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ABSTRACT

This research project reports findings on the peecke psychological contract and job
satisfaction of secondary school teachers in Geatnicti Siaya County, Kenya. The objective of
the study was to determine the relationship betweshological contract and job satisfaction
of secondary school teachers in Gem district. Acdpetsve survey design was used to collect
primary data by means of questionnaires. The resgsonf 180 teachers out of a sample of 200
teachers revealed that there is a relationship degtwperceived psychological contract and job
satisfaction. Using linear regression, the studyashthat an increase in the overall fulfillment of
obligations and promises (psychological contragtpbth the teacher and school would directly

cause an increase in job satisfaction.

Another key finding of the study is that, in gerdemchers feel they fulfill their promises and
obligationsto a great extent to the school, whike $chool fulfills their promises and obligations
to teachers to a little extent, which means thereviolation of psychological contract and

therefore job dissatisfaction.

This study then recommends the government and ¢heot management to revise their
recruitment policy and emphasize on equal employnaportunities. They should also
endeavor to fulfill their promises and obligatiofmsychological contract). This will go a long
way in creating a motivated and satisfied staffitther studies can be done on the influence of
psychological contract violation on performancetufe researchers should also replicate the
same study in private institutions because thergslof this study were based on institutions in

the public sector.
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CHAPTER ONE INTRODUCTION

1.1 Background of the study

During their employment with a particular organisat employees will seek process,
integrate, interpret and derive meaning from infation gained from a number of
sources, such as co-workers, supervisors and texguas well as the implied and formal
employment contract. From this process employeeld wmiake their individual

interpretations of their obligations and entitletser- that is, their psychological contract
with the organisation. Psychological contractstfiesnerge during pre-employment
negotiation and are refined during the initial pdrof employment. Potential employees
and organisational agents enter the employmentioethip with a set of expectations
about the potential relationship. These expectatioray be transactional (monetary)
and/or relational (non-monetary), and will influencthe development of the

psychological contract (Robinson and Rousseau,)1994

Psychological contract therefore refers to the mluaxpectations people have of one
another in a relationship, and how these expecmtahange and impact our behaviour
over time. The term is used mainly to describeekygectations an employee has of the
organization and the expectations the organizdiamof the employee (Argyris, 1960).
The dynamic nature of the interaction between tigs to the contract, together with
organisational goals and environmental conditionsl @ghe goal orientation of the
individual, influence the development of the psylolgacal contract (Conway and Briner,

2005).



The concept of psychological contract has captuhed attention of researchers as a
framework for understanding the employment relaiop. There has been an
exponential growth in publications on the topic the recent years (following the
publication of Rousseau’s 1989 article) giving itm@ression of a relatively new concept.
Its introduction can however be traced to the 1980& concept developed in two main
phases: its origins and early development covetfiregperiod 1958 to 1988, and from

1989 onwards.

1.1.1 The Concept of Perception

Social perception is the process of interpretmfgrimation or understanding of sensory
information (Nelson and Quick, 1997). They arghattthe opinions you form about
something depends on the amount of informationla@viai to you and the extent to which
you are able to correctly interpret the informaty@u have acquired. In other words, you
may be in possession of the same set of informatiahother people have on a particular
situation, person or group but still arrive at éi#fnt conclusions due to individual
differences in their capacity to interpret the mfation that you all have. Chalmers
(1997) says that the process of perception roytiakérs what a human being see. When
people view something with a preconceived concéplutiit, they tend to take those
concepts and see them whether or not they are. tHeredds that this problem stems
from the fact that humans are unable to understamdinformation without the inherent
bias of their previous knowledge. A person’s knalgle creates his or her reality as
much as the truth because the human mind can ontgmplate that to which it has been

exposed.



Perception is also defined as the process whgyebgle select, organize, and interpret
sensory stimulations into meaningful informatiorabtheir work environment (Rao and
Narayan, 1998). They add that perception ranks grfoe important cognitive factors of
human behaviour or psychological mechanism thablenpeople to understand their
environment. They also argue that perceptionassthgle most important determinant of

human behaviour, stating further that there candobehaviour without perception.

1.1.2 Psychological Contract

Based on Social Exchange Theory (Homans, 196&arels in psychological contract
between employer and employees has produced a mumhbmportant messages for
managers and students of management. Despite dldera origins of the term, many
managers believe that the idea of the psychologicatract offers a valid and helpful
framework for thinking about the employment relaship against the background of
changing working relationships. The literature dme tpsychological contract has
expanded considerably over the past 10 years, plymader the influence of Rousseau
(1989; 1995; 2001). However, the concept has a nuager and deeper pedigree, with
its antecedents evident in earlier work on sociahange theory. Central to this theory is
that social relationships have always been comprideunspecified obligations and the
distribution of unequal power resources (Guest4200 terms of organizational analysis,
social exchange constructs are clearly evidenthm work of Argyris (1960), and

Levinson (1962). Argyris (1960) used the term ‘@gsylogical work contract’ to describe



an embeddedness of the power of perception andvadhees held by both parties

(organization and individual) to the employmenatienship.

Significantly, this earlier literature illustratése point that employment relationships are
shaped as much by a social as well as an econotmiaege. Developing this further,
Levinson (1962) saw the psychological contract aseres of mutual expectations of
which the parties to the relationship may not thelies be dimly aware but which
nonetheless govern their relationship to each othecording to Schein (1978), these
expectations between the organization and indiviéugloyee do not only cover how
much work is to be performed for how much pay, &lgb a whole set of obligations,
privileges and rights. Schein’s insightful conttilbm alerts us to the idea that labour
unrest, employee dissatisfaction and worker alienatomes from violations of the
psychological contract that are dressed up as@@sues such as pay, working hours
and conditions of employment which form the basisaonegotiable rather than a

psychological agenda.

Psychological contracts differ from legal contraetth respect to procedures followed in
the event of violation of contract. When a legahtcact is violated, the aggrieved party
can seek redress in court of law. Violation of ggh®logical contract, however, offers no
such recourse, and the aggrieved party may chadget@ withhold contributions or to
withdraw from the relationship (Spindler, 1994). [oyees regard violation of
psychological contract when there is a perceptionthat one’s organisation has failed to

fulfil one or more obligations composing one’s gsylogical contract,” (Morrison and



Robinson, 1997, 226-231).In such cases, individtedt that the other party is unfair to
them or has not kept its part of commitment. Thalation of psychological contract
takes employees’ perception as the base and isctegpdy individual experiences and
values. Insight into the degree of fulfilment, @bbn of the contract and their causes is
important in light of their different consequendes employee behaviour (Robinson and

Rousseau, 1994).

1.1.3 Job satisfaction

Job satisfaction is an attitude or variable thflecés how people feel about their jobs. It
emphasizes the specific task environment wherengrloyee performs his or her duties
and reflects the more immediate reasons to spetdfngible aspects of the work
environment (Mowday, Porker and Steers, 1982). &hare many facets of job

satisfaction, with common classifications being,pgaypmotion, benefits, supervision, co
workers, job conditions, and the nature of the wasdelf, communication and job

security. When an employee experiences discrepbatyeen what was expected and
what was received in one or more of these facéis, employee may experience a
decrease in job satisfaction especially if theseetia were viewed as important by the

employee (Robinson and Rousseau, 1994).

