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Work-life balance has always been concerned with those interested in the quality of working life and its 
relation to broader quality of life. This study sought to establish the influence of characteristics of work-
life balance on teachers’ levels of job satisfaction in public secondary schools in Nairobi County, 
Kenya. The purpose of this study was to determine the influence of supervisor support and gender on 
the teachers’ levels of job satisfaction. The study used Stacy Adams’ equity theory of which holds that 
individuals compare their ratio of inputs and outcomes to the input-outcomes of other individuals. This 
study was a descriptive survey design. The target population was 83 public secondary schools and 
1759 public secondary school teachers’ with 67 principals and 670 teachers sampled. Data were 
collected using an interview schedule and questionnaires. Descriptive statistics was performed to 
analyze quantitative data. Pearson Product Moment Correlation Coefficient was used to determine the 
linear correlation between the independent variables and the dependent variable. Using null 
hypotheses, multiple regression analysis was done. The key findings were that the principals were 
supportive to their teachers especially in terms of readily giving them permission to attend to their 
personal needs and training opportunities. There was no statistically significant difference in teachers’ 
levels of job satisfaction between male and female teachers. The study recommends that the Teachers 
Service Commission should formulate policies that are specifically geared towards enhancing teachers’ 
work-life balance. Comparative studies should be carried out in the rural areas. 
 
Key words: Gender, influence, job satisfaction, supervisor support and work-life balance. 

 
 
INTRODUCTION 
 
In this world, for one to have an enjoyable and stress-free 
life, balance is essential (Marmol, 2019). The term work-
life balance gained importance in the late 1960s, due to 
concerns about the effects of work on the general 
employees’ wellbeing (Leovaridis and Vatamanescu, 
2015). According to  Tanvi  and  Fatima  (2012),  work-life 

balance is the perception that human beings attach equal 
importance to their employment life as well as their 
private life. Subha (2013) defines work-life balance as the 
reconciliation between workers’ professional work and 
their personal life. Muhtar (2012) noted that globally, 
work-life  balance   is   considered;  as  the  second  most  
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essential workplace aspect. Bloom et al. (2002) assert 
that whereas initially work was a matter of survival and 
necessity, today work is not only still considered as a 
necessity but a source of satisfaction as well. 

Fisher and Layte (2003), consider three distinct sets of 
measures of work-life balance proportion of free time, the 
overlap of work and other dimensions of life and the time 
spent with other people. Singh (2013) posits that work-life 
has grown in popularity since it stands for a crucial drive 
for societal prosperity and fulfillment and growth of every 
worker and every company. However, Murphy and 
Doherty (2011) reckon that it is not possible to measure 
work-life balance in an absolute manner. This is because 
work-life balance is influence by numerous personal 
circumstances and therefore the perception of balance or 
imbalance is a reflection of an individual’s priorities. They 
argue that what matters most is for the employees to 
draw a distinction between their work and personal life 
and ensure that the line is in the right place.  

Job satisfaction can be defined as how content an 
individual is with their job (Bloom et al., 2002). It is 
regarded, as the state of being emotionally positive in 
reaction and attitude towards one’s own work. Job 
satisfaction is a general expression of workers’ positive 
attitudes built up towards their jobs (Celik, 2011). 
According to Bradey (2001), job satisfaction is an 
emotional effective response derived from one’s job. 
These feelings are not limited to salaries but include 
factors like the way the employees are treated and how 
the management regards their input. When a balance is 
struck between work and life, workers become more 
effective and enjoy doing their jobs, (Akbar and Hafeez, 
2015). Many teachers are dissatisfied with poor relations 
with colleagues, time allocated for planning and teaching, 
working conditions and the general school environment 
(Meyer and Turner, 2007). Unfortunately, in many third 
world countries, teachers’ job satisfaction has not been 
given the attention it deserves. This has seen many 
teachers leave the profession, increased teacher 
absenteeism, rise in student indiscipline and general 
teacher underperformance (Khan, 2004). In Malawi, for 
instance, teachers were found to be highly dissatisfied 
with remuneration and poor working conditions 
(Kadzamira, 2000). Similarly, in Nigeria, teachers were 
found to be agitating for better salaries but the Ministry of 
Education could not meet this because of inadequate 
resources (Nwachukwu, 2016). The recent past has 
witnessed the government of Kenya pass a policy that 
requires a teacher to stay in the same station for at least 
five years before they can apply for a transfer. This has 
resulted into opposition by teachers unions, specifically 
the Kenya National Union of Teachers (KNUT) and the 
Kenya Union of Post Primary Education Teachers 
(KUPPET).According to these unions, this policy infringes 
on the teachers’ professional freedom and the right of 
choice (Sirima and Poipoi, 2010).  

