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Abstract 

This paper is on job satisfaction of Business Studies teachers in Edo State 
Junior Schools in Nigeria. The study determined the levels of job 
satisfaction and various dimensions of job satisfaction such as promotion, 
job tenure, salary, social support and demographic variables such as sex, 
experience, age, and marital status of Business Studies teachers as a means 
of sustaining quality African Education for sustainable growth and 
development in Africa. The findings of the studies revealed that Business 
Studies teachers in Junior Secondary Schools (JSS) in Edo State, Nigeria 
irrespective of sex, age, marital status, experience seem to be fairly satisfied 
with promotion prospects, job tenure, salary they earned, social support 
received from employers  and supervision given to them by their employers. 
Based on the above it was recommended that Business Studies teachers’  job 
satisfaction in JSS in Edo State, Nigeria could be enhanced by management 
of schools if adequate attention is paid to their welfare in terms of regular 
promotion, enhanced remuneration, guaranteed job security and adequate 
social support system. 
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of any nation. Adequate skills acquisition training programmes through technical and 
vocational education (TVE) holds the key to development and economic survival of a 
nation which business education represents. Ugwuja (2010) citing National Policy on 
Education (NPE) defined vocational and technical education as that aspect of 
education that leads to the acquisition of practical and applied skills as well as basic 
scientific knowledge. Supporting this claim Aina (2001) stated that technical and 
vocational education is the key that unlocks the door to industrialization and self 
reliance of any nation. It is in the light of these, that Clark (2005) reported that the 
technological development of a nation is highly dependent upon the adequacy of its 
teaching force in number and quality as it is presumed that no nation can develop 
above its human resources. As a result of these, it is important that business studies 
teachers are properly developed, effectively managed and sufficiently motivated in 
order to attain sustainable development goals in Nigeria.  

The future of any nation rests in the hands of its teachers for the qualities they 
possess today will inevitably be reflected in the citizens of tomorrow. There may exist 
the most sophisticated equipment, best facilities and funds but if these are not 
effectively utilized and managed by effective, efficient and dedicated staff, the 
objectives for which they are meant may not be attained. Clark (2005) also stated that 
it could be expected that the degree of job satisfaction of a business studies teacher 
has significant effects on his/her search for alternatives or the attrition rate of workers. 
She added that the non-recognition for excellent work done, non provision of good 
office accommodation for staff, lack of opportunities for advancement through 
promotion, in-service and on-the-job training, ineffective communication system, 
unstable political and economic situation, irregular pay, non-provision of good 
canteen services and lack of good office furnishing among others, tend to have 
significance on the degree of jobs satisfaction among teachers. Job satisfaction has 
been an area that has generated a lot of interest since the emergence of human relation 
movement in the 1930s. This is because of the general belief that the productivity of a 
worker is a product of the level of his/her job satisfaction. 
 When the needs of workers are not met, there seems to be dissatisfaction. 
Clark (2005) supports this assertion that when some of these needs are not met they 
may result in low job attitude and consequently poor performances which may be a 
product of frustration on the parts of the workers. Clark continuing that, when there is 
a prolonged frustration, there are always negative actions such as lateness to work, 
poor quality of work, quarrels with colleagues, dispute with management and may 
eventually lead to individual leaving the organization. Eduwen (2010) observed that 
an aggrieved worker is an unhappy worker, and unhappy worker cannot do effective 
work. He becomes depressed, his morale is low and as a result his effectiveness 
drops. Nollen (2003) also observed that happy employees are productive and efficient 
workers. UKEssays.com (2012) viewed job satisfaction as a workers emotional 
response to different job related factors resulting in finding pleasure, comfort, 
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confidence, rewards, personal growth and various positive opportunities including 
upward mobility, recognition and appraisal done on a merit pattern with monetary 
value as compensation. Owenvbuijie, (2015) state that, job satisfaction is a feeling of 
contentment an employee expresses about his/her job by saying I am ok no matter the 
circumstances he/she faces in any job situation.  
 
