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ABSTRACT 
 

Moonlighting is elaborated as the act of working at another workplace except primary job place 
without telling your employer or boss of the main job about the side job you are working in. Adding more, 
moonlighting can also be informally called as side job that a person does in addition to their primary job 
for supplement their income. This is the word which is being in vogue after the pandemic as in the Covid-
19 there was no sector left which was not been affected by this great disease. When globally the whole 
offline work was shut down because of the government restriction then the entry of online work was 
made to continue our work life. The teaching sector was also the sector which had to be through this 
phase. Classes, assignments, class test, revisions and even finals were taken online through different 
online platforms. With the introduction of online work teachers pressure were released to a great extent 
as teachers now had a lot more time which they can utilise by doing different work as a result many tutors 
at the pandemic time along with their primary jobs started new jobs in different sectors which included 
jobs like cooking, sewing, photography, painting, interior designing, handicraft, etc. and some of them 
even opened their own coaching centres or started tutoring at home. It is also seen that the teachers not 
only got indulged in moonlighting after pandemic but it is also seen that approximately 75 percentage of 
this sector were already in secondary jobs before even the pandemic. From here we can conclude that 
excess time or leisure time is not the only cause of teachers getting into moonlighting but it can be due to 
numerous reasons such as wanting multiple source of income, change of career, passion, creativity, 
dissatisfaction with present salary, no security in present job and many more factors are there which too 
contribute to the moonlighting more deeply. The research paper is original and has collected only primary 
data from teachers. The analysis is done by using statistical software SPSS and Chi-Square test. This 
research paper will shadow light on more deep facts and causes of moonlighting. And will further suggest 
different ways or methods by which moonlighting can be slower down. 
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Introduction 

 In recent years, proportion of educators working in extra jobs has been increased number fold 
day by day. This method has been commonly known as moonlighting, which says teachers get distracted 
from their primary jobs to secondary jobs. This further says that educators do this activity to enhance 
their salary and improve their living standards. In this sense, teachers split their job timing among 
teaching and some other forms of employment to generate extra income or to meet their monthly 
financial commitments. It is seen that the teachers who are employed in government schools in rural 
areas as seen more indulged in this activity as compared to the teachers who teach in urban areas in 
private schools.  

Moonlighting reflects growing financial stress which has been arising from declining percentage 
of earning, as well as increased need for the flexibility to coordinate between primary job and other jobs 
to meet their family and the personal needs.  

 Kimmel and Conway (2000) explain that approximately 45 percentages of moonlighters 
highlights economic hardship as the reason for opting the second job. Adding more, moonlighting is a 
reflection of the choice of workers to pursue for extra income earning activities while maintaining the 
financial stability which is been offered to them by the primary job. 
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If seeing moonlighting from the economic terminology, moonlighting raised from the two different 
reasons: first, many individuals opt for the multiple jobs because of the primary job that limits the 
individuals earnings capacity and, secondly, moonlighting is also raised because of the salary paid in the 
primary job may not be completely satisfying an individual and reflect the benefits or cost of the job where 
the individual is working. 

According to Kimmel and Conway (2000), they said that while being in activity of moonlighting 
an employer forgets the value of leisure time whether the primary job provides a credential to adopt a 
higher paying secondary job or even the second job provide them with satisfaction which they were not 
able to receive from primary job. However, the cost and benefit received from the both jobs gets to be 
more complex and difficult in understanding than the monetary wages paid and hence they may forget 
value of leisure. 

Availability of other alternatives induces moonlighting intentions into employees while providing 
a comparison of benchmarks by which the teachers can compare with a situation in present company. 
Since teachers have a very less monthly salary in hand, so because of which they get engaged in 
tutoring or teaching private tuition classes, they have also been seen engaged in petty businesses which 
also includes farming, makeup artist, small business, taxi driver, photography, weaving clothes, 
freelancer, and many more other small businesses comes in this category. Parham (2006) also found out 
that the teachers who opted for other source of income and business activities which are similar or may 
be not similar to profession of teaching have a lot impacted both the quality of instruction of teacher and 
their job performance that they provide. It is not unlikely that a situation like this in whole globe exists and 
had in one way or another also had affected the teacher’s profession as well as the quality of education.  