Work-life balance depends on supervisory support  that  

 
 
 
 
employees receive. This is the deliberate support offered 
by the supervisor to employees to enable them perform 
their duties well and attend to personal or family needs 
effectively as well (Straub and Hagiwara, 2011). It entails 
the understanding and concerns that the supervisors 
have over employee’s wellbeing both at work and at 
home (Ryan and Kossek, 2008). Supervisors are agents 
of the organization and their feedback to employees is 
often considered as the organization’s orientation 
towards them (Eisenberger and Stinglhamber, 2011).A 
supportive supervisor is understanding, provides valuable 
resources, is flexible and increases employees’ 
confidence (Thornhill and Saunders, 2008). Okoth (2008) 
also found that there was a positive correlation between 
instructional supervision and curriculum implementation 
and when such implementation is performed well, 
teachers are motivated to implement the curriculum in an 
appropriate manner. According to Wachira et al. (2016), 
majority of teachers derive job satisfaction from the 
support they get from their supervisors as they perform 
their tasks. This support included involvement in 
decision-making and incentives from the supervisor.  

Female professionals have different sets of demands 
and when such role demands overlap, many problems 
arise. Times have changed. It is no longer the husband 
earning and the wife staying at home. Today the husband 
earns and the wife earns too. However, the wife still takes 
primary responsibility to run the house (Aeran and 
Kumar, 2015; Muasya, 2016). Lakshmi and Kumar (2011) 
posit that female teachers especially in private teaching 
institutions face numerous challenges. Often, as full time 
workers, they have to carry some work home. Women 
who hold positions of responsibility tend to experience 
more work-family conflicts (Parasuraman et al., 2001).  

Good work-life balance is important for a teacher’s 
effectiveness and job satisfaction and leads to better 
student learning. It also improves the wellness of the 
institution and student behaviour. Moreover, other than 
giving a feel of job satisfaction it also helps to achieve 
higher retention rates in learning institutions (Laksmi and 
Kumar, 2011). Perry et al. (1997) argue that during one’s 
teaching career, a teacher encounters challenges in 
trying to achieve a balance between personal and 
professional life due to lack of clear boundary between 
work and personal life. In fact, the past decades have 
witnessed an increase in the levels of stressors in 
academia. In a tight labour market with a shortage of 
needed skills, employers are force to develop policies, 
which can attract and retain groups of workers who might 
have previously left the organization (Mukururi and Ngari, 
2014). According to study done by Strathmore Business 
School in 2012, many organizations in Kenya lack 
policies that support the well-being of their employees 
beyond their work place. 

In Kenya, the subject of work-life balance and its 
family-friendly policies are still at the nascent stage 
(Muasya,  2014).  Existing  studies on work-life balance in 



 
 
 
 
Kenya (Sang, 2011; Strathmore Research and 
Consultancy Centre, 2012; Kangure, 2014) have 
concentrated on industrial and not educational 
organizations. These findings are not generalized to 
educational institutions because corporations operate in 
different set ups compared to educational institutions. For 
instance, they run 24 h a day and an employee may 
easily derive job satisfaction from their remuneration. On 
the other hand, schools usually operate in the day and a 
teacher may get job satisfaction when the learners pass 
exams. 

