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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The purpose of this study was to assess factors affecting job satisfaction for primary and secondary school teachers in Babati District Tanzania. The specific objectives of the study was  to determine the strategies used by employers in enhancing teachers’ job satisfaction, to determine if teachers’ differ in job satisfaction in relation to education qualification, teaching experience, promotion, responsibility levels, gender and age, to assess the effect of remuneration on job satisfaction among teachers and to compare the level of job satisfaction between primary and secondary teachers. The study employed purposive and simple random sampling techniques. The sample consisted of two DEOs, 18 head of schools, 50 primary school teachers and 50 secondary school teachers. The data of this study was analyzed by using descriptive statistic analysis, qualitative analysis and logistic regression model. This study reveals that only education and distance have statistical significantly influence on job satisfaction at the significant level of 0.05. Also salary level was ranked as the most important factor towards job satisfaction and poor pay as the most dissatisfying job factor. The descriptive statistics techniques revealed that teachers were not satisfied with aspects under the following dimensions: low salary, motivation, teaching environment and support from administration. On the other hand, the teachers indicated they are least satisfied with the aspects under the job identity measurement.  In qualitative finding the researcher assessed the factors as why the teachers shift. All participants expressed that teachers were not satisfied with low pay, lack of motivation, housing and poor working environments. The Recommendations for improving the job satisfaction of teachers include improving the remuneration and other benefits for teachers. Likewise it is important to improve the teachers’ working environments and recognizing them.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1  Introduction TC "1.1 Introduction" \f C \l "1" 
This chapter contains the background of the problem, statement of the problem, purpose of the study, objectives, Research questions and significance of the study. 
1.2  Background to the Problem TC "1.2 Background to the Problem" \f C \l "1" 
 Hop pock (1935) defined job satisfaction as any combination of psychological, physiological and environmental circumstances that cause a person trustfully to say, “I am satisfied with my job”. Job satisfaction is the fulfillment, gratification and enjoyment that come from work. It’s not money or the fringe benefits, but the seedlings employees receive from the work itself. Job satisfaction can be influenced by a variant of factors. For example, the quality of one’s relationship with their supervisor and the quality of physical environment in which they work, increase job satisfaction and hence improve the job performance (Mc Namara, n.d; War. 1998).
Job satisfaction description varies among researchers, for example Peretomode (1991) and Whawo (1993) suggested that the higher the prestige of the job, the greater the job satisfaction. Many workers, however, are satisfied in even the least prestigious jobs. That is, they simply like what they do. In any case job satisfaction is an individual as ones feelings or states of wind.

Porter and Steers (1973) argued that the extents of employee’s job satisfaction reflected the cumulative level of met worker‘s expectation. That happens when employees expect their jobs which provide a mix of future (example pay, promotions, and autonomy) for which teachers have certain preferential value. Hickman and Oldham (1975) suggested that jobs care differ in the extent to which they involve five core dimensions: skills variety, task identity, task significance, autonomy and task feedback. They further suggested that, if jobs are design in a way that increases the presence of these are the characteristics, three critical psychological states can occur in employees. These are experienced meaningfulness of work, responsibility for work outcome and knowledge of the results of work activities.

There are two basic sources of job satisfaction. These are the employees price in their craft; the work environment both physical interpersonal and the ability to produce the quality of work, the opportunity to learn and express activity, the opportunity to express personal ground and the rewards from a physically supportive work environment are all factors that impact in job satisfaction. Individual may vary to the degree in which each of these factors contributes more or less to their own job satisfaction. The end result is that, high job satisfaction typically leads to career success, caring for others and making organization work better are two sides of coin (Nelson, 1996).

A few decades ago when employees become dissatisfaction with their organization they would quit and get another job. Today with placement opportunities vary low and unemployment extremely high, very few people opt to quit and leave. As a result something worse much worse is happen within organization. In order to award job dissatisfaction to be job satisfaction in local Government Natives, we need strong mechanisms for improving the assessment of employees’ job satisfaction. Assessment of employees’ job satisfaction is influenced by their conditions of service.
In Tanzania teachers are facing many and complex problems which lead to job dissatisfaction like low salaries, low status and poor treatment from the Government (salaries, arrears, allowances) are ignored. Poor pay leads to teachers’ energy being dissipated on second jobs and moonlighting and inevitable many of those teachers who can find alternative employment will take it (Sumra 2004). So teachers in Tanzania are dissatisfied with the current situation that prevails in the country. Some of these are: poor working condition, poor housing, overcrowded classes, irregular changing of curriculum without training, a big number of teaching subjects and irregular promotions which cause teachers stay at one rank/position for a long time. Also locational differences in job satisfaction levels is due to the different age and qualification profiles of teachers’ in rural and urban schools, but increasingly this difference can be attributed to the much higher living costs and other demands than urban teachers have to deal with on a daily basis (Haki Elimu/TTU (2004); Bennel and Mukyanuzi, 2005; Ngimbudzi, 2009; Lyimo 2014). 

1.3 Statement of the Problem and Justification TC "1.3 Statement of the Problem and Justification" \f C \l "1" 
Job satisfaction is considered to have an effect on the quality of teaching and on the school achievements of learners (Nabi, 1995; Menlo and Poppleton 1990). Hence teachers’ satisfaction is not only important to teachers themselves as civil servants, educational managers and leaders and employers but also to student in all type of schools. The empirical literatures indicate that most of empirical studies done to assess factors affecting the teachers’ satisfaction were done outside Tanzania. Similarly, few studies were done to assess teachers’ job satisfaction in Tanzania. For example Haki Elimu/TTU (2004) conducted a research on whether the teachers are qualified and motivated to teach by using descriptive statistic analysis and they focused the government, private and community secondary schools. Sumra, (2006) conducted a research on teachers’ qualifications, motivation and commitment by focusing on both Primary and secondary school teachers’ in Tanzania by using descriptive statistics analysis. Bennel and Mukyanuzi (2005) conducted a research on teachers’ commitment and experiences of the teaching profession by focusing the government, private and community secondary schools by using a thematic analysis framework. Ngimbudzi (2009) conducted a research on assessing the job satisfaction among secondary school teachers in Njombe District-Tanzania by using descriptive analysis, independent t-test and Multiple Analysis of Variance (MANOVA). Lyimo (2014) analyzed the teachers’ payment by focusing public secondary schools in Moshi rural district by using qualitative method.  Despite few studies done to assess the job satisfaction in Tanzania, we think that more information is needed on whether factors affecting teachers satisfaction is the same in all regions in Tanzania. Also we want to validate if factors affecting primary and secondary teachers’ satisfaction are the same.

Therefore this study intended to fill the gap by assessing factors affecting teachers’ job satisfaction for both primary and secondary school teachers in Babati District-Manyara region by using the qualitative, descriptive and the logistic regression model since teachers’ job satisfaction increase efficiency and self efficacy which ultimately improves the teachers’ job performance.
1.4 Main Objective TC "1.4 Main Objective" \f C \l "1"  

The main objective of the study was to assess factors affecting job satisfaction in primary and secondary  schools teachers run by  Local Government Authorities in Tanzania in Babati District. 

1.5 Specific Objectives TC "1.5 Specific Objectives" \f C \l "1"  
i. To determine the strategies used by employers in enhancing teachers’ job satisfaction.

ii. To determine if teachers’ differ in job satisfaction in relation to education qualification, teaching experience, promotion, responsibility levels, gender and age
iii. To assess the effect of remuneration on job satisfaction among teachers
iv. To compare the level of job satisfaction between the primary and  secondary teachers
1.6 Research Questions TC "1.6 Research Questions" \f C \l "1"  

i. What are the strategies used by employers in enhancing teachers’ job satisfaction? 

ii. How do teachers differ in job satisfaction in relation to education qualification, teaching   experience, promotion, responsibility levels, gender and age?

iii. How does remuneration affect teachers’ job satisfaction in their workplace?
iv. How do the primary teachers’ job satisfactions differ from secondary teachers?
1.7  Delimitation of the Study TC "1.7 Delimitation of the Study" \f C \l "1" 
The study was confined itself in assessing teachers’ job satisfaction in Tanzania in Babati District Council for Primary and Secondary teachers. The study included teachers, District Education Officers, and Heads of school. 

1.8  Significance of the Study TC "1.8 Significance of the Study" \f C \l "1"  
Assessment of teachers job satisfaction in Local Government Authorities in Tanzania findings of the study expected to evaluate and identifying new strategies of improving teachers performance as well as well as avoiding teachers turnover in Local Government Authorities in Tanzania especially at Babati District. The study is expected to recognize the challenges facing Babati District in assessing teachers’ job satisfaction and offer the outcomes for overcoming those challenges. Also the study is expected to identify teachers’ turnover and suggest the ways of solving the problems, by making clear policy to all levels of education in all sectors in order to avoid teachers’ turnover.  
1.9  The Study Limitations TC "1.9 The Study Limitations" \f C \l "1" 
Inadequate finance limited coverage of the study area and the sample size.  
1.10 Study Structure TC "1.10 Study Structure" \f C \l "1" 
This study entails five chapters. Chapter one consists of background of the problem, statement of the problem, objectives; research questions, Significance of the study, delimitation of the study and the study structure. Chapter two consists of theoretical literature review, empirical literature, study gap and the conceptual framework. Chapter three consists of research design, research approach, population of the study, data collection techniques, ethical issues, data processing and analysis procedures. Chapter four consists of presentation, analysis and interpretation of the data, chapter five consists of summary of the findings, conclusions and recommendations.
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE RIEVIEW TC "LITERATURE RIEVIEW" \f C \l "1" 
2.1     Theoretical Literature Review TC "2.1   Theoretical Literature Review" \f C \l "1" 
2.1.1  Definition of Terms and Concepts TC "2.1.1    Definition of terms and concepts" \f C \l "1" 
 2.1.1.1  Job Satisfaction
Concept of job satisfaction has been defined by different scholars from various countries inside and outside Tanzania. Spector (1997) defines job satisfaction as simply how people feel about their different aspects of their jobs. It is the extent to which people like (satisfaction) or dislike (dissatisfaction) of their jobs. Furthermore, Robbins (2005) defines it as a positive feeling about ones job resulting from an evaluation of its characteristics. 
2.1.1.2  Job Dissatisfaction 
Locke (1969) defined job dissatisfaction as the unpleasurable and emotional state resulting from the appraisal of one’s job as frustrating or blocking the attainment of one’s job values or as entailing disvalues. Additionally, Albanese (2008) associates job dissatisfaction with monthly salaries incapable and unsupportive administrators and lack of collegial relationship with co-workers. Incapable readers and salary were key factors that influenced job dissatisfaction. So this means that if a teacher lacks motivation from their employers are incapable of performing well in the daily undertakings. Incentives are a key factor which enables teachers and other employee to be satisfied with their jobs. 
In developing countries there are some sources of dissatisfaction that are well known and have been documented by researchers in developed countries. For example the effect of social problems student failure and lack of respect and discipline, status and recognition from society, the lack of autonomy and the lack of collegial relationship (Dinham & Scott, 1993, 2000;Thompson, Mc Namara & Hoyle 1997; Van den Berg 2002). 
2.1.2 Education System in Tanzania TC "2.1.2 Education System in Tanzania" \f C \l "1"  

Education system in Tanzania is compulsory for ages 7-14 Primary Education start is provided in each local village where children enter standard I to standard VII where Kiswahili is a language of instruction. In secondary schools children start form I –VI. Forms II, IV & VI have National Examination. In form II – VI student eligibility to continue is determined with the performance. In secondary school the medium of instruction is English. In short the education system in Tanzania is 2:7:4:2:3 (2 years baby class, 7 years primary education, 4 years in O- level, 2 years in A- level and 3 years University.