Armstrong (2001) states that the level of job $atison is affected by intrinsic and
extrinsic motivating factors, the quality of superen, social relationships with work
groups and the degree to which individuals sucamethil in their work. People are
motivated to achieve certain goals and will bes$iatil if they achieve these goals. They

may be even more satisfied if they are then rewhhbyeextrinsic recognition. He argues



that work-life balance policies define how the arigation intends to allow employees
greater flexibility in their working patterns saatithey can balance what they do at work
with the responsibilities and interests they hawutside work. The policy indicates how
flexible work practices can be developed and imgleted. It emphasizes that the
number of hours worked must not be treated asteriom for assessing performance. It
sets out guidelines on specific arrangements taatbe made such as flexible hours,
compressed working week, term-time working consaaorking at home, special leave,

career breaks, and various kinds of child care.

1.1.4 Psychological Contract and Job Satisfaction

Theoretical model of psychological contract viaati (Morrison and Robinson,
1997)proposes that when an employee perceiveseepgancy in the reciprocal promises
made between the employee and the organizatioir, rdgponse may manifest as job
dissatisfaction, with resultant increase in abssate and turnover (Griffeth, Hom, and
Gaerther, 2000). If dissatisfied employees remaithe organization, they may engage in
counterproductive behaviors such as poor serviestractive rumors, theft and sabotage
of equipment, absenteeism and turnover. These equoductive behaviors result in
financial costs to the organization in terms oft Ipeoductivity and replacement costs.
Dissatisfied employees have also been found tortepoh symptoms as tension, anxiety,
disturbed sleep patterns, tiredness, depression séiffdess in muscles and joints
(Spector, 1997). These represents a very signtficast to the psychological and
physical well being of the employee, indirect fingh cost to the organization and sub

optimal performance.



Psychological Contract theory (Rousseau, 1995) estggthat employees with family
responsibilities may negotiate new psychologicaintiacts that include family-
responsive benefits such as flexible work hoursoAgithe 160 managers examined in a
cross sectional study, results reveals higher $ewél job satisfaction on perceived

psychological contract fulfillment.

1.1.5 Secondary Schools in Gem District

There are two categories of secondary schools iny&enamely public and private
schools. The public secondary schools are fundethéyGovernment or communities
and are managed through a Board of Governors arehtP@eacher Associations. The
private schools, on the other hand, are establiahddnanaged by private individuals or
organizations. Public secondary schools in Kengacategorized as National schools,

County schools and District schools.

Gem district is one of the districts in Siaya Cqunthe district has 35 registered
secondary schools, categorized as county schodldiatrict schools. The county schools
comprise of single gender, all of them purely baaydsecondary schools. Most district
schools are mixed, that is boys and girls, majds#yng day schools with a few having
the boarding wings. The district has no privateosdary school, in other words all the
schools are public. It has approximately 400 seapndchool teachers, majority of them
employed by the teachers’ service commission witleve employed by the board of

governors of the respective schools (Gem Distratidation office, 2012).



1.2 Research Problem

Managers whether consciously or not, are turnintpéopsychological contract as a way
to retain and motivate key staff. Raising motivatlevels, ensuring commitment, trust,
organizational citizenship behaviour, job satistact work-life balance etc. are key
success factors when managing people at work (Cpawd Briner, 2005). Guest (2004)
articulates the view that work places have becomeeeasingly fragmented because of
newer and more flexible forms of employment. At faene time, managers have become
increasingly intolerant of time-consuming and sksggprocesses of negotiation under

conventional employment relations systems.

Consequentially, promises and deals which are nrad@od faith one day are quickly
broken due to a range of market imperatives. With decline in collective bargaining
and the rise in so-called individualist values agsinthe workforce, informal

arrangements are becoming far more significanthe workplace. As a result, the
‘traditional’ employment relations literature isgaed to be out of touch with the
changing context of the world of work. Given thergasingly idiosyncratic and diverse
nature of employment, a framework like the psychaal contract, reflecting the needs
of the individual with implicit and unvoiced expatibns about employment, is an

appealing, ‘alternative’ paradigm for studying pkogt work.

There is a wide range of views about teacher padoce in Africa, most of which are
country specific. Standards of professional condott satisfaction and performance are

low and falling in many public secondary schoolscduse of increased hours of work,



larger class sizes, more subjects, and constahdnging curriculum. Teachers do not
perceive what is expected from them (‘psychologocadtract’) as realistic given material
rewards, workloads, and work and living environrserithey are even being asked to
take on more responsibilities, including HIV/AIDSIuEation, life skills, physical

education, counselling, and community developmadefemo, 2001).

The teacher’s age has also been found in someesttalibe linked to job satisfaction.
The aspect of age in relation to commitment vamath relation to work without

supervision, recognition and opportunity to use approaches (Immonje, 1990). This
has been characterized with an increased numbé¢hese teachers taking additional
courses in colleges and universities; diplomas,reegy and masters which are not
recognized by their employer (Teachers Service Cigsion) all in the hope of quitting

teaching profession and join other sectors whidy therceive as satisfying. In light of
these changes, psychological contracts are nownglan increasing role in helping to
define and understand the cotemporary employmdatioes (Heugens, 2006). For
schools to ensure that performance goals are egatizrough committed and satisfied
employees, an understanding of psychological contaad how it affects employee
behaviour and attitudes becomes crucial. Psychmbgtontract therefore offers a
framework for monitoring teachers’ perceptions atttudes on those dimensions that

can be shown to influence job satisfaction.

Research done on Psychological Contract includee €mployees’ perceptions of

psychological contract (Longurasia, 2008), whiclsted the extent of employees’



perception of psychological contract at the KenyaaMCommission. The study found
that employees at Kenya Meat Commission are sadisfith their employer’s fulfillment

of psychological contract and therefore have aeseafselonging and loyalty and are
obligated to the organization. Njeru (2003) studieel effects of psychological contract
on employee performance at the Telecom Kenya, wbigked at the state and content of
psychological contract and found that employeesebetl that their psychological

contracts were violated. They felt that this afectheir performance in this organization.
These studies focused on business organizationsemodnmended further research on
other disciplines. No such a study has been donkereducation sector and the current
study therefore fills the gap by examining the pered psychological contract and job
satisfaction among secondary school teachers. Téssarch problem leads to the
following research question: What is the perceiyeychological contract and job

satisfaction among secondary school teachers in Gistrict?

1.3 Objective of the Study

To determine the relationship between perceivedchpdggical contract and job

satisfaction of secondary school teachers in Gestribh.

