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Abstract

This study assessed the influence of LMX and PSM on teacher job satisfaction
in Ghanaian secondary schools. The study sampled senior high school teach-
ers currently teaching in the Greater Accra, Ghana. Greater Accra Region was
chosen because it has the largest and most populous senior high schools in
Ghana. A questionnaire was given to 200 teachers with the purpose of gaug-
ing their levels of public service motivation (PSM), leader-member exchange
(LMX), and work satisfaction. The study employed correlation, linear and mul-
tiple regressions to examine the relationship between LMX and PSM and work
satisfaction. The multiple regression analysis conducted revealed that LMX,
PSM Comp and PSM SS had a positive and significant effect on teacher job
satisfaction. These findings show that head teachers in public senior high schools
should place a premium on developing excellent working relationships with
their subordinates while striving to retain teachers’ engagement and commit-
ment to their schools.

Keywords

Leader Member Exchange, Public Service Motivation, Job Satisfaction, Senior
High Schools

1. Introduction

In recent years, the concept of Leader-Member Exchange (LMX) has received a

growing amount of attention within the realm of leadership theory than ever
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before. Leader-Member Exchange theory describes how leaders and subordi-
nates communicate and relate to one another in work teams (Graen & Uhl-Bien,
1995). The theory holds that a group’s relationship with its leaders can be formed
over the course of a certain amount of time through a number of strategies, in-
cluding the wait-and-see game, temptation, and contact with other people, as
well as bargaining (Dansereau Jr et al., 1975). This changes how leaders and sub-
ordinates interact (Laschinger et al., 2007). LMX can help to create more amicable
and compatible environments between leaders and subordinates, such as trust
and respect towards one another, as well as recognition and appreciation for one
another. In the long term, this will result in outcomes that are more advanta-
geous for them as individuals and for their respective businesses. A number of
empirical research have found that the tighter the bond between leaders and fol-
lowers, the greater the level of job satisfaction experienced by subordinates (Al-
tunoglu & Giirel, 2015; Durarajen, 2004; Martin et al., 2016). As a result, the
members’ ability to achieve and maintain job satisfaction is dependent on the
quality of LMX. It can be observed that the LMX cannot only improve organiza-
tional performance, but it can also improve the job satisfaction of subordinates
when this is taken into consideration.

Different interactions between leaders and subordinates might inspire them to
devote everything to the organization. Motivation as a notion is often recognized
as a critical instrument for determining an organization’s performance and com-
petitive advantage. Motivation, in its broadest sense, is the absence of a stimulus
that strengthens, sustains, and leads an individual’s conduct. However, for pub-
lic sector personnel such as teachers, these motivating factors are directly related
to their desire to contribute to the social world and serve its residents. It is con-
sidered that public sector personnel possess a sense of purpose and fervor for
public service that private sector employees lack. Since its inception, the public
sector has been emphasized as a duty, and a vocation rather than a job, because
public sector personnel are meant to be motivated by the ethics of public service,
in contrast to private sector employees. As a result, numerous studies have been
conducted to determine the effect of public service motivation on employee
work satisfaction. For instance, when a subordinate is highly motivated, he or
she may exceed the leader’s expectations, be willing to go beyond the call of
duty, and protect the leader’s interests.

Research conducted in both PSM and LMX has shown that there is a signifi-
cant and positive correlation between each component and one’s level of work
satisfaction. A study on how these two characteristics interact with one another
to explain teacher work satisfaction is something that is lacking from the prior
studies. The researcher is only aware Alford (2014) investigations on the effect of
LMX and PSM on job satisfaction. In light of this, we contend that there is a
considerable vacuum in the existing body of research regarding the effect of the
LMX and PSM on work satisfaction. Consequently, the purpose of this study is

to investigate the influence of LMX and PSM on teacher work satisfaction.
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2. Literature Review and Hypothesis

This section deals with a review of LMX and Job Satisfaction, and PSM and Job

Satisfaction.