           Table 2.1 : Educational System in Tanzania TC "Table 2.1: Educational System in Tanzania" \f T \l "1" 
	Level
	Education
	Age
	Duration/Years
	Language
	Subject
	Annual Costs For Government Schools
	Required For Next Level

	Basic
	Pre-Primary
	2- 4
	  2
	Swahili
	 -
	     -
	      -

	
	Primary
	4-10
	  7
	Swahili
	      9
	Tuition Free,
Expenses For
Uniforms,
Testing Fees,
School
Supplies
	      -

	Secondary
	Ordinary Level (O – Level) Form Iv
	10-14
	   4
	English
	9
	Tsh 20,000
(≅$13)
Fees For:
Testing,
Watchman,
Academic
Furniture,
Identity And
Emblem,
Lunches
	5 Subjects
With Grades
Of A-C


	
	Advanced Level (A – Level) Form Vi
	14 -16
	    2
	English
	9 Including General Studies
	Tuition Form Iv And
National
Exam Score

	Form Iv  And National Exam Score

	Tertiary
	Bachelor’s Degree, Associate Degree, Teacher Training College
	16-19
	3
	English
	Open
	Tuition
	Form Vi And Entrance Exam Score

	
	Graduate
	
	    2+
	English
	Open
	Tuition
	Form Vi And Entrance Exam Score


                     Source: Mambo View Point.Org (2015). 
Education and training policy enhances quality of education that the teachers should offer to the pupils and the students. The trend of job dissatisfaction continues to ring in the minds of some few especially new teachers of this century. Likewise, the increasing number of the enrolment has brought the country into scarcity of teachers as a result short term teacher training taken into action to reduce the stress. The Table 2 shows the real situation in various institutions indicating the ratios between the students and the teachers; a thing which on the other hand demoralize the workforce in comparison with their take homes as a result the idea of searching where to go for greener pastures start.
 Table 2.2  : Key statistics in the Education and Training Sector TC "Table 2.2: Key statistics in the Education and Training Sector" \f T \l "1" 
	Level
	Number of Institutions
	Number of Students
(‘000)
	Number of Teachers
	Student/
Teacher

	
	Public
	Private
	
	Trained
	Untrained
	Total
	Ratio

	Pre-Primary
	   -
	   -
	896,146
	4,489
	12,687
	4,489
	55:1

	Primary
	15,727
	   -
	8,441,553
	    -
	     -
	157,185
	54:1

	Secondary
	3,285
	819
	1,466,402
	    -
	     -
	33,954
	43:1

	TTCs-Primary/Diploma
	34
	43
	35,371
	    -
	     -
	1,678
	21:1

	Universities
	  -
	   -
	       -
	    -
	      -
	95,525
	        -

	Adult & Non Formal Education
	   -
	   -
	957,289
	    -
	       -
	45,879
	21:1


Source: BEST, TCRA and Ministry of Science and Technology, 2009.

http://www.gesci.org/assets/files/knowledge%20centre/situational%20Analysis_Tanzania.pdf
2.1.3 Teachers job satisfaction in Tanzania TC "2.1.3 Teachers job satisfaction in Tanzania" \f C \l "1" 
Davidson (2007) conducted a survey on teacher motivation in Tanzania and he found that, most teachers were unhappy with their pay fringe benefits, teachers’ promotion, status and a number of lessons allocated. This implies that they had a low level of job satisfaction. Greenberg and Baron (1995) identified the factors that are associated with job satisfaction and are of categories and these are; organization and individual determinants. Organization determinants include rewards system, perceived quality of supervision, work and social stimulation and pleasant working conditions. Many teachers feel that their status in the society is low because their salaries are low. In addition, many teachers are unwilling to go and work in difficult remote areas where getting adequate housing and basic necessities like health care is difficult.
We have seen that, low motivation and job satisfaction may lead to poor performance which implicated in student performance. There is a need for different education stakeholders to take necessary measures to ensure that teachers motivation and job satisfaction is improved number of issues which need to be done in improving teachers motivation and job satisfaction are like the need to improve teachers remuneration package including provision of special allowances for teachers with extra workload and working in difficult environment.
Teachers Trade Union (TTU) should enforce the establishment of Teachers service professional board which will deal with teachers’ accreditation and registration, enforcement of professional standards, provision of in-service training, elimination of ad hock hiring of teachers, negotiate for improvement of working conditions for teachers.

2.1.4 Teacher job satisfaction in Kenya TC "2.1.4 Teacher job satisfaction in Kenya" \f C \l "1" 
In Kenya teachers’ salaries have been relatively low compared with financial reward in the private sector. The high wastage of graduate teachers leaving the teaching professional has been a matter of concern by the Government (Republic of Kenya 1984). Senior teachers are expected to assist with inspection and guidance of other teachers (Republic of Kenya 1998). Chapman (1983) reported that a high quality of professional life for the teacher contributes to an increase in student achievements. All teachers are expected to act as discipline masters, counselors and role models. 
2.1.5 Teachers job satisfaction in Uganda TC "2.1.5 Teachers job satisfaction in Uganda" \f C \l "1" 
Locke (1969) reveals that teachers with O-level as a highest academic level are the most satisfied with more than 58% of them who are most satisfied, they represent the group (compared to teachers with primary  level, A- level tertiary or graduate). Most satisfied their job. Teachers with high job satisfaction are more likely than holders of an O-level certificate. 50% of satisfied teachers are holders of an O-level certificate compared to 41% in the group of teachers with low satisfaction. Satisfaction decreased as professional qualification increased. Teachers with grade III are the most satisfied (45 % (compared to 36% for teachers with grade V and 32% for those who are graduates. Teachers with high job satisfaction are mostly Grade III Teachers compared to holders with other qualifications. 63% of satisfied teachers are holders of Grade III compared to 53% in the subject of teachers with low satisfaction. Teachers with less than five years of experience are the most satisfied. When analyzing the relationship between satisfaction and length of service, it appears in the same pattern with less experienced teachers are the most satisfied. (55%) compared to only (40%) of teachers with more than   20 years of experience in the teaching profession.
 2.1.6 Teachers job satisfaction in Nigeria TC "2.1.6 Teachers job satisfaction in Nigeria" \f C \l "1" 
In Nigeria there is low teachers job satisfaction (Businge, 2011) and low morale amongst Nigerian school teachers (Daily Trust, 2010; Kayode 2012). Therefore, most Nigerians believe that teachers’ satisfaction is directly related to teacher’ salary and rewards. In other words, the factor that contributes to teacher job satisfaction is the quality of teachers’ home-pay. The President of National Union of Teachers (NUT) advised the Government to develop remuneration and reward system that will promote job satisfaction (Komolafe, 2010).
 2.1.7 Teachers job satisfaction in South Africa TC "2.1.7 Teachers job satisfaction in South Africa" \f C \l "1" 
Vroom (1967) asserts that, if a teacher is satisfied with his or her work, contributes to the school’s aims, an intrinsic reward is received for the work done; and if he or she feels that his or her particular professional status is recognized, a high level of job satisfaction will be experienced. Taking the aforementioned into consideration, job satisfaction can be described when teachers are motivated to do their jobs as well as possible together with having a high level of morale. 
2.1.8 Teachers job satisfaction in China TC "2.1.8 Teachers job satisfaction in China" \f C \l "1" 
Teachers who are satisfied with their job are more enthusiastic and interested in devoting more energy and time to student achievement (Nguni et al., 2006). So that, understanding the important factors that affect teachers’ job satisfaction is vital to attain the required information to support an educational system to succeed in its objectives (Perie et al., 1997). Principal’s leadership behavior is one of the positive factors that have a direct relationship with job satisfaction. Bogler, (2001) and Miears, (2004) considerable research has been carried out on the influence and impact of leadership behavior on job satisfaction (Griffith, 2004).The principal’s of decision making style also affects teacher job satisfaction. Working with a principal who encourages teachers to get involved in decision making tasks has a positive influence on teachers’ involvement and commitment to their teaching duties and classes (Bogler, 2001). Teachers who work with principals who share information with them and involve them more in management decisions are more satisfied.
2.1.9 Teachers job satisfaction in Malaysia TC "2.1.9 Teachers job satisfaction in Malaysia" \f C \l "1" 
In order for the teachers function effectively, it is important that teachers need to seek satisfaction and happiness not only in the intrinsic aspect of teaching job but also in their dimension related to the teacher working experience in the wider social environment. There is significant relationship between job satisfaction and gender, whereby the male teachers are more satisfied than female teachers. Graduate teachers are more satisfied than non-graduate teachers, and also older teachers are more satisfied than younger teachers. According to the Ministry of Education Report (1995), Human Resource Development (HRD) through policies, system and better Educational opportunities is the strongest assurance to achieve the vision in becoming and Industrialized Nation with unique characteristics and values in the year 2020. Robinson et al (1969) discuss the following factors as the main source of job satisfaction in Tawau  Malaysia : pay, supervision, the work group, job content and working conditions.
2.1.10 Teachers job satisfaction in Australia TC "2.1.10 Teachers job satisfaction in Australia" \f C \l "1" 
Long (2005) used cross-sectional 2001 Australian data to investigate gender differences in job satisfaction. Both her statistical and econometric (ordered probit) analysis suggests that females more satisfied at work compared to males. However, as most the majority of studies above, this gender-job satisfaction gap disappears for younger females and also those with higher levels of education. According to Tuettemann (1991), the vast majority of secondary-school teachers in Western Australia considered classroom success, acknowledgement and recognition to be important factors associated with job satisfaction. In another Australian study by Rice and Schneider (1994), participation in decision-making and autonomy were identified as contributing to job satisfaction. Both studies therefore ascertained that among Australian teachers, intrinsic factors seemed to play the primary role in job satisfaction.
2.1.11 Teachers’ Job Satisfaction in Greece TC "2.1.11 Teachers’ Job Satisfaction in Greece" \f C \l "1" 
Levi (1967) reported that the degree of employees’ involvement in decision making at workplace has an impact on workers’ productivity. In other words, the more an individual is involved in a certain task, the more productive and self sufficient and satisfied they feel with their job. According to Kanter (1977), an employee being satisfied with their present job’s contents does not guarantee the same level of satisfaction at the same time for their potential career development or internal mobility in organization. For instance, an employee being satisfied with current job contents means that the worker has many opportunities in their present career, receives unofficial professional training, and expects better long job prospects. In contrast, employees with fewer opportunities for career development are more likely to leave their unsatisfying job (Kanter, 1977). Numerous researchers have divided the various factors of job satisfaction into two categories: extrinsic and intrinsic factors (Herzberg, 1959; Warr, 1987; Hauber & Bruininks, 1986; Hirschfeld, 2000). Based on the above discrimination, the relation among the employee, the job itself, the content of the job, the responsibilities of the job, the recognition that the employee receives from his/ her job and the opportunities for growth and advancement has been described. According to Warr (1987), intrinsic factors are related to the amount of variety in job, opportunity to use abilities, amount of responsibility and recognition for work. In addition, Warr (1987) suggested five factors describing the extrinsic factors; freedom of working method, physical working condition, hours of work, income and colleagues.
2.1.12 Teachers job Satisfaction in United Kingdom (UK) TC "2.1.12 Teachers job Satisfaction in United Kingdom (UK)" \f C \l "1" 
In the United Kingdom, job satisfaction amongst teachers was influenced by factors such as student learning and achievement, professional development, relationships with colleagues, and the status and image of teaching (Scott, Cox & Dinham, 1999). Overall, Scott et al. found that the sources of teachers’ satisfaction in the UK lay within the domain of the intrinsic rewards of teaching and were centred around learner and teacher achievement.