Concept of Job Satisfaction 
 Many authorities with interest on the concept of job satisfaction have adduced 
a number of definitions for it.  Clark (2005) stated that earlier researchers viewed job 
satisfaction as a summary of attitudes or as pleasure or an effective response of the 
workers to their jobs. Recent definitions have however, not deviated much from 
earlier views. However, Thompson and Phua (2012) viewed job satisfaction from the 
affective and cognitive job perspective. Affective job satisfaction is the extent of 
pleasurable emotional feelings individuals have about their jobs’ overall, while 
cognitive job satisfaction is the extent of individuals’ satisfaction with particular 
facets of their jobs, such as pay, pension arrangements, working hours, and numerous 
other aspects of their job. Akinmayowa (2005) defined job satisfaction as a function 
of the discrepancy between what a worker expects or thinks he/she should get and 
what he/she actually experiences in the work situation. Chen cited by Buket  (2012) 
maintained that job satisfaction describes the feelings, attitudes, or preferences of 
individuals regarding work.  

A non-satisfied worker will react to his state of dissatisfaction either by 
seeking to change the external conditions that gave rise to, or by modifying his own 
goals, expectations, perceptions or frame of reference or by reaction formations of a 
dysfunctional nature such as violence directed outward or inward. This proposition 
assumes that there is, in the normal worker, a persistent force towards the experience 
of satisfaction and the avoidance of the experience of dissatisfaction and that is he 
experiences dissatisfaction in some jobs or some aspects of it, the worker will seek 
and find accommodation in some fashion. Clark (2005) complained that unfortunately 
no real theory of job satisfaction has yet been developed and universally accepted, 
although some scholars have attempted to do so. According to them, a more realistic 
approach to the concept of job satisfaction may be to look at the individual’s need at 
work and also the needs of the organization and the demands, which it has to make of 
its employees because of the pressure exerted by the environment in which it 
operates. This leads to the consideration of job satisfaction in terms of the degree of 
“fit” between what an organization requires of its employees and what the employees 
are seeking from the organization. If the fit between what workers seek from work 
and what they actually receive is a good one, then it can be said that they have job 
satisfaction. This is a called a “good fit”, that is, employee’s role behavior meeting 
organizational role requirement and employees needs disposition being catered for by 
organizational need provision. This is why George and Jones as cited by 
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UKEssays.com (2012) sees job satisfaction as a combination of feelings and beliefs, 
which include the mental, emotional, and physical domains.  

Robbins and Jones as cited by UKEssays.com (2012) however summarized 
that in general, it appears that job satisfaction is determined by the difference between 
the amount of some valued outcomes that a person receives and the amount of that 
outcome that he feels he should receive. They stated that job satisfaction is workers’ 
emotional response to different job related factors resulting in finding pleasure, 
comfort, confidence, rewards, personal growth and various positive opportunities, 
including upward mobility, recognition and appraisal done on a merit pattern with 
monetary value as compensation. The larger the discrepancy, the greater the 
dissatisfaction, moreover, the amount of satisfaction a person feels he should receive 
has been found to be strongly influenced by what he perceives others like himself are 
receiving. If this comparison reveals that their outcomes are inequitable in 
comparison with those of others, then dissatisfaction results.  
 
Facets of Job Satisfaction 
 Over the years, considerable time and efforts have been devoted to studies on 
facets of job satisfaction and the best conclusion to draw from these works is that, 
although there are many specific and diverse job dimensions which have been shown 
to be related to job satisfaction at one time or the other, there is a set of dimensions 
common to most jobs that is sufficient to described most of the predictable variance in 
job satisfaction A summary of the dimensions of job that consistently had been found 
to contribute significantly to employees’ job satisfaction. The specific dimensions 
identified represent those job characteristics typically used to assess job satisfaction 
for which the organizational members have some positions on a like-dislike 
continuum. Job satisfaction characteristics have been classified into two, namely 
intrinsic and extrinsic dimensions. 
 