Most studies have always dwelt on what can be done 
to improve the teacher’s professional life and not their 
personal life. The Kenyan government froze employment 
of teachers in 1998. It then introduced Free Primary 
Education (FPE) in 2003 and later, subsidized secondary 
education in 2008. The latter saw an upsurge of the 
number of learners in both primary and secondary 
schools. Since then, teachers have more workload and 
less time for their personal lives. Leshao (2008) asserted 
that teachers felt that the introduction of FPE was without 
sufficient preparation. To redress this, the government 
has been employing teachers to replace those who have 
left the service (Sirima and Poipoi, 2010). The Kenya 
Secondary Schools Heads Association (KESHA) and the 
Kenya National Union of Teachers (KNUT) in 2011 
estimated teachers’ shortage to have been at 79,295 with 
a high pupil- teacher ratio (55:1) in public secondary 
schools (Daily nation, 25th January 2011). Moreover, the 
Teachers Service Commission, besides providing 
teachers with statutory leaves, does not have any other 
formal family-friendly policies (Muasya, 2016). Nairobi 
being the capital city of Kenya attracts public secondary 
school teachers in big numbers because it has many 
social amenities and career advancement opportunities. 
In fact, the TSC seldom advertises teaching vacancies in 
Nairobi. It was imperative against this background to 
carry out a study on the influence that work-life balance 
practices have on public secondary school teachers in 
Nairobi.  

This study adopted the equity theory of motivation 
propounded by Stacy Adams in 1963. According to this 
theory, individuals compare the ratio of their inputs and 
outcomes to the input-outcomes of other individuals. 
Inputs include age, educational qualifications, working 
experience, effort expended in the work among others. 
Outcome variables include pay, promotion, leave time 
and interest in the job. The individuals also compare what 
they offer as service and what they get in return as 
remuneration. This ratio is represented as follows. 

 
                

              
 

               

             
 

 
In the educational setting, teachers in Kenya compare the 
supervisory support and duties assigned to male and 
female counter parts with those  in  the  civil  service  with  
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similar qualifications. If from the comparison, the teachers 
think that they are disadvantaged they feel dissatisfied. 
Teachers in day schools go home as early as four in the 
evening and report to work around seven in the morning. 
In this regard, teachers in boarding schools and especially 
those with evening and early morning duties have very 
long working hours. They often feel disadvantaged over 
their colleagues in day schools or even in the public 
service. 
 
 

Proposed research hypotheses 
 
H01: There is no significant influence of supervisor support 
on levels of job satisfaction among public secondary 
school teachers in Nairobi County.  
H02: There is no significant difference in the performance 
of teaching responsibilities between male and female 
teachers and their levels of job satisfaction among public 
secondary school teachers in Nairobi County. 
 
 
METHODOLOGY  
 
This research used descriptive survey design that is concerned with 
describing the characteristics of a particular individual or of a group 
(Kothari, 2019). This study targeted 83 public secondary schools 
and 1759 public secondary school teachers in Nairobi County 
(County Director of Education Office, 2019). The study used a 
response ratio of 80.7% achieved with simple random sampling. 
The sampling matrix is as shown in Table 1.  

This study used questionnaires to collect primary data from the 
teachers and an interview schedule for the principals. To achieve 
face validity, the study adapted variables used in similar studies 
(Kangure, 2014; Subha, 2013).To determine content validity, the 
researcher ensured that the questions were clear and not 
ambiguous and in line with the study objectives. The questionnaires 
and the interview schedule were subjected to expert and 
professional judgment of the supervisors as recommended by Best 
and Kahn (2006). A pilot study with 12 teachers was carried out as 
recommended by Julious (2005). To ensure reliability, the test-
retest method was used and the alpha value was at 0.715. The 
data were analyzed using quantitative as well as qualitative 
methods. In fact, Hejase et al. (2012) contend that informed 
objective decisions are based on facts and numbers, real, realistic 
and timely information. Furthermore according to Hejase and 
Hejase (2013), “descriptive statistics deals with describing a 
collection of data by condensing the amounts of data into simple 
representative numerical quantities or plots that can provide a 
better understanding of the collected data”(272). Therefore, 
descriptive statistics-using Microsoft Excel was done. Data were 
reported using frequencies, percentages, means, standard 
deviation and variance. Pearson’s Product Moment Correlation 
Coefficient was use to determine the linear correlation between the 
independent variables and the dependent variable. Furthermore, 
regression analysis was used to test proposed null hypotheses. 