Literature Review 

According to Kimmel and Conway (2000) states that approximately 40 percentage of 
moonlighters report opting of the second job due to the economic hardship. Moreover, moonlighting is the 
reflection of a worker's choice to pursue of other entrepreneurial activities while maintaining of the 
financial stability offered by the primary job. By March and Simons (1970) observation, one can identify 
all the areas where the chances of moonlighting is been more likely to took place. Moonlighting also 
reflects that growing financial stress which is arising from declining earnings, as well as an increased 
need for the flexibility to combine the primary job and other jobs to meet family needs and personal 
needs. Having an extra source of income is neither a new phenomenon nor an uncommon practice 
among any profession or we can say throughout the world especially teaching (Hakielimu, 2011). 
According to Reichel and Ramey (1987), a conceptual framework is a set of principles and ideas taken 
from different fields of enquiry and used to structure a subsequent study. It is a model that includes all 
key variables that helps to explain the relationships between the different concepts under investigation. 
Maslow (1943), as cited in Moorhead and Griffin (2004), states that human beings ‘want’ the things. They 
have desires that are to satisfy given set of needs. These needs are been properly arranged in a 
hierarchy of importance, with the most basic needs at the prior level of the hierarchy which is basic 
physiological needs followed by safety needs, social needs, esteem needs, self-actualization needs. 
Ofoegbu (2004) found that a teacher needs not only the regular payment of salary and allowance but 
also they need the right facilities for the effective classroom management and students and for school 
improvement. According to Anderson (2001) and Galabawa (1981), lack of these things therefore may 
lead to poor job performance which will further take the organisation to the step of poor productivity. If 
this is the case teachers’ moonlighting also leads to the poor productivity in classroom as an individual 
teacher directs his performance to multi-activities, and in different organizations, because of which 
contributing little in each station will definitely results in poor performance in primary job. 

Objectives of the Study 

The main objective of this study was to examine teachers moonlighting and its effects on 
teachers’ job performance. The study aims to:  

• Investigate that whether educators get paid accurately.  

• To know the reason behind opting of secondary job. 

• Whether the educators want to remain in teaching sector or not. 

Research Methodology  

The aim of paper is to know the impact of moonlighting on the teacher’s performance and also 
on the grades of students. The data used in this paper is primary data. The questionnaire was made and 
got answered from 250 respondents that were in teaching sector amongst which 246 respondents data 
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was taken for further studies and rest 4 were not stated valid for the research. The statistical methods 
were used to calculate frequency, mean, median, standard deviation, percentage and others on the 
SPSS software including Chi square test and ANOVA test. 

Finding and Research Analysis 

The analysis is done of 246 educators about the moonlighting and the impact on the 
performance of teacher and students also class as a whole. Below given are explanations of the different 
factors contributing to the opting of secondary job over the primary job. 

Table 1: Demographic Profile of the Respondents 

Sr. No. Demographic 
Variables 

Categories No. of Respondents Percentage of 
Respondents 

1.1 Gender Male 88 36.1 

Female 156 63.9 

1.2 Age Less than 25 28 11.5 

25-30 116 47.5 

30-35 72 29.5 

35-40 28 11.5 

1.3 Highest Education Bachelor 12 4.9 

Master 152 62.3 

PhD 80 32.8 

1.4 Marital Status Single 68 27.9 

Married 140 57.4 

Divorced 28 11.5 

Widowed 8 3.3 

1.5 Years Passed in 
Teaching Profession 

Less than 1 Year 51 20.9 

1-3 Years 84 34.4 

3-5 Years 44 18.0 

5-10 Years 24 9.8 

10-15Years 28 11.5 

15-20 Years 8 3.3 

More than 20 Years 5 2.0 
Source: Primary Survey Data 

Table 1 shows the demographic profile of the respondents and it can be clearly seen that female 
respondents were more than the men as women were 156 and males were 88. Moving to the age groups 
mostly people working were seen of age 25-30 following by age group 30-35 and the same numbers of 
respondents were seen in the group of less than 25 and 35-40. The next section comes up of the highest 
education done by the respondents mostly teachers were doing their jobs after masters after that of PhD 
and least of bachelors. And if we see the section of marital status mostly teachers were married with the 
number of 140 after that single gained second and lastly by divorced and widowed. It is also seen that 
most teachers joined the respective workplace 3 years back only having the same serial of 3-5 years 
followed by 5-10 years, 10-15 years, 15-20 years and least were in the more than 20 years bar group. 

