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Abstract

The centrally designed reforms and changes in the educational system of our country may not consider
the conditions of teachers and the teaching profession. As a result these changes may affect the
Qy‘mmitme_nt, attitude and motivation of teachers. The purpose of the research study is to examine the
levels of the basic internal problems of the teaching profession, i.e. decline of commitment, misbehaving
and burn vut with particular reference to the Dangila public school teachers. Moreover, it aims to
examine the external causes and solutions of these problems purely based the opinions and suggestions of
teachers. Both quantitative and qualitative methodologies, i.e. questionnaire and interview are used in the
study. The questionnaire consists of three internationally recognized measurements, i.e. Organizational .
Commitment Questionnaire (OCQ), Teachers Misbehaving Checklist (TMC) and Maslach Burn out
Inventgry-Educational Survey (MBI-ES). The reliability of these instruments is well established in world
research arena. An interview questions were prepared to support the questionnaire and provide
qualitative examination of the problems. The target population were 475 public school teachers of
Dangila town. Four public schools were chosen as a sample using cluster sampling method where 258
teachers were represented. The results of the study clearly show the existence of the above three problems
in vai‘l level among the public school teachers of the town. Organizational commitment is low,
significant number of teachers’ show a high level of burn out and S(;me think that misbehavi;;g among
teachers is increasing. The causes of the problems are related to decline of status, increasing work load
and absence of motivation for teachers. If measures were taken by concerned the problems facing the
teaching profession can be minimized; educational reforms can be effectively realized and the
-performance_of students improved. As a recommendation, measures should focus on identifying the
causes of these problems and work on these problems. It is important to provide a fair and equitable
professional development opportunity and a fair galary and incentives for teachers. In addition, it is
necessary to minimize workloads, cool off the pace of reforms for teachers to acclimatise them, create
supportive school administration, expand carrier structure and undertake further research that help to
ease teachers problems. The research may be a basis for other reseqrchers to undertake further

exploration of the problems of the téaching profession.
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CHAPTER ONE
THE PROBLEM AND ITS SETTING

1.1 Background of the study

>

The world is in dynamic economic, social and political transformation. People and
society must cope up with this dynamism through the enculturation of the young. This prompts
ever changing educational reforms that aims at facilitating economic and social development of a -
country. The quality of education is a central theme in education system reforms. The quality of
educat?o.n is more and more judged by focusing on pupil performance, what they actuall}‘l learn,
and how well they ‘learn it. A number of studies have been conducted with the purpose of
understanding how quality in education is achieved. Grauwe & Varghese (2000), cited by Pasos
(2009), believed that text resources is the key factor for improving quality in education rather
than %teacﬁer competency. On the other hand, some research literatures site that teachers’

competency is the key factor (Fullan, 1993; Kedir, 2006; Pasos, 2009).

In order to fulfil the millennium development goals, there are wide ranges of changes in the
educational system of Ethiopia. These changes focus on particular schools that are designed to
attain better, educational outcomes, bring quality learning and enhance students’ performance.
These outcomes depend crucially on the qualit}; of teaching \and learning process, the relevance
of the curriculum, the availability of instructional resources and the school conditions. In the
schools where instructional materials are not available, the dominant role is played by teachers
, when deciding educational changes. But the centrally designed reforms and changes do not
consider the conditions of teachers and the teaching profession. Teachers were expected to
perform better, work harder and bring better student achievement. Little attention was given to
issues of teachers’ morale, commitment, motivation, workload, and working condition. This
means that educational reforms that aim to promote the quality of education and learning must |
also promote the 1n‘5n;’st of the teachers who played a vital role in its implementation of the
reforms. Some believe that this can be achieved with the help of professional development
programs for teachers. But others state that professional development by itself may not bring the

desired end result (Fullan, 1993; Kedir, 2006; Pasos, 2009).
1




The focus of the research topic is to examine the decline of teachers’ commitment, the
increase of misbehaving (Fullan, 1993; McCroskey & Young, 1981; Sava, 2002; Banfield et al,
2006) and burn out (Cole & Walker, 1998) within the teaching profession. These problems are
well researched in other countries. But from the researcher experience there is little or no
yé‘search «conducted on these‘issues in the country. In order to bring about the success of all
educational goals, these problems must be given due attention. Many researchers conclude that
the above three problems may be connected with three external causes, i.e. decline of the status,

increasing workload, and absence of enough motivation for teachers. Each of these causes has

many dimensions of its own (Fullan, 1993; Lambert, 2004; Bennell, 2004).

Foz the purpose of understanding the focus of the research topic, the term ‘in-out’ problems
is used 1o refer to the three sided ‘internal problems’ and the three sided ‘external causes’ that
strangle the teaching profession from performing its duties and make it incapable to bring about
sustainable change in the educational system. Both the ‘in’ and ‘out problems’ although for the
sake of understanding may be treated in separate way it is impossible to detach them from each
other.&le ‘in problems’ are the decline of commitment, increasing misbehaving and burn out of
teachers; and the three sided ‘out’ external causes for these problems are the decline of status of
the teaching profession in public eye, increasing workload, and absence of enough motivation for

the teachers (Fullan, 1993; Lambert, 2004; Bennell, 2004).

As we i(now, in Ethiopia Public school teachers have faced challenges that can seem
insurmountable at times. One of the challenges‘s that their opinions, beliefs and attitudes on the
current educational issues in the field of education are often overlooked by educators and policy
makers. Teachers’ views on important issues, such as the above mentioned problems, which are
seldom given the priority they deserve, need to be researched and made public. By spending time
with teachers, examining their ﬁ'ofessional opinions, it is possible to better understand their
frustrations, joys, challenges, and successes (John & Wesley, 1999; Flores, 2005; Parham, 2006;
Mansour, 2007).

On this basis, ’th"é'%opic chosen for the current study is ‘teaching profession in strangulation:

problems and solutions with particular reference to public school teachers of Dangila town.




1.2. The statement of the problem

To achieve quality education in the era of ‘education for all’ is not an easy task. In order to
give access to education to the whole population, the Ethiopian government attempt to build
n‘?ore schools, train large number of teachers, and undertook varied reforms and changes. But
these changes may not bring ;bout the expected results due to varied shortcomings. Some of the
shoncomi}lgs are the absence of enough teachers, existence of large class size, scarcity of
educational resources and bad school conditions. In addition to the new reforms and changes
thebe short comings may affect the commitment, attitude, and motivation of the existing teachers. .
According to Carter Pauline, (n.d.):

®
“new educational developments are continuously being present to schools with teachers

perceiving these developments to be imposed with no consultation in planning and

implementation, causing them to be powerless and professionally devalued. ... Such

teachers are retreating to their class rooms in defensive response to dissatisfaction;

make the school to lose access of experienced professionals that may bring new
‘ chanées to be effectively implemented (Carter, n.d.).

The purpose of this research is to examine the three fold problems facing the teaching
profession, i.e. decline of commitment, increasing misbehaving and burn out among teachers
with particular reference to public school teachers of Dangila. Moreover, it examines if the major
“causes for these problems revolve around the decline of the status of teaching profession,
increasing work load, and absence of enough tgachers’ motiyation. It also examines the impacts
of these problems on student performance and learning. In addition, the study also tries to find
remedial solutions to the problems. Therefore, the study focuses on examining and answering the

+ following major research questions:-
*
e What is the level of the decline of commitment, misbehaving and burn out among the
public school teachers of Dangila?
e Is the level of commitment, misbehaving and burn out varied with experience,
educationa}*fx”szyél and gender?
e What are the causes of the decline of commitment, misbehaving and burn out among the

public school teachers of Dangila?




e What are the opinions of teachers concerning the effects of the decline of commitment,
misbehaving and burn out on student performance?

e What can be done to solve these teaching profession problems?

. " 1.3. . The objectives of the study

The general objective of the study is to examine the level of the decline of commitment,
misbehaving and burn out among public school teachers of Dangila. Moreover, the study will
exdmine the causes for these problems; identify the remedial solutions that minimize the
negative upshot on student performance and learning as suggested by the participants of the
study, .i.e. the teachers with varied characteristics. The specific objectives of the study are to:-

e cxamine if the decline of commitment, misbehaving, and burn out among the public
school teachers is at a low, medium or higher level.

e see if demographic factors like gender, years of experience and educational level of

‘ teachers affect the variation in commitment, misbehaving and burn out of teachers.

e examine if the causes of the decline of commitment, misbehaving and burn out‘among
the public school teachers are related to decline of status, workload and absence of
motivation.

e cxamine if the teachers feel that decline of commitment, misbehaving and burn out
afféct student performance and learning.

e suggest recommendations that help to ‘minimize the problems based on the opinions of

teachers.

1.4. Significance of the study

This research is significant in that:-

e it may help#®¥direct the attention of the government and policy makers to the problems

of the teaching profession and propose solutions that minimize the problems.




e it may direct the attention of concerned bodies such as HEIs, ME, AEB, etc to apply
remedial solutions on individual, school, community and government level which
liberate teachers from the strangulating problems and enhance their performance.

e it may assist curriculum development specialists and national policy makers who design

¥ teacher-training policies that focus on the problems and solutions of teaching
profession. The study provides a tip-off that helps curriculum designers to design and
i;nplement a new teacher-training curriculum that is inclusive and participatory.

e it may help other researchers to focus on issues of the interrelationship between teachers
commitment and students achievement, teachers misbehaving and teaéhers- student

interaction, increasing work load and burn out which are not yet explored in detail.

1.5. Delimitation of the study

The general objective of the study is to examine the levels of the decline of commitment,
misbehaving and burn out of teachers; as well as their external causes with particular reference to
four P§>lic School teachers of the town of Dangila. It does not include any other miscellaneous
problems and causes that negatively affect the teaching profession from performing its duties
effectively. Therefore, the study is delimited to examining the three ‘in-out’ problems that
strangled the public school teachers of Dangila and its effect on students’ performance and

Jearning and identifying remedial solution on that basis.

& -
1.6. Limitation of the study

The first limitation of the study is that the instruments of the questionnaire are adopted from
scholars of other countries and translated into Amharic for teachers o understand them which
may bring distortions of meaniﬁg due to absence of exact words for some English words.
Secondly, the study uses the opinions and feelings of the participants of the study, i.e. teachers
who may not openly express their opinions on the major problems of teachers. This may be the -
result of fear of retaliation from the authorities. Moreover, the qualitative nature of the research

may minimize the geﬁ cralizabiity of the sesults out side of the town.




1.7. Definition of Terms

The ‘in problems’: a term used to refer to the three major internal problems of the teaching

profession. These internal problems are decline of commitment, misbehaving and burn out.

7

The ‘out problems’: a tesm used to refer to the three major external causes that bring about
decline of commitment, misbehaving and burn out among teachers. These external problems of
the teaching profession are decline of status of the teaching profession, increasing work load and

absence of enough motivation.
A

1.8. Organization of the study

-

The study is orgénized into five chapters. The first chapter deals with the research prbblem
and its setting. Under this, the background of the study, the statement of the problem, the
objective, significance, delimitation, limitation and definition of terms are incorporated. The
secon&hapter focused on the literature review. The third chapt?r elaborate the research design
and methodology of the study. The fourth chapter deals with the énalysis of the data, the findings
and discussions. The final chapter include the summary, the conclusion and recommendation of

the research.
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CHAPTER TWO
LITRATURE REVIEW

v . 2.1. Teachers as committed change agents

Teachers as change agents are anticipated to bring about change in the society and the
schools. This requires teachers to have a moral purpose. When teachers fuse moral purpose with
the' skill of change agent it will bring about a viable cognitive and behavioral change among
students. Moral purpose helps teachers to focus on the needs and interests of students. The skill
of change agent encourages them to invent and utilize better strategies for realizing the vital

®
moral geal, i.e. enculturation of the young (Fullan, 1993).

Moral purposes are the unique characteristics of many effective teachers. They keep them to
go on working in a sustained resilience in the face of hardship. Good teaching by nature demands
a care‘nd respect for the students and honestly and justly delivging what is being taught. Both
the teachers and students work better and become successfui when they are cared.about.
Moreover, the mysteries of teaching demands attention to the intangibles effects of teachers’
characters and conducts on the personality of students. These effects may be apparent in the tone
of voice a teacher uses to speak to a student, in the way a teacher resolves contradictory needs

and interests in the classroom, in selecting teaching and learning resources, in evaluating student

works , and in éonducting the daily practices, et¢ (Day, 2007;.Campbell, 2008).

Teachers need the skills of change agent which help them to be effective and successful in
their profession. These skills of change agent are: personal vision which refers to the inner
examination of the reason for t¢aching and to focus on the preferred future; sustained inquiry
which refers to the personal force of vitality and renewal necessary for the teaching profession;
mastery of the subject matter which refers to the knowledge competency on the subject one
teaches; collaboration which refers to working with and exchanging instructional ideas and

inventions with othﬁ?k‘%ﬁeagues for instructional improvement and success (Fullan, 1993).




Skills of change agent cannot be attained only with enhancing teacher’s professional
development using pre-service or in-service training. Professional development programs have
by itself many problems of its own. The desire to be professionally effective comes from within
the teacher. It is an internal readiness to fulfil a moral responsibility, to live oneself in a
cgntinued learning mode, to b.e a good example to students (Fullan, 1993). But again the strength
from within is determined by the external conditions which favours moral purpose. The question
is how ca;l we create a man of action among teachers? This bring the need to identify the major

problems facing the teaching profession; the causes of these problems and the remedial solutions.

]

2.2. The problems of teaching profession

. 2.2.1. Decline of commitment

Commitment personifies teachers’ sense of being attached emotionally and intellectually to
teaching profession or practice. It is teachers’ enduring conviction to make a difference and bring
a lastige change in their students using their personality, knowledge and skill (John & Wesley,
1999; Day, 2007). It is also means teachers’ devotion, identification, association in the teaching
profession with a noble object in mind which keeps the well being of students in focus (john &

Wesley, 1999; Kwok Wei, 2006; Day, 2007).

Teachefs’ commitment is many dimensional in nature. There is commitment to the school,
to students, to carrier continuance and professional knowledge. Moreover, it includes teachers’
positive emotional attachment to teaching proifession, investing their free time with students,
focusing on individual student needs, a responsibility to impart knowledge, attitude, values and
beliefs, maintain professional knowledge, a willing engagement with the school and the
community (Huberman, 2004; Croswell & Elliot, 2004; Croswell, 2006). Since teaching
profession is collective in naturekit must be understood in the school context. The success of a
school is determined by the level of the organizational commitment of the staff members. This is
expressed in a strong belief in and acceptance of the school’s goals and values; an eagerness to

wield considerable effort on its behalf; and to remain as its member despite difficulties (Bull,
2005; Croswell, 2Q66 ;
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CHAPTER ON E
THE PROBLEM AND ITS SETTING

L1 Background of the study

>

- The world is in dynamic economic, social and political transfqrrnation. People and
society must cope up with this dynamism through the enculturation of the young. This prompts
ever changing educational reforms that aims at facilitating economic and social .devel(.)pn.lent ofa -
country. The quality of education is a central theme in education system reforms. The quality of
educaﬁqn is more and more judged by focusing on pupil performance, what they actuall‘y learn,
and how well they learn it. A number of studies have been conducted with the purpose of
understanding how quality in education is achieved. Grauwe & Varghese (2000), cited by Pasos
(2009), believed that text resources is the key factor for improving quality in education rather
than ‘teacﬁer competency. On the other hand, some research literatures site that teachers’

competency is the key factor (Fullan, 1993; Kedir, 2006; Pasos, 2009).

In order to fulfil the millennium development goals, there are wide ranges of changes in the
educational system of Ethiopia. These changes focus on particular schools that are designed to
-attain better, educational outcomes, bring quality learning and enhance students’ performance.
These outcomes depend crucially on the qualit;/ of teaching \and learning process, the relevance
of the curriculum, the availability of instructional resources and the school conditions. In the
schools where instructional materials are not available, the dominant role is played by teachers
when deciding educational changes. But the centrally designed reforms and changes do not
consider the conditions of teachers and the teaching profession. Teachers were expected to
perform better, work harder and bring better student achievement. Little attention was given to
issues of teachers’ morale, commitment, motivation, workload, and working condition. This
means that educational reforms that aim to promote the quality of education and learning must }
also promote the 1n}$st of the teachers who played a vital role in its implementation of the
reforms. Some beheve that this can be achleved with the help of professional development
programs for teachers. But others state that professional development by itself may not bring the

desired end result (Fullan, 1993; Kedir, 2006; Pasos, 2009).
1




Commitment is a very decisive factor in the success of educational transformation. Its
absence contributes to the decline of teachers' work performance, misbehaving, and teachers’
burnout. Moreover, teachers’ commitment has an important influence on students' performance
and their attitudes towards the school. If commitment is low, it kills teachers’ beliefs in their
pﬁ)fessional identity, minimizes their enjoyment and satisfaction and negatively affects student

performance (Huberman, 2004; Crosswell & Elliott, 2004).
2.2.2. Teachers’ misbehaving

Teaching is an important profession that is linked with credibility. Credibility is important
in hun:an communication which demands the communicators (teachers) to pay attention to what
they say, how they épeak so that they will get the full attention and acceptance of their audiences
(students) (Wahlstrom, 1992). Teacher’s credibility has an impact on the attitudes and
perceptions of students concerning their teachers’ effectiveness and capability. It refers to the
degre&o which a teacher is perceived as believable as instrus:tor by education servi.ce users
(students and their parents). This means it refers to the degree'to which students perceive the
teacher capable of transferring knowledge. There are three elements of teachers’ credibility:
competence, trustworthiness, and friendly disposition (or caring) (Thweatt & McCroskey, 1996;
Banfield, Richmond & McCroskey, 2006). Other educators and psychologists enumerate almost
“similar charhcteristics of effective teachers that bring about desired outcomes, i.e. clarity, variety,
engagement, uses of students ideas, enthusiasma, friendliness and smile. Teachers’ credibility is

determined by teachers’ immediacy (Borich, 1988; Lock & Ciechalski, 1995; Thweatt &
McCroskey, 1996). For Bozkay and Ayelin (2008)

-

teacher immediacy can besportrayed as verbal and non- verbal behaviors that reduce
physical and psychological distance between teachers and learners. Immediacy
perceived by the learner in a learning environment can be viewed as an indicator of
reduced feeling of isolation (Bozkaya & Ayelin, 2008).

v

The opposité of teachers’ credibility is teachers’ misbehaving. Some scholars tried to use
another word for misbehaving, i.e. non immediacy. Some scholars indicate that ‘non immediacy’

of teachers’ is considered by students as ‘misbehaving’. Teachers’ ‘misbehavior’ is defined as

9




any teacher activity that interferes negatively with instruction or students learning (Thweatt &
McCroskey, 1996). Scholars identify more than 28 types of teachers’ misbehaviors. The major
ones are: absenteeism, confusing students, using sarcasm /mockery/ scorn/, giving boring
instruction, grading unfairly, favoritism, killing time with unnecessary issues, sexual harassment,
cgming late. These misbehav_ing types are categorized into three: incompetence, indolence and
offensiveness. On the other hand Bridges (1974) categorized teachers misbehaving as ‘fechnical,

bureaucrgltic, ethical, productive and personal failures’ (Bridges, 1974).

2.2.3. Teachers’ burn out

The other vital problem in the teaching profession is teachers’ ‘burn out’ which refers to
®
lack of energy and gut to continue carrying out the dynamic responsibility pilled every day on
their shoulders. It indicates teachers who lost their vitality due to internal and external conditions

(Cole & Walker, 1989; Schwab, Jackson & Schuler, 1986; Lopez, Marino & Bolano, 2008).

T]‘term ‘burn out” is first used by Freudeberger in 1974, to indicate exhaustiveness and
wearing out of professionals due to top-heavy work and hassle c;ver an extended period of time.
It is considered as a malaise of professionals who provide services to the public. Studies show
that teaching when compared to the other professions manifests high level of exhaustion and
cynicism (Cole & Walker, 1989; Dworkin, 2001; Evers, Brouwers & Tomic, 2002; Gil-Monte,
2005; Hakafien et al, 2006; Galanakis et al, 2009).

é N

Scholars usually explained burn out in terms of three dimensions: emotional exhaustion,
depersonalization and lose of sense of personal accomplishment (Johnson et al, 2005; Evers,
Brouwers & Tomic, 2002; Galanakis et al, 2009; Azeem, 2010). Emotional exhaustion indicates
a psychological helplessness of tgachers to perform on a level expected of them and behaviorally
flabby to make an effort towards the achievement of institutional goals. Depersonalization
(cynicism) indicates teacher’s withdrawal, or distancing from colleagues and students which is -
manifested in the form of unfriendly relationships, physical and mental remoteness. The sense of
feeling of reduce(l f;rsonal accomplishrent (reduced professional efficacy) indicates teachers’
negative self evalhations, feeling of decreased productivity, effort, and fear of failure (Dworkin,

2001; Jackson & Rothman, 2005).

10




2.3. The causes of the problems of the teaching profession

Many scholars who tried to examine the reasons for the decline of the quality of teaching
associate it with three important factors. These are: disregard of the society to teaching
pr’ofession; low income and motivation of teachers; increasing work load on teachers due to
varied educational transformations and changes. These three dimensional problems lay the
teaching profession in strangulation and bring three triangular effects explained above i.e.
absence of commitment, existence of misbehaving and burn out (Bennell, 2004; Lambert, 2004;
Mansour, 2007). These problems tighten their grip on teachers became the disheartenment
factors which led to decline of quality teaching, loss of the best teachers. In this situation, the |
teaching profession becomes work of last resort (Bennell, 2004; Dolton & Chung, 2004). For the

»

purpose-of understanding, it is important to explore the causes one by one.

2.3.1. Decline of the status of the teaching profession

‘e Status of teaching profession is defined as the position, standing, rank, importance of
teaching profession in the society when compared with other pfofessions (Hoyle, 2001.): Some

scholars examine the definition of status from insiders and outsiders perspective:

From outsiders’ perspective, a profession with high status is characterised by
admiration by clients and the public at large, trusted to act in publics' best interests,
and get proper reward for a complex and demanding role. From insiders’ perspective
status refers to how individual teachers view themselves, their work and their

profession (Hargreaves et al, 2006).

