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ABSTRACT
The purpose of this study was to identify factors influencing the current teacher job dissatisfaction in public secondary schools in Magu District. The objectives were to identify the relationships between demographic factors and teacher job dissatisfaction; to identify factors influencing secondary schools teachers’ job dissatisfaction; to measure teachers’ levels of job dissatisfaction based on factors related to work; and to identify significant changes which can influence higher level of teacher job satisfaction The targeted population was teachers, heads of schools, WECs and education officers in the DSEO’s office in Magu district. Data for this cross-sectional study was collected using questionnaires, semi-structured interview, and observation schedule developed by the researcher and from documentary sources. Data was then analyzed using statistical software SPSS. Results from this study indicated that there is a significant correlation between teacher job dissatisfaction and gender, marital status, teaching subjects, level of education and position of a teacher in the community secondary schools. This study revealed that majority (71.5%) of were not satisfied with their job. The study showed that individual characteristics, extrinsic conditions and intrinsic job characteristics significantly influence teachers’ level of job satisfaction in Magu district. The research provided clear views regarding the changes required by teachers for their job satisfaction. The study recommends interventions which needs to be implemented in order to improve the level of job satisfaction among teachers. It emphasizes the need to conduct similar research in all districts in Tanzania fill gaps that may have not been solved in the current study.
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Problem 
The key to sustainable development and stability within and among countries is the provision of education to their populace. It should be noted that without teachers and strong education system it is not possible to attain such achievement. The heads of UNESCO, UNICEF, ILO and Education International maintained this fact on the World Teachers Day of 5 October 2010 that, indeed without teachers, no economic well being can take place. Teachers are the change agents providing the impetus for the emergence of educated communities they noted. The world needs recovery from the crisis it is going through, it must pay homage to the teachers of the world who work in more challenging circumstances and demoralizing injustice and environment. Recovery begins with Teachers (UNESCO, 2011).  
Job dissatisfaction among teachers is a global issue due to the fact that high quality teaching staff is the cornerstone of a successful educational system(NCES, 1997). It is argued that satisfied teachers are generally more productive and can influence students ‘achievements’ (Mertler, 1992). Education Commission (1966) cited in Katoch (2012) cautioned that dissatisfaction of individual whatever may be the occupation in which is engaged, results in profession stagnation and becomes harmful to the clientele. It is undesirable and dangerous in education sector, teaching profession and to any country’s future welfare.
Many studies from various countries in the world have reported details of teachers’ job dissatisfaction (e.g., Van den Berg, 2002; Scott, & Dinham, 2001 cited in Korb et al., 2013). According to Herbert et al. (2004) there are numerous report of high teacher turnover in several developed countries such as USA where Ingersoll (2002) reported teacher job dissatisfaction as a reason for high turnover and teachers shortage widely in many states. In China studies show that the impact of teachers’ job dissatisfaction on intention to change jobs among secondary school teachers was high (Tooksoon et al., 2011).
Recent researches point out that teaching profession in Africa is facing serious problems related to teacher’s job satisfaction. While lower teacher motivation and its detrimental effect on student achievement are central problems of many education systems in Africa; it appears that the levels of teacher job satisfaction and education quality are not necessary complementary objectives among African countries (Michaelowa, 2002). According to Nenty et al. (2012) governments across Africa tend to refuse to accept the obvious truth that dissatisfaction among teachers has contributed significantly to their inability to attain the educational goals at all levels.
A number of studies have reported teachers job dissatisfaction in Africa; in SADC zone. Studies in Namibia for example reported significantly high level of dissatisfaction among teachers pertaining to factors related to their workplace and  the outcome of such level of job dissatisfaction, schools experienced teachers’ frequent absenteeism from schools, aggressive behavior towards colleagues and learners, psychological withdrawal from work, burn-out, and early exists (Tengeh et al., 2013 cited George et al., 2008 & Mwamwenda, 1995). 
Nenty et al. (2012) reported that teaching in Botswana is characterized by low levels of job satisfaction, low morale, low status at an attitude that regards the teaching profession as a last resort employment. The refusal by some teachers to be involved in extracurricular activities and study supervision and constant confrontation with educational authorities are clear signs that there is a problem in the profession. 
In Nenty et al. (2012) research shows that, despite the fact that teaching in Botswana is considered by most people as a well paid and stable job, it is surprising to note that the government has not done enough to eliminate injustice in teaching profession and meet the needs of secondary school teachers. What makes situation even worse in Batswana land is that secondary school teachers perceived promotion processes as unfair, irrational, and not based on competence. The fact remain that if African governments remains indifferent to this faced of job satisfaction and does nothing, this will probably continue to be the main source of job dissatisfaction among teachers at secondary school level. 
In EAC zone,  a number of studies such that of Musyoki (2015), Nyagaya (2015), Tagaramba et al. (2008) and Justine (2011) reported dissatisfied teachers in secondary schools who are poorly motivated have been performing poorly, behave unprofessionally, leading to the increase of disciplinary cases and poor students performance and; furthermore, they are reported to engage themselves in doing personal business during working hours, high rate of  absenteeism, lateness, early departure from schools, poor timekeeping,  theft and sabotage of equipments and national examination results, strikes, slowdown,  and turnover. 
According to BOT’s annual reports, the Tanzania economy continued to perform strongly in each government budgetary fiscal year consecutively in five years; and the 2015 financial stability report indicates Tanzania’s economic growth remained strong in its various sectors with increasing of the general level of education services. Disappointingly, the economy growth shows no clear correlation between its growth and the level of teachers’ job satisfaction and its impact among teachers’ health performance, students performance, education quality and poverty reduction (BOT 2010, BOT 2011, BOT 2012, BOT 2013, BOT 2014, BOT 2015, Davidson 2006, Kupaza 2011, Mkumbo 2012, Thibeli et al., 2013 and Bingham 1996).
According to a study (larger survey) which involved secondary school teachers in Dodoma, conducted by Thibeli et al. (2013) they realized that the Tanzanian government and educational stakeholders have admitted maladies in public secondary schools (e.g. teachers’ commitment) and they further proposed that it is important to improve and strengthen teachers’ job satisfaction which will in turn trigger organizational commitment. 
According to Milanowski (2000) teachers’ performance, education quality, school quality and students’ achievements all have the potential to improve if job dissatisfaction is reduced. This fact is of essence to this study pending trends of the continued poor performance of public secondary schools in the country for the past five years or so; for example, 50% of secondary school candidates scored zero in National Form four Exams in 2010 and 60% scored zero in 2012 in the same exam (NECTA 2010 and 2012). The 2013 results were worse to the extent that the government decided to review the NECTA results so as to reduce zero scores. Table 1.1 indicates trends of the continued poor performance in public community secondary schools in Magu district for the past four years which is considered as a major indicator of dissatisfaction among teachers.
[bookmark: _Toc465355333]Table 1.1: Trends of the continued poor performance of public secondary   schools in Form Four National Examinations for the past four years 2010 – 2013 in Magu District (Withheld results are not included
	Year of Exam
	Divisions scored by students and Percentage of each Division

	
	Students sat for Exam
	I
	%
	II
	%
	III
	%
	IV
	%
	0
	%

	2010
	2,012
	15
	1%
	44
	2%
	145
	7%
	838
	42%
	970
	48%

	2011
	1,867
	01
	0.1%
	29
	1.6%
	104
	5.5%
	941
	50.4%
	792
	42.2%

	2012
	2,067
	02
	0.1%
	23
	1%
	96
	4%
	776
	38%
	1,170
	57%

	2013
	1,697
	06
	0.4%
	53
	3%
	242
	14%
	691
	41%
	705
	42%


Source: NECTA (2014).
Concerning such poor pass rates. Tengeh et al. (2013) assets that teacher dissatisfaction will not augur well for a nation. If one of the outcomes of teacher dissatisfaction is poor pass rates, future economic development of the nation is threatened. The fact is teaching profession in government schools in Tanzania is facing serious problems related to teachers’ job satisfaction.
Many studies conducted in Tanzania such as Ngimbudzi, (2009) work found teachers in private secondary schools express higher level of satisfaction than those in public community secondary schools, the situation that put in danger teachers retention, efficiency and students performances as it is asserted that numerous studies have shown that dissatisfied employees are more likely to quit their jobs or be absent than satisfied employees (Judge et al., 2014). Withdrawal behaviors, including lateness, unionization, grievances, drug abuse, and decision to retire are expressions of job dissatisfaction. In order to ensure that teachers as a most important government human capital generates more wealth as well as leads to value creation, it is important and wise to identify factors that affect job satisfaction of teaching staff members within secondary schools in Magu district and recommended viable interventions. 
1.1 Statement of the Problem
Given the critical role that education professionals play in the efficiency, effectiveness and sustainability of our national development, it is paramount to be aware of what contextual variables influence their inability to experience sense of contentment and happiness in their current teaching profession. Teacher job satisfaction is good not only for employees but also for employers, community and students too. It is an essential part of ensuring quality education, efficiency, increases productivity and decreases staff turnover. But if teachers are not satisfied with their profession they cannot increase their performance and thus to contribute to quality youth education in Tanzania. According to Shann (2001) there is a positive correlation between job satisfaction and teacher’s commitment, effectiveness, efficient service that brings satisfaction to its beneficiaries; while Katoch (2012) found a positive correlation between dissatisfied teacher and the nation’s inability to attain development, thus far dissatisfied teachers spells disaster to the country’s future. 
A number of studies have addressed teacher job satisfaction in Tanzania such as Muze (1987) studied the relationship between shortage and job satisfaction for secondary school teachers; Bennel et al. (2005) studied the motivation crisis in Tanzania; Ngimbudzi (2009) studied factors associated with job satisfaction among secondary school teachers in Tanzania; Darroux et al. (2013) studied the predictors of intention to leave of public secondary school teachers in Tanzania and Lymo (2014) who made an analysis of teachers low payments in public secondary schools in Tanzania. However, despite the many efforts of addressing the identified challenges, still teachers express psychological withdrawal behaviors, study other professions, quit their job, acts of sabotage and some turn to theft activities. 
In addressing the problem this study will identify factors influencing current teacher job dissatisfaction in public secondary schools in Tanzania taking a case of Magu district and prescribe viable interventions suitable to current situation and generation in terms of viability economically, morally and politically.
1.2 General Objective of the study
General objective of the study of this study was to identify factors influencing the current teacher job dissatisfaction in public secondary schools in Magu district.
1.3 Specific Objectives of the Study
The study was guided by the following specific objectives: 
1. To identify the relationships between demographic factors and teacher job dissatisfaction in Magu district. 
2. To measure teachers’ levels of job dissatisfaction based on factors related to work.
3. To identify factors influencing secondary schools teachers’ job dissatisfaction in Magu district.
4. To identify significant changes which can influence higher level of teacher job satisfaction in Magu district.
1.4 Research Questions
The main research questions of this study were:
1. Is age, gender, marital status, level of education, teaching subjects, tenure and position related to teacher job dissatisfaction?
2. What is the current level of teacher job dissatisfaction in Magu district base on factors related to work and working conditions?
3. What factors influence teachers’ job dissatisfaction in public secondary schools in Magu district?
4. What are the required changes by teachers in Magu district so that they can experience higher job satisfaction?

1.5 Significance of the Study
Few scientific studies have been done on this problem of secondary schools teacher job dissatisfaction that has been a concern to all citizens of the United Republic of Tanzania. In addition to this every year citizens together with our National Parliament members have raised great concern to whether the entertained situation is in favor of local communities’ populations or the elite class. 
The study investigated the possible factors for current teachers’ job dissatisfaction in public secondary schools in Magu district; also the study proposed possible measures to follow so as to minimize the problem in the district. The study will be used as a motivating factor for government, policy makers, educational stakeholders and communities to take step on improvement of the situation, and motivate teachers to quality education in the district and nation at large.
The study will add on the knowledge on the existing literature on the relationship  between teachers’ job dissatisfaction and the students’ academic performance in secondary schools in the country. Furthermore the researcher hopes that, the study will stimulate further research on teacher job satisfaction/dissatisfaction aspect to which the researcher did not give much attention. 
1.6 Limitations of the Study
One of the limitations of this study is its cross-sectional survey method, which limits any generalization that can be made from the findings of this study. Funds available for this study and time curb were challenging. Respondents were asked to complete a questionnaire implying that the available information are recorded answers and those not answered might compromise the validity and reliability of the research findings. The respondents might have given reasons for their intention to quit teaching profession, without actually quitting, which might also have affected the reliability and validity of the results findings. The respondents might not be honest in expressing their feelings and perceptions fearing a reprisal from their employer. The participants’ diversities, social interaction influence and voluntary principle in participation imposed more limitations on the generalisability of the study findings as respondents might have experienced different individual, extrinsic or intrinsic variables influencing their decisions and answers to the questions on instruments.
1.7 Delimitations of the Study
This study is confined to the public community secondary schools in Magu district. It has specifically included a limited representative sample of secondary schools, teachers, heads of schools, WECs and all educational officials at the district levels who are continuously education stakeholders. Eight week time frame used to collect data while respondents were provided sufficient time and encouraged to answer questions allowing them answer at any quite place after work so as to avoid the social interaction influence in case of questionnaires interviews. For the purpose of confidentiality the names of the respondents remained anonymous, numerical and letters were used to ensure the protection of respondents. Thus, the conclusion of the study will be applied only to Magu district and probably the whole country of Tanzania.
1.8 Conceptual Frame Work 
As Miles and Huberman (1994) stated a conceptual framework as a visual or written product, one that explains, either graphically or in narrative form, the main things to be studied – the key factors, concepts, or variables – and the presumed relationships among them”. Imenda (2014) sees it as the specific perspective which a given researcher uses to explore, interpret or explain events or behavior of subjects or events s/he is studying; the researcher has conceptualized a framework consisting of the dependent and independent variables. A researcher used existing theories and review of prior researches on this topic to construct a conceptual framework of this study. The aim of this was to guide a researcher in achieving the research objectives.
Therefore, in this study the conceptual framework used to illustrate the interplay of different variables; factors leading to job dissatisfaction of secondary schools teachers. The conceptual framework used as the guiding framework for this study. 
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Figure 2.1: Conceptual Frame Work on Factors Influence level of job satisfaction. 
Source: Current research (2015)
1.8.1 Summary of Conceptual Framework
According to theories of motivation, the level of job satisfaction is determined by various factors. For the purpose of the study these factors were classified into three categories: different individual characteristics, different intrinsic job characteristics, and different extrinsic job conditions.
Extrinsic job conditions are external variables which are observed as primary sources and external forces of the level of job satisfaction such as salary, allowances and overtime pay, supervision, workload, working conditions, opportunities for advancement, promotion, company (government) policy and administration, interpersonal relationship, public opinion, status, and work schedule.
Intrinsic job characteristics are factors formed or occurring beneath the teaching profession such as achievement, job security, work value, feedback, responsibility and autonomy, recognition, work-itself, personal growth, and fairness (distributive justice, procedural justice and interactional justice).
Individual job characteristics such as age, gender, marital status, level of education, turner and position do contribute highly to the level of job satisfaction particularly when teachers develops and shape their judgment of their job (Judge et al., 2001, Akhtar et al., 2012, Nappo & Fiorillo 2011, Ganzach 2003, Gupta 2008, etc).
1.9 Definition of the Key Term
This section provides the working definitions of the key concepts. Its purpose is for clarification of terms that will be used through this study.
Job dissatisfaction: refers to the degree of unhappiness one (a teacher) has with their careers.
Job satisfaction: refers to the sense of contentment and happiness of individuals (teachers) in their current teaching profession.
Motivation: refers to the psychological process that influence individuals behavior with respect to the attainment of workplace goals and task.
Teacher: refers to any person registered as a teacher under the education act of the United Republic of Tanzania.
Teacher job dissatisfaction: refers to the end feeling of a teacher on his/her teaching career, that the particular job is not right for his or her abilities, expectations, and that is not being treated equitably.
Teacher job satisfaction: is simply defined as the effective orientation that a teacher has towards his or her work of teaching (it is the level where teaching career meets teachers’ expectations).

















CHAPTER TWO
REVIEW OF LITERATURE
2.1 Introduction
The literature review was conducted in order to provide a clear theoretical background of factors influencing the level of teacher job satisfaction. This chapter is divided into subheadings so as to give a clear understanding of the study as follows: it begins with overview of key terms, theoretical framework, factors influencing job dissatisfaction in relation to reviewed theories about job satisfaction, empirical literature review and research  gap. 
2.2 Overview of Key Terms 
This section provides the working definitions of the following concepts: job satisfaction, teacher job satisfaction, job dissatisfaction, and teacher job dissatisfaction. 
2.2.1 Job Satisfaction 
The term job satisfaction is complex and multidimensional in nature. There is considerable amount of literature dealing with its complexity and multiplicity. There is no agreed upon definition of what constitutes job satisfaction. Different attempts have been made to define the term within different perspectives. While De Nobile (2003) cited in McCormick et al. (2005) defined it as the extent to which staff members has favorable or positive feelings about work or work environment, the most-used research definition of job satisfaction by Locke (1976), state it as a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences. 
On the other hand job satisfaction is defined as a personal evaluation of conditions present in the job, or outcomes that arise as a result of having a job (Schneider and Snyder, 1975). Job satisfaction thus, has to do with an individual’s perception and evaluation of his job, and this perception is influenced by the person’s unique circumstances like needs, values and expectations. People will therefore evaluate their jobs on the basis of factors, which they regard as being important to them. Job satisfaction is a result of employee’s perception of how well their job provides those things are viewed as important. Cranny et al. (1992) suggested that job satisfaction is an affective (that is emotional) reaction to one’s job, resulting from the incumbent’s comparison of actual outcomes with those that are desired (expected, deserved, and so on).
2.2.2 Teacher Job Satisfaction
Satisfaction is a psychological phenomenon and its concept is highly intricate and subjective. Job satisfaction describes how content an individual with his or her job. It expressed the extent of match between the employees’ expectations from the job and the rewards that the job provides. Teacher’s job satisfaction is one of the key factors in school dynamics and is generally considered as a primary dependent variable in terms of which effectiveness of the school is evaluated (Gehlawat et al., 2013).
Teacher job satisfaction refers to the fulfillment a teacher derives from day-to-day activities in hi/her job. Teacher job satisfaction relates to a teacher’s perception of what he or she expects to get from teaching and what he or she is actually getting from teaching (Lawler, 1973). Teacher job satisfaction is thus a function of the extent to which a teacher’s expectation/aspirations, desires and needs are met or satisfied on the teaching career. The well adjusted and satisfied teacher can contribute to a lot to the well being of his/her pupils.
Teaching and learning process should bring joy and happiness to both teachers and education beneficiaries. Ataphia (2011) observed that the secondary school teachers in particular should feel at home and be very happy with their jobs in order to bring up children in the proper way that will make them become useful and productive citizens. Secondary school teacher’s promotions, discipline, transfers and periodic evaluation should be done with the aim of improving teachers’ happiness, performance and productivity. 
2.2.3 Job Dissatisfaction 
Job dissatisfaction refers to the degree of unhappiness an individual or an employee such as a teacher has with his career. It is an employee’s response to their job that results from undergoing injustice and irrational treatment to feeling of apathy and depression with a desire to move on to better jobs that may meet unachieved expectations while bringing joy and happiness. According to Wood (1976), the health of an educational institution depends on the job satisfaction of its employees. Employees dissatisfaction can lead to turnover, absenteeism, poor employee attitudes, lack of organizational commitment, decreased employee morale, and low productivity (Herzberg et al, 1959; Smart, 1990).
2.2.4 Teacher Job Dissatisfaction 
Dinham and Scott (1997) described teacher job dissatisfaction as resulting from any circumstances that contributed to the perceived detraction from the primary objective of educating their students. This extrinsic phenomenon include the impact of changing educational policies or procedures, the increased expectations of schools to cure social ills, the decline in status of teachers in communities, and increased expectations of administrative responsibilities and workloads not associated with teaching. Studies reveals various factors responsible for job dissatisfaction among teachers such as administrative problems, evaluation of students’ performance, handling of discipline problems, teacher’s heavy workload, poor salaries, lack of respect for teaching profession and promotion bottlenecks. When teaching became only a job, instead of a profession that was loved, when teaching and learning process became un-joyful and unhappy event and processes, and when issues caused teachers to see teaching as no longer making them happy, the consequence was low commitment and job dissatisfaction (Norton and Kelly 1997, Danielson 2002).
His Study affirms that low in teachers’ job satisfaction tend to have low level of commitment and productivity. Moreover, teachers respond prepared to leave teaching if a job alternative of offering a higher salary became available. In other word, lower in teachers’ job satisfaction significant predictors of teachers’ intention to leave the teaching profession. Further Abiodun et al (2012) shows that an employee may be satisfied with the monetary rewards and express some level of dissatisfaction with one or two aspects of his employment demands such as managerial policies (Festinger, 1954; Adams, 1965), either because they stand as hurdles to fulfill his needs (Salansik and Pfeffer, 1977) or values (Lock, 1976) or because his expectations were not met by the monetary rewards.
2.3 Theoretical Frame Work
The theoretical frame work of this study provided a general view of the existing theories about job satisfaction. Three types of theories were reviewed, these include: first situational theories, which emphasizes the relationship between job environment and job satisfaction (Maslow’s hierarchy of needs theory, Herzberg’s two-factor theory, the social information processing theory and the job characteristics model); second dispositional approaches, which argues that job satisfaction results from individual characteristics; third interactive theories, which believes that job satisfaction is a function of personality and situational influences (Adams equity theory, the Cornell model and Locke’s value-percept theory). Any theories concerning the nature and causes of job satisfaction can be roughly classified into one of these three categories. Since research on job satisfaction originates from work motivation, therefore, the literature review was conducted base on the motivation theories. On the basis of these theories, a researcher developed the research model.
2.3.1 Situational Theories 
Situational theories of job satisfaction focus on identification of specific things that affect employees’ job satisfaction. There are many theories which have been put forward, but for the purpose of this study four remain with the most exceptional influence: (1) Maslow’s hierarchy of needs theory; (2) Herzberg’s two-factor theory; (3) the social information processing theory; and (4) the job characteristics model. Below is a review as carried out by a researcher: 
2.3.1.1 Maslow’s Hierarchy of Needs Theory
Maslow’s hierarchy of needs is a theory in psychology proposed by a Psychologist Abraham Maslow in 1943. He asserted that human being is a wanting animal continuously and has various needs or wants. As wanting beings we are driven to satisfy the lower needs, but we’re drawn to meet the higher ones. In this study a researcher categorized the human wants into three categories. First, Basic needs: physiological needs and safety needs; second, Psychological needs: love and esteem needs and third category is Self-fulfillment needs: cover the self-actualization level.
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Figure 2.1 Maslow’s hierarchy of needs 
Source: adopted from Luthans, (2005)
Basic Needs
This category includes Biological and Physiological needs. According to this theory human beings are dominated by physiological needs, when they are missed all other needs become non-existed till they are satisfied. These are the physical requirements for human survival. The theory asserts that person’s prepotent need is the lowest unmet need in the pyramid. These include air, food, water/drink, shelter, warmth, sex, sleep, freedom of movement, etc, which Maslow believed that the most prepotent of all needs (Maslow, 1943, Griffin, 2011). If these requirements are not met in teaching profession, teacher’s body cannot function properly, cannot perform his or her duty, and will ultimately fail. Air, water, and food are metabolic requirements for survival in all animals, including humans while clothing and shelter provides necessary protection from the elements to humans. 
Second level is Safety needs. Safety needs allow an individual to establish stability and consistency in a chaotic world. Needs at this level are security; stability; dependency; protection; freedom from fear, anxiety, and chaos; need for structure, order, law, and limits; strength in the protector; and so on (Hoek et al., 2004). Financial security is important type of safety need. Both physiological and safety motivate all employees toward earning direct financial compensation to satisfy these needs so employing organization should give them appropriate financial security (Invancevich, 2004, Kaur, 2013). The government should ensure teachers in community secondary schools are worth financially secured so as to meet basic necessities of life by. As far as safety needs the government should ensure job security, safe and hygienic environment, and healthier retirement.
Psychological Needs
Psychological needs take over after first two classes are satisfied and the social needs which involve both giving and receiving love (Belongingness and Love needs) dominate. According to this theory humans need to love and be loved both sexually and non-sexually by others (Maslow, 1943). Teacher as other human beings needs to love and be loved, they need friendship, family, marriage and sexual intimacy. If the need is not met at this level, a teacher feels lonely, rejected, disrespected, disconnected from the community, strong conformity to norms, dislike, express hostility towards colleagues, employer, community and students, poor performance, maladjustment or withdrawal which results into job dissatisfaction. Contrary, when the needs are met, teachers can love themselves and others, they can trust friends, loved ones give them freedom and experience higher level of job satisfaction. 
Needs for Esteem become dominant after belongingness and love needs are satisfied. The theory asserted that all people have a desire for stable, firmly based, (usually) evaluation of themselves (Maslow, 1943). Teachers have desire for strength, achievement, adequacy, mastery and competence, confidence in the face of the world, independence and freedom. Also, teachers desire for reputation or prestige (defining it as respect or esteem from other people), status, fame and glory, dominance, recognition, attention, importance, dignity, or appreciation as presented by the theory (Maslow, 1987). 
The esteem level sets free teachers from fearful of criticism, inferiority complex, weak, helpless, fear of failure and risk, frustrations, or angry toward those who withhold respect, envy, bitterness, chronic showing off, attention seeking, arrogance or shyness and withdrawal. When the need is met teachers feels satisfaction with the job, self-confident, content, self-belief, self-respect, prepared to take risk and try something new, cooperative, generous and kind.
Self-fulfillment Needs
After the two categories are satisfied then Self-fulfillment need comes at the highest level of Maslow’s hierarchy (Self-Actualization needs). Maslow described the need for self-actualization as “the desire to become more and more what one is, to become everything that one is capable of becoming (Maslow, 1943). Employees who have become self-actualized are self-fulfilled and have realized all their potential only after they have satisfied their basic deficiency cravings. They express quest for knowledge, understanding, peace, creativity, positive, energetic, unselfish, self-fulfillment, meaning in life, or beauty, and a growing sense of identity. In effect, self-actualization is the person’s motivation to transform perception of self into reality (Luthans, 2005, Griffin, 2011). When the need is not met teachers feels restless and bored, with a lack of zest for life, life is meaningless, boring without purpose, a tendency to avoid growth and development and listless.
In fostering teachers’ job satisfaction, self-actualization needs the government to ensure maximum financial security, provision of challenging jobs in which teachers’ skills and competences are fully utilized, provision of growth opportunities, and proper provision of higher job  ranks to deserved teachers.
This theory asserts that there is clear positive correlation between teachers’ level of job satisfaction as employees and basic, psychological and self-fulfillment human needs. When employee teachers found that the job does not meet his or her needs will start to struggle to ensure is meeting the needs. Unsatisfied needs can cause frustration, conflict, and stress. Unsatisfied needs are dangerous to both teachers job satisfaction, performance and education quality. Unless the government maintain the satisfaction progression process, a process whereby people become increasingly motivated to fulfill a higher need as a lower need is gratified (Von Glinow et al., 2005) through provision of worth financial security to teachers that meets the human needs in the hierarchy they will be dissatisfied thus affect education beneficiaries and the national development. Teachers’ job satisfaction demands teachers’ worth involvement in profit sharing of the national cake
2.3.1.2 Herzberg’s Two-Factory Theory
Herzberg’s motivation-hygiene theory, also known as the two-factor theory, has received widespread attention as having a practical approach toward motivating employees. It was developed by Frederick Herzberg and his colleagues Gupta (2008). Herzberg conducted the analysis of the feeling of 200 engineers and accountants from over nine companies in the United States. These professionals were asked to describe experiences in which they felt either extremely bad or exceptionally good about their jobs and to rate their feelings on these experiences. Responses about good feelings are generally related to job content (motivators), whereas responses about bad feelings are associated with job context (hygiene factor) (Waheed et al., 2011, Luthans, 2005).
According to this theory satisfaction and dissatisfaction are interdependent of each other and exist on a separate continuum. Herzberg and his associates concluded from their interview findings that job satisfaction consisted of two separate independent dimensions: the first dimension was related to prevention of job dissatisfaction named ‘hygiene factors’ (extrinsic job conditions) which their presence prevents dissatisfaction while their absence causes dissatisfaction. They include salary/pay, status, job security, working conditions, company policy, administration, supervision, and interpersonal relations act as dissatisfies; and the second dimension known as satisfiers or motivators (intrinsic job characteristics) include: achievement, advancement, recognition, work itself, responsibility lead to satisfaction and possibility of growth. Their presence in the job, builds strong levels of motivation that can result in good job performance while their absence results into a job that do not prove highly satisfying (Widgor et al,. 1967, Luthans, 2005 & Matteson et al., 2005).
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Figure 2.2 Herzberg’s two-factor theory
Source: Adapted from Fredric Herzberg (1982)
Furthermore, Herzberg particularly pointed out that ‘The opposite of job satisfaction is not job dissatisfaction but, rather, not job satisfaction; and similarly, the opposite of job dissatisfaction is not job satisfaction, but not job dissatisfaction (Herzberg, 1968). Herzberg’s two-factor theory provides a useful tool for the management to motivate employees. For the purpose of preventing job dissatisfaction among teachers in public community secondary schools base on this theory, the observation of the following important managerial implications of Herzberg’s two-factor theory as Matteson et al. (2005) prescribed should be highly considered :
1. No job dissatisfaction, high job satisfaction. A secondary school teacher who is paid well, has job security, has highest quality status in the community, has good relationship with co-workers, supervisor and employer (hygiene factors are present = no job dissatisfaction), and is given challenging duties for which he is accountable will be motivated.

