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Abstract

The present study investigates the longitudinalce$fef a pay-increase schema, known as the teachers
cadre, on teachers’ job satisfaction. A total o6 psimary school teachers responded to a questi@ntzgoping their
overall job satisfaction over four occasions. Theuhs of the study showed that pay increase didhate a
significant effect on teachers’ job satisfactiorfteA pay increase, teachers with high academidnatients were
significantly less satisfied with their teachingofassion than teachers with low academic attainsekfter pay
increase, male teachers were significantly mornsfead with their teaching profession than femadadhers. Length
of service did not have a significant effect orctesrs’ job satisfaction.
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1. Introduction

Started in 2007, the teachers’ cadre; a pay-inereakema, is part of the governmental efforts to
upgrade the educational system in Egypt. The $itagje of the cadre started with an increase of 608l
teachers’ salaries. In the second stage of theecéshichers sit for a series of exams that cowergukctive
disciplines, general knowledge, Arabic language] ancial studies. Passing these exams signifiel tha
teachers’ specializations, their understandinghefrequirements and aspects of the educationaégspand
their proficiency in languages have been verifddccessful teachers could receive a second inciedseir
salaries between 50 and 150% depending on thehlefgheir teaching experience. Those who failesl th
exams the first time were given a second chancéottmaving year. Failing the tests a second timevéeer,
would deprive the teacher of the second increasalary although it does not necessarily meanttbatr she
cannot continue to teach (Egyptian Ministry of Egtitm, 2007).

The importance of pay increase goes beyond its étnpa the income of public school teachers in
Egypt. Pay increase for professional workers, sagheachers, is also relevant to the psychologfieiry
regarding satisfaction and motivation. Several psiagical theories sought to understand the basic
configuration of human needs as they related to wioekplace. For example, Schaffer's (1953, p.3)
interpretation of job satisfaction is one of indiwal needs fulfillment. Schaffer stated that “OVlejab
satisfaction will vary directly with the extent wehich those needs of an individual can be satidfied job
are actually satisfied; the stronger the needntbee closely will job satisfaction depend on itffillment.”
(p-3). Schaffer argued that individuals use monetawards and salaries to satisfy their physicaldsesuch
as food, shelter, and clothing and their psychalalgieeds as a symbol of achievement and recognitio

Furthermore, Maslow's theory of a need hierarchyagddw, 1954, 1971) and Herzberg's
motivation-hygiene theory (Herzberg, 1966, 1968raHerg, Mausner, & Syderman, 1959) proposed that
people have higher- and lower-order needs. For dagjratification of lower-order needs, such asusgc
and payment, leads to the emergence of higher-orgleds involving social relations, self-esteem, selft
actualization. This is known as the principal oéutency which states that lower-order needs apopent
to higher-order needs. Gratification of these highreler needs was reported to be necessary forjolue
satisfaction (Ryan & Deci, 2000; Wahba & Bridgew&®76).

Herzberg added a new dimension to Maslow’s thendymoposed a two-factor motivational theory.
Herzberg'’s theory is based on the notion that tlesgnce of one set of job characteristics or incesteads
to job satisfaction(i.e., motivators), while the presence of anothetlr &f job characteristics prevents job
dissatisfaction (i.e., hygiene factor§)otivation factors are present in the job itselflaan be conceptualized
as an inner force that drives individuals to at@émsonal and organizational goals, for examplepdpnity
for recognition, achievement, and personal growdlygiene factors, on the other hand, can lead to
dissatisfaction when not satisfied. However, whatisfed, they do not motivate or lead to satistactthey
only prevent dissatisfaction (Herzberg, et al. )95khus, satisfaction and dissatisfaction are notao
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continuum with one increases as the other dimisistmit are independent psychological phenomena.
Herzberg et al. (1959) argued that higher and leaveer needs operate independently. Gratificatiothese
lower-order needs is essential to employees’ rigtenbut cannot lead to satisfaction or motivation.
Satisfaction can only come from the gratificatidrigher-order needs.