According to research results individual teachers view a high status profession as
characterised by being valued, rewarded and respected, with low extetnal control and regulation.
Moreover, a high status professign enjoys positive media images, performed in quality working
conditions, having an attractive life-long career, trusted by the community, and with high levels
of performance and lengthy period of training. On the other hand, they consider their teaching -
profession as highlym ubject to external control and regulation; with bad working conditions;
disrespected and Qéi/élued by the society, having less reward and motivation; less trusted by the
society and with 'bad media images (Hargreaves et al, 2006; Mhando, 2006; Hall & Langton,
2006; Kane & Mallon, 2006). According to Bennell, (2004)
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the status of teachers in most countries has declined considerably in recent decades.

Particularly in low income countries,[the] ‘de-professionalization’ process is more

pronounced due to protracted economic and social crisis, increasing diversification of

teaching force, increasing reliance on less qualified teachers and dramatic decline of
» standard of living (Bennell, 2004).

-

g 2.3.2. Increasing workload

, Workload refers to the amount of work assigned to a specific teacher or group of teachers to
do in a given or specified time or period. Teachers’ workload has been a problem for more than -
two decades. Teaching conditions have changed and intensified in the recent times due to
heightened expectations, broadened demands, increased accountability, more humanitarian
respons{bilities, multiple innovations, increased amounts of administrative work, overcrowded
class rooms, scarcity of teaching resources. Some researchers use the word ‘Job Demand’ to
refer to a sustained physical and psychological effort expected from teachers with little resource
suppo& Karasek, (1979) as sited by Hakanen, et al, (2006) said that ‘work over load and time

pressure bring about job stress and burn out’ (Hakanen et al, 2006).

Teachers’ commitment is vanishing because of over flowed assessment works, misguided
and ever increasing responsibilities, excessive and useless paper works. On this basis, many
sresearchers tried to examine the interrelationship between the rapidity of educational reforms
imposed from outside and the increasing stress and burn out among teachers (Hoyle 2001;
Dorman, 2003; Mansour, 2007; Campbell, 2008 George et al 2008). In addition, other scholars
indicate that students misbehaving and poor school conditions directly or indirectly increased
work load and bring about teachers’ non immediacy, dissatisfaction, stress and burn out (Fullan

et al, 2001; Monyatsi, 2006; Hakgnen et al, 2006; Bennell & Akyeampc;ng, 2007).

2.3.3. Absence of motivation

According to scholars, when teachers are satisfied by their work, they are encouraged to
achieve better anq ’bring changes withifi the educational system. When they are motivated in
terms of salary, further education, good incentives etc., they are willing to exert high levels of

efforts to achieve educational goals and to enhance student performance. The most important
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intrinsic means of motivation is related to actual work performance, i.e. recognition,
responsibility, advancement, success in ones work and support (Parham, 2006; Monyatsi, 2006;
George et al, 2008; Gonzalez, Sttalone & Slate, 2008). Yafuz (2010) examined the inter relation
between organizational justice and culture with teachers organizational commitment. He
in)c\licates%hat when teachers show a positive perception of organizational justice and culture their

commitment and professional efficacy increased (Yafuz, 2010).

v

' Studies which are conducted at the dawn of this century show that a considerable number of
primary school teachers, mainly in Africa, are de-motivated due to absence of job satisfaction. -
This affects millions of children who are feebly taught; receive low quality instruction and
learning. Some researchers used the term ‘motivation crisis’ to indicate the problems of most of
the scho.ols in Africa, which has far reaching implications for the educational system (Bennell &
Akyeampong, 2007). Other researchers also examine the interrelationship between bad school
climate and administration with teachers’ decline of commitment and burn out. In general, poor
worki% conditions, increasing student misbehaving, existence of role ambiguity, absence of

promotion, poor collegial relationship and bad school administration de-motivate and’ brought

about job stress and misbehaving of teachers (Croom & Moore, 2003; Johnson et al, 200551

2.4. Consequences of decline of commitment, misbehaving and burn

®

out

Teachers’ plays a very important role in the teaching learning process and the whole
educational system. The success and failure of the educational system of any country, mainly in
Africa, is determined by teachers. In advanced countries the existence of quality resources, the
involvement of family in child\’s education, the existence of information technology may
minimize the role of teachers’. But in countries like Ethiopia, where these conditions are absent
the role of teachers is vital to bring educational success and better student performance. Scholars
examined the effecti of these problems on student performance (Kubberud, 1999; Anderson,

2004; Goldhaber & Antony, 2004; Passo§, 2009).
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2.4.1. Consequences of decline of moral commitment

When the teachers’ commitment within a school is high the school environment is healthy;
teachers feel good about themselves, each other and their teaching, which promote students’
5c)hievement. Low commitment decreased teachers’ productivity, develop attitude of indifference
towards work, colleagues and students. Teachers with low commitment will easily lose heart,
repeatedl}: ask for sick leave, visualize obstacles as signs of failures, look for alternative
employment if available, and develop a cynical attitude and decreases school effectiveness.
M(;reover, it may negatively affect school relationships and enhance disruptive student behavior |
and brings about the decline of commitment (Sava, 2002; Chugtai & Zafar, 2006; Mackenzie,
2007; Lampbell, 2008; Ahmed & Sahak, 2009). :

2.4.2. Consequences of misbehaving teachers

Qedibil.ity plays a vital role in class room interaction. One means of developing a good
interaction in the class room is credibility. If a teacher is credible, the students will f(;llpw the
instruction attentively and effective learning takes place. If a teacher is not credible, studer;ts will
give no attention to him and hence little learning takes place. Misbehaving decreases teachers’
credibility, deter and detract students’ from learning, weakens their class room engagement.
“Even a miner misbehaving has a life long impact on the physical and mental wellbeing of the

students (Evans, 2004; McEvoy, 2005; Banﬁeld‘, Richmond 85, McCroskey, 2006).

Florin Sava (2002) divides the effect of teachers misbehaving as educational, psychological
and somatic. Educationally, it led to disinterest of students to learn and brings negative attitude
towards the teacher and the subjzct. In addition, the highly discriminating approaches of some
teachers’ against low achieving students’ kills their interest to improve. When teachers’ social
support is low, some students’ manifests musculoskeletal complaints as well as anxiety related to -
physiological problems. Moreover, teachers’ maltreatment of students using humiliation,
rejection, excessii'_/e“‘ éuthority, sarcasm,*and other intimidating disciplinary techniques makes
students’ to devealop shyness, withdrawal, neurotic traits, habit disorders, behavior extremes,

anxiety or impulsive behavior (Kearney et al, 1991; Sava, 2002; Croom & Moore, 2003).
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2.4.3. Consequences of burnout

Py Burn out has a negative effect on teachers as well as students. It detracts teachers’ from
5uality teaching. Studies shaw that burns out teachers don’t care to impart information and
knowledge to their students. They are less interested to accept students’ opinions, ideas,
questions, and minimize their interaction with their students. Moreover, burn-out teachers’
ins}ruct their students in less effective way, give little encouragement, and communicate with
them in unfriendly way. These kinds of teachers disregard the school administration develop .
absenteeism; hate their occupation and quite the job (Dworkin, 2001; Cole & Walker, 1989;
Ispir, 2010). Researches conducted over the last three decades have shown that burnout affect
Various.school outcomes. It brings about reduced school efficiency and work-related problems

such as teachers’ turnover, low morale, poor quality of instruction, decline of productivity,

absenteeism and atrocious school interactions (Yafuz, 2010).

L 4
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CHAPTER THREE
RESEARCH DESIGN AND METHODOLOGY

7 3.1. Target Population and Sampling
3.1.1. Target population

" The target population of the study is the public school teachers of Dangila town. There are
nine public schools in the town. Out of these, seven of them are primary schools, while two of
them gre secondary schools. The total number of teachers who teach in these schools is 475. Out
of these, 344 of them are males while 131 of them are females. The number of primary school

teachers is 248, while the number of secondary high school teachers is 227 (Appendix I).

3.1.2. Sampling

<

As seen above, there are nine school clusters covering the whole target population' of the
study. The sampling method used is a stratified random sample. On this basis three Primary
Schools and one Secondary school clusters are randomly selected as a sample for the study.
Moreover, due to existence of manageable number of teachers in the four schools the whole
population ‘(’tea(;hers) of the randomly selected cluster schools becomes the participants of the
study. As a result, 48.38% (n=120) primary §chool teachers and 60.79% (n=138) secondary
school teachers are included in the sample. The total sample represent 54.31% (n=258) of the

target population (n=475) of teachers (See Appendix I).

[

3.2. Data gathering instruments

3.2.1. Questionnaire

Pl

In order to g_dfher the necessary data for the study, the researcher has used a questionnaire.

Almost all the questionnaire items are adopted from different scholars and translated into
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Amharic language. The questionnaire has six parts. The nature of each of the parts of the

questionnaire is described below.

At the start of the questionnaire (part one), seven general questions were used focusing on
t’h’é participants teaching experience, age, sex, level of education, type of the school, and number
of periods per week. The seven basic questions intended to help to see if the problems of

commitment, misbehaving and burn out vary with these variables.

*

The items of part two of the questionnaire are adopted from teachers’ Organizational -
Commitment Questionnaire (OCQ) developed by Steers (1977), Mowday, Porter and Steers
(1982pand polished and used by John & Wesley (1999) as well as Bull (2005) and Yafuz (2010).
0CQ co}lsists of 22 item questions taping four areas, and with 7 alternative choices ranging from
0= strongly low to that of 6= strongly high. This helps to see the commitment level of the
teachers on four dimensions. It has a coefficient alpha reliability ranging from 0.82 to that of
0.92 (Geers, 1977; Mowday, Porter & Steers, 1982; Croswell, 2006; Bull, 2005). The Ambharic
translation of OCQ questionnaire has a coefficient alpha reliability ranging from 0.77 to 0.90.

In part three, the items are adopted from the Teachers’ Misbehaving Checklist (TMC) used
by Kearney et al (1991) and Thweatt and McCroskey (1996). TMC has 22 items, with seven
likert- type alternative choices from 0= strongly low to 6= strongly high. It is used to assess
three types of misbehaviors: teacher incompetence, teacher offensiveness (hostility), and teacher
indolence. It has a coefficient alpha reliability of 0.81, 0.87 and 0.74 for the three dimensions
(Thweatt & McCroskey, 1996; Thweatt, 1999; Toale, 2001; Sava, 2002). The Amharic
translation of TMC has a coefficient alpha reliability of 0.968, 0.9314 and 0.951 for the three

dimensions. “

The items of part four are adopted from the Maslach Burn out Inventory-Educational .
Survey (MBI-ES) which comprises 22 items, focusing on the emotional exhaustion,
depersonalization'(éf?%sm) and lose of sense of personal accomplishment dimension, with
seven Likert- typé! alternative choices ranging from 0= never to 6= always. The MBI-ES, which

was developed by Maslach and Jackson (1986), was an internationally recognized instrument to
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evaluate the burnout syndrome. It helps to check the level of burn out among teachers as
advocated by Educational Administrators and Policy Makers (Evers, Browers & Tomic, 2004;
Langballe et al, 2006; Dworkin, 2001; Hakanen et al, 2006). At the end of each of the above
parts of the questionnaire additional questions were included to examine teachers’ additional
oginion en the problems. Tlle MBI-ES English version questionnaire has a coefficient alpha
reliability ranging from 0.85 to 86. Its Amharic version has a coefficient alpha reliability

ranging frbm 0.87 to 0.93.

The part five and part six items of the questionnaire are developed by the researcher based -
on the work of Hargreaves et al, (2006), and Hakanen, et al, (2006) in order to check if status,
work doad and absence of motivation bring decline of teachers’ commitment, burn out and
misbehatving. In part five, 15 questions with five alternative choices ranging from strongly
disagreed to strongly agree were provided which focuses on three dimensions of causes to
teachers problems. In part six, 15 questions focusing on solutions to teachers’ problem with 5
alternive choices ranging from strongly disagreed to strongly agree were provided focusing on

three dimensions of solutions.

3.2.2. Interview

-

Using a typical case purposeful sampling eight individuals were chosen for the interview
based on experience, educational level, and gender. Six of them are teachers (two females and
four males), one of them is a school SupCI‘ViS(;I‘ from Wereda Educational Office and the final
one is a school director. A structured interview with 24 questions that focuses on the ‘in’ and the
‘out’ problems of the teaching profession are utilized. 8 questions were used on commitment, 6
on teachers misbehaving and 10 questions on burn out. Moreover, the impact of the ‘in
problems’ on student performa;ce and learning, and the solutions are emphasized in the

interview.

3.3. Data collection procedure

L

The first important thing done is check if the questionnaire can be easily understood by the

respondents and the necessary data can be easily obtained. Since the instruments of the
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questionnaire are internationally recognized ones and prepared in English, it is appropriate to
make a pilot study. Therefore, twenty copies of the questionnaire and interview questions
prepared in English were distributed to Dangila Preparatory School teachers. The result of the
pilot study clearly shows that the instruments must be translated to local Amharic language so
Ph?at the teachers will easily understand their true meaning and respond accordingly. Then the
translated instruments were presented to language expert in BDU and the experts out side who
make sugéestions and corrections. An attempt is made to get the exact English meaning of each
item questions. When difficulty arises, the English words were used in bracket along with the
Ambharic translation (See Appendix XIV). In order to collect the data the researcher consulted the '
head of the town’s educational office and explained the purpose of the research study. The head
was cgoperative and phoned the selected school directors to facilitate the data gathering process.

He also assigned one education expert to assist the distribution of the questionnaire to the four

selected schools.

Thg total number of questionnaire distributed is 258. Three days is given to the teachers to
fill and return the questionnaire. Out of the total questionnaire*distributed, 77.90% (n=201) is
returned, while 22.09% (n=57) is not returned. From the returned questionnaire, 74.12% (ﬁ=149)
is filled by the male teachers, and 25.87% (n=52) by the female teachers. Moreover, 14.32%
(n=30) filled by certificate level, 18.40% (n=37) by diploma level, and 66.66% (n=134) by
degree level teachers (See Appendix I).

& .
Data from the interview persons is collected using a tape recorder and note taking form. The
interviewed persons are fully cooperative in answering the necessary questions. The data

collection using the interview takes two days.

.~

3.4. Method of data analysis

Both quantitative and qualitative methods are employed for the analysis. Here the
researcher has used g.,’phmque called constant comparison used by Glaser & Strauss, (1967). It
involves comparing and contrasting the data, categomzmg> it to determine the distinctive
characteristics of each data set, determining patterns, and designating themes. The data collected

from the interview are analyzed qualitatively. In order to analyze the questionnaire data, a cut off
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point categorization using low, medium and high leveling is applied based on the response of
participants. For the OCQ and TMC data, the 7 likert scale level of agreement and disagreement
responses were categorized into three ranks, i.e. low (0-2), medium (3) and high (4-6); The
responses of participants from strongly low (0), moderately low (1) and low (2) are summed up
arfld categorized as low. The*response neither low nor high (3) categorized as medium; while
responses from high (4), moderately high (5) and to very high (6) are summed up and
categorizéd as high. In relation to MBI-ES questionnaire data, the 7 likert type scale responses
were again categorized in to a low, medium and high cut of points. On this basis, the responses
from never (0), a few times a year or less (1), and once a month or less (2) were summed up and
categorized as indicating a low tendency of burn out. The response, a few times a month (3)
labelegl as medium. The responses from once a week (4), a few times a week (5) and every day
(6) weré summed up and categorized to indicate a high tendency of burn out. Of course, each
specific question (or “item”) can be analyzed separately, or have it summed with other related
items to create a score for a group of statements. This is also why Likert scales are sometimes

called summative scales.

<
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CHAPTER FOUR
DATA INTERPRETATION, MAJOR FINDINGS

AND DISCUSIONS

The data collected from the questionnaire and interview is analyzed separately and

v

exhaustively. This chapter deals with the data interpretation, the findings and discus them using

the research studies conducted in other countries.

'

4.1. Data interpretation

. 4.1.1. Analysis of the questionnaire datz
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respondents. In addition as seen from table 2, the level of organizational commitment of

' teachers based ‘o thE four dlmensmns is’ exammed The four dlmensmn of orgamzhtlonalE

“commltment .are. commitmerit to the school professmn students and colleagues The majority,

ie. §5.67% 's(—n—l;32) ;espondents show less commitment to their students. ThlS is followed by .

2 : . : . ;
Kss commitment to school, to colleagues and the profession dimension respectively.

Table 2: the level of Commitment based on four dimensions

No | Organizational Commitment

Level of organizational Commitment

" | Dimensions (OCD) low medium high
1 Commitment to school 123 | 61.19% |26 12.93% | 52 25.87%
2 Commitment to the profession 115 | 57.21% |33 16.41% | 53 26.36%
3 €ommitment to students 132 | 65.67% |25 12.43% | 44 | 21.89%
4 Commitment to colleagues 117 | 58.20% |30 14.92% |54 | 26.86%

With regard to the data on misbehaving, 75.62% (n=152) of the respondents said that it is at

a low‘vel. On the other hand, 12.95% (n=26) of the respondents said that it is at a medium level

and 11.44% (n=23) of them at a higher level. Those teachers whz) respond that misbehaving is at

a medium and higher level is only 24.37% (n=49) (See table 2). In addition, teachers

misbehaving were examined using its three dimensions, i.e. incompetence, offensiveness and

tardiness. Moreover, as seen from table 3, most of the teachers believed that offensiveness,

“tardiness and incompetence dimension of misbehaving is low (See table 3).

&
Table 3: level of misbehaving based on three dimensions

-

No Teachers’ misbehaving Level of misbehaving ‘
Dimensions (TMD) low medium * high

1 Incompetence =147 73.13% | 30 14.92% | 24 11.94%

2 offensiveness 155 77.11% |23 11.44% |23 11.44%

3 Tardiness 155 77.14% | 25 12.43% | 21 10.44%

Regarding the 3@ on level of burn out, it is examined using its three dimensions i.e.

emotional exhausnon depersonalization, and feeling of personal accomplishment. Unlike the

first two dlmensmns, researchers usually measure the third dimension, i.e. feeling of personal

accomplishment in a reverse order (See table 4).
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Table 4: teachers’ burn out level based on three dimensions

No Three burn out dimensions (BOD) Level of teachers burn out
low medium high
14 | Emotional Exhaustion 100 | 49.75% 22 11094% |79 | 3930%
Deépersonalization - 139 | 69.15% 15 | 7.46% 47 | 23.38%
3 *Feeling of personal Accomplishment 42 20.89% 30 | 14.92% | 129 | 64.17%
» Average 61.22% 11.10% '127.86%

*feeling of personal accomplishment is measured in reverse order

As seen from table 4, more than half of the respondents, i.e. 61.22% show a low level of burn .
out; while more than a quarter of the total teachers, i.e. 27.86% show a high level of burn out.
Moreqyer, 39.30% (n=79) of teachers show a high level of Emotional Exhaustion; 23.38%
(n=47) of them show a high level of feeling of depersonalization; 20.89% (n=42) of teachers

show a low level of feeling of personal accomplishment (See table 4).

& 4.1.1.2. Decline of commitment, misbehaving and burn out based on

educational level, gender and years of teaching experienée

The data collected is also examined in detail to see if there is variation in decline of
organizational commitment, increasing misbehaving and burn out among the public school
teachers bas.ed on their educational level, gender and years of experiences. Attention is given to
see if there is variation in the level of the three ‘in problems’ of the teaching profession using the

-

§
three demographic categories mentioned above.

A. Teachers educational level category

.
The respondents can be categorized into three based on their level of education.

Accordingly, 30 of them are certificate, 37 of them are diploma and 134 of them are degree level
teachers. The three educational level categories of teachers are used to examine the variation in -

the level of decline oifﬁgplmitment, misbehaving and burn out (See table 5).

L4

23




Table 5: level of Organizational Commitment based on educational level

level of Number of Level of organizational Commitment
education teachers low Medium High
No of % No of % No of %
. . | Teachers Teachers Teachers
Certificate 30 17 56.66% |3 10% 10 33.33%
Diploma 37 20 54.05% | 6 16.21% | 11 29.72%
Degree 134 85 63.43% | 18 12.43% | 31 23.13%

As seen from table 5, more than half of the respondents, i.e. (58.04%) at the three level of
education show a low level of organizational commitment. Moreover, 63.43% (n=85) of the
degre® level respondents show significantly, a lower level of organizational commitment than

that of either certificate or diploma level ones.

Regarding misbehaving, an attempt is made to examine if there is variation in the opinions of
certiﬁ@te, diploma and degree level respondents. The table below shows the respondents

opinions on level of misbehaving (See table 6).

Table 6: level of teachers misbehaving based on teachers’ education level

< | no | level of education Level of misbehaving
low medium High
N % 4 |N ~| % N %
1 certificate 21 70% 4 13.33% | 5 16.65%
2 Diploma 27 75.65% | 5 13.5% |5 13.5%
3 Degree 105 78.34% | 18 13.43% | 11 8.20%

-

As seen from table 6, there is no significant difference of opinion. The majority of the
respondents, i.e. 74.66%, on three levels of education agreed that teachers’ misbehaving is at a
lower level. On the opposite side, only 16.65% (n=5) certificate teachers, followed by 13.5%

(n=5) diploma teachers said that teachers misbehaving are at a high level.

e

L4
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Table 7: three dimensions of teachers high level of burn out based on educational level

N Burn out Dimensions (BOD) High level of burn out teachers
Certificate Diploma Degree
N | % N | % N %
1.7 | Emotional exhaustion 9 30% 14 | 37.83% 55 41.09%
2 Depersonalization = 3 10% 7 18.91% 32 23.88%
3 * low Feeling of personal accomplishment 4 13.33% 6 16.21% 33 24.62%
; Average 17.77% 24.31% 29.86%

*feeling of personal accomplishment is measured in reverse order

A

Regarding the data collected on burn out, a significant difference is seen among the three

levels of education (See table 7 & Appendix XVIII). On this basis, a high level of emotional

exhatstion is shown among the degree level teachers, followed by diploma and certificate

teachers respectively. Moreover, there is a high level of depersonalization among the degree

level teachers followed by diploma teachers. In addition, more degree level teachers show a low

level of feeling of personal accomplishment.

<

B. Teachers gender cateéory

It is also important to see if there is variation in level of decline of commitment,

misbehaving and burn out based on the gender category of the respondents. As seen earlier, out

-of the 201 respondents, 52 are females while 149 are males. The data is examined if the level of

commitment, misbehaving and burn out differ \;vith the gender categorization of the teachers.