 

 
FINDINGS 
 

This study sought to establish the influence of 
characteristics of work-life balance on teachers’ levels of 
job  satisfaction  in  public secondary schools. Descriptive 
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Table 1. Sampling matrix 
 

 
Category  Population Sample Total 

Principals/schools 

National  6 4 
 

Extra-county  6 4 
 

County  43 36 
 

Sub-county  28 23 67 

  
 

   

Teachers 

National  282 60 
 

Extra-county  239 60 
 

County  743 360 
 

Sub-county  412 190 670 

 
 
 

Table 2. teachers’ responses on the aspects of supervisor support. 
 

Statement: My principal 
 

VS S N  D VD Total 

Contributes money to support a teacher who is bereaved. 
F 294 156 18  10 8 486 

% 60.5 32.1 3.7  2.1 1.6 100 
         

Readily permits me to attend to my personal matters. 
F 147 213 72  16 38 486 

% 30.2 43.8 14.8  3.4 7.8 100 
         

Calls me if I or one of my family members is sick. 
F 114 122 141  41 68 486 

% 23.5 25.1 29  8.4 14 100 
         

Values training opportunities. 
F 204 178 50  23 31 486 

% 42 36.6 10.3  4.7 6.4 100 
         

Cannot not visit me if I am sick or bereaved. 
F 223 107 66  43 47 486 

% 45.9 22 13.6  8.8 9.7 100 
         

Does not encourage me to pursue further studies. 
F 236 121 81  20 28 486 

% 48.5 24.9 16.7  4.1 5.8 100 
         

Does not give feedback promptly. 
F 187 153 67  37 42 486 

% 38.5 31.5 13.8  7.6 8.6 100 
         

Does not encourage me to live my personal life well. 
F 114 223 56  44 49 486 

% 23.5 45.9 11.5  9.1 10.1 100 

 
 
 

statistics of Likert scale questions are reported in Table 2. 
 
 
Descriptive statistics 
 
Teachers’ attitude towards supervisors’ support 
  
Majority of teachers (92.6%), very satisfied and satisfied 
agreed that their principal contributed money to help a 
bereaved teacher. Such feelings from teachers help to 
show their satisfaction with the supervisor’s support. This 
resonates well with Mohamed and Ali (2016) who 
asserted that employees with good support from their 
supervisors view their employers as generally caring 
about their well-being and this leads to affective 
commitment to the organization. On  the  second  aspect, 

74% of the teachers were satisfied that their principals 
readily permitted them to attend to their personal matters. 
These findings concur with those of Muasya (2016) who 
found that permission to attend to personal matters was 
the greatest form of instrumental support teachers 
received from the supervisor. Furthermore, 33.3% (14 out 
of 42) of the interviewee principals that were interviewed 
said that every teacher had one free afternoon to attend 
to their personal matters.  

In spite of many responsibilities the principal has, as 
confirmed by Afolabi and Loto (2008) and Kieleko et al. 
(2017), the principal had time to call and even visit 
teachers in times of sickness or bereavement. However, 
only 48.6% of the participants agreed to the afore-
mentioned. Nevertheless such low percentage may affect 
their  job  satisfaction  positively  as established by Sirima  
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Table 3. Teachers’ responses on the aspects of work-life balance by gender. 
 

Aspects of WLB  
VS S N D VD 

M F M F M F M F M F 

i. I have sufficient time to live 
my life after work 

N 35 46 73 143 36 46 18 27 32 30 

% 18.0 15.8 37.6 49.0 18.6 15.8 9.3 9.2 16.5 10.3 
            

ii. Teaching interferes with 
my family responsibilities 

N 15 18 29 57 47 78 39 45 64 94 

% 7.7 6.2 14.9 19.5 24.2 26.7 20.1 15.4 33.0 32.2 
            

iii. I am always in a hurry to 
get home after work to meet 
family responsibilities 