For both Maslow (1954, 1971) and Herzberg et &59), salary is a lower-order need or a hygiene
factor and as such cannot lead to true job satisfacThe findings of several studies within thearof
education have supported this notion. For examplkerje and Baker (1997) reported a nonsignificant
relationship between salary and benefits and psirsahool teachers’ job satisfaction in the Unitadt&s.
Similarly, Sylvia and Hutchinson (1985) investightine relationship between primary school teachets’
satisfaction and their perceptions of merit payn(eet, performance-related payment) in the Unistdtes
and concluded that “Based upon our findings, sclsesu#ch as merit payment were predicted to be
counterproductive in service organizations whictplkay professionally trained people.” (p. 841). ligétia,
Ubom (2001) reported that extrinsic incentives sashmerit payment and effective teaching rewardsdi
have a significant effect on primary school teashb satisfaction and effectiveness. Sargenttdadnum
(2003) found that salaries and incentives did reteha significant effect on primary school teachjis
satisfaction in China. Mhozya (2007) reported asigmificant relationship between salaries and diffé
facets of primary school teachers’ job satisfactioBotswana.

Other motivational theories such as the path-guedry (Georgopoulous, Mahoney, & Jones 1957),
the instrumentality theory (Vroom, 1964), and theextancy theory (Porter & Lawler, 1968) postulatteat
rewards would lead to satisfaction if the rewards wewed as leading to a desired outcome. For eleamp
Lawler (1973) focused on expectation rather thaadnand argued that the overall job satisfaction is
determined by the difference between all thosegthia person feels he/she should receive from higghe
and all those things he/she actually receives. Eoapitests of these theories, however, demonstithta job
satisfaction is a complex process in which therefievel expanded by an individual is a functiontbé
forces to expand specific levels of effort, the extption that a given level of effort will or wiklot
accomplish the task, the valance of the goal actishment/failure for job outcomes, the relevancehefjob
outcomes, the perceived instrumentality of job omtes for need gratification, and the valence ofchaseds
of the individual in question (Campbell & Pritchad®76).

2. Teachers’ job satisfaction and gender

Furthermore, research on job attitudes has idedtifthree primary determinants of career
satisfaction, including individual attributes orndegraphic variables, characteristics of the caitself, and
organizational characteristics (Gosnell, 2000).

As far as teachers are concerned, research hasedwentradictory evidences on the relationshigvéen
gender and job satisfaction. Several studies haperted that female teachers have higher job aatieh
than male teachers (Ma & MacMillan, 1999; Michaedo®002;Spear, Gould, & Lee2000). In contrast,
Bishay (1996) and Mwamwenda (1997) found that femahchers were less satisfied with their jobs than
male teachers. However, some other studies (Gaadbed; Sargent & Hannum, 2003) found no relatiomshi
between gender and teachers’ job satisfaction.

3. Teachers’ job satisfaction and length of service

Similar contradictory evidences exist regarding rlationship between job satisfaction and length
of service. Bishay’s (1996) study showed that Iengt service correlated positively with teachersb |
satisfaction. However, Gosnell (2000) reported gatige relationship between length of service aathers’
job satisfaction. There is evidence to suggest thase with less than five years of service are niost
satisfied while those who have been teaching fonéen 15 and 20 years are the least satisfied (Etopps
Risborough, 1991). In line with the findings of Pdgton and Riseborough, Crossman and Harris (2006)
reported a curvilinear relationship between teah@b satisfaction and length of service with keas
satisfaction being reported by the 11-20 yearseofise group. In contrast, the studies by Dabo 8)2thd
Michaelowa (2002) showed no relationship betweagtte of service and teachers’ job satisfaction.
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4. Teachers’ job satisfaction and academic attainnmes

Equally found to influence teachers’ job satisfactare academic attainmeriBabo (1998), Gosnell
(2000), Michaelowa (2002) an8argent and Hannum (2003) found a significapgative relationship
between teachers’ academic attainments and teaghtessatisfaction. Results of these studies hadicated
that better qualified teachers tended to be leisfisd than less qualified teachers, and thus nikedy to
leave teaching (Darling-Hammond, 1984; Schlechtyaace, 1983). Contrary to these studies, Avery 8199
found that academic attainments have no significapact on teachers’ job satisfaction.

