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ABSTRACT

The study aimed at assessing the role of teachers’ motivation on students’ academic performance in Ilemela District. Primary data were collected using questionnaires distributed to 50 respondents selected randomly from five selected secondary schools in Ilemela District. The study used descriptive analysis to analyze data from the field with the help of Statistical Packages for Social Sciences. The study revealed that many teachers were male while female were only few. It was further observed that most of the teachers have their age between 25 – 35 years, and majority of them are Graduates from different Universities/Colleges. In addition, majority of them have teaching experience which is less than 10 years. The current study found that, teacher’s professional development improves students’ academic performance. Working condition highly influenced/motivated teachers to perform well and finally improves students’ academic performance. Also, it was revealed that the monetary rewards to teachers improves academic performance because if a teacher is paid well can concentrate on teaching/learning activities. The study recommended that teachers must be given profession training and development to increase their knowledge and skills to deliver highly to students. Moreover, female are encouraged to participate well in this teaching and learning activities as the study revealed that only few female are involved. Working condition for teachers need to be improved so as to bring comfortability to teachers in secondary schools. Salary need to be increased so that teachers will not move between schools looking for higher paying schools. Finally, the study recommends that the relationship between teachers themselves and between teachers and students need to be improved so as teaching and learning process can be friendlier.
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CHAPTER ONE

1.0 INTRODUCTION

1.1 Chapter Overview
This chapter explains the background to the research problem, statement of the research problem, objectives, research questions, significance and the organization of the research.

1.2 Background

In today’s world education is a key element towards economic, social and political achievement/success of any country. That is to say education is a pillar for enriching people’s welfare (Orodho, 2004). To a greater extent success or failure of any educational system depends mainly on the providers of the education who are teachers. Given this major role, teachers therefore have a duty of shaping the students to do what they are expected to do in supporting the educational system to achieve its goal. This will be accomplished by given motivation, the necessary attention and priority it deserves while they are working towards achieving the purpose of learning (Akpan, 2013). One of the fundamental reasons for working in life is to satisfy the basic human needs. 
According to Money (1999) as cited by Akpan (2013), effective motivation of teachers plays a significant role in meeting their daily needs in the process gaining their commitment to their work. A well-motivated teacher, who is provided with professional career development, good working conditions, recognition and adequate remuneration, is bound to be dedicated to their teaching so as to bring about the needed learning on the part of students.

Garderner and Lambert (1972), defined motivation as it is about the moving employees toward doing the job and achieving the goal through rewards. On the other hand, Steers and Porter (1987) stated that work motivation is a factor that changes employee’s way of working and behavior and Allscheid & Cellar (1996) stated that in order to be good in anything in the workplace, the only talent required is motivation.

Motivation has an impact towards teachers’ performance, which directly affects the students’ performance as well (Alarm and Farid, 2011). Motivation, satisfaction and performance are interdependent (Marques, 2010). Dornyei (2001) further states that teacher efficacy affects students directly as there is strong correlation between teacher efficacy and students’ performance hence a desired outcome by the students can occur with the help of the teacher. In a study conducted by Bandura & Locke (2003) self-efficacy played a significant role on improvement of people's activity. 
A strong relation between self- efficacy and general performance of the individuals was observed. Furthermore, a study by Staikovic &Luthans (1998) found out that there is a strong and positive relationship between the self-efficacy and the performance. This means that low motivation of teachers affects his or her performance which affects the students’ performance.  Teachers are expected to earn both intrinsic and extrinsic reward from work (Etuk, 2002). It is believed that if teachers’ pay, working conditions and fringe benefits given to teachers are judged to be good by the teachers, they will put in more effort at work (Etuk, 2002).

A study conducted by Stott (1991) observed that students’ performance was directly related to the welfare of teachers at school. Students tend to work harder at a task when they are handled by the teachers who are well taken care of in terms of working incentives and remuneration and their performance at the same level irrespective of gender. Bloom (1972) explains the influence teachers have over their students. What state teachers are in influence what they do; what they do in turn influences what, and how much, students learn. 
Thus lack of effective motivation of teachers will clearly be seen in student’s importance to learning; that is lack of interest in learning; weak drive towards goal attainment and little identification with school subjects, this is manifested in the students by being absent frequently from school due to lack of interest in the teaching learning process. Students’ who are taught by teachers who are not well-motivated will not take school work serious irrespective of gender (Cohon, 2001).
Background information on Ilemela District: Ilemela District is one of the seven districts of Mwanza Region of Tanzania. According to the census of 2012, it is estimated to have a population of more than 343,001 people (NBS, 2012). It is bordered to the north and west by Lake Victoria, to the east by Magu District, and to the south by Nyamagana District. Part of the region's capital, the town of Mwanza, is within Ilemela District. This district has experienced shortage of secondary school teachers. 
According to the figures released by the Regional Education Office, in 2010 Mwanza region experienced a shortage of 1,919 secondary school teachers. This implies that Ilemela as one of the district of Mwanza region experienced this shortage but also shortage of teaching materials. However, various mechanisms have been employed to reduce shortage such as the implementation of the programme developed by Hands on Science Organization Tanzania (HSOT) funded by Korea International Cooperation Agency (KOICA). This programme was focused on improving skills in teaching practical science in laboratories. Teachers’ motivation in Ilemela district plays important role in improving teachers’ performance and students’ academic performance. 
1.2 Statement of the Problem
According to De Cenzo et al., (1996), people who are motivated use a greater   effort to perform a job than those who are not motivated. In other words, this means that all thinkable factors of physical or psychological aspects that we Interact with, leads to a reaction within our self or of the entire organization.  In the view of Halepota (2005), motivation is crucial for organizations to function; without motivation employees will not put up their best and the company’s performance would be less efficient. This is evident in Tanzania where in recent times the labor front has been plagued with a plethora of industrial unrests.
Despite its importance few studies have addressed issues of motivation and compensation among workers in Tanzania, even fewer in the educational sector. Most of these studies have concentrated on relationships between employees’ motivation and performance, and students related factors and their academic performance. There is insufficient literature on the role of motivation to teachers’ and its significant effect on students’ academic performance for secondary schools in Tanzania. Hence this study seeks to establish the role of teachers’ motivation on academic performance in Tanzanian secondary schools using Ilemela District as a case study.

1.3 Objectives of the Study

1.3.1 General Objective
To assess the role of motivation to teachers and students’ academic performance at Ilemela District.

1.3.2 Specific Objectives
i. To examine effect between teachers’ professional development and students’ academic performance in selected secondary schools in Ilemela District; 

ii. To explore the influence of working condition of teachers on students’ academic performance in selected secondary schools in Ilemela District; and
iii. To investigate the impact of teachers’ monetary rewards on students’ academic performance, as evidenced by selected secondary schools in Ilemela District.
1.4 Research Questions
i. Is there effect between teachers’ professional development and students’ academic performance in selected secondary schools in Ilemela District? 

ii. To what extent does the working condition of teachers influence students’ academic performance in selected secondary schools in Ilemela District?
iii. What are the impacts of teachers’ monetary rewards on students’ academic performance, as evidenced by selected secondary schools in Ilemela District?
1.5 Significance of the Study
The research will help the organization to know on the effectiveness of motivation of teachers on students’ performance, identify the factors of motivation that can improve students’ performance. This will enable the organization and other organizations to improve their employees’ motivation. The study can be used as a basis for conducting other researches on this area and other related area. Also this study will be presented in partial fulfillment of the requirements for the award of Master of Human Resource Management of the Open University of Tanzania.
1.6 Organization of the Study
The study is organized into three chapters: Chapter one contains the introduction of the study, consisting of the problem statement, research objectives, research questions and the significance of the study. Chapter two examines among other things, relevant literature from works that have already been done on the topic. The literature review is structured in the following form: Introduction, conceptual definitions, the early theorists of motivation, empirical literature review, policy review, research gap and conceptual and theoretical framework. Chapter three deals with methodology of the study. Chapter four is about data interpretation, analysis and presentation. Finally, chapter five covers summary of the findings, conclusion, recommendations and areas for further research.
CHAPTER TWO

2.0 LITERATURE REVIEW

2.1 Overview

Chapter two defines the basic concepts used in the study followed by theories supporting the study. Theoretical and empirical literature review on motivation is also addressed followed by a summary of empirical literature review, research gap and a conceptual framework.