Table 8: organizational Commitment based on Gender

no Gender Level of Organizational'Commitment
~  low Neither low or high High
N % N Y% N %
1 Female 37 71.14% | 6 11.53% 9 17.29%
2 Male 81 54.35% |22 14.76% 46 30.85%

As seen from t

¥,

8, 71.14% (n=37) of the female respondents show a low level of

organizational coﬁlinitment. On the othér hand, 54.35% (n=81) of the male respondents show a

low level of organizational commitment. On this basis, the Organizational Commitment level of

female teachers is much lower than that of the male teachers (See table 8).
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Table 9: Misbehaving opinion based on Gender

No Teachers Gender Level of misbehaving
low medium High
» No of % No of % No of Teachers | %
¥ - Teachers Teachers
1 Male 117 76.52% | 20 13.42% | 12 8.04%
2 Female 42 80.76% | 6 11.53% | 4 7.68%

) With regard to teachers misbehaving, there is no significant difference of opinion between
male and female teachers regarding misbehaving. Most of both the male and female respondents -
agreed that teachers’ misbehaving is at a low level. Only, 8.04% (n=12) of the male respondents
agreedvt?at teachers’ misbehaving is at a higher level. Moreover, only 7.68% (n=4) of the female

respondents agreed that it is at a high level (See table 9).

The data collected is also made to examine if there is significant variation in the level burn
out bggween the female and male public school teachers (See Appendix IX and X). The

following table shows only the data on a highly burn out female @nd male teachers.

Table 10: male and female teachers’ high burn out level based on three dimensions

-number | Burn out dimension (BOD) High level of burn out
male Female
i number | % Number %
1 Emotional exhaustion 62 41.61% | 16 30.76%
2 Depersonalization 36 24.16% | 8 15.38%
3 * low Feeling of personal accomplishment 30 20.13% |12 23.07%
Average 28.63% 23.07%

As seen from table 10, 41.61% (n=62) of the male respondents show a high level of
emotional exhaustion; 24.16% (n=36) of them show a high level of depersonalization; 20.13%
(n=30) of them showw level of feeling of personal accomplishment. In average, more than a
On

the other hand, when the data on burn out level of female teachers is examined, 30.76% (n=16)

quarter, i.e. (28. 63%) of the male respondents shows a high level of burn out (See table 10).

of the female respondents show a high level of emotional exhaustion; 15.38% (n=8) them show a
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high level of depersonalization; and 23.07% (n=12) show a low level of feeling of personal
accomplishment which is measured in reverse order. In average, nearly a quarter (23.07%) of the
total female respondents shows a high burn out level.

t') -
In general, using gender category as a base, the level of emotional exhaustion and
depersonalization of female teachers is lower than that of male teachers. In addition, the feeling
of personal accomplishment of the female teachers is lower than that of the male teachers. This
means more of the male teachers’ show a higher level of burn out in emotional exhaustion and

depersonalization dimension than the female teachers (See table 10).

. C. Teachers years of experience category

The respondents’ years of teaching experience is also used to examine if there is variation in
level of commitment, misbehaving and burn out. The teachers’ years of experience is divided
into fw levels each with five years interval. The data examination based on the teachers’ years
of experience started with identifying if the level of commitment significantly varies with longer

or shorter years of teaching experience of the respondents (See table 11).

Table 11: level of organizational commitment based on years of experience

®

No | Years of teaching Total Teachers Level of commitment

experience number of Yow . medium High

teachers | Number | % Number | % Number | %

1 0-5 40 25 62.5% 6 15% 9 22.5%
2 | 6-10 44 28 63.62% 7 15.90% 9 20.43%
3 11-15 28 16 57.14% 5 .| 17.85% 7 25%
4 16-20 12 w |7 58.33% 2 16.66% 3 24.99%
5 Above 20 78 5] 65.38% 12 15.38% 15 19.23%

As seen from table 11, more teachers with 0-10 years experience, and more teachers with

more than 20 years exgerience show a lower level of organizational commitment than teachers
with 11- 20 year'§ ; éXperience. This meéans that teachers with lower or with longer years of
teaching experience show a higher commitment decline than that of teachers with medium years

of experience.
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The opinion of teachers with varied years of experience is also examined to see if there is

significance difference of opinion concerning misbehaving as seen from the following table.

T%ble 12+ teachers’ opinion on misbehaving based on years of experience

No Years of teaching Level of misbehaving
experience Low Medium High

Number | % Number % Number %

1 *|0-5 31 71.5% 6 15% 3 7.5%

2 6-10 32 72.72% 7 15.90% 5 11.36%

3 11-15 17 60.71% S 17.85% 6 21.42%

4 16-20 10 83.33% 1 8.33% 1 8.33%

5 Above 20 56 71.79% 13 16.66% 9 11.55%

»

The majority of the respondents in all level of years of experience believed that teachers

misbehaving at low level. But when a comparison is made, 21.42% (n=6) of the respondents

with t—lS yéars of experience believe that teachers’ misbehaving is at a higher level than

teachers having short years of experience or long years of experience (See table 12).

The data collected in part four of the questionnaire is also examined to see if the level of

burn out varies with years of teaching experience. The data collected at each level of experience

s examined‘using the three dimensions of burn out (See Appendix XVII (A-E) & XIX).

Table 13: high burn out teachers with varied years of teaching experience

i

Dimension of burn out

Number of Teachers in years of experience

(DBO) 0-5 6-10 1115 - 16-20 Above 20

N ~% N % N % N % N %
Emotional exhaustion 19 47.5% 22 | 50% 13 | 46.42% | 5 45.45% 42 | 53.84%
depersonalization 12 | 30% 16 | 36.36% | 10 | 35.71% | 3 27.27% 31 | 39.74%

Reduced personal acc... 15 37.5% 14 | 31.81% 7 25% | 2 18.18% 24 | 30.76
Average burn out level in % 38.33% 39.39% 35.71% 30.3% 41.44%

*average burn out cwated by adding the results of each dimensions divided by 3

£«

As seen from table 13, more than half of the fespondents, i.e. 53.84% (n=42) of them with

more than 20 years experience, and half (50%) of the respondents with 6-10 years of experience
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show a higher level of emotional exhaustion. Moreover, 39.74% (n=31) respondents with more
than 20 years experience, 36.36% (n=16) of the respondents with 6-10 years experience, and
35.71% (n=10) of the respondents with 11-15 years experience show a high level of
d9persona11zatlon In addition, more than 37% of the respondents with 0-5 years experience
show a low level of feeling of personal accomplishment; while, 31.81% of the respondents with
6-10 years experience and 30.76% (n=24) of the respondents with more than 20 years experience

show a low level of feeling of personal accomplishment (See table 13).

To conclude, emotional exhaustion and depersonalization is higher among teachers with

more than 20 years experience. Moreover, when the over all burn out level is examined based on
®

the three dimensions, more teachers with more than 20 years experience show a high level of

burn out, followed b’y more teachers with 0-10 years experience (See table 13).

‘4.1.1.3. Causes of decline of commitment, increasing misbehaving

<

and burn out among teachers

In order to find a remedial solutions to the problems of the teaching profession it is
important to examine the ‘out causes’ of the ‘in- problem’ of the teaching profession. Data for

this is collested from the questionnaire as well as data collected from the interview.

§ N

A fifteen item questions were provided to teachers in the questionnaire to check their level of
agreement and disagreement concerning the ‘out causes’ of the decline of commitment,
increasing misbehaving and burn out of teachers. These items.are organized into three
dimensions of the ‘out causes’ by the researcher. The decline of the status of teaching profession
dimension with four items; the increasing work load dimension with four items, and the absence
of motivation dimension with seven items (See Appendix XI). For further understanding the .
researcher put forward the compiled results of the three dimensions of the ‘out causes’ of the ‘in

problems’ of the teefém profession in tgble 14.
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Table 14: the three dimensional ‘out causes’ of the problems of the teaching profession

No BOD Level of agreement and disagreement of teachers
» Disagree Neither agree nor Agree
4 y disagree
Number % Number % Number %
1 Decline of status 17 8.45% 20 9.95% 164 81.59%
2 Increasing work load 45 22.38% 34 16.91% 122 60.69%
3 | Absence of motivation 39 19.40% 21 10.44% 141 70.14%

As seen from table 14, 81.59% (n=164) of the respondents agreed that the decline of the
status pf the teaching profession is a major ‘out cause’ for the ‘in problems’ of the t¢aching
professiz)n. In addition, 51.74% (n=104) of the respondents highly agreed on the existence of
disregard of the teaching profession by the public, 57.21% (n=115) of the respondents highly
agreed that there is a low government concern to the problems of the teaching profession.
Moreoyer, 48’.25% (n=97) of them also highly agreed that the problems of teaching profession
are caused by the disrespect of parents and students to the teachets as well as the low publicity of

the teaching profession (See appendix XI).

Looking at the second dimension, 60.69% (122) of the respondents agreed that increasing
-work load is a main ‘out cause’ for the problems of the teaching profession. When the data is
examined, 76.61% (n=154) of the respondentis agreed tha‘E the existence of large class size
contributed to decline of commitment, misbehaving and burn out (See Appendix XI). Moreover,
59.70% (n=120) of the respondents agreed that continuous educational reforms increased
, teachers’ burdens; and 61.69% (n=124) them agreed that increasing expectation of effective
performance increased teachers’ strain; 45.27% (n=91) of the respondénts agreed that extraneous

work load exasperate teachers problems (See appendix XI).

With regard to the third dimension, 70.14% (n=141) of the respondents believed that the
absence of motivati;}?-’g"s’ one major ‘out cause’ for the ‘in problems’ of the teaching profession.
When examined further, 89.05% (n=179) of them agreed that absence of instructional resources

as another cause for the problems of the teaching profession that de-motivate teachers from
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working hard (Appendix XI). The majority respondents, i.e. 85.07% (n= 171) agreed that the
increasing student misbehaving exasperate teachers’ problems. 87.06% (n=175) of them agreed
that the other major cause for teachers’ decline of commitment, increasing misbehaving and burn

out is the low salary and remuneration given to teachers (See Appendix XI).

).
4 -

Additionally, using the subjective questions in the questionnaire the teachers provide
additional causes of the decline of commitment, misbehaving and burn out of teachers. They
bel%eved that increasing extraneous work outside the class room, increasing students
misbehaving, absence of enough calorie food, scarcity of instructional resources, the nature of -
the work, long years of teaching, disrespect, political involvement in schools and the absence of

additianal incentives bring the decline of commitment, misbehaving and burn out.
4.1.1.4. Impacts of decline of commitment, increasing misbehaving

and burn out of teachers on students performance

<

The data collected from the questionnaire is also examined for teachers’ response concerning

the impact of teachers’ decline of commitment, misbehaving and burn out. Two set of questions
were provided in the questionnaire: what are the impacts of teachers misbehaving on student

performance? What are the impacts of teachers’ burn out on student performance?

-
®

When the response of teachers concerning the impacts of the problems is examined, most of
them feel that the decline of teachers’ commitment decreases students’ performance; kill their
confidence to learn, bring increasing misbehaving, and hatred of the teachers and the subject. In
addition, most of the respondents believed that it may bring increasing student disreépect, hatred,
absenteeism, minimize motivatioﬁ to learn, decrease the confidence to be effective, and promote
hopelessness among students. Finally, they feel that, teachers’ burn out will bring increase
students’ carelessness and misbehaving. Moreover, burn out result in decline of motivation and

low score in examinations.

-
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4.1.1.5. Solutions to the in problems of the teaching profession

Regarding teachers opinions on suggested solutions on the part six of the questionnaire, as
well as the additional questions provided were examined (See Appendix XII). The solutions to
tﬁgteachérs’ problems in the guestionnaire are divided into three dimensions. These dimensions
are: enhancing status of the teaching profession (with 5 items); minimize the work load (with 3

items); and enhance the motivation of teachers (with 7 items).

*

Table 15: level of agreement of teachers concerning the solutions

No ® Solutions to problems of the teaching Level of agreement
profession based on three dimensions Disagreed Neither agree nor ~Agreed
Disagree
NO | % NO % NO %
1 Enhance status of teaching profession 12 | 597% | 16 7.96% 173 | 86.06%
Minimize work load 15 | 7.46% | 19 9.48% 167 83.08%
3 M‘vation of teachers F) 3.48% |7, 3.48% | 187 | 93.03%

As seen from table 15, most of the respondents agreed that enhancing the status of the
teaching profession as well as tackling the problem of workload may minimize the above
mentioned ‘in problems’ of the teaching profession. The major means of decreasing workload
are minimize t'he class room size, decrease the extraneous workloads and improve the availability
of instructional resources. Moreover, 93.03% (n;187) of the ~respondents agreed that finding
means of motivating teachers will resolve the decline of teachers commitment, misbehaving and
burn out. The major motivating solutions provided are enhancing teachers’ participation in
decision making, training programs that focuses on professional skills, decreasing student
misbehaving, increase financial remuneration based on merit and performance, create supportive
school administration, promote collegial relationship within the school, and utilize consistent

administrative actions (See appendix XII).

’ ':ﬁ/ «
The additional solutions suggested by teachers are, the provision of free house service to

teachers, expand the levels of carrier structure further, enhance the community involvement in

the schools, provision of reward and recognition for effective teachers, provision of teaching
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resources, create supportive school administration, minimize students misbehaving, provide full
professional responsibility for teachers, minimize political involvement in schools, build and
plan recreation centers and programs for teachers, decrease work load and class room size and
build collegial school administration will minimize teachers problems. The teachers also suggest
ﬁét educational reforms must be followed by the provision of professional experience sharing
for teachers and giving time for educational reforms to stabilize before they are replaced by
another. 1;1 addition, they said that more attention must be given to the policy of recruitment of
teachers based on merit as well as a good salary that go with it. They also stress that developing
reading habit among teachers, collegial professional experience sharing, sustained professional
support, increasing incentive, assigning work based on competency, end favoritism, creating
collegi.al relationship, increasing teachers’ salary to the levels of salary of other: public
institutions, establishing collegial and democratic school administration, provision of teaching

resources will help to minimize decline of moral.

¢ ) 4.1.2. Analysis of the data collected from the interview

The interview questions provided were divided into four parts. The first part deals with seven
general questions. Part two deal with the teachers’ commitment with eight questions. Part three
deals with the teachers misbehaving with six questions and the final part deals with the teachers’

bHurn out with ten questions. The total numbers of questions for the interview are twenty four.

§ N

A. The results of part two interview questions

The first question asked to the interviewed persons deal with identifying the characteristics
of a committed teacher. Almost all agreed that a committed teachers’ is some one who fulfill his
responsibilities effectively, use his time properly, teaches in a planned and orderly manner and
brings a sustainable change among the students. They also mentioned that a teacher who is not
committed is some one who teaches in a disorganized way, don’t care what will happened to the '

students and pretenqw work only to get his or her earnings.
7 ¥

a
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With regard to commitment the majority of the interviewed persons, i.e. 62.5% (5) agreed
that it is in declining. Almost all of them agreed on the existence of many situations which bring

" about the decline of commitment of teachers. Some of them explained the causes as follows:

’.

v A few years before, when I was teaching in one of the primary schools my
commitment to the pr(;fession is high. But now after I became a teacher in the high
school my professional commitment is declining. The major reason for this decline is
the increasing misbehaving seen among students. Most of the high school students do
not respect their teachers; they don’t come to tutorial classes. In general, they are not

. interested to learn. This kills teachers’ commitment (Interview number 3).

The main reason which decreases the commitment of teachers is the unjust decisions
. of the heads of the Wereda and Zone Educational office concerning further education. -
.The requirement to get further education is not related to exact performance on
teaching learning process. Either the requirement is based on the political membership
or by being born as a member of a certain nationality. This increased the
dissatisfaction of teachers (Interview number 4).

-

‘Teachers’ were not consulted on issues of decisions of educational reforms and changes
within the school. Others (outside of the profession) just impose decisions and extra’
works on teachers without considering their wishes and opinions. When the teachers
said that these decisions were wrong, they were identified as opponents of change and
punitive measures were undertaken against them. In general, the Wereda or Zone
Education Administrators’ never worry about the issue of teachers’ commitment
(Interview number 2).

®

If you look at directive number 43/2000, the School directors were politically
appointees and spent most of their time out side the school to fulfill their political
assignments, give no emphasis on the teaching learning process. They just sit there to
transmit orders from above with out considering the opinion of teachers or the
environmental condition. This angered most teachers and minimize their commitment

and determination to change (Interview number 8). 5
~

B. The results of part three interview questions

When asked abga#ife teachers misbehaving almost all the interviewed persons, 87.5% (n=7)
agreed that it is minimal that happened some times by a few irresponsible teachers. They say that

there are some addicted teachers who failed to appear in class on time, humiliate students, and
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failed to be good models. Moreover, most of the interviewed persons agreed that unethical
behavior is dominantly seen among fresh teachers than that of more experienced teachers. On the
other hand, many of them agreed that indolence is dominant in the more experienced teachers.
One of the supervisors of the primary schools in the town explained the condition of teachers

m}isbehaving as follows:

-

Due to the increasing awareness of the negative consequence of offensiveness many
teachers stop to physically punish and verbally humiliate students. But this was
replaced by the hidden indolent behavior which makes most teachers to be negligent.
This increased further student misbehaving in most of the schools. Dominantly,
misbehaving teachers neglect to support the poor performing students, missed periods,

o failed to appear in the class room on time. In addition, there is also problem of
~incompetence among significant number of teachers. I saw that most of the well
experienced teachers stopped reading or stop preparing for instruction (Interview

number 8).

-

R‘arding the causes, most of the interviewed persons believed that it is relate.d to the
existence of dissatisfaction against the school and the Wereda Eciucational office. They said that
the inappropriate requirements set by them to give further education opportunities to teachers
opens the way for favoritism. Moreover, the absence of incentives to effective teachers in varied

forms minimizes their moral. Some of the interview persons explained this as follows:

-
®

Actions that irritate effective teachers is & performance measurement requirement set
by educational administrators that have no direct relation with teaching, but focused
on extraneous works outside of the class room which open the ground for favoritism.
Teachers’ effectiveness must be measured in the class room success (Interview
number 2). & '

Every body even the government officials blamed us for the failures in the schools. No
one is ready to support or hear our voices. Teachers are considered as untouchables.
No one came to help us. This is the reason which led to decline of commitment,
misbehaving#®&” burn out among teachers. Experience sharing in cluster schools
always ended with conflict and anger (Interview number 1).
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C. The results of part four interview questions

The part four interview questions deals with the burn out seen among teachers. Most of
the interviewed persons, i.e. 87.5% of them agreed that tiredness is directly related to the
Eomplex "nature of the profegsion, old age, increasing work load, absence of motivation and
remunera‘Eion for better performance, increasing student misbehaving, as well as teachers’ social
and family problems. They also said that the manifestations of physical and emotional

exhaustion are seen among all the teachers. They explained the causes of burn out as follows:

*

Tiredness increased with age which may bring bitterness among teachers. In addition,
tiredness may also be the result of individual teachers’ family and social problems. .

® Social and family problems make teachers mainly females to lose strength while
teaching. Moreover, the social and family problems of teachers were the results of low
income. All these affect capability of teachers (Interview number 5).

‘ Burn out and indolence among teachers is the result of students misbehaving which is
aggravated by the so called direct promotion and academic dishonesty which became.
the order of the day which allow students to transfer from one grade to another with
out getting the required knowledge and skill (Interview number 3).

Teachers burn out is the result of increasing workload imposed on teachers. Many

. teachers have more than twenty periods per week, teach more than eight sections,
engaged in additional extraneous works like giving tutorial classes which were now
became one requirement of performance. An addition, teachers were also expected to
participate in co curricular activities, make the students achieve the set standards, etc,
which emotionally and physically exhausted and overburdened them and makes them
to feel bitter about their work (Interview number 4).

-

Teachers are dissatisfied and show a decline of commitment, misbehaving and burn
out because they are no longer benefit from the Carrier Structure, students
misbehaving reaches at uncontrollable stage and the absence of motivating conditions
in schools (Interview number 1).

Regarding the fa%ts of the problems, almost all interviewed persons believed that the
decline of commitment, misbehaving and burn out-resulted in the decline of quality of education,

academic failure, increasing misbehaving, and absenteeism among the students.
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The decline of commitment, misbehaving and burn out of teachers’ decreased students

performance, minimize academic success, increased misbehaving and chaos in

schools. Most schools failed to achieve better students’ performance. If your look at

the examination scores of most the students it is below the standard set. Many blamed
¥ the teachers which further increased their dissatisfaction (Interview number 7).

v

With regard to the solutions, many of the interviewed persons suggest equal access to further
education without any favoritism, collegial school leadership where the opinions and suggestions
of teachers are recognized, end of political involvement in the schools. In addition, promoting
academic independence to bring change from within, minimize student misbehaving by building
coope;ation between teachers, students and their families, minimize extraneous work loads
outside ‘the class room that has no value to actual academic activity, easing the dynamism of
educational reforms will help to minimize teachers’ problems. Moreover, they suggest that using
incentive mechanisms that motivate teachers to bring change in the school like involve them in
decision mék-ing, provide incentive for best performers or give recognition to their good work,
establ&‘n favorable school environment, enhance resource provisions in the school. One of the

interviewed persons explained some of the solutions using the following words:

Although an attempt is made by the government to upgrade the professional level of
teachers, recognizing their key roles in schools must be accepted by the educational
administrators and promote their involvement in decision making. In this respect
changing the attitude of families and provide social support to teachers may help to
bolster their moral (Interview number 81. h

4.2. Major findings and Discussions

-

[y

As seen above the data collected from the interview and questionnaire are analyzed using
‘words, percentage, and triangulation to understand the problems of the teaching profession in the
town of Dangila. Based of this the following major findings are identified and examined for

their viability usingwesearch works of different scholars in other countries.
) i p

a
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4.2.1. What is the level of decline of commitment, misbehaving

and burn out?

?The first research question raised in the research focused on checking the level of decline of
50mmitrﬁent, misbehaving and burn out of public school teachers. It possible to see the level of
these prohlems based on the data collected from the questionnaire as well as data collected from
the interview. In order to answer this research question, the researcher divided the data results in
thr@e using a cut off points based on the responses of participants so that it is possible to say that

the level of commitment, misbehaving and burn out is at a higher, medium or lower level.
< A. Level of organizational commitment

Examining the data on organizational commitment, the majority of the respondents, i.c.
61.19% (n¥123) of them show a low level of commitment (See figure 1). This indicates that

orgam&tional commitment of teachers is very low.

