


A Study of the Relationship between Teachers’ Interest and Job Satisfaction in Public Secondary Schools in Delta Central Senatorial District

[bookmark: _Toc221524282]Abstract
This study examined the relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District. One research question and one null hypothesis guided the study. The study adopted a correlational research design. The population of this study comprised all public secondary school teachers in Delta Central Senatorial District and the figure was 6,405. The sample size for the study consisted of 360 teachers. The multistage sampling procedure was used to select the sample. The data for the study were collected using questionnaire. The questionnaire was validated through experts’ judgement and factor analysis. Cronbach alpha reliability coefficient was used to estimate the reliability of the instrument. It yielded a coefficient of 0.81 for Interest Rating Scale; and 0.71 for Teachers’ Job Satisfaction Rating Scale, which were judged to be adequate. The questionnaire was administered to the respondents directly by the researcher with the help of 3 research assistants. The data obtained were analysed using correlation and coefficient of determination to answer the research question while linear regression statistics was used to test the stated hypothesis at 0.05 level of significance. The findings of the study revealed that there was a significant relationship between interest and job satisfaction of teachers in public secondary schools. The study recommended amongst others, that schools should implement programmes and initiatives that stimulate teachers’ interest, such as mentorship schemes, subject-focused workshops, and opportunities for creative instructional practices, to enhance intrinsic motivation and, in turn, job satisfaction.
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Introduction
Job satisfaction refers to the extent to which individuals feel content and fulfilled with their jobs, encompassing aspects such as work environment, salary, job security, career growth opportunities, and interpersonal relationships. It is a multidimensional construct influenced by both intrinsic and extrinsic factors, where intrinsic satisfaction arises from personal growth, recognition, and professional autonomy, while extrinsic satisfaction stems from tangible rewards like remuneration and job stability. In the context of secondary school teachers, job satisfaction plays a crucial role in shaping their attitudes toward teaching, impacting their motivation, commitment, and overall job performance. When teachers experience high levels of satisfaction, they are more likely to exhibit enthusiasm, creativity, and dedication in their instructional delivery, which, in turn, contributes to student engagement and academic achievement (Ghavifekr & Pillai, 2021).
The ability of secondary school teachers to realize the objectives of secondary education is largely dependent on their job satisfaction, as it influences their effectiveness in the classroom and their willingness to go beyond the call of duty. Teachers who find fulfilment in their profession are more inclined to adopt innovative teaching methods, provide constructive feedback, and offer mentorship to students, fostering a conducive learning environment (Ogunyemi & Babalola, 2023). Satisfied teachers are less likely to suffer from burnout and stress, which are common factors that lead to absenteeism, low morale, and high turnover rates in the teaching profession. An environment that promotes teacher satisfaction is instrumental in achieving the fundamental goals of secondary education.
[bookmark: _Hlk175124355]Despite the importance of teachers’ job satisfaction in realizing the objectives of secondary school, it appears secondary school teachers in Delta State, particularly in Delta Central Senatorial District show low job satisfaction. According to a report by the Delta State Ministry of Education (2023), over 65% of public secondary school teachers surveyed admitted to feeling unmotivated. These factors not only reduce their enthusiasm for teaching but also contribute to frequent absenteeism and a decline in instructional quality. Principals of public secondary schools in Delta Central Senatorial District have consistently expressed concerns about teachers' lack of commitment to duty, which they attribute to poor job satisfaction. In an interview with The Pointer Newspaper (2024), a school principal in Ughelli lamented that teachers hardly put in their best anymore because they feel neglected by the government. Another principal in Effurun noted that many teachers arrive late to school, conduct lessons half-heartedly, and rush through the syllabus without ensuring students' comprehension.
Parents and students also bear witness to the consequences of low job satisfaction among teachers. Many parents complain that their children do not receive adequate attention from teachers, while students report instances of teachers missing classes without valid reasons. A 2024 survey by the National Parent Teacher Association of Nigeria (NPTAN) in Delta State revealed that 72% of parents believe their children’s academic performance is declining due to teachers’ lack of job satisfaction. One parent in Sapele stated, “We send our children to school hoping they will receive quality education, but some teachers no longer care.” Personal observations further confirm the dissatisfaction among public secondary school teachers in the senatorial district. Many teachers are seen engaging in other businesses such as petty trading and commercial transportation to supplement their income. These complaints paint a clear picture of the declining job satisfaction among teachers in public secondary schools.