2.1. LMX and Job Satisfaction

Dansereau Jr et al. (1975) published the first report on LMX, which was initially
viewed as a vertical-dyad linkage theory. All earlier ideas, which suggested that a
leader should accord equal treatment and consideration to each of his followers,
were completely contradicted by LMX, which asserted that a leader should treat
all of his followers in a different manner than everyone else (Dansereau Jr et al.,
1975). LMX is more concerned with the nature and standard of the transactional
relationship that exists between a follower and a leader than it is with any other
aspect of the trade process. Consequently, the dyadic relationship between a
leader and his subordinates is the primary focus of this theory’s research. It is
important for managers and their staff to interact with one another, as demon-
strated by the leader-member exchange (Altunoglu & Giirel, 2015; Dansereau Jr
etal, 1975). LMX is characterized as an exchange process between a leader and a
follower that is contingent on the leader’s interpersonal skills, qualities, trust,
support, rewards, and satisfaction; also, LMX is a term that can refer to either
the process of exchanging information or the process of approving new leaders
(Erdogan & Bauer, 2015). Additionally, it highlights the necessity of subordinates
and their immediate superiors having a work-related exchange connection (Bauer
& Erdogan, 2015). A superior is responsible for developing a one-of-a-kind com-
munication channel with each of his or her reports. The LMX characteristic is
founded on mutual trust, affection, and respect (Lee et al., 2019).

The LMX theory has been applied to organizations to examine concepts such
as employee job satisfaction and commitment (Altunoglu & Giirel, 2015; Anand
et al,, 2011). The LMX literature indicates that high-quality LMX may have an
effect on job satisfaction (Han & Jekel, 2011; Laschinger et al., 2007). According
to Loi, Chan and Lam (2014), high-quality LMX is not only beneficial for organ-
izational outcomes but also for follower job satisfaction. Shaikh et al. (2019) in
their research showed that all of the dimensions had positive correlations, and
one of the most important findings was that leader member interchange has a
considerable effect on job satisfaction. When employees have positive interac-
tions with their supervisors and believe that they are receiving greater supervisor
assistance, they are more ready to put in more effort to attain their job objectives
(Clemens et al., 2009). Durarajen (2004) discovered that high levels of LMX mo-
tivate employees to collaborate with their co-workers, which ultimately results in
increased job performance for employees. On the other hand, low levels of LMX
encourage employees to conceal their efforts or their unwillingness to cooperate,
which has a negative impact on performance (Durarajen, 2004). A study by Martin
et al. (2016) showed that LMX have a statistically significant positive impact on
employee job satisfaction. Breevaart et al. (2015) also discovered that the LMX
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might have a considerable impact on job satisfaction and could play a role in or-
ganizing members’ behavior in the workplace.

In summary, because numerous studies have demonstrated a link between
high levels of LMX and increased job satisfaction, we hypothesize that LMX will
have a significant and beneficial effect on job satisfaction.

H1: LMX is positively related to job satisfaction.

2.2. Public Service Management (PSM) and Job Satisfaction

PSM is a complex and exclusive notion with many dimensions, creating a barrier
that makes it harder to explain the underlying psychological process (Park &
Rainey, 2008). Perry and Wise (1990) describe PSM as an individual’s tendency
to respond to motivations embedded in public institutions and organizations.
Motives relate to psychological faults or demands that an individual feels driven
to erase. It drives people to perform significant public service, according to Brewer
and Selden (1998). Public service motive promotes the benefit of a group, a state,
a nation, or mankind, according to Rainey and Steinbauer (1999). PSM is also
called the public service ethic or public service values and has been defined as a
calling, a dedication to the public good, a sense of responsibility, and contribu-
tion, meaning that a public service ethic encourages individuals to self-select
into public sector work (Bozeman & Su, 2015; Ritz et al., 2016).

Vandenabeele (2007) defined PSM as beliefs, attitudes and values that go be-
yond personal and corporate interests, pertains to the interests of a larger politi-
cal group, and that encourage individuals to act appropriately when necessary.