Figure 1: graph showing the level of organizational commitment of teachers
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When the data on organizational commitment is examined using the four dimensions,
commitment to students dimension is much lower than the other three dimensions. The majority
of respondents, i.e.ﬂg&@% of them show a low level of commitment to students’ dimension,
followed by comr.ini%fnent to school dimension. Moreover, it is possible to use some of the major
item questions of the four dimensions to make a cbmparison of level of commitment (See figure

2). From commitment to school items, concerning ‘the tendency to cover other teachers class
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room in order to stay in the school’ 67.16% (n=135) of the respondents show a low level of
commitment (See Appendix II). From commitment to profession items, concerning ‘the desire to
continue teaching without economic needs’, 60.69% (n= 122) respondents show a low level of
commitment. From commitment to students items, concerning ‘to help students’ learning
ﬁ;ctivities) out side of the cla:vs room’, 71.64% (n=144) of the respondents show a low level of
commitment. From commitment to colleagues items, concerning ‘to be proud of his /her/
colleague; performance,” 61.19% (n= 123) of the respondents show a low level of commitment
(See Appendix II). Moreover, concerning trend of decline of commitment, the majority of the

respondents, i.e. 73.13% (n=147) said that it declining (See Appendix II).

Figures2: graph showing teachers low organizational commitment based on four dimensions
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B. Level of misbehaving

As the data on teachers misbehaving is examined, the majority of the respondents, i.e. 152
(75.62%) believed that it is at a lower level (See figure 3). The low level of teachers misbehaving
is also seen when the data is examined based on the three dimensions of misbehaving. More than
a quarter of teachers, i.e. 26.86% (n=54) agreed that the incompetence dimension of misbehaving
is at medium or higher level. In addition, from the incompetence dimension items, concerning
‘information over- l&# 16.41% (n=33), of teachers agreed that it is high. From offensiveness
dimension items, on 'verbally abuse students,” 14.42% (n=29) believed that it is at a high level.

From the tardiness dimension items, concerning ‘being absent or late from class, 12.93% (n=26)
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believed that it is at a high level (See Appendix III). In addition, more than half of the

respondents, i.e. 50.74% (n=102) believed that teachers misbehaving is increasing (See figure 4).

Most of the interviewed persons (including a supervisor) support that teachers misbehaving
Which i$ manifested in the form of offensiveness is now replaced by hidden indolence and
incompetence dimension of misbehaving, where significant number of teachers show
carelessness by neglecting the poor performing students and incompetence by stopping reading

and stop to prepare for the lesson (Interview number 8§).

Figure 3: graph showing level of misbehaving based on response of teachers
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Figure 4: graph showing trend of teachers misbehaving
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Some researchers who study teachers’ misbehavior explained that teachers and students
respectively may not recognize the misbehaving act due to either lack of understanding or

because they feel that some acts of teachers are considered normal. Thweatt & McCroskey,
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(1996) provide an alternative word for misbehaving: ‘non- immediacy behavior’ in order to
include teachers misbehaving acts that were not normally considered as misbehaving (Thweatt &

McCroskey, 1996).

> C. Level of burn out

1 4 -
The other important problem of the teaching which is examined is the level of stress and
burn out. In order to make intervention measures that help to minimize the problems, it is

important to see at what level the problem of burn out stands.

I order to clearly understand the burn out level, the data is examined based on t};e three
dimensional manifestation of burn out. Nearly half of the respondents, i.e. 49.95% (n=100) show
a low level of emotional exhaustion (See figure 5). From the emotional exhaustion dimension
items, ‘I feel that I am working too hard on my job,” 82.58% (n=166) of the respondents show a
high lﬂel of -emotional exhaustion (See Appendix IV). Moreover, Most of the respondents, i.e.
69.15% (n=139) show a low level of depersonalizatim{ (See figure 6). Fr.ogn the
depersonalization dimension items, ‘I don’t really care what happens to some students,” 31.34%
(n=63) of the respondents show a high level of depersonalization (See Appendix IV). Concerning
the third dimension, feeling of personal accomplishment (measured in a reverse order), the
‘majority of- the respondents, i.e. 64.17% (n=129) of them show a high level of personal
accomplishment, while 20.89% (n=42) them shpw a reduced feeling of personal accomplishment
(See figure 7). From the reduced feeling of personal accomplishment items, ‘when I face a
problem that angers me [ resolve it with patience,”’ 30.84% (n=62) of them show low feeling of
personal accomplishment (See Appendix IV). Generally, more teachers show a high level of

emotional exhaustion than depersonalization or reduced personal accomplishment.
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Figure 5: graph showing level of emotional exhaustion based on number of respondents
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Figure 6: graph showing level of depersonalization based on number of respondents
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Figure 7: graph showing level of personal accomplishment based on number of respondents
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This is supponed?;g‘r’esearch studies conducted in other countries. A research conducted by
Lopez et al, (20083 on Santiago University professors’ shows that emotional exhaustion in higher

followed by depersonalization and reduced feeling of personal accomplishment. This means that
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the higher the emotional exhaustion and depersonalization directly related to higher feeling of
reduced feeling of personal accomplishment which makes teachers either to show a sign of

physical or psychological health problems, or quite the profession when an opportunity arises

(Lopez, et al, 2008).
>

4 -

v 4.2.2. Is there variation in decline of commitment, misbehaving
and burn out among teachers based on gender, educational level

and years of experience?

The second question posed: is there variation with regard to teachers’ problems based on
gender, educational -level and years of experience? The research result shows the existence of
gender, educational level and years of experience variation in decline of commitment,

misbehaving and burn out among public school teachers.

<

A. Gender as a means of examining variation

As the data is examined the gender variation in organizational commitment, out of the 52
female teachers who fill the questionnaire, 71.14% (n=37) of them show a low level of
-organizational commitment, while out of 149 male teachers who fill the questionnaire, 54.35%
(n=81) of them show a low level of orgamzatlonal commltment This means that the
organizational commitment level of female teachers is 31gn1ﬁcant1y lower than that of male
teachers. (See figure 8§ & 9)

Figure 8: Graph showing total female teachers commitment level -
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Figure 9: Graph showing total male teachers commitment level
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Th!'s. result can be compared and contrasted with research results conducted in other
countries. Some research results conducted on commitment shows that females are less
committed than male teachers (Bishay, 1996). But other research results indicate that females are
more committed than that of males due to their success in passing barriers to their professional
contintnce. ‘Other research results show existence of no relationship between gender and

organizational commitment (Bull, 2005; Reyes, 2001).

When the opinion of teachers on misbehaving is examined, the majority of both female and
male teachers say that it is at lower level. A significant number of both male and female teachers
“agreed on the existence of teachers misbehaving at medium and higher level. This is expected
because not all teachers misbehave. ; .

Research conducted by scholars concerning misbehaving shows that offensiveness is higher
followed by indolence and incompetence respectively (Thweatt & McCroskey, 1996; Wanzer &
McCroskey, 1998). But there is-no research result that focused on the relationship between

gender and misbehaving.

When teachers burn out is examined, 41.61% (n=62) of male teachers show a higher level of
emotional exhaustion; 24.16% (n=36) show a higher level of depersonalization; 20.13% (n=36)
show a low level of feeling of personal accomplishment (See figure 11). On the other hand,

30.76% (n=16) female teachers show a higher level of emotional exhaustion; 15.38% (n=8) show
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a high level of depersonalization; 23.07% (n=12) show a low level of feeling of personal
accomplishment (See figure 10). Therefore, the level burn out of male teachers is higher than

that of female teachers.

Figure 10: Graph showing highly burn out female teachers based on three dimensions
1 4 -
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Figure 11: Graph showing highly burn out male teachers based on three dimensions
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B. Teaching experience as means of examiriing variation
[

Teachers with more than 20 years experience show a low level of organizational
commitment, followed by teachers with 0-5 years and 6-10 years experience respectively. This
means that teachewth shorter and longer years of experience show a low level of

organizational Comm1tment than teacher$ with average years of experience (See table 11 above).
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Some research results of other countries show similar findings concerning relationship
between organizational commitment and years of experience. According to Bull (2005) and
Reyes (2001) when experience increased commitment declined. Other researches indicate that
commitment is low among the young teachers due to mismatch between what is imagined during

‘ﬂ%ining and what is found in §chools (Bull, 2005; Reyes, 2005).

v

Although teachers with varied years of experience agreed that teachers misbehaving is at low
level, significant number of teachers, i.e. 21.42% (n=6) with 11-15 years of experience believed

that teachers misbehaving is significantly at a higher level (See table 12 above).

Teaghers with more than 20 years of experience shows a higher level of emotional exh‘austion
and dep.ersonalization, hence high level of burn out, followed by teachers with 0-10 ‘years
experience. According to some interviewed teachers higher stress seen more among teachers
with more than 20 years of experience either due to old age, or because they reach the end of the
carrier itructu're and no longer be beneficiaries or due to increasing student misbehaving. Other
say that the younger teachers are more dissatisfied, as a result show a higher burn out and stress

level than the experienced ones (See table 13 & the interview result above).

Research studies conducted in other countries indicate almost similar results concerning the
mter relationship between age and burnout. Although some studies indicate the existence of burn
out due to increasing age, many of the research, results shows the existence of burn out among
teachers with short years of experience. The fresh teachers who are excited and happy when they
joined the profession became disillusioned due to varied stressor factors which they actually face

- in schools (Singh & Billingsley, 1996). According to Malcolmson et al, (2003):

[

younger, less-experienced teachers report both more stress and lesser ability to cope
with it, as compared with their older and more experienced colleagues. Whether
adjusting to a new environment, honing their teaching practice, or preparing
curriculum for the first time, younger teachers appear to be facing a greater level of
stress than tho dth more experience. As well, new teachers often choose to become
involved with an extra-curricular program or event in order to secure their place in a
school and-a teaching position for the following academic year. Whether by choice or
by circumstance, new teachers appear to face a higher risk for burnout (Malcolmson
et al, 2003).
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C. Educational level as a means of examining variation

63.43% (n=85) of degree level teachers show a lower level of organizational commitment
followed by 56.66% (n=17) certificate teachers, and 54.05% (n=20) diploma level teachers.
Yherefore, degree level teachers show a low level of organizational commitment, followed by

diploma and certificate teachers (See table 5).

Research studies conducted in other countries indicate the existence of relationship between
educational level and commitment, although the finding is not clear. Some research results
indicate existence of inverse relationship between level of education and commitment. For
examp.le some research results show that increasing educational level led to decline of

commitment due to ciivergence between higher expectation and the reality (Bull, 2005).

Thege is no significant difference on opinion of teachers concerning teachers misbehaving,
but significant number of certificate teachers 16.65% (n=5) believed that teachers misbehaving

exist at a higher level (See table 6 above).

When comparing and contrasting the burn out level of teachers with varied educational
Tevel, degree level teachers’ show a higher burn out rate than either diploma or certificate level
teachers (See table 7 above). Research conductgd in other countries also shows a similar finding
where high school teachers or teachers with higher level of education, show a higher burn out
rate than elementary teachers (Singh & Billingsley, 1996).

-

4.2.3. What are-the causes of decline of commitment, misbehaving

and burn out among public school teachers of the town?

The third question of the research is concerned with identifying the causes of the problems.
With regard to the réasons behind the three ‘in-problem’ of the teaching profession i.e. decline of

commitment, misbehaving and burn out, the following were identified as a cause:
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The majority teachers 81.59% (n=164) who fill the questionnaire as well as the interviewed
persons considered that the decline of the status of the teaching profession as a major cause
which bring about decline of commitment, increasing misbehaving and burn out among the
public school teachers of the town of Dangila. They agreed that families and students are
ch’srespeoting teachers’. Moreover, the government is neglecting teachers’ problems (See
Appendix XI & figure 12). Some research results also show the existence of strong relationship
between ciisruptive behavior of students and teachers decline of commitment, misbehaving and

burn out (Evers et al, 2004).

*

Figure 12: Graph showing teachers high level of agreement concerning causes of the problems
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The majority teachers, i.e. 60.69% (n=122) who fill the questionnaire and the interviewed

persons agréed that the other cause for teachers problem is increasing workload. Under this
existence of large class size, dynamic educatiénal reforms, “existence of extraneous works out
side of the class room, more than 20 periods per week heavily over burdened teachers. Research
studies conducted in other countries shows that the existence of workload and lack of resource as

a major challenge. -

As society and culture change, a greater variety of roles are being placed on teachers.
One major area of stress for teachers comes in the form of new overloaded curriculum
and a lack of viable resources. Often teachers feel forced to choose between policy and
pedagogy, the consequence being an increased stress level. Coupled with this, many
teachers reporethat a lack of time to prepare and excessive paperwork is really
tiresome (Malcolmson et al, 2003).

48




In relation to the issues of educational reforms it is important to get the support of teachers.
Some educators elaborate the role of teachers to bring success or failure of new educational
reforms. According to Flores, (2005) if school improvement programs are to be successful, it is

important to understand teachers, and their roles in bringing the change to practice.

1 4 -

Teachers’ as an individual agency is a crucial element in an attempt to implement
structural reform or educational innovations. Attention must be given to the
‘phenomenology of change’ and need to take into account the way in which ‘teachers
actually experience change as distinct from how it might have been intended’. In other
words, the teacher (his/her/ personal change) is crucial to improving the educational
enterprise and to undertaking wider successful change initiatives in schools (Flores,

2005).

»

Moreover, the majority of the teachers, i.e. 70.14% (n=141) who fill the questionnaire and
most of the interviewed persons also agreed that absence of motivation resulted in decline of
commitment, misbehaving and burn out among teachers. They say that de-motivating factors like
low s&ry, absence of instructional resources, increasing student misbehaving, lack of.parental
support, political intervention, unethical performance requirements, absence of professional

support and bad school administration exasperate teachers problems (See table 14 above).

- This again is supported by research studies conducted in other countries. Study done in USA
shows that greatest dissatisfaction for teachers’ is the disruptive student behaviors,
unmanageable work over loads and absence 015 parental supioort (George, Louw & Badenhorst,
2008). Huberman, (2004) said that the external causes for burn out were ‘decline of status,
ambiguous role expectations, unreasonable time demand, large class size, disruptive students,
lack of administrative support, poor staff relation, inadequate resources and salary’ (Huberman,
2004). Others also examined the‘relationship between organizational justice and school culture
affecting commitment of teachers. According to Yafuz, (2010) ‘when teachers’ perception of

organizational justice and school culture is low their commitment declined’ (Yafuz, 2010).

=¥
-
7
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Others like Schwab, et al (1986) suggest that absence of support may lead to decline of
commitment, misbehaving and burn out. They explained that effective support is required for

teachers’ success.

>

i An effective support group includes people who provide emotional support, confront

the teacher in humanistic way, when individual behavior is inappropriate, provides
téchnical support in work related areas, present technical challenges that encourage
individual growth and development (Schwab et al, 1986).

*

The lack of resources in schools contributed to decline of commitment and dissatisfaction -
among teachers where teachers use their salaries to buy teaching materials. In addition, the
questien of salary plays a vital role in the decisions of many teachers concerning the profession.
Many s;tes that low level of salary bring about increasing teachers attrition and kill their
commitment to teach (Bogler & Somech, 2004). Other scholars also examine the
interrelationship between students misbehaving and teachers’ decline of commitment and burn
out (zﬁmad & Sahak, 2009). Buades, et al (2006) examined the effect of students misbehaving

on teachers’ burn out and satisfaction level. According to him

the most stressful behavior a student can exhibit is, in fact, a lack of motivation, effort
and caring. Teachers are more likely to see these behaviors as ones they can positively
impact, and if they are unable to do so, feel increasingly stressed and burned out

(Buades, et al, 2006).

4.2.4. What are the impacts of teachers’ decline of commitment,

misbehaving and burn out?
-
The fourth question of the research study focuses on examining the impacts of the
aforementioned problems. In relation to the impacts, the interviewed teachers reply is divided
into three dimensions, i.e. educational, psychological and behavioral.

Most say that the educational impact is high, where academic performance of students is

«

falling drastically, de-motivate many students to learn, and increased students’ failures and
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absenteeism. As a psychological impact of the teachers misbehaving, decline of commitment and
burn out is that it kills students’ ability to further their knowledge, de-motivate them to remain in
the school. As a behavioral impact: teachers’ decline of commitment and burn out increased
students misbehaving, absenteeism and bring other behavioral problems. Dominantly they agreed
Fh’at impact of misbehaving is high even though the act is very minor. This is supported by

scholars who make a research on teachers’ commitment. According to Chughtai & Zafar, (2006):

-

teachers who are not committed to their work place are likely to put less effort in the

' classroom as compared to teachers with high levels of commitment. This would
adversely affect student learning and achievement in particular and standard of
education in the country in general (Chughtai & Zafar, 2006).

Accc;rding to Wanzer & McCroskey, (1998):

teachers who misbehave regularly in the classroom may generate negative affect -
toward the subject. The student may enter the class motivated to do well and then find
that motivation eroded by teacher’s misbehaving. When a teacher exhibits negative:
classroom behaviors students are less motivated to do well and minimize his interest to .
achieve better (Wanzer & McCroskey, 1998).

Others scholars agreed that even though a teacher’s misbehaving is minor it may have a

-

lasting effect on the student’s cognitive, behavioral and psychological make up (Sava, 2002;

Ahmad & Sahak, 2009). Teacher’s misbehavifg is: ¥

like throwing a stone in a lake; for a couple of moments the water ripples which
affects the initial calm, but after a few moments everything returns to normal. Yet, at
the bottom of the lake something has changed, a stone appeared and it will remain
there for ever. The lasting effects occur especially when teachers misbehave in front of
primary and secondary School [students] who are more emotionally vulnerable than
older students (Sava, 2002).

P,
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4.2.5. What can be done to solve these problems facing the

teaching profession?

e The f}nal question deals with examining suggested solutions for the problems of the teaching
profession. The above explanations already show that the three ‘in problems’ and the three ‘out
problems™ may strangulate teachers from performing their professional duties. These problems
must be resoled and measures that help to minimize their effect must be implemented by the
concerned bodies. There for the last research question posed: what can be done to solve the
problems? With regard to the solutions, teachers believed that enhancing the status of teachers,

minimizing their work load and provide motivations will resolve the problems.
®

-

The majority of them, i.e. 86.06% (n=173) as well as the interviewed persons’ believed that
enhancing the status of the teaching profession will minimize the above mentioned ‘in
problems’. According to the interviewed teachers the major means that help to enhance the status
of teacixers are sustained professional development programs- provided equally to teachers;
promote public awareness on significance of teaching profession using positive media image,
increased professional autonomy, and increased parental and public involvement in the schools

(See Appendix XII, table 15 & figure 13).

-
®

Figure 13: graph showing level of agreement concerning solutions to teachers’ problems
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Enhancing the status of the teaching profession as a solution is again supported by scholars
who undertook research on issues of teachers’ status. Scholars suggested that providing access to
professional training, and development, improving Carrier Structure, minimizing student
misbehaving, and cooling of the pace of reform will help to enhance teachers’ status (Campbell,

3608; Ahmed & Sahak, 2009; Binder, 2009). According to Hargreave et al, (2006)

if the working conditions and non-financial benefits of teaching could be improved, if
external control and regulation was relaxed, and if teaching were seen as a respected
and valued authority part of the gap between the perceptions of a high status
profession and the teaching profession would close (Hargreave et al, 2006).

Retprning to the data collected in the questionnaire, 83.08% (n=167) of the responderits who
fill the (iuestionnaire and almost all persons who are interviewed agree that tackling problem of
workload will minimize the problems of the teaching profession using means of minimizing
class room size, minimize period per week, decrease extraneous workloads that have no relation

with iitruction and improve availability of instructional resources (See appendix XII).

In addition, 93.03% (n=187) of teachers who fill the questionnaire and the inter;/iewed
persons suggest as a motivating solutions enhancing teachers’ participation in decision making,
undertake skill training programs, decreasing student misbehaving, increase financial
remuneration based on merit and performance, create supportive school administration, minimize
political involvement, promote collegial relatig_nships Withir} the school, and utilize consistent
administrative actions, promote supportive supervision, provide instructional resources will

motivate teachers (See Appendix XII).

This again is supported by scholars, who suggested that minimiging workload for teachers’
create better condition for their effectiveness (Martson et al, 2006; George et al, 2008).
Moreover, participating teachers in decision making help to ease the emotional and
psychological burden of teachers and promote their instructional effectiveness. Many (including
teachers) believed tWal reward for good work must be financial or material (Fullan et al,
2001; Silcox, Magcneill & cavanagh, 2003 Campbell 2008). Some scholars like Siddique, et al

(2002) site that the real reward and satisfaction of many teachers is not material.
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The real reward of the true teacher lies in the deep satisfaction of the feeling of
watching students grow in their understanding of themselves and of their world, in
seeing them develop self reliance, initiative and sense of responsibility (Siddique, et

al, 2002).
!’ &
Other scholars also examiiie the relationship between enhanced teachers role and good and
participatory school administration. According to them ‘transforming schools, whether directed

towards school reform or school renewal, is inextricably linked to the exercise of supportive

school leadership’ (Singh & Manser, 2002). According to Stenbridge, (1989)

a more participatory style of administration, not to be confused with committee
meetmg, but characterized by genuine consultation with subordinates and asking
*for suggestions before making a decision, would result in many more incidents of
satisfaction relating to achievement and recognition to complement the already
numerous incidents of achievement and recognition resulting from good
teacher/student relationship (Stembridge, 1989).

Other*searchers also suggest that bureaucratic and laissez fair management st};lq of
leadership must be replaced by administrative style that favors inclusion and participation.
Moreover, students interest to learn, supportive school administration, availability of instruction
resources, better salary conditions will enhance teachers motivation (Singh & Manser, 2002;
Srlcox et al, 2003; Dworkin, Saha & Hill, 2003; Martson et al, 2006; Mpokosa et al, 2006). Some

researchers examme two kinds of job motivating factors 1.e. intrinsic and extrinsic:

-~

One set (intrinsic) of factors related to recognition, responsibility, advancement,
achievement, and nature of work. The other (extrinsic) sets of factors are related to
‘ educational policies, supervision, interpersonal relations and working conditions

- (George, Louw & Badenhorst, 2008).

