toward the school administration and
organization.

McCornick as cited by Del Valle (2016) quoted that the work satisi of teachers was influenced
by workloads and conditions of employment, relationshigis students, as well as administration and senior
staff. Teachers' responsibilities include filling ttodes that were taken care of at home and elsewhéhe in
community beforehand (De Bruyne as cited by Calibara, 201é&)ides research into the job satisfaction of
teachers suggests that the greatest fulfilment commes helping children achieve and overcome their
problems, and also from the personal growth that trafegsion may afford. The major sources of
dissatisfaction are usually school leadership, pupil hehand infrastructure.

A key to job satisfaction for educators comes from lttinsic and extrinsic sources (LaMattina as
cited by Magomnay, 2016). It mentioned that interacting with stisdéearning new material, and learning
new teaching methods are the intrinsic sources whitagrétion, support from other teachers, and evaluation
by administration are the extrinsic sources.

Conceptual Framework

This study is anchored on the premise that job safisfadeads to satisfactory teaching
performance. As a public secondary school teachergsiearcher chooses this study because he believed that
continuous commitment to the teaching profession begetentment.

The selected independent variables for personal attriloditde Public High School Teachers are
Age, Gender, Civil Status, Length of Service, Position, Btioical Attainment, and Performance.

Age may influence teachers' job satisfaction levehds/iduals change their outlook from youth to
adulthood and finally to maturity of life (Saracanlao, 20I5ue enough because past researchers have
observed that in the early stages of their careers, ¢hdils are often willing to sacrifice their personaksv
in the interests of their career progression.

However, as individuals advance in age to the maturityestd their career, they place a greater
emphasis on a balance between their work and famég.lierior research found out that being married leads
individuals to give their personal lives priority over ithework. Similarly, being a parent increases the
importance that individuals place on their family rol@m® research indicates that a happy family life
correlates with high levels of job satisfaction and ctoje career achievement. (Romeo, 2018)

Gender may account for a different job satisfaction lle@ender (also referred to as sex) is
frequently investigated as a variable in studies of gifsfaction (Ermayan as cited by Abellanosa, 2018).
The literature is far from conclusive about the nawfr¢he relationship. In a recent study of teachers in
various types of schools, (McCornick as cited by Del &/all016) reported that males were slightly more
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satisfied than females.

Conversely, other studies have reported that females ware satisfied with a range of job
dimensions (Debruyne as cited by Calibara, 2016). Stedhamtexs oy Juntahan (2018)und male
headteachers to be more dissatisfied with aspects ok wwan their female counterparts. Rabuya
(2019)quoted that female teachers (both primary and secongarg)more satisfied with working conditions
than males.

The research of Rabuya (2019) showed that female teadbieved greater job satisfaction than
their male counterparts. This is in line with the study aflébo as quoted Wuentispina (2017) illustrating
that female teachers found their teaching jobs morsfgat) than their male counterparts.

The factors affecting female job satisfaction arekivay environment, interpersonal relations, and
supervision of boss (by the headteacher). For men saldrgexurity of the job is most important. Men are
more concerned with extrinsic rewards (most notably péwyie women focus more on intrinsic rewards like
the satisfaction of teaching children (Puentispina, 2017).

Civil Status ould also influence the teachers’ level of job satisfaction. This is because one's needs
are varied between a single and a married person. Redondo's §009)on job satisfaction and job
performance among Physical Education, Health and MuslteoT €achers revealed that married teachers are
more serious and dedicated in their job than single ones.sThecause married teachers have the family to
be raised in, and they are much more mature, welltdileand motivated.

Years of experience have also been referred to astghaernumber of years teaching, and length of
service. For this study, length of service is deemed thet appropriate term for variable describing groups
categorized by years of experience in a particular rol€dvitick as cited by Del Valle (2016) quoted a study
that reported similar findings; satisfaction is high forlye@areer teachers, steadily lower for those with
baween six- and 2@ears’ experience; and rising for teachers with more than 20 years experience.

Again, teachers with the most experience were morsfisdtithan their less experienced colleagues.
As with age and gender, the results of previous studiesdirgdeachers are inconsistent. Soberman as cited
by Agawin (2014) research found years of experience in tepohas a predictor of satisfaction with
supervision and promotion, but the nature of the relatipp was somewhat unclear. In a study of middle- and
high-school teachers, Mertler quoted by Agawin (2014) repddetufting results.

Teachers with up to five years' experience and 11 or yemes' experience reported higher job
satisfaction than those with 6-10 years experience.estiegly, the most experienced teachers were more
satisfied than the least experienced.

Another attribute being considered as a variable indidgatthis study is position. Position relates to
employment classification in schools. Several positixist in schools besides classroom teachers. In public
schools, positioning is done through a certain guidelinghdgposition of a teacher goes higher, the scope of
duties and responsibilities especially in administrgbiesitions become more challenging and wider.

But despite this, a series of studies of Australian andidbn¢eachers identified that those in
promoted positions were more satisfied with various dspdavork than classroom teachers (Tasnim as cited
by Del Valle, 2016). There is, at present, a scarcityysfemic research comparing job satisfaction of non-
teaching staff with teachers.

Educational Attainmenis a term commonly used by statisticians to refeh&ttighest degree of
education an individual has completed. Education is a contimproasss that can be acquired through formal
and non-formal forms. Teachers are not exempted fhignbecause they serve as an agent of transmitting
knowledge to the next generation.

Therefore, teachers should be updated with what is cumdrdaggplicable to the present situation. As
one proceeds to study a higher level of education, theweedied and well oriented he/she is. This is because
new knowledge is acquired and learned then which is latex &pplied in one's work. No wonder apart from
being offered higher education programs various seminansingjaand workshops have been organized to
meet these needs. However, in the public school settimgagonal attainment is not that important since the
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upgrading of a teacher's educational qualification is owipzilsory.

Performance is also considered as one variable. @tuae the efficiency and effectiveness of
teachers, performance ratings are taken. Performaricg isidone by the teacher himself and to be checked
and corrected by immediate supervisors like school prirs;ipahster teachers, or program heads to verify the
validity of the teachers' given data.

The dependent variable of this study is the public highatdeachers' job satisfaction level for the
following four categories: Compensation and Benefits, Lieshdie of Administrators, Social Relationship, and
Work Environment.