N 6 109 20 87 32 43 93 23 43 30 

% 3.1 37.3 10.3 29.8 16.5 14.7 47.9 7.9 22.2 10.3 

            

iv. My schoolwork ends once 
I go home 

N 19 116 18 68 28 31 77 62 52 15 

% 9.8 39.7 9.3 23.3 14.4 10.6 39.7 21.2 26.8 5.12 
            

v. My home does not need 
my attention more than I am 
currently giving 

N 73 27 46 24 33 68 20 92 22 81 

% 37.6 9.2 23.7 8.2 17.0 23.3 10.3 31.5 11.3 27.7 

            

vi. I do not get enough 
support from my family 
members in domestic chores 

N 7 99 14 78 26 62 93 21 54 32 

% 3.6 33.9 7.2 26.7 13.4 21.2 47.9 7.2 27.8 11.0 

            

vii. I do not sacrifice my 
personal life to do more at 
my work place 

N 82 101 46 72 34 68 11 23 21 28 

% 42.3 34.6 23.7 24.7 17.5 23.3 5.7 7.9 10.8 9.6 

            

viii. I do not manage to work 
and live my personal life well 

N 88 109 61 74 25 66 9 19 11 24 

% 45.4 37.3 31.4 25.3 12.9 22.6 4.6 6.5 5.7 8.2 

 
 
 
and Popoi (2010) and Anderson et al. (2002) who 
concluded that a supervisor who is more understanding 
during family crisis helps to alleviate work-family conflicts. 
In addition, 78.6% of the principals valued training 
opportunities, a fact that helps increase the teachers’ 
engagement in their schools and jobs. In addition, 
67.9%agreed that the principal did not give feedback 
promptly. This is similar to what Kodavatinganti and 
Reddy (2019) in their study found out, that most teachers 
were yearning for personal and confidential feedback 
from their supervisors. This was necessary to maintain 
the teachers’ dignity among their colleagues as well as 
students. Such feedback also motivates the teachers, 
boosts their morale as well as improving their relationship 
with their supervisors (Anseel and Lievens, 2007).  

69.4% of the teachers (23.5% were very satisfied and 
45.9% were satisfied with the statement) said that the 
principal did not encourage them to live their personal 
lives well. This resonates well with the responses that the 
principals gave. Only four out of forty two indicated that 
they talked to the teachers who had challenges balancing 
between work and personal life. 

Principal number 19 said, “Personal lives should not 
interfere with the school work. However, where one is not 
able  to  balance  the  teacher  is  talked   to.”   “Life   is  a 

personal choice. Teachers who choose to live their 
personal lives well do so. Those who don’t, is up to 
them,” remarked principal number 26.  

These findings concur with those Muasya (2015) who 
established that some supervisors, according to some 
teachers, were not even aware of the work-life balance 
challenges that their teachers were undergoing. This 
ignorance could be a result of lack of sensitivity training 
on the part of the supervisor. However, some teachers 
also feel that managing work-life balance is their personal 
responsibility and therefore the supervisor should not be 
involved in it. 
 
 
Performance of teaching responsibilities by gender 
and job satisfaction 
 
In the past teaching was primarily a domain for women. 
Not anymore today as both male and female cherish the 
profession (Punia and Kamboj, 2013). Table 3 shows the 
findings of teachers’ levels of job satisfaction given their 
responsibilities by gender.  

From Table 3, most teachers, both male (55.6%) and 
female (64.8%) agreed that they had enough time to live 
their  life  after  work.  This  shows  that  majority   of   the  
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teachers had sufficient time after work to live their life. 
Given that there were more female (292) than male (194) 
teachers in the study, the difference in gender did not 
significantly matter on how much time the teachers had to 
live their life after work. These findings are similar with 
previous studies that established that female and male 
teachers almost enjoyed equal amount of work-life 
balance (Bennell and Akyeampong, 2007; Punia and 
Kamboj, 2013; Aliakbari and Kafshgar, 2013). 
Furthermore, 56% (24 out of 42) of the interviewee 
principals said that they assigned duties to teachers 
equally, irrespective of their gender. However, many 
more quickly added that they also considered one’s 
ability and willingness to work. There were more male 
teachers (53.1%)) than female teachers (47.6%) who 
said that teaching did not interfere with their family 
responsibilities. On the other hand, there were more 
female teachers (25.7%) than male teachers (22.6%), 
who said that teaching interfered with their family 
responsibilities. These findings agree with those of Uddin 
et al. (2013) who researching on female teachers of 
private schools in Bangladesh found out that teaching 
interfered with 59%of the female teachers’ family 
responsibilities. The findings also agree with those of 
Walker, Wang and Redmond (2008) and those of Maeran 
et al. (2013) who asserted that women teachers more 
often had difficulties in balancing their work and home 
roles. This result is more for of the teachers working in 
private schools. Some private schools demand a lot more 
of their teachers’ input even to the detriment of their 
personal lives.  