" - In addition, other scholars also suggested that increasing the participation of teachers in
_decision making process of schools and promoting professional autonomy is an effective way to
prevent and minimize QWut because it tlelps teachers to control and manage their work
- cnvironment (Schwab et al, 1986; Stembridge, 1989; Stephenson, 2000; Lavy, 2001; Guskey,
2002; Beavis, 2003; Bogler & Somech, 2004; Monyatsi, 2006; George et al, 2008; Amjad, 2009;

" Abdel-Fatah, 2010).
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In relation to the absence of instructional resources, some researchers proposed that effective
utilization of man power and finance, as well as application of transformational school leadership

will ease the problem (Singh & Manser, 2002). According to Singh & Manser, (2002):
F 4

1 4 -

in schools where there is inadequate resource the key to transformation must not only

depend on the acquisition of physical resources alone, but can in fact be found in the
effective utilization of available human and non-human resources and the application
of transformational leadership strategies (Singh & Manser, 2002).
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CHAPTER FIVE
SUMMARY, CONCLUSION AND
» RECOMENDATION

5.1. Summary

*

The major purpose of the research is to examine the three fold problems facing the public °
school teachers of Dangila town, i.e. the decline of commitment, increasing misbehaving and
burn dut. Moreover, it intended to identify if the causes of these problems are relatec{ to the
decline of status, increasing work load and absence of motivation and to provide solutions on
that basis. In order to achieve its purpose, the following five basic questions are posed: Is there
sign of decline of commitment, misbehaving and burn out? What is the level of these problems?
Are t]@e pro‘blems varied with gender, educational level and years of experience of teachers?
Are the causes related to status, work load and absence of motivation? What are the fmpacts?

What are the solutions?

The target populations of the research were 475 public school teachers in nine schools in
“Dangila town. Since it was impossible to study the whole target population due to time and
expense constraints, cluster sampling techniques has been us\ed to choose three primary schools
and one secondary school. Moreover, due to the manageability of the number of teachers in the
chosen cluster schools, the whole teachers (n=258) of the four became the sample population.
The sample population represents more than half of the target population (54.31%) which helps

to strengthen the research validity,

In order to attain the objective of the study, a questionnaire and an interview were used as a
data collection instrument. The questionnaire was adopted and developed from internationally |
recognized instrumge®*ic. OCQ, TMC, and MBI-ES. The interview questions were also
developed from rec;)gnized qualitative sgholars on commitment, misbehaving and burn out. So,

both quantitative and qualitative methods have been employed.
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The result of data collected clearly indicates the existence of decline of commitment,

misbehaving and burn out among the teachers in Dangila town.

}

1 4 -
One, it shows that commitment is declining while teachers’ misbehaving and burn out is

increasing. More than half of the teachers show a low level of commitment where commitment
to students’ dimensions, followed by commitment to school dimension as much lower than other
dimensions. In addition, female teachers’ commitment is much lower than male teachers. The
degree level teachers and teachers with more than twenty years experience also show a low level -

of commitment.

»

Two, with regard to misbehaving, most of the teachers believed that it exists at a low level.
But a significant number of teachers believed that it exists at a medium and higher level. There is
no significant difference of opinion on misbehaving based on gender, educational level and years

of ex;‘fiencej

Three, although more than half of the teachers show a low level of burn out, a sigﬁiﬁcant
number teachers show a high level of burn out. Moreover, more male teachers show a high level
of burn out than female teachers. The burn out level is also varies with educational level and
<years of experience of teachers. The degree level teachers show a higher level of burn out than
the diploma and certificate level teachers. M0£eover, teachezrs with more than twenty years of
experience and teachers with less than ten years of experience show a higher level of burn out.
As a cause for the above problems, the teachers suggest that decline of status, increasing work
load and absence of motivation played an important role. They believed that if measures were

taken to enhance the status of teachers, minimize their work load and promote their motivation,

teachers’ commitment will be enhanced; misbehaving and burn out will be minimized.

5.2. Conclusion

7

£«
Teachers’ commitment, morality and determination are key elements in educational
transformation and are arguably important factors in the teaching learning process and the

success of educational reforms. This requires examination of level of commitment, misbehaving
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and burn out of teachers in schools. The research study examined the sign and level of the
decline of commitment, misbehaving and burn out conditions of the public school teachers of the

town of Dangila.

e

¥ The research result clear_ly shows that teachers’ organizational commitment is low and
continuously declining; teachers’ misbehaving is increasingly manifested and burn out is
increasiné where more than a quarter of the teachers’ show a high level of burn out, which
requires attention from the concerned bodies. Moreover, it shows that the decline of
commitment, work over load and absence of motivation are the three major ‘out-causes’ of the

three ‘in- problems’ of the teachers.

5. 2. Recommendations
Based on the findings of the study, the following recommendations are forwarded:

One, \ﬁh regard to the status of the teaching profession it is necessary to:

e train teachers in a fair and equitable way to enhance their professional status
e enhance community’s awareness concerning the key role of teachers using positive
media image and involve the family and community in supporting teachers and in
- school improvement programs
e utilize external control and regulatioin in such a way that it promote the professional
autonomy and independence of teachers )

e provide salary and incentives at least equal to salaries and incentives of other civil

service workers in order to enhance commitment.
~
Two, with regard to workloads, an attempt has to be made to:

e decrease the number of periods per week mainly for teachers who teach major
subjects
o minimize;%aneous workloads out side of the class room except relevant to teaching

and learning process
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e faire and impartial use of external control and regulation in order to ease the
emotional and psychological burden of teachers as well as bring greater commitment
and satisfaction among them

» e effectively utilize school finance and other resources gained from out side to increase
: " the availability of instructional materials
e . cool off the pace of reforms and changes within the school to help teachers gain time

to adopt and used to them.

Three, in relation to teachers’ satisfaction and motivation measures has to be taken to:

e increase professional and social support for teachers. .

.t create democratic, professional and collegial school administration that emphasis
academic accomplishment and provide frequent feedback in schools in order to build
trust among teachers and enhance their performance.

. build supportive professional supervision, administration and experience sharing in

‘ schools in order to promote the collective efficacy of t;aachers.

e provide of reward and incentives to competent and effective teachers in a just and fair
way so that professional characteristics and professional competency of teachers is
recognized and remained employed as teachers. Any perceived inequity and injustices
in the distribution of rewards and incentives is likely to lower the commitment level
of teachers.

e minimize students misbehaving and 4cademic dishonesty in a sustained way by using
positive classroom management, ethical code of conduct for students, and promoting

experience sharing with successful adults.

re-examine and further expand carrier structures using the experience of other

~
countries so that it is possible to minimize teachers’ decline of commitment, burn out,

indolence, moon lightening and turn over.

involve teachers in decision making process concerning schools and other educational -
reforms in order to promote their professional capability and ability to manage their
workiri'g’pg;lvironment. 4

e re-examine the requirements used to recruit and hire new teachers so that the best

teachers will join the profession, and make the salary attractive enough.
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APPENDIX 1

Table showing the sample schools and teachers represented in the study

N Name of the Total number of Sample | Total questionnaire total questionnaire
0 school teachers schools distributed returned
Male | Female Total | selected | Male | Female | Total | Male Female | Total
1 | Dangila Primary 23 17 40 / 23 17 40 20 12 32
School
2 | Abiyot Godana 21 16 37 1 e e ]
Primary School
3 | Mengehsa 16 17 33 ] e e ]
Jemeberie Primary
School
4 | Amen primary 21 16 37 21 16 37 19 13 32
School
5 | Dangilg 03 31 12 43 31 12 43 26 11 37
Prima®aSchool
6 | Bacha Primary 21 9 30 | | e e
School
7 | Zeguda Primary 16 12 28 0 Lamee | mas [ e - - -
School
8 | Mengesha 114 | 24 138 / 114 | 24 138 | 84 16 100
Jemeberie
Secondary -
9 | Dangila 81 8 89 |l | e -- - --
Preparatory School ’ s
e g oy
Questionnaire returned
in% 78.83% | 75.36% | 77.90
: . %
Total teachers covered in the study 475 | Sample teachers ~ | 258 | Sample in % f/4~31
[ %




APPENDIX II

Table showing total organizational commitment
No Commitment level of total teachers: (201) level
0 4 2 3 4 9 6
~ 1 Topwork hard for the school & its better future 20 |72 18 |18 |40 |17 |16
2. . | Tendency to cover other teachers<lass room in order to stay in the | 27 | 64 44 |41 |10 |11 |4
. school
3 Desire to fullfill & finish work assigned by the school adm. 22 |63 34 |16 |41 |15 |10
e To prefer working at this school even though having choices to 37 | 39 39 |38 |22 |16 |10
_ leave
45 Desire deal with & resolve the problem of the school. 20 |73 38 |18 |31 |10 |11
6 To perceive the school as the best one among the others 22 |62 44 |20 |32 |11 |10
: Commitment to school average 25 |62 36 |26 |29 |13 |10
k% To feel becoming a teacher as best decision in his/her life 27 |47 41 |40 |17 |16 |13
w8 To be pgoud of being a teacher. . 32 | 47 42 |32 |2 |13 |14
-9 Perceive the values of teaching profession more important than 30 | 47 29 131 |25 |19 |20
other professions ‘
10 | To perceive teaching occupation as best for working life 29 | 44 41 |36 |17 |13 |2]
11 | The desire to be well-known in teaching profession 26 | 51 36 |27 |24 |17 |20
12 | The desire to continue teaching without economic needs. 26 | 54 42 |33 |26 |16 |4
Commitment to profession in average 28 | 48 39 |33 |22 |16 |15
13 | To helpdtudents learning (activities) outside classroom. 20 | 67 57 |16 | 21 10 | 10
| 14 | To spend free time with students 22, | 72 48 |29 |2 |10 |8
15 | The responsibility of entering the class on time. . 20 |33 39 |13 |30 |22 |24
16 | To accomplish the job with enthusiasm. 17 | 62 33 |28 |32 |15 |14
17 | To get information about the student’s family life. 24 | 61 58 |35 |11 |7 3
1 18 | To try to do the best for the unsuccessful students 20 |73 49 |28 |15 |11 |5
Commitment to students in average 20 |65 48 |25 |19 |13 |1l
19 | To be pleased & laugh with other teachers in the breaks. 16 | 42 55 |28 |27 |17 |16
20 | To be proud of his/her colleagues performance 15 |52 56 |40 |14 |12 | 1]
21 | To feel perceived as close friend by the other teachers at work 13|55 51 |25 |22 |16 |19
place & outside o -
22 | To feel other teachers in the school as best friends. 13 ] 63 41 |28 |19 |21 |16
] Commitment to colleagues in average 13 | 53 51 |29 |21 |17 |17
Total 405 | 1263 | 935 | 620 | 535 | 349 | 315
Total commitment Average 23 |57 43 |28 |23 |14 |13
a (o
~ Table showing trend of commitment according to teachers’ opinion
o
Trend of commitment level
declining increasing average Don’t know
~ | Number of | % Number of | % Number of | % Number of | %
teachers - #eachers . teachers teachers
147 73.13% | 37 18.40% | 9 4.47% | 8 3.98%




APPENDIX 111

Table showing total misbehaving level

No }Vlisbehaving opinion of total teachers: 201 level
. 0 1 2 3 4 J 6
1 | Giving confusing lectures, 38 55 60 23 |6 10 |9
2 | apathy toward students when teaching 45 54 49 30 |8 7 8
3 unfair testing 42 54 54 30 |7 6 8
4 Use of boring lectures, 37 54 53 38 |7 6 6
5 Use of unintelligible accents, 36 51 63 31 |7 8 5
6 | information overload, 46 | 49 36 37 |14 |9 |10
7 | lack of knowledge on subject matter, 45 56 39 31 |10 |8 12
8 Instructing or assigning work with inappropriate volume 40 53 45 36 |8 10 |9
9 Use of bad grammar and/or spelling 51 68 50 19 |5, |4 4
v Incompetence average 42 55 50 30 |8 8 8
10 | sarcasm/putdowns, humiliate students 50 66 38 21 |8 |8 10
11 | verbally abuse students 35 57 47 33 |10 |10 |9
12 | unreasonable or arbitrary rules, punishments 56 61 40 16 |6 13 |9
13 | sexual harassment of students 66 60 40 17 |5 6 7
14 | Negative attitude & personality, 56 61 45 18 |6 7 8
15 fav&tism and/or prejudice to some students 46 62 48 26 |6 6 7
Olffensiveness average 51 -] 61 43 23 |7 8 8
16 | being absent or late for class 29 60 53| 32| 9| 10 7
17 | Tardy, disregard for students 38 64 57| 26 5 5 6
18 | Coming to class unprepared or showing no interest in their 50 56 48 | 26 6 8 7
work
19 | deviating from the syllabus, spend period with unnecessary 55 60 42| 20| 10 7 6
. | issues
20 | returning work & test results late 35 68 56| 25| 4| 7 5
21 information under load, instruct below expectation 53 57 40| 27 9 6 9
22 | Instruct in a disorganized way i T 52 60 50| 21 4 7 6
Tardiness average 45 61 49| 25 7 7 7
Total 1002 | 1286 | 1054 | 585 | 160 | 168 | 167
Misbehaving Average 46 58 48 26 |7 8 7
~
Table showing trend of misbehaving based on teachers’ opinion
Trend of misbehaving level
declining increasing average Don’t know
Number of | % Number of | % Number of | % Number of | %
teachers _ @i¥rteachers teachers teachers
70 34.82% | 102 50774% | 21 10.44% | 8 3.98%




APPENDIX IV

3 Table showing total burn out level
| No » Signs of burn out among total teachers: 201 Level of repetition
¥ . 0 1 2 3 4 5 6
1. | Ifeel used up at the end of the work day 19 |34 |23 |28 |27 |31 |39
2. | I feel emotjonally drained from my work 38 |42 |33 29 15 |20 |24
3. | 1 feel I'm working too hard on my job 3 12 |6 14 23 |24 | 119
3y .
4. | I feel frustrated by my job 50 |60 |25 18 7 21 |20
NESREN fegl fatigued when I get up in the morning and have to face 59 |49 |26 |32 7 20 |8
another day on the job
6 | 1feel burned out from my work 44 | 33 | 33 26 13 |29 |23
¢ 7 | Working with students all day is really a strain for me 23 |26 |17 |23 12 |22 |78
s| 8 | 1feel like I'm at the end of my rope 69 |36 |33 16 |12~ |11 |24
: T Emotional Exhaustion in Average 38 |37 |25 22 15 | 22 | 42
9 Working directly with students puts too much stress on me 65 |44 |32 20 10 | 16 | 14
10 | I feel that students blame me for their problems 63 |46 |31 9 13 |15 |24
11 | I've become more callous toward people since I took this job 80 |46 |28 12 11 |10 | 14
12 | I'worry that this job is hardening me emotionally 74 | 38 |28 18 11 |12 |20
13 | Idon’t really care what happens to some students 65 |29 |23 21 13 |13 | 37
14 | I feel I‘eat some students as if they were impersonal objects 90 |29 |21 13 16 |15 |17
Depersonalization in Average 73 |39 |27 15 12 |14 | 21
15 | 1 feel trilled when I work with my students 11 |9 15 23 30|26 |87
16 | When I work 1 feel that I am full of energy 14 |8 17 | 24 28 |35 |75
17 | When I face a problem that angers me I resolve it with patience 16 |23 |23 37 |25 |29 |48
18 | I easily understand what my students feel 5 11 |13 30 36 |33 |73 .
19 | I believe I accomplish many important things in the years I teach | 12 |23 | 13 28 24 132 |69
20 | Iresolve students problems successfully 6 17 123 40 |21 |39 |55
|21 | Ifeel that I positively change peoples problems with my work 8 18 |23 30 28 |35 |59
22 | I create a relaxing relationship with my students easily 2 8 17 28 29 |37 | 80
Feeling of reduced personal accomplishment in Average 9 15 |18 30 28 | 33 | 68




APPENDIX V

Table showing Female commitment level

N Commitment level of Female Public School Teachers’: (52) level
0O |« - 0 1 2 3 4 2 6
1 | To work hard for the school & ifs better future 0 27 | 4 3 7 9 2
2 | Tendency lo cover other teachers class room in order to stay in 2 22 |12 |7 6 2 1
the school
3 | Desire to fulfill & finish work assigned by the school adm. 2 26 |9 3 8 3 1
4 | To prefer working at this school even though having choices to 4 14 |12 |10 |6 3 3
leave '
5 | Desire deal with & resolve the problem of the school. 1 30 |9 3 6 2 1
6 | To perceive the school as the best one among the others 0 27 |14 |3 3 4 1
Commitment to school in Average 24| 10 5 6, 2
7 | To feePbecoming a teacher as best decision in his/her life 1 25 |15 |4 3 2 2
8 | To be proud of being a teacher. . 2 22 |14 |4 6 3 1
9 | Perceive the values of teaching profession more important than 2 25 |10 |4 4 4 3
other professions
10 | To perceive teaching occupation as best for working life 2 16 |15 |9 5 3 2
11 | The desire to be well-known in teaching profession 3 20 |14 |6 4 3 2
12 | The degre to continue teaching without economic needs. 1 20 |14 |7 2 5 3
Commitment to the profession in Average % 2| 21| 14 6 3
13 | To help students learning (activities) outside classroom. 2 24 |15 |2 5 |4 0
14 | To spend free time with students 0 26 |12 |8 3 2 1
15 | The responsibility of entering the class on time. . 0 21 |16 |2 6 4 3
16 | To accomplish the job with enthusiasm. 1 26 |9 5 5 5 1
17 | To get information about the student’s family life. 3 19 |15 |11 |3 1 0
18 | To try to do the best for the unsuccessful students 2 23 |10 |11 |4 2 0
* Commitment to students in Average 1 23| 13 7 4 1
19 | To be pleased & laugh with other teachers in the breaks. 3 14 |19 |4 6 5 1
20 | To be proud of his/her colleagues performance 13 18 |17 |9 2 2 1
| 21 | To feel perceived as close friend by the other teachers at work 3 19 |19 |5 3 2 1
place & outside
1 22 | To feel other teachers in the school as best friends. 2 20 |16 |5 4 3 2
‘ Commitment to colleagues in Average 18| 18 6| 4 1
Total 39 | 484|290 | 125 | 101 | 73 | 32
Organizational commitment Average 2 22 |13 |6 5 3 1




APPENDIX VI

Table showing total male teachers commitment level

No |/ Commitment level among Male teachers’: (149) level
T = 0 1 o 3 4 5 6
1 To work hard for the school & its better future 6 45 |14 |15 |25 |23 |21
2 Tendency to cover other teachers class room in order to stayin |22 |42 |32 |34 |12 |4 3
the school
3 Desire to fulfill & finish work assigned by the school adm. 10 |37 |25 |13 |30 |10 |24
4 To prefer working at this school even though having choicesto |33 |25 |27 |28 |12 |12 |12
leave '
5 Desire deal with & resolve the problem of the school. 12 |43 |29 |15 |15 |19 |16
6 To perceive the school as the best one among the others 13 |35 |30 |17 |19 |19 |16
® Commitment to school in Average 16| 38| 26| 20| 19| 15| 15
7 To feel becoming a teacher as best decision in his/her life 26 |36 |26 |22 |12 |.10 |17
8 To be proud of being a teacher. . 25 |28 |28 |25 |15 |16 |12
9 Perceive the values of teaching profession more importantthan | 28 |27 |19 |22 |15 |14 |24
other professions
10 | To perceive teaching occupation as best for working life 28 |27 |19 |22 |10 |19 |24
11| The &sire to be well-known in teaching profession 18 |31 |22 |21 |19 |14 |24
12 | The d®ire to continue teaching without economic needs. 25. 134 |28 |26 |13.]12 |11
Commitment to the profession in Average 25| 31| 24| 23| 14| 14| 19
13 | To help students learning (activities) outside classroom. 14 |43 |42 |14 |11 |13 |12
14 | To spend free time with students 13 |46 |36 |21 |12 |11 |10
15 | The responsibility of entering the class on time. . 8 32 |23 |11 |30 |14 |31
16 | To accomplish the job with enthusiasm. 9 36 |24 |23 |17 |19 |21
17 | To get information about the student’s family life. 21 |42 |43 |24 |6 6 7
| 18 | To try to do the best for the unsuccessful students 12 |50 |34 |22 |11 |6 14
Commitment to students in Average4 13| 42| 34| 19| 15| 12| 16
-1 19 | To be pleased & laugh with other teachers in the breaks. 13 |28 |41 |23 |14 |15 |15
20 | To be proud of his/her colleagues performance 8 34 |39 |31 |17 |8 12
' 21 | To feel perceived as close friend by the other teachersat work | 10 |36 |32 |20 |17 |16 |18
place & outside -
22 | To feel other teachers in the schookas best friends. 7 43 |25 |23 |21 |12 |18
Commitment to colleagues in Average 10 | 35 34| 24| 17| 13| 16
Total 361 | 800 | 638 | 472 | 353 | 292 | 362
Average organizational commitment 16 |36 |29 |22 |16 |13 |17

,
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Table showing total misbehaving opinion of Female teachers

~

Vi

[Wo yisbehaving opinion among Female teachers: 52 level
¥ - = 0 |1 2 3 |4 5 |6
[l Giving confusing lectures, 11 |12 19 6 3 1 0
2 apathy toward students when teaching 9 15 16 10 1 1 0
3 unfair testing 1 7 J 15 19 8 2 0 1
4 Use of boring lectures, 4[ 5 J 16 16 10 |3 1 1
5 Use of unintelligible accents, 5 12 25 4 2 3 1
6 f information overload, 10 | 14 12 9 4 2 1
L7 f lack of knowledge on subject matter, 11 | 18 9 9 1 3. |1
8 Instructing or assigning work with inappropriate volume | 4 17 16 10 2 2 d
;9 Use of had grammar and/or spelling 10 | 21 14 5 1 0 |1
= Incompetence average 8 16 16 8 2 1 1
10 sarcasm/putdowns, humiliate Students 10 |22 10 5 2 2 1
11 | verbally abuse students 7 17 14 9 3 2 0
12 | unreasonable or arbitrary rules, punishments 10 | 15 17 6 1 2 1
13 | sexual harassment of students 12 |17 15 4 2 11 |1
14 | Negative Ettitudé & personality, 9 19 |17 |2 2 1" |2
15 | favoritiand/or prejudice to some students 6 19 17 6 2 0 |2
T Offensiveness 9 18 15 6 2] 1] 1
16 | being absent or late Jor class 3 19 19 8 1 0 2
17 | Tardy, disregard Jfor students 4 15 21 9 1 1 1
18 | Coming to class unprepared or showing no interest in 7 16 23 5 0 1
their work
7} deviating from syllabus, spend period with unnecessary | 11 | 17 16 4 1 2 1
issses .
20. [ returning work & test results late i | 6 14 < | 20 5 2 2 3
21 information under load, instruct below expectation _[ 13 [ 14 15 5 3 1
22 | Instruct in a disorganized way 10 |18 18 2 1 1 2
] Tardiness 8| 16| 19| 5 1| 1 2
Total 180 | 362 | 368 | 141| 38| 30| 25
Teachers misbehaving Average 9 16 17 6 2 1 1