“Government education leaders and administrators should continue to assign challenging tasks and transfer accountability to higher-performing subordinates. Pay raises, job security and good supervision need to be continued”.

2. No job dissatisfaction, no job satisfaction. A secondary school teacher who is paid well, has job security, has highest quality status in the community, has good relationship with co-workers, supervisor and employer (hygiene factors are present = no job dissatisfaction), but is not given any challenging assignments and is very bored with her job (motivators are absence = no job satisfaction) will not be motivated.

“Education managers should re-evaluate subordinate’s job description and enlarge it by providing more challenging and interesting assignments. Pay raises, job security, and good supervision need to be continued.” 
3. High job dissatisfaction, no job satisfaction. A teacher who is not paid well, has little job security, has extreme poor status in the community, has poor relationship with co-workers, supervisor and employer (hygiene factors are not present = high job dissatisfaction), and is not given any challenging assignments, not recognized, with no opportunities to advance through internal promotions, and is very bored with his job (motivators are absent = no job satisfaction) will not be motivated.
“To prevent low performance, absenteeism, and turnover, education leaders/managers should make drastic changes by adding hygiene factors and motivators”.

2.3.1.3 The Social Information Processing Theory
In 1978, Gerald Salancik and Jeffery Pfeffer developed a Social Information Processing theory. This theory attempts to explain the relationship between the level of job satisfaction and social context and cues as well as consequences of past choices. It is asserted that effective attitudes about work are developed using social information about past behavior and about what others think (Dehaloo, 2011). According to this theory humans are adaptive orgasms; they adapt attitudes, behaviors and beliefs to their social context and to the reality of their own past and present behavior and situation. The social information cues regarding individual receive from environment will be used to help construct and shape these realities (Salancik and Pfeffer note that, 1978, Beck 1983).
According to the social information processing theory, teacher job satisfaction is determined by the influence of teachers’ social context and the reality of their own past and present behavior and situation. The theory postulates that teacher’s perceptions, attitudes, and behavior are a function of his or her social environment, as it provides informational cues which helps to construct and interpret events. Teacher’s jobs attitudes judgment regarding his or her job satisfaction is driven by past and social information cues derived from the immediate social environment.  Thus, if teachers are exposed to more positive social cues regarding their satisfaction, these teachers will themselves be more likely to express positive feelings of satisfaction, and vice versa. 
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Figure 3.3 Social Information Processing approach to Job Satisfaction
Source: Current research (2015)
According to social information processing theory, the influence of the social environment on teacher’s job satisfaction may be moderated by the teacher’s degree of past experience with the job. When a teacher is new to a job, the parameters of the job and the accepted modes of behavior within the job and the organization may appear ambiguous. Therefore, a teacher may look to the environment more frequently for cues about how to act or feel, as compared to a teacher who has been in the job longer and has more knowledge and direct experience. Teachers who are experienced at a job will have had a greater opportunity to develop attitudes and opinions based upon their own experiences, and they will look less to others for information regarding how to feel and behave. This suggests that past experience may act as a moderator between the social environment and teacher’ job satisfaction. 
A newly employed teacher could be either highly satisfied if is placed around satisfied teachers with satisfaction social context or automatically likely become dissatisfied if placed around dissatisfied teachers with dissatisfaction social context. Generally, various studies on social information processing theory supports that social environment does have an impact on teachers attitudes and behaviour that influence at greater degree their job satisfaction level (e.g. Salancik and Pfeffer 1978, Blau and Katerberg, 1982, Pollock et al., 2000, Owusu, 2014).
Sweet water is salted when mixed with the salted water. For the purpose of preventing job dissatisfaction among teachers in public community secondary schools, increase performance and education quality base on this theory; the government should ensure extensive teachers job enrichment and enhance the level of teachers’ job satisfaction beginning with longer experienced teachers and then later those with less experience and newly employed teachers.
2.3.1.4 The Job Characteristics Model 
Job characteristics model provides “a set of implementing principles for enriching jobs in organizational settings” (Hackman et al., 2005). This model suggests specific conditions or characteristics under which employees are highly internally motivated to perform effectively on their jobs and results into high level of job satisfaction (Hackman & Oldham, 1976, & Luthans, 2005).
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Figure 2.4 Hackman and Oldham’s Job Characteristics model
Source: Adapted from Luthans, 2005
According to Hackman & Oldham, (1976) findings job characteristics model, job that contain intrinsically motivating characteristics will lead to higher level of job satisfaction. They identified five job characteristics that are related to teachers’ motivation and satisfaction:
(1) Rask identity – degree to which a teacher can see his or her work from beginning to end with a visible outcome;
(2) Task significance – degree to which an teacher’s work and its impact is seen as important, valued and significant inside and outside the organization/government;
(3) Skill variety – extent to which teaching job allows a teacher to do different tasks and use of a number of different skills and talents of a teacher;
(4) Autonomy – degree to which the work itself provides substantial freedom, independence, and discretion to one is performing the job in scheduling the work and determine the procedures to be used in carrying it out. 
(5) Feedback – degree to which the work/job itself provides feedback for how a According to the theory, jobs that are enriched to provide these core characteristics are likely to be more satisfying and motivating than jobs that do not provide these characteristics. More specifically, it is proposed that the core job characteristics lead to three critical psychological states experienced meaningfulness of the work, responsibility for outcome, and knowledge of results which, in turn lead to outcomes such as job satisfaction (Klinger et al., 2008).
The five job characteristics creates experienced meaningful and satisfying work to which the three skill variety, task identify and task significant are generally result to increase a teacher is meaningfulness, value, and worth; autonomy focuses on increase responsibility for work outcomes; and feedback related to knowledge of results of job activities, the understanding on continuous basis how effectively a teacher is performing the job (Hackman & Oldham, 1976).
2.3.2 Dispositional Approaches 
According to dispositional approaches there is a significant correlation between the level of job satisfaction and individuals’ personalities. Thus, the level of job satisfaction varies from one person to person as personalities differ (Larsen et al., 2001). Terms such as personality, individual characteristics, personal disposition and traits are interchangeable. Despite of the few early studies criticize the dispositional approach (Gerhart, 1987; Davis-Blake & Pfeffer, 1989; Cropanzano & James, 1990; and Gutek & Winter, 1992 cited in Larsen et al., 2001); Arshad, 2014, reported that various studies have general support that job satisfaction is based upon disposition factors (Staw et al 1985, Larsen et al., 2001, & Judge et al., 2002).
Base on behavioral approaches, dispositional theory established positive and negative affectivity (Judge, 2002). According to various studies, an employee with Positive Affective (PA) experience and feels positive emotionally which relates to high energy, enthusiastic and pleasurable engagements (e.g., joy, happiness, excitement, active, enthusiasm, alert); while an employee with Negative Affective (NA) is subject to experience and feel negative emotionally linked with stress, un-pleasurable and unsatisfying engagements that absorbs aversive mood states (e.g., guilt, fear, sadness, sorrow, despair, anger, contempt, disgust, nervousness); and are highly have impact in the predictive and correlated with level of job satisfaction of an employee (David et al 1988, Necowitz and Roznowski 1994, Judge 2002, Thoresen et al., (2003), & Dehaloo 2011). 
According to various studies (e.g., Stokes et al., 1989, Larsen et al., 2001, Levin, Dehaloo 2011), has shown that employees with positive affectivity (PA) are experiencing happiness in their job and enjoy their career in life and express high level of job satisfaction than those with negative affectivity (PA). Consequently, the personal characteristics a public secondary school teacher brings to the job influence highly job satisfaction. The government should establish special programs such as guidance and counseling and restructuring teaching training programs with purpose of modifying and readjusting teachers’ personalities so as to enhance moral dimensions of teaching profession, teachers their job satisfaction and performance. 
2.3.3 Interactive Theories 
Interactive theories of job satisfaction consider the function of both a teacher (employee) attributes and situation (environmental factors). They pay more attention to the extrinsic variables. The researcher reviewed three influential theories which include: Adams’ equity theory, Cornell model and Locke’s Value –Percept theory.
2.3.3.1 Adam Equity Theory 
Equity theory is associated with the work of John Stacey Adams in 1963. It emphases on employees’ feelings on how fairly they have been treated in comparison with the treatment received by other employees in their work situation. It attempts to explain relational in terms of perception of fair/unfair distributions of resources within interpersonal relationship. Adams’ (Adams’ 1963) suggested that employees perceive their job as a chain of inputs and outcomes. Employees seek social equity in the compensation they hope for their input into job performance (Luthans, 2005). 
Matteson et al., (2005) maintain the same idea that equity and job satisfaction exist when employees perceive that the ratios of their inputs (efforts) to their outcome (rewards) are equivalent to the ratios of other employees. Inequity and job dissatisfaction exists when these ratios are not equivalent; an employee’s ratio of inputs to outcomes could be greater than, or less than, that of others.
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)Inputs are what a teacher put into their job (variables) such as experience, ability, skills, time, loyalty, tolerance, flexibility, integrity, commitment, reliability, heart and soul, personal sacrifice, and efforts. This is what teachers contribute to an exchange. Outcomes include pay (salary), status, bonus, benefits, security, promotion, recognition, reputation, praise, responsibility, enjoyment and opportunities for development an employee obtain as compensation. It should be noted that, a teacher will feel cheated and dissatisfied when highly is contributing to the maximum or overused while underpaid (Luthans, 2005). 
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Figure 2.6:  The Adam’s Equity Theory 
Source: Adapted from Matteson et al., 2005
Whenever teachers feel their inputs are not being fairly rewarded base on perceived market norms express dissatisfaction. Unless teachers are treated equitably in case of input and output, they will express dissatisfaction. For instance, when teachers feel that in comparison with other graduates such as doctors, engineers, accountants etc they are being paid less become dissatisfied and reduce their input balancing between the input and outcome. It is important to consider the Adams’ Equity Theory factors when striving to improve teachers’ job satisfaction.
2.3.3.2 Organizational Justice Theory
Adam’s equity theory has been further developed to what now is commonly known as organizational justice (Greenberg et al., 2001). It pays more attention to the extrinsic job conditions variables (rewards). According to Prof. Matteson et al. (2005) state organizational justice as an area of organizational science research that focuses on perceptions and judgments by employees regarding the fairness of their organizations’ procedures and decisions. Organizational justice covers several issues; scholars have classified organizational justice into three sub dimensions: distributive justice, procedural justice and interactive justice (Luthans, 2005, Von Glinow 2005, and Mayuran, 2013).
Distributive justice. Many scholars agrees that, distributive justice is concerned with the evaluation regarding the fairness in outcomes we receive to our contribution and the outcomes of contributors of others (Luthans, 2005). In any organization employees expects that, after putting forth more effort and perform excellently in their job, the compensation should base on the premise that everyone should be compensated base on what they deserve; employees who are similar should be compensated similarly while the dissimilarly be compensated differently (Von Glinow, 2005). Colquitt et al. (2001) asserts that, employees’ perceptions of distributive justice are related to desirable outcomes such as job satisfaction, organizational commitment, organizational citizenship behavior, turnover and performance. Example, When an employees receives less to what they deserved, discrepancies that occur between expected compensation and actual outcome one’s deserve leads or results into dissatisfaction among employees.
Procedural justice. It concerned with the perceived fairness of procedures (bureaucracy) used to make a decision and treatment procedures in the organization in respect to employees’ dignity (Luthans 2005, Von Glinow 2005, and Matteson et al., 2005). It focuses on processes and methods through which outcome decision is made (Naeem et al., 2011). 
According to various studies, employees under any employer authority value and desires for fair procedures since such fairness is of befit to them as it facilitate equal access to opportunities for extrinsic outcomes, it is a sign of respect, an indication that employees are valued as members of the group, increase social status, and stimulates sense of self-esteem (Daniel et al., 1998, Matteson et al., 2005, and Luthans 2005). To the organization, procedural justice cultivates employees attitudes, behaviour, PA, job satisfaction, high performance, creates peaceful and harmony environment in the organization and increase productivity if is widely fairly practiced (Naumann et al., 2000 & Cropanzano et al., 2005 cited in Kutaula, 2014).
Greenberg et al. (1996) and Fox et al. (2001) argues that the aggressive responses to procedural injustice entail a variety of counterproductive work behaviours, including sabotage, theft, conflict, and acts of violence. However, most employees who experience injustice respond with milder forms of retaliation, such as showing indignation and denouncing the decision maker’s competence. Research suggests that being treated unfairly undermines our self-esteem and social status, particularly when the injustice is known to others. Consequently, employees retaliate to restore their self-esteem and reinstate their status and power in the preparatory of injustice. Employees also engage in these counterproductive behaviours to educate the decision maker, thereby minimizing the chance of future injustice (Skarlicki et al., 1997).
Interactional justice refers to the perceived fairly treatment with dignity and respect of employees by the organization or employer authority. Erdogan’s article in 2002 (cited in Mihailović et al., 2013) found that the third organizational justice dimension is occupied with the fairness of interpersonal treatment received during the implementation of procedure and emphasize the importance of truthfulness, honest, respect and justification as fairness criteria of interpersonal communication.
2.3.3.3 Locke’s Value-Percept Theory
Locke’s value-percept theory is the theory that attempts to demonstrate a clear correlation between job satisfaction and employee’s values. Locke (1976) asserted that individuals’ values would determine what satisfied them on the job, thus satisfaction results from value attainment. Regardless of the criticism provided, various strong supports for the value-percept theory has been found in empirical studies (Judge, Parker, Colbert, Heller, & Ilies, 2001; Rice, Markus, Moyer & McFarlin, 1991). 
The implication to teacher job dissatisfaction is that, unfulfilled job values which are important to a teacher can be dissatisfying. Thus, value-percept theory predicts that discrepancies between what is desired and what is received are dissatisfying only if the job facet is important to a teacher.  Individuals consider multiple facets when evaluating their job satisfaction; the cognitive calculus is repeated for each job facet. Overall satisfaction is estimated by aggregating across all contents of a job, weighted by their importance to the individual (Klinger et al., 2008).
2.3.3.4 The Cornell Model
Hulin, Roznowski, and Hachiya (1985), and Hulin (1991) cited in Klinger et al., (2008) proposed a model of job satisfaction that attempts to integrate previous theories of job attitude formation. According to the model, job satisfaction is a function of the balance between the role inputs, what an employee such as a secondary school teacher put into work role (e.g., training, experience, time, and effort) and role outcomes, which comprises what is received by an employee/teacher (pay, status, working conditions, and intrinsic factors). 
This theory asserts that the more outcomes received relative to inputs invested, the higher work role satisfaction will be, all else equal. In third world countries such as Tanzania, when teachers perceive their input in the poverty reduction in the country is higher than what they receive extrinsically and intrinsically and the benefit community enjoys automatically dissatisfaction will be experienced.
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Figure 2.7: Cornell Model of Job satisfaction 
Source: Adopted from Hulin, C. L. (1991)
2.4 Factors Influencing Job Dissatisfaction in Relation to Reviewed Theories about Job Satisfaction
According to various theories of motivation reviewed above, a researcher arrived to a judgment that, typically job satisfaction of the employee is a result of various factors. His judgment resulted into categorizing these factors into three categories: individual characteristics, intrinsic job characteristics, and extrinsic job conditions.
2.4.1 Individual Characteristics 
Despite the fact that, when employees form judgment about their job, is the psychological process in influencing individual’s level of job satisfaction (Judge et al., 2001), yet Mullins (2010) asserted that individual variables contribute highly in the influence of job satisfaction level of any employee globally, because to some extent, they reflects individuals’ experiences which are the appraisal base of the level of job satisfaction which are summarized below:
2.4.1.1 Gender 
There are various studies with evidence on gender associates with job satisfaction (Akhtar et al., 2012). Herzberg et al., (1957) suggested that the job attitudes between male and female depends on the same cause, however the determinants vary in the intensity of their effects. Some studies have reported female to have higher job satisfaction than me (Sabry 2010, Michaelowa 2002 & Spear et al., 2000). Mwamwenda (1997) found female teachers were not satisfied with their teaching profession than male teachers. However some other studies found no relationship between gender and job satisfaction.
2.4.1.2 Age
Akhtar et al. (2012) state that it is revealed from several studies conducted in various organizations age has a positive relationship with job satisfaction (Ghenghesh 2013, &Klassen et al., 2012) other researchers came with the conclusion that age was not a significant factor affecting the level of employees job satisfaction and their commitment to the organization.
2.4.1.3 Marital Status
Despite the fact that the result of studies on relationship between marital status and employees’ job satisfaction expressed mixed results, there are majority of researchers have observed the impact of marital status on job satisfaction of the employees (DeSantis et al., 1996, Hannum et al., 2005, Cetin 2006, & Chowdhury et al., 2013). Example, DeSantis et al., (1996) and Cetin (2006) reported married employees expressing higher satisfaction than unmarried.
2.4.1.4 Family Size
According to Nappo et al. (2011) analysis, the employees’ level of job satisfaction can be affected either negatively or positively depending on the family size and its characteristics. Regardless of the nature of the family whether a nuclear or an extended family, has a significant role when employees forms their judgments of their job.
2.4.1.5 Level of Education
The relationship between education as a variable and job satisfaction can be positive or negative. Employees who are highly qualified and with higher level of education tend to expresses dissatisfaction compare to those who are less qualified (Michaelowa, 2002, Ganzach, 2003 & Hannum et al., 2005). It has been reported that employees who are highly educated when placed in unchallenging position, unmotivated extrinsically and intrinsically will experience huge gaps between expectations and realities thus results into higher discouragements and dissatisfaction (DeSantis et al., 1996).
2.4.1.6 Turner (Experience)
Work experience and job satisfaction is highly correlated. According to Hackman and Oldham (1976) job that gives employees experienced meaningfulness of work, experience responsibility for work outcome and knowledge of the results of work activities an employee job satisfaction will be high. Employees with less experience and working in un-motivating job intrinsically have low job satisfaction than those with greater experience. Studies showed that the less experienced employees expressed higher job dissatisfaction than experienced employees. The highly experienced teachers have less job satisfaction than their less experienced teachers (Sari, 2004). However, some scholars such as Michaelowa, (2002) reported absence of relationship between turner and job satisfaction.
2.4.1.7 Position
Drukpa (2010) revealed that there is a positive correlation between employees’ positions or ranks and job satisfaction levels. Both female and male who holds senior position in any organization are reported to experience higher levels of job satisfaction compare to those who are lowery ranked. The higher the rank of job in organizational hierarchy the greater the satisfaction of individual at it is accompanied with better salary, allowances, more challenging, greater freedom self-control and carry greater prestige; the lower the rank level in the organizational hierarchy the lower the level of satisfaction of an employee (Gupta, 2008).
2.4.2 Extrinsic Job Conditions
Review of theories about job satisfaction proves that external variables significantly relates to job satisfaction and are regarded as primary source of job satisfaction.
2.4.2.1 Salary
Agarwala, (2010) define salary as a consistent payment made to employees at the end of a specified period regardless of the number of hours worked. Money is an important factor in satisfying individual needs, it is a basic needs for employees, it is a symbol of status and respect in the community (Von Glinow et al., 2005, Maslow 1943, and Herzberg 1993). Low salaries affect social status; status of employees such as teachers is highly affected by low salaries. Actually, in people’s minds, teachers are losers they don’t make much money (Hannum et al., 2005). Low salaries is the most common cause for severe dissatisfaction among teachers, public schools teachers receives low salaries with no difference between new workers and those about to retire that increase poverty among teachers (Herzberg 1993,Sridhar et al., 2004, and Von Glinow et al., 2005).
Thibeli et al. (2007) in reporting Macdonald, 1999 state that job satisfaction can be improved by restructuring salary structure and other remuneration packages to the extent it is proportionate with other professionals; teacher qualifications and skills. UNESCO (1966) recommends teachers’ salaries reflect their importance and the value of what they give to community. 
2.4.2.2 Allowances and Overtime Pay
Gupta (2008) state that several allowances are paid in addition to basic pay. Some of these allowances are: dearness allowance, house allowances, city compensatory allowance, and transport allowances/conveyance allowance. The law of the country demands an employer shall pay an employee not less than one and one-half times the employee’s basic wage for any over time worked (URT, 2004). When teacher are overworked without overtime pay reads to severe dissatisfaction among them. The use of overtime can be advantageous for teachers.
2.4.2.3 Supervision 
Matteson et al. (2005) refers supervision to the technical competence and the interpersonal skills of one’s immediate boss. Leadership styles are related to employees’ job satisfaction, when an immediate practice understanding, friendly, being a good listener, praise and recognize employees’ efforts will enhance higher job satisfaction. Bad supervision results into severe job dissatisfaction (Locke 1976, Hackman and Oldham 1976, Hannum et al., 2005 & Fugar, 2007). 
2.4.2.4 Workload
Work load can be a stressor and result into job dissatisfaction. Under-load as well as overload can create problems. Overload can cause a person to work long hours to stay even, which can result in fatigue and more accidents. On the other hand, boredom can set in if a person is under-loaded. A bored worker often avoids work by staying at home more frequently (Ivancevich, 2004).
Teachers in china experience heavy workloads which leads to teacher job dissatisfaction (Hannum et al., 2005). In his paper Oluoch (2006) reported that in Tanzania, absenteeism causes the few teachers whom remain at work places to teach more students, which they cannot manage as teaching, depend on subjects mastered by teachers. Although most community secondary schools have few teachers, those who are in the working stations are overstretched as some of them are forced to teach subjects, in which they have no experience at all. Too many periods to teach, their classes were too large, and too many nothing activities needed to be performed, most notably the marking of exercise books (Davidson, 2006).
2.4.2.5 Working Conditions
Matteson et al. (2005) explain working conditions as physical work environment which are relevant comfortable and supportive to productivity. According to Locke (1976) working conditions are highly associated and influence the job satisfaction of an employee. To Herzberg et al. (1993) working conditions are hygiene factors that prevent dissatisfaction; their presence leads to higher satisfaction. Various studies showed that the key factors when employees form attitude about their job; where employees such as teachers are denied favorable working conditions tend to seek satisfaction through looking for better ones (Wallace 2010, Usop et al., 2013 and Williams 2009).
2.4.2.6 Opportunity for advancement
Herzberg (1959) suggest that achievement as a motivator is high associated with job satisfaction while absence or poor opportunities for advancement is related to job dissatisfaction employees tend to be more satisfied with their jobs if they provide opportunities for personal and professional advancement. Gupta (2008) noted that adequate opportunities for career growth and advancement are essential for raising the morale of ambitious and hardworking employees. It provides recognition for achievements and inspires employees.
2.4.2.7 Promotion
According to Herzberg’s two-factor theory, promotion is a motivator that plays a great role in influencing and has different impacts on job satisfaction since there are many types of promotions with varying rewards (Herzberg, 1959, Luthans, 2005). As an advancement of any employee from one job position to another that goes with higher title, responsibilities, benefits and higher salary; to teachers, promotion is directly linked to an incremental remuneration structure based on hierarchical job groups which determine upward mobility (Mugweru, 2013). Sound promotion policies and sound bureaucracy are essential for raising employees morale, satisfaction and higher performance, absence of such sound policies leads to employees’ job dissatisfaction (Gupta 2008 and Herzberg 1959).
2.4.2.8 Government/Company Policy and Administration
According to two-factor theory government and companies’ policies are preventers of dissatisfaction; the presence of competent and complete policies leads to job satisfaction, on other hand a government or organization with policies which are incompetent, incomplete, unclear or undefined are highly associates with job dissatisfaction (Fugar 2007, Luthans 2005, and Drukpa 2010). 
Organization’s policies influence employees’ performance and job satisfaction. It should be noted that people tend to respond unfavorably and aggressively to incompetent and undefined policies that increases less satisfaction level.
2.4.2.9 Interpersonal Relationship
According to Maslow 1943, Herzberg, 1959, Salancik et al., 1978, and Baron et al 1991 job satisfaction is a significantly related to interpersonal relationship. Friendly and positive relation among employees and their supervisors influences and maintain both higher level of job satisfaction and employees retention. Needs theories suggest that the absence of good interpersonal relationship results into job dissatisfaction.
2.4.2.10 Public Opinion
According to Salancik & Pfeffer, (1978) job satisfaction is socially constructed, what is prevailing and widespread influences the job attitudes of employees. The social information processing approaches indicates that job satisfaction is a significantly related to public opinion. Positive public opinion tend to lead to the higher job satisfaction, while negative public opinion increases frustration, regression and job dissatisfaction. Example, a public opinion that “teachers are losers will remain poor they don’t make much money, help other to climb the ladder toward wealth while they are left down in poverty without making wealth” can affect the level of job satisfaction of a teacher.
2.4.2.11 Status
The Cambridge Advance Learner’s Dictionary (2010) defines status as the amount of respect, admiration or importance given to a person, organization or object. Researches shows that in Tanzania teaching profession has a very low respect in the society as the outcome of deteriorating income and poor living conditions (Sumra, 2006 & Davidson 2006). Poverty is a significantly related to both teachers lower status and job dissatisfaction, as the Holy Bible says “the poor is dislike even by his neighbors, but the rich has many friends” (Proverbs 14:20).
2.4.2.12 Work Schedule
A work schedule is the time frame that an employee works during a certain course of time. Schedules can fluctuate, rotate or remain constant throughout the course of a year. Penrose (1996b) cited in  Leu et al., (2007) shows that in Tanzania, teachers' unions have warned about excessive workloads and complained about staff being put under too much pressure. 
The long working week has been one of the grievances prompting teachers to go on strike. Teaching hours are a minority of a teachers' workload; beside this there is time spent in school for lesson preparation, marking, supervising children away from the class and carrying out any other administration. Teachers work many hours without pay, they work 55+ hours a week in term-time. Teachers activities consumes even hours for their family, rest and personal matters since their work doesn't stop when the school day stops, and it doesn't end when the holidays start, they are busy professionals. 
2.4.3 Intrinsic Job Characteristics
The theories reviewed indicate that there is a strong relationship between intrinsic job variables (motivators) and job satisfaction.
2.4.3.1 Achievement 
According to Herzberg (1959) achievement is a motivator or satisfies leads to satisfaction. It is a successful completion of a work and seeing results of one’s job. Job satisfaction is a significantly related to achievement. For an organization reach achievement as a motivation factor, work should be challenging and interesting with sufficient opportunities for achievement such as delegating, involving, sufficient information and adequate autonomy. Employees experience such achievement experience satisfaction.
2.4.3.2 Job Security 
According to Matteson et al. (2005) job security is the belief that one’s position is relatively secure and continued employment with the organization is a reasonable expectation. Job satisfaction is a significantly related to job security; Cornell model asserts that job security influence job satisfaction (Hulin, 1991); according to Herzberg (1959) employees in secure jobs record higher level of job satisfaction the job security presence in the job cause employees not become dissatisfied, prevents dissatisfaction. When employees are under a constant fear of losing the job, their morale cannot be high. Therefore, a reasonable security of job should be guaranteed (Gupta, 2008).
2.4.3.3 Work Value
The work value is the extent where the results of an individual work has substantial impact on well being or lives of both an employee and those around him or her. According to Hackman et al. (1976) the work value is determined by its meaningful experiences, interesting and challenging created in the work. Job satisfaction is a significantly related to work value. The higher the work impact the higher the job satisfaction will be, the lower the work impact the less the job satisfaction of employees in any sector. Taking the case of teaching profession, when work impact is higher on educational beneficiaries and less to teachers’ life or well being, teachers will dissatisfied as they see no value in their job.
2.4.3.4 Feedback
According to Hackman et al (1976) feedback is a degree to which the work itself provides feedback or a clear information about the effectiveness of workers performance or how workers performs the job. Feedbacks from superiors and leadership practices have a clear impact on workers’ satisfaction levels. Organization do not proved back feedback enlarges sense of dissatisfaction among its members. Various studies observes the importance of feedback in the formation of employees job attitudes (Hackman et al 1976, Lam et al., 2002, and Lievens et al., 2007). 
2.4.3.5 Responsibility and Autonomy 
Herzberg (1959) observes responsibility as a motivator factor (satisfies); what must be performed to accomplish a task and the obligation as determined by the employer; and in its absence the job do not prove highly satisfying and higher performance. Hackman et al. (1976) asserts autonomy as the extent to which the job provides freedom, independence, and discretion to one is performing the job in scheduling the work and determine the procedures to be used in carrying it out. Job satisfaction is a significantly related to autonomy (Matteson et al., 2005, Wallace, 2010).
2.4.3.6 Recognition
Adenike (2011) express recognition as a respect an employee enjoys among colleagues in the organization, which is a result of the status value of the job.  Recognition can be in done in many forms such as letters, praise, promotions, trophy, and special tour. Various studies strongly agrees that employees job satisfaction is a significantly related to recognition. It eliminates inferiority complex and negativity among staff members while promoting self-esteem and self-confidence of workers and raise performance, production and job satisfaction (Subha 2013, Riley 2005, & Usman et al., 2010).
2.4.3.7 Work-itself
Fugar (2007) and and Adenike (2011) work itself is performing a job with challenging experiences that ensures confidence, creativity, self expressin, provide a sense of respect, status and achievement and raise good feeling. It should be noted that, work itself can be either good source of good feeling and fun or bad feelings and boaring. Every one of these is a significantly related to employees job satisfaction. According to Usop et al., (2013) working with pride is one way to satisfy the teachers with their job.
2.4.3.8 Personal Growth
The Herzberg two-factor theory term the growth as a motivator that is needed in order to motivate an employee and outcome is higher job performance; in its absence in the job it do not prove highly satisfying (Herzberg 1959, Matteson et al., 2005). Employees expects to grow personally and professionally this makes growth significantly relate to job satisfaction. The organization with best growth program, its employees will express higher job satisfaction vice versa. Through growth employees increases their potentiality to their organization and themselves.
2.4.3.9 Fairness
The Cambridge Advance Learner’s Dictionary (2010) defines fairness as the quality of treating people equally or in a way that is right or reasonable. According to equity theory an employee can equally or unequally (fairly or unfairly) treated; equity theory has been extended to organizational justice that comprises three types: distributive justice, procedural justice and interactional justice. It has been argued that dissatisfaction can raise when an employee experience inequalities with fairness in his or her outcome receives, bureaucracy and treatment procedures in the organization, and if has been treated fairly with dignity and respect (Mirkamali et al., 2010, Mayuran 2013, Mayer 2009, Fujishiro’s 2005, Naeem et al., 2011, Greenberg 1987, Jamal et al., 2013, and Sridhar et al., 2004).
According to Azizi, (2013), findings of various studies, indicated a significant positive relationship between organizational justice and job satisfaction. When there is unfairness in any of the sub-dimension of organizational justice leads to sprouting of anger, stress, negative attitudes, lower efficiency, less organization commitment, cooperation, performance, poor quality, stealing, strikes, psychological withdrawal from work and dissatisfaction; and employees feel that their organization treat them fairly in every aspect will show more positive attitudes, high performance, good interpersonal relationship, and higher satisfaction (Mohammadpour et al., 2014, Gupta, 2008, and Ivancevich 2004).  
2.5 Summary of Empirical Literature Review 
There have been various findings from different studies across the world about the employees’ level of job satisfaction. The work done by Muze (1987), Mwamwenda (1995), Michaelowa (2002), Bennel et al., (2005), Williams (2009), Wallace (2010), Adenike (2011), Akiri (2014), Nyagaya (2015) and Musyoki (2015) are example of such valuable studies which in different angles studied this phenomena. Various research conducted worldwide shows a meaningful relationship between the demographic factors and the level of job satisfaction such as studies conducted by Akhtar et al. (2012), Mwamwenda (1997) and Ghenghesh (2013).
The Maslow hierarchy of needs theory (1943) suggested that human being is a perpetually wanting animal, has different needs and is drawn to satisfy the lower one, after another one pops up to take the place. According Maslow’s theory level of job satisfaction either positive or negative is influenced by either met or unmet human needs. The reputable work of Fredrick Herzberg (1959) the Herzberg’s two-factor theory of motivation, in which he extended the work of Maslow and developed the concept of job satisfaction into two dimensions namely, intrinsic and extrinsic. Great work of Richard Hackman and Greg Oldham (1980) who introduced the job characteristic model which confirmed the positive relationship between job characteristics, job satisfaction and job performance. 
Gerald Salancik and Jeffrey Pfeffer (1978) who maintained that effective attitudes about work are developed using social information about past behaviors and about what other think. After various studies conducted on dispositional approach (Fisher and Hanna 1931, Wetz 1952, David, Lee and Auke 1988, David et al., 1988, and Levin and Stokes 1989 and Netcowitz and Roznowski 1994) Larsen et al. (2001) suggested that personal characteristics that employees brings to work each day have influence on job satisfaction. 
The study of John Stacey Adam (1963) revealed that job satisfaction is influenced by the ratio of inputs which an employee’s contribution to the organization and to output (outcome) the extrinsic job conditions such as salary. His work later was developed to what is known as organizational justice. According Locke (1976) the level of job satisfaction either positive or negative is influenced by the fulfillments or unfulfilled job values that are very important to the employee. Hulin (1991) study based on the Cornell model, shows that the level job satisfaction is the outcome of the function of the balance between the role input and role outcome. 
Empirical evidence from various studies ultimately reported different levels of job satisfaction influenced by various factors. Such findings provided strong evidence that employees’ job satisfaction is influenced by individual characteristics, extrinsic job conditions and intrinsic job characteristics.
2.6 Research Gap
The literature review has acknowledged that there are many studies conducted to determine variables that affect the level of employees’ job satisfaction while the level of teacher job dissatisfaction seem to feature in secondary schools. Despite that through review of literature, a researcher identified unique practices that calls for  replacing the existing practices and systems for public community secondary schools so that  teachers can experience higher level of job satisfaction which will trigger off their efficiency and students performance; the reviewed theories such as those of Abraham Maslow, Fredrick Herzberg, Richard Hackman and J. Stacy Adams were developed from the data collected in the western countries. There is a greater difference in terms of culture, development, industrialized level, and working environments in developing country like Tanzania and developed countries. In Tanzania none was conducted in Magu district. Therefore, the need to fill the gap was found to be prudent by identifying factors influencing secondary schools teachers job dissatisfaction in Magu district and to prescribe real effective interventions towards enhancing highly satisfied teachers in the Tanzania context to enhance students performance and quality education. 












CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction 
In this chapter a researcher focuses on methodology that was employed during the study. The research design is discussed and data collection methods are described. Generally this chapter is organized under the following subsections: study design, geographical location, population of the study, paradigm/approach, study design, geographical location, population of the study, sample size and sampling procedures, instrumentation, reliability and validity of the research instruments, Research Procedures, data processing and analysis plan and ethical consideration issues.
3.2 Study Design
The study adopted descriptive survey design (cross-sectional survey design). The design has been used in the process of gathering data through observation, interviewing and administering questionnaires to a sample of the population which consist of teachers head of schools, second masters, academic masters, discipline masters, patrons, matrons, DEOs office officials, WEC, 9. The study utilized both the quantitative and qualitative approaches.
3.3 Study Area
The study was conducted in Magu district, one of the seven districts of the Mwanza Region of Tanzania, East Africa. Its administrative centre is the town of Magu along the Simiyu River. It is administratively divided into four Divisions and eighteen wards. The reasons for selecting this area include its accessibility and closeness from the researcher domicile. 
3.4 Population
Kombo et al. (2006) define population as a group of individuals, objects or items from which samples are taken for measurement. The population of this study involved all teachers in public community secondary schools, heads of community secondary schools, ward education coordinators, and officials in DSEO’s office in Magu District. 
3.5 Sample and Sampling Procedures

3.5.1 Sample 
The key respondents from sampling frame to this study included 139 respondents comprising of teachers, head of schools, WEC, and officials in the DSEO’s office. The decision about the sampling size of this study generally was taken on grounds other than time, purpose of the study, population in question and intention to reduce the sampling error. Sampling error is reduced by increasing the sample size (Sapsford, 2007). Representative sample was adopted to ensure coverage of all aspects of relevance to research questions and include in the findings, reduction of the biasness of the sample, the presence of balance between the proportions within the sample and the proportions which occurred in the overall population being investigated and greater confidence about making generalization based on findings from the sample.
 So the researcher expected to collect data from 139 respondents who are employees in Magu district. Finally, at the end of the day 137 respondents’ information was collected.
Table 3.1: Selected sample 
	Respondents
	Total No. of Sample

	Teachers
	120

	Heads of Schools
	8

	WEC
	8

	DSEO’s office
	3

	Total
	139


Source: Field Data (2015)
3.5.2 Sampling Procedures
Sampling is about getting a group to survey, which is enough like the population under investigation that valid generalizations can be made about the population on the basis of the sample (Sapsford, 2007). Both types of sampling the non probability sampling and probability sampling were employed to select the sample. Bellow is the combination of the sampling Procedures was used: 
3.5.2.1 Purposive Sampling 
As the principle of selection purposive sampling is the researcher’s judgment as to typically interest; the researcher hand-picks subjects on the basis of specific characteristics, building up sample of sufficient size having the desired traits (Robison 2011, Black 2005). The procedure was used to select specific individuals who included: heads of schools from the sampled schools, WECs from the sampled wards and officials from DSEO’s office were selected by virtue of their responsibilities since they are informed about the required information since they  are responsible for educational leadership and administration of the secondary schools in the districts.
3.5.2.2 Random Sampling Technique 
This is among the probability sampling procedures. Random sampling is the method of drawing a portion (sample) of population so that all possible samples of fixed size n have the same probability of being selected (Black, 2005). Researcher selected respondents (15 teachers) from each of the sampled secondary schools using simple random sampling. Researcher provided teachers with papers which state yes or no. those who picked yes were recruited for the study. 
Also the study used the stratified random sampling technique which involving taking a random sample from identifiable groups (strata) that are homogeneous for the designed characteristics (Black, 2005). It was used to draw sample of eight schools from nineteen community secondary schools in Magu district by combining the stratification with simple random sampling technique (Robson, 2011). The researcher secured the list of schools from both division, stratified them accordingly; and from each stratum or sub-groups of a population he used simple random sampling technique to select schools from each group to represent all other schools. 
The researcher used stratified random sampling technique to ensure that different sub-groups of this study population are accurately covered with sufficient numbers as possible in the representation of the population within the sample and reduce standard error or collection of the biased data (Marcus et al., 2003, Kothari 2004 & Sapsford 2007).
3.6 Data Collection Techniques/ Methods
Data collection is a process whereby a researcher gathers data from various sources of information proportional to the research plan to prove some phenomena. The use of multiple techniques was employed as a means of crosschecking the authenticity of data from single source, enhancing their validity and reliability and increase in-depth and understanding of the phenomenon. This enhances and increases the researcher’s confidence on the credibility of the results.
The study employed the following methods to collect data: questionnaires, semi-structured interviews, observation schedule and documentary review.
3.6.1 Documentary review
For the purpose of this research, documents are official recorded materials that give information about phenomena that can be used as evidence or proof in the process of investigation of specific information or topic. This study used documentary review as an instrument to collect the required data. The documents reviewed include teachers’ attendance and permission books, class journals, lessons plans, schemes of works were of great help to identify teachers’ dissatisfaction expressed behaviors. These were valuable supporting documents to completion of some information in the observation sheet. 
3.6.2 Questionnaires 
This study employed questionnaires to collect data. Questionnaires for teachers and (Appendix 1-A) and heads of schools (Appendix 1-B) designed with simple closed ended items as well as open ended ones were uses as they facilitated the collection of data from a large sample at minimum cost, confidentiality, accuracy time management, and reduction of biasness. The data collected was both quantitative and qualitative in nature. The questions were structured with aim of addressing the specific objectives of the study. 
3.6.3 Interview
Semi-structured interviews for WECs (Appendix 2-A) and officials in the DSEO (Appendix 2-B). Both face to face and phone interviews were used. The reason for employing this method is that it , allowed interviewee develop ideas and speak more widely on the issues raised by researcher, defining their situation in their own way and flexibility of sequence of discussion. The questions were structured with aim of addressing the study specific objectives and the data collected were more qualitative in nature. 
3.6.4 Observation
Observation is one of the data collection methods employed to collect first hand data (Appendix 3-A). The researcher used the nonreactive observation, which involves collection of data base on observations of individuals in real-life contexts and in which individuals do not know they are observed (Borg et al, 2007). The observation guide allowed more objectivity of the study.
3.7 Validation of the  Research Instruments 
Validation refers to the process of ensuring that research instruments and data constitute accurate, honest and trustworthy to bring intended outcome that yields constant identical results to other situations when someone else using the same instruments (Sapsford 2007 & Marcus 2003, Kahn et al., 2006 & Borg et al., 2007). 
To ensure reliability, the pilot study was carried out and same questions were adjusted thereafter to eliminate identified ambiguities. According to Marcus, 2003) the best pilot test is to try it out on a small group of people who are potentially part of your sample, with good piloting problems with instruments become clear and worth changes are made so a as to get most useful data from the majority of respondents. The instruments were tested using few teachers in the population and the information obtained from the test was used to modify the instruments. The researcher used the test-retest method which involved administering the same instrument twice to the same group of respondents with time lapse between the first and the second test so as to ensure validity of research instruments. 
The researcher conducted interviews when interviewees have sufficient time to answer questions; also he delivered questionnaires to respondents and offered enough time allowing them to answer at any quite place after work so as to avoid social interaction from work or supervision in schools. The collection of questionnaires was done after answering them. The researcher believes that this lessen harmful to the reliability of the study because it is important to collect accurate and trustworthy information from the survey. Therefore, principles of reliability and validity remained as fundamental part of research instruments of this study. 
3.8 Data Processing and analysis Plan
Data analysis plan is a systematic process which involves working with data, organizing and breaking them into manageable units, synthesizing them, searching for patterns, discovering what is important and what is learned and deciding what to tell others (Kothari, 2004). The researcher processed data by carrying out manual editing, coding, classifying and tabulating data obtained from documentation, observation and interview so as to achieve the goal of qualitative data analysis to uncover emerging themes, patterns, concepts, insights, and understandings. 
The data collected through questionnaires, interviews and observations were analyzed using descriptive statistics, especially the measure of mean and standard deviation. The qualitative and quantitative methods were applied in data analysis supported with the Statistic Package for Social Sciences (SPSS) software in analyzing the data. Quantitative data were summarized using frequencies and percentages or mean and standard deviation. The findings were presented using tables, charts and graphs with explanations basing on each research objective.
The researcher used the simple statistics to draw conclusions about the population from which the sample is drawn. He employed descriptive statistics technique to identify job dissatisfaction facets; and demographic factors, extrinsic job conditions and intrinsic job characteristics which influence teacher job dissatisfaction.
3.9 Ethical Consideration Issue
Denscombe, (2011) emphasizes on the role of researchers to approach their task in ethical manner towards protecting the population and public. Case studies often deal with matters of public but for which there is neither public nor scholarly ‘right to know’. Researchers are guests in the private spaces of the world. Their manners should be good and their code of ethics strict. Researchers must follow rules for protection of human subjects (Lincoln et al, 2000). During data collection the procedures for the protection of human participants were followed. The informed consent was first being sought from respondents after explaining the dignity, privacy and well being of the respondent. The researcher also maintained confidentiality by not mentioning the names to ensure anonymity. Numeric or letter identifiers were assigned to participants to ensure the confidentiality of responses throughout the research process.










CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSION
4.1 Introduction
This chapter presents, analyses, and discusses the results of this research. The findings are presented, interpreted and discussed in connection with teacher job dissatisfaction in Magu district, Mwanza region, Tanzania. The findings have been presented in sub-sections as guided by the research objectives. The study sought information from teachers and heads of schools using questionnaires, WEC, and District Education Officials using interview and observation schedule for observing working environment and expressed teachers’ behaviours. The sample was made up of 139 respondents. Out of these 98.6% (N=137) responded.
A total number of 128 questionnaires were distributed to secondary school teachers and heads of schools from 8 out of 19 schools in Magu district and 98.44% (N=126) were received. The researcher conducted eleven interviews and all respondents responded. The response rate is considered high enough and the researcher felt justified processing with data analysis. 
After collection of the data, the data were entered and processed by using the Statistical Package for the Social Sciences (SPSS) software and the research findings are presented in the following ways: the demographic information was presented first, followed by the general teachers job satisfaction and retention and lastly, teachers’ rating job factors. Correlation analyses were utilized to answer the research questions.
The findings are presented according to the objectives and discussed in the light of the reviewed literature related and according to the research questions. The objectives are:
1. To identify the relationships between demographic variables and teacher job dissatisfaction in Magu district. 
2. To measure teachers’ levels of job dissatisfaction based on factors related to work.
3. To identify factors influencing secondary schools teachers’ job dissatisfaction in Magu district.
4. To identify significant changes which can influence higher level of teacher job satisfaction in Magu district.

4.2 The Relationship Between Demographic Variables and the Level of Teacher Job Dissatisfaction 
The analysis was guided by objective 1 and research question one which stated: is age, gender, marital status, level of education, teaching subjects, tenure and position related to teacher job dissatisfaction?
In the first part of the Teacher Job Dissatisfaction Survey (TJDS), the participants were asked to provide information on the following aspects: age, sex, marital status, academic qualification, teaching subject (for teachers and head of schools) and experience (years saved in teaching profession or particular position).
4.2.1 Age and Teacher Job Dissatisfaction 
Looking at the profile of respondents on Table 4.A1.1 (Appendix 4A-1), statistical data collected indicates that the majority of the respondents (45.3%) were aged between 26 and 30 years , 23.4% of the participants were between 31 and 35 years, 8.8% were between 36 to 40, 7.3% were between 21 to 25 years, 5.1% were between 41 to 45, 5.1% between 46 to 50, 2.9% between 56 to 60 and 2.2% were of age between 51 and 56. These figures reflect the fact that there were few experienced teachers, most of teacher in community secondary school are the product of measures taken to eliminate challenges of shortage of teachers that faced SEDP I and II.

Figure 4.1: Age and Community secondary school teachers Job Dissatisfaction Source: Field data (2015) 
Figure 4.1 presents the percentage value of teacher job dissatisfaction among different age groups. All teachers with age between 21-25 (100%) showed to be very dissatisfied. The majority of respondents with age ranging from 26-30 (90.5%) expressed dissatisfaction (74.6% very dissatisfied and 15.9% dissatisfied). Respondents who are of the age between 31-35 (84.4%) reported dissatisfaction (71.9% very dissatisfied, 12.5% dissatisfied). 70% of the respondents revealed to be very dissatisfied. According to statistical data shown, the age between 21-25, 36-40 and 56-60 which expressed high level of dissatisfaction. 62.5% of the respondents  aged between 41-45 expressed dissatisfaction (50% very dissatisfied, 12.5% dissatisfied, while those aged 46-50 reported  dissatisfaction (85.7%); teachers aged 51-55, 33.3% indicated to be very dissatisfied and all teachers aged 56-60 were very dissatisfied with teaching profession. According to data shown the age between 21-25, 26-30, 31-35, 36-40 and 56-60 expressed high level of dissatisfaction while those aged 41-45, 46-50 and 51-55expressed lower dissatisfaction than other ages. Therefore, teacher job dissatisfaction is not related to age.  
4.2.2 Gender and Teacher Job Dissatisfaction
Data from the demographic part of the survey revealed that 66.4% of the respondents were male while 33.6% were female as presented on Table 4A1.2 (Appendix 4A-1). Figure 4.2 shows the relationship between gender and teacher job dissatisfaction. Findings show that a strong majority of female teachers in the analytic sample expressed dissatisfaction with 91.3% (very dissatisfaction 76.1%, dissatisfied 15.2%). However, it can be noted that big number of male teachers expressed satisfaction with 14.3% compared to female teachers (6.5%). Teacher job dissatisfaction is related to gender.

Figure 4.2: Gender and Community secondary school teachers Job Dissatisfaction
Source: Field Data (2015)
4.2.3 Marital status
The researcher also sought to gather information on marital status of respondent. Statistics indicate that 63.5% of the participants were married, 35.5% were single and 0.7% had divorced as presented on Table 4A1.3 (Appendix 4A-1). Figure 4.3 portrays marital status and community secondary school teachers’ job dissatisfaction relationship. The data shoes that divorced reported higher level of dissatisfaction (100%), single (94%) and the married (80%). It should be noted that few married teachers expressed low level of satisfaction (16.4%). Teacher job dissatisfaction is related to marital status.

Figure 4.3 Marital Status and Community secondary school teachers Job Dissatisfaction
Source: Field Data (2015)
4.2.4 Level of Education and Teacher Job Dissatisfaction
According to the distribution of the academic qualifications, the majority 65.7% (N=90) of the respondents held degree (graduate), 30.7% (N=42) held diploma, 2.2% (N=3) held certificate and only 1.5% (N=2) participants masters degree as presented on Table 4A1.4 (Appendix 4A-1). Teachers holding certificates are the minority at ward level as WEC.

Figure 4.3 Marital Status and Community secondary school teachers Job Dissatisfaction
Source: Field Data (2015)
Figure 4.4 above presents the percentage value of teacher job dissatisfaction among different level of education groups. According to data shown, respondents from Magu district expressed their level of satisfaction at various levels. 50% of those with masters shown dissatisfaction. 93.3% of graduates expressed high level of job dissatisfaction while 69% of diploma holders and 66.7% of the respondents with teaching certificates expressed teacher job dissatisfaction. It should be noted that respondents with certificates and diploma had higher percent of satisfaction (23.8%, 33.3%) than graduates and masters holders. Teacher job dissatisfaction is related to level of education.
4.2.5 Teaching Subjects and Teacher Job Dissatisfaction
Data regarding the teaching subjects which teachers are teaching in schools shows that 70.6% of the respondents were art subject teachers while 29.4% were science subjects’ teachers. See Table 4A1.5 (Appendix 4A-1). 

Figure 4.5 Teaching subject and Community secondary school teachers Job Dissatisfaction
Source: Field Data (2015)
Figure 4.5 presents the percentage value of teacher job dissatisfaction among different teaching subjects groups. The data shows that arts subjects reported high level of dissatisfaction (88.8%). Figure 4.5 indicates that teachers teaching science subjects reported lower level of dissatisfaction (81.1%) than those teaching arts subjects. Teacher job dissatisfaction is related to teaching subject a teacher is teaching.
4.2.6 Work Experience and Teacher Job Dissatisfaction
According to the data collected, 64.3% of the total population have saved as teachers between 1 and 5 years and were the majority of this survey, 22.2% of the participants saved between 6 and 10 years, 7.9% saved between 11 to 15 years, 1.6% saved between 16 to 20 years, 1.6% saved between 21 to 25 years, 1.6% saved between 26 to 30 years, and 0.8% saved between 31 to 35 years. Table 4A1.6 (Appendix 4A-1)

Figure 4.6 Tenure of a Teacher and Job Dissatisfaction 
Source: Field Data (2015)
Figure 4.6 presents the percentage value of teacher job dissatisfaction among different turner groups. The data show that teachers with little experience 1-5 and 6-10 years indicated expression of high level of job dissatisfaction (88.5%, 83.4%); followed by teachers with experience of 11-15 years where their level of dissatisfaction increased (90%) and decreased at experience 16-20 (80%). The figure indicates that level of job dissatisfaction decreased highly at experience of 21-25 years (0.00%) afterward increasing again at 26-30 years (50%) and later increasingly at 31-36 years (100%). Therefore, with such trend teacher job dissatisfaction is not related to experience of a teacher because both youth and experienced adults shows to be very dissatisfied with their job.
4.3 The Level of Job Dissatisfaction Base on Factors Related to Work
The analysis was guided by objective 2 and research question two which was what is the current level of teacher job dissatisfaction in Magu district base on factors related to work and working conditions? 
4.3.1 Level of Teacher Job Dissatisfaction and their Intention to Leave Teaching Profession
General Level of Respondent’s Job Dissatisfaction
In the survey instruments the participants were asked to indicate their level of satisfaction with their job as teachers. Table 4.1 shows that the majority of respondents revealed that they were very dissatisfied with their job (71.5%). Further findings show that 13.1% of respondents expressed dissatisfied, 3.6% expressed neutral, 6.6% ranked satisfied while those ranked “very satisfied” were only 5.1%.
Table 4.1: The Level of Respondents’ satisfaction with their job as teachers
	Scales
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Very dissatisfied 
	98
	70.5
	71.5
	71.5

	
	Dissatisfied
	18
	12.9
	13.1
	84.7

	
	Neutral
	5
	3.6
	3.6
	88.3

	
	Satisfied
	9
	6.5
	6.6
	94.9

	
	Very satisfied
	7
	5.0
	5.1
	100.00

	
	Total
	137
	98.6
	100.0
	

	Missing 
	System
	2
	1.4
	
	

	Total
	139
	100.0
	
	


Source: Field Data (2015)
Respondents’ Intention to Leave Teaching Profession
Teachers’ retention in teaching profession was measured in survey. The respondents were requested to answer on a scale from 1 – 2. Statistics revealed that more than 3 quarters of respondents (87.6%) in Magu district were not intending to remain in the teaching profession rather they opt to quit teaching once they would find another job while 12.4% opt to remain. See Table 4.2.
Table 4.2: Respondents Perception regarding retention state in teaching profession
	Scale
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	120
	86.3
	87.6
	87.6

	
	No
	17
	12.2
	12.4
	100.0

	
	Total
	137
	98.6
	100.0
	

	Missing
	System
	2
	1.4
	
	

	Total
	139
	100.00
	
	


Source: Field Data (2015)
Level of Job Satisfaction of Secondary Schools Teacher
Table 4.3 portrays the level of satisfaction of secondary school teachers. The data show that majority of teachers (76.3%) indicate are very dissatisfied. The table indicates that 12.7% are dissatisfied, 2.5% ranked neutral, 4.2% satisfied and 4.2% show to be very satisfied. 
Table 4.3: Level of satisfaction of Teachers with their teaching profession
	Scales
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Very dissatisfied
	90
	75.0
	76.3
	76.3

	
	Dissatisfied
	15
	12.5
	12.7
	89.0

	
	Neutral
	3
	2.5
	2.5
	91.5

	
	Satisfied
	5
	4.2
	4.2
	95.8

	
	Very satisfied
	5
	4.2
	4.2
	100.0

	
	Total
	118
	98.3
	100.0
	

	Missing
	System
	2
	1.7
	
	

	Total
	120
	100.0
	
	


Source: Field Data (2015)
Secondary School Teachers’ Respondents’ Intention to Leave Teaching Profession
Secondary school teachers were asked if they could leave the teaching profession if they found another job, 92.4% teachers reported their intention to leave teaching as depicted in the Figure 4.7.

Figure 4.7: Secondary schools Teacher’s willingness to quit their profession if they could find another job
Source: Field Data (2015)
Level of Job Satisfaction of Heads of Secondary Schools
Table 4.4 depicts that majority of heads of schools shown being satisfied with their job as teachers (37.5%), 25% dissatisfied, very satisfied (12.5%), very dissatisfied (12.5%), and neutral (12.5%). 
Table 4.4: Level of satisfaction of Heads of Schools with their teaching profession
	Scales
	Frequency 
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Very dissatisfied
	1
	12.5
	12.5
	12.5

	
	Dissatisfied
	2
	25.0
	25.0
	37.5

	
	Neutral
	1
	12.5
	12.5
	50.0

	
	Satisfied
	3
	37.5
	37.5
	87.5

	
	Very satisfied
	1
	12.5
	12.5
	100.0

	
	Total
	8
	100.0
	100.0
	


Source: Field Data (2015)
Heads of Secondary Schools Intention to Leave Teaching Profession
Data in Figure 4.8 shows that 62.5% of head of schools have reported intention to leave teaching. The table indicates that few heads of schools 37.5% reported to remain in teaching profession.

Figure 4.8: Heads of schools’ readiness to quit their profession if they find another job
Source: Field Data (2015)
4.3.2 Signs of Job Dissatisfaction Among Teachers
Table 4.A2.1 (Appendix 4A-2) presents the expressed behaviors by teachers with regard to dissatisfaction among teachers. The less the mean score the more dissatisfied behavior. The higher the mean score, the more satisfied behavior. 
Findings show that majority of teachers in the sampled schools were ranked with worse behaviors: rate of sick/bed rest (M=3.75, SD=0.707), time spent in the class (M=4.12, SD=0.354), absenteeism (M=4.25, SD=0.886), departure time from school (M=4.38, SD=0.744), maintaining/protection of teacher personality/dignity after work (e.g. improper clothing, alcoholism, etc) (M=4.50, SD=0.756), time spent in groups discussing issues (M=4.50, SD=0.535), reporting time (M=4.62, SD=0.518), lateness (M=4.62, SD=0.518), time spent talking in the staff room while students are in class without teachers (M=4.75, SD=0.463), honest/faithfulness in recording the reporting time in the teachers attendance book (M=4.88, SD=0.354), conscious on students' discipline issues (M=4.88, SD=0.354), time spent in school non academic activities (voluntary) (M=5.00, SD=0.000), expression of creativity (M=5.00, SD=0.000), and time spent on students' academic development after working hours without pay (M=5.00, SD=0.000).
WEC and DSEOs were asked how satisfied are teachers in secondary schools in their area of jurisdiction, both WEC and DSEOs authenticate the findings in Table 4.3, where validate that teachers are very dissatisfied. During the interview sessions with WEC and DSEO in Magu district respondents were asked to mention signs expressed by teachers patterning to their level of job dissatisfaction. They include: high rate of absenteeism. This was confirmed during observation by a researcher for example in school S due to absenteeism one teacher had to invigilate four to five stream during mid-term test; studying other professions such as procurement, accountancy, sociology, and law; go for further studies without permission; trial to opt other profession such as joining politics and go for MP, Ward Counselor positions and; deep involvement in entrepreneurship industry where in one interview session with WEC he stated that;
“Teachers have turned to be investors in entrepreneurship industry than in their teaching profession. They do their personal business during working hours such as boda-boda, farming, retail shops and stationeries shops. Just yesterday DSEO caught a secondary school female teacher selling goods in her stationary shop during working hours at 09 am in my ward”.
high rate of conflicts in some schools among teachers themselves, school leadership and even employer, and unsatisfactory students academic performance were revealed by both WECs and DSEOs who participated in key informant interviews. 
Low seriousness on students' discipline/practice of laissez-affair style; practice teaching as a stepping stone towards another profession; too much sick/bed rest; high departure from school before legal time, much complains on their rights in the meetings than performing their duties, absence of creativity, alcoholism to some teachers, acceptance of defeat that they are in inferior profession and they are coping with it, most do not teach in the class rather than narrating stories/politics and use of drug abuse were mention by WECs.
While the too much complaints about their claims to the DSEO/DED offices, poor teaching, and sending their complaints PCCB to seek solutions for their problems were mentioned by DSEOs.
4.3.3 WEC and DSEOs Perception Regarding the Level of Teachers’ Job Dissatisfaction and their intention to Leave Teaching Profession
WECs and DSEOs were asked if secondary school teachers would leave their teaching profession if they find another job. Descriptive statistics revealed that all of them (100%) agreed that secondary school teachers would quit teaching if they would get another job. 
Interviewees were asked to give reasons that may lead teachers to leave teaching profession. According WECs and DSEOs who participated in interview reported low salary in teaching profession and absence of corruption in teaching profession appears to be the major reasons for quitting teaching profession. Emphasizing the issue of absence of corruption in teaching profession, one DSEO said:
“Today corruption is considered as a way of life by many people and it is a fashion or pride to work in the job with corruption environment. People seek profession with corruption environment such as police, health sector and procurement. Today it is a shameful thing to work in a teaching sector without healthier corruption and conducive environment for corruption”.
Other mentioned reasons were: poor promotion system, absence of respect in teaching profession, profession does not meet needs, poor working environment, no motivation and incentives such as allowances, seminars and workshops, too much stress in this profession, presence of green pasture to those who can afford, no future expected in teaching profession, low security, some teachers have no call to teaching entered teaching accidentally, interference of education matters by everyone in the country who thinks knows teaching such as house boys, house girls, parents, politicians, and even  illiterates, too much workload while paying low, teachers are left outdated than all profession, they are the last people to be informed, individual preference, life group influence and last is the economic inferiority complex that eats teachers.
Further observation in the Figure 4.9, responses show that majority of WECs indicated the intention to quit the profession 62.5%. 

Figure 4.9: WECs’ retention state in teaching profession 
Source: Field Data (2015)
The reasons provided were: 
Poor working environment, teaching profession does not pay well, the job is tough with low salary which does not meet basic needs.  Teaching is not my call rather is my profession, I made a mistake to be a teacher and I entered accidentally. Government's worse treatment to teachers denies teachers development. The worse thing is that poverty  has became an ideology of teaching profession and pride of teachers, teaching is not respected profession, everyone despise teaching even houseboys, house girls, illiterate class, illiterate and elites politician, etc. Success in the future is highly limited than in other profession such as health, politics and law. There is no overtime pay, poor promotion to teachers, no allowances such as duty allowances, house allowances, etc, teaching facilitates poverty rather than reduce it, and it is inferior profession. 
One among the two respondents reported that “age is gone it is too late” and the other stated that “no capital to develop new career”. During interview only one male respondent stated that” teaching is the job I love”.
During interview majority of the District Secondary Education Officials expressed their intention to leave the teaching profession if they would find other professions (66.7%). 

Figure 4.10: District Secondary Education Officials’ retention state in teaching profession
Source: Field Data (2015)
Explaining reasons for leaving teaching profession, one DSEOs said:
“... if I found the job  that pays high, teaching is not paying very well, and teaching has no allowances if the new job have allowances”. 
One respondent who intended to remain stated that is 
“... satisfied because I love this profession, it is my interest and my professional choice”. 

4.3.4 Level of Job Satisfaction with Factors Related to Teaching Profession
The study sought information from respondents on the level of job satisfaction in relation to factors related to work using likert scale. Table 4.15 portrays respondents views on level of satisfaction base on factors related to their work. The less the mean score the more dissatisfied with the job factor. The higher the mean score, the more satisfied with the job factor.
Table 4.5: Descriptive statistics of respondents (Teachers and Heads of schools) views on level of satisfaction base on factors related to their work
	Factors related to teachers work
	N
	Sum
	Mean
	Std. Deviation

	Salary
	126
	159
	1.26
	.609

	Promotion
	126
	163
	1.29
	.658

	The equipments and facilities used in your school
	126
	183
	1.45
	.665

	The organizational climate
	126
	184
	1.46
	.745

	The feeling of being treated equally
	126
	185
	1.47
	.883

	Career development
	126
	195
	1.55
	.816

	The comprehensive goal and guidelines
	126
	196
	1.56
	.890

	The quantity of work allotted to you (workload)
	126
	199
	1.58
	.933

	The feeling of fulfillment and satisfaction
	126
	203
	1.61
	.921

	Opportunities for further learning e.g. professional training
	126
	205
	1.63
	.901

	The rules and routines of supervision
	126
	216
	1.71
	.945

	Feedback from employer
	126
	224
	1.78
	.962

	Flexibility and independence allowed
	126
	233
	1.85
	1.089

	The criticality
	126
	243
	1.93
	.896

	Respect from co-workers
	126
	262
	2.08
	1.230

	Responsibility allocated to you
	126
	263
	2.09
	1.159

	Feedback from supervisor
	126
	275
	2.18
	1.176

	Recognition from supervisors
	126
	277
	2.20
	1.227

	The relationship with your supervisor
	126
	332
	2.63
	1.250

	The relationship with co-workers
	126
	375
	2.98
	1.274

	The relationship with students
	126
	386
	3.06
	1.343

	Valid N (listwise)
	126
	
	
	


Source: Field work (2015)
4.3.5 Level of Job Satisfaction with Human Needs
The research sought data from the respondent on the level of satisfaction with human needs using likert scale. Their views are presented in Table 4.6. The less the mean score the more dissatisfied with the job factor. The higher the mean score, the more satisfied with the job factor.
Table 4.6 Descriptive statistics of respondents views regarding their level of satisfaction with human needs 
	Needs
	N
	Sum
	Mean
	Std. Deviation

	Salary
	137
	171
	1.25
	.526

	Promotions
	137
	178
	1.30
	.646

	Do you feel you have reached a point of self-actualization (morality, spontaneity, self-sufficient, problem solving, lack of prejudice, acceptance of facts, creativity, etc)
	137
	195
	1.42
	.846

	Availability of teaching and learning facilities
	137
	210
	1.53
	.796

	Work itself
	137
	214
	1.56
	.938

	Physiological needs (e.g. food, cloth, shelter, health, books, rest, etc)
	137
	216
	1.58
	.755

	Status
	137
	218
	1.59
	.904

	The feeling of respect from others (staff, in the community)
	137
	225
	1.64
	1.027

	Safety and security at the work place
	137
	229
	1.67
	.932

	Your self esteem (confidence, achievement, status, responsibility, reputation, respect of others)
	137
	232
	1.69
	1.154

	Sense of belonging and affection with work mates
	137
	245
	1.79
	.958

	Autonomy
	137
	276
	2.01
	.915

	Decision making
	137
	281
	2.05
	1.031

	Job security
	137
	310
	2.26
	1.139

	Valid N (listwise)
	137
	
	
	