67.1% of the female teachers versus 13.6% of the male 
teachers agreed that they were always in a hurry to get 
home after work to meet family responsibilities. However, 
70.1% of the male teachers versus 18.2% of the female 
teachers disagreed that they were always in a hurry to 
get home after work to meet family responsibilities. This 
is because female teachers do most of the household 
chores. These findings concur with Anuradha (2015) who 
concluded that in Coimbatore, India, female teachers 
were more needed at home as compared to male 
teachers were. Muasya (2015) found out that many 
female teachers in Kenyan urban schools did not even 
get enough sleep as they had to do a lot of preparations 
in the morning and in the evening as well. The 
aforementioned fact obliges female teachers to be more 
in a hurry than male teachers to get home after work. 
Also 36% (15 out of 42) of the principals indicated that 
female teachers required more time to be with their 
families. Principal number 3 said, “Ladies with young 
ones need to go home early for obvious chores.” “Female 
teachers need more time to attend to their families,” said 
principal number 12.  

Principal number 41 shared similar sentiments by 
saying, “Female teachers sometimes may require more 
personal time if they have young babies.” 

63.0% of the female teachers said that their schoolwork  

 
 
 
 
ended once they got home as compared to 19.1% of the 
male teachers.  On the other hand, 66.5% of the male 
teachers versus 26.3% of the female teachers said that 
their schoolwork did not end once they got home. This is 
an indication that more male than female teachers can do 
schoolwork in the house like marking or making schemes 
of work. Shernoff et al. (2011) found out that many 
teachers, both male and female, often carried their duties 
like marking and grading home to continue even over the 
weekend. Meanwhile, less female teachers do 
schoolwork at home since they have more domestic 
chores at home than male teachers. Women are primary 
caretakers of the family. 

Moreover, 63.1% of the male teachers versus 17.4% of 
the female teachers said that their homes did not require 
more attention than they were currently giving. On the 
other hand, 59.2% of the female teachers versus 21.6% 
of the male teachers said that their homes required more 
attention than they were currently giving. This shows that 
the female teachers are already giving a lot of attention 
such that their homes should not be expecting more. 
These results support Asher (2011) who found out that 
across all nations, irrespective of the number of hours 
women spent in paid employment, they still had a 
“second shift” at home in giving childcare, doing domestic 
chores and attending to other family related issues. Daly 
and Lewis (2000) also had similar findings that women 
work part-time sparing time for family responsibilities. 
Meanwhile majority of men are not ready to help in 
accomplishing domestic chores because of cultural 
norms (Coltrane, 2000). Andrews and Wilding (2014) also 
found out that quite often-female teachers were 
overburdened with school workload, personal obligations 
and daily family responsibilities. Muasya (2015) had 
similar findings that Kenyan women continue to bear 
disproportionate share of childcare and domestic chores.  

Furthermore, 60.6% of the female teachers (33.9% 
were very satisfied and 26.7% were satisfied) versus 
10.8% of the male teachers (3.6% were very satisfied 
and 7.2% were satisfied) said that they were not getting 
enough support from their family members in the 
performance of domestic chores.  On the other hand, 
75.7% of the male teachers (47.9% dissatisfied and 
27.8% very dissatisfied) versus 18.2% of the female 
teachers (7.2% dissatisfied and 11.0% very dissatisfied) 
were getting enough support from their family members. 
These findings agree with those of Barik (2017) who 
found that female teachers worked more at home than 
male teachers did. They tried to alleviate their situation by 
getting house support from children, parents, in-laws, 
servants and even their husbands. They also chose to 
teach in nearby schools in order to save on travelling 
time. On the other hand, 66% of the male teachers 
versus 59.3% of the female teachers said that they did 
not sacrifice their personal life to do more at the work 
place. These findings concur with those of Uddin et al. 
(2013)  who  found  out  that  68%  of  the  teachers, both  
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Table 4. Chi-square statistics on the aspects of teachers’ gender. 
 