Compensation and Benefits deals on the employee’s amount of money they receive from their work
like salary and other benefits. Sick leaves, promatidoonuses, and cash gifts are referred to as other
benefits. Although salary is considered an extrinsic réwamployees are much more concerned with the
concept of fairness and equality towards giving and providingpensation and benefits to every employee.

A low salary cannot bring job satisfaction. Salary mbst consistent with the present socio-
economic condition. It means one must cope with the cost of living with one’s salary. The teachers’ range of
salary must have the capability to meet up one’s basic needs in life because if it doesn’t, they must look for
other earning sources. They set an example that whins#iary fails to afford their family expenditures,
they go on looking for another source of income thatedww prevents them from giving their best efforts in
teaching. Sometimes the teachers get more money fitoen teaching engagements than their salary from the
school. As a result, their sincerity decreases frorin jble (teaching in school), and become irresponsible to
their main job. Thus, a salary plays a vital role tate job satisfaction.

The leadership of Administrators is considered a variable that will affect the teachers’ job
satisfaction level in this study. The leadership of adimatisrs deals with the administrator's way of
supervising his/her subordinates. A good administrator prenaot@od relationship with the persons working
with him. Teachers' awareness over their supervisorfasingtors' positive doing on duties and
responsibilities inspires the subordinates to do it ¢ir thork as well. While an administrator who's deficient
and an advocate on promoting chaos, confusions, and factions towards his subordinates’ losses the teachers’
satisfaction.

Social Relationship covers family support to the teaghéeacher-student relationship, the
interpersonal relationship among the colleagues, hedmieassistant teachers' relationship, and teachers’ -
guardian relationship attitudes of the school managingrittee as well as the local elites. If such relatson
good, people can be satisfied with the job; hence antstgonelations may bring job dissatisfaction. Thus,
the environment plays a vital role in the context ofgabisfaction.

Cotiangco (2017) quoted that social support may take the foremofional support (expressing
concern, indicating trust, boosting esteem, listening),aéggdr support (providing feedback affirmation), or
information support (giving advice, making suggestions, piogi direction). People who can serve as
sources of social support at work include supervisors, ckemmr subordinates, customers, or other non-
organizational members with whom an employee might haméact. For many employees, the opportunity
for social interaction with friendly co-workers and supsovs adds greatly to the dimension of job
satisfaction.

Work Environment refers to the infrastructure of thlea®l building, classrooms, furniture, and other
interior, teachers' rooms, toilets; especially, ttagground of the students, computer facilities, and locaifo
the schools. In a workplace, adequate facilities and dtiregs that will aid to the ease of one's work arg ver
important. The work environment helps the employee famisfortable with his/her work and inspires him to
do his job effectively and efficiently (Cotiangco, 2017).

Resear ch M ethodol ogy

The researcher utilized the descriptive method witht @fsguestionnaires answered by the teacher-
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respondents. The data gathered in the questionnaire veetéauanswer the three (3) problems in this study.
A personal unstructured interview was also conducted byrébearcher to confirm the data from the
guestionnaire.

The actual population of 41 teachers were the responitetitis study, no sampling procedure was
employed; hence the total universe is the total nurabsrspondents. The instrument used to gather the data
and information of this study was the survey questionnaire for the respondent’s profile and the adapted
standard job satisfaction questionnaires from Keith DavikLera Fay Cotiangco.

The job satisfaction survey questionnaire utilized fillowing scoring scale in describing and
interpreting the responses of the teacher-respondents:

A. For the Level of Job Satisfaction

Interval Weight Description Interpretation

4.20-5.00 5 Strongly Agree Strongly Sistikf

3.40-4.19 4 Agree Satisfied
2.60-3.39 3 Neither Agree/Disagree  Neither fiediDissatisfied
1.80-2.59 2 Disagree Dissatisfied

1.00-1.79 1 Strongly Disagree Strongly Disfatls

The statistical tool used to analyze the data gathereshswer the problems stated for this study
were the following: Frequency Counts and Percentage.Wassused to describe the personal profile of the
respondents in terms of age, gender, civil status, leng8ereice, position, educational attainment, and
performance rating. The quantitative data were testted0.05 level of significance, with the application of
the following statistical methods: Frequency count anccegpdage for Problem 1. Frequency count,
percentage, the mean, and standard deviation for ProblErequency count, percentage mean, t-test, F-test,
and z-test for problem 3.

Results and Discussions

Problem1. What is the profile of the public-schookteas in terms of Age, Gender, Civil Status, Length of
service, Position, Performance Rating, and Educatidttainment?

Table | of the succeeding page shows that the majorityeafespondents, sixteen (16) or over thirty-
nine (39.02) percent belong to the age bracket of 30 yeaemdldelow. These teachers are the young group
who are less experienced but have the desire to learnisTthis career development age as teachers in this
stage are enthusiastic about receiving direction and ssfmervirom school administrators. This group is
motivated to learn for future advancement to the rank.age bracket of 31-40 years old ranked second with
10 or 24.39% followed closely with 41-50 years old respondentsseTtare the adult group who are
experienced and have developed a social relationshiphgithco-teachers.

There are thirty-two (32) or over seventy-eight (78.05) peraefémale teachers. This data affirms
that the teaching profession is still a women's eioflhe Civil Service Commission (CSC) as quoted by
Cumaya (2012), eighty-four-point two (84&xcent of the teachers’ population were occupied by the female.

It also re-affirms the Congressional Commission on Educatiady in 1993, concluding that female teachers
covered 80.9 percent population resulting in a 1:4 male to éemaio. Filipinas dominated their male

counterparts in the education and training sectors frommapyi (87%), secondary (76%), and tertiary
education (56%) (Cumaya, 2012)
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Table I. Distribution of Respondents According to tiiriofile

AGE

GENDER

CIVIL STATUS

Richard M. Oco, PhD / International Journal of Research Publications (IJRP.ORG)

30 years old and below
31- 40 years old

41- 50 years old

51 years and above
SUM

Male
Female
SUM

SINGLE

MARRIED
WIDOWER

SEPARATED
SUM

LENGTH OF SERVICE

POSITION

0-7 years

8- 15 years

16— 23 years

24 years and above

SUM

Teacher |
Teacher Il
Teacher Ill
Master Teacher |

SUM

EDUCATIONAL ATTAINMENT

4-year degree course holder

With M.A. units
C.AR.