5. The present study

Most of the studies on the influence of backgroghdracteristics and payment on teachers’ job
satisfaction has been conducted in Western cosnteig., Bishay, 1996; Michaelowa, 2002; Mwamwenda,
1997; Sargent & Hannum, 2003; Sylvia & Hutchins®885). The findings of these studies have shown no
consensus on the influence of demographic charstitsersuch as gender, length of service, and aciade
attainments on teachers’ job satisfaction. Furtleeemthere were evidences to show that paymennbas
impact on teachers’ job satisfaction. Whether tiftuénce of background characteristics and payrent
teachers’ job satisfaction applies in the contdxEgypt remains an empirical question. In Egypacteers’
salaries are relatively low compared to the stahdativing. Egypt also fits the profile of a masioe culture
where earning money signifies one’s masculinity aodver as an efficient breadwinner (Hofstede, 1980)
These differential sex roles within the Egyptiattune appear to offer males more educational opipdies
than females (Hofstede, 1998).

Thus, one goal of the present study is to invetitfge effect of teachers’ background variables,(i.
gender, length of service, and academic attainfpesristeachers’ job satisfaction. Another goal is to
investigate the effect of teachers’ pay increasdeachers’ job satisfaction. Teachers’ job satitfacwas
compared at four occasions: (a) One month befopdyisyg the first stage of pay increasgrfel), (b) One
month after applying the first stage of pay incee@iSme 2), (c) One month after applying the second stage
of pay increaseTime 3), and (d) Five months after applying the secoadesiof pay increasdifme 4). The
following hypotheses guided the present study:

Hypothesis 1.There will be no effect of pay increase on teaghjeb satisfaction.

Hypothesis 2.The effect of pay increase on teachers’ job sattsfn will differ across teachers’
academic attainments.

Hypothesis 3.The effect of pay increase on teachers’ job sattsfn will differ across teachers’
gender.

Hypothesis 4.The effect of pay increase on teachers’ job satigin will differ across teachers’
length of service.

6. Methods

6.1 Participants

Data were collected from 155 primary school teashemployed in three Metropolitan public
schools in EI-Minia governorate in North Upper Egylll subjects held full-time posts and had contgdeat
least their first year of teaching. In this studyly teachers who were not managers (head or depene
included in the analysis.

6.2 Measurements
6.2.1 Teachers’ Job Satisfaction Questionnaire

A number of questionnaires have h#sreloped, based on various theories and modefsessure
teachers’ job satisfaction. The majority of thesesjionnaires used three or more of the followingdins:
work content, autonomy, promotion, personal grodekitlopment, financial rewards, supervision,
communication, co-workers, workload, and work deth@do & Au, 2006; Lester, 1987; Scott & Dinham,
2003). Although most of these questionnaires whoeve to be reliable and valid, the researcher ntiad
they did not translate easily. In addition, verwfef these questionnaires have been constructetetsure
job satisfaction among primary school teachersgypE Job satisfaction is influenced by the cultiargvhich
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people adhere (Garrett, 1999; Van Houtte, 2006) #rerefore, an appropriate measurement of job
satisfaction among primary school teachers in Egipuld be developed to take into account the iknd
values of primary school teachers at that countifyus, the Teachers’ Job Satisfaction Questionr{@i’8Q)
was developed for use within the present study. approach to construct the TISQ was similar to dlfat
Spector (1997)Crossman and Harris (2006), and also Ma and Maam{[L999) to measure a unidimensional
phenomenon, often referred to as overall job satigfn. Spector (1997, p.2) proposed that “Jolsfatiion
can be considered as a global feeling about theojolis a related constellation of attitudes ab@uious
aspects or facets of the job. The global approsalséd when the overall or the bottom line approaat
interest.” The TJSQ consisted of 15 itergachers responded to each item of the TISQ omraptont
Likert type scale that ranged from oébéolutely Disagreeto four (Absolutely Agree

6.2.2 Demographic Information Form

This form includes demographic items related totdaeher such as gender, academic attainments,
and length of service.