2.2 Conceptual Definitions

2.2.1 Motivation

Motivation is a complex phenomenon, which is influenced by individual, cultural, ethnic and historical factors. Motivation can be defined as “a series of energizing forces that originate both within and beyond an individual’s self”. These forces determine the person’s behavior and therefore, influence his/her productivity (Jackson, 1995).

2.2.2 Performance

“…performance is associated with quantity of output, quality of output, timeliness of output, presence / attendance on the job, efficiency of the work completed [and] effectiveness of work completed” (Mathis & Jackson 2009:324). “Performance is the accomplishment of a given task measured against pre-set standards of accuracy, completeness, cost and speed” (Business Dictionary 2010: online).

2.2.3 Employee Performance 
Organizations make investments in their human capital to improve performance and target higher niches in the market through delivery of high quality services (Appelbaum et al, 2000). Employee performance affects the overall performance of an organization and its bottom-line (Purcell & Hutchison 2007).  Employee performance refers to behaviors that are relevant to organizational goals which are under the control of individual employees (Campbell et al, 1993). Bussin (2002) has stated that employee performance is a standard to be achieved in all of life’s activities. According to Fletcher (1993) to perform is to produce results much better than expected both in individuals and in organizations. Employee performance is influenced by motivation. Armstrong (2009) points out that motivation is concerned with the strength and direction of behavior and the factors that influence people to behave in certain ways.

2.3 Theoretical literature Review

2.3.1 Maslow’s Hierarch of Needs Theory
                









Figure 2.1: Hierarchy of Needs
Source: Cole G.A (2004, p.36).

Abraham Maslow propounded the theory of motivation and job satisfaction over sixty years ago (ibid). In his theory, Maslow claims that human beings have desires, wants and needs and those human needs are arranged in a hierarchy beginning with the most basic to the highest and these are: (1) physiological needs, (2) safety or security needs, (3) social and belonging or affiliation needs, (4) Self-esteem, ego or status needs and (5) the need for self-actualization (Maslow, 1987). Robbins and Judge described Maslow's human Needs as shown in the table 2.1
Table 2.1: Description of Maslow’s Human Needs 

	Description                                                               Needs

	Physiological 
	Includes hunger, thirst, shelter, sex, and other bodily needs. 

	Safety 
	Includes security and protection from physical and emotional harm. 

	Social 
	Includes affection, belongingness, acceptance, and friendship. 

	Esteem 
	Includes internal factors, such as self-respect, autonomy, and achievement, and external esteem factors, such as status, recognition, and attention. 

	Self-actualization 
	The drive to become what to one is capable of becoming; includes growth, achieving one’s potential, and self-fulfillment. 


Source: Maslow (1943).

This theory relates to the present study on the basis of the five variables established by Maslow, because teachers as other employees have the above mentioned needs which motivate them. Variables such as esteem needs, social needs, psychological needs and safety needs are essential for teachers to perform well and bring about better results to students; its absence will result to underperformance to teachers and students as well. This will be measured through questions which will be answered by them to know if they get these needs or not and how it influences their performances.
2.3.2 Expectancy Theory

Workers expectation of returns or rewards for efforts put on a job has become part and parcel of the motivation of employees in every organizational establishment and it will therefore be inappropriate to discuss motivation of the public sector motivation without taking a cursory look at the Expectancy Theory (Dobre 2003). This theory was developed by an American, V.H. Vroom in 1960s. A key point of his theory is that an individual’s behavior is formed not on objective reality but his or her subjective perception of that reality. Vroom proposes that motivation is a function of value of effort-performance and performance rewarded relationships. Expectancy theory emphasizes the role of individual perceptions and feelings (expectations of particular results) in determining motivation and behavior. Also the expectancy theory does not specify which outcomes are relevant to individuals in any situation (Enoch, 2005). 
The core of this theory relates to how a person perceives the relationships between three things that is effort, performance and rewards. Vroom (1964) proposes that people are motivated by how much they want something and how likely they think they are to get it. He suggests that motivation leads to efforts and the efforts combined with employees‟ ability together with environmental factors interplay to determine performance. This performance in turn leads to various outcomes, such of which has an associated value called valence. The three key factors are based on the individual’s perception of the situation. These are:

Expectancy; which is the extent of the individual’s perception, or belief, that a particular act will produce a particular outcome.

The Instrumentality is the extent to which the individual perceives that effective performance will lead to desired rewards and;

Valence which is the strength of the belief that attractive rewards are potentially available (Gole, 2004).

This theory supports my study in the way that since people always do things with the expectations of getting something out of what they are doing, likewise the teacher’s morale of working is determined by the way they are motivated. That’s to say if well motivated they will work hard in delivering materials to students as a result student shall perform well in their examinations. 

2.4 Empirical Literature Review 

This part reviews empirical relevant studies done, in view of validating the research gap. Numerous researchers have attempted to study employee performance on different approaches.

2.4.1 Motivation

Pintrich (1999) conducted a study to investigate the role of motivation in promoting and sustaining self-regulated learning. The study explained that, self-regulated learning can be facilitated by the learner to adopt mastery and relative ability goals. However, the researcher argued that self-regulated learning can be encumbered by adopting extrinsic goals. Moreover, positive self-efficacy and task value beliefs can promote self-regulated behavior. 

Parajes and Graham (1999) used the sample of 273 students to examine the influence of various motivation variables on task-specific mathematics performance. Additionally, the researchers explored whether these motivation variables change during the first year of middle school. The motivation variable used for this study to predict performance was the students’ task specific self-efficacy. According to researchers there were no differences in factors like anxiety, self-concept, or self-efficacy for self-regulation between start and end of year. Nevertheless, by end of the year, students considered mathematics as less valuable and reported lower effort and persistence. Furthermore, the study revealed that gifted students have stronger mathematics self-concept beliefs, and they have more accurate and less overconfident self-efficacy beliefs than other regular students. 

Urdan and Schoenfelder (2006) on their article titled “Classroom effects on student motivation: Goal structures, social relationships, and competence beliefs” conceptualized motivation as something that different students have but in different levels. This article explains how characteristics of the school and classroom may influence student motivation which in turn improves students’ performance. Moreover, the article explains the role of educators in shaping school and classroom climate for better performance. Researchers described three motivational perspectives namely achievement goal theory, self-determination theory, and social-cognitive theory.

Abodam (2011) studied “The role of motivation on employee performance in the public sector: A case study of the University for Development studies Wa-Campus in Ghana.” The case-study approach adopted for the study was both qualitative and quantitative techniques such as stratified sampling and accidental sampling techniques were employed. Key informant interviews and questionnaires were the methods of data collection for the study and SPSS software was used to analyze data collected from the field. The study found that monetary rewards and a conducive-working environment were the preferred form of motivation for workers.

A study on employee work motivation and its effect on their performance and business productivity, conducted by Aljasmi (2012) were done to investigate the relationship between employee work motivation and their performance in the workplace and business productivity. The study was qualitative in nature; interview was use as a source of primary data. The findings showed there is a positive correlation between employee work motivation and their performance the performance effect on business productivity.

Nasreen (2014) conducted a research on Impact of employee motivation on employee performance. Data was collected from 160 teachers of Government and private schools by using self-administered questionnaire. Regression analysis was applied to find the effect of employee motivation employee’s performance involving four variables employee motivation, employee performance, intrinsic rewards and employee perceived training effectiveness. The results of this study show that significant and positive relationship exists between employee motivation and employee performance. It also concluded that intrinsic rewards have a significant positive relationship with employee performance and employee motivation.

Eyra (2012), studied on the impact of motivation on employee’s job performance in an organization a case of Access Bank Plc in Nigeria. The research design was survey research design comprising of opinions, impressions and perceptions of the respondents. The sampling technique was simple random sampling and proportionate stratified random sampling. In sampling opinion to collect data, the questionnaire was used. Simple percentage and chi-square were used to analyze the data collected. The results revealed that salaries, allowances and promotion motivate employees towards high job performance.