1.4 Value of the study

The study will be important to management and teechn secondary schools in
understanding of the relationship between perceipsgchological contract and job

satisfaction which will be significant in helping aichieve the general objectives of the

10



schools. It will also be of great help to the pplimakers in the ministry of education;
County directors of education and quality assuraofices in formulating and

implementing employment policies congruent to psyagical contracts in schools. It
will also be of value to researchers and scholargdha study increase the body of

knowledge in this area.
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CHAPTER TWO

LITERATURE REVIEW

2.1The Concept of Perception

Like most concepts within the social science digogs, perception has been defined in a
variety of ways since its first usage. From the fagin’'s perspective, perception is
defined as an act of being aware of one’s enviranirtigough physical sensation, which
denotes an individual’'s ability to understand (@mais, 1997). However, many social
psychologists have tended to develop the concemindr one of its most essential
characteristics that the world around us is notslogically uniform to all individuals.
This is the fact, in all probability, that accourits the difference in the opinions and
actions of individuals/groups that are exposedh&same social phenomenon. According
to Nelson and Quick (1997: 83-84), “social percaptis the process of interpreting
information about another person.” The definitideacly highlights that the opinions you
form about another person depends on the amountosfation available to you and the
extent to which you are able to correctly interghet information you have acquired. In
other words, you may be in possession of the sanhefdnformation that other people
have on a particular situation, person or groupshilitarrive at different conclusions due

to individual differences in the capacity to intexpthe information that you all have.

Rao and Narayan (1998: 329-330) obviously sharertam characteristics of the above
definition. However, they emphasize that perceptiamks among the “important
cognitive factors of human behavior” or psycholafjimechanism that enable people to

understand their environment. They argue that,cgaion is the process whereby people

12



select, organize, and interpret sensory stimulationo meaningful information about
their work environment.” They argue that perceptisnthe single most important
determinant of human behavior, stating further tingre can be no behavior without
perception. Though focusing on managers in workinget, Rao and Narayan draw
attention to the fact that since there are no $ipestrategies for understanding the
perception of others, everyone appears to be Wieh his own inventiveness, innovative

ability, sensitiveness and introspective skillsiéal with perception.”

2.2Psychological Contract

The origins of the psychological contract go basbusands of years to the major world
religions. One of the most important prayers in fewish faith for example, “the
Amidah”, refers to the mutual expectations or psyaoyical contract between God and
the Jewish people. More recently social and palithilosophers such as Hobbes and
Locke talked about a ‘social contract’ as an undeding between citizens and the state
regarding reciprocal expectations, obligations duaties (Spindler, 1994).At its core the
social contract is about mutual expectations; thitlgat the individual can expect from
the state and things the state expects from theidudl. Some of these expectations may
be written down and enshrined in law, such as tdpe others’ property, while others,
such as expectations about the state’s provisiosaaéation facilities, are mostly implied
rather than laid down in statute. The implicit aggically unspoken nature of the social

contract is a fundamental feature of the psychoklgiontract (Rousseau, 1989).

One of the first writers to use the term psychatagcontract was Argyris, who defined it

as the implicit understanding between groups ofleyges (Argyris, 1960). This early

13



view of the psychological contract, like the soataintract before it, clearly refers to
mutual expectations and obligations. It differsnfrthe social contract as it specifically
relates to the workplace and what the foreman dgpef their team and what team
members, in turn, expect from the foreman. Psydiocéb contract was refined by Schein
in his seminal work on organizational psychologythe form it is used today by many
human resource practitioners. He describes it @sutiwritten expectations operating at
all times between a member of the organizationthedvarious managers and others in
organization. It looks at each employee expectat@out things such as salary or pay

rate, working hours, benefits and privileges thatgth the job, (Schein, 1965).

While Argyris (1960) refers to a specific understiaig between the workgroup and the
individual foreman or team leader, Schein’s defimt focuses on the high-level
collective relationship, between the individual déoyee on the one hand, and
management of the company on the other hand —hier atords the organization. The
definition of the psychological contract providearleer by Schein (1965), implies that
the psychological contract is what management gsoap expects from all individual
employees. This approach raises many complex @msstincluding the definition of
who is a manager, and how to take best accounhefdifferent views of different
managers. Very importantly if the psychological ttact is made up of all managers’
views then how can a decision be made that thehpsygical contract has been fulfilled
or broken? These and similar questions createrafisgnt challenge about how we can
measure and define the psychological contract itharevalent in an organization. To

address these and similar issues Denise Rousseafinesl the psychological contract

14



definition as something which essentially existeach individual’'s head, as a perception
shaped by the organization, regarding terms of achange agreement between

individuals and their organization(Rousseau, 1995)

A more straightforward way of saying the aboveé‘tise actions employees perceive are
expected of them and what response they expeceturnr from the employer”. The
importance of these revised definitions is thatytmefer to individual ‘employees’
expectations of the organization and also what tpeyceive the organization’s
expectations are of them. In practice of coursadividual’s perceptions about what the
organization expects of them may or may not havehntearing on what their managers
actually expect from them. An employee might, feample perceive, that their manager
really values quality — in practice the managerhhigut far more emphasis on volume,
and not care much about quality. Rousseau’s defimfbcuses on what each individual

perceives and believes in their head about their amd the organization’s expectations.

2.2.1 Formation and Development of Psychological @tract

Rousseau (2001) proposed that psychological cdatere grounded in an individual's
schema of the employment relationship. This scheleeelops early in life when
individuals develop generalized values about reacipy, hard work which are influenced
by family, school, peer group and interactions witbrking individuals (Morrison and
Robinson, 1997). Before individuals first employmerperience, they have developed
assumptions about what they should give and redeia® employment relationship and

it is this schema that influences how an individa&rprets the cues and signals from the
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organization. The socialization period seems topasicularly important in terms of
organizational influences in shaping an individsigisychological contract. Once an
individual’'s schema is fully formed, it becomesHiigresistant to change; also during the
early socialization period, newcomers are moreined to search for additional
information to “complete” their psychological caamit thereby reducing uncertainty.
Anderson and Schalk (1998) found that higher leweélsocialization reduced employee
perceptions of employer obligations during thetfirsee months of employment. In their
study the new army recruits adjusted their psyaiodd contract over an eight-week
period and this change was influenced by sociarimétion processing that “moved”
their psychological contract closer to that of exgreced soldiers. They also realized that
newcomers changed their perception of employergabbtns based on the inducements
they had received and also, newcomers changed pleeaeptions of what they had
promised based on what they had contributed. Shawmd Kessler (2000) showed that
newcomer proactivity and socialization tactics wen@ortant in influencing newcomer

evaluation of their psychological contract durihg first year of employment.

Additional organizational influences include humand structural contract makers
(Rousseau, 1995). Human contract makers (recruiteasiagers and mentors) play an
important role in communicating reciprocal obliga$ to employees and in particular,
the line manager (Guest and Conway, 2002). Stralcbantract makers (human resource
management practices) have been positively linkethé number of promises made to
employees as perceived by managers. Notwithstandirganizational influences,

individual factors still shape how individuals ctme their psychological contract and
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how they enact contractual behaviour. Robinsomakr and Rousseau (1994) argue that
self-serving biases cause individuals to over-ed@mtheir contributions and under

estimate the costs of the inducements to organizsti

2.2.2 Content of Psychological Contract

In light of the subjective nature of the psychotajicontract, researchers have attempted
to categorize psychological contract items (e.gh $ecurity, interesting work, career
prospects, pay, training and developmental oppdi#sn autonomy in job) in terms of
two underlying dimensions: transactional and refal. Transactional and relational
contracts can be differentiated based upon theudptimeframe, stability, scope and
tangibility. Transactional contracts contain higtdygible exchanges that are economic
in focus; the terms and conditions remain statierdkie finite period of the relationship
and the scope of the contract is narrow. In coptratational contracts contain tangible
and intangible exchanges; are open ended andriine t# the contract are dynamic; the
scope may be broad in that there is spill over betwan individual's work and their

personal life (Guest, 2004).