6.3 Procedures

Data collection took place over four occasions leetw2007 and 2008. The TJSQ was distributed to
teachers during their normal classes at their dshédl teachers were informed that they could démsir
participation in data collection without any exméon, penalty, or cost to them. A total of 175 sfiennaires
were distributed during each of the four occasiohdata collection. However, because of sampletiatir
and logistical problems involving distributing thaestionnaires to teachers, a complete dataseawvedlable
for only 155 teachers (89% response rate). All tioesaires were returned directly to a researcistsd in
sealed envelopes to ensure confidentiality.

7. Results
7.1 Teachers’ Demographic Characteristics

Teachers’ demographic information showed that &¥(bwere females and 75 (48%) were males.
Fifty (32%) taught in education for 3-10 years,(89%) taught for 11-18 years, and 45 (29%) taughtLD-
26 years. As for the highest degree earned, 89 Y%ttained a high school certificate while 66 (43%)
attained a university degree.

7.2 Descriptive Statistics of the TISQ

In order to put the data in perspective, the meawsstandard deviations were calculated for each of
the 15 TJSA items averaged across the four occasibdata collections. These data are reportecabieTl.
The data are arranged on the basis of the desgeadier of their mean values.

The three statements which were most positivelgived by respondents were as follows: Item 6, “I
like the people | work with”; Item 2, “I participain making important decisions in this school’ddrem 10,
“l am satisfied with the social status of my joffhe statements to which respondents reacted mgatively
involved self-development, incentives and rewams] salary. In ascending order, these items were as
follows: Item 14, “I can learn new things and deyemy skills in my job”; Item 12, dm satisfied
with my incentives and rewards”; and Item 7, “| aatisfied with my salary”.

7.3 Exploratory factor analysis and reliability of the TISQ

The TJSQ were piloted with 25 primary school teashe confirm the content and face validity.
Only minimal changes were required. An exploratfagtor analysis with principal components € 158)
retained a single factor (labeled teachers’ johsfaition) which explained 47% of the total varianc
extracted. Table 1 shows the TJSQ item loadinger@aur occasions of data collection, the teststete
reliability (Person’sr) of the TISQ ranged from 0.79 to 0.82<0.001) and Cronbach’s alpha ranged from
0.83t0 0.86.
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Table 1
Means, standard deviations, and item loadingsefgachers’ Job Satisfaction Questionnaire

Statement M (SD) Loadings
6. | like the people | work with. 3.78 (1.35) 0.68

2. | participate in making important decisionshistschool. 3.74 (1.10) 0.65
10. | am satisfied with the social status of my.job 3.72 (1.41) 0.62

5. My work gives me a feeling of accomplishment. 3.65 (1.55) 0.81
13. I am evaluated fairly in this school. 3.58 (1.37) 0.63

9. | am generally satisfied with being a teachehitschool. 3.50 (0.98) 0.75

3. I am given respect by my colleagues. 3.42 (1.13) 0.78

8. | am satisfied with my chances for promotion. 3.20 (1.30) 0.65

1. The school administration encourages and suppts 3.12 (1.52) 0.72
15. | am given a lot of freedom to decide how Indpwork. 3.05(1.20) 0.67

4. | feel there is a great deal of cooperation agr&taff members in this school. 2.90 (0.94) 0.61
11. I understand clearly the goals and prioritiesig school. 2.83 (1.62) 0.72
14. | can learn new things and develop my skillmy job. 2.64 (1.34) 0.77
12. | am satisfied with my incentives and rewards. 1.93 (1.22) 0.70
7.1 am satisfied with my salary. 1.85 (1.10) 0.66

Note N = 155. MeanNl) and standard deviatiois)) are averaged over four occasions. Items are caakeording their
averaged mean scores

7.4 Split-plot factorial analysis of variance

The split-plot factorial analysis of variance (AN@)/ also known as the mixed-design ANOVA, is
a factorial design in which at least one of thadegis based on independent observations anésit dae is
based on correlated observations. When a facttrag®d on independent observations, it makes use of
between-group comparisons, as in single-factor AMOWhen it is based on correlated observations, it
makes use of within-subject comparisons as in tegaaeasures ANOVA (O’Brien & Kaiser, 1985).