Low job satisfaction has been cited as a possible cause of the current teaching crises in the UK (Crossman & Harris, 2006). Kotterman (2000) also mentions the support for practising teachers as one of the keys to long-term retention of teachers. From research findings on teacher burnout and job satisfaction, it has become clear that there appears to be a link between these two phenomena. A number of the factors causing both phenomena, as well as the effects of both on the teaching profession, appear to correspond. Researchers such as Borg and Riding (1991), Carr (1993), and Decker and Borgen (1993) have noted a correlation between burnout and job satisfaction. 
2.1.13 Teachers Motivation in Tanzania TC "2.1.13 Teachers Motivation in Tanzania" \f C \l "1"  

Bateman and Snell (2007) define motivation as the forces that energize, direct and sustain a person’s effort. So that, a motivated teacher is one who not only feels satisfied with his/her job but also empowered to strive for excellence and growth in instructional practice.
In Tanzania most of teachers in Government schools are suffering from various problems such as payment, housing, lack of teachers’ motivation, low status, inadequate classrooms and desks. During Independence the society was played a key role in assisting teachers who were teaching in localities where there are no enough houses. The society will fulfill this responsibility while waiting for the Government to build houses for new teachers. During that time teachers were directly integrated into society and they had a feeling that they are part and parcel of the society (Naker 2007). At that time there was no nepotism, tribalism or corruption due to the good leadership style.
In the current situation, The studies by MOEC, (2003 and 2004); Davidson (2004 and 2007), Sumra (2004) and HakiElimu (2005), show that in Tanzania, strong evidence exist that, vast majority of teachers are unhappy with their salaries, housing arrangements, benefits, workload and status within their communities. Benel and Makyunuzi (2005) assessed the status of teacher motivation crisis in Tanzania and their study revealed that teachers’ absenteeism, turnover and misconduct are the result of poor motivated teacher. The study explains that, demoralized teachers are likely to find another occupation, be absent or late at work and not do what is expected to them in their class in order to meet the learning needs of their pupils. 
2.2 Theoretical Frame Work TC "2.2 Theoretical Frame Work" \f C \l "1"  
The study will be guided by the learning theory of Abraham Maslow’s Hierarchical Needs and icky Herzberg two factors theory of motivation.
2.2.1 Maslow’s needs Hierarchy Theory TC "2.2.1 Maslow’s needs hierarchy theory" \f C \l "1"  
Maslow’s (1943) theory of human motivation is based on assumptions that needs that are not satisfied, motivates or influence behavior. Needs are approved according to a hierarchy of importance and that an individual’s needs at any level on the hierarchy emerges only when lower level needs are practically well satisfied. The use of worldwide needs hierarchy by a manager in motivating employees is based on the concept that realistically well satisfied needs do not motivate. Maslow identified five levels of needs. These are the physiological needs, safety needs, love or social needs, esteem needs, and the need for self actualization. Physiological needs without a doubt is the most basic in this hierarchy. Once upon a time the basic needs are satisfied, they come to a close to motivate an individual. Once one is satisfied in one level of need one strive to satisfy needs in the next higher level. Therefore, if the satisfaction of a minor order need is helpless, that need will once more become promoter and the efforts to satisfy all upper order needs will be reduced (Okumbe, 1998). 

Physiological needs are the mainly basic needs in Maslow’s hierarchy, and comprise needs that should be satisfied for the human being to continue to exist; these include food, water, oxygen, sleep and sex. Satisfaction in the service context and are generally satisfied through the satisfactory wages or salaries (Nzure, 1999). 

Safety needs, come out when the physiological needs are rather satisfied and engage the second level in the hierarchy of needs. These needs include an aspiration to security, stability, dependence, protection and freedom from fear and anxiety, and a need for composition, order and law (Cherrington, 1989). These needs are also satisfied through sufficient wages or salaries, although Maslow does not regard as money as an effective motivator. 

The third level of needs is love or social needs. These   are needs for affiliation, belongingness, acceptance and friendship. In an educational institution the manager should facilitate an environment where the employees and the learners can satisfy their love needs.

The fourth level of needs is the esteem needs. These are needs for self respect, for accomplishment, for achievement (Maslow, 1954). The attainment must be recognized and appreciated by someone else. 

The fifth level of needs is the self-actualization. This is the highest need in Maslow’s hierarchy. This is the need of attractive all that a person is talented of fitting. There is need to develop one’s potential to the maximum when working with and for others. While Maslow’s needs hierarchy theory is broadly known and adopted by practicing managers, some researchers have criticized its findings. Although studies of motivational needs in a choice of categories of groups of people have been done, nothing has been done for primary and secondary school teachers in Babati District. We hope that this study of job satisfaction of teachers will came positive with suggestions of the most important to the smallest amount important needs of teachers in Babati District. This information can be used to motivate teachers in their work places.
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Figure 2.1  :  Maslow’s Hierarchy Needs of motivation 
Source: Greenberg& Baron (1993:167)

2.2.2 Herzberg’s two Factors Theories of Motivation TC "2.2.2 Herzberg’s two factors theories of motivation" \f C \l "1" 
Fredrick Herzberg’s theory (1979) has probably received the most attention within the work place. Herzberg’s theory consists of two main components. He developed the theory that differentiated between factors that satisfied employees and factors that satisfaction employee’s dissatisfaction but no satisfaction. Herzberg and Maslow’s theories of motivation have notion that criteria when implemented the optimum, motivates the individual with extra energy to work much harder and because of its result with the improved their job performance (Sangay, 2010).
2.2.3  Herzberg’s related to Job Satisfaction 
Herzberg’s related to job satisfaction focuses on motivators’ factors are like achievement, recognition, work itself, responsibility and advancement. He termed these factors motivators and related them back to growth needs. Only motivate can increase job satisfaction. This factor has strong hold over the personal emotion towards the job thereby generate the individual efficiency and satisfaction at work motivators towards satisfaction are derived from the following: Achievement is referred as the potential of the individual to tackle any sorts of problem related to work, which means has capacity to do the work effectively. Recognition means irrespective of the people around, be it the immediate boss or the colleagues, the individual is always praised for the assistance rendered at work effectively. The individual is appreciated by all and sundry at the work place. The work itself means the satisfaction derived from the job through the intrinsic aspects. Responsibility means the responsible shouldered by the individual at work and satisfaction derived through in the form of decision making and supervision. Advancement means getting promoted to the next level of job in the organization. The Hygiene factor prevents the worker from getting dissatisfaction but it not be at the acceptable levels as it can lead to dissatisfaction too. According to the theory above the Government of Tanzania has not fulfilled the teaches need in terms of motivation and this cause a negative effects towards academic performance of students in schools because Government teachers lack the adequate basic needs in life because of poor income received from the Government and poor working conditions. 
2.2.4  Herzberg’s related Job Dissatisfaction Factors TC "2.2.3. Herzberg’s related job dissatisfaction factors" \f C \l "1"  
Herzberg’s related job dissatisfaction factors are company policy and administration, supervision, salary, interpersonal relationship and working conditions, termed ‘hygiene’ factors and adequate them with deficiency needs. Certain things, which Herzberg called hygiene factors, could cause a person to become unhappy with their job. These things include pay, job security and physical work environment, organization and the communication style. The leadership of the management is accountable to dissatisfaction too. Salary and advancement at the end the day it’s the salary that matters to the worker, if the salary is not satisfactory, it can lead to dissatisfaction and the opportunity that the worker gets to climb the carrier ladder can also prove futile if the worker remains stagnant in one position. Interpersonal relationship is the relationship among workers and the tempo of the relationship between colleagues. Working conditions means the place physical attributes of the workplace including the material available to make the job easier.
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Figure 2.2  : Herzberg Two Factors Theories of Motivation TC "Figure 2.2: Herzberg Two Factors Theories of Motivation" \f F \l "1" 
Source: Greenberg& Baron (1993:167)
2.3 Empirical Literature Review TC "2.3 Empirical Literature Review" \f C \l "1" 
Bishay (1996) conducted a research on teachers’ job satisfaction in US by using regression analysis and found that job satisfaction and motivation correlated significantly with teachers’ gender and age; but also with their responsibility levels, subject, years of teaching experience and activity. In this study female teachers reported lower overall levels of satisfaction with their job. The study indicates that, stress levels reduced with years of teaching experience, possibly arising from heightened ability to deal with various situations at school that comes from experience.

Kyriaccou and Chien (2004) conducted a study on the impact of teachers’ job satisfaction by exploring procedures in teachers stress in Taiwan and found that 26% of the teachers reported being a teacher was extremely stressful. The main source of stress identified was changing educational policies of the Government.

Olube (2005) assessed the relationship between the level of teachers’ job satisfaction, motivation and their teaching performance in River State Nigeria by using descriptive statistical analysis. The result revealed that teacher dissatisfaction was associated with educational policies, administration, pay and fringe benefits, material rewards and advancement.

Skaalvik and Skaalvik (2010) conducted a research on the relationship between teachers’ job satisfaction and self efficiency in Norway by using structural equation modeling (SEM) analysis. Their findings revealed that teachers’ job satisfaction and self efficiency have strong positive relationship. They supported that, teacher’s autonomy, good interpersonal relation between teachers and parents and high time influence teachers job satisfaction.
Rosenblatt (2001) conducted a study on teachers’ job satisfaction in Greece by using a structural equation modeling (SEM). The study revealed that, holding multiple roles in school has the potential of elevating school commitment  and a sense of control over teachers life, leading to the enhancement of teachers self efficiency, job satisfaction, work interest and self actualization and therefore eliminating some of the negative symptoms of burnout.

Wynne et al (1991), conducted a study on explored stress among Irish teachers focusing on a number of issues; principal sources of stress, coping and social support and outcomes of stress by using survey methods in Ireland.  The Authors found that teachers in Ireland experienced moderate to high levels of stress compared to other occupational groups. This is to say that; personal and school demography were not significantly associated with stress in the work place.

Caprara et al (2003) and Mc Natt and Judge, (2008) conducted a research on self efficacy and collective efficacy on teachers’ job satisfaction by using structural equation modeling analysis (SEM) in five countries which are: Canada, Cyprus, Korea, Singapore and USA. This survey evaluated both validity and reliability of teachers’ sense of self efficacy scale and the relation between teachers’ self efficacy and job satisfaction. The result showed a positive correlation among the above variables across all five countries (Klassen et al., 2009). 

Moreover, few studies done to assess the teachers satisfaction in Tanzania job satisfaction asserted that job dissatisfaction prevail among teachers in Tanzania and some factors affecting job dissatisfaction were revealed. For examples Haki Elimu/TTU (2004) conducted a research on “Are our Teachers qualified and motivated to teach?” by focusing Government, Private and Community Secondary schools in Tanzania. Data were collected from the following Regions: Cost, Mbeya, Kigoma, Singida, Dodoma and Mtwara and also data were analyzed by using descriptive statistic analysis. Their findings revealed that teachers’ commitment to the teaching profession is devastatingly low. Sumra, (2006) conducted a research on teachers’ qualifications, motivation and commitment by focusing on both Primary and Secondary school Teachers’ in Tanzania by using Descriptive Statistics analysis. Data for this study were collected from seven Educational Zones. Data were collected from the following Regions: Mwanza, Shinyanga, Kilimanjaro, Rukwa, Ruvuma, Singida and Pwani. The findings show that, the problems facing teachers in the country are many and complex. Teachers feel that their concerns are not addressed and feel demoralized. Bennel and Mukyanuzi (2005) conducted a research on Teachers commitment to and experiences of, the Teaching Profession in Tanzania by focusing Government, Private and Community Secondary Schools. Data were collected from the following Regions: Cost, Mbeya, Kigoma, Singida, Dodoma and Mtwara and also were analyzed by using a thematic Analysis framework. Their results have shown that, job satisfaction among teachers is low at all levels and which seems to affect the quality of education provided in the Country.Davidson (2007) conducted a study on teacher motivation in Tanzania by using descriptive statistical analysis. He found that, most teachers were unhappy with their pay, fringe benefits, teachers’ accommodation, their promotion position, status and numbers of lessons allocated. This implies that they had low level of job satisfaction.