The above observation is consistent with empirical findings from recent studies. For instance, Ofoegbu and Nwadiani (2021) found that inadequate remuneration, poor working conditions, and limited opportunities for professional advancement significantly predicted low job satisfaction among secondary school teachers in South-South Nigeria. Similarly, Ejiro and Oghuvwu (2022), in a survey of teachers in Delta State, reported that more than 60% of respondents expressed dissatisfaction with their job due to irregular salary payments and lack of instructional resources. In a related study, Akinwale and George (2020) observed that low job satisfaction among teachers in Nigerian public schools was significantly associated with increased absenteeism and reduced classroom effectiveness. Supporting this, Okeke, Eze, and Nwoye (2023) found that teachers who reported low job satisfaction were more likely to exhibit low commitment to duty, minimal lesson preparation, and poor student engagement. Furthermore, Uche and Kalu (2024), using a correlational design, reported that job satisfaction accounted for approximately 18% of the variance in teachers’ instructional delivery quality, indicating a moderate but significant influence.
Low job satisfaction among teachers has significant consequences on their performance of duties to both educational institutions and society (Oghounu, 2014). When teachers experience dissatisfaction in their roles, their motivation to engage in instructional activities diminishes, leading to reduced teaching effectiveness and student engagement. Studies have shown that dissatisfied teachers are more likely to adopt a mechanical approach to teaching, delivering lessons without enthusiasm or innovation, which negatively affects student learning outcomes (Bakker & Albrecht, 2023). The lack of motivation among teachers further results in a decline in classroom management efficiency, as they may become less inclined to enforce discipline and maintain an environment conducive to learning. Consequently, students are left without the necessary guidance and mentorship, which could impact their academic performance and overall development (Ubogu & Oghounu, 2022).
As teacher dissatisfaction persists, the likelihood of absenteeism and turnover increases, creating instability within educational institutions. Schools with high turnover rates often struggle with maintaining instructional continuity, leading to disruptions in the learning process and additional costs associated with hiring and training new teachers (Nguyen et al., 2022). The loss of experienced teachers further deprives students of high-quality instruction, as newly recruited teachers may require time to adapt to the school's curriculum and culture. The institutional burden is also evident in the increased workload for the remaining teachers, who must compensate for their absent colleagues. This added pressure can lead to burnout, further exacerbating the problem of low job satisfaction within the teaching profession.
Beyond the school environment, low teacher satisfaction has broader societal implications, particularly in the formation of well-educated and responsible citizens. Teachers play a crucial role in shaping students’ attitudes, values, and aspirations, but when they are dissatisfied with their jobs, they may invest less effort in mentoring students and fostering a culture of lifelong learning (Skaalvik & Skaalvik, 2021). This lack of dedication can result in a generation of learners who lack the critical thinking and problem-solving skills necessary for societal development. Furthermore, a demotivated teaching workforce contributes to the devaluation of the teaching profession, discouraging potential teachers from pursuing careers in teaching, thereby worsening the shortage of qualified teachers in the long run.
Examining the factors responsible for low job satisfaction among teachers could be essential in addressing the underlying causes and finding effective solutions to this pervasive issue. Several factors are known to influence the job satisfaction of secondary school teachers. These include intrinsic factors like teachers' passion for teaching, recognition for their efforts, and their sense of accomplishment in making a positive impact on students' lives. Extrinsic factors such as job security, salary, benefits, and workload also significantly contribute to a teacher's overall job satisfaction (Skaalvik & Skaalvik, 2021). The focus of the current study, however, is on exploring interest as a determinant of job satisfaction among secondary school teachers in Delta Central Senatorial District. 
Interest refers to the intrinsic motivation or personal enthusiasm that an individual has toward a particular subject, task, or activity. It is the emotional and cognitive investment that drives an individual to engage with something because they find it enjoyable, stimulating, or meaningful. In the teaching profession, interest is a crucial factor because it determines how much passion and energy a teacher puts into their work. Teachers who are genuinely interested in the subjects they teach are more likely to develop creative lesson plans, engage students effectively, and invest time in their professional development. Interest fosters a deeper connection with the subject matter, which can enhance the teacher's sense of fulfillment and satisfaction in their role (Skaalvik & Skaalvik, 2021). Furthermore, when teachers are interested in their subjects, they can inspire the same enthusiasm in their students, leading to better learning outcomes and a more positive classroom environment. Interest, therefore, is not just a personal feeling, but a dynamic force that influences both the teacher's job satisfaction and their ability to contribute to a more engaging and successful learning experience for students.
Teachers' interest in their profession may have some roles to play in shaping their job satisfaction, as it could directly influence their motivation, engagement, and overall well-being in the workplace. When teachers have a strong passion for teaching, they are more likely to find meaning in their work, leading to greater enthusiasm and commitment to their responsibilities. Research indicates that teachers with high levels of intrinsic interest in their profession are more engaged in lesson planning, classroom management, and student interactions, which may enhance their overall sense of fulfilment (Ali & Dahie, 2022). This sense of fulfilment may contribute to their willingness to invest time and effort into teaching, thereby improving their job satisfaction. However, when teachers lack interest in their work, they may experience burnout, decreased motivation, and reduced effectiveness in delivering quality education. In view of the above, this study aims to examine the relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District.