The present study employs a split-plot factorial @A to examine the effect of gender, length of
service, and academic attainments (between-subfgatts's) on teachers’ job satisfaction measurest tour
occasions (within-subjects factors). Following thedelines of O’'Brien and Kaiser (1985), the mudtiate
approach was adopted to examine the within-sulejéetts. This approach treats the data as beingised
of a number of measures obtained on a single godupdividuals. The multivariate test statistic/l&is
Trace F), was used because it is more robust to heterdgeferariance and is less likely to involve Type
error than comparable tests (Olson, 1976).

The results of the analysis, reported in Tablehdwed that pay increase did not have a significant
effect on teachers’ job satisfactidn,(3,141) = 1.24ns, = 0.005. Thus, the analysis of the present datase
supported the first hypothesis. Recently, Kittlétenard, and Phillips (2007) proposed the following

guidelines for Eta Squared]f): small = 0.01; medium = 0.06; and large = 0.14.

Table 2
The effect of pay increase, teachers’ gender, leofysiervice, and academic attainments on teacfadrsatisfaction
Factors dfl df2 F 2
7
Pay increase 3 141 1.24 0.005
Pay increase * Academic attainments 3 141 9.72** 0.12
Pay increase * Gender 3 141 12.43* 0.14
Pay increase * Length of service 6 284 1.11 0.001
Pay increase * Gender * Academic attainments 3 141 0.85 0.005
Pay increase * Academic attainments*Length of servic 6 284 0.92 0.007
Pay increase * Gender* Teaching experience 6 284 0.47 0.003
Pay increase * Gender * Academic attainments *tlerd service 6 284 0.76 0.007

Note. N = 155.df1 = Hypothesized didf2 = Errordf./]2 refers to Eta Squared for effect sizep® 0.01.
Table 2 shows that there was a significant int@aceffect between pay increase and teachers’
academic attainmentk, (3,141) = 9.72p < 0.01,I72 = 0.12. This interaction effect is displayed iguiie 1.

Uluslararasi Sosyal Ardirmalar Dergisi
The Journal of International Social Research
Volume 3/10 Winter 2010



16

This interaction effect suggested that the impdcthe pay increase on teachers’ job satisfactidferaid
significantly across teachers’ academic attainméregs high school certificate vs. university degy. Thus,
the analysis of the present dataset supportecettend hypothesis.

A simple main effect analysis, summarized in Taéhlshowed that before applying the first stage of
pay increase, teachers who attained a high sclavtficate and teachers who attained a universityrele
rated their job satisfaction similarlys (1,143) = 0.23ns, d= 0.1Q For Cohen’dl, an effect size of 0.2 to 0.3
represents a small effect, around 0.5 represemtedium effect, and 0.8 to infinity represents géaeffect
(Cohen, 1988). After applying the first stage of macrease, teachers who attained a high schotficate
rated their job satisfaction significantly highérah teachers who attained a university degre€,,143) =
6.11,p < 0.01,d = 0.47. The differences among teachers in ratimaiy fjob satisfaction showed the same
pattern after applying the second stage of payassf (1,143) = 11.43p < 0.01,d = 0.60. When they were
followed up five months later, teachers who attdinehigh school certificate still rated their jodttisfaction
significantly higher than teachers who attainedhi@ersity degreef: (1, 143) = 12.15p < 0.01,d = 0.69.