Mwende (2015) studied on the influence of motivation on employee performance in non-governmental institutions; A case of Kenya Tenri Society in Embu Country. The study was carried out by use of questionnaires which were administered to the respondents. The responses have been analyzed to reach conclusions. The data for the study has been analyzed by use of Statistical Package for Social Sciences (SPSS) and through frequencies, percentiles tables and Pearson’s co-efficient correlation. Findings from the study confirm that a significant association exists between employee motivation and employee performance. In conclusion, all four independent variables; compensation, promotion, recognition and supervision assessed in the study showed a significant level of association with employee performance.

2.4.2 The Relationship between Teachers’ Gender and Students’ Academic Performance 

The role of gender in shaping achievement motivation has a long history in psychological and educational research. Early studies drew on achievement motivation theories to explain why adult women and men differed in their educational and occupational pursuits. 
While considerable progress has been made, important gender differences in educational achievement and occupational attainment remain. Gender is a specially constructed phenomenon that is brought about as society ascribes different roles, duties, behaviors, and mannerisms to the two sexes, (Mangvwat, 2006). It is a social connotation that has sound psychological background, and it is used to refer to specific cultural patterns of behaviour that are attributed to human sexes. Gender relates to cultural attributes of both males and females (Akpochafo, 2009). Gender according to Lahey (2003) is a psychological experience of being a male or female. It has to do with personality and central components of self-concept. 

It has been noted that the students’ desire to know is motivated by their relationship with their teachers who might be either male or female and conducive learning environment, which provide basis for critical reasoning, reflecting, questioning, and reading to find out information, and readily to initiate and carry out investigations. Francis (2007) in his study on student and teacher related variables as determinants of secondary school students’ academic achievement in chemistry affirms that teacher’s gender has direct effect of students’ achievement in chemistry.
Francis (2007) cited Okoruwa (1999) that teacher’s gender has significant effect on achievement mean scores of pupils in science; male teachers were more effective than their female counterparts. Sub-Saharan Africa has received little attention on this issue relative to developed countries, while this continent maintains one of the lowest levels of student achievement worldwide. Investigating whether specific student- teacher gender interactions could improve such achievement is therefore a critical step toward sound educational policies in this part of the world. This is especially true given that, despite a lack of evidence-based consensus, existing policies already seek to promote same-gender student-teacher pairings as a method to improve the enrollment, retention and achievement of girls who are known to lag behind relative to their male peers (UNESCO (2006), Lloyd (2009), UNESCO (2010)). 

2.4.3 Students’ Academic Performance

Hijazi and Naqvi, (2006) conducted a study in Pakistan to explore factors affecting College students’ performance in Private Colleges. According to this study, students’ performance in intermediate examination is associated with students’ profile consisted of attitude towards attendance in classes, time allocated for studies, family income, mother’s age and mother’s level of education. The study observed that there is a negative relation between family income and students’ performance. This implies that as the family income increases the students perform poorly.

Motlagh et al, (2011) investigated the relationship between self-efficacy and the academic achievement in high school students in Iran. They used a sample of 250 students who were selected using multistage cluster sampling and completed efficacy scale. The study revealed that self-evaluation, directing and regulating are correlated with academic achievement of high school students. Yusuf, (2011) investigated the existing relationship between self-efficacy, achievement motivation and self-regulated learning strategies of undergraduate students in Malaysia. Using three hundred undergraduate students the researcher observed that there was a considerable correlation between self-efficacy beliefs, achievement motivation, and self-regulated learning strategies.

Examination has been used as a means to measure students’ academic performance in many education institutions. Rasul and Bukhsh (2011) carried a study on factors affecting students’ performance in examination at University level. Researchers used the sample of two hundred students who were given questionnaires to fill. The study revealed that (i)most of the psychological, physical, socio-economic and educational factors affected their performance in examination, (ii)changing pattern of question papers near examination also affect students’ academic performance (iii)unfair means in examinations affected students’ academic performance (iv)inadequate proper guidance also affect students’ performance. 

The study recommends that students to be given proper examination train prior to final examination, internal environment of examination to be improved to be peaceful and conducive, moderation of question papers and examiners concentrating more when marking the answer sheets. In Pakistan, Mushtaq and Khan (2012) investigated factors affecting students’ performance. The focus being on how students’ performance in intermediate examination is linked with students’ outline consisted of his approach towards communication, learning facilities, proper guidance and family stress. It was revealed that there are degrees of association between communication, learning facilities, proper guidance and family stress and students’ performance.

2.4 Research Gap
Various researches have been conducted on the role of motivation on employee performance and the findings has shown that motivation has great influence on performance as discussed in the empirical literature review. Most of these studies have concentrated on relationships between employees’ motivation and performance, and students related factors and their academic performance. However, there is no enough literature to show the relationship between motivation on teachers’ and its effect on students’ academic performance. 

2.5 Research Model
According to Orodho (2004) a research model or conceptual framework is a model of presentation which shows the relationship of the variables graphically or diagrammatically (Orodho, 2004). The purpose of this study is to assess the role of teachers’ motivation on students’ academic performance in secondary schools in Ilemela district. A research model for this study is presented below as figure 2:2. This figure indicates that motivating factors such as professional development, working condition, and monetary rewards are well addressed by the school management then teachers will be encouraged and motivated to report to their workplaces work hard and as the result students’ academic performance will improve. This will make teachers have a feeling of satisfaction with their job. 

According to Bennel & Akyeampong, (2007) motivation factors like higher salary and conducive working conditions attract the most attention, attempts to improve teachers’ performance through improvement of teaching material. Additionally, professional development or in-service training can also be significant incentives to teachers. Higher salary and other benefits for teachers act as a catalyst in attracting and retaining high-qualified teachers. (Dolton & Marcenaro, 2011) argue that levels and criteria for awarding salary increases determine who goes into teaching, who stays in teaching and for how long. They further argue that payment of attractive remuneration is the only condition that would attract motivated and qualified teachers to the profession. As a result, performance of students will be improved.
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Figure 2.2: Conceptual Framework

Source: Modified from Linet (2012)
Chiresha & Shumba, (2010) argue that it is significant to note that decisions in education policy rest on the relationship between teacher remuneration and the quality of teachers. If payments to teachers are good they would undoubtedly be motivated both intrinsically and extrinsically to give of their best thereby bringing about good performance in students. 

Discipline plays a crucial role on students’ academic performance. It calls for sacrifice, perseverance, tolerance and recognition of human dignity. According to Farkas, et al, (2000) teachers are willing to sacrifice higher salaries if they can work in a school where students behave well, there are supportive parents and motivated colleagues and supportive staff. 

Working conditions for teachers comprise of the physical and material environment such as enough classroom space and appropriate number of class size, availability of electricity, availability of enough furniture (table, chairs etc.) and teaching and learning materials, opportunity to participation in decision making, opportunity for promotion, gain recognition and access to housing benefits and other appreciable incentive packages. According to Adelabu (2005) teachers working under conducive environments such as light workload in terms of class size and number of teaching hours, good relationships amongst themselves and with students and good leadership from principals they are likely to be motivated to have job satisfaction. 

CHAPTER THREE

3.0 RESEARCH METHODOLOGY

3.1 Overview

Chapter three explains the methodology that was applied in carrying out the study. It covers the research philosophy guiding the study followed by a description of the research design and study area. The sample size and its selection together with data sources and collection techniques are also covered. Methods of data analysis are also explained.

3.2 Research Philosophy
The philosophy used is interpretivism. This advocates that it is necessary for the researcher to understand differences between humans in our role as social actors. This emphasizes the difference between the heritage of this strand of interpretivism comes from two intellectual traditions, phenomenology and symbolic interactionism. Phenomenology refers to the way in which we as humans make sense of the world around us. In symbolic interactionism we are in a continual process of interpreting the social world around us opposite) in that we interpret the actions of others with whom we interact and this interpretation leads to adjustment of our own meanings and actions. Conducting research among people rather than objects such as trucks and computers. (Saunders at al, 2009)

3.3 Research Design

A research design is the arrangement of condition for collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure, (Kothari, 2004). Also it can be defined as “the plan, structure and strategy of investigation conceived so as to obtain answers to research questions and control variance” (Kerlinger, 1993). This study used a case study strategy which involves descriptive inquire conversation to get information between the interviewer and the interviewee. This strategy tends to use question like “What” and “how” in obtaining information concerning role of motivation on employee performance. This was the most useful for gathering information about research problem.