APPENDIX VIII

Table showing total Male teachers opinion on misbehaving

>
No | Misbehaving opinion among male teachers: 149 level
0 1 2 3 4 5 6
1 Giving tonfusing lectures, 27 |53 |41 17 3 2 6
2 apathy toward students when teaching 40 |41 33 20 6 3 6
3 unfair testing 35 |42 35 22 5 5 5
4 WUse of boring lectures, 32 |41 39 28 4 3 2
5 Use of unintelligible accents, 31 |39 40 27 6 4 2
6 information overload, 36 |44 24 28 9 6 2
7 lack of knowledge on subject matter, 34 |48 30 22 7 .5 3
8 Instpucting or assigning work with inappropriate volume | 36 | 43 31 26 6 6 1
9 Use of bad grammar and/or spelling 41 | 49 36 14 5 3 1
Incompetence average 35 44 34 23 6
10 sarcasm/putdowns, humiliate students 40 | 57 28 16 3 2
11 verbally abuse students 32 |48 33 24 4 4
12 unreasonable or arbitrary rules, punishments 46 | 54 23 10 10 6 0
13 sexy@l harassment of students 58 |43 25 13 3 5 2
14 Neg&ive attitude & personality, 47 | 51, 28 16 2 -4 1
15 favoritism and/or prejudice to some students 44 | 45 31 20 3 3 3
Offensiveness 45 49| 28 17 4
16 | being absent or late for class 26 |51 34 25 10 3
17 | Tardy, disregard for students 34 |52 36 17 7 3
18 Coming to class unprepared or showing no interest in 43 | 49 25 21 6
their work
19 | deviating from syllabus, spend period with unnecessary | 47 | 45 26 17 13
issues
20 | returning work & test results late d 29 152 39 20 7
21 information under load, instruct below expectation 49 | 43 25 22 7
22 Instruct in a disorganized way 43 | 48 32 19 5
Tardiness average 39 49 31 20 8
* Total 850 | 1038 | 694 | 444 131 | 62
Average misbehaving 39 | 46 32 20 6 3
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APPENDIX IX

Table showing Female teachers’ burn out level
-
No |« Signs of burn out among female teachers: 52 Level of repetition

o . 0. |1 |2 3 |4 |5 |6
1 I feel used up at the end of the workday 7 10 |9 7 4 4 11

2 I feel emotionally drained from my work 14 |16 |8 6 2 3 3
3 I feel I’m working too hard on my job 1 4 3 2 3 7 32

4. | I feel frustrated by my job 16 |19 |8 4 1 2 2

5 I fel fatigued when I get up in the morning and have to face 19 |12 |9 6 0 5 1

another day on the job

6 I feel burned out from my work 15 | 11 14 5 2 4 1
7 Working with students all day is really a strain for me 6 7 3 7 4 |4 21

8 I feel ﬁkp I’m at the end of my rope 17 |9 13 3 1 2 7
Emotional exhaustion 12 | 11 8 5 2 |4 10

9 Working directly with students puts too much stress on me 21 |11 10 4 2 3 1

10 | I feel that students blame me for their problems 21 |12 |9 1 0 4 5

11 | I’ve become more callous toward people since I took this job 25 |16 |7 1 0 2 1

12 | I worry that thjs job is hardening me emotionally 25 |10 |8 5 0 2 2

13 | Idon "eally care what happens to some students 19 |13 7 il 3 2 7

14 | I feel I treat some students as if they were impersonal objects 25 410 |6 2 2° 12 5

Depersonalization 23 |12 |8 2 1 43 4
15 | Ifeel trilled when I work with my students 1 2 6 6 9 5 23
16 | When I'work I feel that [ am full of energy 3 2 6 4 8 10 | 19
17 | When I face a problem that angers me I resolve it with patience | 4 9 4 11 |7 6 11
18 | I easily understand what my students feel 1 5 5 4 8 9 20
19 LIbelieve I accomplish many important things in the years I 2 6 5 7 6 6 20

4 teach

20 | Iresolve students problems successfully . 1 6 6 11 |2 13 | 13
21 | I feel that I positively change peoples problems with my work | 2 6 5 9 5 10 |15
22 | I create a relaxing relationship with my students easily 0 3 6 8 5 10 |20
Feeling of reduced personal accomplishment 2 5 5 8 6 9 18

~
-




APPENDIX X

R
| Table showing total male teachers’ burn out level
No !} Signs of burn out among Male teachers: 149 Level of repetition
) : 0 112 3 |4 5 |6
1. | I'feel used up at the end of the workday 12 24 |14 21 |23 27 | 28
2. | I feel emotionally drained from my work 24 26 | 25 23 |13 17 | 21
*'3. | Ifeel 'm working too hard on my job 2 8 3 12 |20 17 | 87
.| 4. | I'feel frustrated by my job 34 41 |17 14 |6 19 |18
5. | Iféel fatigued when I get up in the morning & face another | 40 37 |17 26 |7 15 |7
day on the job '
¢| 6 I feel burned out from my work 29 22 |19 21 |11 25 |22
|7 Working with students all day is really a strain for me 17 19 |14 16 |8 18 | 57
8 I feel fike I’m at the end of my rope 52 27 |20 13 |11 9 17
Emotional exhaustion 26 26 |16 18 |12 |18 |32
9 Working directly with students puts too much stress on me 47 33 |22 16 |8 13 | 10
10 | I feel that students blame me for their problems 42 34 |22 8 13 11 1 19
11 | I’ve become more callous toward people since I took this 67 30 |21 11 |7 6 7
job .
12 | I woriglthat this job is hardening me emotionally 55 30 |23 11 |6 7 17
13 | [ don’t really care what happens to some students 47 21 |17 13 |10 - |11 |30
14 | Ifeel I treat some students as if they were impersonal 70 19 | 15 11 |13 |11 |10
objects
Depersonalization 54 28 | 19 12 | 10 10 | 16
15 | I feel trilled when I work with my students 10 7 9 17 |21 21 | 64
16 | When I work I feel that I am full of energy 11 6 11 20 | 20 25 | 56
17 | When I face a problem that angers me I resolve it with 12 16 |17 26 | 18 23 |37
‘patience :
18 | I easily understand what my students feel 4 6 8 26 |28 24 |53
19 | I believe I accomplish many important things in th'years I | 10° |17 |8 21 |18 26 |49
teach
20 | Iresolve students problems successfully 5 11 |17 29 |19 26 |42
- +21 | I feel that I positively change peoples problems with my 6 12 | 18 21 | 23 25 | 44
+ | work .
22 | I create a relaxing relationship with my students easily 2 5 [11 20 | 24 27 | 60
: Feeling of reduced personal"accomplishment 8 10 |12 23 | 21 25 | 50




APPENDIX XI

Causes of the problems of the teaching profession

1'} .
No Causes for the problems of teaching profession level
0 1 2 3 4
1 disregard of public to teaching profession 15 |5 20 |57 | 104
2 | Disrespect of the students & parents to teachers 6 10 |22 |66 |97
3 Low government concern to problems of teaching profession 7 7 18 |54 | 115
4 1 Low publicity of the teaching profession 8 8 22 |66 |97
Due to decline of status of T profession 9 8 20 |61 | 103
S Existence of extraneous works out side the Class Room 34 |29 |47 |41 |50
6 | Increasing expectations of effective performance 23 |24 |30 |60 |64
7 Continuous educational reforms that increased teachers load 18 |28 |35 |52 |68
8 Existence of large class size 12 |11 |24 |52 |102
Increasing work load 22 |23 |34 |51 |71
9 Absence of safe working environment 10 |15 |35 |55 |86
10 | Injustices within educational administration 14 |20 |36 |44 |87
11 | Lack of accountability within the profession 59 |50 |23 |34 |35
12 L& salary and reward for teachers 9 8 9 21 | 154
13 | Increasing students misbehaving ‘8 3 19 |42 |'129
14 | Absence of professional autonomy 25 |30 |17 |47 |82
15 | Absence of teaching /instructional/ resources 7 4 11 |56 | 123
Absence of motivation 19 |20 |21 (42 |99

Major catises of the problems of the teaching profession reorganized in three

dimensions P .
No | Causes for the problems of teaching Number of Teachers
profession (out problems) Disagree agree nor disagree Agree
' T % T % T %
1 Decline of status of teaching ~ 17 8.45% 20 9.95% 164 81.59%
profession
2 Increasing work load 45 22.38% 34 16.91% 122 60.69%
3 Absence of motivation 39 19.40% 21 10.44% 141 70.14%
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APPENDIX XII

Table showing teachers agreement level on solutions to problems

no Solutions to problems facing the teaching level
v . profession 0 1 2 3 4
1 Increase professional development to teachers 15 |13 |27 |53 93
2 Create public awareness 5 2 13 | 46 135
3 Promote positive media image 4 5 17 | 46 129
4 Promote professional autonomy 5 3 13 | 35 145
5 Enhance parental & public involvement in school 4 1 11 | 34 151
' Enhance status of teaching profession 7 5 16 |43 130
6 Minimize Class Room size 15 |13 |27 |53 93
7 Minimize extraneous work loads 5 2 13 | 46 135
8 Improve instructional resources 4 5 17 | 46 129 .
. Minimize work load 8 7 19 | 48 119
9 Increase teachers participation in decision making 3 0 6 40 152
10 Promote professional skill using in-service training 3 4 10 | 25 159
11 Decrease students misbehaving 2 6 7 33 153
12 Increase salary based on merit & performance 5 4 8 27 157
13 Create.supportive school administration 5 3 6 31 156
14 reate good collegial relationship 3 3 4 42 149
15 Promote consistent administrative actions 4 |2 6 37 152
Promote teachers motivation 4 3 7 33 154 -

Solution to the problems of teaching profession organized in three dimensions

4 No Solutions to problems facing the teaching level
’ profession 0 1 2 3 4
1 Enhance status of teaching profession (by focusing on 7 |5 16 | 43 130
5 issues)
2 Minimize work load(by focussing on 3 issues) 8 7 19 | 48 119
3 Promote teachers motivation(by focusing on 7 issues) | 4 3 7 33 154
no Solutions to problems facing the Level of agreement
teaching profession Disagreed Disagree/agree/ | Agreed teachers
teachers teachers
T % T % T %
1 Enhance status of teaching profession 12 | 5.97% |16 7.96% 173 | 86.06%
(by focusing on 5 issues)
2 Minimize wgwad(by focussingon |15 | 7.46% | 19 9.48% 167 83.08%
3issues) 7 “
3 Promote teachers motivation(by 7 3.48% |7 3.48% 187 | 93.03%
focusing on 7 issues)
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APPENDIX XIII

Questionnaire in English

F i BAHIR DAR UNIVERSITY
FACULTY OF EDUCATIONAL AND BEHAVIOURAL SCIENCES
* DEPARTMENT OF CURRICULUM STUDIES
MASTER’S PROGRAM

Questionnaire to be filled by Dangila public school teachers

Dear ‘teachers!

The main objective of this questionnaire is to identify the major problems that strangulate the teaching
profession and find remedial solutions. In order to fulfil the objective of the research we sincerely ask for
your support.

We sincerely appreciate your sacrifice in time and effort to fill the questionnaire

Noticeg'lere is no need to write your name on the questionnaire.

February /2011

1. Part one: General questions put vV mark in the box provided

-
»

: . “
1.1. Teaching experience D -5 [_1 610 D 11-15 D 16-20 I:] above 20

1.2. AgE evrvrneenenns

1.3. Sex |:| Male - |:| Female

1.4. School I:l Primary D Secondary I: Preparatory

1.5. Subject teaching ........cccevvveviniennene.

1.6. Education level p Certificate Diploma Degree masters

¥

1.7. Totalperiodpe;'yiweek [ ] 612 E| 13-18 [ ] 19-24 [ ]25-30
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2. Part two: concerning Teachers’ commitment level Put \ mark on the place of your choice in the
table using the following scale

0= strongly low 1= moderately low 2= low
z’ 3= neither low nor high 4= high 5= moderately high 6= strongly high
No Teachers’ commitment level
. 011 2 314 |56
2.1 To work hard for the school & its better future
2:2 Tendency to cover other teachers class room in order to stay in the
4 school

2.3 Desire to fulfill & finish work assigned by the school adm.
24 To prefer working at this school even though having choices to

leave
D Dgsire deal with & resolve the problem of the school. )
2.6 To perceive the school as the best one among the others
2.7 To feel becoming a teacher as best decision in his/her life
2.8 To be proud of being a teacher. .
2.9 Perceive the values of teaching profession more important than other

professions

2.10 | To perceive teaching occupation as best for working life

211 Tt desire to be well-known in teaching profession
2.12 | The desire to continue teaching without economic needs.

2.13 | To help students learning (activities) outside classroom.

2.14 | To spend free time with students

2.15 | The responsibility of entering the class on time. .

2.16 | To accomplish the job with enthusiasm.

2.17 | To get information about the student’s family life.

2.18 | To try to do the best for the unsuccessful students

2.19 | To be pleased & laugh with other teachers in the breaks.

2.20 | To be proud of his/her colleagues performance

2.21 | To feel perceived as close friend by the other téachers at work place
& outside

2.22 To feel other teachers in the school as best friends.

. 2.23. According to your opinion what is the trend of teachers’ commitment?

-

[ ] Don’tknow [ | Declinthg [__] Average [ __| Increasing

2.24.If your reply for the above question is decreasing what caused the decline of commitment
AMONE 1eAChEISTuuiiisimsisisssissonssssissosssssssasssssssessvssisssssesasssssssonvossos SRS RR s R s eSS SR s

2.25.If your reply for the above question i§ growing what is the causes of growth of teachers
COMMUEIMENE? e eitiniieiieiiiiieiiietitititieieaieiereeerentsassncsssnsossnsesestonssnsnssssnsonssssnsasonsans

------------------------------------------------------------------------------------------------------------------------
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2.26.If there is decline of commitment among teachers what solutions do you suggest?

-----------------------------------------------------------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------------------------------

¥ Partthree: non immediacy (Misbehaving) seen among some teachers Put \ mark on the place
of your choice in the table using the following scale

*

0= strongly low 1= moderately low 2= low
3= neither low nor high 4= high 5= moderately high 6= strongly high
No Misbehaving among some teachers level
0 |1 2 |3 |4 9
3.1 Giving confusing lectures, .

3.2 *® | apathy toward students when teaching

3.3 unfair testing

3.4 Use of boring lectures,

3.5 Use of unintelligible accents,

3.6 information overload,

37 lack of knowledge on subject matter,

3.8 | Instructing or assigning work with inappropriate volume,

3.9 Use of bad grammar and/or spelling

3.10 | sarcasm/putdowns, humiliate students

3.11 | verbally abuse students

3.12 | unreasonable or arbitrary rules, punishments

3.13 | sexual harassment of students

3.14 | Negative attitude & personality,

3.15 | favoritism and/or prejudice to some students

L)

3.16 | beipg absent or late for class

3.17 | Tardy, disregard for students

3.18 Coming to class unprepared or showing ne interest in their
work

3.19 | deviating from the syllabus, spend period with unnecessary
issues

3.20 | returning work & test results late

' 1321 information under load, instruct below expectation

3.22 | Instruct in a disorganized way

3.23. What additional misbehaving seen among teachers?

. 3.24.In your opinion ,_w/hat is the trend of teachers misbehaving?

- [_] Don’t know L] Declining [ | Average Dlncreasing

XV




3.25.1f your reply for the above question is increasing what are the impacts of teachers misbehaving on
student performance?

"
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4. Part Four: concerning teachers’ stress & tiredness Put v mark on the place of your choice in
the table using the following scales concerning the tiresome nature of teaching

b 4
. 0= Never _ 1 =Afew times a year or less 2 = Once a month or less
3 = A few times a month 4 = Once a week 5= A few times a week
6 = Everyday.
No Signs of stress and tiredness Level of repetition
i 0 |1 |2 |3 |4 |5

4.1 | Ifeel used up at the end of the workday

4.2 | Ifeel emotionally drained from my work

4.3 | I feel I’'m working too hard on my job

4.4 | 1feel frustrated by my job

4.5 | I'fe€l fatigued when I get up in the morning and have to face another
day on the job

4.6 | I feel burned out from my work

4.7 | Working with students all day is really a strain for me

4.8 | Ifeel like I'm at the end of my rope

4.9 | Working directly with students puts too much stress on me

4.10 | I f@gl that students blame me for their problems

4.11 | I’ve become more callous toward people since I took this job

4.12 | I worry that this job is hardening me emotionally

4.13 | I don’t really care what happens to some students

4.14 | 1feel I treat some students as if they were impersonal objects

4.15 | I feel trilled when I work with my students

4.16 | When I work I feel that I am full of energy

4.17 | When I face a problem that angers me | resolve it with patience

4.18 | I easily understand what my students feel

4.19 | I believe I accomplish many important things in the years I teach

4.20 | Iresolve students problems successfully ‘ )

4.21 | Ifeel that I positively change peoples problems with my work

4.22 | I create a relaxing relationship with my students easily

4.23. What are the causes of teachers\’ burn out?
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4.25.

What is the solution to teachers’ burn out?

!} -
5. Part Five: causes for problems of teaching profession indicate the level of agreement &
disagreement on the following issues as causes for the problems of the teaching profession. Put
v mark on the place of your choice in the table using the following scale
' 0= highly disagreed
1= disagreed
2= neither disagree nor agree
3= agreed .
® 4= highly agreed
No Causes for the problems of teaching profession level
0 1 2 3 4

81 disregard of public to teaching profession

5.2 | Disrespect of the students & parents to teachers

53 gw government concern to problems of teaching profession

5.4 w publicity of the teaching profession

5.5 | Existence of extraneous works out side the Class Room

5.6 | Increasing expectations of effective performance

5.7 | Continuous educational reforms that increased teachers load

5.8 | Existence of large class size

5.9 | Absence of safe working environment

5.10 | Injustices within educational administration

-5.11 | Lack of accountability within the profession

5.12 | Low salary and reward for teachers

5.13 | Increasing students misbehaving ; .

5.14 | Absence of professional autonomy

5.15 | Absence of teaching /instructional/ resources

5.16. Enumerate additional causes for teacher problem? %

XViii




6. Part six: as a solutions to teaching problems put your level of agreement or disagreement on
the following issues using \ Mark on the place of your choice in the table using the following
scale

0= highly disagreed
4 . 1= disagreed

2= neither disafgree nor agree
B 3= agreed

4= highly agreed

no Solutions to problems facing the teaching profession level

6.1 | Increase professional development to teachers
6.2 | Create public awareness

6.3 | Promote positive media image .
6.4 " |.Promote professional autonomy

6.5 | Enhance parental & public involvement in school
6.6 | Minimize Class Room size

6.7 | Minimize extraneous work loads

6.8 | Improve instructional resources

6.9 | Increase teachers participation in decision making
6.1048 Promote professional skill using in-service training
6.11 T Decrease students misbehaving

6.12 | Increase salary based on merit & performance

6.13 | Create supportive school administration

6.14 | Create good collegial relationship

6.15 | Promote consistent administrative actions

6.16. Enumerate if there are additional suggestions concerning the solutions to teachers’ problems

Xix




APPENDIX XIV
Ambharic translation of the Questionnaire

Nac AC eLLacot:

’ : PTIVCTS PAUS ALTN 4-hAL
N?01Ca TC-9°

PACYT TIVCT TSI LT Crovdi

05774 bt 07T Pav 3Nt T9°VCr AT 07, 0F9°4 augeys. Po7.9°A
aom L P

*

a L avd°yly! .

$lY  aomed PG AATI ATINETIC ovep B PP TNCTF avapdG
lm‘r:"l.'iﬂ"'f"} 4.1 @ LU PTT DNTAATIM, M) an /N ATLTA Phaang
TANC AFL.LCTHAT NTVTS ATmePaS::

L P0G WRPT awOPHT (197184 LYTY amld (lavov-A AAAN4F haA)
ATRONITNTG::

€

T100.L: NoomBd AL N9° w96 K eNL.ATDY°

eh-t1- 2003 9. 9o,

-

LATA WI&: hAmPAL TLEPT - Mama, AT? @bt P / °ART PLCT
& -
1. tc agee [ -5 hewpdr [ 6- 10 hewpdt [ ] 1115 hampt-

[ 1620  aAawaa- [j h 20 Nage

12, ooy

1.3. & [ Jowe [ ax
140 [ Fee# [ ]eex [ F~

" 1.5. P01, '7';735'7‘ BLUP cscssssinmnnns sy 3o s sssss

1.6, PTTVCT KK [ Jreha [ fraee [ B¢ [ prer
17 AR CT6L M [ 12 [ 118 [ P4 2D

XX




2. hea vt Pohta13 awah 2T (loomds” AFCH: anr 9°Ca2% P[] oaht
N79.647 L7200

0= Mm9° HP1+5 3= HPTTI° ha4-T9° LAY
1= NN s L8 NPAt5 4= het5
P 2= NP1 5s 5= Nrtit: he:t5 6= NM9° hat5
['4 -
1.4, Paog°ylt 10T [ ¥4
¥ 01112131458

21 T9UCT Lk AT oL4ET P1HAA L4E AT2LCA m7hc
Pao -1 YN0y T

2.2 [TUCT LT @0r A0 AOA PANTT aod°VeT T8
Aol ) PO FAYT

23 | 0T9°VCT Ml AOTSLC PHAm NE7 A@vd.09°GF A“TnG PP
PO A%

24 |a®r PavdPC KE&A ALA N7204-01 /0T AondP T fA
INVEE

25 | P1UCT (L7 TICT AmAPTS Aav@d1 ea G
(§447)

2.6 | haae T 11T FAA T9°VCT kT tavder RECH PoI9T
N’

27 | (Yol ot ayyC o7 ThinaT @ds 37807 h&Ch
e G934

28 | ANTC aotP? NGAT Pl 0980 PoLaT aorrs a7

2.9 | haa T oo- 225 P0Am Poo9°YCil oo-f PlAm mP2LI
PAm, ao P77 aoT7HAL

2.10 | P90 T+7IC ov- 07 tavispr P0G HCE RECT 10T

2.11 | Novg°yCyl: ov-@ JPd Laofy 971

212 | WA DG 7LeP PP9° @ NTINTIC ov-f Qoo GAYT

2.13 | hAGA .5 T9¢PTF A72.774.5 (I10C 272414 PaoC 4T
NG

214 | 1TCE LT Q1162 F IC AovPA PA AT

215 | A“MN"IC 0NFA @0 00% 1 Ao 171 PA 144571

2.16 | Ne7 NROI Aavandh 4 AT T

217 | QA AP T PO UG avlE AT A FATT

218 | N 19°vC I Fm, PLhov +9LPFF AwCST  PANAN TLT

L N A B ST Y L .
2.19 [ N6GT A% T hANT avavyl? IC LovfO TS CovlHGS T
YAy

2.20 | NNé MALLOT PN hé.909° PanChl GAYT

2.21 | e 035 @8 MALLOT RTEPS ALY PavdmC(PavIP-T)
-~ N1

222 [NTUCT M-ESnT PO P0G NARLOTT ATRTE ARE

ALCH PO 7L

XXi




2.23. MACOAP A0 L0 T Pavd®yit RCaVTTT e 1 AL T1a?

[ ] hatay [ ] aedin e, [ |ewhhad e, [ jnoed b,

2.24.h4¢2 PadPoom-l- oo APPIN Y, OWPY ANV PRTEET 9OIET STa?