[bookmark: _Toc221524285]Research Question
The following research question guided the study:
1. [bookmark: _Hlk194595217][bookmark: _Hlk194595118]What is the relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District?
[bookmark: _Toc221524287]Hypothesis
The following null hypothesis was tested in the study at 0.05 level of significance:
1. There is no significant relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District
Methods
The study adopted a correlational research design. The population of the study comprises 6,405 public secondary school teachers in Delta Central Senatorial District. The sample size comprised 360 teachers. A multistage sampling procedure was employed to select participants for the study in order to achieve wide representation across the senatorial district and to minimise sampling bias. In the first stage, a simple random sampling technique was used to select five Local Government Areas (LGAs) from all the LGAs that constitute Delta Central Senatorial District. This stage ensured that each LGA had an equal chance of being included in the study, thereby promoting geographical fairness and reducing location-based bias. In the second stage, ten public secondary schools were randomly selected from each of the five sampled LGAs, resulting in a total of 50 schools used for the study. Random selection at this stage further enhanced representativeness by preventing the deliberate inclusion or exclusion of particular schools and by allowing schools of varying characteristics to be part of the sample. In the third stage, the selected schools were stratified based on location, such as urban and rural settings. This stratification was carried out to ensure that schools from different environment were proportionately represented, since school location can influence teachers’ working conditions, access to resources, and professional opportunities. In the final stage, teachers from the 50 schools were further stratified by gender. This involved grouping all eligible teachers into male and female categories within each school. From these strata, a total of 72 teachers were selected proportionately from each location government area to form the overall sample of 360 respondents for the study. This approach ensured balanced gender representation and reduced the likelihood that the findings would be skewed toward one gender group.
The data for the study were collected using questionnaire, which comprises two sections; section A comprises the demographic data of the respondents while section B comprises two scales that were used in the study as follows:
[bookmark: _Hlk141196379]Interest Rating Scale: The scale was adopted from Interest Scale, developed by Olanrewaju and Olusegun (2024). It measured teachers’ interest towards teaching profession. It is made up of 23 items structured on a 4-point scale, ranging from 1 for strongly disagree to 4 for strongly agree. The items were however, reduced to 16 after validation.
Job Satisfaction Rating Scale: The scale was adapted from Teacher Job Satisfaction Questionnaire, developed by Lester (1984). It measured the extent to which teachers are satisfied with their jobs. The questionnaire comprised 50 items, structured on a 4-point scale, ranging from 1 for strongly disagree to 4 for strongly agree. The items were however, reduced to 19 after validation.
[bookmark: _Hlk140757071]The questionnaire was validated through experts’ judgement and factor analysis. The questionnaire was presented to experts in Guidance and Counselling Department, for face validity. These experts assessed the instruments for appropriateness and suitability to the objective of the study. Some of the items were corrected in terms of language choice, to suite the purpose of the study. Factor analysis was used to ensure the content and construct validity of the instrument. The principal component analysis of the extraction method was used to estimate the content validity of the instrument. It yielded a total cumulative variance of 72.15% for Interest Rating Scale; and 79.66% for Teachers’ Job Satisfaction Rating Scale. The rotated factor loading of the varimax method was used to estimate the construct validity of the instrument. It yielded the following range of scores: 0.53-0.89 for Interest Rating Scale; and 0.55-0.93 for Teachers’ Job Satisfaction Rating Scale. In order to ascertain the reliability of the research instrument, the questionnaire was administered to 50 secondary school teachers in Delta North Senatorial District. The data were analysed using Cronbach alpha reliability coefficient and coefficients were obtained. It yielded a coefficient of 0.81 for Interest Rating Scale; and 0.71 for Teachers’ Job Satisfaction Rating Scale.
[bookmark: _Hlk155711978]The questionnaire was administered to the respondents directly by the researchers with the help of 3 research assistants. The researcher approached the schools for approval and assistance in meeting the teachers. Informed consent was obtained from the teachers. The teachers were assured that the information they provide would be treated with strict confidentiality. The researcher and research assistants were on ground to explain the content of the questionnaire, where appropriate. The completed questionnaire were retrieved immediately to avoid loss of data. The data obtained were analysed using correlation and coefficient of determination to answer the research question while linear regression statistics was used to test the stated hypotheses at 0.05 level of significance.
[bookmark: _Toc133908660][bookmark: _Toc155852464][bookmark: _Toc221524311]Results
Research Question 1: What is the relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District?
Table 1: Pearson’s correlation coefficient of determination on the relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District
	Variables
	n
	Mean
	SD
	r
	r2
	r2%
	Remark