Full Fledge
SUM

PERFORMANCE RATING

Outstanding
Very Satisfactory
SUM

Frequency
16

10

9

6

41

Frequency
9

32

41
Frequency

12

26
1

2
41

Frequency
28

5

6

2

41

Frequency
30

7
3
1

41
Frequency

10

23
7

1
41

Frequency
9

32
41

Per centage
39.02%
24.39%
21.95%
14.63%

100.00%

Percentage
21.95%

78.05%

100.00%
Percentage

29.27%

63.41%
2.44%

4.88%
100.00%

Percentage
68.29%
12.20%
14.63%
4.88%
100.00%

Percentage
73.17%

17.07%
7.32%
2.44%

100.00%
Percentage

24.39%

56.10%
17.07%

2.44%
100.00%

Percentage
21.95%

78.05%
100.00%
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Twenty-six or sixty-three (63.41) percent are married with bwenty-nine (29.27) being single and
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four-point eighty-eight (4.88) percent of the respondents agdesand separated respectively. Teaching in
public schools with a permanent tenure is considereddjied respondents as a secured profession for the
life's sustainability of their family.

Consistent with the age bracket, length of service fy meseven years got a majority percentage of
sixty-eight point twenty-nine (68.29). The National CompeyeBased Teacher Standards (NCBTS)
classified teachermito Expert (Very competent and can support other teacher’s improvement), Experienced
(Competent in terms of Knowledge, Skills and Attitudes (KSA)wotlld benefit from further training and
development), Developing (Fairly competent in KSA and neetiduttaining and development), Beginning
(Lacking competence in KSA and require urgent training and develm)rithe average length of service is
8.6 years.

The majority of the teacher respondent's current positéwe a teacher | with 30 or 73.17% and
followed by teacher Il position with 7 or 17.07%. The third &cheer Il positions with 3 or 7.32% and 1 for
Master Teacher |. This is because the promotion of psgbhool teachers considered the educational
qualification of a master's degree as one of its maquirements. The teacher-respondents with units in
Graduate Studies totaled 23 (56.10%)is is followed with the degree holders of 10 or (24.29%) anHing
third are teacher-respondents with complete acadenigreenents (C.A.R.) for 7 or 17.07%. Teachers with a
Master's Degree got the lowest single frequency or 2dl#%. This suggests that the teachers are aware of
continuous growth by attending a normal education progra

Thirty-two or 78.05% of the teacher-respondents receiveera satisfactory rating with only 9 or
21.95% for outstanding rating. This information suggeststhigateachers did their respective jobs adequately
well. They also exhibited the ability to adjust, leana &roaden their professional skills.

Problem 2. What is the level of job satisfaction of pulligh school teachers in terms of
Compensation and Bengfits, Leadership of AdministratorsaSReiationships, and Work Environment?

Table Il of the succeeding page shows the percentage distributiotheofrespondents on
Compensation and Benefits. It yielded a mean of 4.14 with the corresponding interpretation of “satisfied”. 5
out of 10 or 50% of the indicators were rated ‘strongly satisfied” and the remaining 5 indicators were rated
with “satisfied” only.

Geting the highest mean of 4.68 is indicator 2 “I am honored serving as a teacher up to the present”
which implies that teaching is a fulfilling profession.

This supports Newstrom and Davies’ premise (Cited by Abellanosa, 2018) that employees tend to be satisfied
with their job because they are happy doing things that make fuller use of their abilities. Indicator 6 “I am
satisfied with the benefits (Bonuses/Clothing) given td ohesely follows with a mean of 4.32, reinforced
the satisfaction level on compensation and benefitsgaldth the number 5 indicator "my salary increase is
based on the position that | have." Holding a meaningfuhjut performing it are important inputs to self-
images that would make a worker happy.

Indicators 1 and 4 for "My salary is competitive witte other teachers" and "My salary is given to
me on time" formed part of the strong categories concef@amgpensation and Benefits. Indicator 9: "l enjoy
the benefits like attendance, policies, medical benefits, etc.”. Per our group discussion, the respondents
pointed out that medical assistance was only partialyled. This is because clearances are signed after
consultation by which no corresponding result or mediodirigs are released. Indicator 34y salary is just
enowh to support my needs”.
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Table Il Responses on Compensation and Benefits

Description
Strongly Satisfied (SS)

Satisfied (S)
Neither Satisfied/Dissatisfied (NSD)

Dissatisfied (D)

Strongly Dissatisfied (SD)

TOTAL

mean: 4.14 s.d. 0.80
Indicators

1. Salary is competitive

2. 1am honored to serve as a teacher
3. Salary is enough

7.

. Salary is given on time.
. Salary increase is based on position

. Same benefits (Bonuses/Clothing) given

Fringe benefits (GSIS/Pag-ibig) is

proportionate

8.

9. Enjoyed benefits like attendance policies,

Incentive is just

medical benefits, etc.

10. Given the opportunity for professional
training

Frequency

18

21
2

0

41

Interpretation:

Mean

4.24

4.68

3.71

4.22

4.29

4.32

4.02

412

3.63

4.17

s.d.

0.70

0.52

0.98

0.79

0.75

0.88

0.79

0.64

0.89

0.77

Percentage
43.90%

51.22%
4.88%

0.00%

0.00%

100%
Satisfied

Interpretation
Strongly Satisfied
Strongly Satisfied
Satisfied
Strongly Satisfied
Strongly Satisfied
Strongly Satisfied
Satisfied
Satisfied

Satisfied

Satisfied
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This finding aligned with the study of Howes as cited by Rof2€4.8) that money is the major
extrinsic reward. Employees want to work in a systerhithpromoting just and fairness. Indicators 9 and 3
were rated least satisfied with a mean of scores ofé183.71 respectively.
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Table Ill. Responses on Leadership of Administrators

Description Frequency Percentage
Strongly Satisfied (SS) 15 36.59%
Satisfied (S) 21 51.22%
Neither Satisfied/Dissatisfied (NSD) 3 7.32%
Dissatisfied (D) 2 4.88%
Strongly Dissatisfied (SD) 0 0.00%
TOTAL 41 100%

mean 4.03 s.d. 0.82 Interpretation: Satisfied

: : Satisfied

Indicators Mean s.d. Interpretation
1. Supervisor inspires in doing the task.  4.05 0.71 Satisfied

2. Supervisor informs teachers on salary 4.20 0.87 Strongly Satisfied
and promotion.

3. Supervisor monitors and evaluates tasl 4.00 0.81 Satisfied

for support.