Source: Field work (2015)
The majority of respondents indicated to be dissatisfied with aspects of human needs. On the mean rating, salary (M=1.25, SD=0.526), promotions (M1.30, SD=0.646), feeling of being reached a point of self actualization (M=1.42, SD=0.846), availability of teaching and learning facilities (M=1.53, SD=0.796), work itself (M=1.56, SD=0.938), physiological needs (M=1.58, SD=0.755), status (M=1.59, SD=0.904), the feeling of respect from others (M=1.64, SD=1.027), safety and security at the work place (M=1.67, SD=0.932), and teachers’ self esteem (M=1.69, SD=1.154) were ranked highly as the most of needs respondents dissatisfied with. However other needs which respondents were dissatisfied with include, sense of belonging and affection with work mates (M=1.179, SD=0.958), autonomy (M=2.01, SD=0.915), decision making (M=2.05, SD=1.031) and job security (M=2.26, SD=1.139).
4.3.6 Level of Job Satisfaction of Teachers base on Job Factors
The rating of the factors influencing level of secondary schools teachers’ job satisfaction was categorized into five category which are general working conditions, pay and promotion potential, work relationship, use of skills and abilities, and work activities. The ratings were summarized for each category. The scale was scored by adding the circled numbers, the mean of which, the higher the mean score, determine the level of job satisfaction of teachers.
4.3.6.1 General Working Conditions
Data regarding general working conditions were first gathered from teachers and heads of schools and then WECs and DSEOs.
Teacher’s Views on Level of Job Satisfaction with General Working Condition
Figure 4.11 presents the respondents’ perception with regards to their level of job satisfaction with their general working condition. Findings show that, 96.4% of teachers were not satisfied by amount paid vacation time/sick/maternity leave offered, while 86.3% expressed dissatisfaction with procedural justice and 75.5% of teachers were not satisfied with interactional justice. However, it can be noted that 62.8% were not satisfied with location of work thus it was ranked with lowest level of dissatisfaction by secondary schools teachers. Factors which appeared to be satisfied were flexibility in scheduling (38.1%) and hours worked each week (44%) by teachers
 (
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Figure 4.11: Rate of Teachers views on the level of job satisfaction with General Working Conditions
Source: Field Data (2015)
Heads of Schools Views on Level of Job Satisfaction with General Working Condition
Figure 4.12 presents the heads of schools’ perception with regards to their level of job satisfaction with their general working condition. Majority of head of schools ranked amount paid for vacation time/sick/maternity leave offered (87.5%), procedural justice (50%) and location of work (62.5%) as dissatisfied factors. However, they were lowly satisfied with interactional justice (37.5%), satisfied with hours worked each week (75%) and satisfied with flexibility in scheduling (62.5%). 
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Figure 4.12: Rate of Heads of Schools views on the level of job satisfaction with General Working Conditions
Source: Field Data (2015)
WEC reported to be very dissatisfied with both procedural justice and interactional justice. Reasons provided by WECs for such rank for procedural justice are: it is designed to be oppressive and denial to teachers rights, it delays rights of secondary schools teachers, it is outdated bureaucracy, it delays teachers development e.g. delay in payment of arrears, promotion, etc, it is designed by non teachers professionals who do not know the weight of this work, it mistreats teachers, it exploits teachers as it makes them utilize highly their personal financial resources, it does not respect teachers and too stressful to teachers, and it makes teachers hate teaching profession and become ineffective. 
The reasons provided by WECs for such rank of dissatisfaction for interactional justice are: secondary school teachers' rights are denied and not cared with dignity, no respect as it denies teachers' rights and cause students and community to disrespect teachers, poor treatment for secondary teachers than primary teachers at the district council offices, every one pretend to be a teacher, knows teachers issues, ignore and not care seriously matters of teachers at district level, and secondary school teachers are suffering with their problems/demands while the government is relaxing at all levels. 
District Education Officials B and C indicated dissatisfaction with procedural justice. The first shows to be very dissatisfied and the second dissatisfied (66.7%), reason behind mentioned by DSEOs are: it delays teachers' rights, it left teachers under stressful situation, it is not favorable compared to the teachers, it denies teachers rights, and  no fairness completely, while officer A (33.3%) expressed satisfaction with  procedural justice with following reasons: generally it is more unhelpful and confusing to teachers. One official expressed satisfaction with the reasons that there is decentralization, there is improvement of customer care,, and issues are solved quickly. 
District Education Officials B and C show dissatisfaction with interactional justice (66.7%) and one expressed very satisfied (33.3%). Reasons provided were: no respect to teachers’ claims at DED level above, one official reported that: 
“on the aspect of financial it does not respect the dignity of a secondary school teacher, there is highly delay of secondary schools teachers rights and development, worse treatment have made some of teachers to appeal to PCCB and CHRGAGG so as to demand their right and respect of dignity, teachers matters are left with no body to care about, promotion are not given in time to secondary school teachers, and teachers are left to live in poverty and every one disrespects them”. 
One reason for satisfaction expressed by officer A is a possibility to communicate with leaders at any level e.g. minister. 
4.3.6.2 Pay and Promotion Potential
Data regarding pay and promotion were gathered from teachers and heads of schools and then WECs and DSEOs.
Secondary Schools Teachers’ views on the Level Satisfaction of Pay and Promotion Potential
Figure 4.13 shows that teachers are not much comfortable with salary (97.5%), opportunity for promotion (95.8%), distributive justice (equality of an individual's outcome) (93.2%) and benefits (health insurance, life insurance, etc) (79.7%) they ranked these as not satisfied at all factors. Recognition for work accomplished (70.3%) and job security (56.8%) as dissatisfied factors.


Figure  4.13: Secondary Schools Teachers’ views the level of satisfaction of Pay and Promotion Potential
Source: Field Data (2015)
Heads of Secondary Schools’ Views on the Level of Satisfaction of Pay and Promotion Potential
From the results reflected in Figure 4.14 above, shows that heads of schools ranked salary (87.5%), opportunity for promotion (75%), Benefits (health insurance, life insurance, etc) (75%) and distributive justice (62.5%) as dissatisfied factors though are significant factors with positive outcome for job satisfaction. These results also indicate that recognition for work accomplished (37%), and Job security (50%) as satisfied factors.

Figure 4.14: Heads of Schools views on the level of satisfaction of Pay and Promotion Potential
Source: Field Data (2015)
WECs and DSEOs Views on the Level of Satisfaction of Pay and Promotion Potential
All WECs indicated to be very dissatisfied with the salary the government of Tanzania pays teachers. The reasons provided were: it is highly low and does not meet even basic needs of an individual/family, it facilitates and highly increases teachers' economic inferiority complex in the community/nation, it does not bring respect to teachers, it is a stressful salary, it makes people view teachers as failure people including their born kids and students in the community, it makes teachers to remain poor while helping others to eradicate poverty successfully, it lowers the quality of our country education, it is not equal/matching to what we teachers are giving to the nation, it is exploitative salary, it forces teachers to concentrate on doing other business to meet their basic needs e.g. shoeshine, boda boda, concentrate on farming, etc, it is a nurturing poverty salary, and it is an insult to teaching profession compare to the contribution of teachers in poverty reduction in the country. 
District Education Officer B and C shows to be very dissatisfied with the salary paid to teachers, while officer A expressed satisfaction. The reasons given by dissatisfied District Education Official B stated that: 
“Salary paid to teachers does not meet basic needs, it is very low compared to other profession such as health sector, it brings no respect to teaching profession/people disrespect this profession and it leads to teachers rent money from local people and have huge debts to pay. Other reasons were: it leads to teachers involvement in taking high rate of loans from banks and other financial institution e.g. NMB, TUNAKOPESHA, etc, it under-develops teachers”. 
It should be noted that only one officer who claim to be satisfied with the salary paid to teachers said that:
“Teachers are among employees who are paid highly though they lack incentives”. 
Also WEC were very dissatisfied with the distributive justice (equality of an individual’s outcome) in education system in Tanzania. They gave the following reasons for such level of dissatisfaction: no equality since teachers are the creators of this nation they make what it is and what to be, one reported that:
“there is no equality between what teachers give to a nation and what they receive, teachers contribute above 60% in poverty reduction effort but they remain poor class, what teachers are paid is just an insult and it is unequal trade it is like that the community is taking 100kg of diamond and gold and pay teachers 1m of piece of cloth. Big workload and high quality commodity but payment is highly low”. 
Majority of respondents indicated that there is no significant relationship between teachers’ contribute in poverty reduction and what they are getting rather they remain poor while citizens become millionaires. The findings reveal that there is no equality, teachers are highly exploited, and the nation is developing highly due to teachers contribution but teachers are undergoing underdevelopment are left outdated. 
District Education Officials expressed dissatisfaction with distributive justice in education system in the country. Reasons mentioned were: it is a very exploitative/unequal exchange between teachers and community, it makes teaching profession be left for those from poor families, it makes teaching the most poor profession than all in the country while teachers contributes highly in poverty reduction but they remain very poor than the most citizen. 
According to interview results indicate that WEC to be very dissatisfied with opportunity for promotion. Reasons for such level of dissatisfaction were: it is hopeless/un-trustful/un-transparency promotion system), it is a stressful system, no respect to experience of a teacher in this system, it supports/facilitates favoritism/tribalism/corruption, etc., it develops classes of poor teachers and rich teachers. Other reasons are: It leads to disrespect among teachers themselves as well as in the community. It has left/ignored secondary schools teachers out of the system of promotion compared to primary schools teachers who are highly promoted, it makes people see teachers as failure people in life till they come to retire, and it is oppressive system. It does not profit teachers rather than leave them toil with little compensation and it is oppressive system.
Majority of the officers at District Secondary Education Office (officer B and officer C) show dissatisfaction with opportunities for promotion. However officer A was very satisfied. Reasons given for dissatisfaction were: it is very poor for secondary school teachers, it facilitates favoritism, corruption, tribalism, etc, promotions  remain on papers and speeches of ministers in the parliament with no implementation, it is the outdated system, it is too discriminative system does not promote economic equality rather creates  classes of poor and rich teachers. Expressing its weakness one of the officials reported that: 
“It causes much discontent among teachers and conflict between DESEO's office and teachers if a teacher is not understanding one. Some of oppressed teachers under the current promotion system have appealed to PCCB for help”.

4.3.6.3 Work Relationship
Table 4.7: The mean rating on Teacher views on the level of satisfaction of Work Relationships
	Work Relationship Factors
	N
	Sum
	Mean
	Std. Deviation

	Relationship(s) with your employer/supervisor(s)
	118
	244
	2.07
	1.182

	Relationship(s) with your Supervisor(s)
	118
	257
	2.18
	1.272

	Relationship with your co-worker
	118
	284
	2.41
	1.440

	Valid N (listwise)
	118
	
	
	


Source: Field work (2015)
According to Table 4.7 teachers indicated to experience serious un-comfortable situation in work relationship area. Majority of teachers expressed their feeling by ranking relationship(s) with employer/supervisor(s) (M=2.07, SD=1.182), Relationship(s) with your supervisor(s) (M=2.18, SD=1.272) and Relationship with co-workers (M=2.41, SD=1.440) as not satisfied at all factors.
Table 4.8: The mean ranting on Heads of Schools’ views on the level of satisfaction of Work Relationships.
	Work Relationship Factors
	N
	Sum
	Mean
	Std. Deviation

	Relationship(s) with your employer/supervisor(s)
	8
	28
	3.50
	.535

	Relationship(s) with your supervisor(s)
	8
	31
	3.87
	.641

	Relationship with your co-worker
	8
	32
	4.00
	.926

	Valid N (listwise)
	8
	
	
	


Source: Field work (2015)
Table 4.8 shows that majority of the heads of schools were satisfied with relationship(s) with employer/supervisor(s) (M=3.50, SD=0.535), relationship(s) with supervisor(s) (M=3.87, SD=0.641) and relationship with co-workers (M=4.00, SD=0.926).
4.3.6.4 Use of Skills and abilities
Table 4.9: The mean ranting on Teachers views on the level of satisfaction of Use of Skills and Abilities
	Use of Skills and Abilities Factors
	N
	Sum
	Mean
	Std. Deviation

	Support for additional training and education
	118
	188
	1.59
	.742

	Opportunity to learn new skills
	118
	194
	1.64
	.801

	Opportunity to utilize your skills and talents
	118
	197
	1.67
	.838

	Valid N (listwise)
	118
	
	
	


Source: Field Data (2015)
According to descriptive statistics as expressed in Table 4.9 teachers were not comfortable with support for additional training and education (M=1.59, SD=0.742), opportunity to learn new skills (M=1.64, SD=0.801) and Opportunity to utilize skills and talents (M=1.67, SD=0.838) they ranked these as not satisfied at all factors.
Table 4.10: The mean ranting on Heads of Schools views on the levels of satisfaction of use of Skills and Abilities
	Use of Skills and Abilities Factors
	N
	Sum
	Mean
	Std. Deviation

	Support for additional training and education 
	8
	21
	2.62
	1.188

	Opportunity to learn new skills
	8
	27
	3.38
	1.302

	Opportunity to utilize your skills and talents
	8
	29
	3.62
	.518

	Valid N (listwise)
	8
	
	
	


Source: Field work (2015)
According to Table 4.10 the heads of schools expressed dissatisfaction with support for additional training and education (M=2.62, SD=1.188). But as Table 4.10 shows, heads of schools were satisfied with opportunity to learn new skills (M=3.38, SD=1.302) and opportunity to utilize your skills and talents (M=3.62, SD=0.518).
4.3.6.5 Work Activities
According to Table 4.11 teachers were dissatisfied with adequate opportunity for periodic changes in duties (M=2.31, SD=0.874), degree of independence associated with your work roles (M=2.47. SD=0.874) and variety of job responsibilities (M=2.48, SD=0.931).
Table 4.11: The mean ranting on Teachers views on the level of satisfaction of Work Activities
	Work Activities Factors
	N
	Sum
	Mean
	Std. Deviation

	Adequate opportunity for periodic changes in duties
	118
	273
	2.31
	.874

	Degree of independence associated with your work roles
	118
	292
	2.47
	.874

	Variety of job responsibilities
	118
	293
	2.48
	.931

	Valid N (listwise)
	118
	
	
	


Source: Field work (2015)
Descriptive statistics as expressed in Table 4.12 shows that heads of schools were satisfied with degree of independence associated with work roles (M=3.12, SD=0.991), adequate opportunity for periodic changes in duties (M=3.13, SD=1.126) and variety of job responsibilities (M=3.25, SD=1.035).
Table 4.12: The mean ranting on Heads of Schools’ views on the level of satisfaction of Work Activities.
	Work Activities Factors
	N
	Sum
	Mean
	Std. Deviation

	Degree of independence associated with your work roles
	8
	25
	3.12
	.991

	Adequate opportunity for periodic changes in duties
	8
	25
	3.13
	1.126

	Variety of job responsibilities
	8
	26
	3.25
	1.035

	Valid N (listwise)
	8
	
	
	


Source: Field work (2015)
4.4 Factors Influencing Job Dissatisfaction Among Teachers in Public Secondary schools in Magu District
This objective sought to explore factors which community secondary teachers in the district felt dissatisfied with. After data analysis, a researcher categorized the identified factors influencing Job dissatisfaction among teachers in public secondary schools in Magu district into three category: individual characteristics, extrinsic job conditions and intrinsic characteristics. 
4.4.1 Individual Characteristics
Job satisfaction is rooted in individuals’ personalities. There are many individual variables associated with secondary schools teachers’ job dissatisfaction. To prove this, a researcher had to analyze information about individual variables associated with the level of teacher job satisfaction reported by participants. These included gender, marital status, level of education, teaching subject and position. 
4.4.1.1 Gender
Findings of this study show that level of job satisfaction is gender-based. Looking at Figure 4.2 majority of female teachers are very dissatisfied with lower mean (M=1.41). Apparently, about male teachers expressed satisfaction (M=1.70) compared to female teachers (Hannum et al., 2005). 
4.4.1.2 Marital Status
Married, single and divorce affects the cognition of job satisfaction. Research conducted in this area as portrayed in Figure 4.3 indicates that divorced teachers reported higher level of dissatisfaction (M=1.00), single (M=1.32) and the married (M=1.76) employees expressed low level of dissatisfaction.
4.4.1.3 Level of Education
The findings in this study show that there is a positive relationship between teachers’ academic attainments and teachers’ job satisfaction. According to data expressed in Figure 4.4 teachers with masters (M=1.00) and graduates (M=1.32) expressed high level of job dissatisfaction while diploma holders (M=2.22)  expressed lower level of teacher job dissatisfaction.
4.4.1.4 Teaching Subjects
Basing on the findings in Figure 4.5 there are levels of teacher job dissatisfaction among different teaching subjects groups. The data shows that arts subjects (M=1.45) reported high level of dissatisfaction while those teaching science subjects (M=1.81) reported lower level of dissatisfaction.
4.4.1.5 Position
Table 4.9 shows the perception of teachers on level of their job dissatisfaction the majority of the portrayed dissatisfaction (89%) rating to the scale 1-5 of the question. Apparently, 50% heads of schools expressed satisfaction in Table 4.11. these data seem to prove the fact that teachers in different position face different level of job dissatisfaction (Gupta, 2008, and Drukpa, 2010). 
4.4.2 Extrinsic Job Condition
4.4.2.1 Low Salary
According to the findings respondents expressed high level of dissatisfaction with the low salary paid to them by the government of United Republic of Tanzania. Study indicates that well payment would lead to high job satisfaction among teachers. Table 4.C7 and Table 4C8 provides confirmation of the findings in Table 4.B4, Table 4.B3, Table 4.B1 and Table 4.B2 where majority of respondents indicate are very dissatisfied with salary. The results are consistent with Herzberg’s Two-Factor Theory in which health salary is a factor that prevents dissatisfaction, contrary to it, poor salary lead to expression of poor relationships with co-workers, supervisor, employer, bored and dissatisfaction (Herzberg, 1968 and Matteson et al., 2005).
4.4.2.2 Absence of Incentives Compare to other Profession
Based on the findings on the perceptions of respondents about factors that may lead them to leave teaching profession, it is clear in Table 4.B1 and Table 4.B2 (Appendix 4 – B) that absence of incentives such as allowances, seminars and workshops are among factors for dissatisfaction among teachers that leads them to quit teaching. When respondents were asked which profession would they choose if had chance to choose again, majority choose profession with much allowances, overtime pay, seminars and other incentives like professions in health fields. The fact is education and its facilitators in whole are not taken as serious issue by politicians and community (Wittmann et al., 2007).
The responses are consistent with Maslow’s Hierarchy of Needs Theory that emphasizes on financial security as important type of safety need and interactive theories (Adam Equity theory, the Cornell Model and Locke’s Value-Percept Theory), in which respondents are highly dissatisfied with current salary which is highly low hardly meets only some of the physiological needs, of an individual/family Table 4.B1 and 4.B1 (Appendix 4 – B) when compared with other profession.
4.4.2.3 Absence of Corruption in Teaching Profession
Though corruption is an immoral act, respondents’ views regarding the reasons that may lead teachers to leave teaching profession, ranked the absence of corruption in teaching profession as it is taken as way of life today’s people prefer/seek profession with corruption environment such as police, law, health sector and procurement as a factor for dissatisfaction with teaching. Both WECs and DSEOs reported that absence of corruption as reason for teachers choose other profession. Moreover, during the interview sessions with WEC in Magu district about reasons that may lead teachers to leave teaching profession, he stated:
“No corruptions in teaching profession as it is taken as way of life, today’s people prefer and seek profession with corruption environment e.g. police, law, health sector, procurement, etc”.

4.4.2.4 Poor Working Conditions/Environment
The observations from the responses indicated on Table 4.13 shows that teachers (94.9%) reported not to be motivated to work as teachers by general school environment. Figure 11 and Figure shows clearly that majority of respondents reported high dissatisfaction with working condition. Table 4.A2 (Appendix 4A–2) shows that social services available are not adequate. The outcomes are consistent with interactive theories.
Table 4.13: Respondents Perception Regarding General School Working Environment
	Scales
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	7
	5.0
	5.1
	5.1

	
	No
	130
	93.5
	94.9
	100.0

	
	Total
	137
	98.6
	100.0
	

	Missing
	System
	2
	1.4
	
	

	Total
	139
	100.0
	
	


Source: Field work (2015)
4.4.2.5 Absence of Respect
The findings shows that teachers in Magu district were dissatisfied with respect from other staff members and community as well. Teachers depict that teaching profession is neither valued nor respected profession by government, teachers themselves, students and community as whole that is why majority of them opt to study other professions (M=1.39, SD=0.490) see Table 4.B2 and Table 4.6 while other profession shows be valued and respected (M=1.55, SD=0.500) see  Table 4.B1 (Appendix 4 – B). The responses are consistent with Maslow’s Hierarchy of Needs Theory.
4.4.2.6 Workload
Figure 4.14 shows that the perception of educators in secondary schools in terms of workload or the quantity of work allotted to teachers, 86.5% portrayed dissatisfaction. The responses are consistent with Hierarchy of needs theory and Herzberg’s two-factor theory.