The effectiveness of PSM and employee job satisfaction has increasingly be-
come a topic of interest to researchers. Thus, PSM has been found to be empiri-
cally related to a variety of organizational behaviour including job satisfaction.
As a result, it might be regarded as a significant motivator in the public sector.
Vandenabeele (2007) explains that work satisfaction is believed to be a result of
PSM since employment in the public sector helps individuals meet their proso-
cial demands. Those workers who have a high level of public service motivation
are motivated to work because they have the chance to serve the public interest.
For the reason that organizations within the public sector are in the greatest po-
sition to give their staff members with chances to work toward the greater wel-
fare of society. A study by Dogbey (2020) found out that a passion for public
service is an excellent predictor of work satisfaction in the Ghanaian Metropoli-
tan Assemblies. Andersen and Kjeldsen (2013) in their study found that PSM is
associated with job satisfaction among public sector employees. Based on the
facts present, the authors of this study predict that the PSM will have a positive
and significant impact on job satisfaction.

H2: PSM is positively related to job satisfaction.

3. Method

This is a quantitative research and the section discusses the approach and guide-
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lines for achieving the research objectives. This includes methods, and proce-
dures employed in assessing the relationships between the independent variables
(LMX and PSM) and the dependent variable teacher job satisfaction.

3.1. Measurement Instruments

The research instrument comprises of three different scales used in measuring
the variables under study that is LMX, PSM and teacher satisfaction. Thus, the
questionnaire comprised of three scales.

LMX

To examine respondents’ opinions of LMX quality, the researcher used the
LMX-7 scale created by Graen and Uhl-Bien (1995) and administered it to them.
This scale is suitable because it has been the most commonly used in measuring
LMX. Furthermore, previous studies have obtained Cronbach’s alpha that ex-
ceeds 0.86 on the LMX-7 scale (Cogliser et al., 2009; Scandura & Schriesheim,
1994; Somech & Bogler, 2002). Seven questions are rated on a 5-point Likert-
type scale, and the total efficacy of dyads between leaders and subordinates is
determined by the results of the scale. Sample items include, “Do you know
where you stand with your leader (follower) and do you usually know how satis-
fied your leader (follower) is with what you do?” (1 = strongly disagree, 5 =
strongly agree), “I have enough confidence in my leader (follower) that I would
defend and justify his or her decision if he or she were not present to do so” (1 =
strongly disagree, 5 = strongly agree).

PSM

The researcher adopted the PSM scale developed by (Perry, 1996). Previous
studies have shown that PSM has a Cronbach’s alpha that exceeds 0.85 (Brenya
et al., 2017; Clerkin & Coggburn, 2012; Perry, 1996). The PSM scale has 24-items
and is divided across a range of 4 distinct dimensions. Although one variable,
“attraction to public policy,” was eliminated for the sake of this study since ear-
lier research has indicated that this dimension indicates self-interest and is less
value and mission specific than the other dimensions (Alonso & Lewis, 2001; Pandey
et al., 2008). PSM is comprised of four dimensions, and the researcher utilized
21 items to represent three of these dimensions, which formed the construct of
PSM. The three subscales that were employed in this research were the PSM
Compassion, the PSM Public Interest, and the PSM Self-Sacrifice scales, respec-
tively. Using a 5-point Likert scale ranging from “strongly disagree” to “strongly
agree,” respondents were asked to score their degree of agreement with various
questionnaire topics.

Teacher job satisfaction

This study adopted job satisfaction scale developed by Judge et al. (2000). The
researchers adapted the scale from the larger 18-item job satisfaction measure by
Brayfield and Rothe (1951). The scale has a 5-point Likert-type and is considered
as a reliable scale (internal consistencies at 0.80 or higher). The 5-point Likert
scale ranges from “strongly disagree” to “strongly agree”. Individual respondent

scores are averaged to provide an overall estimate of job satisfaction.
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3.2. Sample Size and Procedure

The study’s respondents were teachers from public senior high schools. Due to
time and resource constraints, the researcher sampled 200 teachers from 35 sen-
ior high schools for the study. This number of respondents is consistent with the
view of Neuman and Robson (2014) who argued that a sample size greater than
100 is adequate for quantitative analysis and provides a representation of the
population. Of the 200 questionnaires distributed to teachers, a total of 176
questionnaires were received from the respondents for the study. As shown in
Table 1, majority of the respondents who responded to the survey were male
(58%) and the remaining were female (42%). Most of the respondents were be-
tween the ages of (25 to 34) years and (35 to 44) years with a total of 68.8%. The
teachers appeared to be well educated with 55.1% reporting a bachelor’s degree,
masters (41.5%) and professional (3.4%). Most of the respondents (40.9%) had
taught in their respective schools for less than three years. While 28.4% have
taught from 3 to 5 years, 10.8% have taught from 6 to 8 years, and 19.9% have
taught for 9 years and above. With respect to the rank of respondents, 44.9%
were principal superintendent, 35.8% were Assistant Director I and 19.3% were
Assistant Director II.