R R I T I T T R I I SRSy

..........................................................................................................................................

.........................................................................................................................................

--------------------------------------------------------------------------------------------------------------------------------------------

XXii




3.23. hae At (ten?é ANT e920¢ NPT POES

me?

XXiii

3. h&A 00t o0t aod°Ye7 AL 9100w CNPT: PAUET TATTIT TIC &L4E
ez.ooaht PorLhtat ooah f2F Noomdb9® 9°Cm®T aLtam ¢ J 9°AhT
Lot m-
0= NM9° NPT 3= NPT he1T9° LAV

2 1= 0Pk Wt 4= hetF
2= NP+ - 5= ek hetS 6= NM9° h&+5F
t. | Mo a9ve7 R0, 9276 PA0P1: POVET [ ¥4 3
TATTYT TUCT 1 o3 4 |5 |86
3.1 |77 PULLRTVS MNRPTT oo y®
3.2 | ALOTY°% ATTICPT L7 (L0 oo P
3.3 | IS “NGTP LAVT AT avd iy
3.4 | AROAT PUPY 10R 77849
3.5 | MR oPT LATALS A70 YA0TT avmPy
3.6 |19¢2F ag. 0. Ot (AL PanlB G
(information over load) “7£:4%
3.7 | 0°7.2019°%1 T9°VCT Com b1+ “110
38 |10 e, oom? 0AL  ATTCPT  RALOLIT
AT5.04% T84
3.9 |[N&R oPT ¢1AAtT APA@.S ONTAT? aomd9®
3.10 | 7620 TN T: NP ALCH T80T (TIPLE)
3.11 | 74257 QA0 AT apqgA)
3.12 | M0G  nreS R LAV TRURT (POtF )
N7, P AL, aver)
3.13 | ¢ 2 AL P2J 1"1hA avl.p9°
3.14 | A0 JP hoophin G QW6
3.15 | - To0r T9¢62F AL he&h° avd.p9°
1816 | hNAFA awP LG HVLA avq)
317 | P @715 AT 162T £ (L0 opPy .
3.18 | ALHIE. NFA @)V ©LT9° A0S FATT ANTIACT
18.19 | ha.aNd  aom TS RANLAL, (P FEET  Téb?
’ aog),/.0
3.20 | AML o TS C4T  amATT  Nodk  ATICLT
‘ hi\avao(\() .
3.21 | W7 162F NPT 0T Qat7IC  (h*ialdo, Q90
av A T1017IC)
13.22 | AATLL-LG (MY avpn “90-1+"7CS 1A% avAm-T-

CEATTIT TUCT ha




3.24.0CA2 AT 2P PaUe: PANPTG OFA ALY T ToIC 9°7 L& AL LITA?

[ ] Matase [ fedin v, [:| ¥ ve, [ mewd v,

3£5.¢awgeye? PP TRAET A AL TICT Aburand NL5 NH91C2T a.mt AL
Yopmeaoml ARG 9T 1a?

..........................................................................................................................................
..........................................................................................................................................

..........................................................................................................................................

.....................................................................................................................

.............................................................................................................................................
.............................................................................................................................................

XXiv




4, NEA AT Noogeys? RhAN Po10-¢ Cheg uq (Iotapht:- h7I0T71C 0¢-
ALNLY T ATRC P02 17 eLhge A%t hHw 0T 0101+ oAb e 2T
a7t lavaol} J°CaPT ALt NFCE ot ¢ J AT N171L47 LadI°m::

0s= -that ALP9°: 1 = Qhood T L 0L7T9° £70: 2 = (OC A7 L0 (£10):

3 = noc v 1L0: 4 = 0A9°F T A28 Uiy 5= A9°3 T T LI

6 = NPPr:

+.¢, Pavenen 3G P L0ge ARt PLENIPN RLE

0 |1 |23 |4]|5

41" | 00e QAT TT0EEL AL VA5 ? AT Tmm LATTEFA

4.2 | (ne? oy e ea9d(emotionally drained) e@nTim
LATIEA

43 | MNP AL NGTE RAPPCAPS AhAP 71 APLLRLN-

*qory LOTITA

4.4 | 0GP PHNg aodldr AT LATITA

45 |@A A1a A P0G PT ATRILITPA0 AJPT
Lhenge Aday-

4.6 | 0Ne-P oo g A% LATITA

47 | oo T DTUNCPT IC avhlT (@PA) (M9
l.&h"z 10,

48 | NNe? LAY APY° 04 AQBLoR KB RILKKAEN
LOATITA

4.9 | 0962 IC ool (aoPA) N AL WEAE ag
LPCATA

410 | T71C2T ATIICFTF@, ooidh AEClm, RILTLSTET
LOATIE N

411 | £V7, s hEooChr E9°C AONLT OYGT P7INCC-
rEav-

412 | 101 IC -, 09T AAO ;(hardening . me
emotionally) & £L4LTY oot LA TPE A

413 | PET  ATICPT 9T ALITVFe, RTRUTA
ALANNY 9

1414 | P ATCPTT RiLO@, ACEMCHT@, ATSALY
LA A -

415 | 0 t"1C2F IC O0e- NN9° AP 0D LATITA

416 | A0-T9°C ov-A. AP9° RATSNT LOATFA(full of energy)

417 | 090G &L TUC ALITavy (110101 Aé.JPAv

418 | T7142F L0 VFE@,? 0981 PAA. ATTHAAY-

419 | A0tTCH VT, Aood-T  (ChI @PlL 1ICF
ATSaN h9Pgay-

4.20 | e 62T HEICT (1ah -3 Ad.JAv-

421 | Qoo-e¢ KPFIP (NPT oAt A0 APT7T T9IC
ATRETV LOATITA

4.22 | "6 2°T 2C aoAq9° V7T (1PAA. AdTL-AD-

XXV




4.23. Aavd°YLTT N7 AT ET ANAP Lh9° o3k 2T 9°7 877 SFa,?

.....................................................................................................................

424. PowgPULTT O ANSPS ANAR Ch9e (94 2F amd AL Pl eaa)g, 1TRAGT
A X a6 T X S AT § 5§ § 7 5845 e 2 £ 1 . £ £ 15 £ HOLCHAEABASSASTARS s £ s £ 5 554 5 £k

.....................................................................................................................

5. NFA AP0T: PawgUCTT ov-f TICT:- PawgoUCTE ov-7 ADmov-t T
ik CTH0A VICT DY 03T MA@, FCT 0T tPPaPA:: héd 4Lt O,

QFT 0F 0TI PT LTI WA IV 2T ¢ ) PART (171247 LaPm

0= NM9° ~AAO"7719°
1= AANT777Y°
. 2= AN17I0V09° hANTITII°9°
; ’ 3 =ANT1"700-
‘ 4= 0M9° A7)~

T | AoVt TN ATT oo@ P AP PQUES PavSfhye LLB

a0\ P 01|12 |3 |4

5.1 TMNLAN AavI°YChTl- oo-f AAC hdavOm T

52 | tM¢PTT  oAEZT A9yt Alad ANCT
hAaomT

5.3 | A@egPYCrl ov-f TUACT a3t HPHE ThdA eoda T

54 | MaogyCyl avo-f HeEP POU8 L N7 RINTE aoif)

5.5 | h710171C 0é- @5 P04 TenTTé NE-PT av(Y-T

56 | @.mJ"7 F0C havd°yiy aomlP APohavl, any,e:

57 |ThFge  eIT&UCT  AamT (educational  reforms)
Navg°Yl7 AL POE- BT avem( -

58 | NasA a.0T P11 PF $PC av (T

5.9 | Aol PP PA¢- IS AMON. Aaaw§C

5.10 | IT9°UCT AO1-8LC P904.09° A.GTYP +90C

5.11 | Nav9°uCorT ov- ¢ 4+mPEY T AAaw§C

5.12 | AwI°VLTT PULOma@, Rav@ NS 777 PP (reward) “790

5.13 | 4004 PLL& PT71¢2F PQVe FAC

| 5.14 | fav- ¢ 1371 KB

515 | 0 T9°0CT . AT P7H0NT972e RAROT AT,
hAhao 1’7

XXVi




5.16. AT 6776 oo T0hP T hA. LHCHS-

6. NEA NLNT: PogyYCIE oo FACT @AY PavgYCHT 00T AILmet
TUCTF gty o404 MICT hHy 03F QAe. FCT oat PHHLHS APT héT
AT MA@, AFT N3 AL ? J °ART N191£:47 °CaPT POTI M-

o
1l

nmg° AAON"7779°
1= AAONTT779°
2= AN1710U0-9°F AANTITII°YP°
3 =A0"77700-

® 4= (M9° K070V~

4.4, | A@@IUCTT oo P TOACTF avqity LLE

6.1 WAL Pod®YCodr oo f AP ooy 700 »Fml

6.2 PUAICANA 7700, oFml

63 | &rm 22990 PUR40 147 A35.01F 747

6.4 Poo-f 33517 “71A001

6.5 117°0CT 1 wnr PUNNT Podl 4071627 “7IANT

6.6 NMA%A NP P17762T3 ¢PC avdin

6.7 | lowg®yc-? 4.6 8G P94 Ps 166 Ne-PTF aodsn

6.8 | PN aoCE fALOT3 APCAT “70TA

6.9 a4z AP 11 Powd®yl. 3% 44167 “IIAMNT

640 | Poo- . P47 floo-f 4 NAMT “TIAMNT-

6.11 | P179¢2F% PAQUE T9C aodsn

6.12 | 1745 - .ot 1. PAtavidd Kaomll avgnoo;

6.13 | £.945 A.2% PPy P11 ANT8LC awEml;

6.14 | N1/ a0 r 15 PUs 72751 lowd°ysl.? awhihd aosm(;

6.15 | M)N-9° BLE wr PPrS AU, ANT8LEP ACI°ES ards 2T %
: TP M7

-

[\

6.16. A0 AGI°YCYT 00 f FACT T6enT1é @ TYPT DA (L1AR

......................................................................................................................................

XXVii




APPENDIX XV
Interview question in English

Interview Questions
. one: General questions

1.Teaching experience I____I 0-5 [ ] 6-10 l:] 11-15 D 16-20 [ ] above 20
2.Sex [ ] Male [ ] Female
3.School I:I Primary l:‘ Secondary l:l Preparatory

----------------------------

. Education background | Diploma D DegreeD Masters D other

. Total period per week -------—-—----

=
wn
=
=
o
(<}
-

9

=)

Two: On commitment

Ho*vould you characterize a teacher who is highly committed to the profession?
How would you characterize a teacher with little commitment to the profession?

Are you committed in your work?

Do you feel that this commitment has changed throughout your career?

Do you think your views are shared by other teachers?

What diminished (enhance) your level of commitment to your profession? (personal, school &
systemic factors)

What is the impact of decline of commitment on student performance?

Do you think the educational office is concerned gbout teachers. commitment?

SN R W N~

Co Ny

Three: On non Immediacy/misbehaving/

~

How do you characterize a teacher who misbehaves?

N

What are the major manifestations of misbehaving among teachers? (Incompetence, offensiveness,
indolence) h

Which teachers misbehave most? More experienced or less experienced? Female or male teachers?

What caused teachers’ misbehaving? (Personal, school administration, school climate & tiredness)

What is the impact of teachers misbehaving on student performance?

What can be done to solve teachers’ misbehaving?

P

SAER NS
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Four: On Teachers Tiredness & Stress

1. Have you feel bitter about your job?

2.? Have you feel fatigued & having low energy?

3. Are you bored with yourjob?-

4. Do you feel that what you do have no result at all?

5. Do you feel sad or depressed when Monday is coming?

6. Are you caring less about your job than before?

7. Do you think tiredness & stress vary with experience? Gender? Why?
8. What caused your feeling of tiredness?

9. What is the impact of tiredness & stress on students’ performance?

-

10. What can be done to solve this problem?

/-
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APPENDIX XVI
Interview Questions translated in Amharic
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APPENDIX XVII

Table showing teachers’ burn out based on years of experience

XXXii

v . A) 0-5 years experience
No Signs of burn out among 0-5 years experience Level of repetition
> teachers =40 0 1 2 3 4 S 6
L I feel used up at the end of the workday 3 2 7 5 9 6 8
Ze I feel emotionally drained from my work 3 6 12 5 2 2 10
3. pIfeel ’'m working too hard on my job 1 4 1 3 3 5 24
4, I feel frustrated by my job 5 9 8 4 3 3 8
3, [ feel fatigued when I get up in the morning and have to | 5 9 7 6 4 3 6
face another day on the job
6 I feel burned out from my work 5 4 7 7 4 6 7
7 Working with students all day is really a strain for me 3 3 8 5 2 4 15
8 I feel like I’m at the end of my rope 6 9 8 3 3 5 6
Emotional exhaustion 4 6 7 5 4 4 11
9 Working directly with students puts too much stress on | 7 8 6 5 2 4 8
me
10 I feel that Students blame me for their problems 8 9 9 3 3 3 5
11 I"W&become more callous toward people since I took 7 8 |9 4 3 A 8
this job '
12 I worry that this job is hardening me emotionally 9 11 7 5 2 2 |4
13 I don’t really care what happens to some students 8 9 5 4 4 3 7
14 I feel I treat some students as if they were impersonal 9 8 6 7 3 3 4
objects
Depersonalization average | 8 9 7 5 3 3 6
15 | I feel trilled when I work with my students 5 7 5 6 8 4 5
16 When I work I feel that I am full of energy 6 5 8 5 8 2 6
17 | When I face a problem that angers me I resolveat with | 8 5 5 7 6 3 6
patience
18 [ easily understand what my students feel 3 4 3 11 7 5 7
19 | I believe I accomplish many important things in years | | 6 7 4 6 5 4 8
teach
20 | Iresolve students problems successfully 3 5 6 8 7 5 6
21 I feel that I positively change peoples problems with 5 4 6 6 7 4 8
my work
22 I create a relaxing relationship with my students easily | 3 4 5 6 7 6 9
Feeling of reduced personal 5 5 5 7 7 4 7
accomplishment




B) 6-10 years experience

N Signs of burn out among 6-10 years experience Level of repetition
0 teachers = 44 0 1 2 3 4 5 6
1. | I feel used up at the end of the workday 2 6 3 4 6 8 15
2. # 1 feel emotionally drained from my work 4 10 8 4 5 4 9
3. | Ifeel "'m working too hard en my job 2 4 3 5 3 6 21
4. | I feel frustrated by my job 6 9 10 3 4 5 7
5. | Ifeel fatigued when I get up in the morning and 7 8 11 7 2 3 6
have to face another day on the job
6 | I feel burned out from my work 5 4 7 6 3 7 12
7 |, Working with students all day is really a strain for 2 5 5 4 5 6 17
me
8 | I feel like I’'m at the end of my rope 5 5 12 4 5 4 9
Emotional exhaustion average 4 6 7 5 4 5 12
9 | Wgrking directly with students puts too much stress | 7 5 11 7 3 3 8
on me
10 | I feel that students blame me for their problems 6 8 8 4 6 5 7
11 | I’ve become more callous toward people since | 8 9 10 5 4 3 5
took this job
12 | I worry that this job is hardening me emotionally 6 6 7 6 4 5 10
13 | I don’t really care what happens to some students 7 9 9 3 2 5 9
14 |1 f‘l I treat some students as if they were 8 7 7 5 4 5 8
impersonal objects s :
Depersonalization average | 7 7 9 5 4 4 8
15 | Ifeel trilled when I work with my students 2 4 3 5 10 7 13
16 | When I work I feel that I am full of energy 3 3 3 8 11 9 7
17 | When I face a problem that angers me I resolve it 3 6 7 8 12 4 4
with patience
18 | I easily understand what my students feel 2 6 4 10 11 5 6
19 | I believe T accomplish many important things in the | 6 9 4 8 7 4 6
years I teach- i
20 | I'resolve students problems successfully ‘ 5 g 7 10 5 3 6
21 | Ifeel that I positively change peoples problems 4 6 7 8 8 6 5
with my work
22 | I create a relaxing relationship with my students 1 4 8 10 9 5 7
easily
Feeling of reduced personal 3 6 5 |8 9 5 7
accomplishment average =
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C) 11-15 years experience

No | Signs of burn out among 11-15 years experience Level of repetition
teachers = 28 0 1 2 3 4 S 6
1. I feel used up at the end of the workday 2 4 6 4 3 4 5
2. # | I feel emotionally drained from my work 2 4 4 7 3 5 3
3¥ | Ifeel 'm working too hard.on my job 2 1 2 2 3 4 14
4, I feel frustrated by my job 4 6 5 4 1 5 3
3 I feel fatigued when I get up in the morning and 3 7 4 6 1 5 2
have to face another day on the job
6 I feel burned out from my work 4 3 2 8 3 4
7 Working with students all day is really a strain for 1 1 1 3 4 14
me
8 I feel like I’m at the end of my rope 4 7 6 3 3 3 2
Emotional exhaustion average 3 4 4 5 3 4 6
9 Working directly with students puts too much stress | 5 7 4 5 4 2+ |1
on me
10 | I feel that students blame me for their problems 4 6 5 3 4 313
11 | I’ve become more callous toward people since I 4 8 5 4 4 1 2
took this job
12 | I worry that this job is hardening me emotionally 3 7 6 2 3 2 5
13 | I don’t really care what happens to some students 3 6 5 2 5 2 5
14 I‘el I treat some students as if they were 6 4 3 3 5 4 3
impersonal objects *
Depersonalization average & 6 5 3 4 2. |3
15 | I feel trilled when I work with my students 1 2 4 7 5 3 6
16 | When I work I feel that I am full of energy 1 2 3 6 5 4 7
17 | When I face a problem that angers me I resolve it 0 2 4 9 5 3 5
with patience
18 | Ieasily understand what my students feel 2 2 4 4 5 6 5
19 | Ibelievé I accomplish many important things in the | 1 2 3 7 4 7 4
years I teach
20 | I'resolve students problems successfully ‘ 1 3 5 7 6 3 3
21 | I'feel that I positively change peoples problems 0 3 5 6 5 4 5
with my work
22 | I create a relaxing relationship with my students 2 3 2 7 7 3 4
easily
Feeling of reduced personal 1 2 4" 7 5 4 5
accomplishment average -
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D) 16-20 years experience

No

Signs of burn out among public 16-20 years

Level of repetition

experience teachers=11 0 1 2 3 4 5 6
1. | I feel used up at the end of the workday 1 0 2 1 1 5 1
2. 9 Ifeel emotionally drained from my work 1 0 1 5 1 2 1
3.¥ | I feel 'm working too hard qn my job 0 1 0 0 2 2 6
4. | Ifeel frustrated by my job 1 3 1 2 0 2 ¥
5. | I'feel fatigued when I get up in the morning & have 0 3 0 3 2 2 1
to face another day on the job
6 I feel burned out from my work 1 3 2 1 0 4 0
7 |,Working with students all day is really a strain for 2 1 0 1 1 2 4
me
8 I feel like I'm at the end of my rope 2 3 2 2 0 0 2
Emotional exhaustion average 1 2 1 2 1 2 2
9 Warking directly with students puts too much stress | 3 3 4 0 0 1 |0
on me
10 | I feel that students blame me for their problems 2 3 3 0 1 0 |2
11 | I’'ve become more callous toward people since I took | 4 2 2 1 1 1 0
this job
12 | I worry that this job is hardening me emotionally 4 2 3 2 0 0 0
13 | Idon’t really care what happens to some students 3 2 2 2 0 2
14 |1 f‘] I treat some students as if they were impersonal | 3 1 3 i 1 1 1
objects :
Depersonalization average 3 2 3 1 1 1. |1
15 | I feel trilled when I work with my students 0 0 0 3 2 0 6
16 | When I work I feel that [ am full of energy 1 0 0 2 0 4 4
17 | When I face a problem that angers me I resolve it 1 1 2 0 0 3 4
with patience
18 | I easily understand what my students feel 0 0 1 4 2 1 3
19 | I believe T accomplish many important things in the 0 2 2 3 1 2 1
years I teach -
20 | I'resolve students problems successfully 5 0 "0 3 2 2 2
21 | Ifeel that I positively change peoples problems with | 0 2 0 3 1 2 3
my work
22 | I create a relaxing relationship with my students 0 1 0 4 1 2 3
. easily
Feeling of reduced personal accomplishment 0 1 1° 3 1 2 3
average ™
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E) Above 20 years experience

No Signs of burn out among more that 20 years Level of repetition
experience teachers 78 0 1 2 3 4 S 6
1. | I feel used up at the end of the workday 8 9 8 11 | 10 17 | 15
2. #| I feel emotionally drained from my work 7 8 9 9 10 18 | 17
3% | I feel ’m working too hard on my job 3 8 2 4 14 12 | 35
4. | Ifeel frustrated by my job 8 12 |9 7 13 15 |14
5. | I feel fatigued when I get up in the morning and 13 16 |8 9 8 13 |11
have to face another day on the job
6 [ feel burned out from my work 12 13 |7 10 |11 12 | 13
7 Working with students all day is really a strain for 9 15 |5 10 |5 10 | 24
me
8 [ feel like I’m at the end of my rope 18 12 |9 9 6 11 |13
Emotional exhaustion average 10 12 |7 9 10 14 | 18
9 Wyrking directly with students puts too much stress | 12 13 |13 6 10 11 | 13
on me
10 | I feel that students blame me for their problems 22 14 |6 4 9 11 |12
11 | I’ve become more callous toward people since I 23 18 |2 4 9 13 19
took this job
12 | I worry that this job is hardening me emotionally 25 19 |8 6 5 10 |5
13 | I don’t really care what happens to some students 23 9 8 4 10 8 16
14 |1 &l I treat some students as if they were 21 16 |2 6 11 10 | 12
impersonal objects s .
Depersonalization average 21 15 |7 5 9 11 | 11
15 | I feel trilled when I work with my students 12 8 9 6 9 13 |21
16 | When I work I feel that [ am full of energy 13 11 |9 3 7 17 | 18
17 | When I face a problem that angers me I resolve it 7 9 5 3 9 22 |23
with patience
18 | I easily understand what my students feel 7 6 6 1 17 16 | 25
19 | I believe I accomplish many important things in the | 9 8 6 5 11 18 |21
years I teach
20 | Iresolve students problems successfully o 5 8 3 5 14 23 | 20
21 | Ifeel that I positively change peoples problems with | 7 3 9 6 7 27 |19
my work
22 | I create a relaxing relationship with my students 8 1 |7 1 10 17 | 24
easily
9 8 |77 |4 |1 19 |21