The conceptual distinction between transactionadl aelational contracts is clear.
Rousseau (2004) argues that they represent anarora continuum such that a
psychological contract can become more relationdllass transactional and vice versa.
The key issue is the crossover of items for exantpdéning may be a transactional or
relational item (Shapiro and Kessler, 2000). Thegyerationalized relational and

transactional contracts in terms of four dimensidiosus, time frame, inclusion and
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stability using a 15 item measure. Then later dereded the number of dimensions to six
to include tangibility (the degree to which thenterof the psychological contract are
explicitly specified), scope (the extent to whible boundary between work and personal
life is permeable), stability (the extent to whiitte psychological contract is subject to
change without negotiation), time frame (the pereeiduration of the relationship),

exchange symmetry (the extent to which the relatignis unequal) and contract level

(the extent to which the contract is regulatedhatihdividual or collective level).

So, in light of the empirical evidence, the queastieeeds to be raised as to whether the
transactional-relational distinction matters? Reass (2004) found that relational
employer obligations were associated with emplogeational obligations (e.g., job
security in return for loyalty) and transactionaigoyer obligations were associated with
transactional employee obligations (e.g., high fmayhigh performance).The emerging
conclusion is that the type of psychological cotttraatters in terms of defining the

potential resources to be exchanged and the nattthese resources.

2.3 Psychological Contract Fulfillment, Breach and/iolation

Researchers used psychological contract breachvandtion interchangeably until
Morrison and Robinson (1997) distinguished betwientwo in terms of cognition and
emotion. Contract breach captures a cognitive aves® that one or more obligations
have not been fulfiled and contract violation caps the emotional experience that
arises from the recognition that a breach has oeduiMorrison and Robinson, 1997).

Contract violation would include emotional distre$selings of betrayal, anger and
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wrongful harm that result from the individual’'s peption that although they have kept
their promises to another party, the other partg beoken their promises to the
individual. Therefore, one can recognize a breaxh drcurred yet at the same time not

experience feelings of violation.

Psychological contracts differ from legal contraetth respect to procedures followed in
the event of violation of contract. When a legahtcact is violated, the aggrieved party
can seek redress in court of law. Violation of ggh®logical contract, however, offers no
such recourse, and the aggrieved party may chadget@ withhold contributions or to
withdraw from the relationship (Spindler, 1994). [oyees regard violation of
psychological contract when there is a perceptionthat one’s organisation has failed to
fulfil one or more obligations composing one’s gwylogical contract,” (Morrison and
Robinson, 1997, 226-231).In such cases, individtedt that the other party is unfair to
them or has not kept its part of commitment. Thalation of psychological contract
takes employees’ perception as the base and isctegbdy individual experiences and
values. Insight into the degree of fulfilment, &bbn of the contract and their causes is
important in light of their different consequendes employee behaviour. Research
indicates a relationship between psychological remttviolation and neglect, intention to
quit, job satisfaction, organizational citizensbighaviour, turnover, intention to remain,

loyalty and voice (Robinson and Rousseau, 1994).
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2.4 Job Satisfaction

Job satisfaction is an emotion, a feeling, anuatétand a matter of perception that result
from an employee appraisal at work (Robbins, 1988% also defined as an emotional
situation related to the positive or negative juéginof job experiences (Mowday et al,
1982). They argued that job satisfaction is persassessment of individual for his/her
job and work context. Teacher job satisfactionagedmined by the degree to which the
individual perceives job-related needs are being ({darpin, 1995). Single as well as
several factors measures can be used to measurgfsiaction, such as anonymous
employee satisfaction surveys administered peradigién areas such as empowerment,

teamwork, communication and co-workers interaction.

Armstrong (2001) states that the level of job $atison is affected by intrinsic and
extrinsic motivating factors, the quality of superen, social relationships with work
groups and the degree to which individuals sucamethil in their work. People are
motivated to achieve certain goals and will bes$iatil if they achieve these goals. They
may be even more satisfied if they are then rewhhyeextrinsic recognition. He argues
that work-life balance policies define how the arigation intends to allow employees
greater flexibility in their working patterns saatithey can balance what they do at work
with the responsibilities and interests they hawutside work. The policy indicates how
flexible work practices can be developed and imgleted. It emphasizes that the
number of hours worked must not be treated asteriom for assessing performance. It
sets out guidelines on specific arrangements thatbe made such as flexible hours,

compressed working week, term-time working consaaorking at home, special leave,
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career breaks, and various kinds of child carediS8sualso show that if workforce is
satisfied with their job as well as the organizagibenvironment including its colleagues,
compensation and leadership, they will be more ctedhwith their organization as

compared to when they are not satisfied (Opkar@4R0

2.5 Psychological Contract and Job Satisfaction

Job satisfaction reflects immediate affective neast to the job and job facets and forms
soon after organizational entry. It develops mdosvly after the individual possesses a
firm understanding of not only the job and job tacdut also the organizational goals
and values, performance expectations and theirecuesices and the implications of
maintaining organization’s membership. The typeunfierstanding, underpinning job
satisfaction is not immediate; it requires expostwea variety of organizational

components outside of the job itself. Violation tbe transactional obligation of the
psychological contract (Pay, benefits and promgtioesult in a decrease in job
satisfaction while violation of relational obligatis (Loyalty and support) results in
lowering of organizational commitment (Anderson &chalk, 1998). Because of the
similarity of the consequences of job dissatistactiand psychological contract
violations, studies also suggest that satisfactantially mediates the relationship

between violation and commitment (Turnley and Feldi2000).

According to Rousseau (1989), Psychological catdgrare best understood when they

are violated. This provides one of the reasons mhight be more interesting to study

breach and violation. A reason for this is thatdPsjogical contract breach and violation

21



are relatively common, but can significantly affemnhployee behavior, attitude, job

satisfaction and commitment to the organization.

22



CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Research Design

This study used descriptive survey design sindeviblved a collection of data from
several secondary schools. This method presents ¢daocerning variables investigated
as they exist at the time of study as well as sahdt are emerging. It was appropriate
method for this study because it makes it posdibleompare and verify information

across several schools (Bryman, 2004).