Ngimbudzi (2009) conduct a research on assessed the job satisfaction among secondary school teachers in Njombe District-Tanzania by using descriptive analysis, independent t-test and Multiple Analysis of Variance (MANOVA). The study revealed that, teachers’ job satisfaction is influenced by gender, age, school location and school type (especially public schools) but there was no significant relation of job satisfaction with marital status, teaching experience, teacher type and promotional position in all core dimensions. Lyimo (2014) did the research by analyzing the teachers’ low payment by focusing public secondary schools in Moshi Rural District - Tanzania by using qualitative method. The study revealed that lack of teachers, motivation, payment delay and insufficient salary forces some teachers to borrow money to meet their basic needs. However, this affects them psychologically because they always think about their debts instead of thinking on how to teach effectively. This situation forces teachers to teach very harshly, shallowly and unwilling and cause students to learn negatively and specifically slow learners. Moreover, in the study of Machumu and Kaitila (2014) assessed the influence of leadership styles on teachers’ job satisfaction in Songea and Morogoro District by using content analysis and  analyzed the behavior of the head of schools in Tanzania.
2.4 Research Gap TC "2.4 Research Gap" \f C \l "1"          
The literature review shows that, different studies were conducted inside and outside of the Country. Most of these studies were done to assess teacher commitment, teaching experience, the impact of demographic intrinsic and extrinsic satisfaction, influence of leadership style, teachers’ status and responsibility, challenges and relationship between employee satisfaction and performance. Moreover, the literature review shows that relatively few researchers have conducted studies on factors affecting teachers’ job satisfaction in Tanzania. So, this study will be conducted to fill the existing gap by analyzing the factors affecting teachers’ satisfaction for primary and secondary schools teacher in order to establish whether the factors affecting teachers’ satisfaction for primary and secondary school teacher are the same or not. Since other studies were done in other Region than Manyara Region. This study also will validate if the geographical location may cause variations of results with the results from other regions. Moreover, this study will use the logistic regression model which was not used by the previous authors. 
2.5 The Conceptual Framework TC "2.5 The Conceptual Framework" \f C \l "1" .
Conceptual framework is a visual or written product, one that “explains, graphically or in a narrative form, the main things to be studied-the key factors, concepts or variables and the presumed relationships among them”(Miles & Huberman 1994).On the other hand conceptual frame work is the concepts which developed by different researchers from literature review and which help a researcher to discuss the result and recommendations of his or her work. The following is the conceptual frame work on factors affecting teachers’ job satisfaction in Tanzania.
                                   






Independent variables                                                         Dependant variable
Sour                                                  

Independent variable
Figure 2.3 : The conceptual Framework TC "Figure 2.3: The conceptual Framework" \f F \l "1" 
 Source: Modified from Ngimbudzi (2009) and Machumu (2014)
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Introduction TC "3.1 Introduction" \f C \l "1" 
This chapter presents the area of the study, approaches to the study, the design of the study, targeted population, sample and sampling procedures, data collection techniques which are semi-structured interviews, questionnaires and focused group discussions, validity and reliability of instruments, ethical consideration and data analysis plan.

3.2 Area of the Study TC "3.2 Area of the Study" \f C \l "1" 
The study was conducted in Babati district. The study specifically conducted in four wards which are Magugu, Galapo, Dareda and Endakiso. The study was conducted in this area because there is irregular promotion of teachers at the right time, as result teachers despair (lack morale) to continue working because of being degraded. Besides  this when teachers go for further training, when they return to their working stations they are not recognized/considered by their heads of department, while other careers are recognized and promoted immediately after completing their studies. Furthermore, teachers have been complaining for good payment and other incentives like good working condition. 

 3.3 Research Design TC "3.3 Research Design" \f C \l "1"  

A case study used in this study due to the nature of the topic. This is useful for an in-depth study of problems to understand processes or situations in context (Yin, 2002).The case study is considered by many authors as the most suitable research design. The use of a case study was preferred because it helped the researcher to illuminate detailed information.

3.4 Research Approach TC "3.4 Research Approach" \f C \l "1" 
The study employed a combination of both quantitative and qualitative approaches of data collection (mixed method approach). According to Creswell (2005), a mixed research method is a procedure for collecting, analyzing and mixing both quantitative and qualitative data in a single study so as to understand a research problem. Quantitative approach facilitated the collection and quantification of data in terms of frequencies, sums and percentages so as to supplement the qualitative data (Cohen et al, 2007). The qualitative approach is an investigative methodology that is grounded in a philosophical position which is broadly interpretive. Qualitative approach allows the interaction between the researcher and the informants thus making it possible for the researcher to get first hand information about the problem under investigation (Kothari, 2004). The approach involves looking at the outcomes in terms of attributes that are feelings, opinion, views and attitudes of people. 

3.5 Population TC "3.5 Population" \f C \l "1"   

A research population is generally a large collection of individuals or objects that is the main focus of a scientific query. It is for the benefit of the population that researches are done. However, due to the large size of populations, researchers often cannot test every individual in the population because it is too expensive and time-consuming (Best and Kahn, 2006). Targeted population is a group of respondents in which a researcher intends to make generalization (Kumar, 2005). The targeted population in this study involved District Education Officer (DEO), Teachers’ Service Department (TSD) and Teachers.

3.6   Sample Size and Sampling Technique TC "3.6 Sample Size and Sampling Technique" \f C \l "1" 
3.6.1 Sample Size TC "3.6.1 Sample Size" \f C \l "1" 
The sample size of this study was 2 DEOs, 18 head of schools, 50 primary school teachers and 50 secondary school teachers which make a total of one hundred and twenty (120) respondents. 
3.6.2 Sampling Design TC "3.6.2 Sampling Design" \f C \l "1" 
The study employed purposive and simple random sampling techniques. Purposive sampling is often used in qualitative research studies. In case studies the participants are often selected because they are typical or particularly interesting. Purposive sampling allows the researcher to select those participants who will provide the richest information, those who are the most interesting and those who manifest the characteristics of the most interest to the researcher (Best and Khan, 2006). Simple random sampling is often used in studies that are quantitative in nature. Simple random sampling was used to select 50 secondary school teachers and 50 primary school teachers to fill the Likert scale questionnaire. The rationale for adopting simple random sampling is the fact that the Likert scale questionnaire is quantitative in nature. 
3.7 Data Collection TC "3.7 Data Collection" \f C \l "1"  

In collecting data the study used primary data. Primary data for this study was obtained from semi-structured interview and questionnaire. The researcher complemented the information obtained from primary data by the secondary data and thus it enhanced the validity and reliability of the data. The combination of these research instruments ensured better results due to the fact that no single instrument is necessarily superior to another (Leedy &Ormord, 2005; Creswell, 2005).
3.7.1 Semi-Structured Interview TC "3.7.1 Semi-Structured Interview" \f C \l "1" 
According to Kothari (2004) interviews involve a set of questions that are intended to collect information through oral or verbal communication in a face-to-face contact between the researcher and respondents. Yin (2002) postulated that interviews are the most common and most effective means of obtaining detailed information in a case study design. Semi-structured interviews are based on the use of an interview guide which is a list of questions or topics to be covered by the interview (Kombo & Tromp, 2006).  
The researcher used face-to-face interview with the respondents which enabled the researcher to elicit responses from respondents. This made possible by the use of semi-structured interview schedules prepared by the researcher under supervision of supervisor.
3.7.2 Questionnaires TC "3.7.2 Questionnaires" \f C \l "1" 
According to Kasomo (2006) a questionnaire is a carefully designed instrument that consists of questions and statements (written, typed or printed) for the purpose of collecting data direct from respondents. The questions entailed in a questionnaire may either be close-ended or open-ended. Open-ended questions allow freedom of responses in the respondent’s own words. Close-ended questions limit the respondents’ freedom of response. For the purpose of this study a combination of both close-ended and open-ended questionnaire was prepared by the researcher under directives of the supervisor. Basically, the use of questionnaires had an advantage of providing the respondents adequate time to reflect on the questions asked and consult relevant documents before providing the required data (Kasomo, 2006).  
3.8 Variables and Measurement TC "3.8 Variables and Measurement" \f C \l "1" 
The data were tabulated and frequencies and responses calculated as percentages. The strategies used by employers in enhancing teachers’ job satisfaction and the level of job satisfaction between the primary and secondary teachers were analyzed and descriptive analysis where texts, quotations, frequencies, figures and tables were used. Moreover measure of central tendency and dispersion such as mean, mode, median, standard deviation and variances were used to analyze the data.
The factors which influence teachers’ satisfaction were analyzed by using the logistic regression model. The model used two types of variables and which are independent variables and dependent variables. Independent variable is the outcome or response of dependent variable while dependent variable is what a researcher measures for to establish an association with an independent variables. The logistic regression tested the influence of independent variables which are teaching experience, age, gender, housing, motivation, distance, level of education, teaching subjects, recognition, achievement, responsibility and leadership style are measured by its level of influencing to teachers’ job satisfaction which is the dependant variable. According to Magali (2014) logistic regression can be written as follows:

Y= a + a1x1 + a2 x2 + a3 x3 + a4 x4 + a5 x5 + a6 x6 +a7 x7 + a8 x8+ a9 x9 + a10 x10 +ε
Where Y = independent variable which measures the level of teachers’ satisfaction by using dummy variables as follows:
1.  = Satisfied  
0 = Not satisfied 

a = constant, ε =Error term and the independent variables are described below:
x1 =  Teaching experience

x2 = Age

x3 = Gender

x4 = Salaries

x4 = Housing

x5= Distance

x6= Level of Education 

x7= Number of Teaching subjects

x9 =  Leadership style

x10 = Recognition
3.9 Model Strengths and Weakness TC "3.9 Model Strengths and Weakness" \f C \l "1" 
According to Magali (2014) the logistic regression has advantages of analyzing the problem and which contains two outcomes among the variables. However, the outcomes estimated sometimes cannot be efficient because it doesn’t consider normality assumptions.

3.10 Data Processing and Analysis Procedures TC "3.10 Data Processing and Analysis Procedures" \f C \l "1" 
Data collected from semi-structured interview were subjected to thematic analysis, which Creswell (2003) asserts that, it is carried out by designing detailed descriptions of the case study and using coding to put themes into categories. Before coding the collected data, all answered questions from semi-structured interview were cross-checked for errors and then were classified into meaningful categories. These data were assigned descriptors to assist in the data analysis. Data collected through questionnaires were edited, coded and entered into Statistical Package for Social Science (SPSS) for further data analysis. 
3.11   Validity and Reliability of Data TC "3.11 Validity and Reliability of Data" \f C \l "1" 
3.11.1  Data Validity TC "3.11.1 Data Validity" \f C \l "1" 
Validity refers to the degree of congruence between the explanations of the phenomena and the realities of the world (Kothari and Patton, 2004). The researcher used the following techniques to ensure validity in the study: Triangulation: This involved the cross-checking of information from different dimensions (Lincoln and Guba, 1985). In this study, therefore the researcher used the questionnaires and semi-structured interview to collect data from respondents. Also pre-testing of questionnaire was done to enhance the data validity. Moreover, validity of data was enhanced by use of experts in the field of education and motivation (Human Resource Management) in the questionnaire development. 
3.11.2 Data Reliability TC "3.11.2 Data Reliability" \f C \l "1"  
Reliability is the extent to which results are consistent over time and an accurate representation of the total population of the study (Kothari and Patton, 2004). To ensure reliability the researcher managed to describe phenomena as well as minimizing bias or subjectivity. The reliability of data was tested by Crobanch alpha, whereby the value of Crobanch alpha varies from 0 to 1.  The correlation coefficients indicates the reliability of data where the large the positive correlation among variables signifies that the reliability of data is higher (Olando et al, 2013). Table 3.1 shows that the correlation among the variables starts from 0.5 and above aloso the value of the Crobanch alpha and the Crobanch alpha when the item deleted is more than 0.5 which indicates that the data are more reliable.
Table 3.1 : Reliability Test Table TC "Table 3.1: Reliability Test Table" \f T \l "1" 
	Variables
	Corrected Item-Total Correlation
	Crobanch alpha
	Cronbach's Alpha if Item Deleted