Academic attainments

Means of job satisfaction
8
[ ]

22 m High school

certificate

30 ® University degree
Time 1 Time 2 Time 3 Time 4

Pay increase

Figure 1. Means of job satisfaction for teachers who at@iadigh school certificate and teachers who athmuniversity degree
across four times
Table 3
Means of job satisfaction across teachers’ acadattamments, gender, and length of service

Pay increase Academic attainments

High school certificate University degree

M (SD) M (SD) F (1, 143) a*
Time 1 32.15 (4.3) 31.76 (3.2) 0.23 0.10
Time 2 35.80 (5.6) 33.36 (4.7) 6.11* 0.47
Time 3 39.87 (6.7) 36.16 (5.5) 11.43** 0.60
Time 4 39.40 (5.8) 35.47 (6.5) 12.15** 0.69

Gemde

Males Females

M (SD) M (SD) F (1, 143) d
Time 1 30.51 (5.5) 32.66 (4.6) 6.43* 0.42
Time 2 37.20 (6.5) 33.18 (5.9) 5.43* 0.64
Time 3 39.83 (5.8) 35.34 (5.4) 10.34** 0.80
Time 4 39.69 (6.2) 35.12 (5.7) 9.29** 0.78

Length of service

3-10 Years 11-18 Years 19-26 Years

M (SD) M (SD) M (SD) F (1, 143) ,72
Time 1 354 34.9 36.2 0.95 0.004
Time 2 37.4 38.5 37.1 0.74 0.007
Time 3 34.3 33.8 35.2 0.62 0.003
Time 4 33.9 34.7 35.5 0.79 0.008

Note N = 155.d = Cohen’d for effect size. p < 0.05,p < 0.01
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Table 2 shows that there was a significant intésaceffect between pay increase and teachers’
genderF (3, 141) = 12.43p < O.Ol,/]2 = 0.14. Thus, the analysis of the present dataggtorted the third

hypothesis. This interaction effect is displayedrigure 2. This interaction effect suggested thatitnpact of

pay increase on teachers’ job satisfaction diffesigghificantly across male and female teachersimple
main effect analysis, summarized in Table 3, shotied before applying the first stage of pay insega
female teachers rated their job satisfaction sicgmittly higher than male teachefs(1,143) = 6.43p < 0.05,

d = 0.42 However, after applying the first stage of payréase, there was a reversed pattern of gender
differences with male teachers rated their jobs&attion significantly higher than female teach&r$l,143)

= 5.43,p < 0.05,d = 0.64. After applying the second stage of paydase, male teachers continued to rate
their job satisfaction significantly higher thamfale teacherd; (1,143) = 10.34p < 0.01,d = 0.80. When
they were followed up five months later, male teashstill rated their job satisfaction significantiigher
than female teachers,(1, 143) = 9.29p < 0.01,d = 0.78.

Finally, Table 2 shows that there was a nonsigaifianteraction effect between pay increase and
teachers’ length of servicg, (6, 284) = 1.11ns l72 = 0.001. This nonsignificant interaction effeaticates

that the effect of pay increase on teachers’ jeisfaation did not differ significantly across ttieee levels of
teachers’ length of service (3-10 years, 11-18gjemrd 19-26 years). Thus, the analysis of theeptetataset
did not support the fourth hypothesis.

40 A

39 A

38 1

c 37 4
2
3]
S 36
R ®
8 35 - ®
o
L
c 34 4
5
S 33 A ®
Gender
32
a»
31 Females
30 = Males
Time 1 Time 2 Time 3 Time 4

Pay increase
Figure 2. Means of job satisfaction for male and femalehesas across four times

Averaging over four occasions, the analysis of ibbveen-subjects effects showed that male and

female teachers differed significantly in ratingithjob satisfactionF (1, 143) = 15.83p < 0.02,d = 0.47.
Male teachers (M = 36.81, SD = 6.0) rated theirgabisfaction significantly higher than female tears (M

= 34.10, SD = 5.4). The analysis also showed #aathters who attained a high school certificatetaadhers
who attained a university degree differed signifibain rating their job satisfactior (1, 143) = 11.23p <
0.01,d = 0.50. Teachers who attained a high school cetd (M = 36.80, SD = 5.6) rated their job
satisfaction significantly higher than teachers vdttin a university degree (M = 34.18, SD = 4B)e
number of years of teaching experience did not heggnificant effect on teachers’ ratings of thein

satisfactionF (2, 143) = 1.4ns, /7°= 0.001.
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8. Discussion