Statement Value Asymptoic Sig. (2-sided) 

I have sufficient time to live my life after work. 0.894
a
 0.925 

Teaching interferes with my family responsibilities. 2.24
a 

0.690 

I am always in a hurry to get home after work to meet family responsibilities. 16.39
a 

0.003 

My schoolwork ends once I go home. 6.19
a 

0.180 

My home does not need my attention more than I am currently giving. 1.35
a 

0.852 

I do not get enough support from my family members in domestic chores. 7.13
a 

0.129 

I do not sacrifice my personal life to do more at my work place. 2.75
a 

0.601 

I do not manage to work and live my personal life well. 11.41
a 

0.221 

 
 
 

Table 5. chi-square tests for the influence of teachers' gender on their levels of job satisfaction. 
 

 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 0.894
a
 4 0.925 

Likelihood Ratio 0.895 4 0.925 

Linear-by-linear association 0.070 1 0.792 

No of Valid Cases 486   

 
 
 
males and females, in Bangladesh managed the demands 
of work and life. These findings are an indication that 
despite the many responsibilities teachers have, many of 
them still valued their personal life.  From these results, 
there was no significant difference between male and 
female teachers’ responses on the statement “I don’t 
sacrifice my personal life to do more at my work place”. 
 
 
Cross-tabulation 
 
Cross tabulation was performed on various aspects on 
teachers’ gender to determine whether there was any 
significant difference between male and female teachers’ 
levels of job satisfaction. Table 5 shows the Chi-square 
statistics.  

From Table 4, out of the eight aspects on teachers’ 
gender, four of them showed that there was no significant 
difference between male and female teachers’ levels of 
job satisfaction. The statement “I have sufficient time to 
live my life after work” was highly significant at 0.925. 
This means that both male and female teachers were 
satisfied that they had time to live their life after work. 
Similarly, there was no significant difference between the 
two genders on the statement “My home does not need 
my attention more than I am currently giving”. This 
statement was also highly significant at 0.852.  The 
statement “Teaching interferes with my family 
responsibilities” at significant level of 0.691 also showed 
that there was no significant difference between male and 
female teachers’ level of job satisfaction on this aspect. 
The results  also  showed  that  there  was  no  significant 

difference between male and female teachers’ levels of 
job satisfaction on the statement “I do not sacrifice my 
personal life to do more at my work place”. This 
statement was significant at 0.601. 

However, there was significant difference between 
male and female teachers’ levels of job satisfaction on 
the following statements: “I am always in a hurry to get 
home after work to meet family responsibilities” at p-value 
of 0.003. As earlier mentioned, majority of female 
teachers (40.4%) agreed with this statement compared 
with only 5.4% of male teachers. 

Similarly, at p-value of 0.129, there was a significant 
difference between male and female teachers’ levels of 
job satisfaction on the statement “I do not get enough 
support from family members in domestic chores”. 
Majority of female teachers supported this statement. 
Another aspect that showed significant difference 
between male and female teachers’ levels of job 
satisfaction was on the statement, “My schoolwork ends 
once I go home”. At p-value of 0.180, more female 
teachers agreed with this statement than male teachers. 
Finally, the statement “I do not manage to work and live 
my personal life well” also showed that there was 
significant difference between male and female teachers’ 
levels of job satisfaction at p-value of 0.221.  Table 5 
shows the Chi-Square test. 

From Table 5, the p-value .925 is greater than the 
standard alpha value (.05) and so the null hypothesis was 
not rejected. Thus, H02: There is no statistically significant 
difference in the performance of teaching responsibilities 
between male and female teachers and their levels of job 
satisfaction  among  public  secondary school teachers in  
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Table 6. influence of supervisor support on the levels of teachers’ job satisfaction. 
 

Model 
Unstandardized coefficients Standardized Coefficients 

t Sig. 
B Std. error Beta 

1 
(Constant) 3.524 0.155  22.195 0.000 

Supervisor support -0.146 0.036 -0.214 -4.084 0.000 
 

Predictor (constant): Supervisor support, Dependent Variable: Job satisfaction. 

 
 
 

Table 7. Performance of teaching responsibilities by teachers’ gender and their levels of job satisfaction. 
 