The research analyzed the data using both descriptive and inferential statistics.
Descriptive statistics included mean and standard deviation. The descriptive sta-

tistics were used to summarize the sample population and the measurements in

Table 1. Demographic profile of respondents (N = 176).

Variable Category Frequency Percent
Male 102 58.0
Sex
Female 74 42.0
18 to 24 years 15 8.5
25 to 34 years 60 34.1
Age distribution
35 to 44 years 61 34.7
45 years and above 40 22.7
First Degree 97 55.1
Level of education Masters and above 73 41.5
Professional Qualification 6 34
Less than 3 years 72 40.9
3 to 5 years 50 28.4
Years taught in school
6 to 8 years 19 10.8
9 years and above 35 19.9
Principal Superintendent 79 44.9
Rank Assistant Director I 63 35.8
Assistant Director II 34 19.3
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a research, as well as to characterize the fundamental characteristics of the data.
Inferential statistics used included spearman correlation, T-test/ ANOVA and
multiple regressions.

A standard multiple regression analysis was employed to examine the effect of
LMX on teacher satisfaction and teacher commitment respectively, as well as
PSM on teacher satisfaction and teacher commitment. According to Petchko
(2018), with the use of multiple regression analysis, researchers can figure out
how strong of a relationship there is between an outcome and a group of pre-
dictor variables and how important each of the predictors is to the relationship,
often without taking into account the effect of other predictors.

4. Analysis and Results

Overall reliability of constructs

The Cronbach’s alpha test was carried out to examine the reliability of the
constructs. Thus, Cronbach’s Alphas test was performed on LMX, PSM compas-
sion, PSM self-sacrifice, PSM public interest, Teacher satisfaction. As shown in
Table 2 demonstrates that Cronbach’s alpha values range between 0.700 and
0.849. These values were deemed adequate indicators of scale dependability since
they were within the required 0.70 range proposed by Hair et al. (2006).

Correlational Analysis

Spearman correlations were employed to test the relationship between the
outcome variable (teacher satisfaction) and predator variables (LMX and PSM).
Table 3 presents the correlations between all variables, including PSM subscales.

From Table 3, the correlation coefficient value between the LMX and teacher
satisfaction was 0.193 with a p-value < 0.05. Since the p-value is less that a =
0.05, it suggest that there is a positive and statistically significant relationship
between the LMX and teacher satisfaction. Similarly, PSM and teacher satisfac-
tion obtained a correlation coefficient value of 0.065 with a p-value of 0.390.
This suggests that there is a positive but statistically insignificant relationship
between PSM and teacher satisfaction.

Multiple Regression Analysis

The multiple regression analysis was employed to examine the effect of LMX
and PSM on teacher satisfaction. It is important to state that there is no signifi-
cant correlation between LMX and PSM (r = 0.014, p-value = 0.203), indicating

that multiple regression analysis can be conducted.

Table 2. Reliability test.

Scale Coefficient
LMX 0.849
PSM Comp 0.739
PSM SS 0.750
PSM PI 0.700
Teacher Satisfaction 0.731
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Table 3. Spearman’s rho correlations.

LMX PSM PSM PSM PSM
TC TJS

Total Total COMP  SS PI
Correlation
TC 1.000
Coefficient
Correlation
TJS 0.207**  1.000
J Coefficient
Correlati
LMX Total o2 "% 0.191% 0.193* 1.000
Coefficient
Correlation
PSM Total . 0.123 0.065 0.014 1.000
Coefficient
Correlation
PSMCOMP X 0.172* 0.184* 0.616** 0.622** 1.000
Coefficient
Correlation
PSMSS . -0.046 -0.121 0.185* 0.716** 0.125 1.000
Coefficient
Correlation
PSMPI i 0.263** 0.132 0.388** 0.460** 0.023 0.134 1.000
Coefficient

**, Correlation is significant at the 0.01 level (2-tailed). *. Correlation is significant at the
0.05 level (2-tailed).

Table 4 presents the model summary of the multiple regression for Job Satis-
faction with LMX and PSM. From the table, the Adjusted R? value was 0.46 in-
dicating that the independent variables (LMX and PSM) explain 46% of the va-
riability of job satisfaction.