3.4 Study Area

The area of the study is the interdisciplinary field of research and scholarship pertaining to particular geographical, national, federal or cultural religions (David, 2000). This means that the area of the study is the field which involves more than one academic subject and scholarship pertaining to particular geographical, national and all centralized or cultural religion. This study was conducted in Mwanza region particularly at Ilemela District where the sampled secondary schools namely Loreto Girls’ Secondary School, Morning Star Secondary School, Lumala Secondary School, Buswelu Secondary School and Rorya Secondary School are located. 
The selection of these secondary schools was based on the experience that they are among the schools which give motivation to teachers as the means to improve their performance. The researcher used this area because is working in this district so get to know the relationship between motivation and performance. Also the researcher was comfortable in using this area because of the familiarity with the whole area where the selected schools are located. Therefore, the researcher ensured that the data collected from this area are enough and reliable to fulfill the objectives of the study and draw conclusion on the role of motivation of teachers on student’s performance.

3.5 The Sample and Sample Size
A sample is defined as “a group which is selected from the population while remaining as representative as possible.” The selected subjects represented the overall population (Mulder, 1989). Maree et al., (2007) say that sampling refers to the process used to select a portion of the population for study. This study included participants of both sex from a group of teachers who are the main target in this study due to influence they have on the students’ academic performance. Where necessary School Managers and District Education Officer (DEO-Secondary) from Ilemela District Council was consulted to provide information necessary to supplement information collected from selected teachers to assess the role of motivation on their performance and finally students’ academic performance. The study used a sample size of 50 teachers were randomly selected from a group of teachers, 10 teachers from each selected school. The employees participated by responding to the questionnaires.

3.6 Sampling  Techniques and Procedures

Sampling procedure is a process used to select some elements of a population in such a way that they represent actual characteristics of the entire population (Cohen et al, 2000). In this study the researcher used a case study sampling technique whereby purposive sampling technique and simple random sampling technique were used.

3.6.1 Sampling of Schools

According to Ilemela District Education office, there are 46 secondary schools out of which a total of five schools both public and private were purposively selected to form a basis for the sample size. According to Coyne (1997), purposive sampling means that the researcher is looking for participants who possess certain characters or qualities. Therefore, purposive sampling technique has been used to select five schools namely Loreto Girls’ Secondary School, Morning Star Secondary School, Lumala Secondary school, Buswelu Secondary School and Rorya Secondary School where the researcher expects to gather information necessary for this study. 
3.6.2 Sampling of Respondents

The sampled respondents were as shown below: 

i. Heads of Schools 
All the heads of schools from the selected schools were purposively selected as respondents to give information necessary to fulfil the objectives of this study and therefore, making a total of five Heads of Schools. 

ii. Teachers 
To select teachers to participate in this study simple random sampling was involved. According to Kothari (2004), random sampling is a method of sample selection which gives each possible sample combination an equal probability of being picked up and each item in the entire population to have an equal chance of being included in the sample. A total of 30% of teachers from the selected schools were randomly sampled giving a total of 55 teachers as presented in Table 2. This ensured that all teachers in the selected schools had the probability to participate.
Table 3.1: Sample Size from the Selected Secondary Schools

	Name of School
	Number of  Head of School
	Total number of Teachers
	Number of selected Teachers

	Loreto Secondary
	1
	41
	12

	Morning Star Secondary
	1
	45
	13

	Lumala Secondary
	1
	37
	11

	Buswelu Secondary
	1
	32
	10

	Rorya Secondary
	1
	29
	9

	Total
	5
	184
	55


Source: Field Data (2017)
3.7 Data Types and Collection Method

The study used both primary and secondary data which was collected by using the following methods:

3.7.1 The Primary Data

In this study, primary data was used in order to fulfill the objectives of the study. Primary data can be defined as the data which are collected afresh, for the first time and for a particular purpose. In addition, they are original in character (Kothari, 2004). In this study primary data was collected using questionnaires. Questionnaire is a carefully structured set of written or printed or typed questions in a definite order on a form or set of forms for collecting data directly from the people. Questionnaire was used to get information from the teachers because it is suitable tool to get information even from the large number of respondents.

3.7.2 The Secondary Data

According to Kothari (2004), secondary data are the data that are already available, that means, the data have already been collected and analysed by someone else. Moreover, this type data can be published or unpublished. In this study secondary data will also be used to enrich the study but also to supplement the data collected afresh from teachers to fulfill the objectives of the study. The data that the researcher used include reports of students’ academic performance and on the awards that have been given by the employers to teachers as motivation.

3.8 Validity and Reliability

Validity refers to “the condition when the instruments of measurement measure what is supposed to be measured” while reliability is “the consistence of measurement when observing the same conditions” (Anderson, 1987). To ensure the validity and reliability of the study, the researcher sought the guidance of the research experts and pre-test it on a pilot group similar to the sample to which the questionnaire will be administered. Additionally, the reliability test was conducted by using Crochban’s Alpha where a researcher run reliability command in Statistical Package for the Social Sciences (SPSS). The results of the test were accepted only because the value of Crochban’s Alpha was greater than 0.7 (George and Mallery, 2003)
3.9 Data Analysis 

Statistical Package for the Social Sciences (SPSS) Version 20 and Microsoft Excel 2016 were used in the study for the purpose of analysis and presentation of the results. Descriptive analysis based on frequency tables and figures both bar graphs and pie charts were used to provide information on demographic information. Moreover, the researcher analyzed the data basing on the requirement of the study. This was mainly done to know to what extent independent variables affect the level of teachers’ motivation and finally students’ academic performance. 

3.10 Measurement of Variables

The variables used in this study were measured as follows: recognition, working condition, challenging job, salary (monetary rewards), family income, age of students and students’ discipline used a scale of 1-5 whereby respondents were required to tell to what extent the above mentioned variables motivate teacher’s work performance which finally results to improved students’ academic performance. In this scale 1 = very low, 2 = low, 3 = medium, 4 = high and 5 = very high. 
In this study gender of student, class size, professional development, educational policy, and school management were treated as dummy variables. Gender took two values 1 for male and 0 for female, class size was grouped into two, 1 if a class has 45 students or less and 0 if the class has more than 45 students. Additionally, professional development took the value of 1 if academic staff are developed in their professions and 0 if they were not developed in their professions. Respondents were also required to tell whether this professional development motivates and improves their working capacity. 
Education policy also took two values 1 and 0. It was 1 if the current education policy plays a significant role in motivating teachers and as a result improves academic performance of the students. It was 0 if education policy had no significant influence on teacher’s motivation and hence students’ academic performance. School management took the value 1 if the current school management recognizes the contribution of and motivate teachers in improving students’ academic performance. It was 0 if school management does not have any influence of teachers’ motivation and students’ academic performance. 


CHAPTER FOUR

4.0 DATA INTERPRETATION, ANALYSIS AND DISCUSSION
4.1 Overview


This chapter deals with presentation and interpretation of findings of the study. It descriptively and quantitatively analyzes the data gathered from respondents and summarizes the major findings from the respondents. These responses were analyzed using SPSS Version 20 and Microsoft Excel 2016, and the results summarized in form of tables and figures (pie charts and bar graphs) as appropriate.

4.2 Demographic Information
This section presents the demographic information of the studied population. The demographic data of the respondents (teachers) include data on their gender, age, professional qualification, teaching experience and number of times promoted. The researcher distributed questionnaires to 55 respondents who are teachers at the selected secondary schools. However, only 50 respondents managed to answer the prepared questions to the best of their knowledge and return the filled questionnaires successful to the researcher. 

4.2.1 Gender of Respondents

The total number of respondents was 50 out of whom 39 were male equal to 78 percent and female were 11 who are equivalent to 22 percent as illustrated in table 4.1. The gender characteristics depicted higher percentage of males than women as teachers from the sampled secondary schools. 