Intrinsic Dimension  

It arises from having a strong emotional interest in an activity and a sense of 
freedom and autonomy related to it.  
 Kashel as cited by Clark (2005) posited that the following motivations are 
likely to be intrinsic:  
a. Enjoyment of the work itself for its own sake.  
b. Desire to have a piece of the action such as sharing visions, missions,  

leadership, authority and responsibility. 
c. Pride in performing excellently.  
d. Need to prove some secret points to oneself.  
e. Achievement of a deep-seated value (such as helping another person). 
f. Having a deep and abiding belief in the importance of the work one is doing.  
g. The excitement and pleasure of a challenge and  
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h. Desire to exceed one’s previous level of job performance (that is, being  
competitive).  

 
Extrinsic Dimension 
 Extrinsic dimension involve the job context, that is, the external environment 
in which the worker operates. The controlling factors include the social and 
administrative atmosphere; working conditions, remunerations and other benefits, 
(Clark, 2005). A thorough review of literature reveals that these job dimension factors 
include promotion, job tenure, salary, social support and supervision. 
 
Promotion and Job Satisfaction 
 Promotion has been recognized as a factor in employee’s job satisfaction 
level. Promotions are also an important aspect of a worker’s career and life affecting 
other facets of the work experience. They constitute an important aspect of workers’ 
labour mobility most often carrying substantial wage increase (Kosteas, 2009), Blau 
& De Varo, 2007). Workers may value promotions because they carry an increase in 
job amenities such as bigger office or spending account (factor which are observable 
but for which we do not have the information) or because they enjoy the 
acknowledgement of work done and the ego boost that comes with a promotion 
(factors which are not easily observable) (Kosteas, 2009).  

Souza-Poza and Souza-Poza (2003) estimated the effect of promotions on 
worker’s satisfaction, focusing on promotion satisfaction in a small sample of 
managers. Managers who received a promotion are more satisfied with promotion 
opportunities and have greater promotion expectation for the future.  
 
Job Tenure and Job Satisfaction 
 Job tenure has been linked to job satisfaction. Kosteas (2009) asserted that 
there is negative correlation between job tenure and job satisfaction. Job satisfaction 
appears to initially decline with job tenure and then rise. This finding is consistent 
with the dynamic that individuals with lower job satisfaction are more likely to leave 
their jobs, but will give it some time on a new job before doing so. 
 
Salary and Job Satisfaction 
 Salary is also recognized as a factor in an employee’s job satisfaction level. 
Akintoye (2000) has asserted that money remains the most significant motivational 
strategy to achieve greater productively. Tella, Ayeni and Popoola (2007) stated that 
to use salaries as a motivator effectively, personnel managers must consider four 
major components for a salary structure. These are the job rate, which relates to the 
importance the organization attaches to each job; payment which encourages workers 
or groups by rewarding them according to their performance; personal or special 
allowances, associated with factors such as scarcity of particular skills or certain 
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categories of information, professionals, or with long service; and fringe benefits such 
as holidays with pay, pensions and so on. Okpara (2004) in his findings on the impact 
of salary on job satisfaction concluded that there is a male/female salary differential 
for bank managers in Nigeria. One of the reasons for salary differential could be 
linked to the high concentration of women in the lower management levels. Colvin 
(1998) asserted that financial incentives will enable them to do more of what they are 
doing. In other words, financial incentive increases productivity.  
 
Social Support and Job Satisfaction 
 The relationship between social support and job satisfaction has been 
recognized since the famous study at the Hawthorne plant of Western Electric carried 
out in the late 1920s. It was discovered that workers who identify with the group are 
more satisfy and more likely to have interpersonal and friendship needs met. Collins 
(2008) stressed the importance of social support in an organization. He asserted that 
the workers’ support group encouraged discussion, built consensus, coalitions and 
networks, helped members articulate agency demands, enabled them to be clearer 
about explicit and implicit rules and role conflict issues – encouraging movement 
towards resolution of these issues, while clarifying the workers’ own sense of role and 
mission.  
  