The present analyses revealed several notablefiadFirst, there was a nonsignificant effect of pa
increase on teachers’ job satisfaction. This figdindicates that teachers’ mean ratings of thelr jo
satisfaction did not differ significantly before darafter applying the new pay-increase schema. &imil
findings have been reported in the United Statesi€P& Baker, 1997), Nigeria (Ubom, 2001), China
(Sargent & Hannum, 2003), and Botswana (Mhozya7R00

A possible explanation for this finding is thaadbers still feel underpaid compared to other teach
at deifferent educational levels in Egypt. Accogdito the social information processing theory db jo
satisfaction (Salancik & Pfeffer, 1978), job satetfon and dissatisfaction are attributions thatehto be
socially constructed via comparing oneself witheoshin the career in terms of job responsibilitiggyment,
and workload. A second possible explanation is teathers were disappointed with this insufficipay
increase. From the viewpoint of the expectancyrhédroom, 1964 Porter & Lawler 1968;Lawler, 1973),
job satisfaction is determined by the differenceMeen all those things a person feels he/she shieaklve
from his/her job and all those things he/she altuateives. The need-fulfillment theory (Schaffe®53, p.

3) also states that “Overall job satisfaction widlry directly with the extent to which those needsan
individual can be satisfied in a job are actua#lfi§fied.” Furthermore, Herzberg’s motivation-hyugetheory
(Herzberg et al.1959) and Maslow's need hierartieptty (Maslow, 1954) proposed that individuals rroe
content with the satisfaction of lower-order neatla/ork such as minimum salary levels or safe dadgant
working conditions. Rather, individuals look fortlgratification of higher-order psychological nesdsh as
achievement, recognition, responsibility, and seldalization. According to Herzberg's motivatioygiene
theory, payment is a lower-order need or a hygfactor that cannot lead to true job satisfactioggidne
factors can lead to dissatisfaction when not satisHowever, when satisfied, they do not motivatéead to
satisfaction; they only prevent dissatisfaction.eThecond notable finding concerned the significant
interaction effect between pay increase and teatleademic attainments. This finding indicates tha
impact of pay increase on teachers’ job satisfactitiffered significantly across teachers’ academic
attainments (i.e., high school certificate vs. ensity degree). The effect of pay increase on &athob
satisfaction was consistently stronger for teachdtfts low academic attainments (i.e., high schamstiticate)
than for teachers with high academic attainmengs, (university degree). This finding has been aggzkin
several studies by Dabo (1998), Gosnell (2000),hislétowa (2002) and Sargent and Hannum (2003). For
example, Sargent and Hannum (2003) found that ézachith high academic attainments were signifigant
less satisfied with their teaching profession artensignificantly more likely to state that theyshed to
change their career than teachers with low acadatteééinments. Michaelowa (2002) found that teachers
satisfaction with both the profession and workidgcp was reduced when teachers’ academic attaisment
were high.