Table 4.1: Gender of Respondents

	
	Frequency
	Percent

	Male

Female

Total
	39
	78.0

	
	11
	22.0

	
	50
	100.0


Source: Field Data (2017)
4.2.2
Age of Respondents

Under this demographic category, the respondents had their ages grouped in different groups as follows: 25-35 years were 28 respondents (56 percent), 36-45 years were 17 respondents (34 percent) and 46 years and above were 5 respondents (10 percent). This shows that most of the studied members of secondary schools in Ilemela District are mature enough and involved teaching and learning process. This is shown in Table 4.2.
Table 4.2: Age Group of Respondents

	
	Frequency
	Percent

	25-35years
	28
	56

	36-45years
	17
	34

	More than 45years
	5
	10

	Total
	50
	100


Source: Field Data (2017)

4.2.3
Professional Qualification of Respondents

Assessment on teachers’ professional qualification revealed that 66% of the selected teachers had bachelor degree certificates (graduates). This implies that majority of the teachers in Ilemela District are professionally trained, capable and qualify to teach secondary schools. This is illustrated in table 4.3 which implies in this District students’ academic performance is expected to improve but still the performance was average.
Table 4.3: Professional Qualification of Respondents
	
	Frequency
	Percent

	Master degree

Graduate

Diploma

Total
	4
	8.0

	
	33
	66.0

	
	13
	26.0

	
	50
	100.0


Source: Field Data (2017)    
4.2.4
Teaching Experience of Teachers
Table 4.4 shows that 36% of the respondents have 1-5 years of teaching experience, 28% have 6-10 years, 18% have 11-15 years of teaching experience and the rest 18% also their teaching experience was above 15 years. This implies that most of the teachers have a reasonable level of experience that is crucial in improving students’ academic performance. This is because the more the teacher gain experience the more he/she is motivated to teach and thus improving performance. 
Table 4.4: Teaching Experience of Teachers
	
	Frequency
	Percent

	1-5years

6-10years

11-15years

above 15years

Total
	18
	36.0

	
	14
	28.0

	
	9
	18.0

	
	9
	18.0

	
	50
	100.0


Source: Field Data (2017)
4.2.5
Number of Times Promoted

Table 4.5: Promotion of Teachers at Ilemela District

	
	Frequency
	Percent

	Once

Twice

More than twice

None

Total
	17
	34.0

	
	8
	16.0

	
	11
	22.0

	
	14
	28.0

	
	50
	100.0


Source: Field Data (2017)

Promotion of employee plays a crucial role in improving workers’ performance. This study assessed if the teachers in Ilemela District are promoted. As illustrated by Table 4.5 the responses from the respondents shows that 38 teachers were promoted for two or more times while 34% were promoted once and only 28% of respondents were not promoted. This means promotion of the teachers in the Ilemela District takes long, hence influencing teachers’ motivation which has affected students’ performance in their examinations.

4.3
Significant effect between Teachers’ Professional Development and Students’ Academic Performance in selected Secondary Schools in Ilemela District
Table 4.6: Level of impact of Potential for Professional Growth on Teachers’ Motivation

	
	Frequency
	Percent

	very low

low

medium

high

very high

Total
	4
	8.0

	
	10
	20.0

	
	19
	38.0

	
	12
	24.0

	
	5
	10.0

	
	50
	100.0


Source: Field Data (2017
The study also investigated if there is effect between developing the teachers academically and the academic performance of the students. The respondents were asked to tell if when they are developed professionally can improve their working performance and the finally improve the students’ academic performance. 38% of the respondents gave out their response that there is a medium impact on students’ academic performance and professional development for teachers. 8%, 20%, 24%, 10% responded that there is very low, low, high and very high impact of developing teachers academically and its associated contribution on students’ academic performance. This is as shown in the Table 4.6.
4.4
Influence of Working Condition of Teachers on Students’ Academic Performance in selected Secondary Schools in Ilemela District

Working condition is among the factors that many teachers look at when working with any school. In Ilemela District the sampled teachers were asked to tell if the working condition at their duty stations motivates them and finally improves students’ academic performance. Table 4.7 shows that 50% of the randomly sampled teachers agreed that there is high impact of the working condition of teachers and the students’ academic performance. 
Table 4.7: Working Condition and its Impact on Students’ Academic Performance

	
	Frequency
	Percent

	Very low

Low

Medium

High

Very high

Total
	6
	12.0

	
	7
	14.0

	
	12
	24.0

	
	14
	28.0

	
	11
	22.0

	
	50
	100.0


Source: Field Data (2017)
When the working condition is good it gives teachers reasons to concentrate on the teaching/learning activities instead of looking for green pastures on other places hence the academic performance of students is improved. 26% of the respondents responded that the influence of working condition on students’ academic performance is low. On the other hand, 14% responded that the influence is medium.

4.5
The impact of Teachers’ Monetary Rewards on students’ Academic Performance, as evidenced by selected Secondary Schools in Ilemela District

Monetary rewards to teachers have impact on students’ academic performance. The table 4.8 illustrates the response on the influence of salary (monetary rewards) on teacher’s motivation.  14% of the respondents responded that the influence of monetary rewards on teachers’ motivation is very low, according to them motivation is due to other factors, 16% of respondents said the influence is low, 36% responded that the influence is medium, 22% replied that the influence is high and 12% answered that the influence of monetary rewards on teachers’ motivation is very high.
Table 4.8: Impact of Monetary Rewards on Students’ Academic Performance

	
	Frequency
	Percent

	Very low
	7
	14.0

	Low
	8
	16.0

	Medium
	18
	36.0

	High
	11
	22.0

	Very high
	6
	12.0

	Total
	50
	100.0


Source: Field Data (2017)

4.6
Other factors which influence Teachers’ Motivation and Students’ Academic Performance in Secondary Schools at Ilemela District

Clients were also asked to tell whether class size, recognition, competence of superiors, interpersonal relationship with colleagues, family income of students, have influence on teachers’ motivation and finally impact on students’ academic performance.
4.6.1 Class Size and its influence on the Students’ Academic Performance
Class size is among the factors which determine the students’ academic performance. Under this study, the respondents were asked to tell whether the students allocated in their classes are below 25, 25 to 35, 35 to 45 and above 45; and to what extent the classes that they usually teach has influence on the students’ academic performance. The responses were as follows; 2% of the respondents answered that the number of students allocated in a class is below 25, 14% of the respondents replied that the number of students allocated in a class ranges between 25 and 35, 18% of the respondents wrote that the number of students allocated in a class is between 35 and 45 and the last group of respondents (66%) replied that the number of student allocated in a single class is above 45. This is clearly illustrated in Table 4.9. 
Table 4.9: Number of Students allocated in each Class
	
	Frequency
	Percent

	Below 25

25-35

35-45

above 45

Total
	1
	2.0

	
	7
	14.0

	
	9
	18.0

	
	33
	66.0

	
	50
	100.0


Source: Field Data (2017)
The researcher wanted to investigate more if this number of students per class being low or high has any impact on students’ academic performance Table 4.10 shows that out of 50 respondents, 98% replied that the number of students allocated in a class has contribution in their academic performance but only 2% responded that there is no influence. This implies that a large number of students per class reduces their concertation on studies which leads to low learning and finally poor academic performance.
Table 4.10: Class Size and its impact on Students’ Academic Performance

	
	Frequency
	Percent

	yes

no

Total
	49
	98.0

	
	1
	2.0

	
	50
	100.0


Source: Field Data (2017)

Table 4.11: Impact of Recognition on Students’ Academic Performance
	
	Frequency
	Percent

	Very low

Low

Medium

High

Very high

Total
	8
	16.0

	
	5
	10.0

	
	18
	36.0

	
	13
	26.0

	
	6
	12.0

	
	50
	100.0


Source: Field Data (2017)
In many secondary schools, recognition has been among the motivating factors to teachers which has proven to increase teachers’ performance at work and finally improves students’ academic performance. In Ilemela District only 36% of the teachers from the selected secondary school answered that the influence of recognition to students’ academic performance if medium. Moreover, 26% and 12% replied that the influence of recognition on students’ academic performance is high and very high respectively as shown in Table 4.11.
4.6.2
Influence of the Competence of Superiors on the Motivation of Teachers
Table 4.12 shows the level of impact of superiors’ competence on motivation of secondary school teachers and the associated influence on students’ academic performance. According to the research findings, 46% answered that there is a medium impact of competence of superiors on the teachers’ motivation. 34% and 12% of the total respondents highly and very highly believes that the competence of superiors in teaching and learning process has contribution to the level of motivation of teachers who are involved in teaching/learning process. 
Table 4.12: Level of Extent the Overall Competence of Superiors Motivates Teachers