	Interest
	
360
	42.39
	7.81
	
0.42
	
0.18
	
18.0
	Positive Relationship

	Job Satisfaction
	
	39.39
	12.19
	
	
	
	


Table 1 shows the Pearson’s correlation coefficient of determination, which was utilized to examine the relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District. The findings indicate that there is a positive relationship between interest and job satisfaction, with r = 0.42, r2 = 0.18, and r2% = 18.0. This implies that interest contributes 18.0% to the variability in job satisfaction of teachers in public secondary schools in Delta Central Senatorial District.
Hypothesis 1: There is no significant relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District
Table 2: Regression analysis of the relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District
	Model Summary

	R
	R2
	Adj. R2
	Std Error

	0.424
	0.180
	0.178
	11.05755

	ANOVA

	
	SS
	df
	MS
	F
	Sig.

	Repression 
	9613.334
	1
	9613.334
	78.624

	.000b


	Residual 
	43772.441
	358
	122.269
	
	

	Total 
	53385.775
	359
	
	
	

	Coefficient

	
	Unstandardized Coefficients
	Standardized Coefficient
	t
	Sig.

	
	B
	Std. Error
	β
	
	

	(Constant)
	11.124
	3.241
	
	3.432
	.001

	Interest
	.662
	.075
	.424
	8.867
	.000

	a. Dependent Variable: Job Satisfaction

	b. Predictors: (Constant), Interest


[bookmark: _Hlk155689093]Table 2 presents regression statistics that was utilized to investigate the relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District. The results reveal that the computed F-value is 78.624, and the p-value is <0.05. Therefore, the null hypothesis is rejected, indicating that there is a significant relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District. The R2 value of 0.180 indicates that interest account for 18.0% of the variation in job satisfaction of teachers in public secondary schools in Delta Central Senatorial District. The unstandardized regression coefficient (B) for predicting job satisfaction from interest = 0.662; the standardized coefficient (β) is 0.424, t = 8.867. Interest is statistically significant at an alpha level of 0.05.
[bookmark: _Toc221524312]Discussions
The finding revealed that there is a significant relationship between interest and job satisfaction of teachers in public secondary schools in Delta Central Senatorial District. This finding suggests that teachers’ interest in teaching is meaningfully associated with the degree of satisfaction they derive from their jobs. In essence, teachers who possess a strong intrinsic interest in teaching are more likely to experience higher levels of job satisfaction. This implies that interest functions as a critical motivational construct that shapes teachers’ perceptions of their work environment, their emotional well-being, and their professional engagement. This finding is strongly supported by a growing body of empirical literature. For instance, Cabaron and Oco (2023) found that teachers’ motivational factors had a moderate positive correlation with job satisfaction, indicating that higher levels of motivation significantly enhance teachers’ satisfaction. Similarly, Akunne et al. (2023) reported a high positive relationship between intrinsic motivation and job satisfaction among secondary school teachers in Nigeria, demonstrating that teachers who are internally driven tend to report greater fulfillment in their roles.
Beyond these, several other empirical studies corroborate the present finding. Klassen and Chiu (2019) found that teachers’ intrinsic motivation significantly predicted job satisfaction and occupational commitment, with motivated teachers showing higher emotional engagement and lower burnout levels. In another study, Collie, Shapka, and Perry (2020) reported that teachers’ autonomous motivation (which includes interest and personal value for teaching) was positively associated with job satisfaction and workplace well-being, while controlled motivation showed weaker relationships. Similarly, Skaalvik and Skaalvik (2021) found that teachers who reported higher levels of intrinsic interest in teaching also reported significantly higher job satisfaction and lower intention to leave the profession.