4. Supervisor recognizes the work well 4.05 0.84 Satisfied
done.

5. Supervisor radiates concern in clarifyin 3.98 0.76 Satisfied
goals

6. Supervisor recommends promotion. 4.29 0.75 Strongly Satisfied
7. Supervisor shows evidence of trust anc 4.10 0.77 Satisfied
confidence.

8. Supervisor shows how to do what one 3.90 0.89 Satisfied
fails to comprehend.

9. Supervisor commends but does not 3.90 0.92 Satisfied
demand respect.

10. Supervisor models equal treatment to 3.80 0.98 Satisfied
teachers.

&%, IJRP.ORG
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Table 1l shows the percentage distribution of the respondent'sl Lafv Job Satisfaction on
Leadership of Administrators. It yielded a mean of 4.03 withcorresponding interpretation of "satisfied".
Two out of the ten indicators or 20% got the rating of “strongly satisfied” level while 80% of the indicators

were in the rating of “satisfied” level.

Taking the highest mean of 4.R9indicator 6 “The principal/immediate supervisor recommends for
promotion” followed closely with indicator 2 “The principal/immediate supervisor informs the teachers about
the document requirements for salary and rank promotiath' aimean score of 4.20. These two indicators
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are interpreted at with "strong satisfaction levilimplies that teachers perceived a strong leadershipeof t
administrators for their competency in communicatinthesn. Newstrom and Davies (Cited by Abellanosa,
2018) stated that managers' communication competency produsgmificant impact on employees'
performance and satisfaction levels. Indicator 10 "Suparvnodels equal treatment to all teachers" was the
least satisfied indicator with a mean of 3.80. The teaspondents claimed that favoritism is visible in the
workplace, and they felt that their supervisor does nowsbgual treatment in handling administrative

concerns.

Table IV. Responses on Social Relationship

Description Frequency
Strongly Satisfied (SS) 18
Satisfied (S) 21

Neither Satisfied/Dissatisfied (NSD)
Dissatisfied (D)
Strongly Dissatisfied (SD)

TOTAI
mean: 4.23 s.d.: 0.67

Strongly Satisfied
Indicators mean s.d.
1. Co-teachers are warm, friendly, and cooperative 4.37 0.54
2. There is a sense of fun and family in the school. 4.34 0.57
3. Teamwork in resolving conflicts and issues in 4.07 0.65
school.
4. Co-teachers trust each other in school. 3.90 0.74
5. Sense of camaraderie attracts reports to school d 4.29 0.68
and on time.
6. Co-teacher availability whenever support and 4.34 0.66
assistance are needed.
7. Take time to be with co-teachers, friends, and 4.24 0.80
family.
8. Easily fit with the people in the workplace. 451 0.55
9. Upset with some co-teachers who misbehave. 3.90 0.83
10. Consider the working environment of the school 4.32 0.52

healthy.

Percentage
43.90%
51.22%
4.88%
0.00%
0.00%

a1 . 100%
Interpretation: Strongly Satisfied

Interpretation

Strongly Satisfied
Strongly Satisfied

Satisfied

Satisfied

Strongly Satisfied
Strongly Satisfied
Strongly Satisfied
Strongly Satisfied

Sdisfied

Strongly Satisfied

Table IV shows the percentage distribution of respondents' leveblofSatisfaction on Social
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relationships. It yielded a mean of 4.23 with the corresipgnidterpretation of "strongly satisfied". Getting
the highest mean of 4.51 is indicator 8 "I can easilyith the people in my workplace" followed by
indicator 1 "My co-teachers are warm, friendly and coajpee towards me" with a mean score of 4.37. This
comprises the two indicators with a "strong satigfactevel”. It implies that the teachers in the areaehav
developed human relations.

This information suggests that the teacher respondents’ social relationship with each other is in a
very good cadition since 7 out of 10 indicators or 70% has the interpretation of “strongly satisfied” and with
3 or 30% for "satisfied" interpretations. It suggests ttesgence of positive human relation practices in the
area. The least satisfied indicators are numbergi®atMy co-teachers trust each other in school”; "I am
upset with some of my co-teachers who misbehave likeya late, no lesson plan, and often absent" with a
mean score of 3.90.

Lamattina as cited by Magomnay (2016) stated that teachénslomi levels of satisfaction and
morale can cause decreased productivity. Newstrom angeD&Rited by Abellanosa, 2018) stated that
employees who have low satisfaction tend to be abserd often. Indicator 3 "I feel that we are a team in
resolving conflicts and issues in school" is the sddowest-rated indicator with a mean score of 4.07. This
implies that a sense of belongingness and recognitioginig experienced by the teacher respondents.

Though as to trust and confidence for each other, attestioacessary to improve their relationship
towards each other. It affirmed the study of Ivancevichgasted by Cotiangco (2017) that for many
employees, the opportunity for social interaction witkrfdly co-workers and supervisors adds greatly to the
dimension of job satisfaction. Furthermore, Romeo (2018%%#d that teamwork is very essential in making
an employee responsible and successful at work.

TableV shows the percentage distribution of the respondents in thike Bvivironment. It yieldea
mean of 3.77 with the corresponding interpretation disad". Two out of ten or 20% of the indicators are
“strongly satisfied”. Five out of ten or 50% of the indicators got the descriptive interpretation of “satisfied”
while three out of ten or 30%f the indicators were belongs to “neither satisfied/dissatisfied”.

Getting the highest mean of 4.22 is indicator 1 "Th@glchnvironment is generally clean"” followed
closely with indicator 6 "Morale and safety is not a fepbin the school location" with the mean score of
4.20. The indicators are the two categories withrarigly satisfied" level. It implies that teacher-respanse
perceived strong satisfaction with their work environmanterms of cleanliness, safety, and security. This
result agrees with the findings of Howes as cited by Ro(B618) stating that a safe work environment and
location are all important contributors to job satiitac A safe and clean environment are working
conditions influencing workers satisfied to do their gfficiently.