Figure 4.15: Perception of Teachers on the quantity of work allotted to an individual (workload)
Source: Field Data (2015)
4.4.2.7 Poor Opportunities for Advancement 
Teachers expressed clear perception that teaching profession has highly narrowed opportunities for advancement in its diversity and make almost absence of achievement in teaching profession. Table 4.B6 (Appendix 4 – B) confirmed the identified factor for teacher job dissatisfaction where majority of teachers depicts that they opt other profession so as to increase income and opportunities for success/fulfill their dreams/in teaching nor such opportunities neither of making money (M=1.83, SD=0.377), teaching does not satisfy teachers’ needs/expectations (M=1.82, SD=0.384). 
4.4.2.8 Poor Promotion
Majority of the respondents indicted to be highly dissatisfied with opportunities for promotions to secondary school teachers. The interview and questionnaire reports on promotion aspect as expressed in Figure 4.13 and Figure 4.14, Table B-1, Table B2, (Appendix 4-B) Table 4.C3, and Table 4.C4 (Appendix 4-C) that majority of teachers identified promotion as among the factors for their job dissatisfaction as they showed to be not satisfied at all with this aspect.
4.4.2.9 Bad Interpersonal Relationship
Table 4.14 portrays teachers’ interpersonal relationship. Results of this study indicate that secondary schools teachers who participated in the study have bad interpersonal relationship (65%) indicating to be a factor influencing teacher job dissatisfaction. Table 4.17 indicates that many teachers experiences dissatisfaction at all with relationship(s) with their employer (M=2.07, SD=1.182), relationship with their supervisors (M=2.18, SD=1.272) and relationship with their co-workers (M=2.41, SD=1.440). In Both WECs and DSEO reported the presence of high rate of conflict among teachers themselves, school leadership, and even employer. It has been noted that the higher level of job satisfaction is the outcome of friendship and clear and definite relationship among workers and their supervisors (Baron et al., 1991). Apparently such environment expressed among respondents, cultivates bad relationships which results into job dissatisfaction.
Table 4.14: Respondents Perception regarding the Level of Teachers’ Interpersonal Relationship
	Scales
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Good
	89
	64.0
	65.0
	65.0

	
	Bad
	48
	34.5
	35.0
	100.0

	
	Total
	137
	98.6
	100.0
	

	Missing
	System
	2
	1.4
	
	

	Total
	139
	100.0
	
	


Source: Field work (2015)
4.4.2.10 Poor Government Policy in Education
Table 4.B2: presents reasons that may make Teachers study other profession. Reasons provided reflect the fact that the intention to quit this profession is the result of poor government policy in education. The data shows that teachers claimed that poor government policy in education (M=1.92, SD=0.268) indicates intention to leave teaching profession. Table 4.B2 shows clearly that government's worse treatment, oppression and exploitation to teachers denies me development (M=1.25, SD=0.463) and it has been reported that they could quit teaching because of interference of education matters by everyone in the country who thinks knows teaching such as house boys, house girls, politicians and even illiterates (M=1.88, SD=0.354). the responses are consistent with Herzberg’s Two-Factor Theory(Fugar, 2007, Drukpa, 2010 and Worrell, 2004).
4.4.2.11 Ideologization of Poverty in Teaching Profession (Role of Public Opinion)
Table 4.B2 and Table 4.B6 presents reasons that may make Teachers quit teaching profession and opt other professions. The findings show that the increase of habit of the government of Tanzania, politicians, community and lecturers in the colleges and universities to make poverty as ideology and part and parcel of  teaching profession and pride of teachers as shown by M=1.86 and SD=0.353. The responses are consistent with Social Information Processing Model Theory (Beck, 1983, Salancik et al., 1978 and Pollock et al., 2000).
4.4.2.12 Poverty-stricken within Education Sector
Respondents were asked to give reasons why they have remained in teaching profession for this time with such job dissatisfaction. For WECs poverty was the major reason for them to remain in this profession. During an interview with one of  WECs said that; 
“My economic status background makes me to remain in this profession and I have no capital to develop new career.  Most of teachers we are coming from poor family, today teaching profession is reserved for poor people not rich. I do not have any other source of income to depend to meet my needs. I have no place to go if I will leave the job no support I will get, it is the only profession I have. Currently I have not yet got another opportunity once I get am out”.
Other reasons provided were the role of government system in oppressing, exploitations and enhancement of inferiority complex among teachers keeps them in this profession; some of teachers loves teaching but what discourage them is their low income that fuelling and exacerbates poverty among them; it is not easier to get another job teaching is the only one they have; and one respondent stated that Age is gone I have no option. These results confirmed the findings in Table 4.C1 and Table 4.C2 where teachers and heads of schools depict that poverty among teachers being a major reason that makes them to remain in teaching profession and teach poorly.
Expressing his views why has remained in teaching profession for such period with such job dissatisfaction among teachers, one respondent at DSEO’s office said:
“The government recognizes me, my needs are taken in care quickly, the government listen to me, I can develop due to high salary, I can transfer easily, I am treated special, and there is possibility of being considered for any appointment e.g. DC”.
While the unsatisfied DSEOs stated that poverty keeps them in teaching, they have no way out no another alternative currently there is no another chance once they get it they are out.
Looking at the reasons provided by teachers, heads of schools, WEC and District secondary Education Officials, reflect the fact that majority of teachers entered teaching profession unwillingly, they opt it just because they were from poor families and are still teachers while dissatisfied and stressed just because of their poverty. This reflects the fact that teaching profession is viewed as a special profession for poor people with low income or living in extreme poverty and failures of life in community.
4.4.2.13 Dissatisfied Status
Community secondary schools teachers were not satisfied with their status. The findings indicate that they expressed higher level of dissatisfaction example expression of (M=1.39, SD=0490) see Table 4.B2 and Table 4.6 (M=1.59, SD=0.904) shows teachers’ feeling about their status in the community. .The findings confirmed that high status in other professions is one of the major reasons for many teachers to opt them. The responses are consistency with Maslow hierarchy of needs, Herzberg two-factor theory and the Cornell model.
4.4.3 Intrinsic Job Characteristics

4.4.3.1 Statutory Unfairness in Teaching Profession
The government unfair but legal activities in public education system greatly influence secondary schools teachers’ job dissatisfaction. In the Table 4.C1 and Table 4.C2 descriptive statistics results indicate legalized unfair treatment done to teachers by the government such as spurning and in a scornfully derisively by public leaders/politicians, borrowing teachers service and contemptuously repaying without interest, inapathy of paying teachers arrears in contemptuous manner, low salary and poor/injustice in promotion highly influence teacher job dissatisfaction. During the interview sessions, all WECs pointed out that there is serious unfairness against teachers compared to other profession such as health which affects their job satisfaction. Here responses on unfairness draw on the consistent with principle of Adams Equity Theory (Adams’, 1963, Ivancevich, 2004, Matteson et al., 2005, Von Glinow, 2005 and Luthans, 2005).
4.4.3.2 Poor Job Security
According to Figure 4.13 and Figure 4.14 and few respondents seemed to be dissatisfied hence majority of them expressed satisfaction with their job security. This confirmed the findings in Table 4.6 where few respondents indicated to be dissatisfied with job security. The responses are consistent with Herzberg two-factor Theory.
4.4.3.3 Work Itself
Table 4.6 depicts that majority of secondary schools teachers indicated to be unhappy with work itself as revealed by mean 1.56 and SD 0.938 which is verbally interpreted as very dissatisfied with teaching profession itself. The responses are consistent with the Job Characteristics model and Locke’s value percept theory (Hackman et al., 1976, Hackman et al., 2005, Luthans, 2005 and Klinger et al., 2008).
4.4.3.4 Absence of Opportunity for Achievements 
Table 4.5 shows that views of secondary schools teachers portrayed dissatisfaction with opportunity to use of skills and work activities. Absence of achievement is failure. Naturally teachers like other people want achievement in their job at the same time get satisfaction. Inferiority expressed in Table 4.B1 (see Appendix 4 – B) is the result of absence of achievement. The responses are consistent with the Herzberg’s two-factory theory (Fugar, 2007 and Matteson et al., 2005).
4.4.3.5 Feedback from Employer
Table 4.5 shows that the perception of teachers and heads of schools on level of satisfaction base on feedback from employer portrayed a highly dissatisfied rating to question (M=1.78, SD=0.962). The responses are consistent with the Job Characteristics model (Hackman et al., 1976) and Herzberg’s two-factory theory (Herzberg, 1993). 
4.4.3.6 Responsibility and autonomy
Base on the Table 4.5 teachers seem to be dissatisfied (M=2.09, SD=1.159) with responsibility while Table 4.6 shows that respondents expressed dissatisfaction (M=2.01, SD=0.915) with autonomy. The responses are consistent with the Job Characteristics model (Hackman et al., 1976).
4.4.3.7 Recognition
Table 4.5 shows the perception of teachers in terms of recognition portrayed dissatisfaction (M=2.20, SD=1.227) to question. But in Figure 13 majority of teachers expressed dissatisfaction (70.3%) while Figure 14 shows that administrators (heads of schools) portrayed satisfactory (37.5%) and few expressed dissatisfaction (12.5). The responses are consistent with Herzberg’s Two-Factor Theory (Fugar 2007, Matteson et al., 2005).
4.5 Desired Changes required by Teachers
The analysis was guided by objective 4 and question 4 which was what are the required changes by teachers in Magu district so that they can experience higher job satisfaction?
The researcher sought to gather information on teachers’ views about changes to be made to help them be satisfied with their job. Data regarding this information were drawn from the sample population that comprised of teachers, heads of schools, WEC and officials in the office of DSEO. The higher the mean, determine the level of job dissatisfaction of teachers.
4.5.1 Changes Proposed by Teachers
The descriptive statistics revealed that the majority of teachers indicated to highly mention increase of salary as a major desired change (M=1.03, SD=0.158); provision of promotion on time (M=1.20, SD=0.404); improvement of working environment (build teachers accommodation, transportation facilities, teaching and learning material, etc) (M=1.25, SD=0.432); increase incentives/motivation (allowances, seminars, transportation allowances, loans without interest, etc) (M=1.43, SD=0.497); respect to teachers (M=1.67, SD=0.472); provision scholarships for teachers who goes for further studies (M=1.85, SD=0.379); improvement of the job security (M=1.92, SD=0.280); the improvement of relationship between employee and employer (M=1.93, SD=0.252); employ more science teachers (M=1.96, SD=0.202); strength of CWT (TTU) (M=1.97, SD=0.158); freedom to establish business as health sector (M=1.97, SD=0.158); involving teachers in decision making process (M=1.98, SD=0.130); making teachers be the first informed personnel (M=1.98, SD=0.130); employ lab technicians(M=1.99, SD=0.092); and reduction of income tax to teachers(PE) (M=1.99, SD=0.092). See Table 4.C3 (Appendix 4 – C)
4.5.2 Changes Proposed by Heads of Schools
Descriptive statistics were calculated and they indicated that all Heads of Schools proposed increase of the salary (M=1.00, SD=0.00); working environment improvement (M=1.25, SD=0.463); provision of promotion on time (M=1.38, SD=0.518); proper provision of teaching and learning material/facilities/capitation on time (M=1.50, SD=0.535); provision of various incentives such as various allowances to teachers/seminars, workshop, etc (M=1.62, SD=0.518); change the current teacher treatment to better/equality with other profession e.g. health (M=1.62, SD=0.518); restore teachers' respect (M=1.1.75, SD=0.463); elimination of politicians in interference education matters (M=1.88, SD=0.354); rehabilitation should be done regularly (M=1.88, SD=0.354); increase job security (M=1.88, SD=0.354); establishment of teachers board (M=1.88, SD=0.354); reduction of stress and inferiority complex to teachers (M=1.88, SD=0.354); and involve teachers in decision making in education matters (M=1.88, SD=0.354). See Table 4.C4 (Appendix 4 – C). 
4.5.3 Changes Proposed by WEC
WEC proposed the following changes to be made to help teachers to be satisfied with their teaching profession: increase of salary; provision of promotion on time without discrimination; motivation and incentives for teachers should be provided e.g. seminars, workshops, refresh courses, etc; and Teacher on Duty Allowance (TODA) should be  provided at least 20% - 30% of a teacher salary.  Heads of departments in schools should be given appointee allowance at least 20% - 30% of the teacher salary were highly proposed. Also WEC proposed that improvement of working environment; provision of loans with no interest to teachers; provision of residential and car loans with no interest to teachers; restore of teacher respect by the government and community were proposed. Other changes proposed were to give all teachers special allowance between the month and politician should stop interfere education matters. 
4.5.4 Changes Proposed by DSEOs
Table 4.C28 shows that District Education Officials proposed the following changes to be made to help teachers to be satisfied with their teaching profession: make teachers’ rights be known, respected and provided on time to teachers; increase promotion for secondary school teachers; teachers on duty should be provided with special allowance (TODA) at least 20% - 30% of a teacher salary; head of departments in schools should be provided with special appointee allowance (HDA) at least 20% to 30% of a teacher salary; stop everyone in the country to interfere education matters e.g. politicians, etc; salary scales of secondary teachers should be different with those of primary schools teachers because it is the higher level; provision of cars, monies, and house loans with no interest to teachers; increase secondary school teachers' salary; improvement of working environment for secondary school teachers; review the whole education personnel system; establishment of the Tanzania Teachers Board (TTB); provide house allowance, teaching allowances and travelling allowances; and Provide house allowance, teaching allowances and travelling allowances.



CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction 
The core of this chapter is to give a summary of the study including findings. The chapter also provides a brief conclusion about the whole study and suggests valuable recommendations to the study. It also presents suggestions for further studies.
5.2 Summary of the Study
This study aimed at identifying factors influencing the current teacher job dissatisfaction in public secondary schools in Magu district. In order to understand the situation, the study was guided by four research objectives and research questions respectively.  Literature review covered the theoretical and empirical findings related to the study. 
The study adopted descriptive survey design; purposive and random sampling techniques were employed; the sample studied included: teachers, heads of schools, WECs and senior officers at DSEO’s office; data collection techniques used included questionnaires, interviews, observation and documentary review; and the qualitative and quantitative methods were applied in data analysis supported with SPSS software. The summary of findings of the study are presented in this subsection in accordance with the research objectives of the study which were achieved.
Research Objective 1
The results indicate that there is no significant relationship between teacher job dissatisfaction and age and experience. Both youngest teachers and aged ones with long experience expressed highest job dissatisfaction. Sex, marital status, level of education, teaching subject and position are related to teacher job dissatisfaction. What is most important for the dissatisfied teachers in community secondary schools in Magu district is that they have higher expectation in many aspects. Teacher job satisfaction decreased steadily up to retirement age.
Research Objective 2
Majority of the respondent expressed dissatisfaction with their profession and they demonstrated their intention to leave the teaching profession or study other profession if they found another chance to study. The level of dissatisfaction and reasons provided portrays that teaching profession is designed for the underclass of poorest people.
Research Objective 3
The research findings indicate that individual characteristics: gender, marital status, level of education, teaching subject and position; extrinsic job conditions; low salary, absence of incentives compare to other professions,  absence of corruption in teaching profession, poor working conditions, absence of respect, workload, poor opportunities for advancement, poor promotion, bad relationship, poor government policy in education,  Ideologization of poverty in teaching profession, poverty-stricken within education sector, dissatisfied status; and intrinsic characteristics: unfairness in teaching profession, job security, work itself, responsibility and autonomy, absence of opportunity for achievements, feedback from employer, and  recognition, as major factors influencing secondary school teachers’ job dissatisfaction in Magu district. 
Research Objective 4
The desired changes as proposed by respondent are vital changes as they cover the most notable factors influencing secondary school teachers’ job dissatisfaction in Magu district in improving financial aspect, working environment, incentives, job security, interpersonal relationship and generally respect to teachers rights that leads to reduction teachers inferiority complex in all aspects.
5.3 Conclusion
The purpose of the study was to identify factors influencing the current teacher job dissatisfaction in public secondary schools in Magu district. The study reveals that majority of respondents are not satisfied with teaching profession and expressed their intention to leave teaching profession if they get an opportunity. The study found that there is significant relationship between teacher job dissatisfaction and gender, marital status, level of education, teaching subject and position in community secondary schools in Magu district. Generally, majority of potential teachers were not satisfied with identified intrinsic job characteristics and extrinsic job conditions since these two are important to teacher job satisfaction, the emphasis should be on them so as to nurture teacher job satisfaction. The study reveals that teachers will be satisfied with their job if the factors identified are enhanced. The study also showed that if factors that cause dissatisfactions among teachers are eliminated, teachers will not only be satisfied with their job, but also will enhance teacher effectiveness, which will definitely improve students’ performance as well as their achievements.
5.4 Recommendations
This section presents recommendations from the findings of the study. Basing on the responses from the respondents as discussed in chapter four, the study came up with two categories of recommendation for specific group of practitioners, namely policy makers,  Schools of Education/Faculties and TICD, and government of Tanzania. 
· Recommendation for Policy Makers
For the purpose of enhancing moral standards that have been declined among teachers the following is highly recommended:
1. To facilitate the enactment of the policy and laws that empowers the Ministry of Defense and National Service (MDNS) to restore and establish special programs under the name of “National Service Training for Teachers” (NSTT) which shall be compulsory for all teachers in service and those in training. 
2. To enact an act that will demand passing the National Service Training for Teachers be a prerequisite for any teacher in training within the country or abroad for being employed as a teacher at all levels in Tanzania so as to enhance moral standard in the country. 
3. To facilitate the enactment of the act that will establish the Guidance and Counseling Department as sub-department for teachers within the District Secondary Education Department and stipulate its functions, principles, regulations and procedures so as to bring teachers back to normality as teachers. Specialist in guidance and counseling should be employed for such post in each district.

· Recommendations for Schools of Education/Faculties and TICD 
The school of educations or faculties in higher learning institution and teachers colleges needs to orient and emphasise on building moral standards among the new coming up teachers generation by implementing the following recommendations:
1. Review the curriculum for teachers colleges and universities so as to prepare teachers who value teaching as a noble profession. 
2. Extend the duration of teachers training diploma from two years to three years and undergraduate from three years to four years, this will enhance the worth of teaching profession.
3. For the purpose of enhancing moral dimensions of teaching profession; beside an orientation to teachers’ ethics, special courses for teachers Ethics should be established that every teacher in training shall study as a core courses not option within the whole period of study. Example for undergraduates: First year shall take An Introduction to African Ethics I and An Introduction to African Ethics II, Second year shall take African Teachers Ethics I and African Teachers Ethics II, Third year Teachers Ethics Intermediate I and Forth year Teachers Ethics Intermediate II. The ethics option courses will include: Introduction to Christian Ethics or Introduction to Islamic and Hinduism Ethics. The courses shall include both theory and practical
4. Set the proposed course as a prerequisite for any teacher in training to qualify be awarded a certificate, diploma or any degree in education in all school of education/faculties and teachers colleges that will qualify him/her for employment. 
5. Establish work programs in all schools of education/faculties and teachers college and make manual wok as a prerequisite for all teachers in training to attain a certificate at any level.

· Recommendation to The Government of Tanzania
Although various efforts have been taken by the government towards provision and access to secondary education, it is recommended that:
1. The government should establish other institution that will work together with MESTVT in supervising the operation of secondary schools including rights of teachers in the country rather than MRALGCSGG. 
2. The Civil Service Department (CSD) should establish new grade as well as scale for secondary schools teachers. A secondary school teacher who is a diploma/degree holder should not receive the same salary with a primary school teacher who is a diploma/degree holder because they are two different levels of education as it is for teachers in teaching colleges as proposed in Table 5.D1 – D8.
3. Civil Service Department should review the promotion system for secondary school employees to suit the current situation.
4. The government of United Republic of Tanzania should set aside special fund for providing good salary, promotion on time, proposed allowances and other financial proposed changes in this study from the following source of income: 30% of the tax of all petroleum product, 25% of the income from all harbours in the country and 25% of the income from the ministry of Natural Resources and Tourism and 25% of the income from mineral sector.

· Suggestions for Further Research 
It should be noted that, teacher job dissatisfaction is a complicated topic which can be investigated from many aspects. The findings of this study are only the one part. The following are suggestions for further research 

1. This study can be replicated to other districts of United Republic of Tanzania as well as other African countries. 
2. Demographic variables on teacher job dissatisfaction, it would be more interesting to add other variables such as family size and type of family. The more information identified the more understanding will be on teacher job dissatisfaction.
3. Research should be done on how the transfer of secondary schools administration and operation in the country under the Ministry of Regional Administration and Local Government contributed to the current teachers’ dissatisfaction.
4. It would be very interesting to find out whether culture, economic condition, and social system influence teacher job dissatisfaction.
.
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Appendix 1 – A
Teacher Job Dissatisfaction Survey
Questionnaire for Teachers (English Version)
The Open University of Tanzania
Faculty of Education
Dear Sir/Madam,
Thank you for your participation in this survey.
I am a student at the Open University of Tanzania and I am writing a Masters dissertation. My study is about Teacher job dissatisfaction in Magu District. The purpose of survey is to find the Factors Influencing the Current Teacher Job Dissatisfaction in Public Secondary Schools. Your help is critical to this study.
This questionnaire comprise of 18 questions, please answer all of them, freely and accurately. It will take you approximately 5 minutes to complete the questionnaire. You are ensured anonymity and your participation is complete voluntary.
If you have any question, please e-mail me at sayijoram@yahoo.com. My mobile phone number is 0759 777741 or 0784 777741.
Thank you again for your participation.
Joram Masaga Sayi.




SECTION A: PERSONAL DATA 
1. Age (Circle appropriately)     i     21-25    ii   26-30,    iii    31-35,        iv    36-40,     v   41-45,     vi    46-50,     vii    51-55      viii     56-60.
2. Sex (Circle appropriately)  i  male   ii  female 
3. Marital status (Circle appropriately)        i    married     ii    single     iii  divorced 
4. Academic qualification (Circle appropriately) 
(i) Diploma
(ii)  Graduate
(iii)  Masters 
(iv) Any other please specify 
5. Which subject do you teach (Circle appropriately) 
Science subject: (i)  Math,   (ii)  Physics,   (iii)  Chemistry, and  (iv)  Biology
Art subjects: (i)  History,   (ii)  Civics   (iii)  Kiswahili (iv) English, &  (iv) Geog.  
6. How many years have you served as a teacher? (Circle appropriately) 
(i)   1-5,    (ii)   6-10,    (iii)   11-15,   (iv) 16-20,    (v)   21-25.  (vi) 26-30   (vii) 31 – 35,   (viii)  35-40  years 
SECTION B: JOB SATISFACTION AND RETENTION 
1. Will you leave the teaching profession if you found another job? (Circle appropriately)   (i)    Yes		(ii) 	No
2. How satisfied are you with your job as a teacher? (Circle appropriately)
(i) Very dissatisfied  	(ii) Dissatisfied 		(iii) Neutral 
(iv) Satisfied 		(v) Very Satisfied.
3. To what extent are you satisfied/unsatisfied with your job base on the following factors related to your work? Please select a number and mark “X” appropriately using the 5 point scale ranging from 1 to 5.
	
	
	
	
	

	1
	2
	3
	4
	5

	Highly dissatisfied 
	Dissatisfied
	Neutral
	Satisfied
	Highly Satisfied



	No
	Factors: how are you satisfied with:
	1
	2
	3
	4
	5

	1.
	The feeling of fulfillment and satisfaction you get from your job
	
	
	
	
	

	2.
	Recognition from supervisors
	
	
	
	
	

	3.
	Respect from co-workers
	
	
	
	
	

	4.
	Feedback from employer
	
	
	
	
	

	5.
	Feedback from supervisor
	
	
	
	
	

	6.
	Promotion
	
	
	
	
	

	7.
	Opportunities for further learning e.g. professional training
	
	
	
	
	

	8.
	Career development
	
	
	
	
	

	9.
	Responsibility allocated to you
	
	
	
	
	

	10.
	Flexibility and independence allowed
	
	
	
	
	

	11.
	The feeling of being treated equally
	
	
	
	
	

	12.
	Salary 
	
	
	
	
	

	13.
	The rules and routines of supervision
	
	
	
	
	

	14.
	The comprehensive goal and guidelines
	
	
	
	
	

	15.
	The organizational climate
	
	
	
	
	

	16.
	The quantity of work allotted to you (workload)
	
	
	
	
	

	17.
	The equipment and facilities used in your school
	
	
	
	
	

	18.
	The criticality
	
	
	
	
	

	19.
	The relationship with your supervisor
	
	
	
	
	

	20.
	The relationship with co-workers
	
	
	
	
	

	21.
	The relationship with students
	
	
	
	
	


4. Tick appropriately in the table below whether you have been satisfied with the following needs:
	No.
	Needs
	Highly Dissatisfied 
	Dissatisfied
	Somehow Satisfied
	Satisfied
	Highly Satisfied

	1.
	Physiological needs (e.g. food, cloth, shelter, health, books, rest, etc) 
	
	
	
	
	

	2.
	Safety and security as the work place
	
	
	
	
	

	3.
	Sense of belonging and affection with work mates
	
	
	
	
	

	4.
	The feeling of respect from others (staff, in the community)
	
	
	
	
	

	5.
	Your self esteem (confidence, achievement, status, responsibility, reputation, respect by others, respect of others)
	
	
	
	
	

	6.
	Do you feel you have reached a point of self actualization (morality, spontaneity, self-sufficient, problem solving, lack of prejudice, acceptance of facts, creativity, etc)
	
	
	
	
	

	7.
	Availability of teaching and learning facilities
	
	
	
	
	

	8.
	Salary
	
	
	
	
	

	9.
	Work itself
	
	
	
	
	

	10
	Promotions
	
	
	
	
	

	11.
	Status 
	
	
	
	
	

	12.
	Autonomy 
	
	
	
	
	

	13.
	Decision making 
	
	
	
	
	

	14.
	Job security 
	
	
	
	
	


5. Does the general school environment motivate you to work as a teacher ( Circle appropriately)  (i)	Yes 	(ii)	No 
6. How is your interpersonal relationship with your fellow teachers (Circle appropriately)    (i) 	Good 	        (ii)	 Bad
7. Are you satisfied with your interpersonal relationship with your colleagues in school (Circle appropriately) 		(i)	Yes 	(ii)	No 
8. Will you study another profession if you found another chance to study? (Circle appropriately)   (i)    Yes		(ii) 	No Give reasons for your answer
..................................................................................................................................
..................................................................................................................................
9. Which profession would you choose if you had chance to choose once again? ……………….............................................................
10. Briefly outline the reasons that may make you choose that particular profession:
……………………………………………………………………………………
……………………………………………………………………………………
SECTION C: RATING JOB FACTORS
1. Using the scale below, rate your level of job satisfaction with the aspects of your job. Please select a number and circle appropriately using the 5 point scale ranging from 1 to 5. 
	