	
	Frequency
	Percent

	very low

low

medium

high

very high

Total
	2
	4.0

	
	2
	4.0

	
	23
	46.0

	
	17
	34.0

	
	6
	12.0

	
	50
	100.0


Source: Field Data (2017)

However, 8% of respondents believe that the contribution of the competence of superiors is very minimum in motivating teachers. In connection to the students’ academic performance of the selected secondary schools in Ilemela District, competence play a crucial role because in teaching/learning process there are required competent and qualified superiors to implement and enforce the use of curriculum. 
4.6.3
The Level of extent of Interpersonal Relationship with Colleagues on Teachers’ Motivation
Interpersonal relationship among workers determines also motivation to work since interaction with fellow workers increase the sense of hardworking. Under this study sampled teachers were asked to tell to what extent interpersonal relationship motivates teachers. 
Table 4.13: Extent of Interpersonal Relationship with Colleagues on Teachers’ Motivation

	
	Frequency
	Percent

	very low

low

medium

high

very high

Total
	2
	4.0

	
	2
	4.0

	
	11
	22.0

	
	22
	44.0

	
	13
	26.0

	
	50
	100.0


Source: Field Data (2017)

Table 4.13 tells us that 44% of the respondents agreed that this interpersonal relationship among colleagues has high impact on motivation of teachers. 26% of respondents answered that the influence is very high, other 22% replied that the influence of interpersonal relationship to motivation is medium. This implies that the teachers in Ilemela District are in a good relationship that is why their students are improving academically. 

4.6.4
Interpersonal Relationship with Students and its impact on Teachers’ Motivation
As depicted in table 4.14, the current study revealed that 40% of the respondents argue that the interpersonal relationship between teachers and students is among the factors that motivate teachers. When this relationship is maintained it leads to long term high academic performance. Other 24% also supported the argument by replying that this interpersonal relationship with students very highly contributes to teachers’ motivation. 26% of teachers also agreed on this influence but the said the influence is at medium level. This implies that the good or poor performance of students in Ilemela District was also a result of this type of relationship.
Table 4.14: Extent to which Interpersonal Relationship with Students Motivate Teachers

	
	Frequency
	Percent

	very low

low

medium

high

very high

Total
	2
	4.0

	
	3
	6.0

	
	13
	26.0

	
	20
	40.0

	
	12
	24.0

	
	50
	100.0


Source: Field Data (2017)

4.6.5
The Extent to which Family Income Affect Students’ Academic Performance
In table 4.15 the responses on the level of influence of family income on students’ academic performance are as follows; 38% of the studied teachers agreed that there is a very high contribution of the family’s income on academic performance of the students. Additionally, 20% replied that there is high influence of family income on academic performance. Other groups composed of 30%, 2% and 10% of respondents replied that the influence of the family income on the improvement of students’ academic performance is medium, low and very low respectively. The results imply that in Ilemela District there are students from different economic background where some of them have high family income while others have low income. This has affected performance of some students as they have sometimes to find ways to increase their income instead of learning.
Table 4.15: To what Extent does the Family Income of Students Affect Academic Performance?
	
	Frequency
	Percent

	Very low
	5
	10.0

	Low
	1
	2.0

	Medium
	15
	30.0

	High
	10
	20.0

	Very high
	19
	38.0

	Total
	50
	100.0


Source: Field Data (2017)

4.6.6
Impact of Age of Students on Academic Performance
In secondary school, students are in different age groups. There are students with higher age (oldest) who are considered as matured, medium age and low age (youngest). The researcher wanted to investigate the influence of age of students on academic performance. In table 4.16, the responses on the level of influence of age of students on their academic performance show that 2% of the selected teachers agreed that there is a very high contribution of age of students on academic performance. 
Also, 16% replied that there is high influence of student’s age on academic performance. On the other hand, 48%, 22% and 12% of respondents replied that the influence of student’s age on the improvement of students’ academic performance is medium, low and very low respectively. The results imply that matured secondary students in Ilemela District are in the position to perform well academically but they perform poor.
Table 4.16:  Impact of Age of Students on their Academic Performance

	
	Frequency
	Percent

	very low motivation

low motivation

medium motivation

high motivation

very high motivation

Total
	6
	12.0

	
	11
	22.0

	
	24
	48.0

	
	8
	16.0

	
	1
	2.0

	
	50
	100.0


Source: Field Data (2017)

4.6.7
Contribution of School Management on Teachers Motivation and Students’ Academic Performance
Respondents were required to tell whether school management motivates teachers to work hard and improve their productivity which can be seen through improved students’ academic performance. Table 4.17 shows that 78% of the studied teachers agreed that school management cooperate highly and motivates them to successful perform their duties and responsibilities. However, 22% of respondents disagreed that the management of the school motivates them to perform their daily duties and responsibilities. Therefore, in Ilemela District management of the school plays important role in motivating teachers and finally improve students’ academic performance.
Table 4.17: Contribution of School Management on Teachers’ Motivation and Students’ academic Performance
	
	Frequency
	Percent

	Yes

No

Total
	39
	78.0

	
	11
	22.0

	
	50
	100.0


Source: Field Data (2017)

4.6.8
Education Policy and Students’ Academic Performance
The impact of the current Education Policy on students’ academic performance at Ilemela District is shown by table 4.18. According to the respondents’ views on the current Education Policy, 56% agreed that the current Education Policy under the Minister of the Ministry of Education, Science and Technology, Hon. Prof. Joyce Ndalichako (MP) impacts more on academic achievement of students. This is due to the high emphasis this policy put on secondary education matters. Moreover, the policy requires the teachers to work hard to fulfil their duties and responsibilities.
Table 4.18: Impact of Education Policy on Students’ Academic Performance

	
	Frequency
	Percent

	yes

no

Total
	28
	56.0

	
	22
	44.0

	
	50
	100.0


Source: Field Data (2017)

4.6.9
Extent to which Students’ Discipline Affect their Academic Performance
In table 4.19 the responses on the level of influence of discipline of student on their academic performance are as follows; 30% of the studied teachers agreed that there is a very high contribution of discipline of student on academic performance. Additionally, 42% replied that there is high influence of student’s discipline on academic performance. 
Other groups composed of 12%, 10% and 6% of respondents replied that the influence of student’s discipline on the improvement of students’ academic performance is medium, low and very low respectively. The results imply if the students have good behavior, they respect teachers, parents and guardians they will follow the instructions given which will have positive impact on their academic performance. However, in Ilemela District there are students from different socio-economic background and therefore, those who have high discipline performed well in their academic tests and examinations while those who show disrespect performed poorly. 
Table 4.19: Students’ Discipline and Academic Performance
	
	Frequency
	Percent

	Very low motivation

Low motivation

Medium motivation

High motivation

Very high motivation

Total
	3
	6.0

	
	5
	10.0

	
	6
	12.0

	
	21
	42.0

	
	15
	30.0

	
	50
	100.0


Source: Field Data (2017)

4.6.10
Influence of Challenging Job on Teachers’ Motivation at Ilemela District
The teaching career has seen by teachers as a challenging job since teaching and learning activities take place in a very difficult way. This is due to the difficult environment under which teaching is taking place, unavailability of enough teaching/learning materials to mention a few. 
Table 4.20: Influence of Challenging job on Teachers’ Motivation

	
	Frequency
	Percent

	very low motivation

low motivation

medium motivation

high motivation

very high motivation

Total
	4
	8.0

	
	10
	20.0

	
	20
	40.0

	
	11
	22.0

	
	5
	10.0

	
	50
	100.0


Source: Field Data (2017)

Under this case, respondents were asked to tell to what extent the work they are doing motivates them. 10% of them replied that the motivation is very high, 22% of respondents answered that the influence of the job on their motivation is high. Moreover, 40% argued that the motivation is medium while 28% said the motivation is low. This implies that in Ilemela District the teaching career is not the key factor that motivates teachers to work hard and increase their performance. This is illustrated in table 4.20.