Indicators 4 and 5; “The school assignment is far from home which entails difficulty in reporting on
time; hence late or absent" and "Long travel from haooechool and vice- versa makes me physically
fatigued; hence effective and efficient service is ofteas compromised" with the mean scores of 3.15 and
3.02 respectively. This information suggests that the mtatf school assignments thus bothers the teacher-
respondents since it requires them to travel or |daeie tamilies at home for days due to work which often
resulted in tiredness and stress.
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Table V. Responses on Work Environment

Description Frequency Percentage

Strongly Satisfied (SS) 9 21.95%

Satisfied (S) 23 56.10%

Neither Satisfied/DissatisfiedNGD) 9 21.95%

Dissatisfied (D) 0 0.00%

Strongly Dissatisfied (SD) 0 0.00%

TOTAL: 41 100%

mean : 3.77 sd.: 0.96 Interpretation: Satisfied

Indicators Mean s.d. Interpretation

1. School environment is generally clean 4.22 0.69 Strongly Satisfied

2. Equipment inadequately maintained. 3.80 0.84 Satisfied

3. Existence of stressors. 3.83 0.77 Satisfied

4. School assignment is far from home. 3.15 1.28 Neither
Satisfied/Dissatisfied

5. Long travel makes physically fatigue 3.02 1.27 Neither
Satisfied/Dissatisfied

6. Morale and safety is not a problem 4.20 0.60 Strongly Satisfied

7. School conducive for the teaching-learning process 4.12 0.68 Satisfied

8. Contented with the school facilities. 3.27 1.14 Neither
Satisfied/Dissatisfied

9. Feel comfortable with work schedule. 4.00 0.81 Satisfied

10. The overall housekeeping system is in order. 4.10 0.62 Satisfied

WWw.ijrp.org



Richard M. Oco, PhD / International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

126

TableVI Summary of TeacherRespondents’ Level of Job Satisfaction

Category Overall Mean Description

1. Compensation and Benefits 4.14 Satisfied

2. Leadership of Administrators 4.03 Satisfied

3. Social Relationship 4.23 Strongly Satisfied
4. Work Environment 3.77 Satisfied

TableVI shows the overall summary of teacher respondentsl béveb Satisfaction. Three out of
four categories: Compensation and Benefits, Leadershipmiiistrators, and Work Environment were rated
by the respondents with "satisfied" only while the single category of Social Relationship is rated of “strongly
satisfied”.

Problem 3. Is there a significant difference in @l of job satisfaction of public high school teachengnv
grouped according to Age, Gender, Civil Status, Length of Serfiosition, Educational Attainment, and
Performance?

Table VII Job Satisfaction of Teacher Respondents by Age

JOB SATISFACTION Group According to Age test
30 yrs 31-40years 41-50years 51 yrsabove statistics
Me Sd Mea Sd Mea Sd Mea Sd F test

Compensation and Benefitc 4.0 0.64 4.02 037 431 050 4.44 0.58 5.25"
Leadership of 37 112 382 035 398 064 436 058 1290
Social Relationship 42 047 409 034 431 043 448 0.49 3.08
Work Environment 3.8 060 397 035 390 048 430 047 1.78¢
F Critical = 2.87 (0.05) and 4.38 (0.01) NS = Not Signifita
* = Significant @ 0.05 level n=41 ** = gignidict @ 0.01 level

Table VII shows the statistics difference on Levelob Satisfaction of Teachers Respondents by
Age (Mean, SD, Test Statistics). Data revealed thatctimeputed F value for the first three categories:
Compensation and Benefits, Leadership of Administratard, $ocial Relationship are greater than the
tabular F value of 2.87 at a 0.05 level of confidence.

This means that the mean score of group ages: 30 and, [Ble40 years, 41-50 years, and 51 and
above show a significant difference in their perceptiojobfsatisfaction level. Thus, the null hypothesis is
rejected. Furthermore, it implies that the perceived lev@ob Satisfaction of Teacher-respondents in the first
three categories varies since as teachers mature aalllgetneeds, outlook, and aspirations in life change as
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well.

For Compensation and Benefits, Age Group: 51 and above ttagdevel of job satisfaction as
“Strongly Satisfied”. The group registered a mean score of 4.44, followed by the age grouBGtfears with
a mean score of 4.31 which is still within the range of the Job Satisfaction rating of “Strongly Satisfied”.

On the other hand, those who were grouped in 30 yeansedomd and 31- 40 years registered mean
scores 4.05 and 4.02 respectively tilted to the descrijtteepretation of "Satisfied" only. This implies tha
the Teacher-respondents were proud of their job despitewhsalary level. True enough as it aligns with the
study of Bozkurt quoted by Cotiangco (2017) who found out that edsa&ach the highest job satisfaction
level by their job’s content and the lowest job satisfaction level by their salaries. Moreover, Age may
influence teachers' job satisfaction level as indivigludange their outlook from youth to adulthood and
finally to maturity of life (Ripple cited by Saracanlao130).

For Leadership of Administrators, Age group 51 and abovel tagr level of job satisfaction as
"Strongly Satisfied". The group registered a mean sdofe36. Age groups: 41 50 years, 31- 40 years, and
30 years and below registered a mean score of 3.98, 3.83,7ahckspectively which tilted to the descriptive
interpretation of "Satisfied" only.

In the area of social relationships, the Age Group: 5ksyaad above rated their level of job
satisfaction as "Strongly Satisfied”. The group registered a mean score of 4.48, followed by the age group: 41-

50 years and age group: 30 years and below with a meanoéebBd and 4.29 which is still within the range
of the Job Satisfaction rating of “Strongly Satisfied” while those who were grouped in 31- 40 years registered

a mean score 4.09 which tilted to the descriptive interpretation of “Satisfied” only. This information suggests
that as a person grows older, gained, and achieved sarwbssore experience will lead to a higher level of
satisfaction.

This supports the study of Gunbayi as cited by Balbon (2018)gsthat senior teachers have higher
job satisfaction levels versus the new teachers. Raf2019) likewise found out that Teacher-respondents of
his study who aged 51 and above showed higher job satisfdetiels compared to those aging 31 to 41
years old.