This finding is contrary to the expectation thabren knowledge of the teaching profession and
teaching competence, gained through high academaimments, are relevant to job satisfaction. Asgae
explanation for this finding is that teachers whitigh academic attainments face a mismatch betwssin t
professional expectations and work realities. Tregative effect appears to counterbalance the faiten
positive effect of facilitated teaching and ince@dself-confidence the teachers may have as a adsthieir
high academic attainments. Another possible exfilamas that teachers with better academic qualifons
perceive more alternative career opportunities. fhire notable finding concerned the significartenaction
effect between pay increase and teachers’ gendhés.fihding indicates that the impact of pay inc®an
teachers’ job satisfaction differed significantlyr fmale and female teachers. Before applying pesease,
female teachers rated their job satisfaction sicgmittly higher than male teachers. One possibléaagtion
for this finding is that females traditionally peice themselves as teachers and nurturers of ehiland that,
owing to social expectations as well as informahdgr stereotypes, they are more likely to desite jo
satisfaction in their teaching career. AccordingLippa (2002), females’ communal role includes bein
caring, nurturing, affectionate, interpersonallynsive, concerned with the welfare of others, and
emotionally expressive. This finding has been aomdid by studies in which female teachers have been
observed to experience greater job satisfaction thair male counterparts (Chaplain, 1995; Klecker
Loadman, 1999; Ma & MacMillan, 1999; Michaelowa 020 Poppleton& Riseborough, 1991; Spear, Gould,
& Lee, 2000). For example, Borg and Falzon (198@&ned stress and job satisfaction among 844 pyima
school teachers in Malta and reported that mora thdce as many male teachers as female teachers
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indicated dissatisfaction with their teaching caregorrespondingly, female teachers showed grgater
satisfaction than male teachers. After applying ipayease (i.e., Time 2, Time 3, and Time 4), neéehers
rated their job satisfaction significantly higheah female teachers. This finding indicates thderteachers
tended to be more responsive to the new pay inerttes female teachers. A possible explanatiorthiier
finding is that male teachers attach more valumdoey than female teachers. The social role théeagly,
1987; Eagly& Karau, 1991) helps explain why this may be thsecAccording to this theory, the differing
gender roles partially stem from the different soteales and females occupy in the family and tloéeso
Males’ agentic role includes being independenttrodiimg, forceful, ambitious, and dominant. Thefs on
independence in the agentic role may explain why,raeross cultures, repeatedly report strongeudés
towards money as a way to ensure independencedtharomen (Lippa, 2002). This is probably correct in
a male dominant culture, such as Egypt, where egmmoney signifies one’s masculinity and power s a
efficient breadwinner (Hofstede, 1980). For examplnn (1993) compared men’s and women’s attitudes
towards money across 20 countries. He found that snered higher than women in the valuation of ngone
in 14 of the countries and thus he concluded that mre more obsessed with money than are women.

Finally, the present study showed that teachergjth of service did not have a significant effact
teachers’ job satisfaction. This finding is cormmtwith that of Dabo (1998) and Michaelowa (20020
reported no relationship between length of sersing teachers’ job satisfaction. One possible expian for
this finding is that young teachers could not adaphew working conditions or develop effective eop
strategies for work-related issues whereas oldahiers have accepted their positions in their dstaw see
limited career prospects.

9. Conclusion

In summary, the findings of the present study shibitet a pay-increase schema, known as the
teachers’ cadre, did not contribute to primary stheachers’ job satisfaction in Egypt. Teacherhviow
academic attainments were more satisfied with ttegiching profession than teachers with high academ
attainments. Male teachers were more responsiypaydncrease and were significantly more satisfith
their teaching profession than female teachersgtbeaf service was found to have no impact on teegth
job satisfaction.

10. Implications for teachers’ development

In general, the findings of the present study wsaiEe three important implications for teachers’
professional development. First, it is importantrtgplement an appropriate incentive system thatlbps
not only the extrinsic aspects (i.e., remunerattmt)also the intrinsic aspects of teaching. Teech®y not
content with the satisfaction of lower-order needswork such as salary. Rather, teachers look Her t
gratification of higher-order psychological needgls as achievement, recognition, and self-actuaiza
Second, an effective incentive system should vateashers’ individuality. Teachers are not all Hane.
They are, of course, different in age, gender,tagi, experience and subject interest, and inioalab
ability, commitment, and professionality. Each temcwill have individual needs which reflect hig’he
educational ideologies and values. Most teachdtdisvsomewhere between the two extremes of “retsin”
and “extended” professionality, and a school stalfftypically include a mixtel of teachers,
reflecting a wide range of different professionalirientations. Third, the cause of recruiting aathining
quality teachers would be best served by geneuglyrading teachers’ pay and installation of orgatidnal
support system to assist new and/or strugglinghtrac

11. Future research

The results presented here suggest the poteatizd wf further research to understand how intinsi
and extrinsic incentives link to teachers’ job Sfaittion and other aspects of school functionindiféérent
educational levels. It may also be necessary tk lmyond the school settings, particularly to goest of
esteem and social support networks, to identifgiottigher-order psychological needs linked to teegijob
satisfaction.
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