Feeling of reduced personal accomplishment
—
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APPENDIX XVIII

Table showing burn out level of teachers based on educational back ground

A) Degree level teachers

b2
N | ¥ Signs of burn out among Degree teachers =134 Level of repetition

0 0 1 2 3 4 5 6
1. | I'feel used up at the end of the workday 9 19 |16 |16 |21 23 | 30
2. | I'feel emotionally drained from my work 18 129 125 |21 |11 11 |19
3. | I'feel I'm working too hard on my job 2 6 5 9 15 11 |86
4. | I'feel frustrated by my job 24 136 |24 |12 |6 15 |17

5. | I feel fatigued when I get up in the morning & have to face 32 (32 |21 |22 |6 13 |8

another day on the job

6 | I feel burned out from my work 22 |22 |24 |18 |8 21 |19
7__| Working with students all day is really a strain for me 11 |15 |15 |17 |10 +*|11 |55
8 | I'feel lik® I'm at the end of my rope 40 (24 |28 |11 |6 8 17
Emotional exhaustion average 20 |23 |20 |16 |10 |14 |31
9 | Working directly with students puts too much stress on me 40 |26 |28 |11 |10 9 10
10 | I'feel that students blame me for their problems 35 |25 |25 |8 11 11 | 19

[1 | Pve become more callous toward people since I took this job 50 (28 |24 |11 |7 6 8
12 | I worry that this job is hardening me emotionally 42 |24 |25 |14 |6 6 17
13 | Idon’t rglly care what happens to some students 39 |23 |22 |12 |12 8 18

14 | Ifeel I treat some students as if they were impersonal objects 54 119 |19 |12 |13 |8 9
Depersonalization average 43 |24 |24 |11 (10 |8 14
15 | I'feel trilled when I work with my students 9 9 10 |21 |24 15 | 46
16 | When I work I feel that I am full of energy 12 |8 15 |22 |22 19 | 36
|7 | When I face a problem that angers me I resolve it with patience 11 |15 |15 |31 |20 13 | 29
|8 | I easily understand what my students feel 5 10 |10 |29 |23 16 | 41
9 | Ibelieve I accomplish many important things in the yearsIteach |11 (20 |9 24 | 18 14 | 38
0 | I resolve students problems successfully 6 13 |18 |33 |13 16 | 35
1 | I'feel that I positively change peoples problems with 1y work 8 13 |16 |25 |21 17 | 34
2 | I create a relaxing relationship with my students easily 2 7 13 |27 |22 18 | 45
Feeling of reduced personal accomplishment average 8 12 |13 |27 |20 16 | 38
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B) Diploma level teachers

No Signs of burn out among Diploma teachers =37 Level of repetition
0 1 2 3 4 5 6
1. | I'feel used up at the end of the workday 7 9 2 5 4 3 7
2. | I feel emotionally drained from my work 15 5 2 6 3 3 3
1 3. | I feel "'m working too hard on my job 1 4 0 3 4 6 19
4. | I feel frustrated by my job 15 12 |0 5 0 4 1
5. | I'feel fatigued when I get up in the morning and have | 15 7 3 7 1 4 0
to face another day on the job
6 I feel burned out from my work 12 3 2 6 5 6 3
7 A Working with students all day is really a strain for 8 4 0 2 7 14
me
8 I feel like I’m at the end of my rope 17 5 2 2 4 2 5
Emotional exhaustion average 11 6 1 5 3 q 7
9 Working directly with students puts too much stress | 18 8 1 5 0 4. |1
on’me
10 | I feel that students blame me for their problems 16 8 3 1 2 4 |3
11 | I’ve become more callous toward people since I took | 25 7 2 1 0 2 0
this job
12 | I worry that this job is hardening me emotionally 23 3 5 1 0 3 2
13 | I don’t réally care what happens to some students 18 1 2 2 0 4 10
14 | I fg@#l I treat some students as if they were 24 4 1 1 3 3
impersonal objects .
Depersonalization average 21 5 2 2 1 3. |3
15 | Ifeel trilled when I work with my students 0 0 5 2 1 5 24
16 | When I work I feel that I am full of energy 1 0 2 0 4 6 24
17 | When I face a problem that angers me I resolve it 3 4 2 4 3 11 |10
with patience
18 | I easily understand what my students feel 0 0 2 0 8 9 18
19 | I believed accomplish many important things in the | 0 2 2 1 4 11 |17
years I teach .
20 | I'resolve students problems successfully ¢ 0 3 2 3 5 14 | 10
21 | I'feel that I positively change peoples problems with | 0 3 4 1 3 13 |13
my work
22 | I create a relaxing relationship with my students 0 1 1 0 4 9 22
easily
Feeling of reduced personal accomplishment 1 2 3" |1 4 10 | 16
average ~

~
"
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C) Certificate level teachers

N Signs of burn out among Certificate teachers =30 Level of repetition
0 0 1 z 5 4 5 6
1.2 | I feel used up at the end of the workday 3 6 517 2 5 2
2. |1 feel emotionally drained feom my work 5 8 6 |2 1 6 2
3. | I feel I’'m working too hard on my job 0 2 1|2 4 7 14
4. | I feel frustrated by my job 11 |12 |1 |1 1 2 2
5. | I'feel fatigued when I get up in the morning and haveto | 12 |10 |2 |3 0 3 0
face another day on the job
6 | I feel burned out from my work 10 |8 7|2 0 2 1
7 | Working with students all day is really a strain for me 4 7 2 |4 0 4 9
8 | Ifeel like I’'m at the end of my rope 12 |7 3|3 2 1 2
Emotional exhaustion average 7 8 3|3 1 4 4
9 | Werking directly with students puts too much stresson | 10 |10 |3 | 4 0 3 0
me ~
10 | I feel that students blame me for their problems 12 |13 (3 |0 0 0 |2
11 | I’ve become more callous toward people since I took 17 |11 |2 |0 0 0 0
this job
12 | I worry that this job is hardening me emotionally 15 |13 |1 |1 0 0 0
13 | I don’t really care what happens to some students 9 10 |0 |0 1 1 9
14 |1 ‘l I treat some students as if they were impersonal 17 |6 110 1 2 |3
objects Y
Depersonalization average 13 |11 |2 |1 0 1 2
15 | I feel trilled when I work with my students 2 0 0|0 5 6 17
16 | When I work I feel that I am full of energy 1 0 0|2 2 10 | 15
17 | When I face a problem that angers me I resolve it with | 2 4 6 |2 2 5 9
patience
18 | I easily understand what my students feel 0 1 1)1 5 8 14
19 | Ibelieve I accomplish many important things in the 1 1 3 2 7 14
years | teach’ =
20 | I'resolve students problems successfully 0 1 3 |4 3 9 10
21 | I feel that I positively change peoples problems with 0 2 3 |4 4 5 12
my work
22 | I create arelaxing relationship with my students easily | 0 0 3 |1 3 10 | 13
Feeling of reduced personal accomplishment average 1 1 2 |2 3 8 13

[
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APPENDIX XIX

Table showing generalized burn out level based on years of experience

o
| 4 -
No | Burn out Dimension of burn out Level of burn out
based on low Neither low or High
years of high
experienc Noof |% No of" ] o Noof | %
e Teacher Teach Teache
’ S Is
ers
1 0-5 Emotional exhaustion 17 42.5% 5 12.5% 19 47.5%
° Depersonalization 24 60% 5 12.5% 12 30%
’ Reduced personal 15 37.5% 7 17.5% 18 45%
accomplishment
2 6-10 Emotional exhaustion 17 38.63% 5 11.36% 22 50%
Depersonalization 23 52.27% 5 11.36% 16 36.36%
‘ Reduced personal 14 31.81% 8 18.18% 21 47.72%
accomplishment . :
3 11-15 Emotional exhaustion 11 39.28% 5 17.85% 13- 46.42%
Depersonalization 15 53.57% 3 10.71% 10 35.71%
Reduced personal 7 25% 7 25% 14 50%
accomplishment
4 16-20 Emotional exhaustion 4 36.36% 2 18.18% 5 45.45%
- = Depersonalization 8 72.72% 1 9.09% 3 27.27%
Reduced personal 2 18.18% 3 2727% |6 54.54%
accomplishment
5 Above 20 | Emotional exhaustion 29 37.17% 9 11.53% 42 53.84%
Depersonalization 43 55.12% 5 6.41% 31 39.74%
Reduced personal 24 30.76% 4 - 5.12% 51 65.38%
accomplishment
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APPENDIX XX
Table showing teachers misbehaving based on educational level

A) Certificate teachers

No Misbehaving opinion of certificate teachers level
a 11 2 L 4 3 6
1 Giving confusing lectures, 7 11 |9 2 1 0 0
2 apathy toward students when teaching 5 7 9 4 1 3 1
3 unfair testing 8 10 |6 4 1 1 |0
4 Use of boring lectures, 6 7 9 4 2 2 0
5 Use of unintelligible accents, 6 7 10 |4 2 1 0
6 ® | information overload, g8 |10 |3 |6 |1 |2 Jo
7 " | lack of knowledge on subject matter, 5 7 10 |4 3 1 0
8 Instructing or assigning work with inappropriate 4 12 |3 6 2 2 1
volume
9 Use of bad grammar and/or spelling 10 |10 |4 4 1 0 1
Incompetence average 7 9 7 4 2 1 0
10 sarcasm/putdowns, humiliate students 4 14 |6 2 1 1 2
TI‘ verbally abuse students 5 10 |6 3 2 b 3
12 unreasonable or arbitrary rules, punishments 8 8 7 2 3 2 0
13 sexual harassment of students 9 10 |3 2 1 |2 3
14 | Negative attitude & personality, 7 12 |6 1 2 0 2
15 favoritism and/or prejudice to some students 7 9 4 3 1 4 2
Offensiveness average 7 11 |5 2 2 2 2
16 being absent or late for class 2 6 9 7 0 5 1
17 Fardy, disregard for students 3 12 |4 5 1 4 1
18 Coming to class unprepared or showmg no interestin | 7 7 7 4 1 2 2
their work »
19 deviating from syllabus, spend period with 10 |7 4 3 3 2 1
unnecessary issues
20 returning work & test results late 3 12 |7 3 1 3 1
21 information under load, instruct below expectation 7 9 6 2 |3 1 2
22 Instruct in a disorganized way 8 9 5 2 3 2 1
Tardiness average 6 9 6 4 2 3 1
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B) Diploma teachers

N | Misbehaving opinion of Diploma teachers level
0 0 1 2 3 4 - 6
1 | Giving confusing lectures, 8 14 |11 |1 2 1 0
3 apgthy toward students when teaching 100 |9 8 6 3 1 0
3 | unfair testing = 9 9 7 6 2 3 1
4 | Use of boring lectures, 9 7 9 8 1 1 2
5 Use of unintelligible accents, 11 |8 9 4 2 1 2
6 information overload, 11 7 3 11 | 3 1 1
7 | lack of knowledge on subject matter, 9 12 |3 8 2 1 2
8" | Instructing or assigning work with inappropriate volume 7 12 |5 7 3 2 1
9 | Use of bad grammar and/or spelling 11 |12 |8 3 1 1 1
Incompetence average 9 10 |7 6 2 1 1
10 | sarcasm/putdowns, humiliate students 12 |16 |3 3 1 1 1
11 | Yerbally abuse students 6 14 |8 5 1 3 0
12 | unreasonable or arbitrary rules, punishments 12 |12 |4 3 3 |2 i
13 | sexual harassment of students 23 |5 5 1 1 2 0
14 | Negative attitude & personality, 15 |12 |5 2 0 2 1
15 | favoritism and/or prejudice to some students 11 | 8 10 |4 1 2 1
Offensiveness average 13 |11 |6 3 1 2 1
16 @g absent or late for class 4 10 |6 9 0 |6 2
17 | Tardy, disregard for students 10" |10 | 8 4 2 2 1
18 | Coming to class unprepared or showing no interest in 11 |13 |3 7 1 11 1
their work
19 | deviating from syllabus, spend period with unnecessary 5 |12 |3 3 1 2
issues

20 | returning work & test results late 8 12 |10 |4 0 1 2
21 | information under load, instruct below expectation 14 |9 5 4 2 2 1
22 | Instruct in a disorganized way 11 |11 |7 3 2 2 d
Tardiness average 10 |11 |6 5 1 2 1

xlii




C. Degree level teachers

No | Misbehaving opinion of Degree teachers level
¢ 11 £ 3 4 5 6
? Giying confusing lectures, 23 |40 |40 20 5 3 3
2 apathy toward students when teaching 31 |39 |32 20 2 5 5
3 unfair testing 25 |38 |38 |20 |3 5 5
4 Use of boring lectures, 22 |43 | 36 23 6 3 1
5 Use of unintelligible accents, 21 |34 |46 |22 7 2 2
6 information overload, 27 |41 |30 20 6 8 2
7 * | lack of knowledge on subject matter, 31 |47 |26 19 4 5 2
8 Instructing or assigning work with inappropriate 29 |34 |39 |23 4 5 0
volume
9 Use of bad grammar and/or spelling 30 |48 |38 |12 |3 3 .10
® Incompetence average 27 |40 |36 20 4 4 2
10 | sarcasm/putdowns, humiliate students 30 |49 |29 15 7 4 0]
11 | verbally abuse students 28 |34 |33 25 9 4 1
12 | unreasonable or arbitrary rules, punishments 36 |47 |26 11 11 |3 0
13 | sexual harassment of students 31 |45 | 32 14 7 5 0
14 | Negaiive attitude & personality, 34 |40 | 34 15 7 4 0
15 ‘avoritism and/or prejudice to some students 30 |43 | 34 16 6 3 2
Offensiveness 32 |43 |31 16 |8 4 1
16 | being absent or late for class 23 |43 |38 17 |6 5 2
17 | Tardy, disregard for students 25 |39 |45 17 |3 3 2
18 | Coming to class unprepared or showing no interest | 30 | 41 | 38 15 5 2 3
in their work
19 | deviating from syllabus, spend period with 31 |41 |35 15 7 5 0
unnecessary issues
20 | returning work & test results late 20 |42 |41 18 7 4 2
21 information under load, instruct below expectation | 39 |38 |29 |21 3 3 1
22 | Instruct in a disorganized way ’ 31 146 |36 14 2 3 2
Tardiness average 28 |41 |37 17 |5 4 2
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APPENDIX XXI

> Table showing teachers commitment based on educational level
~|No | » A) Commitment level among certificate teachers’ level
. - - 0 1 2 i 4 - 6
'l To work hard for the school & its better future 0 11 |3 5 5 5 1
2 Tendency to cover other teachers class room in order to stay in 3 100 |5 5 2 4 1
the school
3 Desire to fulfill & finish work assigned by the school adm. 3 10 |6 1 3 2 5
| 4 To prefer working at this school even though having choicesto | 3 8 5 1 4 5 4
‘ leave :
5 Desire deal with & resolve the problem of the school. 1 10 | 4 1 6 3 5
46 To perceive the school as the best one among the others 4 8 6 1 4 4 3
- N Commitment to school in Average 1 10 |5 2 4 4 4
7 To feel becoming a teacher as best decision in his/her life 3 8 5 2 5 4 3
| 8 To be proud of being a teacher. . 1 6 5 5 6 3 4
9 Perceive the values of teaching profession more important than | 4 7 3 4 5 4 3
other professions
10 | To perceive teaching occupation as best for working life 6 5 2 4 6 4 3
11 | The desire to be well-known in teaching profession 2 11 |3 7 4 4 5
12 | The c@e to continue teaching without economic needs. 6 9 9 2 ¥ b 2
> Commitment to the profession in Average 2 8 5 3 5 4 4
13 | To help students learning (activities) outside classroom. 0 14 |4 3 4 |3 2
14 | To spend free time with students 1 6 8 4 5 3 3
15 | The responsibility of entering the class on time. . 4 6 6 i 5 3 5
16 | To accomplish the job with enthusiasm. 2 10 |4 3 2 5 4
17 | To get information about the student’s family life. 1 8 7 8 3 2 1
18 | <o try to do the best for the unsuccessful students 3 9 4 6 4 3 1
Commitment to students in Average , A 9 6 4 4 3 3
19 | To be pleased & laugh with other teachers in the breaks. 2 8 10 |3 1 2 4
20 | To be proud of his/her colleagues performance 1 12 |7 5 2 1 2
| 21 | To feel perceived as close friend by the other teachers at work 2 7 7 4 3 4 3
- place & outside _
22 *| To feel other teachers in the school as best friends. 4 7 ~|5 3 3 5 3
- Commitment to colleagues in Average 2 9 7 4 2 3 4
Total 56 | 190|118 |72 |83 |74 |67
- Average organizational commitment 3 9 5 3 4 3 3
o
.
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No B) Commitment level among Diploma teachers’ level
- 0 1 2 3 4 3 6
1 ¥’ To work hard for the school & its better future 0 10 0 6 9 5
2 Tendency to cover other teachers class room in order to stay | 5 o 10 |4 2 2 3
in the school
3 Desire to fulfill & finish work assigned by the school adm. 2 8 6 5 8 6 2
= To prefer working at this school even though having choices | 3 7 9 6 5 4 3
to leave
5 Desire deal with & resolve the problem of the school. 3 15 4 3 3 5 4
6 To perceive the school as the best one among the others 3 11 5 4 7 4 3
Commitment to school in Average 3 10 6 5 6 5 3
7 To feel becoming a teacher as best decision in his/her life 1 10 5 10 |5 3 3
8 To B proud of being a teacher. . 3 9 5 8 4 3 5
9 Perceive the values of teaching profession more important 3 15 1 6 2 5 5
than other professions
10 | To perceive teaching occupation as best for working life 1 6 8 8 3 6 5
11 | The desire to be well-known in teaching profession 1 9 6 7 6 3 5
12 | The desire to continue teaching without economic needs. 2 10 6 8 5 2 4
Commitment to the profession in Average 2 10 5 8 4 4 5
13 | To he€lp students learning (activities) outside classroom. 6 |11 9 1 4 4 2
14 | To spend free time with students 1 19 4 6 3 |1 3
15 | The responsibility of entering the class on time. . 2 10 5 4 5 5 6
16 | To accomplish the job with enthusiasm. 1 17 1 5 6 3 4
17 | To get information about the student’s family life. 1 15 9 8 2 2 0
18 | To try to do the best for the unsuccessful students 1 15 11 |2 3 4 1
- _ Commitment to students in Average 2 15 7 4 4 3 3
19 | To be pleased & laugh with other teachers in the breaks. 3 8 9 4 6 3 4
20 | To be proud of his/her colleagues performance 2 8 11 |7 5 2 2
21 | To feel perceived as close friend by the other teachers at 1 9 7 ] g 3 5
work place & outside

22 | To feel other teachers in the school as best friends. 1 4 9 13 | 4 3 3
Commitment to colleagues in Average 2 7 9 8 5 3 4

' Total 60 | 237. |142 | 134 (102 |76 | 62
Average organizational commitment 3 11 6 6 5 3 3
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No C) Commitment level among Degree teachers’ level
0 1 2 3 4 6
1 _PTo work hard for the school & its better future 9 51 |15 |7 21 |17 | 14
+2 | Tendency to cover other teackers class room in order to stay |20 |43 |29 |28 |8 6 0
. in the school
3 Desire td fulfill & finish work assigned by the school adm. 10 |44 |22 |11 |21 |11 |15
4 To prefer working at this school even though having choices | 33 |31 |25 |24 |7 8 6
to leave
S Desire deal with & resolve the problem of the school. 9 48 |30 |14 |12 |13 |8
6 To perceive the school as the best one among the others 10 |43 |33 |15 |12 |13 |8
Commitment to school in Average 14 |43 |26 |17 |14 |12 |9
7 To feel becoming a teacher as best decision in his/her life 26 |29 |31 |27 |6 5 10
8 To be proud of being a teacher. . 23 |32 |32 |19 |7 8 13
9 PerceiVe the values of teaching profession more important 26 |25 |25 |21 |14 |7 16
than other professions
10 To perceive teaching occupation as best for working life 25 |25 |31 |32 |6 3 12
11 The desire to be well-known in teaching profession 18 |31 |27 |18 |12 |11 |17
12 The desire to continue teaching without economic needs. 19 |34 |27 |22 |9 11 | 12
Commitment to the profession in Average 23 |29 |29 |24 |9 8 13
13 To h‘ students learning (activities) outside classroom. 10 |42 |44 |12 |9 9 8
14 | To spend free time with students 11 |47 |36 |19 |9 7° |5
15 The responsibility of entering the class on time. . 12 |37 |28 |8 16 |14 |19
16 To accomplish the job with enthusiasm. 11 |35 |28 |20 |15 |8 17
17 To get information about the student’s family life. 22 |44 |36 |19 |3 4 6
18 To try to do the best for the unsuccessful students 11 |49 |34 |20 |3 5 12
Commitment to students in Average 11 |42 |34 |16 |9 8 13
19 To be pleaséd & laugh with other teachers in the breaks. 11 |26 |41 |20 |10 |12 |14
20 To be proud of his/her colleagues performance 9 .36 |38 |27 |9 6 9
21 To feel perceived as close friend by the other teachers at 10 |39 |34 |17 |11 |8 15
work place & outside
22 To feel other teachers in the school as best friends. 7 43 |27 |21 |13 |11 |12
+ Commitment to colleagues in Average 9 36 |35 |22 |11 |9 13
Total 342 | 834 | 673 | 421 | 233 | 197 | 248
- Average organizational commitment 16 (38 |31 (18 |11 |9 11

~
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