Work Environment is the single category that yields selesomputed F value of 2.87 at a 0.05 level
of confidence. This means that the scores of four (4) agepg have no significant difference in the
perceived level of job satisfaction, thereby accepting thiehypothesis. The age group: 51 years and above
got the highest mean of 4.30 belonging to the descrijtigepretation of "Strongly Satisfied" while the other
three age groups had the mean scores belonging to the descriptive interpretation of “satisfied”. This implies
that in terms of Work Environment, the Teacher-respondentrdless of age have the common notion that
cleanliness and orderliness in the workplace are factaraffieat their level of job satisfactiofihis finding
negates the study of de Frias and Schaie as quoted by Balbon @i éund significant differences in a
perceived work environment based on age, gender, and ocrufyke.

Table VIII. Level of Job Satisfaction of Teacher Respotsiby Gender

JOB SATISFACTION Grouped According to Gender test
Male Female statistics

Mean Sd Mean Sd Z test

Compensation and Benefits 4.13 0.60 4.16 0.48 0.68'S

Leadership of Administrators 3.80 0.64 3.95 0.64 1.26%

Social Relationship 4.21 0.46 4.29 0.44 0.6

Work Environment 3.77 0.64 3.98 0.42 0.68%S

Z Critical = 1.64(0.05) and 2.33(0.01) * = Significant @ 0.05 level nsiet significance
n=41 ** = Significant @0.01 level
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Table VIII shows the Statistics difference on the ILefeJob Satisfaction of Teacher Respondents
by Gender (Mean, SD, Test Statistics). Data revealed fleacamputed Z value of all four categories:
Compensation and Benefits, Leadership of AdministratorsialSé&elationship, and Work Environment
which are 0.68, 1.26, 0.67, and 0.66 respectively are Idveer the tabular Z value of 1.64 at 0.05 level of
significance. This means that the mean scores ofrhates and females do not show a significant differenc
as to job satisfaction level. Thus, the null hypsibés accepted.

Furthermore, the data revealed that the perception of analdemale Teacher-respondents towards
the Level of Job Satisfaction in the four selected categ@vere universal since gender equality is advocated
in this country.The findings in table 3.2 confirm the study of Himabindu (2040ich found out that sex or
gender has no significant difference towards the teachers’ job satisfaction. The study conducted in U.S. and
Japan by Stedham as cited by Juntahan (2012) also revealeththeesalt. However, it negates the study of
Crossman and Harris as cited by Agawin (2014) which reportedntilas were slightly more satisfied than
females.

Table IX Level of Job Satisfaction of Teacher Respondan@ivil Status

JOB SATISFACTION Grouped According to Civil Status test
SINGLE MARRIED WIDOWER SEPARATED statistics
Mea Sd Mea Sd mea Sd Mean Sd F test

Compensation and Benefits 4.11 0.5 4.12 046 485 015 455 045 9.20*
Leadership of Administrators 4.05 0.7 3.77 0.66 4.85 0.15 4.55 0.45 14.53*

Social Relationship 428 0.4 422 0.41 5.00 0.00 4.50 0.45 35.62*
Work Environment 381 0.6 392 0.38 5.00 0.00 4.35 0.45 24.08*
F Critical = 2.87(0.05) and 4.38(0.01) * = Significant @ 0.05 level of significance

ns = not significance n=41 ** = Significant @ 0.01 level of significanc

Table IX shows the statistics difference on Level of Job Zatiiefn of Teacher-Respondents by
Civil Status (Mean, SD, Test Statistics). Data reveahed the computed tabular F-value for all four (4)
categories: Compensation and Benefits, Leadership of mistmstors, Social Relationship and Work
Environment with the mean scores: 9.20, 14.53, 35.6224r08 respectively are greater than the tabular F
value at 0.05 level of confidence. This means thatcthié status: single, married, widow/widower, and
separated show a significant difference in their perce@hbmut Job Satisfaction level, thereby rejecting the
null hypothesis.

For Compensation and Benefits, Widow/widower TeachapBedents rated their level of job
satisfaction as “Strongly satisfied”. The group registered a mean score of 4.85, followed by Separated
Teacher-Respondents with a mean score of 4.55 whicli isititin the range of the Job Satisfaction ratirfg o
“Strongly Satisfied”. On the other hand, Married and Single Teacher- Respondents registered the mean scores
of'4.12 and 4.1 respectively which tilted to the descriptive interpretation of “Satisfied” only.

In the area of Leadership of Administrators, Widow/widoWweacher-Respondents rated their level
of job satisfaction as “Strongly satisfied”. The group registered a mean score of 4.85, followed by Separated
Teacher-Respondents with a mean score of 4.55 whicHi isittin the range of the Job Satisfaction rating of
“Strongly Satisfied”. On the other hand, Single and Married Teacher-Respondents registered the mean scores
of 4.0 and 3.77 respectively which tilted to the descriptive interpretation of “Satisfied” only.

For Social Relationship, Widow/widower Teacher-Resporsdexted their level of job satisfaction as
“Strongly satisfied”. The group registered a mean score of 5.00, followed by Separated Teacher-Respondents
with a mean score of 4.50 which is still within the rangthefJob Satisfaction rating @Strongly Satisfied”.

As well as Married and Single Teacher-Respondents whicheegisthe mean scores of 4.22 and 4.2 which

WWw.ijrp.org



Richard M. Oco, PhD / International Journal of Research Publications (IJRP.ORG) @ JJRP .ORG

ISSN: 2708-3578 (Online)

129

tilted a descriptive interpretation: “Strongly Satisfied”.

For Work Environment, Widow/widower Teacher-Respondesitsd their level of Job Satisfaction
as “Strongly satisfied”. The group registered a mean score of 5.00, followed by Separated Teacher-
Respondents with a mean score of 4.35 which is stihimithe range of the Job Satisfaction rating of
“Strongly Satisfied”. On the other hand, Married and Single Teacher-Respondgigered the mean scores
of 3.92 and 3.8 respectively which tilted to the descriptive interpretation of “Satisfied” only.

This implies that the perceived level of Job Satisfactib Teacherrespondents when grouped to
civil status varies since every category connote®rdifft priorities, needs, and wants in life. In the group
discussion, the teacher-respondents admitted that singkbgaidrave lesser needs while the married ones
have many concerns to attend This finding aligns with the study of Himabindu (2010) which eded that
marital status or civil status was a significant variable in the teachers’ job satisfaction.