In Table 5, we examine whether or not the overall regression model provides
a satisfactory fit to the data. As can be observed from the table, LMX and PSM
significantly predicted job satisfaction, /2,173) = 5.265, p < 0.05. Thus, the re-
gression model is an appropriate representation of the data.

From Table 6, it could be observed that LMX (b = 0.152, p-value < 0.05) sig-
nificantly explained larger portion of the variations in teacher job satisfaction.
On the contrary, PSM (b = 0.080, p-value > 0.05) did not significantly explain
the variations in teacher job satisfaction.

Since PSM total did not significantly predict job satisfaction, further regres-
sion analysis (forward and backward regressions) was performed using PSM
subscale (compassion, public interest, and self-sacrifice) to determine which of
the subscales could significantly predict job satisfaction. Table 7 presents the
result on the forward multiple regression analysis for Job Satisfaction with LMX
and PSM subscales. As shown in the table below, only LMX and PSM self-sacrifice
were entered into model 2. This suggests that these two variables accounted for
the variations in job satisfaction. PSM compassion and PSM public interest were
excluded from the model because they did not significantly predict job satisfac-

tion.
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Table 4. Model summary for job satisfaction with LMX and PSM.

Model R R Square Adjusted R Square  Std. Error of the Estimate

1 0.240* 0.057 0.46 3.949

a. Predictors: (Constant), PSM Total, LMX Total.

Table 5. ANOVA for job satisfaction with LMX and PSM.

Model Sum of Squares Df Mean Square F Sig.
Regression 164.216 2 82.108 5.265  0.006°
1 Residual 2697.943 173 15.595
Total 2862.159 175

a. Dependent Variable: TJS. b. Predictors: (Constant), PSM Total, LMX Total.

Table 6. Multiple regression analysis of job satisfaction using LMX and PSM.

Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 12.849 2.982 4.309 0.000
1 LMX Total 0.152 0.047 0.307 3.231 0.001
PSM Total 0.080 0.044 0.171 1.803 0.073
a. Dependent Variable: TJS.
Table 7. Forward multiple regression with LMX and PSM for job satisfaction.
Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 10.593 2.724 3.888 0.000
' LMX Total 1 0.099 0.037 0.199 2.681 0.008
(Constant) 13.513 2.889 4.677 0.000
2 LMX Total 1 0.118 0.037 0.239 3.205 0.002
PSMSS 0.152 0.056 0.200 2.687 0.008

a. Dependent Variable: TJS.

Table 8 presents the result on the backward multiple regression analysis for
Job Satisfaction with LMX and PSM subscales. The backward multiple regres-
sion provided three models. From the table below, Model 3 was considered the
best fit for the data A(2,173) = 7.331, p < 0.05. The backward method entered all
the four variables and then removed PSM compassion and PSM public interest.
The forward model, as well as the backward model, arrived to the same conclu-

sions.
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Table 8. Backward multiple regression with LMX and PSM for job satisfaction.

Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 13.146 2.987 4.401 0.000
LMX Total 1 0.087 0.056 0.176 1.560 0.121
1 PSMCOMP 0.065 0.086 0.077 0.747 0.456
PSMSS 0.156 0.057 0.206 2.740 0.007
PSMPI 0.044 0.106 0.036 0.411 0.681
(Constant) 13.435 2.897 4.638 0.000
LMX Total 1 0.100 0.047 0.202 2.130 0.035
2 PSMCOMP 0.050 0.079 0.060 0.637 0.525
PSMSS 0.155 0.057 0.204 2.729 0.007
(Constant) 13.513 2.889 4.677 0.000
3 LMXTotall 0.118 0.037 0.239 3.205 0.002
PSMSS 0.152 0.056 0.200 2.687 0.008

a. Dependent Variable: TJS.