	
	
	

	1
	2
	3
	4
	5

	Not satisfied at all
	Dissatisfied
	Neutral
	Satisfied
	Very Satisfied



	General Working Conditions

	Hours worked each week
	1
	2
	3
	4
	5

	Flexibility in scheduling
	1
	2
	3
	4
	5

	Location of work
	1
	2
	3
	4
	5

	Amount of paid vacation time/sick/maternity leave offered
	1
	2
	3
	4
	5

	Procedural justice (Fairness of bureaucracy and treatment procedures)
	1
	2
	3
	4
	5

	Interactional justice (fairly treatment with dignity and respect)
	1
	2
	3
	4
	5



	Pay and Promotion Potential

	Salary
	1
	2
	3
	4
	5

	Distributive justice (equality of an individual’s outcome)
	1
	2
	3
	4
	5

	Opportunity for promotion
	1
	2
	3
	4
	5

	Benefits (health insurance, life insurance, etc)
	1
	2
	3
	4
	5

	Job security
	1
	2
	3
	4
	5

	Recognition for work accomplished
	1
	2
	3
	4
	5



	Work Relationship

	Relationship with your co-worker
	1
	2
	3
	4
	5

	Relationship(s) with your supervisor(s)
	1
	2
	3
	4
	5

	Relationship(s) with your employer/supervisor(s)
	1
	2
	3
	4
	5



	Use of Skills and Abilities

	Opportunity to utilize your skills and talents
	1
	2
	3
	4
	5

	Opportunity to learn new skills
	1
	2
	3
	4
	5

	Support for additional training and education
	1
	2
	3
	4
	5



	Work Activities

	Variety of job responsibilities
	1
	2
	3
	4
	5

	Degree of independence associated with your work roles
	1
	2
	3
	4
	5

	Adequate opportunity for periodic changes in duties
	1
	2
	3
	4
	5



2. You have been able to be in the teaching profession for some time, what are some of the reasons why you have remained in the profession for this time with such job dissatisfaction?  ……………………………………................................
……………………………………………………………………………………....................................................................................................................................
3. What are the changes do you propose to be made so as to help you as a teacher be satisfied? .............................................................................................................
...................................................................................................................................

Appendix 1 – B
Teacher Job Dissatisfaction Survey
Questionnaire for Heads of Schools (English Version)
The Open University of Tanzania
Faculty of Education

Dear Sir/Madam,
Thank you for your participation in this survey.
I am a student at the Open University of Tanzania and I am writing a Masters dissertation. My study is about Teacher job dissatisfaction in Magu District. The purpose of survey is to find the Factors Influencing the Current Teacher Job Dissatisfaction in Public Secondary Schools. Your help is critical to this study.
This questionnaire comprise of 18 questions, please answer all of them, freely and accurately. It will take you approximately 5 minutes to complete the questionnaire. You are ensured anonymity and your participation is complete voluntary.
If you have any question, please e-mail me at sayijoram@yahoo.com. My mobile phone number is 0759 777741 or 0784 777741.
Thank you again for your participation.
Joram Masaga Sayi.


SECTION A: PERSONAL DATA 
1. Age (Circle appropriately)    i     21-25    ii   26-30,    iii    31-35,        iv    36-40,     v   41-45,     vi    46-50,     vii    51-55      viii     56-60.  
2. Sex (Circle appropriately)  i  male   ii  female 
3. Marital status (Circle appropriately) i  married   ii  single  iii  divorced 
4. Academic qualification (Circle appropriately) 
(i) Diploma 
(ii) Graduate  
(iii) Masters 
(iv) Any other please specify 
5. Which subject do you teach (Circle appropriately) 
Science subject:  (i)  Math,   (ii)  Physics,   (iii)  Chemistry, and  (iv)  Biology
Art subjects:  (i)   History,    (ii)   Civics    (iii)   Kiswahili   (iv) English, and  (iv)    Geog.  
6. How many years have you served as a teacher? (Circle appropriately) 
(i)   1-5,      (ii)   6-10,       (iii)   11-15,     (iv) 16-20,     (v)   21-25.    (vi) 26-30   (vii) 31 – 35,   (viii)  35-40  years. 
SECTION B: JOB SATISFACTION AND RETENTION 
1. Will you leave the teaching profession if you found another job? (Circle appropriately) 	 (i)     Yes		(ii) 	No
2. How satisfied are you with your job as a teacher? (Circle appropriately)
(ii) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied.
3. To what extent are you satisfied/unsatisfied with your job base on the following factors related to your work? Please select a number and mark “X” appropriately using the 5 point scale ranging from 1 to 5.
	
	
	
	

	1
	2
	3
	4
	5

	Highly dissatisfied
	Dissatisfied
	Neutral
	Satisfied
	Highly Satisfied



	No
	Factors: how are you satisfied with:
	1
	2
	3
	4
	5

	1.
	The feeling of fulfillment and satisfaction you get from your job
	
	
	
	
	

	2.
	Recognition from supervisors
	
	
	
	
	

	3.
	Respect from co-workers
	
	
	
	
	

	4.
	Feedback from employer
	
	
	
	
	

	5.
	Feedback from supervisor
	
	
	
	
	

	6.
	Promotion
	
	
	
	
	

	7.
	Opportunities for further learning e.g. professional training
	
	
	
	
	

	8.
	Career development
	
	
	
	
	

	9.
	Responsibility allocated to you
	
	
	
	
	

	10.
	Flexibility and independence allowed
	
	
	
	
	

	11.
	The feeling of being treated equally
	
	
	
	
	

	12.
	Salary 
	
	
	
	
	

	13.
	The rules and routines of supervision
	
	
	
	
	

	14.
	The comprehensive goal and guidelines
	
	
	
	
	

	15.
	The organizational climate
	
	
	
	
	

	16.
	The quantity of work allotted to you (workload)
	
	
	
	
	

	17.
	The equipment and facilities used in your school
	
	
	
	
	

	18.
	The criticality
	
	
	
	
	

	19.
	The relationship with your supervisor
	
	
	
	
	

	20.
	The relationship with co-workers
	
	
	
	
	

	21.
	The relationship with students
	
	
	
	
	



4. Tick appropriately in the table below whether you have been satisfied with the following needs:
	No.
	Needs
	Highly Dissatisfied 
	Dissatisfied
	Somehow Satisfied
	Satisfied
	Highly Satisfied

	1.
	Physiological needs (e.g. food, cloth, shelter, health, books, rest, etc) 
	
	
	
	
	

	2.
	Safety and security as the work place
	
	
	
	
	

	3.
	Sense of belonging and affection with work mates
	
	
	
	
	

	4.
	The feeling of respect from others (staff, in the community)
	
	
	
	
	

	5.
	Your self esteem (confidence, achievement, status, responsibility, reputation, respect by others, respect of others)
	
	
	
	
	

	6.
	Do you feel you have reached a point of self actualization (morality, spontaneity, self-sufficient, problem solving, lack of prejudice, acceptance of facts, creativity, etc)
	
	
	
	
	

	7.
	Availability of teaching and learning facilities
	
	
	
	
	

	8.
	Salary
	
	
	
	
	

	9.
	Work itself
	
	
	
	
	

	10
	Promotions
	
	
	
	
	

	11.
	Status 
	
	
	
	
	

	12.
	Autonomy 
	
	
	
	
	

	13.
	Decision making 
	
	
	
	
	

	14.
	Job security 
	
	
	
	
	


5. Does the general school environment motivate you to work as a teacher ( Circle appropriately)  (i)	Yes 	(ii)	No 
6. How is your interpersonal relationship with your fellow teachers (Circle appropriately)	(i) 	Good 	(ii)	 Bad
7. Are you satisfied with your interpersonal relationship with your colleagues in school (Circle appropriately) 		(i)	Yes 	(ii)	No 
8. Briefly outline the reasons that may make you leave the teaching profession …...
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
SECTION C: RATING JOB FACTORS
1. Using the scale below, rate your level of job satisfaction with the aspects of your job. Please select a number and circle appropriately using the 5 point scale ranging from 1 to 5.
	
	
	
	

	1
	2
	3
	4
	5

	Not satisfied at all
	Dissatisfied
	Neutral
	Satisfied
	Very Satisfied



	General Working Conditions

	Hours worked each week
	1
	2
	3
	4
	5

	Flexibility in scheduling
	1
	2
	3
	4
	5

	Location of work
	1
	2
	3
	4
	5

	Amount of paid vacation time/sick/maternity leave offered
	1
	2
	3
	4
	5

	Procedural justice (Fairness of bureaucracy and treatment procedures by employer/supervisor)
	1
	2
	3
	4
	5

	Interactional justice (fairly treatment with dignity and respect by employer/supervisor)
	1
	2
	3
	4
	5



	Pay and Promotion Potential

	Salary
	1
	2
	3
	4
	5

	Distributive justice (equality of an individual’s outcome)
	
	
	
	
	

	Opportunity for promotion
	1
	2
	3
	4
	5

	Benefits (health insurance, life insurance, etc)
	1
	2
	3
	4
	5

	Job security
	1
	2
	3
	4
	5

	Recognition for work accomplished
	1
	2
	3
	4
	5



	Work Relationship

	Relationship with your co-worker
	1
	2
	3
	4
	5

	Relationship(s) with your supervisor(s)
	1
	2
	3
	4
	5

	Relationship(s) with your employer/supervisor(s)
	1
	2
	3
	4
	5




	Use of Skills and Abilities

	Opportunity to utilize your skills and talents
	1
	2
	3
	4
	5

	Opportunity to learn new skills
	1
	2
	3
	4
	5

	Support for additional training and education
	1
	2
	3
	4
	5




	Work Activities

	Variety of job responsibilities
	1
	2
	3
	4
	5

	Degree of independence associated with your work roles
	1
	2
	3
	4
	5

	Adequate opportunity for periodic changes in duties
	1
	2
	3
	4
	5



2. How many teachers in your school have shifted from teaching profession to other profession between 2009 – 2014? ........................
3. How many teachers in your school who went for further studies officially/unofficially and pursued other areas of professions between 2009 – 2014 .......................
4. You have been able to be in the teaching profession for some time, what are some of the reasons why you have remained in the profession for this time with such job dissatisfaction? ......................................................................................... 
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
5. What are the changes do you propose to be made so as to help you as a teacher be satisfied? .............................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
Section D: Category of school (circle appropriately): 
1	Day school,  		2	Day/Boarding mixed school
1	Agriculture		2	Business/Commerce 
1	Ordinary level		2	High level
1	Rural school 		2	Town school
Section E: School Population
No. of teachers: ................................	Population of the school/students: ....................
 No. of streams: ........................ Average Class Sizes (population): ............................





















Appendix 2 – A
Teacher Job Dissatisfaction Survey
Semi-structured interviews for WEC  (English Version)
The Open University of Tanzania
Faculty of Education

Dear Sir/Madam,
Thank you for your participation in this survey.
This interview is meant just to seek for your opinion about Factors Influencing the Current Teacher Job Dissatisfaction in Public Secondary Schools in Magu District. Your help is critical to this study. You are ensured anonymity, the information you offer will be used for research purposes only, your participation is complete voluntary and will be treated with high diplomacy.
Thank you again for your participation.

Division: .....................................................................	Gender: ..........................

District: .......................................................................	Region: ..........................

Date: ...........................................................................



SECTION A: PERSONAL DATA 
1. Age: are you (Circle appropriately)  i     21-25    ii   26-30,    iii    31-35,        iv    36-40,     v   41-45,     vi    46-50,     vii    51-55      viii     56-60.  
2. Marital status are you (Circle appropriately)	 i    married,	 ii    single,   or  iii  divorced 
3. Academic qualification (Circle appropriately) 
(i) Diploma 
(ii) Graduate  
(iii) Masters 
(iv) Any other please specify 
4. How many years have you served as a WEC? ......................... (Circle appropriately) 
(i)   1-5,       (ii)   6-10,      (iii)   11-15,     (iv) 16-20,    (v)   21-25.    (vi) 26-30   (vii) 31 – 35,   (viii)  35-40  years 
SECTION B: JOB SATISFACTION AND RETENTION 
0. Will you leave your profession if you found another job? (Circle appropriately)   (i)     Yes		(ii) 	No
0. Briefly tell the reasons that may make you leave the teaching profession:
................................................................................................................................
................................................................................................................................
................................................................................................................................
................................................................................................................................
0. Will secondary school teachers will leave their profession if they found another job? ..................................................................................
4. Please briefly outline reasons that may lead to leave the teaching profession:
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
5. How satisfied are you with your job as a WEC? (Circle appropriately)
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 	(v) Very Satisfied.
6. How satisfied are teachers in secondary school in your area? 
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied.
7. If are very satisfied/somewhat satisfied/natural with their job then what are the signs of their level of job satisfaction? ................................................................... ..........................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................
8. If are very dissatisfied somewhat dissatisfied/natural with their job then what are the signs of their level of job dissatisfaction? ............................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................
9. Are you satisfied with their performance and outcome? ......................................
10. Do you think the teaching job is highly dissatisfying/dissatisfying/somehow satisfying/satisfying/highly satisfying teachers in your ward with the following needs:
	No.
	Needs
	Highly Dissatisfied 
	Dissatisfied
	Somehow Satisfied
	Satisfied
	Highly Satisfied

	1.
	Physiological needs (e.g. food, cloth, shelter, health, books, rest, etc) 
	
	
	
	
	

	2.
	Safety and security as the work place
	
	
	
	
	

	3.
	Sense of belonging and affection with work mates
	
	
	
	
	

	4.
	The feeling of respect from others (staff, in the community)
	
	
	
	
	

	5.
	Your self esteem (confidence, achievement, status, responsibility, reputation, respect by others, respect of others)
	
	
	
	
	

	6.
	Do you feel you have reached a point of self actualization (morality, spontaneity, self-sufficient, problem solving, lack of prejudice, acceptance of facts, creativity, etc)
	
	
	
	
	

	7.
	Availability of teaching and learning facilities
	
	
	
	
	

	8.
	Salary
	
	
	
	
	

	9.
	Work itself
	
	
	
	
	

	10
	Promotions
	
	
	
	
	

	11.
	Status 
	
	
	
	
	

	12.
	Autonomy 
	
	
	
	
	

	13.
	Decision making 
	
	
	
	
	

	14.
	Job security 
	
	
	
	
	



11. How many teachers in your ward have shifted from teaching profession to other profession between 2009 – 2014? .........................................................................
12. How many teachers in your ward who went for further studies officially/unofficially evening/full time and pursued other areas of professions between 2009 – 2014...............................................................................................
13. Does the general school environment motivate teachers to work efficiency and effectively (Circle appropriately)	  (i)	Yes 	(ii)	No 
14. How is your interpersonal relationship with your fellow teachers  (Circle appropriately)   (i)   Good    (ii) Bad then give reasons for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
15. Are you satisfied with your interpersonal relationship with your colleagues in school (Circle appropriately)   (i)  Yes 	(ii)	No 
SECTION C RATING FACTORS.
1. How satisfied are you with the amount of salary the government of Tanzania as employer of public secondary school teachers pay them? 
(j) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied. 	Give reason for your answer  
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
2. To which extent are you satisfied with the distributive justice (equality of an individual’s outcome) in education system in Tanzania?
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 	(v) Very Satisfied. 		Give reason for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
3. To which extent are you satisfied with the procedural justice (fairness of bureaucracy and treatment procedures) in education system in Tanzania?
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied. 	Give reason for your answer
...................................................................................................................................
...................................................................................................................................
...................................................................................................................................
...................................................................................................................................
4. To which extent are you satisfied with the interactional justice (fairly treatment with dignity and respect) in education system in Tanzania?
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) Satisfied 		(v) Very Satisfied. 	Give reason for your answer
................................................................................................................................
................................................................................................................................
.................................................................................................................................
................................................................................................................................
5. To which extent are you satisfied with opportunity for promotion justice in education system in Tanzania?
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) Satisfied 		(v) Very Satisfied. 	Give reason for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
6. You have been able to be in the position as WEC/teaching profession for some time, what are some of the reasons why you have remained in the same profession for this time with such job dissatisfaction among your subordinates?
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
7. What are the changes do you propose to be made so as to help you as a teacher be satisfied? ...........................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................

Appendix 2 – B
Teacher Job Dissatisfaction Survey
Semi-structured interviews for District Education Officials
The Open University of Tanzania
Faculty of Education
Dear Sir/Madam,
Thank you for your participation in this survey.
This interview is meant just to seek for your opinion about Factors Influencing the Current Teacher Job Dissatisfaction in Public Secondary Schools in Magu District. Your help is critical to this study. You are ensured anonymity, the information you offer will be used for research purposes only, your participation is complete voluntary and will be treated with high diplomacy.
Thank you again for your participation.

Division: .....................................................................	Gender: ...........................

District: .......................................................................	Region: ...........................

Date: ...........................................................................


SECTION A: PERSONAL DATA 
1. Age: are you (Circle appropriately)  i     21-25    ii   26-30,    iii    31-35,        iv    36-40,     v   41-45,     vi    46-50,     vii    51-55      viii     56-60.  
2. Marital status are you (Circle appropriately) i  married,  ii  single, or  iii  divorced 
3. Academic qualification (Circle appropriately) 
(i) Diploma 
(ii) Graduate  
(iii) Masters 
(iv) Any other please specify 
4. How many years have you served as a DEO/DAO/DESO? ...... (Circle appropriately) 
(i)   1-5,    (ii)   6-10,    (iii)   11-15,   (iv) 16-20,    (v)   21-25.  (vi) 26-30  
(vii) 31 – 35,   (viii) 35-40 years 
SECTION B: JOB SATISFACTION AND RETENTION 
0. Will you leave your profession if you found another job? (Circle appropriately)  	   (i) 	Yes		(ii) 	No
0. Briefly tell the reasons that may make you leave the teaching profession:
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
0. Will secondary school teachers will leave their profession if they found another job? ........................................................................................................................
0. Please briefly outline reasons that may lead to leave the teaching profession:
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
0. How satisfied are you with your job as a DESO/DAO/DESO? (Circle appropriately)
(j) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied. 	Give reasons for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
0. How satisfied are teachers in secondary school in your area? 
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied.
0. If they are very satisfied/somewhat satisfied/natural with their job then what are the signs of their level of job satisfaction? ..............................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
0. If they are very dissatisfied/somewhat dissatisfied/natural with their job then what are the signs of their level of job dissatisfaction? ..........................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................

0. Are you satisfied with their performance and outcome? .......................................
0. Do you think the teaching job is highly dissatisfying/dissatisfying/somehow satisfying/satisfying/highly satisfying teachers in your ward with the following needs:
	No.
	Needs
	Highly Dissatisfied 
	Dissatisfied
	Somehow Satisfied
	Satisfied
	Highly Satisfied

	1.
	Physiological needs (e.g. food, cloth, shelter, health, books, rest, etc) 
	
	
	
	
	

	2.
	Safety and security as the work place
	
	
	
	
	

	3.
	Sense of belonging and affection with work mates
	
	
	
	
	

	4.
	The feeling of respect from others (staff, in the community)
	
	
	
	
	

	5.
	Your self esteem (confidence, achievement, status, responsibility, reputation, respect by others, respect of others)
	
	
	
	
	

	6.
	Do you feel you have reached a point of self actualization (morality, spontaneity, self-sufficient, problem solving, lack of prejudice, acceptance of facts, creativity, etc)
	
	
	
	
	

	7.
	Availability of teaching and learning facilities
	
	
	
	
	

	8.
	Salary
	
	
	
	
	

	9.
	Work itself
	
	
	
	
	

	10
	Promotions
	
	
	
	
	

	11.
	Status 
	
	
	
	
	

	12.
	Autonomy 
	
	
	
	
	

	13.
	Decision making 
	
	
	
	
	

	14.
	Job security 
	
	
	
	
	



0. How many teachers in Magu district have shifted from teaching profession to other profession between 2009 – 2014? ..................................................................
0. How many teachers in Magu district who went for further studies and pursued other areas of professions between 2009 – 2014 ....................................................
0. Will you study another profession if you found another chance to study? (Circle appropriately)   (i)    Yes		(ii) 	No Give reasons for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
0. Briefly outline the reasons that may make you choose that particular profession:
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
14. Does the general schools environment motivate teachers to work hard as a teacher (Circle appropriately)	  (i)	Yes 	(ii)	No 
15. How is your interpersonal relationship with your fellow teachers  (Circle appropriately)   (i) 	Good 	(ii)	 Bad 	  then give reasons for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
16. Are you satisfied with your interpersonal relationship with your colleagues in school (Circle appropriately) (i)	Yes (ii) No then give reasons for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
SECTION C RATING FACTORS.
1. How satisfied are you with the amount of salary the government of Tanzania as employer of public secondary school teachers pays them? 
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied. Give reason for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
2. To which extent are you satisfied with the distributive justice in education system in Tanzania?
(i) Very dissatisfied  	(ii) Dissatisfied 		(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied. 	       Give reason for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
3. To which extent are you satisfied with the procedural justice (fairness of bureaucracy and treatment procedures) in education system in Tanzania?
(i) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) 	Satisfied 		(v) Very Satisfied. 	Give reason for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
4. To which extent are you satisfied with the interactional justice (fairly treatment with dignity and respect) in education system in Tanzania?
(ii) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) Satisfied 		(v) Very Satisfied. 	Give reason for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
5. To which extent are you satisfied with opportunity for promotion justice in education system in Tanzania?
(v) Very dissatisfied  	(ii) Dissatisfied 	(iii) Neutral 
(iv) Satisfied 		(v) Very Satisfied. 	Give reason for your answer
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
6. You have been able to be in the position as DESLO/DSAO/DESO/teaching profession for some time, what are some of the reasons why you have remained in the same profession for this time with such job dissatisfaction among your subordinates?
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
7. What are the changes do you propose to be done so as to help teachers be satisfied? ................................................................................................................
..................................................................................................................................
..................................................................................................................................
Appendix 3 – A
Teacher Job Dissatisfaction Survey
Observation Schedule for the Teachers’ Behaviour/Performance
The Open University of Tanzania
Faculty of Education

Section A: Social Services Available

	Facilities/Services
	Available
	Not Available
	Adequate
	Not adequate

	Teachers’ residences/houses
	
	
	
	

	Safe and Clean water
	
	
	
	

	Electricity
	
	
	
	

	Transportation
	
	
	
	

	Communication
	
	
	
	

	Health
	
	
	
	

	Financial
	
	
	
	

	Sufficient Shopping centres
	
	
	
	






Section B: Expressed behaviours 
	
	
	
	
	
	

	1
	    2
	  3
	4
	5

	Highly good
	good
	somehow good
	Bad
	worse



	Behaviour/Situation/Item
	1
	2
	3
	4
	5
	Comment

	Reporting time
	
	
	
	
	
	

	Lateness 
	
	
	
	
	
	

	Departure time from school
	
	
	
	
	
	

	Absenteeism 
	
	
	
	
	
	

	Rate of sick/bead rest
	
	
	
	
	
	

	Honest/faithfulness in recording the reporting time in the teachers attendance book
	
	
	
	
	
	

	Time spend in the class
	
	
	
	
	
	

	Time spent in groups discussing issues
	
	
	
	
	
	

	Time spent talking in the staff room while students are in class without teachers
	
	
	
	
	
	



	Behaviour/Situation/Item
	1
	2
	3
	4
	5
	Comment

	Time Spent in school non academic activities (voluntary)
	
	
	
	
	
	

	Expression of creativity
	
	
	
	
	
	

	Time spent on students’ academic development after working hours without pay.
	