3.2 Population

The population of the study was 400 teachers irp@alic secondary schools in Gem
district, according to Gem District Quality Assucanand Standards offices 2012. These

schools are classified as, county and district slsho

3.3 Sample Design

Stratified random sampling technique was used.tifiéh random sampling was used
because the population was heterogeneous; comgsisfirboarding schools and day
schools which formed the two strata. The total dansize was 18 schools which gave
50% of the total population (400) for adequate espntation. With 25 day schools and
10 boarding schools, sample size for each stratias wbtained using proportional
allocation technique. Then simple random sampliag wsed for selection of the schools

in each stratum.
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3.4 Data Collection

Primary data was collected on the key variableghef study. Thus, data collection
process involved gathering of both qualitative guodntitative information related to the
perceptions of psychological contract and job &att®on of secondary school teachers in
Gem district. Primary data was collected using cttmed survey questionnaires
developed from items in the literature review. Tuestionnaire was divided into three
parts: part one was on teacher’s bio-data; secart fpcused on measurement of
psychological contract and the third part targatezhsurement of job satisfaction (see
Appendix Il). The questionnaire was administeredegpondents through “drop and pick

later” method by the researcher.

3.5 Data Analysis

The process of data analysis involved severalestaGompleted questionnaires were
edited for completeness and consistency. The dastlken coded and checked for any
errors and omissions. The data was then analyzied) ysocedures within Statistical

Package for Social Sciences (SPSS). Descriptivieststa such as mean, standard
deviations, percentages and frequency distributwas used to generate meaning from
the data in relation to the research objective dath was then presented in form of
proportions, tables and graphs. Linear regressiafyais was used to test the relationship

between perceived psychological contract and jtisfaation.
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CHAPTER FOUR

DATA ANALYSIS, RESULTS AND DISCUSSION
4.1 Introduction
This chapter presents detailed data analysis ofetbearch. The study targeted a total of
200 teachers from a sample of 18 secondary schmatismanaged to obtain 180

guestionnaires duly filled-in which is responsesraft 90%.

4.2 Demographic characteristics of the respondents

The study captured demographic characteristichefrespondents, including the age,

level of education, number of years in service dgermand the employer.

4.2.1 Age Distribution
The study investigated the age distribution of oesients and presented the results as
shown in table 4.1.

Table 4.1 Age Distribution

Age Frequency Percentage
30 yrs and below 83 46

31- 40 yrs 67 37

41-50 yrs 23 13

51-60 yrs 7 4

Total 180 100

Source: Research Data

From the results in table 4.1, the age distribubbthe respondents shows that 46% are
below 30 years, 37% between 31 to 40 years, 13%eeet 41 to 50 years and 17 % are
between 50 to 60 years. This shows that majoritgathers in Gem district are below 40

years.
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4.2.2 Gender Distribution

The respondents were asked to state their geaddrthe results are as in figure 4.2

below.

Table 4.2 Gender Distribution

Gender Frequency Percentage
Male 110 61

Female 70 39

Total 180 100

Source: Research Data
From the results in table 4.2 above, 61% of th@ardents were male teachers while

39% were female teachers. An indication that majarf teachers in the district are male.

4.2.3 Level of Education

The level of education is important in a persorbgity to perceive the job as satisfying

or not on dimensions of self and the employer'snpses and obligations based on
knowledge and skills. The study investigated thell®f education and results are as in
table 4.3.

Table 4.3 Level of Education

Level of | Frequency | Percentage
Education

Diploma 25 14

Degree 149 83
Masters 6 3

Total 180 100

Source: Research Data

From the results in table 4.3 above, 25% of theardents are Diploma holders, 83%
have bachelors degree and 6% are holders of matgtgrse. This indicates that majority

of the teachers (83%) in Gem district are degreedns.
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4.2.4 Number of Years in the school
The number of years one has worked in an instituitiduences his or her trust on the
employer’s promises and managerial policies. Tispardents were asked to give the

number of years they have worked in their stateomd the results are as in table 4.4.

Table 4.4 Number of Years in the school

Number of | Frequency | Percentage
Years

0 — 5 months 14 8

6 — 12 months 27 15

1 yr and above 139 77

Total 180 100

Source: Research Data

From the results in table 4.4 above, it was fourad 8% of the employees have worked
in their stations for less than 5 months, 15 % haveked between 6 to 12 months and
77% have worked for more than a year. This revibalsmajority of teachers (77%) have

been in their respective schools for more thanyaae.

4.2.5 Employer
Teachers in public secondary school are employeithdygovernment through Teachers’
Service Commission or the board of governors oféspective schools. The respondents

were asked to indicate their employer and the tesuwé as in table 4.5.

Table 4.5 Employer

Employer Frequency Percentage
TSC 108 60
BOG 72 40
TOTAL 180 100

Source: Research Data
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From the results in table 4.5 above, 60% of teachsr employed by the teachers service
commission and 40 % employed by the board of gmrerof the respective schools.
This implies that majority (60%) of the teachers amployed by the Teachers Service

Commission.

4.3 Measure of Perceived Psychological Contract

Various measures that can be used to check thedeRerceived Psychological

Contract in secondary schools. The key ones aceisked as below.

4.3.1 Perceived teacher’s Obligations to the school

Perceived Psychological Contract in a school setaip be measured on a number of
variables related to work such as, flexibility, &ty, ethics and extra role behavior.

Respondents were asked to indicate the extent ichvthey are obligated to provide the

school with the following: flexibility, loyalty, ¢tical behavior and extra role behavior. A
five-likert scale was developed of 1= not at a#,t@ a little extent, 3= to some extent, 4=

to a great extent and 5= to a very great extehe résults are as shown in table 4.6.
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Table 4.6 Perceived teacher’s Obligations to the Isgol.

Perceived Teacher’s Mean | Standard Rank

obligations to school Deviation

Ethical Behavior Protect confidential information| .2@ | 0.72 2
Use school properties honestly 430 0.55 1
Follow school policies and norms  4.1% 0.71 3

Extra Role Behavior | Cooperate well with others 4.010.63 4
Work fast and efficiently 421| 0.76 1
Assist colleagues in their work 3.62 0.90 6
Share information with colleagues 3.97  0.79 5
Deliver qualitative work 418 | 0.66 2
Get along with others 4.04| 0.63 3

Flexibility Work extra hour 3.68 | 0.97 2
Volunteer to carry out extra duty 3.27 1.21 3
Work during weekend 3.71| 3.74 1

Loyalty Not immediately look for a job 3.28/ 1.23 1
Remain in teaching for some years 3.26 1.24 2

Source: Research Data

From the results in table 4.6 above, respondengsdmeat extent ( average mean = 4.3)
perceive to be obligated to the school on the asgfeéthical Behavior which relates to;
protecting confidential information, use of schopi®perties honestly and following
school policies and procedures. They also perdeigegreat extent (average mean 4.1) to
be obligated to the schools on Extra role Behawtich entails, cooperation with
colleagues, working fast and efficient, sharingorniation and delivering qualitative
work.

To some extent (average mean = 3.5), teachergiperto be obligated to some extent
on the aspect of Flexibility which includes; worgiextra hours, volunteering to work for
someone and even working during the weekends asdn@ extent (average mean 3.2)
on Loyalty that relates to; not immediately look &job offer elsewhere and to remain in

teaching for at least some years. This revealstd@hers are more obligated to their
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schools on aspects related to Ethical Behavior Extda role Behavior as part of their

psychological contract compared to aspects of Biktyi and Loyalty.