Table 2: Monthly Salary (in Rupees)*Gender of Respondent 

 Highest Education of Respondent Total 

Bachelors Masters PhD 

Monthly 
Salary(in 
rupee) 

10,000-15,000 Count 8 12 4 24 

% of Total 3.3% 4.9% 1.6% 9.8% 

15,000-25,000 Count 4 66 4 74 

% of Total 1.6% 27.0% 1.6% 30.3% 

25,000-40,000 Count 0 50 20 70 

% of Total 0.0% 20.5% 8.2% 28.7% 

40,000-60,000 Count 0 16 20 36 

% of Total 0.0% 6.6% 8.2% 14.8% 

60,000-100,000 Count 0 8 8 16 

% of Total 0.0% 3.3% 3.3% 6.6% 

More Than 
100,000 

Count 0 0 24 24 

% of Total 0.0% 0.0% 9.8% 9.8% 

Total Count 12 152 80 244 

% of Total 4.9% 62.3% 32.8% 100.0% 
Source: Primary Survey Data 
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Table 2 describes the salaries of the respondents according to the highest education of them 
that whether the respondents are getting the salaries according to the education they have received this 
is seen in the table as we can see that the Bachelors get highest 25,000 paid whereas the minimum they 
get paid is 10,000. Also in another group that is the teachers who have done Masters mostly group of 
them get paid in the group of 15-25,000 and after that 25-40,000 is common amongst them followed by 
14 educators get salary between 45-60,000 also there are only 8 teachers who gets salary between the 
bar of 80-1,00,000. As seen the educators who have been pursuing PhD or have completed the same 
gets the salary more than 1, 00,000 also 25,000-60,000 were common amongst 40 people followed by 
bar of 80,000-1, 00,000. And least in the group of 10,000-25,000 there were 8 educators seen. 

Table 3: Retaining of Teachers in Teaching Sector*Gender of Respondent 

 Highest Education of Respondent 

 Bachelors Masters PhD Total 

Do you want to remain 
in the teaching field 

Yes Count 9 62 53 124 

% of Total 3.7% 25.4% 21.7% 50.8% 

No Count 3 28 8 39 

% of Total 1.2% 11.5% 3.3% 16.0% 

May Be Count 0 62 19 81 

% of Total 0.0% 25.4% 7.8% 33.2% 

Total Count 12 152 80 244 

% of Total 4.9% 62.3% 32.8% 100.0% 
Source: Primary Survey Data 

Table 3 describes that whether the teacher’s wants to continue their jobs in the teaching sector 
or not the surest about the decision of remaining in the same sector were the teachers who have passed 
their masters followed by PhD and least sure were of Bachelors. Also, the educators who had master’s 
degree were ready to quit the teaching job followed by PhD and Bachelors. The educators who were not 
sure that if they want to remain in the teaching sector or want to pursue something else the count was 
seen zero of bachelor’s degree holder educators and most were of masters followed by PhD educators. 

Table 3: Chi-Square Tests 

 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 19.879a 4 .001 

Likelihood Ratio 23.793 4 .000 

Linear-by-Linear Association 2.855 1 .091 

N of Valid Cases 244   
Source: Primary Survey Data 

Table 3 represents the Pearson Chi-square value or the test static being calculated is 19.879 at 
2 degrees of freedom, the asymptotic significance value or P-value is 0.022 at 0.05 level of significance. 
Therefore, the null hypothesis “There is no significant difference between retain in sector and their 
highest qualification” is accepted. 

Conclusion 

At last it can be concluded that the salaries of the employees and will they retain in teaching 
sector or not are highly interconnected as the teachers if they don’t get the salary that they want then 
they highly are in the view to leave the job and do the secondary job which is considered to be the 
process of moonlighting and by which it is also seen that they can start doing some extra work for the 
financial freedom, status or for skill up gradation. So it is highly advisable that the teachers should get 
salary which they deserve as according to their highest qualification and then they will never ever think to 
leave the teaching sector and will try best to excel the most in the sector of teaching. 
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