	Age of the respondent
	0.75
	0.65
	0.83

	Dummy of education
	0.6
	0.64
	0.72

	Size of the family
	0.57
	0.74
	0.82

	Teaching experience
	0.74
	0.53
	0.76

	Monthly  salary
	0.77
	0.75
	0.88

	Distance from home to school
	0.61
	0.65
	0.75

	Dummy of satisfaction
	0.76
	0.75
	0.89

	Dummy of recognition
	0.57
	054
	0.67

	Dummy of leadership
	0.56
	0.64
	0.81

	Dummy of teaching subjects
	0.84
	0.75
	0.94

	Satisfaction with the current salary
	0.66
	0.56
	0.76

	Logarithm of salary
	0.97
	0.85
	0.94

	Dummy of teachers sex
	0.73
	0.59
	0.84


3.12 Ethical Consideration TC "3.12 Ethical consideration" \f C \l "1" 
Cohen and Marrison (2002) suggested that ethical observation during research is very important to ensure that the research norms are adhered to while considerations are given in order that knowledge and truth are kept to avoid errors. Therefore, the researcher  used of clearance letter which was obtained from the Open University of Tanzania (OUT) and Babati District Administrative Secretary. The respondents were informed the purpose of the study in advance. Moreover, the respondents were assured that their views and opinions will be treated with maximum confidentiality. Therefore interviews were conducted on prior permission of the respondents.
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
RESULTS AND DISCUSSION TC "RESULTS AND DISCUSSION" \f C \l "1"  
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
This chapter of the study covers the presentation, analysis and interpretation of the data. In the study, different groups of people were included to obtain the necessary information. The groups that are included in the study were primary school teachers, secondary school teachers, head of school, primary and secondary D.E.Os. Analysis and interpretation of the data gathered by different instruments, mainly questionnaire and unstructured interview and the summary of the quantitative data has been presented by the use of tables. Similarly, the qualitative data were organized, analyzed and used to strengthen the quantitative one. In this study, the main sources of data were 50 Primary school teachers and 50 Secondary school teachers. In addition to this, interviews were 18 Head of schools, 1 Primary D.E.O and 1 Secondary D.E.O. A total of 100 questionnaires were distributed, properly filled and returned (100%). From these respondents (50%) were Primary teachers and (50%) were Secondary school teachers. All 20 interview respondents (100%) have properly participated and gave necessary information on the issue under factors affecting teachers’ job satisfaction. 

In general 100%) of respondents participated in the interview and they gave the necessary information on the issue raised through questionnaire and 20 (100%) of respondents unstructured participated in the interview. The overall results of the issue assessed as well as respondents’ personal background are presented in the following sections. The number of questionnaires  were 100. All questionnaires (100%) were properly filled and returned. This represented an overall successful response rate of 100% as shown In Table 4.1. The successful of 100 % response rate is very good for the study.
Table 4.1  :  Response Rate TC "Table 4.1: Response Rate" \f T \l "1" 
	Response
	Return
	Total (Percentage)

	Primary Teachers
	50
	50%

	Secondary Teachers
	50
	50%

	Total
	100
	100%


4.2 Descriptive analysis TC "4.2 Descriptive analysis" \f C \l "1" 
4.2.1 Overall, how can you describe the general level of motivation for you as a teacher? TC "4.2.1 Overall, how can you describe the general level of motivation for you as a teacher?" \f C \l "1" 
Highly motivated and needs satisfied teachers can create a good social, physical and psychological climate in the classroom. Most of heads of Schools believes that, the large majority of teachers at their schools are adequately motivated. However, the results from the study indicate that 13% of respondents answered level of motivation was good while 87% said level of motivation was so bad. The findings show that, there is little motivation in schools and also the whole department of education that’s why teachers loose the morality of doing their responsible job.
Previous study conducted on teacher motivation in Tanzania revealed that teachers were not happy with pay, fringe benefits, housing, promotion, status and workload (Davidson, 2007). Similarly, in the present study teachers indicated low satisfaction with the job in which pay, fringe benefits, housing, promotion opportunities, in-service training or professional growth and teachers recognition (appreciation) from their respective employer. Furthermore, the present research results support Herzberg’s Theory. According to Herzberg et al. (1959), salary is associated with job dissatisfaction. Table 4.3 below indicates the result of this finding.  
Table 4.2 : Overall the general level of motivation TC "Table 4.2: Overall the general level of motivation" \f T \l "1" 
	
	Response
	 `
Frequency
	Percent

	
	Good
	13
	13

	
	Bad
	87
	87

	
	Total
	100
	100.0


4.2.2 Effective recognition is the key factor that influencing teachers job satisfaction. TC "4.2.2 Effective recognition is the key factor that influencing teachers job satisfaction." \f C \l "1"  Does your work be recognized?

It was clear from the respondents that all teachers had a need to be accepted within their work environments. They communicated a need for acknowledgement and appreciation of their own unique skills and qualifications. Recognition was not illustrated on a job well done and/or the acknowledgement of successful completing of tasks but rather an appreciation for the qualifications being brought to the workplace. Effective recognition is the key factor that influencing teachers job satisfaction. In this finding of the study the result revealed that 58% of respondents said no while 42% of respondents said yes. The result shows that there was a little recognition in working places. 
The result implies that, lack of one’s recognition demoralize teachers on working hard, absenteeism, conflict among teachers and authority or community. Similar to Herzberg’s (1966) found that the teachers in the present study did not receive the most satisfaction from recognition. The teachers were often more concerned with their own conceptions of how well they have done, and not how they have been judged to do their work by others but possibly a better explanation for the connection between satisfaction and recognition could be found from Hackman and Oldman (1980) and their factor of results of one’s work, which included only information about how the worker succeeded in getting the job done. The teachers were most often appreciative by seeing the results of one’s own work. For instance through successes in teaching something to learning disabled student. As in the previous study, teachers in Mäenpää’s (2005:64-65) study also felt they did not get any recognition from parents or that they did not seem to recognize the real nature of a teacher’s job. Similar dissatisfaction was felt among the teachers in this study, and that their support would mean a lot to them. Parents should have a more sensible image of the real nature of a teacher’s job and this could be achieved for instance by increasing co-operation with parents and the school. Table 4.4 below shows the data of this finding. 

Table 4.3 : Effective Recognition TC "Table 4.3: Effective recognition" \f T \l "1" 
	
	Response
	Frequency
	Percent

	
	Recognized
	42
	42

	
	Not recognized
	58
	58

	
	Total
	100
	100.0


4.2.3 Teachers Level TC "4.2.3 Teachers Level" \f C \l "1"  
Teachers in Tanzania can be grouped into two major categories. These are primary school teachers and secondary school teachers. So that, this findings cover both two categories which make the total of 100 respondents and which means 50 primary school teachers and 50 secondary school teachers. Table 4.5 shows the teaching level of respondents in this study. 
Table 4.4 :  Teachers Levels TC "Table 4.4 Teachers levels" \f T \l "1" 
	
	Level
	Frequency
	Percent

	
	Primary
	50
	50

	
	Secondary
	50
	50

	
	Total
	100
	100.0


4. 2.4 Are there nepotism at work place? TC "4. 2.4 Are there nepotism at work place?" \f C \l "1" 
In this area the researcher tried to check if there was nepotism at work places due to leadership style. For example during invigilating and marking mock or National exams some head of schools select/choose somebody who knows him/her for this specials issue every time or through the year. 
The results revealed that 36% of the respondents said “yes” while 64% said “no”. This shows that, there was a nepotism features at work places, despite not very high. The impact of nepotism in the work places leads to a number of negative results such as lower morale, resentment, desertion, overlooked potential and stunted growth. In schools nepotism can cause conflicts among teachers or teachers and head of school, low morale, poor performance in academics, absenteeism, high turnover and/or apathy. Teachers reported that they were satisfied when their head of school/department were good leaders, motivating, continually striving for excellence, well trained and credentialed (Bavendam Research, Inc.; Ma & MacMillan, 1999). Teachers also reported that they responded and communicated more effectively with administrators that were trustworthy and inspired them to achieve meaningful goals (Iwanicki, 2001) and that’s why 64% of respondents were said no nepotism at their schools. Moreover, the previous research findings indicate that teachers are satisfied with support from administration (SA) job measurement. Previous studies are consistent with this finding that leadership support and care is associated with teachers‟ job satisfaction (Peggy & Bonnie, 1994 & Wood, 2008). Conversely, these results are inconsistent with Herzberg’s Two Factors Theory in which administration and supervision are sources of job dissatisfaction (Herzberg et. al. 1959 & Robbins & Judge, 2008). In this study, respondents indicated that they were happy with the support and care from school administrators and immediate supervisors but the results probably differ if they were asked to indicate their satisfaction with other levels of administration rather than school administration. Table 4.6 bellow indicates the results of these findings.
Table 4.5 : Existence of nepotism at workplaces TC "Table 4.5: Existence of nepotism at workplaces" \f T \l "1" 
	Response 
	Frequency
	Percent 



	Yes 

No 

Total 
	36

64

100
	36

64

100.0


4.2.5 Does your salaries is relevant to your qualifications and experience? TC "4.2.5 Does your salaries is relevant to your qualifications and experience?" \f C \l "1" 
This area covers two major categories of teachers in Tanzania. These are primary and secondary school teachers. According to teachers’ service structure salary of teachers were graded into scales. For example certificate holders are the primary school teachers are paid at the rate of Tsh.378, 000/= per month, diploma holders (Secondary school teachers) ranges at 460,000/= per month while undergraduate teachers earn 680,000/= per month. Majority of teachers were not satisfied with their salaries according to qualification and experience. The findings show that, there is no teachers’ job satisfaction because salary is not relevant to qualification and experience. The results revealed that, 91% of the respondents said “no” while 9% said “yes” This means that, teachers need enough salary which is relevant to their qualifications and professional and will make them to fulfill their daily needs. If teachers earn enough money they satisfied with their teaching professional. In Sub-Sahara Africa, teachers’ motivation is low and it has been damaging to the quality of education” (Fry, 2003). In most of developing countries including Tanzania, teachers’ wages were considerably below the level necessary to ensure their adequate motivation (Fry, 2003) Table 4.7 indicates the result of this study.
Table 4.6 : Relevance of salaries to Qualifications and Experience TC "Table 4.6: Relevance of salaries to Qualifications and Experience" \f T \l "1" 
	
	Response
	Frequency
	Percent

	
	Yes
	9
	9

	
	No
	91
	91

	
	Total
	100
	100.0


4.2.6 Does your employer provide opportunity for training and development in the District as the need of achievement? TC "4.2.6 Does your employer provide opportunity for training and development in the District as the need of achievement?" \f C \l "1" 
Job training is an important issue in any activity in order to achieve goals and aims. Trainings on various issues are given rarely due to a number of limitations such as budget and teachers are not interested to be free to participate with issues organized by experts only. Experiences sharing with model school and within schools are low, furthers education opportunity for first degree holders to second degree were also in regular programs is limited. Simply teachers and schools prepared their plan for the matter of planning, but not facilitate and monitor its implementation. The teachers‟ have little opportunity for training, experience sharing with other model schools, and professional development (second degree) or advancement. Therefore, provision of job related training and development, experience sharing and workshop enhance academic performance of teachers and able to give better results. According to Saeed and Asghar (2012), training and development improves the motivation and satisfaction level of employees, increase their skill and knowledge and expands the intellect on overall personality of the employee. In this finding the result revealed that, there is no opportunity for training and development in the district because 65% of respondents said no while 35% said yes. So, this shows that teachers are not satisfied with their job due to the lack of job training for education. 
The impacts of few opportunities for training and development for teachers are as follows: First, unhappy employees because they do not understand how to do their jobs and none of goals are possible. This leads to low morale among teachers which result in employees’ turnover which lead to poor performance in academics. The rate of performance is poor when teachers don’t know enough how to perform their job confidently. Lack of trained teachers created some innovation in teaching methods. 
Moreover, untrained employees cannot produce high quality products. This means that, untrained teachers cannot produce a big number of students’ performance in academic. They also lack adequate knowledge and skills to provide satisfactory students service. In the past studies the Ministry of Education and Vocational Training (MoEVT) has recently taken positive steps toward the provision of in-service training. For example in February 2011, after years of policies and plans in place discussing the provision of large-scale in-service training, it may finally be becoming a reality as the Minister for Education and Vocational Training, Dr. Shukuru Kawambwa, announced that almost all primary school teachers, 156,000 of them, will undergo in-service training in the areas of science and mathematics (Mugarula, 2011).  
This comes after years of work between MoEVT and UNICEF and more recent advocacy efforts by HakiElimu. Additionally, the results of in-depth interviews with teachers suggest that although teachers at the Kuchinerla School did receive pre and in-service training provided by the Indian government, the training provided did not fully address issues of quality and relevance of education for rural teachers and students in the Kuchinerla School. More specifically, it concludes that without providing teachers with adequate training, materials, and support, they will not be able to address the needs of students who are already at great risk for dropping out of school permanently.  Table 48 bellow shows the data presented in this section. 
Table 4.6 : Opportunity for you training and development in the District as the need of achievement TC "Table 7Opportunity for you training and development in the District as the need of achievement" \f T \l "1" 
	