4.3.2 Perceived School’s Obligations to the teacher

The second concept in Psychological Contract isngasure the perceived school’s
obligation to the teacher. This relates to aspscish as; work-life balance, career
development, financial rewards, job content andad@mosphere. Respondents were
asked to indicate the extent to which they percéiees school is obligated to provide
them with the above aspects. This was a five-liseele of 1=not at all, 2= to a little
extent, 3= to some extent, 4=to a great extentSantb a very great extent. The results
are as follows in table 4.7.

Table 4.7 Perceived School’s Obligations to thedeher

Perceived School's Mean | Standard | Rank
Obligations to the Deviation
teacher
Social Atmosphere A conducive atmosphere at work 853.| 1.03 1
Positive relationships with colleagues 3.84 0.96 3
Positive relationships with superiors 3.72 0.81 4
A good communication among colleagugs  3.8p 0.83 1
Job Content Ability to make decision by yourself 38. | 1.09 4
Opportunities to show that you can do 3.78 0.94 1
A job with responsibilities 3.72 0.92 2
Opportunities to use your skills fully 3.71 0.90 3
Financial Rewards Motivation based on performance .673| 1.39 1
Attractive pay and benefits 3.21 1.43 3
Regular benefits and extras 3.36 1.43 2
Career Development  Opportunities for promotion 3.421.10 1
Career development opportunities 3.31 1.12 2
Work-Life Balance | Respect for your personal sitati 3.34 0.98 1
Opportunities for flexible working hours 3.32 1.22 2
Opportunities to decide when to take leave 3.08 514 | 3

Source: Research Data
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From the results in table 4.7, teachers to a sottene(average mean = 3.4) perceive that
schools are obligated to provide opportunities @areer Development, involving issues
such as opportunities for promotion in and out oho®l and career development
opportunities. They also perceive to some exterdrégge mean 3.6) schools as obligated
to provide the following on Job Content; opportyrfiocr making decision by oneself, a
job with responsibilities and opportunities to uself skills and capabilities fully.
Moreover they also perceive to some extent (avenaggn 3.8) the school as obligated to
provide the following items on Social Atmospherec@ducive atmosphere of work,
good communication and good relationship with bathlleagues and superiors.
Nevertheless, to some extent (average mean 3.4)peeive schools to provide the
following on Financial Rewards; motivation based parformance, attractive pay
packages and regular benefits. Lastly, teachersotoe extent (average mean 3.4)
perceive schools to provide the following on Wolikfe balance; opportunities for
flexible working hours, respect for personal siiatand opportunities to decide when to

take leave.

The above results indicates that teachers perqgivsome extent) schools as being
obligated to them on aspects of career developnigrance, social atmosphere, job

content and work-life balance.

4.3.3 Overall assessment of fulfillment of obligabins by both teacher and the school
After measuring the perceived obligations of a leado a school and the perceived
obligations of the school to the teacher it is img@ot to measure the overall fulfillment

of obligations by both teacher and the school t@ giomplete results of variables which
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might not have been captured. Respondents weezl dskindicate in general how well
the school fulfills its promises and obligationstteem and how well they fulfill their
promises and obligations to the schools. This whgedlikert scale of 1= not at all, 2 =
to a little extent, 3= to some extent, 4=to a geedént and 5= to a very great extent. The
results are as follows in table 4.8.

Table 4.8 Overall assessment of fulfilment of oldjations by both teacher and the
school.

Overall Mean | Standard Rank
assessment  of deviation
fulfillment

Teacher 4.08 0.62 1
School 2.72 0.93 2

Source: Research Data

From the results in table 4.8 above, teachersgieat extent (mean 4.08) feel they have
fulfilled their psychological contract by keepinigetr promises and obligations to the
school. On the other hand they perceive the sctwal little extent (mean 2.72) has
fulfilled its part of psychological contract on thromises and obligations made to

teachers.

4.4 Measure of Job Satisfaction

Fulfilment of psychological contract or its viokah has some relationship with job
satisfaction. When both the teacher and the schdfbll or violate their part of the
psychological contract on aspects of promises dtidations, it determines the teachers’
level of job satisfaction. This then called for ihéormants to indicate how satisfied they
are with some aspects of their work. This was a-likert scale of 1= not at all, 2= to a
less extent, 3= to moderate extent, 4=to a greanexnd 5= to a very great extent. The

responses are as in table 4.9 below.
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Table 4.9 Measure of Job Satisfaction

Measure of Job Satisfaction Mean Standard | Rank
Deviation
Steady employment that my work provides 3.27 0.97 1
Ability to do things that don’t go against your saience 3.22| 1.01 2
Able to keep busy all the time 3.19 1.08 3
My supervisor displays competence in decision ngakin | 3.17 | 0.94 4
The chance to work alone on the job 3.11 0.97 5
The chance to be somebody in the community 308 310 |6
Respectful and dignified treatment by my boss 2.90.94 7
My job gives me freedom to use my own judgment 2.90.84 8
The praise | get for doing a good job 280 0.84 9
Chance to advance on this job 276 0.92 10
My co-workers get along with each other 2.74  0.83 11
Feelings of accomplishment | get from my job 2.74 910 11
The way policies are being practiced 273 0.90 13
My working conditions are excellent 272 0.86 14
A strong link between my pay and the work | do. 42.6 0.94 15

Source: Research Data

From the results in table 4.9 above, teachersntmderate extent (average mean 3) feel

satisfied with their job on the facets of their jploviding steady employment, doing

things that do not go against their conscienceygable to keep busy all the time, their
supervisor displaying competence in decision makighance to work alone on the job

and a chance to be somebody in the community. &lseyfeel to a less extent (average

mean 2) satisfied with aspects such as respecttubanified treatment from their boss,

the freedom to make judgment on their job, thegaréihey get from doing a good job, the

chance to advance in their job, the feeling of aggeshment they get from their job,

getting along with each other, the way school pedicare being practiced, excellent

working conditions and a strong link between tipaly and amount of work.
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4.5 Regression Analysis

Table 4.10: Relationship between Job Satisfactiomd Perceived Teacher’s

Obligations to the School

Step | R AR? B p
400 .092

Career Development -.259 .091

Job Content 310 .060

Social Atmosphere .356 .044

Financial Reward -.224 .196

Work Balance .205 225

Step Il R AR? B p
111 .003

Perceived Teacher’'s Obligation to 111 .366

the School

Source: Research Data

The results in table 4.10 above, shows that whercéimponents of perceived teacher’s
obligation to the school were each entered in tlheeh Social satisfactiorf£.356, p=
.044) (of the perceived teacher’s obligation to $lshool) was significant and predicted
job satisfaction which accounted for 9% of the ables in the model. The findings
indicated that a good social atmosphere predicta fob satisfaction.

However, career developmet(.259,p= .091), job content}.310,p= .060), financial
reward (=-.224,p= .196) and work balanced£.205, p= .225) were not statistically

significant in predicting job satisfaction.
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Table 4.11: Relationship between Job Satisfaction nd Perceived School’s

Obligation to the Teacher

Step | R AR? B p

.286 .024
Extra Role Behavior -.065 .657
Flexibility .354 .027
Ethical Behavior -.085 522
Loyalty -.164 .253
Step Il R AR? B p

.09 .015
Perceived School’s Obligations -.009 942

Source: Research Data

The results in table 4.11 above, shows that Flexil§i3=.356,p= .027) (of the perceived
school’'s obligation to the teacher) was significant predicted job satisfaction which
accounted for 2.4% of the variables in the model.