Model 
Unstandardized coefficients Standardized coefficients 

t Sig. 
B Std. error Beta 

1 

(Constant) 2.873 0.179  15.028 0.000 

Gender’s duty 
performance 

-0.071 0.051 -0.064 -1.426 0.155 

 

Predictor (constant): Job satisfaction, Dependent Variable: Performance of duty by gender. 

 
 

 
Table 8. Regression analysis of combined independent and dependent variables. 
 

Model Sum of squares df Mean square F Sig. 

1 

Regression 18.666 1 18.666 
15.950 0.000

b
 

Residual 411.944 352 1.170 

Total 530.610 353    
 

Dependent Variable: Job satisfaction; Predictors: (Constant), Supervisor support and teacher’s gender. 

 
 
 
Nairobi County.  
 
 
Regression analysis 
 
Linear regression was carried out to evaluate both null 
hypotheses. The first hypothesis was tested to determine 
if there was any significant influence of supervisor 
support on the levels of teachers’ job satisfaction (α = 
0.05 level of significance). Table 6 shows a summary of 
the linear regression analysis. 

H01: There is no significant influence of supervisor 
support on levels of job satisfaction among public 
secondary school teachers in Nairobi County. The 
second hypothesis was tested using linear regression. 
The hypothesis was: 
 
H02: There is no significant difference in the performance 
of teaching responsibilities between male and female 
teachers and their levels of job satisfaction among public 
secondary school teachers in Nairobi County. The results 
are as shown in table 7. 
H02: There is no significant difference in the performance 
of teaching responsibilities between male and female 
teachers and their levels of job satisfaction among  public  

secondary school teachers in Nairobi County.  
According to Table 7, the significance level was at 

0.155 (p > 0.05). Hence, the null hypothesis that there 
was no significant difference in the teachers’ performance 
of duties according to their gender and their levels of job 
satisfaction was not rejected.  
 
 
Regression analysis for combined independent and 
dependent variables 
 
This study wanted to establish a possible regression 
model to predict the relationship between the combined 
independent variables and the dependent variable. The 
results are depicted in Table 8. The relationship between 
supervisor support and teacher’s gender with the levels 
of teachers’ job satisfaction was tested through multiple 
regression analysis.  The results from Table 8 show that 
the F value (15.950) was significant at 0.000 (p<0.05). 
Therefore, the regression model is a good fit to the given 
data. In addition, the multiple regression analysis results 
were further used to determine the influence of each of 
the two independent variables (supervisor support and 
teacher’s gender) on the teachers’ levels of job 
satisfaction. The  results  are  shown  in  Table 9. Table 9  
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Table 9. Relationship between characteristics of work-life balance and teachers’ levels of job satisfaction coefficients. 
 

 
Unstandardized coefficients Standardized coefficients 

t Sig. 
      B    Std. error               Beta 

Supervisor support -0.171 0.206 0.171 4.008 0.000 

Performance of duties by gender 0.152 0.148 0.152 0.958 0.093 

 
 

 
shows the overall model indicating that supervisor 
support was highly significant at p=0.000 (1% 
significance). However, teachers’ gender was significant 
at p=0.093 (10% significance). 
 
 
Conclusion 
 
The findings show that the principal’s support to teachers, 
especially financial support during bereavement, readily 
granting permission to teachers to attend to their 
personal needs and supporting teachers to benefit from 
training opportunities were most appreciated by the 
teachers. However, the teachers expect the principals to 
give feedback promptly and to encourage them more to 
live their personal life well. In terms of gender, both male 
and female teachers manage to cope with their 
responsibilities. Assigning teachers duties especially co-
curricular ones should be done based on interests and 
abilities but not necessarily gender. Most teachers finish 
schoolwork at school and go home to live their personal 
life. 
 
 

Recommendations 
 
The Teachers Service Commission should formulate 
statutory policies that promote teachers’ work life 
balance. Besides the various types of leave that teachers 
are entitled to, the TSC should consider providing 
guidelines on how the already overworked teacher can 
find time to live his or her personal life better.    

Principals need to make deliberate effort to sensitize 
teachers to live their personal life well. They should 
abandon the attitude that teachers are free to choose 
how to live their personal life. This could involve, 
occasionally, having sessions where professionals in 
matters work life balance talk to teachers. 
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