	Response
	Frequency
	Percent

	
	Yes
	35
	35

	
	No
	65
	65

	
	Total
	100
	100.0


42.7 Do you think that the leadership style of your effective leader (Headmaster/Head teacher) lead to job satisfaction? TC "42.7 Do you think that the leadership style of your effective leader (Headmaster/Head teacher) lead to job satisfaction?" \f C \l "1" 
One of the factors which contribute to motivation and job satisfaction is competent and fair leadership. According to Nzuve (1999) effectiveness of leaders’ behavior is measured by the degree to which the manager meets both the organizational goals and satisfied of the employees needs. Organization success can only be achieved by the satisfied and motivated employees and good leadership (Malik, Danish, & Usman, 2010).
Therefore, a good leadership style is required to lead the teachers and to enhance their efficiency in schools. The result shows that 53% of teachers asserted that leadership style in their job lead to job satisfaction while 47% asserted that it doesn’t lead to job satisfaction. The result means that, school leaders do forget to their responsibilities. Effective leader could do the following; building collaborative culture, building productive relationships with families and communities, connect the school to its wider environment and monitoring school activities. Hence, if school leader (headmaster/head teacher) has a bad leadership style he/she leads to job dissatisfaction or vice versa is true. The study by Morrisey (2000) argued that extending leadership responsibility beyond the principal is an important lever for developing effective professional learning communities in schools.  Table 4.9 below indicates the results. 
Table 4.7 : Leadership Style TC "Table 4.8: leadership style" \f T \l "1" 
	
	Answers
	Frequency
	Percent

	
	Yes
	53
	53

	
	No
	47
	47

	
	Total
	100
	100.0


4.2.8 Are you satisfied with the number of teaching subjects in your school? TC "4.2.8 Are you satisfied with the number of teaching subjects in your school?" \f C \l "1" 
In this finding, the result shows that, 51% of teachers were satisfied with the number of teaching subjects. This result indicates that, teachers who satisfied with the number of teaching subjects are those who their schools were small number of students, enough teachers and other school facilities. The results indicate that positive attitude towards teaching leads to high job satisfaction. The results also indicate that 49% of teachers were not satisfied with the number of teaching subjects in their schools. This shows that, there was poor teaching and learning processes. Negative attitude indicate low satisfaction of the job. The results show that the teachers in secondary schools in Babati district were dissatisfied with the workload. In previous studies (e.g. Marlow et al. 1996), workload was a factor often leading to teachers leaving the teaching field because they did not satisfy with the number of teaching subjects especially for science and mathematics teacher had a lot number of teaching periods. For example 49 to 64 periods from form one to form four and number of students in the classroom. None of the teachers had enough time to take care of all of the work during school hours and so they had to bring work home. Bringing work home, in turn, resulted in the difficulty of separating work from free time. Usually group sizes ranging from 55 to 60 especially for ward secondary schools were aspects that contributed to job dissatisfaction. High workload implies that more papers to grade, as well as taking care of extra tasks that lead to low care to students and possibility of leading to poor academic performance.  Table 4.10 presents the data of these findings.
Table 4.8 : Satisfaction due to Number of Teaching Subjects TC "Table 4.9: Satisfaction due to number of teaching subjects" \f T \l "1" 
	
	Answers
	Frequency
	Percent

	
	Yes
	51
	51

	
	No
	49
	49

	
	Total
	100
	100.0


4.2.9 Is the morale in your job high? TC "4.2.9 Is the morale in your job high?" \f C \l "1"  

Morale in the working place leads to job satisfaction.  When asked the level of morale of doing the teaching job, 58% said no while 42% said yes. The findings of this study reveal that majority of teacher’s lacks morale to teach because of low payment and lack of motivation.  Previous studies example Mosha 2000: 35) revealed that teacher’s motivation and good qualifications is expected to lead to good performance. This is also affirmed by Bakahwemama (2010:218) who asserted that: “teachers were demoralized to work effectively due to low salaries they were getting and the poor treatment they were getting from the government.”  So lack of morale in the working places causes job dissatisfaction. In addition nowadays teachers instead of doing their job responsibilities they are treating schools as places for making small business like selling ubuyu, cakes and ice creams for students instead of teaching effectively especially for primary teachers. Table 4.11 shows the result of the respondents.
 Table 4.9 : Morale in the Job TC "Table 4.10: Morale in the job" \f T \l "1" 
	 
	Answers
	Frequency
	Percent

	
	Yes
	42
	42

	
	No
	58
	58

	
	Total
	100
	100.0


4.2.0 Do your school/ Employer gives you a free/subsidized house/housing allowance TC "4.2.0 Do your school/ Employer gives you a free/subsidized house/housing allowance" \f C \l "1"  

No considerable allowances, most particularly for housing are currently paid to primary or secondary school teachers in Tanzania. But, this has not always been the case. During the 1980s, teachers received a teaching allowance, which was around 50 percent of their basic salary. The government removed this allowance in 1989. In the early on 1990s, teachers still received a housing allowance of 10 percent of their salary. The result from this findings reveal that majority of teachers are not satisfied with their job because there is no free housing or housing allowance which education department were gave them. This is because 96% of respondents said no while 4% of respondents said yes. Lack of housing/housing allowance lead to job dissatisfaction in the working places in sc  Most teachers still have to find their own accommodation.  Previous studies shows that housing conditions for primary/secondary school teachers are generally poor till today and the shortage of ‘straight accommodation’ is  regular come to an end of nearly all reports, both official and by independent researchers. 
The 1990 World Bank report stated that on average, primary teachers especially those in rural schools live in decaying, poorly-maintained school or government housing on or near the school compound.    Government made a range of commitments to improve teacher’s housing during the 1990s. Most particularly, the high summary report on the education sector towards 2000 stated that efforts will be made to ensure that all schools and colleges have, in their area, an adequate number of teachers’ quarters. By 2000 all teachers shall have suitable housing accommodation (MOEC, 1997). 
Housing conditions for secondary teachers have generally been much better. ‘The great majority of secondary teachers live in a modern style house with electricity and water’ (World Bank, 1990, p.23), but rents tend to be high in relation to salaries. Table 4.12 shows the result of these finding.
Table 4.10  : Housing/housing allowance
	
	Answers
	Frequency
	Percent

	
	Yes
	4
	4

	
	No
	96
	96

	
	Total
	100
	100.0


4.2.11 Would you like to change professional or type of the job? TC "4.2.11 Would you like to change professional or type of the job?" \f C \l "1" 
Job dissatisfaction leads to changing the job or professional. The findings from the study shows that 43% of the respondents said “yes” because they are not satisfied with their teaching professional while 57% of respondents said “no”. Table 4.11 shows the data of these findings. The findings show that 57% of the respondents are not ready to change the profession although they are dissatisfied with the working conditions. Their reasons based on their formal background of training that it is too late to search for new employment.  The ground of their claim bases on salaries. On the other hand, 43% of the respondents want to change their job searching for green pastures.  
The result revealed that they are not satisfied with the profession particularly in salary factor as shown in Table 4.12 above. Each respondent decided to switch the kind of job which will make him/her more satisfied than the first job. The result means that, if number of leaving the job is high it can cause the demand of teachers in the country. Primary teachers seems to be satisfied because in this question, they said that they don’t like to change their professional but they want to stay in   although their salary is not enough to fulfill their needs. They suggest that government should improve salaries in order to reduce job dissatisfaction. Majority of secondary teachers say they want to change his/her professional due to low pay, lack of motivation and poor teaching environment. Teachers leave their profession to look for “greener pastures”. The estimated attrition rate for teachers in the country is 3 percent (URT, 2006: 51). This is a challenge in the effort of the Government to supply enough teachers in the country. Together with the above related challenges, it suffices to conclude that meeting the supply and demand of teachers in the country is a moving target. Table 4.13 below presents the data of this finding. 
Table 4.11 : Changing Professional/the Job TC "Table 4.12: changing professional/the job" \f T \l "1" 
	
	Answers
	Frequency
	Percent

	
	Yes
	43
	43

	
	No
	57
	57

	
	Total
	100
	100.0


Majority of teachers always claim about low pay that’s why they decide to change their professional because low pay demoralizes and frustrates teachers. In the previous studies the results revealed that teachers leave their profession to look for “greener pastures”. The estimated attrition rate for teachers in the country is 3 percent (URT, 2006: 51).  Still there is no direct relation between admirations of the workers and their willingness to work if their pay is not good enough so that, teachers decide to change their job as indicated in table 4.14.
4.2.2 Things which make someone leave/change his/her job TC "4.2.2 Things which make someone leave/change his/her job" \f C \l "1" 
 A respondent gave different views about this question but generally they gave the related ideas about things which make somebody leave or change his job. The findings from the study shows that things which make leave the job are as follows: 40% of respondents said that it was low salary, 24% said low motivation, 17% of respondents said that due to poor teaching environment, 10% said that it was because of lack of  housing or housing allowance, 2% of respondents said that it was due to lack of allowances, 4% of respondents said that it was because of poor  leadership, 2% said that it is due to low job status and 1% of respondents said that it was due to absence of training and development opportunities. 
In this study the result shows that low salary was a major problem which leads to job dissatisfaction for teachers. Also lack of motivation and poor teaching environment were other reasons which caused teachers leave/change their job. Motivation and recognition were also mentioned by some teachers as factors which lead to job dissatisfaction. The result implies that low salary, lack of motivation and poor teaching environment demoralize teachers in working hard and this lead to poor performance of students in academic, teachers absenteeism and turnover. According to the report of the study carried out by the education international in six African countries, in the 2005-2006 fiscal years the Tanzanian public secondary school teachers were paid low salaries than in other teachers in the East African countries which are Uganda and Kenya (Sanyolo, 2007). This agrees with Davison’s research which revealed that teachers’ payments in Tanzania were insufficient to meet their basic needs (Davidson, 2005). In the same vein Rust and Dalin Rust & Dalin (1990) claim that teachers are paid very low salaries compared to the cost of living. They further argue that, this low payment cannot meet teachers’ basic expenditures.  In summary, factors which make leave the job is low salary, lack of motivation, poor teaching environment and lack of teachers housing. This will lead to job dissatisfaction for teachers and poor performance of students in academic.  Table 4.15: shows the result of findings.