The findings indicated that the more the teaché#éesibility the more the teacher is
satisfied by the job.

The findings further indicate that Extra Role Bebav(p=-.065, p= .657), Ethical
Behavior (3=-.085, p= .522) and Loyalty f{=-.164, p= .253) were not statistically

significant in the prediction.
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Table 4.12: Relationship between Job Satisfactiomd overall assessment of

fulfillment of obligations by both teacher and shool

R AR? Beta Sig.

.286 .068

Overall Assessment of Fulfillment of .286 .018
Obligations by both Teacher and School

Source: Research Data

The study findings in table 4.12 shows that ovemskessment of fulfilment of

obligations by both teacher and schof#.286, p= .018), significantly predicted job

satisfaction and accounted for 6.8% of the variandbe prediction model. The findings
indicated that an increase in the overall fulfillmef obligations and promises by both

the teacher and school would directly cause areas# in job satisfaction.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Introduction
This chapter summarizes the findings and makeslesioos on this study which is
perceived psychological contract and job satiséactf secondary school teachers in
Gem district. It also includes the study recommdnda for improvement and for further

research.

5.2 Summary

Age is an important facet in an employee’s peroeptf psychological contract and job
satisfaction. The study found that majority of teas in Gem district are below 40 years,
an indication of a youthful work force which is amntus. It also reveals that majority of
the teachers in the district are men and therefloeeequal employment opportunity
policies should be enhanced. The level of educasamportant in a person’s ability to
perceive aspects of psychological contract and galbisfaction on dimensions of
fulfillment or breach. The study shows that majo(83%) of teachers in the district are
degree holders and therefore understood the issng kesearched on. It further indicates
that 60% of the teachers are employed by the TemcBervice Commission which
confirms that the respondents had a comprehensinsogment contract and therefore
conversant with the key aspects of the study. Hiiteah, 77% of teachers in the district
have worked in their schools for more than one ylearefore have experience on aspects

of psychological contract relating to teachers settbol’s promises and obligations.
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Perceived Psychological Contract in a school cameasured on a number of variables
related to work such as, flexibility, loyalty, etkiand extra role behavior. The study
reveals that most teachers in the district to atgegtent (average mean = 4.3) perceived
to be obligated to the school on the aspect otealtiehavior which relates to; protecting
confidential information, use of schools propertiesestly and following school policies
and procedures. They are also to a great exteatgge mean 4.1) obligated to provide
the school with items in extra role behavior whesttails; cooperation with colleagues,
working fast and efficient, sharing information ardklivering qualitative work.
Nevertheless, teachers perceived to be obligatesbite extent (average mean 3.5) on
the aspect of flexibility and(average mean 3.2)ayalty which includes; working extra
hours, volunteering to work for someone and evemnking during the weekends, not
immediately look for a job offer elsewhere and rema teaching for at least some years.
The study therefore established that teachers ar@ great extent obligated to their

schools.

The second concept in Psychological Contract igo#reeived school’s obligation to the
teacher. This relates to aspects such as; worlbdifance, career development, financial
rewards, job content and social atmosphere. Thaty daund out that teachers to some
extent (average mean 3.4) schools are obligategrduide opportunities for Career
Development, involving issues such as opportunitieegpromotion in and out of school
and career development opportunities. They alsoeper to some extent (average mean

3.6) schools as obligated to provide the followamgJob Content; opportunity for making
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decision by oneself, and job with responsibiliteesl opportunities to use self skills and
capabilities fully.

Moreover they also perceive to some extent (aweragan 3.8) the school as obligated
to provide the following items on Social Atmosphesieconducive atmosphere of work,
good communication and good relationship with bathlleagues and superiors.
Nevertheless, to some extent (average mean 3.¢)p#eeeive schools to provide the
following on Financial Rewards; motivation based parformance, attractive pay
packages and regular benefits. Lastly, teachersotoe extent (average mean 3.4)
perceive schools to provide the following on Wolkfe balance; opportunities for
flexible working hours, respect for personal siiatand opportunities to decide when to
take leave. The results indicates that teacherseper (to some extent) schools as being
obligated to them on aspects of career developnigrance, social atmosphere, job

content and work-life balance.

However in overall fulfillment of obligations andrgmises by both teacher and the
school, study shows that teachers in the distiet great extent (mean 4) perceived they
have fulfilled their psychological contract by ké®gp their promises and obligations to
the school. On the other hand they perceived theddo a little extent (mean 2.7) has
fulfilled its part of psychological contract on th@omises and obligations made to

teachers.

Fulfilment of psychological contract or its breattas some relationship with job

satisfaction. When both the teacher and the schofill or violate their part of the
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psychological contract on aspects of promises &figaiions, it determines the teachers’
level of job satisfaction. The study establisheat teachers in the district to a moderate
extent (Mean 3) feel satisfied with their job ore thacets of their job providing steady
employment, doing things that do not go againgt tenscience, being able to keep busy
all the time, their supervisor displaying competeircdecision making, a chance to work
alone on the job and a chance to be somebody iodimenunity. They also feel to a less
extent (mean 2) satisfied with aspects such asctfsph and dignified treatment from

their boss, the freedom to make judgment on tldir fhe praise they get from doing a
good job, the chance to advance in their job, d#edirig of accomplishment they get from
their job, getting along with each other, the waphool policies are being practiced,
excellent working conditions and a strong link be#w their pay and amount of work

they do.

5.3 Conclusion

The study sought to determine the relationship betwperceived psychological contract
and job satisfaction of secondary school teachreiGem district. The study found that
perceived psychological contract has some reldtipnsith job satisfaction. Most of the
teachers in the district admit that violation of/gsological contract items between the

teachers and the schools leads to job dissatigfacti
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5.4 Recommendations

This study then recommends the government andcth@os management to revise their
recruitment policy and emphasize on equal employropportunities. They should also
endeavor to fulfill their promises and obligatidipsychological contract). This will go a
long way in creating a motivated and satisfiedfstadirther studies can be done on the
influence of psychological contract violation onrfpemance. Future researchers should
also do the same study in private institutions bseathe findings of this study were

based on institutions in the public sector.

5.5 Limitations of study

The study had several limitations that may havecd the findings of the study. For

instance, data was collected from only public tnstbns therefore the findings of the

study may not be used to generalize for all thetuisns in the country.

Data was collected just after the nationwide tedshstrike and some respondents may
have given biased information as influenced byrtbein judgment and not according to

the real situation.
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APPENDICES

APPENDIX I: LETTER OF INTRODUCTION

Dear Sir/Madam,

RE: REQUEST FOR RESEARCH PROPOSAL DATA

| am a student undertaking a degree in Master ofiriss Administration at the
University of Nairobi. Currently, | am carrying ow research project in partial

fulfillment of the degree requirements.