4.7 Comparison with other Studies
The findings of the current study comply with the findings of the studies conducted by different scholars. The current study revealed that working condition is important factor which increase the level of teachers’ motivation. This results are in line with the findings of Abodam (2011) who studied the role of motivation on employee performance in the public sector in Ghana. The findings are also similar to the findings of Aljasmi (2012) who said that when employees are motivated they improve their performance and finally increase their output, so for this case when employees are motivated the academic performance of the students will be improved. 
Moreover, the current study found that increase of salary, allowances and other monetary rewards motivates teachers on their performance. This is similar to the findings of Eyra (2012) who studied the impact of motivation on employee’s performance in an organization and argues that salaries, allowances and promotion motivate employees. This is also similar to the findings of Mwende (2015) who conducted the study in Kenya on the influence of motivation on employees’ performance in non-government institutions.
On the other hand, the findings on the influence of age of students on their academic performance comply to the findings of Momanyi et al. (2015) who studied the effect of students’ age on academic motivation and academic performance among high school students in Kenya. Their study revealed that in Kenya the youngest high school students perform well academically than the oldest students.


CHAPTER FIVE

5.0 SUMMARY OF THE FINDINGS, CONCLUSION AND RECOMMENDATIONS
5.1 Overview
This chapter presents the summary, conclusion, recommendations and areas for further study. The main objective of the study was to assess the role of motivation to teachers and its effect on students’ academic performance at Ilemela District. 
5.2 Summary of the Findings

The objectives of the study were to examine if there is significant effect between teachers’ professional development and students’ academic performance, explore the influence of working condition on students’ academic performance and investigate the impact of teachers’ monetary rewards on students’ academic performance. The primary was collected from 50 respondents and various statistical techniques and tools were used to analyze data collected from the field to fulfill the objectives of study. 
The study revealed that many teachers were male (78%) while female were only 22%. It was further observed that most of the teachers 56% have their age between 25 – 35 years, and 66% of them are Graduates from different Universities/Colleges. In addition, majority of them have teaching experience which is less than 10 years. 38% of the respondents argued that there is a significant relationship between teacher’s professional development and the students’ academic performance. 50% of them adding that the working condition highly influence/motivates teachers to perform well and finally improves students’ academic performance. Also, it was revealed that the monetary rewards to teachers improves academic performance because if a teacher is paid well can concentrate on teaching/learning activities.

The study recommends that teachers must be given professional training and development to increase their knowledge and skills to deliver highly to students. Moreover, females are encouraged to participate well in this teaching and learning activities as the study revealed that only few females are involved (22%). Working condition for teachers need to be improved so as to bring comfortability to teachers in secondary schools. Salary need to be increased so that teachers will not move between schools looking for higher paying schools. The study further recommended that the relationship between teachers themselves and between teachers and students need to be improved so as teaching and learning process can be more friendly.

5.3 Conclusion

From the above discussion it can be concluded that professional development is important in increasing knowledge and skills to teachers in Ilemela district but unfortunately the rate of teachers who are trained professional is moderate. Working conditions of teachers are not improved especially in most public secondary schools, this is because the allocated budget in education sectors is not enough to meet the need of every secondary school. 
Salary plays important role in motivating teachers but it has been observed that the salary paid to teacher in Ilemela district is not enough to meet teachers’ daily wants. The above mentioned factors are major in motivating teachers and finally leads to the improvement in the academic performance of secondary school students. Other important factors include the size of the classroom. In Ilemela district it can be concluded that in many secondary schools the number of students per class is above 45. In some schools especially private school teachers are recognized for a good work done. This has been a reason for increased teachers’ motivation which improves performance of students in Ilemela district. 
Education policy is essential in directing education matters in the country. It has playing a major role in motivating teacher. However, this policy has been amended frequently which affected teaching and learning activities at Ilemela district. On the other hand, the study concluded that management of secondary schools in Ilemela district under the current Minister of Education, Science and Technology are working hard to carry out their mandate.
Relationship between teachers, and teachers and students are good which facilitate teaching and learning process in secondary school. These have been motivating teachers which finally improved students’ academic performance. 
5.4 Recommendations

After the discussion on the role of teachers’ motivation on students’ academic performance in Ilemela District, the researcher made the following recommendations:

i. To improve teachers’ professional training and development so as to build capacity of teachers in different secondary schools in Ilemela District.

ii. To encourage female students to pursue education so as to serve the nation as teachers in secondary schools. This is because the study has revealed that the large number of teachers in secondary schools are male.

iii. The government and school management have to improve the working condition in all secondary schools in Ilemela District so that teachers can work comfortably.

iv. School management has to ensure that the number of students allocated in classes are less than 45 to increase interaction between teachers and students.

v. The government need to increase salary for public secondary school and school management for private schools so that teachers will not be attracted to move between schools to look for higher paying one. This will bring teachers’ concentration on their duties and responsibilities.

vi. Education policy should not undergo frequent amendments.

vii. School managements are need to recognize hard working teachers and give them promotions on time to increase their work morale.

5.5 Areas for Further Research

The current study recommends that further studies should focus their objectives on the following issues:

i. To conduct a comparative study of students’ performance in public and private secondary school in order to see whether the measures of increasing the level of motivation have improved the students’ academic performance. 
ii. The study was concentrated in Ilemela District due to shortage of finance and time and therefore, a replica of the study can be carried out in other districts or at region level.
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APPENDICES
APPENDIX I: PROPOSED TEACHERS’ RESEARCH QUESTIONNAIRE
Dear respondent, I am a student of the Open University of Tanzania (OUT). The purpose of this questionnaire is to look at "The Role of Motivation to Teachers on Student’s Performance: A Case Study of selected Private Secondary Schools in Ilemela District. Thus impartial (objective) answers are highly recommended. All information you provide will be handled with extreme confidentiality. 

1) Instructions 
2) Please, answer the questions by putting a “tick” (√) in the bracket and /or giving explanation where necessary. Do not write your name.

3) Please answer all the questions.

4) All the information given will remain confidential and to maintain anonymity no names are required but for the ease of analysis please indicate your personal details as presented in the questionnaire. 

Part 1: Personal Details

This part seeks information about you/Respondent

1. Name of the school ____________________________________________
2.What is your gender?
 Male ( ) 
Female ( )

3. How old are you?

a) 25- 35 years ( ) 
b) 36-45 years ( )
 c) more than 46 years ( )

4. What is your professional / Academic qualification?

PhD ( )     Masters ( )
     Graduate ( ) 
Diploma ( )

5. (a)How many years of teaching experience do you have?

i) 1-5 years ( )
  ii) 6 -10 years ( )    iii) 11- 15years ( )  iv) above 15 years ( )

(b)Total number of years you have been employed as a teacher (count the present year as a full year) 

0–4 years ( ) 5–9 years ( ) 10-14 years ( ) 15–19 years ( ) 20 years and above ( ) 

(c) Total number of years in the current working station: 

0–4years ( ) 5–9 years ( ) 10–14 years ( ) 15–9 years ( ) 20 years and above( ) 

6. (a)What number of student has been allocated in each class you have been teaching? 

below 25 (   )   25 – 35   (   )     35 – 45  (     )  Above 45    (     )

  (b)Do you think class size has an impact on students’ performance? 
Yes (    )  No (   )

7. How many times have you been promoted?

a) once (  )  b) twice (  )  c) More than twice (  )  d) None (  )

8. Are you enjoying teaching in secondary schools? If Yes/No why? 

____________________________________________________________________________________________________________________________
Part 2: Information on factors influencing the motivation of teachers
9 (a). In the following table indicate how true the following indicators are in your school. Indicate the level of impact of the following motivation factors on the teachers’ motivation:
            1 = very low, 2 = low, 3 = medium, 4 = high, 5 = very high
a) Good working Conditions

	Factors
	1
	2
	3
	4
	5

	Recognition e.g. receiving praise from administrators, parents, students or others 
	
	
	
	
	

	Potential for professional growth 
	
	
	
	
	

	Overall competence of superiors
	
	
	
	
	

	Conducive working conditions e.g. building conditions amount of work, facilities available 
	
	
	
	
	

	Interpersonal relationship with colleagues e.g. interaction with other teachers 
	
	
	
	
	

	Salary e.g. financial compensation 
	
	
	
	
	

	Interpersonal relationships with students e.g. interaction with students. 
	