Regression Tree Results

The regression trees results performed on the dependent variable (job satis-
faction) with LMX, PSMCOMP, PSMSS and PSMPI as the explanatory variables.
The CRT growing method, which attempts to maximize within-node homo-
geneity, was used in running the both regression trees. Minimum parent nodes
of 100 cases, minimum child nodes of 10 cases as well as 10 cross-validations
were used. As shown in Figure 1, the regression tree for teacher job satisfaction
comprised of five nodes with three terminal nodes. Figure 2 presented the ex-
planatory variable importance for teacher job satisfaction. The result showed
that PSMSS is the most important variable in creating node splits followed by
LMX.

5. Discussion

The Spearman’s rho correlations analysis conducted revealed that LMX had a
positive relationship with teacher job satisfaction, thus confirming hypothesis
la. This finding is consistent with previous research findings (Bhatti et al., 2015;
Han & Jekel, 2011; Kogoglu et al., 2014; Mardanov et al., 2008; Nikoli¢ et al.,
2013; Volmer et al., 2011). The Spearman’s rho correlations analysis conducted
revealed that PSM Total had a positive relationship with teacher job satisfaction,
however was not statistically significant and does not support hypothesis 1b.
These findings are inconsistent with earlier studies (Caillier, 2015; Camilleri &
Heijden, 2007; Cun, 2012; Leisink & Steijn, 2009; Li, 2009; Liu et al., 2008; Park
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TIS
Node 0
Mean 17.852
Std. Dev.  4.044
n 176
% 100.0
Predicted 17.852
=
LMX Total 1

Improvement = 0.827

PSMSS

Improvement = 0.862

<75.5 >75.5
Node 1 Node 2
Mean 17.113 Mean 18.971
Std. Dev.  4.286 Std. Dev.  3.379
n 106 n 70
% 60.2 % 39.8
Predicted 17.113 Predicted 18.971
| =l

<27.5 >27.5
Node 3 Node 4
Mcan 18.650 Mean 16.182
Std. Dev.  3.745 Std. Dev.  4.350
n 40 n 66
% 22.7 % 37.5
Predicted 18.650 Predicted 16.182

Figure 1. Regression tree for teacher job satisfaction.

Normalized Importance
0 20 40 60 80 100 120

PSMSS

LMXTotal 1

PSMPI

Independent Variable

PSMCOMP

0.0% 0.2% 0.4% 0.6% 0.8% 1.0% 1.2%
Importance

Growing Method: CRT
Dependent Variable: TJS

Figure 2. Explanatory variable importance for teacher job satisfaction regression tree.

& Lee, 2020; Vandenabeele, 2009). The lack of statistical significance between
these variables could be attributed to the small sample size or a self-selecting

sample. It is possible that the disparities between the samples used in this study
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and those used in earlier investigations are to blame for the lack of a statistically
significant relationship between these factors. It is important to mention that,
PSMCOMP and PSMPI had a positive relationship with teacher job satisfaction,
however, only PSMCOMP was found to be statistically significant.

The study tested the synergistic effects of LMX and PSM on teacher job satis-
faction using multiple regressions. A standard multiple regression revealed that
the two explanatory variables (LMX and PSM) explained about 46% of the varia-
tions in teacher job satisfaction. The low coefficient of determination suggests
that other explanatory variables could help reduce the variance in teacher job
satisfaction. However, the results revealed that only LMX had a significant effect
on teacher work satisfaction. This finding shows that the quality of a teacher’s
perceived relationship with his or her head teacher is more effective than a
teachers public service motivation in minimizing unexplained variance in teacher
job satisfaction. These findings are consistent with prior research findings of Al-
ford (2014), whose study indicated that workers’ satisfaction is not dictated by
PSM, but is favourably influenced by the strong working relationships they have
with their managers and co-workers. On the contrary, these findings were not
consistent with the findings of Westover and Taylor (2010) and Taylor and
Westover (2011). According to the findings of their study, job satisfaction is de-
termined not only by the extrinsic qualities of the workplace but also by the
workers’ capacity to exercise autonomy in their work and by the workers’ ability
to maintain positive working relationships with their supervisors and fellow em-
ployees. As a result of their research, they discovered that work relationships
with management and PSM both have a major role in explaining the variation in
job satisfaction. Alford (2014) intimated that the disparity in findings might be
because past studies only utilized a single question to evaluate both participants’
happiness with their employment and their relationships with management,
whereas the current study employed multi-item scales for each construct. Alford
also mentioned that the one item that was used to evaluate the relationship with
supervisors was more of a measurement of the happiness of the supervisors than
it was of the perceived strength of the link between a supervisor and an em-
ployee.