Table 4.12 :  Selected jobs/professionals the respondents would like to shift to

	
	Job
	Frequency
	Percent

	
	Politician
	4
	4

	
	TRA
	2
	2

	
	Store-keeper
	1
	1

	
	Nursing
	1
	1

	
	Agricultural officer
	3
	3

	
	IT Professional
	1
	1

	
	Human rights
	1
	1

	
	Banker
	1
	1

	
	Human Resource Manager
	1
	1

	
	Veterinary Officer
	1
	1

	
	Doctor
	8
	8

	
	Entrepreneur
	3
	3

	
	Police
	3
	3

	
	Lawyer
	2
	2

	
	Businessman
	3
	3

	
	Accountant
	6
	6

	
	Programmer
	1
	1

	
	logistics and clearance
	1
	1

	
	Total
	43
	43


Table 4.13 : Factors which make you leave/change your Job TC "Table 4.4: Factors which make you leave/change your job" \f T \l "1" 
	Response (N=100)
	Frequency
	Percent

	Salary
	40
	40

	Motivation
	24
	24

	Teaching environment
	17
	17

	Housing
	10
	10

	Allowances
	2
	2

	Leadership
	4
	4

	Low status
	2
	2

	Training 
	1
	1

	Total
	100
	100


4.2.4 for improving job satisfaction TC "4.2.4 for improving job satisfaction" \f C \l "1" 
According to the details given by the respondents, the majority of teachers’ suggested that in order for the teachers to remain in the profession the Government should improve teachers’ salaries, followed by providing them with house particularly in villages where no rent houses, next was improving teaching environment, recognizing teachers in their job, providing motivation, training, teaching allowance, social service, timely promotion, and job security. The result implies that, lack of those mentioned above lead to job turnover, low morale, poor performance and absenteeism.

Table 4.14 : Teachers recommendations TC "Table 4.15: Teachers recommendations" \f T \l "1" 
	Respondents (N=100)
	Frequency
	Percentages

	To improve salary
	65
	29.5

	To improve teaching environment
	31
	14

	To provide housing
	38
	17.2

	To provide motivation
	22
	10

	To provide training
	21
	9.5

	To provide teaching allowances
	9
	4

	To recognize teachers needs
	24
	10.9

	To provide Promotions
	4
	1.8

	To provide social services
	6
	2.7

	To provide Loans
	5
	100

	Total
	
	100


4.3 Results from the Head of Schools TC "4.3 Results from the Head of Schools" \f C \l "1"  

This section deals with analysis of the research findings from the head of schools.  The data involved the response from both the heads of primary schools from the Babati district council.  The head of schools reported that many new teachers were leaving the teaching. Eighteen head of schools and two DEOs interviewed so as to get answers of the questions related to the assessment of factors of job dissatisfaction for Primary and Secondary school Teachers in Tanzania and what  the factors which lead teachers to shift the teaching job. However, this study asked the head of the schools and district education officers, the symptoms of job dissatisfaction, because these symptoms if not dealt effectively or not prevented they  cause teachers to leave the teaching job. The results from the head and primary schools about the symptoms of job dissatisfaction are presented in Table 4.17.
Table 4.15 : Symptoms of job satisfaction
Symptom

	
	Frequency
	Percentage

	Failure of students
	5
	25

	Absenteeism
	4
	20

	Sickness
	1
	5

	Gossiping and turnover 
	3
	15

	Failure of students, absenteeism, sickness, gossiping and turnover.
	7
	35

	Total
	20
	100


The findings from the study reveal that participants were having the diverse ideas. Majority of participants said that the symptoms of job dissatisfaction were failure of students, absenteeism, sickness, gossiping and turnover. Others said that failure of students caused by poor attendance of teachers in the classes. i.e Teachers come in the school but they don’t enter in the class for teaching and stay at the office till the time of going home while others were not attending at the working station. Head of schools and district education officers said that this happened for teachers because they are not satisfied with their job due to low pay, lack of motivation and poor working conditions which lose their morality of teaching. On other hand they argued that teachers we are demoralized to work effectively due to low salaries we are getting and the poor treatment we are getting from the government.  
Moreover, the data from head of schools and district education officers shows that the job turnover is a not big problem for many schools and this is not directly linked with low job satisfaction for teachers. The data for employees’ turnover is presented in Table 4.18.
Table 4.16 : Employees’ turnover data from 2012-2015 from  Babati District council TC "Table 4.17: Employees’ turnover data from 2012-2015 from  Babati District council" \f T \l "1" 
	Year
	No. of teachers turnover

	
	Male
	Female
	Total

	2012
	-
	4
	4

	2013
	2
	2
	4

	2014
	-
	2
	2

	2015
	1
	1
	2

	Total
	3
	9
	12


The data from the study shows that only 0.275 of teachers at Babati District leave the job in 2012-2015. Thus, while many teachers (especially young teachers with degree/masters) say that they would leave teaching if they could secure alternative employment opportunities but alternative employments are missing. The loss of pension and other workstation benefits if teachers leave the job is also reported to be a major prevention.  
However, it is also suggested that teachers do not often want to be posted to their home areas because of the lumber of extended family obligations. Teachers’ turnover rates are not only very low, but they also show to be falling. National attrition rates were reported to be, on average, 3.2 percent per annum for primary school and 10.5 percent per annum for secondary school teachers between 1985 and 1989 (World Bank, 1990).  

Table 4.17 : Motivation strategies used to enhance the job satisfaction for teachers TC "Table 4.18: Motivation strategies used to enhance the job satisfaction for teachers" \f T \l "1" 
	Motivation strategies
	Frequency
	Percentage

	Housing
	5
	25

	Motivation
	3
	15

	Hardship allowance
	1
	5

	Loan
	2
	10

	Sickness allowance
	1
	5

	 Housing, extra duty, hardship allowance, loan, sickness allowance, short term training and long term training.  


	8
	40

	Total
	20
	100


Motivation and different priorities are not given to teachers on time, majority of interviewed teachers disagreed by saying neither any motivation nor priorities are given to them as qualified teachers since they were employed. Motivation and priorities foster the loyalty to the profession and organization. District education officer states that: strategies used to enhance teachers job satisfaction was providing good housing, extra duty, hardship allowance, loan, sickness allowance, short term training and long term training. She says that this leads to teachers’ job satisfaction and good performance of academics for students. As one teacher stated that “The strategy of enhance teachers job satisfaction providing teachers housing and hardship allowance. You know my friend! For sure the situation is discouraging. The salary is low and not enough to delivery service for a month expenses.  Due to low income, we rent house of low quality. That is why we are neglected by the community”
Table 4.18  : Morale of doing Job TC "Table 4.19: Morale of doing job" \f T \l "1" 
	 Do you think teachers have morale of doing their job?

	
	Answers
	Frequency
	Percentage

	1.
	Yes
	11
	55

	2.
	No
	9
	45

	
	Total
	20
	100


During the study one teacher states that “Majority of teacher’s lacks morale to teach because of low payment and lack of motivation”. Lack of motivation and low pay demoralize teachers in working hard which lead to poor academic performance for students Also D.E.Os stated that “Motivation and good qualifications is expected to lead to good performance, since according to the theory, well trained and qualified teachers are motivated to work hard, means that low salary does not motivate teachers to work hard”

Table 4.19 :  How loose morale of doing job TC "Table 4.20: How loose morale of doing job" \f T \l "1" 
	Reasons why teachers have or have no morale of doing their job.

	Answers
	Frequency
	Percentage

	1.
	Poor Leadership and motivation
	1
	5

	2.
	Hardworking condition and poor salary
	3
	15

	3.
	Lack of housing/housing allowance
	3
	15

	4.
	Lack of recognition, allowances and privileges
	1
	5

	5.
	Bad Government support and poor salaries
	3
	15

	6.
	Poor Students performance
	3
	15

	7.
	Presence of remedial classes for students
	1
	5

	8. 
	Lack of favorable working conditions
	2
	10

	9.
	Poor students classroom attendance
	3
	15

	
	Total

	20
	100


Lack of morality in the working places causes job dissatisfaction. One teacher states that “Poor government support and poor salaries was the reason which makes me to lose morale of doing job effectively”. She added that “Teachers we are demoralized to work effectively due to low salaries we are getting and the poor treatment we are getting from the government.” Another participant states that “low pay and lack of motivation reasons makes us to lose appetite of teaching job and this leads to poor students performance. Secondary D.E.O states that lack of morale for teachers in their work places, poor students’ performance, poor pay, poor working and living conditions and students absenteeism discourage teachers and cause low dissatisfaction to them. This drives them to change the professional and look for greener pastures.

Table 4.20 : Conversing Power TC "Table 4.21 Conversing power" \f T \l "1" 
	How do you convince your teachers to do their job effectively in order to succeed in your Department? 

	Factors
	Frequency
	Percentage

	1.
	By motivated good performers and training
	1
	5

	2.
	Participation in decision making and delegating power
	1
	5

	3.
	To increase amount of salary per month
	2
	10

	4.
	To provide motivation and encouragement in hardworking
	2
	10

	5.
	By make good plan scheme and time to do their own work.
	3
	15

	6.
	To provide good support and gift provision
	3
	15

	7.
	To give them motivation, enough salaries and should be recognized
	3
	15

	8.
	To give them good relationship
	2
	10

	9.
	To give them motivation and maintaining honest for teachers
	3
	15

	
	Total
	20
	100


Head of schools and DEO were asked how they convince teachers to do their job effectively in order to succeed in the department and if they allow participation in decision making and delegating power. Participants said that the way use to convince teachers to do their job effectively in order to succeed in the department is to increase amount of salary per month, provide motivation and encouragement in hardworking. Other participant (D.E.O) said that the way to convince teachers to do their job effectively in order to succeed in the department is to give them motivation, enough salaries and should be recognized, also by make good plan scheme and time to do their own work after teaching and learning hours.

Table 4.21 : Teachers Satisfaction Levels TC "Table 4.22: Teachers satisfaction levels" \f T \l "1" 
	Based on your knowledge, do you think secondary/Primary school teachers’ are more satisfied with their teaching professional? 

	                      Response
	Frequency
	Percentage

	1.
	Yes
	6
	30

	2.
	No
	14
	70

	
	Total
	20
	100


 The response from the tables shows that teachers were not satisfied with their teaching professional. They always claim about poor salary and lack of motivation and poor teaching environments. 

Table 4.22 : Teachers Professional TC "Table 4.23: Teachers professional" \f T \l "1" 
	Reasons why Primary/Secondary school teachers are not satisfied with their professional.

	           Response
	Frequency
	Percentage

	1.
	Because they don’t get enough fringe benefits, poor working environment and  interventions from politicians
	1
	5

	2.
	Due to lack of motivation and recognition
	1
	5

	3.
	Due to poor working environment/lack of conclusive areas poor salaries
	1
	5

	4.
	Because there is no enough houses for teachers, poor infrastructure in schools and other schools being in remote areas
	1
	5

	5.
	Because of low salary while they don’t have any opportunity of getting in come
	2
	10

	6.
	Because of salary they get and low status.  
	3
	15

	7.
	Because teachers claims and problems are denied and not given privilege   
	2
	10

	8.
	Due to lack of motivation and recognition
	2
	10

	9.
	Due to ability of teaching


	2
	10

	
	Total
	14
	70


One participant said that teachers were not satisfied with their professional because they don’t get enough fringe benefits and they are working on bad environment with full interventions of politicians. The second participant was said teachers are not satisfied with their professional because there are no enough houses for teachers, poor infrastructure in schools and other schools being in remote areas. The third participant was said that, teachers are not satisfied with their professional because of low salary while they don’t have any opportunity of getting in come. Also teachers’ claims and problems are denied and not given privilege. Table 4.22 above indicates the results of this question.   

Table 4.23  : Assessment of Teachers’ Job Satisfaction TC "Table 4.24: Assessment of teachers’ job satisfaction" \f T \l "1" 
	As DEO / Head teacher/ headmistress, explain how you assess the teacher job satisfaction

	
	Assessment methods
	Frequency
	Percentage

	1.
	To visit them when they are teaching in the class and sometime to try to discuss same problems which face him/ her
	1
	5

	2.
	 I should assess lesson plan and scheme of work at the end of week
	1
	5

	3.
	Through salaries
	1
	5

	4.
	Through students’ performance, school respecters report and by visiting in schools.
	1
	5

	5.
	Through work performance (syllabus covered on time), students performance (lack and national exams), and willingness in assisting slow learners after working hours, Attendance in other/extra curriculum activities.  
	1
	5

	6.
	I used to assess students work, performance and scheme of work.  
	5
	25

	7.
	I will assess through performance of students in the exams and daily attendance of teacher
	5
	25

	8.
	Through their performance at their job, attendance at work and doing their responsibility.
	5
	25

	
	Total
	20
	100


One participant (D.E.O) said that “I can assess teachers job satisfaction through work performance (syllabus covered on time), students performance (mock and national exams), and willingness in assisting slow learners after working hours, attendance in other/extra curriculum activities”. The second participant said that, “I can assess teachers’ job satisfaction through their performance at their job, attendance at work and doing their responsibility. The last participant was said that, “I can assess teachers’ job satisfaction by visiting them when they are teaching in the class and sometime to try to discuss same problems which face him/ her”.