THE RESEARCH TOPIC IS:PERCEIVED PSYCHOLOGICAL CONTRACT
ANDJOB SATISFACTION OF SECONDARY SCHOOL TEACHERS IN GEM
DISTRICT.

| kindly request you to fill the attached questiaima. The information you will provide
will be treated with utmost confidentiality and lldle used purely for academic purposes.
I will pick the questionnaire from your office aftgou have filled it.

Thank you for your cooperation.

Yours faithfully,

MANDE ODHIAMBO WYCLIFFE
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APPENDIX II: QUESTIONNAIRE

THIS QUESTIONNAIRE SEEKS TO COLLECT INFORMATION ONPERCEIVED
PSYCHOLOGICAL CONTRACT AND JOB SATISFACTION OFSECON DARY
SCHOOL TEACHERS IN GEM DISTRICT.

INSTRUCTIONS: Kindly answer all the questions. The accuracy ofiryanswer
depends on your being straight forward in answettig) questionnaire. You will not be
identified by your answer.
Part 1: Respondents Profile
1. Name (0ptional): ...ouvieie e e
2. Gender: Male[ ] Female[ ]
3. Age Group
= 30yearsandBelow [ ]
= 3lyears—40vyears [ ]
» 4lyears—50years [ ]
= Hlyears—60years [ ]
4. Education Level
» Diploma[ ]
= Bachelors Degree [ ]
= Masters degree [ |
= Any other, please sSpecify..........cccocvvviiiiennn.

5. Employer: TSC or BOG.......cooiiiiiiiiiiiie e i

6. How long have you worked in this school?
= 0-5months[ ]
» 6-12months|[ ]

» Jlyear and above [ ]
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Part 2: Measure of psychological contract contents
1. Perceived teacher’s obligations to the school
To what extent do you believe you are obligatedotovide the school with the
following?
Scale: 1=not at all 2=to a little extent tB-some extent 4=to a great extent

5=1to a very great extent

Extra role| Cooperate well with others

behavior Work fast and efficiently

Assist colleagues in their work

Share information with colleagues

Deliver qualitative work

Get along with others

Flexibility Work extra hours to get your job done

Volunteer to carry out duties that are not yours.

Work during the weekend if necessary

Ethical Behavior Protect confidential information

Use the school’s properties honestly

Follow the school policies, norms & procedures

Loyalty Not immediately look for job offers elsewke

Remain in teaching for at least some years

2. Perceived School’s obligation to the teacher
To what extent is the school obligated to provideheof the following to you? Scale:

1=Not at all 2= a little extent 3= some extent 4gr@at extent 5= a very great extent

1/2|3|4|5

Career Opportunities for promotion

Development Career development Opportunities in the school

Job content A job in which you can make decisiorytwyrself

Opportunities to show what you can do
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A job with responsibilities

Opportunities to use your skills and capabilities

fully
Social A conducive atmosphere at work
Atmosphere Positive relationships with colleagues

Positive relationships with superiors

A good communication among colleagues

Financial rewards Motivation based on performance

An attractive pay and benefits package

Regular benefits and extras

Work —Life | Respect for your personal situation

balance Opportunities for flexible working hours depending

on your personal needs

Opportunities to decide when to take your vacation

(leave)

3. Overall assessment of fulfillment of obligation®y both teacher and the school.
Please answer the following questions using thagesd= not at all 2= to a little extent

3=to some extent 4= to a great extent 5=werg great extent

Overall, how well does your school fulfill its ladations to you?

Overall, how well do you fulfill your obligation® your school?

In general, how well does your school live up sogtomises?

In general how well do you live up to your promisesour school?
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Part 3: Measure of Job Satisfaction

Please indicate the extent to which your job allges to experience the following: Use
the following scale: - 1= not at all 2=to a les¢ent 3= to a moderate extent 4=to a
great extent

5 =to a very great extent

Being able to keep busy all the time

The chance to work alone on the job

The chance to be somebody in the community

Respectful and dignified treatment by my boss

My supervisor displays competence in decision ngakin

Being able to do things that don’t go against mysotence

Steady employment that my job provides

The way the school policies are being practiced

A strong link between my pay and the amount of watk

My organization provides me with great chance teaadement on this

job

My job gives me freedom to use my own judgment

My working conditions are excellent

My co-workers get along with each other

The praise | get for doing a good job

The feeling of accomplishment | get from my job
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APPENDIX I

List of Public Secondary Schools in Gem District

No. | School Category

1 ST. MARY'S YALA COUNTY

2 SAWAGONGO HIGH SCHOOL COUNTY
3 NYAWARA GIRLS SECONDARY SCHOOL COUNTY
4 ST. CECELIA ALUOR GIRLS SECONDARY SCHOOLCOUNTY

5 SINAGA GIRLS SECONDARY SCHOOL COUNTY
6 MALIERA SECONDARY SCHOOL COUNTY
7 MUTUMBU GIRLS SECONDARY SCHOOL DISTRICT
8 | ALUOR MIXED SECONDARY SCHOOL DISTRICT
9 YALA TOWNSHIP SECONDARY SCHOOL DISTRICT
10 | NYABEDA SECONDARY SCHOOL DISTRICT
11 | KAUDHA SECONDARY SCHOOL DISTRICT
12 | MALUNGA SECONDARY SCHOOL DISTRICT
13 | JINA SECONDARY SCHOO DISTRICT
14 | MALELE MIXED SECONDARY SCHOOL DISTRICT
15 | KAMBARE SECONDARY SCHOOL DISTRICT
16 | SIREMBE MIXED SECONDARY SCHOOL DISTRICT
17 | DIENYA MIXED SECONDARY SCHOOL DISTRICT
18 | NDORI MIXED SECONDARY SCHOOL DISTRICT
19 | WAGWER SECONDARY SCHOOL DISTRICT
20 | HORACE ONGILI SECONDARY SCHOOL DISTRICT
21 | NYAGONDO MIXED SECONDARY SCHOOL DISTRICT
22 | GONGO WAROM SECONDARY SCHOOL DISTRICT
23 | NDHENE MIXED SECONDARY SCHOOL DISTRICT
24 | APUOYO MIXED SECONDARY SCHOOL DISTRICT
25 | NYAMNINIA SECONDARY SCHOOL DISTRICT
26 | ST. MARKS KAGILO SECONDARY SCHOOL DISTRICT
27 | B.A. OHANGA MEMORIAL SECONDARY SCHOOL | DISTRICT
28 | LUNDHA SECONDARY SCHOOL DISTRICT
29 | URANGA SECONDARY SCHOOL DISTRICT
30 | SAGAM MIXED SECONDARY SCHOOL DISTRICT
31 | ULUMBI SECONDARY SCHOOL DISTRICT
32 | ST. BARNABAS ANYIKO SECONDARY SCHOOL DISTRICT
33 | NYANGULU SECONDARY SCHOOL DISTRICT
34 | LIHANDA SECONDARY SCHOOL DISTRICT
35 | ARGWINGS KODHEK SECONDARY SCHOOL DISTRICT

Source: (Gem District Education Office, 2012)
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