Table X shows the statistics difference on Level af $atisfaction of Teachers-Respondents by
Length of Service (Mean, SD, Test Statistics). Dat@akad that the computed F value for the first two
categories: Compensation and Benefits and Leadership ofrigdrators are greater than the tabular F value
of 2.87 at a 0.05 level of confidence. This means thantsn score of the length of service: 0-7 years, 8-15
years, 16-23 years, and 24 and above years of teachingassignificant difference in their perception about
job satisfaction level. Thus, the null hypothesirejected.

Table X. Statistics on Test of Difference on Levelalb Satisfaction by Length of Service

JOB SATISFACTION Grouped According to Length of Service test
0- 7 years 8-15years 16 - 23 years 24yrs & statistic
above S
Mean Sd Mean Sd Mean Sd Mean Sd F test
Compensation and Benefits 404 063 411 056 456 066 4.65 0.47 15.01*
Leadership of Administrators 376 093 418 036 429 080 438 052 13.78**
Social Relationship 419 049 426 041 458 049 448 055 2.08
Work Environment 381 058 405 059 430 050 433 0.64 234
F Critical = 2.87(0.05) and 4.38(0.01) *Significant @ 0.05 level of significance
NS = not significant n=41 ** = Significant @ 0.01 level of significance

For Compensation and Benefits, Age group: 24 years and dbevieighest mean score of 4.65
followed by the age group: 16-23 years with a mean score of Bdbié.have the interpretation of "Strongly
Satisfied". Respondents grouped under 8-15 years and 0-7ggedhe ratings of 4.11 and 4.04 respectively
falling under “satisfied”. The 24 years and above group yielded a mean score of 5.00 for six indicators.

For Leadership of Administrators, the Age: 24 years aogieagroup has the mean score of 4.38 and
interpretation of “Strongly satisfied” along with the 16-23 years group sharing a mean score of 4.29. On the
other hand, Age group: 8-15 years and 0-7 years group registee mean scores of 4.18 and 3.76
respectively tilting to the descriptive interpretation of “Satisfied” only. Result of the two indicators:
Compensation and Benefits and Leadership of Administratofirics the study of Mertler as quoted by Del
Valle, 2016) who found out that the most experienced teadheesmore satisfied than the least experienced.

The recent study by Crossman and Harris as quoted by McKoasiccited by Del Valle,
(2016)eported similar findings, with satisfaction high farly career teachers, steadily lower for those with
between six and 20 years experience, and rising for teachersnere than 20 years experience. Again,
teachers with the most experience were more satisfaed their less experienced colleagues. Furthermore,
Giinbay1 (2001) compared the age and seniority of teachers and their relationship with job satisfaction and
found out that senior teachers have a higher job satwsfdetrel than juniors.

This implies that the Level of Job Satisfaction of Teaerespondents when grouped according to
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the length of service (work experience) varies in the is§u@ompensation and Benefits and Leadership of
Administrators. This is because the higher experiencaché¢e has his salary grade level and work orientation
goes up and deepen respectively. The study of Himabindu (201@e@\bat experience is a significant
variable to teachers’ job satisfaction.

Social Relationship and Work Environment yielded a lesserpoted F-value of 2.08 and 2.34
respectively. This means that the perception on thed thjob satisfaction of Teacher-Respondents on Social
Relationship and Work Environment has no significaffedince, thus the null hypothesis is accepted. The
16-23 years group has the highest mean score for sociabmskdps followed closely by the 24 years and
above group.

Table XI. Statistics in Test of Difference on Levélob Satisfaction by Position

JOB SATISFACTION Grouped According to Position test
Teacher | TeacherIl Teacher Master statistics
Me Sd mea Sd Me Sd Mean sd F test
Compensation and Benefits 40 06 425 03 44 04 500 0.00 2267+
Leadership of Administrators 38 09 391 05 43 05 500 0.00 149.56*
Social Relationship 42 05 413 03 43 05 485 000 251
Work Environment 38 0.6 397 04 41 04 445 0.00 0.18%
F Critical = 2.87(0.05) and 4.38(0.01) =*Significant @ 0.05 level
ns = not significance n =41 ** =Significant @ 0.01 level

Table XI shows the statistics difference on Level of Job Zatfiiefn of Teachers-Respondents by
Position (Mean, SD, Test Statistics). Data revealadl ttne computed F value for the first two categories:
Compensation and Benefits and Leadership of Administratergreater than the tabular F value of 2.87 at a
0.05 level of confidence. This means that the mean ségpesitions Teacher |, Teacher Il, Teacher Ill and
Master Teacher | show a significant difference in tpeirception about job satisfaction level. Thus, the null
hypothesis is rejected.

For Compensation and Benefits, Teacher-Respondents téiViaacher | positions rated their level
of job satisfaction as “Strongly Satisfied”. The group registered a mean score of 5.00. Teacher-Respondents of
Teacher Ill and Teacher Il positions had a mean score of ©d5425 respectively the descriptive
interpretation 6 “Strongly Satisfied”. The Teacher-Respondents grouped under Teacher | positions got the
rating of 4.08 interpreted as “satisfied”. The Master Teacher I position rated all the ten (10) indicators with a
mean score of 5.00.

For Leadership of Administrators, Master Teacher | anaiciier Il positions registered a mean
score of 5.00 and 4.32 respectively both with the descriptive interpretation of “Strongly Satisfied”. Teacher I
and Teacher Il positions registered a close gap of 3.91 8Ad&pectively fAing under “satisfied”. This
implies that the teacher-respondents felt less satisfieh their administrators in promoting fairness and
equality in the workplace.

Moreover, this finding confirms the study of McCornick aediby Del Valle,( 2016) that as the
position of a teacher goes higher, the scope of duteesemponsibilities especially in administrative positio
become more challenging and wider. A series of studies égnPuentispina (2017) on Australian and
English teachers stated that those in administratives pesre more satisfied with various aspects of work
than classroom teachers. Furthermore, it also relvehs principals are more satisfied with their jobs than
teachers. Principals’ occupation of administrative positions is one possible reason for this result.

For Social Relationship and Work Environment, the poted F value was 2.51 and 0.18
respectively are lower than the computed value of 2.87 atl®@bof confidence. The hypothesis therefore
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that there is no significant difference in the pericepiof Teacher-Respondents by position is accepted.
Implications from this information suggest that perceptiontiee level of job satisfaction do not differ
significantly whether the Teacher-Respondents is inerdc Teacher II, Teacher Ill, and Master Teacher |
positions.