Despite the fact that the overall PSM score was not statistically significant, a
further analysis was undertaken using forward and backward regressions to de-
termine which PSM subscales were given greater weight in the regression model.
Results from both forward and backward regressions revealed that LMX was the
main explanatory variables accounting for most of the unexplained variance in
job satisfaction. However, among the PSM Subscales, PSM Self-Sacrifice was
identified as having strong predictive power in both the forward and the back-
ward models to explain the variations in teacher job satisfaction. This finding is
in congruent with the findings of Liu et al. (2008) whose study demonstrated
that self-sacrifice on the part of PSMs is a positive and substantial predictor of
work satisfaction in China’s public sector. It was also consistent with the find-
ings of Sadiq (2018) whose findings emerged that Self-sacrifice of PSM had the
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strongest determinant while defining job satisfaction. On the contrary, the find-
ing contradicts Alford’s (2014) findings, where PSM Self-Sacrifice was part of the
backward regression, but it did not make a difference in the model. This finding
suggest that a teacher’s perceived relationship with his or her headmaster is the
most important factor in determining teacher satisfaction, followed by teachers’
readiness to give up certain things that might benefit them personally, such as
personal accomplishment or income.

The study also used regression tree analyses to show the relevance of LMX
and PSM subscales in explaining variation in job satisfaction. The explanatory
variable LMX was responsible for classifying all of the nodes into either high or
low categories. In terms of variable importance, PSM self-sacrifice was ranked
first in importance when explaining teacher job satisfaction. Multiple regressions
and canonical correlation provide different findings, which might be due to the
linear nature of prior tests vs the non-linear structure of regression trees. The
inconsistencies that were found in both the linear and the non-linear analyses
provide evidence that the relationship between LMX and the PSM subscales is

intricate and calls for a great deal of more study.

6. Conclusion

Given the importance of teacher’s performance in the senior high schools, it is
necessary for stakeholders, practitioners, and management of senior high schools
to have a comprehensive understanding of the relationships between the factors
that impact teacher job satisfaction. Results from the study suggest that quality
leadership promote public service orientation among teachers, which have posi-
tive effect on teacher job satisfaction. As a result, the study advocates for effec-
tive leadership development training with the goal of fostering mutual trust, re-
spect, and responsibility between principals and teachers. The findings of this
study reveal how important public service orientation (self-sacrifice and public
interest) are in keeping teachers satisfied with their schools and jobs and suggest
further studies on public service motivation. This study corroborates previous

research and expands current literature.

7. Limitations and Future Research

This research, like all others, had several shortcomings that needed to be ad-
dressed. First, the focus on only teachers at the senior high schools as well as the
sample size chosen poses challenges to the generalizability of the findings of this
study to the senior high schools and other educational institutions in Ghana. In
addition, regarding the fact that senior high schools in Ghana have come under a
lot of pressure due to the Free Senior School policy implemented by the Govern-
ment, there is a propensity for respondents to suppress pertinent information in
answer to queries about their leaders, so they may not be forthright with their
comments.

Future research with a larger sample size would improve the generalizability

of the findings. In addition, future study should take into account additional or-
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ganizational outcomes such as teacher performance behavior, empowerment,
and work flexibility. Furthermore, the multiple regressions and canonical corre-
lation employed in the study provided different findings, which might be due to
the linear nature of prior tests vs the non-linear structure of regression trees.
Hence, future study might assess whether there are any curvilinear impacts on
teacher satisfaction. The use of other statistical analyses, such as the structural

modeling equation, could be used in future research efforts.
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