In the Nigerian context, empirical evidence further strengthens this relationship. Adigun and Olatunji (2021) found that intrinsic interest and professional commitment significantly predicted job satisfaction among secondary school teachers in South-West Nigeria. Likewise, Olatoye and Ogunkola (2022) reported that teachers’ passion for teaching and interest in student development were strong predictors of job satisfaction, even in environments with limited resources. In a related study, Eze and Nwoye (2023) found that teachers who expressed high levels of interest in classroom activities and student engagement were significantly more satisfied with their jobs than those with low interest levels. More recent international evidence also aligns with this finding. Toropova, Myrberg, and Johansson (2021), using large-scale data across multiple countries, found that intrinsic motivation was one of the strongest predictors of teacher job satisfaction, even when controlling for salary, workload, and school climate. Similarly, Wang, Hall, and Rahimi (2022) reported that teachers’ interest in teaching activities significantly enhanced their job satisfaction through increased engagement and reduced emotional exhaustion. Furthermore, Burić and Kim (2020) demonstrated that teachers’ intrinsic motivation was directly linked to job satisfaction and indirectly linked through increased teaching efficacy and emotional regulation.
Several reasons can explain the significant relationship observed in this study. First, teachers who are genuinely interested in teaching are more likely to derive intrinsic rewards from their work, such as satisfaction from student success, enjoyment of classroom interaction, and a sense of purpose. These internal rewards contribute significantly to overall job satisfaction. Second, interest enhances professional engagement, as teachers who enjoy teaching tend to invest more time and energy in lesson preparation, instructional delivery, and student support, leading to more positive teaching experiences. Third, interest serves as a buffer against occupational stress, enabling teachers to cope better with challenges such as heavy workload, limited resources, and administrative pressures. This aligns with the findings of Collie et al. (2020), who noted that intrinsically motivated teachers demonstrate higher resilience and well-being. Teachers with strong interest in teaching are more likely to develop a strong professional identity, which enhances their sense of belonging and commitment to the profession. This sense of identity contributes to satisfaction because teachers perceive their work as meaningful and aligned with their personal values. Furthermore, interest promotes positive cognitive appraisal of work conditions; teachers who enjoy their work are more likely to interpret challenges as manageable rather than overwhelming, thereby sustaining satisfaction levels even in less favourable environments. 
[bookmark: _Toc508469743][bookmark: _Toc535821546][bookmark: _Toc73377620][bookmark: _Toc77871120][bookmark: _Toc133908664][bookmark: _Toc155852468][bookmark: _Toc221524315]Conclusion and Recommendations
Based on the findings of the study, it can be concluded that teachers’ personal interest in the teaching profession is a key driver of their job satisfaction, indicating that intrinsic motivation plays a central role in shaping how positively teachers perceive and experience their work. Arising from the finding, the following recommendations are made:
1. School administrators should create supportive environments that nurture teachers’ interest in teaching through recognition, encouragement, and opportunities for professional fulfilment. 
2. Regular training, workshops, and capacity-building initiatives should be organized to sustain teachers’ enthusiasm and deepen their engagement with instructional practices. 
3. Government and school authorities should introduce incentives such as awards, career advancement opportunities, and performance-based recognition to strengthen teachers’ commitment and interest. 
4. Provision of adequate teaching resources, manageable workload, and conducive school environments will help maintain teachers’ interest and enhance job satisfaction. 
5. Educational authorities should prioritize recruiting individuals with genuine interest in teaching and ensure proper placement to align teachers’ interests with their roles. 
Limitations of the Study
Despite the strength of the study, some limitations were observed. For instance, the study is limited by its use of a correlational research design, which restricts the ability to establish causal relationships between teachers’ interest and job satisfaction, as the findings only indicate association rather than cause and effect. The study also relied on questionnaire data, which may be subject to response bias such as exaggeration or socially desirable responses by teachers . The study was also confined to public secondary school teachers in Delta Central Senatorial District, thereby limiting the generalizability of the findings to teachers in private schools or other regions.
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