Supervision and Job Satisfaction 
 A number of studies have linked supervision with job satisfaction. deMato 
and Curcio (2004) opined that supervisions is linked to job satisfaction. In other 
words, their findings revealed that supervision by a district supervisor and peers 
positively predicted school counselors’ career satisfaction. Job satisfaction has been 
the primary attitude of interest to both practitioners and researchers over the years. 
Considerable time and effort have been devoted to discovering the dimensions of job 
satisfaction and the best conclusion to draw from these shown to relate to job 
satisfaction at one time or the other, there is a set of dimensions common to most jobs 
that is sufficient to described most of the predictable variance in job satisfaction. 
 
Experience and Job Satisfaction 
 A teacher with more teaching experience than a newly employed graduate 
may be used to the poor conditions of schools and be in a better position to handle the 
problems with less stress and dissatisfaction. With increased length of service, the 
importance to job satisfaction of factors such as self-actualization and conditions of 
work decreases, but the importance of pay increases.  
 
Academic Qualification and Job Satisfaction 
 Academic qualification of an individual entails the programme through which 
the individual has gone through resulting in the award of a certificate. The programme 
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may include different of courses, and also the dept or extent to which the courses are 
treated. In Nigeria, the Nigeria Certificate in Education (NCE) is awarded to 
graduates of colleges of education, while a bachelor degree in education (B.Ed) is 
awarded to graduates of Universities. Some teachers may not be professionally 
qualified in Nigeria Secondary Schools, so they may not be able to function 
successful. This can lead to inefficiency of teachers and some form of dissatisfaction.  
 
Marital Status and Job Satisfaction 
 Marital status has been linked as a factor in employee’s job satisfaction. 
Research finding has shown that marital status cannot be associated with job 
satisfaction, (Clark, 2005). Clark (2005) studied 212 married teachers and 49 
unmarried teachers to determine how satisfied they were with their jobs. The outcome 
of the study revealed that marital status cannot be linked to job satisfaction because 
they were trained and employed under the same conditions of service.  
 
Conclusion 
 In the light of the findings of this paper therefore, it could be concluded that 
business studies teachers in Junior Secondary School in Edo State, Nigeria may be are 
me satisfied with their job. Moreover, sex, age, marital status, and teaching 
experience of business studies teachers may make no significant contribution to job 
satisfaction. In regards to professional growth and professional learning, the 
majority of business studies teachers indicated that they wanted to be availed with 
opportunities to advance their careers through further study while at the same time be 
able to participate in curriculum development panels and workshops. It was apparent 
that teachers were particularly concerned about being able to participate in the school 
decision making process and that the needed working environment that provide 
opportunities for advancement while also allowing them to actively participate in the 
development of curriculum policies. Therefore efforts should be made by relevant 
authorities to provide adequate incentives to ensure retenion of business studies 
teachers in junior secondary schools in Edo state, Nigeria. It is our humble 
submission that job satisfaction among business studies teachers in Edo state Nigeria 
can help in sustaining quality Africa Education for sustainable goals and development 
in Africa as agent of transforming education that will further positive impact in 
government’s tertiary institutions and the communities at large.   
 
Recommendations 
 From the literature on the subject matter, the following recommendations 
were made: 
1. In order to address the concerns of Business studies teachers in Edo state, 
Nigeria schools administrators and other stakeholders should strive to create an 
enabling environment for teachers’ success. 
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2.  In the classroom, teachers need to perform their work with confidence and 
they must be assisted in doing so by the provision of teaching and learning materials 
for themselves as well as for their students. 
3. To motivate them further, employers should try to ensure that business 
studies teachers’ working environment is conducive, with less and  manageable 
workload, reducing teachers’ pupils’ ratio and encouraging good leadership from 
school administrators. 
4. Employers should also ensure that teachers are remunerated competitively 
and that their pay packages are base on market conditions and are comparable to 
salaries of personnel with similar qualifications in other sectors of the economy. 
5. Opportunities for professional development should be made available through 
the provision of funding for business education teachers conference, workshops and 
in-service training programmes. 
6. Staff development programmes meant to encourage teachers to enhance their 
pedagogy skills and knowledge of subject matter through further study should also 
consider and be put in place. 
7. Finally, working conditions that guaranteed opportunities for promotion 
should be put in place to make the teaching profession attractive and able to compete 
favourably with other professions in attracting competent personnel. 
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