	
	
	
	
	

	Conscious on students’ discipline issues
	
	
	
	
	
	

	Maintaining/protection of teacher personality/dignity after work (e.g. improper clothing, alcoholism etc)
	
	
	
	
	
	













Appendix 4A – 1
The Relationship Between Demographic Variables and the Level of Teacher Job Dissatisfaction 
Table 4.A1.1: Distribution of Age of Respondents
	Age Scale
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	21-25
	10
	7.2
	7.3
	7.3

	
	26-30
	62
	44.6
	45.3
	52.6

	
	31-35
	32
	23.0
	23.4
	75.9

	
	36-40
	12
	8.6
	8.8
	84.7

	
	41-45
	7
	5.0
	5.1
	89.8

	
	46-50
	7
	5.0
	5.1
	94.9

	
	51-55
	3
	2.2
	2.2
	97.1

	
	56-60
	4
	2.9
	2.9
	100.0

	
	Total
	137
	98.6
	100.0
	

	Missing
	System
	2
	1.4
	
	

	Total
	139
	100.0
	
	


Table 4.A1.2: Distribution of Gender of Respondents
	Sex
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	91
	65.5
	66.4
	66.4

	
	Female
	46
	33.1
	33.6
	100.0

	
	Total
	137
	98.6
	100.0
	

	Missing
	System
	2
	1.4
	
	

	Total
	139
	100.0
	
	


Table 4.A1.3: Marital Status
	Marital Status Scale
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Married
	87
	62.6
	63.5
	63.5

	
	Single
	49
	35.3
	35.8
	99.3

	
	Divorced
	1
	.7
	.7
	100.0

	
	Total
	137
	98.6
	100.0
	

	Missing
	System
	2
	1.4
	
	

	Total
	139
	100.0
	
	


Table 4.A1.4: Academic Qualifications of Respondents
	Academic Levels
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Diploma
	42
	30.2
	30.7
	30.7

	
	Graduate
	90
	64.7
	65.7
	96.4

	
	Masters
	2
	1.4
	1.5
	97.8

	
	Certificate
	3
	2.2
	2.2
	100.0

	
	Total
	137
	98.6
	100.0
	

	Missing
	System
	2
	1.4
	
	

	Total
	Total
	100.0
	
	



Table 4.A1.5: Teaching Subjects of respondents
	Types of Subjects
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Science Subjects
	37
	26.6
	29.4
	29.4

	
	Art Subjects
	89
	64.0
	70.6
	100.0

	
	Total
	126
	90.6
	100.0
	

	Missing
	System
	13
	9.4
	
	

	Total
	139
	100.0
	
	



Table 4.A1.6: Experience of respondent (Teachers and Heads of Schools)
	Experience Scale
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1-5
	81
	58.3
	64.3
	64.3

	
	6-10
	28
	20.1
	22.2
	86.5

	
	11-15
	10
	7.2
	7.9
	94.4

	
	16-20
	2
	1.4
	1.6
	96.0

	
	21-25
	2
	1.4
	1.6
	97.6

	
	26-30
	2
	1.4
	1.6
	99.2

	
	31-35
	1
	.7
	.8
	100.0

	
	Total
	126
	90.6
	100.0
	

	Missing
	System
	13
	9.4
	
	

	Total
	139
	100.0
	
	




Appendix 4A – 2
General Observation on Expressed Behaviors/Performance by Teachers and Social services available in the Sampled Schools 
Table 4.A2.1: Expressed behaviors by Teachers Regarding Teacher dissatisfaction  
	Expressed Behaviors 
	N
	Sum
	Mean
	Std. Deviation

	Rate of sick/bed rest
	8
	30
	3.75
	.707

	Time spent in the class
	8
	33
	4.12
	.354

	Absenteeism
	8
	34
	4.25
	.886

	Departure time from school
	8
	35
	4.38
	.744

	Maintaining/protection of teacher personality/dignity after work (e.g. improper clothing, alcoholism, etc) 
	8
	36
	4.50
	.756

	Time spent in groups discussing issues
	8
	36
	4.50
	.535

	Reporting time
	8
	37
	4.62
	.518

	Lateness
	8
	37
	4.62
	.518

	Time spent talking in the staff room while students are in class without teachers
	8
	38
	4.75
	.463

	Honest/faithfulness in recording the reporting time in the teachers attendance book
	8
	39
	4.88
	.354

	Conscious on students' discipline issues
	8
	39
	4.88
	.354

	Time spent in school non academic activities (voluntary)
	8
	40
	5.00
	.000

	Expression of creativity
	8
	40
	5.00
	.000

	Time spent on students' academic development after working hours without pay
	8
	40
	5.00
	.000

	Valid N (listwise)
	8
	
	
	



Table 4.A2.2: Social services available in the Sampled Schools Environments  
	Facilities/Services
	N
	Sum
	Mean
	Std. Deviation

	Transportation
	8
	16
	2.00
	.000

	Financial
	8
	18
	2.25
	.707

	Safe and clean water
	8
	20
	2.50
	.926

	Electricity
	8
	20
	2.50
	.926

	Health
	8
	22
	2.75
	1.035

	Sufficient shopping centres
	8
	22
	2.75
	1.035

	Communication
	8
	24
	3.00
	1.414

	Teachers' residences/houses
	8
	30
	3.75
	.707

	Valid N (listwise)
	8
	
	
	


Appendix 4 – B

General Level of Teachers Job Dissatisfaction and Retention 
Table 4.B1: Reasons that may make Teachers choose that other profession
	Reasons
	N
	Sum
	Mean
	Std. Deviation

	High salary
	118
	158
	1.34
	.475

	Highly respected profession, high status, marketable with high security
	118
	183
	1.55
	.500

	Good/favarable working environment
	117
	204
	1.74
	.439

	Love the profession/it is my interest
	118
	207
	1.75
	.432

	A lot of incetives (high motivation)
	117
	210
	1.79
	.406

	Green pasture/increases income, opportunity for prosperity globally, and improve living standard
	117
	213
	1.82
	.385

	To meet needs and my expectation and satisfaction
	118
	226
	1.92
	.280

	Freedom to run business/work with other organization after work
	118
	226
	1.92
	.280

	Eradicate inferiority complex acquared in teaching
	118
	228
	1.93
	.252

	Work with high freedom
	118
	231
	1.96
	.202

	Poverty
	117
	231
	1.97
	.159

	Good care and treatment
	118
	233
	1.97
	.158

	Promotion at work
	117
	232
	1.98
	.616

	Not easier to get employment
	118
	234
	1.98
	.130

	It is my call
	117
	233
	1.99
	.092

	Family poverty background
	118
	236
	2.00
	.000

	Want to help students to reach their goals
	118
	236
	2.00
	.000

	Develop new skills/curiosity/creavitivity
	118
	237
	2.01
	.403

	Valid N (listwise)
	113
	
	
	




Table 4.B2: Reasons that may make Teachers study other profession
	Reasons
	N
	Sum
	Mean
	Std. Deviation

	Low salary not satisfied with it
	118
	138
	1.17
	.377

	Poor working environment
	118
	175
	1.48
	.502

	Not valued neither respect to this profession by government/teachers themselves/students/community
	118
	164
	1.39
	.490

	Poor promotion to teachers
	118
	160
	1.36
	.481

	I love teaching is from my heart
	118
	229
	1.94
	.237

	Teaching is not my choice/I never liked to be a teacher/I took it accidentally
	118
	231
	1.96
	.202

	I hate this job/I regret to be a teacher
	118
	230
	1.95
	.221

	Teaching does not satisfy my needs/expectations
	118
	215
	1.82
	.384

	Improve living standard
	118
	226
	1.92
	.280

	Increase income and opportunities for success/fulfill my dreams/in teaching no opportunity to make money
	118
	216
	1.83
	.377

	No motivation and incentives (allowances, seminars, workshops, etc)
	118
	213
	1.81
	.398

	I'm satisfied with this profession
	118
	234
	1.98
	.130

	Teaching develops inferiority complex among teachers
	118
	224
	1.90
	.304

	No freedom of expression in teaching
	118
	228
	1.93
	.252

	Teachers are not involved in decision making 
	118
	229
	1.94
	.237

	Too much interferences of politicians
	118
	229
	1.94
	.237

	Teaching is a stressful work
	118
	223
	1.89
	.314

	Bad/harsh treatment/oppression/exploitation in teaching profession/teachers are left outdated
	118
	221
	1.87
	.335

	Poor government policy in education
	117
	225
	1.92
	.268

	Teaching is poverty ideologized by the government/community
	118
	219
	1.86
	.353

	To choose teaching is to choose poverty/teaching is wastage of time/work as a slave
	118
	219
	1.86
	.353

	Valid N (listwise)
	117
	
	
	



Appendix 4 – C
Factors influencing Job dissatisfaction among teachers in public schools in Magu District 
Table 4.C1: The mean ranting on Teachers reasons for remaining in teaching profession for that time with such job dissatisfaction
	Reasons
	N
	Sum
	Mean
	Std. Deviation

	Poverty/family economic problems/hardship/inferiority of teachers
	118
	185
	1.57
	.497

	No other place/job to earn higher income/immediate alternatives
	118
	210
	1.78
	.416

	On the way out still looking for other opportunities
	118
	214
	1.81
	.391

	Government oppression to teachers/depends on monthly salary/government influence
	118
	216
	1.83
	.377

	I have no channel yet
	118
	226
	1.92
	.280

	High competition in job opportunities outside
	118
	227
	1.92
	.267

	I love this job/profession
	118
	228
	1.93
	.252

	Expectations for improvement of the existing situation
	118
	229
	1.94
	.237

	No pressure in this profession
	118
	231
	1.96
	.202

	Still raising capital to take off
	118
	232
	1.97
	.182

	Age is gone and I have worked in this profession for a long time
	118 
	233
	1.97
	.158

	When I was taking teaching at university I did not think to meet such activities
	118
	234
	1.98
	.130

	It is a permanent job
	118
	235
	1.99
	.092

	Teachers are left outdated
	118
	235
	1.99
	.092

	It is my professional no other activity I can do/it supplement my needs
	118
	238
	2.02
	.961

	Valid N (listwise)
	118
	
	
	





Table 4.C2: Reasons for Heads of Schools to remaining in teaching profession for that time with such job dissatisfaction
	Reasons
	N
	Sum
	Mean
	Std. Deviation

	Lack of adequate job opportunities and for further studies
	8
	12
	1.50
	.535

	Age is gone /family commitments
	8
	13
	1.62
	.518

	Nature of professional itself with treatment within it
	8
	13
	1.62
	.518

	Humanitarian reason
	8
	14
	1.75
	.463

	Poverty I need salary
	8
	14
	1.75
	.463

	I do not have another salary
	8
	15
	1.88
	.354

	I come from poor family that cannot offer me support to develop new career
	8
	15
	1.88
	.354

	Low salary  keeps me in this job
	8
	15
	1.88
	.354

	Valid N (listwise)
	8
	
	
	












Table 4.C3: Teachers’ views about changes to be made to help them to be satisfied with their job 
	Proposed Changes
	N
	Sum
	Mean
	Std. Deviation

	Increase salary
	118
	121
	1.03
	.158

	Provide promotion on time
	118
	142
	1.20
	.404

	Improve working environment (build teachers accommodation, transportation facilities, teaching and learning material, etc)
	118
	147
	1.25
	.432

	Increase incentives/motivation (allowances, seminars, transportation allowances, loans without interest, etc)
	118
	169
	1.43
	.497

	Respect to teachers
	118
	197
	1.67
	.472

	Provide scholarships for teachers who goes for further studies
	116
	215
	1.85
	.379

	Improve job security
	118
	226
	1.92
	.280

	Improve relationship between employee and employer
	118
	228
	1.93
	.252

	employ more science teachers
	118
	231
	1.96
	.202

	Strength CWT (TTU)
	118
	233
	1.97
	.158

	Freedom to establish business as health sector
	118
	233
	1.97
	.158

	Involving teachers in decision making process
	118
	234
	1.98
	.130

	Make teachers be first informed personnel
	118
	234
	1.98
	.130

	Employ lab technicians
	118
	235
	1.99
	.092

	Reduction of income tax to teachers(PE)
	118
	235
	1.99
	.092

	Valid N (listwise)
	116
	
	
	








Table 4.C4: Heads of Schools’ views about changes to be made to help Teachers to be satisfied with their job 
	Proposed Changes
	N
	Sum
	Mean
	Std. Deviation

	Increase salary
	8
	8
	1.00
	.000

	Working environment improvement
	8
	10
	1.25
	.463

	Promotion should be on time
	8
	11
	1.38
	.518

	Proper provision of teaching and learning material/facilities/capitation on time
	8
	12
	1.50
	.535

	Provision of various incentives such as various allowances to teachers/seminars, workshop, etc
	8
	13
	1.62
	.518

	Change the current teacher treatment to better/equality with other profession e.g. health
	8
	13
	1.62
	.518

	Restore teachers' respect
	8
	14
	1.75
	.463

	Elimination of politicians in interference education matters
	8
	15
	1.87
	.354

	Rehabilitation should be done regularly
	8
	15
	1.87
	.354

	Increase job security
	8
	15
	1.88
	.354

	Establishment of teachers board
	8
	15
	1.88
	.354

	Reduction of stress and inferiority complex to teachers
	8
	15
	1.88
	.354

	Involve teachers in decision making in education matters
	8
	15
	1.88
	.354

	Valid N (listwise)
	8
	
	
	













Appendix 4 – D
Recommended Sample of Salary Scales for Primary Schools Teachers and Secondary Schools Teachers in the United Republic of Tanzania.  
A. Primary School Teachers Scales
Table 5.D1: Diploma Holder (Primary Education)
	Title
	Salary Scale
	Salary Per Month

	Teacher Grade III B
	TGTS B. 1
	380,000.00

	Teacher Grade III B
	TGTS B. 2
	390,000.00

	Teacher Grade III B
	TGTS B. 3
	400,000.00

	Teacher Grade III B
	TGTS B. 4
	410,000.00

	Teacher Grade III B
	TGTS B. 5
	420,000.00

	Teacher Grade III B
	TGTS B. 6
	430,000.00

	Teacher Grade III B
	TGTS B. 7
	440,000.00


Table 5.D2: University Graduates (Primary Education)
	Title
	Salary Scale
	Salary Per Month

	Teacher Grade II C
	TGTS C. 1
	480,000.00

	Teacher Grade II C
	TGTS C. 2
	490,000.00

	Teacher Grade II C
	TGTS C. 3
	500,000.00

	Teacher Grade II C
	TGTS C. 4
	510,000.00

	Teacher Grade II C
	TGTS C. 5
	520,000.00

	Teacher Grade II C
	TGTS C. 6
	530,000.00

	Teacher Grade II C
	TGTS C. 7
	540,000.00


Table 5.D3: Post-graduate Diploma Holder (Any area in Education)
	Title
	Salary Scale
	Salary Per Month

	Teacher Grade III D
	TGTS D. 1
	640,000.00

	Teacher Grade III D
	TGTS D. 2
	650,000.00

	Teacher Grade III D
	TGTS D. 3
	660,000.00

	Teacher Grade III D
	TGTS D. 4
	670,000.00

	Teacher Grade III D
	TGTS D. 5
	680,000.00

	Teacher Grade III D
	TGTS D. 6
	690,000.00

	Teacher Grade III D
	TGTS D. 7
	710,000.00



Table 5.D4: Masters Degree Holder (Any area in Education)
	Title
	Salary Scale
	Salary Per Month

	Teacher Grade II E
	TGTS E. 1
	820,000.00

	Teacher Grade II E
	TGTS E. 2
	840,000.00

	Teacher Grade II E
	TGTS E. 3
	860,000.00

	Teacher Grade II E
	TGTS E. 4
	880,000.00

	Teacher Grade II E
	TGTS E. 5
	910,000.00

	Teacher Grade II E
	TGTS E. 6
	950,000.00

	Teacher Grade II E
	TGTS E. 7
	980,000.00


B. Secondary Schools Teachers
Table 5.D5: Diploma Holder (Secondary Education)
	Title
	Salary Scale
	Salary Per Month

	SEFA Grade III D
	TGTS D. 1
	650,000.00

	SEFA Grade III D
	TGTS D. 2
	660,000.00

	SEFA Grade III D
	TGTS D. 3
	670,000.00

	SEFA Grade III D
	TGTS D. 4
	690,000.00

	SEFA Grade III D
	TGTS D. 5
	720,000.00

	SEFA Grade III D
	TGTS D. 6
	750,000.00

	SEFA Grade III D
	TGTS D. 7
	780,000.00


Table 5.D6: University Graduate (Secondary Education)
	Title
	Salary Scale
	Salary Per Month

	SEFA Grade III E
	TGTS E. 1
	820,000.00

	SEFA Grade III E
	TGTS E. 2
	850,000.00

	SEFA Grade III E
	TGTS E. 3
	880,000.00

	SEFA Grade III E
	TGTS E. 4
	910,000.00

	SEFA Grade III E
	TGTS E. 5
	940,000.00

	SEFA Grade III E
	TGTS E. 6
	970,000.00

	SEFA Grade III E
	TGTS E. 7
	910,000.00





Table 5.D7: Post-Graduate Diploma Holder (Any area in Education)
	Title
	Salary Scale
	Salary Per Month

	SEFA Grade III F
	TGTS F. 1
	1,100,000.00

	SEFA Grade III F
	TGTS F. 2
	1,130,000.00

	SEFA Grade III F
	TGTS F. 3
	1,160,000.00

	SEFA Grade III F
	TGTS F. 4
	1,190,000.00

	SEFA Grade III F
	TGTS F. 5
	1,210,000.00

	SEFA Grade III F
	TGTS F. 6
	1,240,000.00

	SEFA Grade III F
	TGTS F. 7
	1,270,000.00



Table 5.D8: Masters Degree Holder (Any Area of Specialization in Education)
	Masters Degree Holder (Any Area of Specialization in Education)

	Title
	Salary Scale
	Salary Per Month

	SEFA Grade III G
	TGTS G. 1
	1,500,000.00

	SEFA Grade III G
	TGTS G. 2
	1,540,000.00

	SEFA Grade III G
	TGTS G. 3
	1,590,000.00

	SEFA Grade III G
	TGTS G. 4
	1,630,000.00

	SEFA Grade III G
	TGTS G. 5
	1,670,000.00

	SEFA Grade III G
	TGTS G. 6
	1,710,000.00

	SEFA Grade III G
	TGTS G. 7
	1,740,000.00










Appendix 6 – A: Correspondences 








Very Dissatisfied	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	1	0.74600000000000521	0.71900000000000064	0.70000000000000062	0.5	0.42900000000000038	0.3330000000000034	1	Dissatisfied	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	0	0.15900000000000139	0.125	0	0.125	0.42900000000000038	0.66700000000000681	0	Neutral	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	0	3.2000000000000334E-2	6.2000000000000499E-2	0.1	0	0	0	0	Satisfied	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	0	3.2000000000000334E-2	3.1000000000000274E-2	0.2	0.25	0.14300000000000004	0	0	Very Satisfied	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	0	3.2000000000000334E-2	6.2000000000000499E-2	0	0.125	0	0	0	Level of Job Dissatisfaction in Percent (%)

Male	Very Dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfied	0.69199999999999995	0.12100000000000002	4.3999999999999997E-2	7.6999999999999999E-2	6.6000000000000003E-2	Female	Very Dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfied	0.76100000000000589	0.15200000000000041	1.8	2.8	Level of Satisfaction in Percentage (%)
Married	Very dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfied	0.68200000000000005	0.11799999999999998	3.500000000000001E-2	8.2000000000000003E-2	8.2000000000000003E-2	Single	Very dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfied	0.76000000000000589	0.18000000000000024	4.0000000000000022E-2	2.0000000000000011E-2	0	Divorced	Very dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfied	1	0	0	0	0	Level of Job Satisfaction in Percentage (%)
Certificates	Very Dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfaid	0.66700000000000703	0	0	0.33300000000000352	0	Diploma	Very Dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfaid	0.5	0.19	7.0999999999999994E-2	0.14300000000000004	9.5000000000000043E-2	Graduate	Very Dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfaid	0.82199999999999995	0.111	2.1999999999999999E-2	2.1999999999999999E-2	2.1999999999999999E-2	Masters	Very Dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfaid	0.5	0	0	0	0.5	Level of Job Teacher Dissatisfaction in 
Percentage (%)
Science Subjects	Very Dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfied	0.64900000000000591	0.16200000000000001	0	0.10800000000000012	8.1000000000000003E-2	Arts Subjects	Very Dissatisfied	Dissatisfied	Neutral	Satisfied	Very Satisfied	0.7640000000000059	0.12400000000000012	4.5000000000000012E-2	3.4000000000000002E-2	3.4000000000000002E-2	Level of Teacher  Job Dissatisfaction in Percentage(%)


Very Dissatisfied	Years 1-5	Years 6-10	Years 11-15	Years 16-20	Years 21-25	Years 26-30	Years 31-35	0.74700000000000522	0.7670000000000059	0.4	0.8	0	0.5	1	Dissatisfied	Years 1-5	Years 6-10	Years 11-15	Years 16-20	Years 21-25	Years 26-30	Years 31-35	0.13800000000000001	6.7000000000000004E-2	0.5	0	0	0	0	Neutral	Years 1-5	Years 6-10	Years 11-15	Years 16-20	Years 21-25	Years 26-30	Years 31-35	3.4000000000000002E-2	6.7000000000000004E-2	0	0	0	0	0	Satisfied	Years 1-5	Years 6-10	Years 11-15	Years 16-20	Years 21-25	Years 26-30	Years 31-35	3.4000000000000002E-2	6.7000000000000004E-2	0.1	0.2	0.5	0	0	Very Dissatisfied2	Years 1-5	Years 6-10	Years 11-15	Years 16-20	Years 21-25	Years 26-30	Years 31-35	4.5999999999999999E-2	3.3000000000000002E-2	0	0	0.5	0.5	0	Level of Teacher Job Dissatisfaction 
in Percentage (%)
Sales	
Yes	No	92.4	7.6	

Sales	62.5%
37.5%
Yes	No	62.5	37.5	

Sales	62.5%
37.5%

Yes	No	62.5	37.5	

Sales	66.7%
33.3%

Yes	No	66.7	33.300000000000004	
Not Satisfied at All	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	9.3000000000000007	5.9	31.4	50.8	44.9	44.1	Dissatisfied	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	18.600000000000001	25.4	31.4	35.6	36.4	31.4	Neutral	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	28	30.5	22	10.200000000000001	14.4	20.3	Satisfied	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	36.4	37.300000000000004	13.6	2.5	3.4	4.2	Very Satisfied	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	7.6	0.8	1.7	0.8	0.8	0	
Not Satisfied at All	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	0	0	0	12.5	0	0	Dissatisfied	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	12.5	0	62.5	75	50	25	Neutral	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	12.5	37.5	12.5	12.5	37.5	37.5	Satisfied	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	75	62.5	25	0	12.5	37.5	Very Satisfied	Hours Worked each Week	Flexibility in Scheduling	Location of Work	Amount Paid Vacation Time	Procedural Justice	Interactional Justice	0	0	0	0	0	0	
Not Satisfied at All	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance, life insurance, etc)	Job Security	Recognition for Work Accomplished	56	67.5	33.800000000000004	17.2	12.5	57.6	Dissatisfied	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance, life insurance, etc)	Job Security	Recognition for Work Accomplished	41.5	25.7	62	62.5	43.5	15.4	Neutral	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance, life insurance, etc)	Job Security	Recognition for Work Accomplished	12.5	37.5	25	25	14.5	8	Satisfied	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance, life insurance, etc)	Job Security	Recognition for Work Accomplished	0	0	0	0	17.5	19	Very Satisfied	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance, life insurance, etc)	Job Security	Recognition for Work Accomplished	0	0	0	0	12	0	
Not Satisfied at All	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance life insurance, etc)	Job Security	Recognition for Work Accomplished	50	37.5	25	12.5	12.5	0	Dissatisfied	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance life insurance, etc)	Job Security	Recognition for Work Accomplished	37.5	25	50	62.5	0	12.5	Neutral	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance life insurance, etc)	Job Security	Recognition for Work Accomplished	12.5	37.5	25	25	37.5	50	Satisfied	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance life insurance, etc)	Job Security	Recognition for Work Accomplished	0	0	0	0	37.5	37.5	Very Satisfied	Salary	Distributive Justice	Opportunity for Promotion	Benefits (health insurance life insurance, etc)	Job Security	Recognition for Work Accomplished	0	0	0	0	12.5	0	
Sales
Sales	23%
63.5%
7.1%
4.8%
1.6%
Dissatisfied	Highly Dissatisfied	Neutral	Satisfied	Highly Satisfied	23	63.5	7.1	4.8	1.6	
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