	
	
	
	

	To what extent does family income of students affect academic performance?
	
	
	
	
	


b) Opportunities for Professional Development

10(i) Does professional development among the factors that influence teachers’ motivation? YES (  )       NO   (  )
(ii) Have you participated in any of the following kinds of professional development activities? 

	ACTIVITY
	YES
	NO

	Courses / workshops (e.g. on subject matter or methods and / or other education related topics 
	
	

	Education conferences or seminars where teachers / researchers present their research results and discuss educational problems 
	
	

	Observation visits other schools 
	
	

	Participation in a network of teachers formed specifically for the professional development of teachers 
	
	

	Mentoring and / or peer observation and coaching as part of a formal school arrangement 
	
	


b) What was the impact of the activity that you participated in on your level of motivation as a teacher? 
________________________________________________________What was the impact of the activity that you participated in on your level of Performance as a teacher?

___________________________________________________________
c) Remuneration related factors

11. Use the following rating to answer the questions in the table below (tick as appropriate)1 = very low motivation, 2 = low motivation, 3 = medium motivation, 4 = high motivation, 5 = very high motivation
	
	Statement
	1
	2
	3
	4
	5

	a
	To what extent do salary you are paid motivate you to work with this academic institution?
	
	
	
	
	

	b
	What level of contribution do recognitions has on teachers’ motivation?
	
	
	
	
	

	c
	To what extent does challenging job motivate you as a teacher?
	
	
	
	
	

	d
	What do you consider as the level of motivation to teachers caused by the age of students?
	
	
	
	
	

	e
	To what extent does students’ discipline increase teachers’ motivation
	
	
	
	
	

	f
	What do you think as a level of motivation students’ performance has on teachers motivation?
	
	
	
	
	


12. Do the following factors contribute to teachers’ motivation in their duty station?
	
	Motivating Factors
	YES
	NO

	i
	The current education policy.
	
	

	ii
	Management of the school you are working with.
	
	

	iii
	Gender of students
	
	

	iv
	The size of the class you are teaching
	
	


13. In your opinion what are the other factors motivate teachers towards good students’ performance in your school?

i)_______________________________________________________
ii)______________________________________________________
iii)_____________________________________________________
iv)______________________________________________________
v)______________________________________________________
14.In your opinion what factors de-motivate teachers towards good students’ performance in your school?

i)_______________________________________________________
ii)______________________________________________________
iii)_____________________________________________________
iv)______________________________________________________
16. What would you recommend as measures to enhance teachers’ motivation that would influence students’ performance at your school?

________________________________________________________________________________________________________________________
17.In your opinion what do you think could be done by both the school administration and the employer in order to increase the level of motivation of teachers at your school.

a) School administration 
__________________________________________________________________________________________________________________________________________________________________________________________
b) Employer 

____________________________________________________________________________________________________________________________
PART 3: Questions Related to Management activities 
18. The following are methods that can be used to motivate teachers for good performance. Tick (√) the methods you use in your school. 

	
	Yes 
	No 

	Let them attend in-service training 
	
	

	Appreciate their work 
	
	

	Delegate responsibilities to them 
	
	

	Recognize their achievements 
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	Sympathize with them when in problems 
	
	


19. (a) How often do you call for staff meetings in you school? Tick where appropriate 

Once per term ( ) Twice per term ( ) Thrice per term ( ) As necessary ( ) 

   (b) In case there is no staff meeting, which form of communication do you use to convey information?

Internal memo (  ) Noticeboard (   ) School Assembly (   ) 

Others (specify) __________________________________________________________________________________________________________________
20. How do you evaluate teachers’ efficiency? ____________________________________________________________________________________________________________________________
21. What is the average teaching load for the teachers in your school and how does this affect their level of motivation? __________________________________________________________________________________________________________________________________________________________________________________________
22. How often do you consult teachers in making administrative decisions that affect them? Always (  ) Sometimes (  ) Never (  ) 

23. a) Are the teachers in your school willing to exercise additional effort beyond completion of their primary job duties? Yes (  )     No ( )     

      b) If no, what in your opinion is the reason for that? __________________________________________________________________________________________________________________________________________________________________________________________
24. How would you describe teachers in your school? 

Highly motivated (   ) Motivated   (   )  Somehow motivated (   )   Not motivated (     )

b) What were the mean scores for your school for the last five years? 

	YEAR 
	MEAN SCORE 

	2013 
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	2012 
	

	2011 
	[image: image5.png]


 

	2010 
	

	2009 
	


c) In your opinion is it possible that the level of motivation of teacher in your school is responsible for the above result? Yes (    ) No (      ) 

d) What in your opinion as an administrator motivates teachers to have good job performance? Good job performance in this case will be attributed to performing one’s duty under minimal supervision as well as seeking to perform more duties that lead towards the school’s success.

__________________________________________________________________________________________________________________________________________________________________________________________
25. How often do teachers in your school attend further training through short term courses, seminars, workshops etc.?

Frequently ( )         Rarely ( )       Never ( ) 

26. Who sponsors them when they attend the training?

__________________________________________________________________________________________________________________________________________________________________________________________
27. a) Do you appraise your teachers?     Yes (      )              No (        ) 

     b) How often do you send the appraisal report to your employees? 

Monthly (     ) Quarterly (        ) Termly (        ) Half yearly (     ) 

Others (specify) _____________________________________________ 

     c) What is the attitude of the teachers to towards the performance appraisal?  

__________________________________________________________________________________________________________________________________________________________________________________________
28. Suggest ways in which the level of motivation of teachers in your school would be improved 

__________________________________________________________________________________________________________________________________________________________________________________________
THANK YOU FOR YOUR PARTICIPATION

APPENDIX II: RSEARCH PROPOSAL BUDGET

Table 3.9

	Budget Category
	Unit Cost
	Multiplying Factor
	Total Cost

	1. PERSONNEL
	Allowances paid 
	Number of days 
	

	Researcher 
	20,000/= 
	30 
	600,000TSH 

	Assistant Researcher 
	10000/= 
	30
	300,000TSH 

	PERSONNEL TOTAL COST 
	900,000TSH 

	2.Transport
	Cost per day 
	Number of days 
	

	Taxi 
	10000 
	30
	300,000TSH 

	Bus
	1000
	30
	30000TSH

	TRANSPORT TOTAL COST
	330,000TSH 

	3.SUPPLIES
	Cost per item
	No of item
	

	Printer 
	148,000 
	1 
	148,000TSH 

	Rims 
	8000 
	4 
	32,000TSH 

	Pen
	200
	10
	2000TSH

	Binding proposal and dissertation
	20000
	2
	40,000TSH

	SUPPLIES TOTAL COST
	212,000TSH

	GRAND TOTAL COST
	1,442,000TSH


APPENDIX III: WORK PLAN

	Activities
	Oct
	Nov
	Dec
	Jan
	Feb
	Mar
	Apr
	May
	June

	Research proposal seminar
	
	
	
	
	
	
	
	
	

	Literature review 
	
	
	
	
	
	
	
	
	

	First draft of proposal
	
	
	
	
	
	
	
	
	

	Final draft submission 
	
	
	
	
	
	
	
	
	

	Proposal defending
	
	
	
	
	
	
	
	
	

	Data collection
	
	
	
	
	
	
	
	
	

	Data analysis
	
	
	
	
	
	
	
	
	

	First draft submission
	
	
	
	
	
	
	
	
	

	Final draft submission
	
	
	
	
	
	
	
	
	

	External examiner
	
	
	
	
	
	
	
	
	

	Research collection 
	
	
	
	
	
	
	
	
	

	Defending 
	
	
	
	
	
	
	
	
	


Self-actualization Needs





Esteem Needs





Social Needs





Security needs





Physiological needs