Per the interview conducted by the researcher, teachgondents expressed the school is an avenue
of knowing teachers' personalities as well as gettingntaww more of their colleagues through their daily
interactions despite hectic class schedules and paper wWarks, with a healthy working relationship, the
respondents feel that the atmosphere of their work@mwient is good.

Table XII revealed that by Educational Attainment (Mean, B&xt Statistics). Data show that the
computed value of the first two categories: CompensatidnBamefits and Leadership of Administrators is
greater than that of the tabular F-value of 2.87 at a 0.@b édconfidence. Therefore, the null hypothesis
that there is no significant difference in the perceptibiieacher-Respondents by Educational Attainment is
rejected.

Table XII. Statistics Difference on Level of Job Satitifan by Educational Attainment

JOB SATISFACTION Grouped According to Educational Attainment test

Degree  With M.A. C.AR. Full Fledge statistic
Me Sd Mea Sd Mea Sd Mea Sd Ftest

Compensation and Benefits 41 05 407 07 439 04 430 0.0 3.57*
Leadership of Administrators 43 05 371 09 400 0.7 395 0.0 10.81*
Social Relationship 44 04 419 04 436 05 400 0.0 2728
Work Environment 40 05 388 06 4.00 05 390 0.0 0.48°
F Critical = 2.87(0.05) and 4.38(0.01) * = Significant @ 0.05 level
ns = not significance n=41 ** =Significant @ 0.05 level

The respondents with C.A.R (Completed Academic Requirement)thaveighest mean score of
4.39 for compensation and benefits. While the Degraldédf resulted in a highest mean score of 4.33 in the
Leadership of Administrators category a little lower thaa mean score of the CAR group but both groups
were within the range of the same Job Satisfactiongati "Strongly Satisfied".

Table 3.6 revealed that by Educational Attainment, the hiegaRespondents with C.A.R
(Completed Academic Requirement) for master’s degree rated their Job Satisfaction as “Strongly Satisfied”
relative to the area of Compensation and Benefits.gitnp registered a mean score of 4.39, followed by the
Full-Fledged Master's Degree Holder with a mean scofe36f a little lower than the mean score of the CAR
group but both groups were within the range of the same akidfetion rating of "Strongly Satisfied". On
the other hand, those who were the group in the BS elegré with M.A. units registered a mean score of
4.19 and 4.07 respectively which tilted to the descriptiterpretation of "Satisfied" only.

In the area of Leadership of Administrators, Teacher-Relgda with Degree holders rated their
level of Job Satisfaction as "Strongly Satisfied". Theug registered a mean score of 4.33. On the other
hand, those who were group under CAR, Full Fledged Master’s Degree Holder and with M.A. units,
registered a mean score of 4.00, 3.95, and 3.71 respectivigly tited to the descriptive interpretation of
"Satisfied" only.

For Social Relationship and Work Environment, the poted F value was 2.72 and 0.46
respectively which is not significant at 0.05 level ohfidence. The hypothesis therefore that there is no
significant difference in the perception of Teacherg®eslents by educational attainment is accepted.
Implications from this information suggest that perceptiontiee level of job satisfaction do not differ
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significantly whether the Teacher-Respondents Educatdtainment is grouped under B.S. Degree Holder,
With M.A. units, CAR, and FulEledged Master’s Degree Holder.

In the group interview, the respondents revealed thatédeicational background does not interfere
with the kind of socialization that they have with thg#ers as they treat themselves equally. Moreover, the
healthy relationship that the respondents have resultad ial the belief that they are working in an
environment that is accessible and beneficial to thegardless of their educational attainment. The findings
in the issue of Social Relationship and Work Environmdighs with the study of Wiedmer as cited by
Abellanosa (2018) that education level (educational attainmehisirstudy) is not a significant factor that
affects employee satisfaction.

Table 3.7 shows the Statistics difference on LevdbbfSatisfaction of Teacher
Respondents by Performance Rating. (Mean, SD, Testlsg)t Data revealed that the computed z-value of
all four categories: Compensation and Benefits, Leaderstigdministrators, Social Relationship, and Work
Environment all lesser than the tabular z-value of 1.@40#& level of significance.

Table XIlI. Level of Job Satisfaction by Performanceitiat

JOB SATISFACTION Grouped According to Performance Rating test
Male Female statistics

Mean Sd Mean Sd Z test

Compensation and Benefits 4.49 0.48 4.06 0.44 1.19%

Leadership of Administrators 4.27 0.54 3.82 0.67 1.08%

Social Relationship 4,51 0.47 4.21 0.40 0.98%

Work Environment 4.28 0.53 3.84 0.46 1.39%

Z Critical = 1.64(0.05) and 2.33(0.01) * = Sigaint @ 0.05 level of significance

ns = not significant n=41 ** = Significant @ 0.01 level of significance

This means that the Teacher-Respondents' perception daviieof satisfaction on performance
rating does not have a significant difference. Furthegmioiimplies that since the organization is imposing
the same training, seminars, and workshops, the Teaesgondents perceived that everyone has an equal
opportunity for acquisition of knowledge, skills, and developmEné finding in table 3.7 supports the study
of Magomnay (2016) who found out that there is no relation leetweb performance and leadership
behavior. Furthermore, it negates the findings of Abea (2018) who found out that there is a high relation
between task performance and work environment. Thes)uh hypothesis is accepted.

On The Respondents’ Profile

The average age of the respondents is twenty-eight (28 p&l. Married, with eight-point six (8.6)
years average length of service. The majority oféhteachers were in Teacher | item position and have
earned M.A. units with a descriptive rating of verysfatitory performance

On Level of Job Satisfaction

Respondents were satisfied only with Compensation andfiBer_eadership of Administrators, and
Work Environment and strongly satisfied in the singleegory of Social Relationship.

No significant difference was disclosed on Job Satisfadtevel of Teacher-Respondents by gender
and performance. Strong significant differences werdatied on the job satisfaction level of respondents by
civil status. Significant differences for the threeegatries of Compensation and Benefits, Leadership of
Administrators, and Social Relationship were disclosedadg. Likewise, significant differences were
disclosed by the length of service, position, and educétiattainment for the first two categories
(Compensation and Benefits and Leadership of Administradaig)
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