Table 4.24  : Impacts of Teachers’ Job Dissatisfaction TC "Table 4.25: Impacts of teachers’ job dissatisfaction" \f T \l "1" 
	For your experience, what are the impacts of teachers’ job dissatisfaction in your district / school?

	
	Responses
	Frequency
	Percentage

	1.
	Low performance of students
	1
	5

	2.
	Improper teaching, syllabus not covered on time and absenteeism
	1
	5

	3.
	Improper responsibility and fail of students which cause short life span
	2
	10

	4.
	Absenteeism and job turn over
	3
	15

	5.
	Failure of students, conflict among teachers and administration
	5
	25

	6.
	Failure of students, absenteeism and gossiping


	8
	40

	
	Total
	20
	100


One participant said that the impacts of teachers’ job dissatisfaction in your district/school are improper teaching, syllabus not covered on time and absenteeism. The second participant said that the impacts of teachers’ job dissatisfaction in the district/school are failure of students, conflict among teachers and administration and job turnover. The third participant (D.E.O) said that poor performance of students, improper responsibility and fail of students which cause short life span. 

Table 4.25 :  Strategies used to Increase Teachers Morale in their Job TC "Table 4.26: strategies used to increase teachers morale in their job" \f T \l "1" 
	In your opinion what are the strategies which will use to increase teachers morale in their job

	        Response
	Frequency
	Percentage

	1.
	To provide good salary, teaching allowance and housing.
	1
	5

	2.
	Good Government support especially for female teachers.
	1
	5

	3.
	By giving extra duty on time once they perform extra work.
	1
	5

	4.
	By giving accommodation. For example house, social services to be available i.e. electricity, water and hospital.  
	1
	5

	5.
	To promote school seminars and workshop for capacity building, ensure every teacher have a house, providing extra duty allowances whenever possible and giving them permission for higher studies.  
	1
	5

	6.
	To allow them participates fully in decision making.
	1
	5

	7.
	To increase teachers motivation, salary and other benefit concerning in their professional.
	14
	70

	
	Total
	20
	100


D.E.O said that strategies used to increase teachers morale in their job was to promote school seminars and workshop for capacity building, ensure every teacher have a house, providing extra duty allowances whenever possible and giving them permission for higher studies.  The second participant said that strategies used to increase teachers morale in their job is by increasing teachers motivation, salary and other benefit concerning in their professional. The third participant said that strategies used to increase teachers morale in their job is to provide good salary, teaching allowance and housing for those teachers in order to reduce low morale in working places.

Table 4.26 : Needs to be done in order to improve Teachers’ Job Satisfaction in your School/District TC "Table 4.27: Needs to be done in order to improve teachers’ job satisfaction in your school/district" \f T \l "1" 
	 In your opinion, what do you think needs to be done in order to improve teachers’ job satisfaction in your school/District?

	
	Response
	Frequency
	Percentage

	1.
	To give teachers enough salary, enough teaching materials, freedom of expression especially on matters pertaining to improve school academics
	1
	5

	2.
	To provide enough infrastructures such as teachers’ houses, classes and desks and so on
	1
	5

	3.
	 To give them training opportunity for further education e.g. from first degree to masters
	1
	5

	4.
	Teachers’ motivation
	1
	5

	5.
	To give them loan and increase salaries
	1
	5

	6.
	 To make sure that, teachers get their rights on time such as salaries, leave and allowances. Also treat them equally e.g. giving them chances to invigilate and marking national exams through rotation
	1
	5

	7.
	Government should increase salary of teachers by providing social services
	1
	5

	8.
	To give them seminars and transport allowances especially for new employees
	2
	10

	9.
	Good leadership, participation in all activities, good salaries and promotion
	2
	10

	10.
	 Government should consider and solve the teachers’ claims
	3
	15

	11.
	 Provide them with guidance and counseling, increase and other benefits, provide them conducive environment of teaching and learning
	6
	30

	
	Total
	20
	100


One participant stated that in order to improve teachers’ job satisfaction in school/district it is important to give teachers enough salary, enough teaching materials, freedom of expression especially on matters pertaining to improve school academics. Second participant (D.E.O) stated that in order to improve teachers’ job satisfaction in school/district, teachers should get their rights on time such as salaries, leave and allowances. Also treat teachers’ equally e.g. giving teachers chances to invigilate and marking national exams through rotation. The third participant states that, in order to improve teachers’ job satisfaction in school/district, the government should employ teachers with guidance and counseling skills, increase financial and non financial benefits, provide teachers with conducive environment of teaching and learning, and also the government should consider and solve the teachers claims. 

 4.5 Implications of Results from the Head of Schools and District Education Officers TC "4.5 Implications of Results from the Head of Schools and District Education Officers" \f C \l "1" 
The results from head of primary and secondary schools and district education officers imply that the problem of teachers’ dissatisfaction in the primary and secondary schools is recognized by both the head of schools and the district education officers. However, little efforts are done to solve the problem. Therefore there is need for Government to allocate more funds which will be used to solve the teachers’ claims such as giving them the housing allowance, leave allowances, and salary arrears and training and development opportunities. Moreover, there should be clearly defined strategies on how to solve the non monetary factors which led to low job satisfaction such improving working environment and avoiding nepotism and favoritism in the working places,.

4.6 Results from the logistic regression TC "4.6 Results from the logistic regression" \f C \l "1"   

The logistic regression analysis was carried out to assess factors affecting job satisfaction explanatory variables (teaching experience, age, gender, salaries, housing, distance, level of education, number of teaching subjects, leadership style and recognition on teachers’ job satisfaction in Babati district. The results from the logistic regression model are displayed in Table 4.29. The findings from the model show that variables of education and distance are significantly affect teachers’ job satisfaction. The results from Table 4.29 show that odds ratio for the model is 18 suggesting that the model is strong and the independents variables influence the dependent variables very well. The theory suggest if that Livelihood Ratio (LR)> 10, we can accept the logistic regression results. Thus the study contends that education and distance were likely to increase the likelihood of teachers’ job satisfaction to realize the factors. Similarly, the value of Cox and Snell R2 and Negelkerke R2 are 0.634 and 0.878 respectively. 
The two values of the R- squares indicate that there is a strong association between the independent variables and the dependent variables. Theoretically, the maximum value of Nagelkerke R- square which is an adjustment of the Cox & Snell R-square is equal to or sometimes more than 1.0 while the maximum value for the Cox & Snell R- square is 0.75.  The odds ratio from Table 4.29 indicates that the likelihood improvement or realization of factors affecting teachers’ satisfaction appeared 18.736 and 14.399 times higher for those teachers who realized the factors affecting job satisfaction due to improvement on education and distance compared to those who did not realize the factors on the mentioned items.

The findings agree with that of Ngimbudzi (2009) who conducted a study on factors affecting job satisfaction among secondary school teachers in Tanzania using regression model analysis. The study found out that the meaningfulness of the job and job characteristics dimensions contributed significantly to teachers’ intention to remain in the job.  In addition the findings agree with that of Finster (2013) who conducted a study on teachers’ job satisfaction, organizational commitment, turnover intentions and actual turnover among secondary school teachers in Washington by using logistic regression model analysis. The study results indicate that variables for job satisfaction and organizational commitments are too closely related to warrant distinguishing between them. Therefore, moving forward, the nine indicators will be representative of job satisfaction as one overall latent construct, which is negatively correlated with turnover intentions and, due to the nature of shocks, it will not be possible to include it in the structural modeling as an emergent latent factor.

Table 4.27 : Results from logistic regression TC "Table 4.28: Results from logistic regression" \f T \l "1"  

	Model Summary

	Step
	-2 Log likelihood
	Cox & Snell R Square
	Nagelkerke R Square

	1
	123.918a
	.634
	.878

	a. Estimation terminated at iteration number 5 because parameter estimates changed by less than .001.


	Omnibus Tests of Model Coefficients

	
	
	Chi-square
	Df
	Sig.

	Step 1
	Step
	19.279
	8
	.013

	
	Block
	19.279
	8
	.013

	
	Model
	19.279
	8
	.013

	Hosmer and Lemeshow Test

	Step
	Chi-square
	Df
	Sig.

	1
	7.577
	8
	.476


Table 4.28 : Variables in the Equation TC "Table 4.29: Variables in the Equation" \f T \l "1" 
	
	Variables
	B coefficients
	S.E.
	Wald (odd ratio
	df
	Sig.
	Exp(B)



	Step 1a
	educatidummy
	1.696
	.574
	18.736
	1
	.003
	5.452

	
	Age
	.044
	.081
	.293
	1
	.588
	1.045

	
	Dummyrecog
	.469
	.488
	.922
	1
	.337
	1.598

	
	Family
	-.075
	.114
	.429
	1
	.512
	.928

	
	Experience
	.015
	.079
	.037
	1
	.847
	1.015

	
	Logsalary
	-4.214
	3.286
	1.644
	1
	.200
	.015

	
	Duleadership
	.827
	.513
	2.593
	1
	.107
	2.286

	
	Distance
	-.174
	.083
	14.399
	1
	.036
	.840

	
	Constant
	22.427
	17.990
	1.554
	1
	.213
	5.493E9

	a. Variable(s) entered on step 1: educatidummy, Age, Dummyrecog, Family, Experience, Logsalary, duleadership, Distance. Table 4.15: Regression of Coefficients 


CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
CONCLUSION AND RECOMMENDATIONS TC "CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1  Introduction TC "5.1 Introduction" \f C \l "1"  

This chapter is aimed at summarizing the research findings, the conclusions and making recommendations.  

5.2  Summary of the research Findings TC "5.2 Summary of the research Findings" \f C \l "1"  

This section provides a summary of the findings from the analysis. This is done in line with the objectives of the study.

5.2.1 Strategies used by employers in enhancing teachers’ job satisfaction TC "5.2.1 Strategies used by employers in enhancing teachers’ job satisfaction" \f C \l "1"  

The first objective of the study was to examine the strategies used by employers in enhancing teachers’ job satisfaction. Majority of the respondents disagreed on the majority of the questions on the strategies used by employers in enhancing teachers’ job satisfaction. These results reveal that there is still a greater challenge on teachers’ job satisfaction in Babati District in Tanzania. On the questions addressed to the D.E.Os indicated that they have allocated more funds and more budgets on reduction of teachers’ job dissatisfaction. The following are strategies used by employer enhancing teachers’ job satisfaction. These are: 

i. To provide good salary and teaching allowance.

ii. To promote school seminars and workshop for capacity building, ensure every teacher have a house and providing extra duty allowances 

iii. To make sure that, teachers get their rights on time such as salaries, leave and allowances. Also treat them equally e.g. giving them chances to invigilate and marking national exams through rotation.  
iv.  To allow them participates fully in decision making. 

v. Good leadership, participation in all activities and promotion.

vi. Government should consider and solve the teachers’ claims.

vii. To increase teachers motivation and other benefit concerning in their professional.

viii. To give them training opportunity for further education e.g. from first degree to masters.
5.2.2 If teachers differ in job satisfaction in relation to education qualification, teaching experience, promotion, responsibility levels, gender and age TC "5.2.2 If teachers differ in job satisfaction in relation to education qualification, teaching experience, promotion, responsibility levels, gender and age" \f C \l "1" 
The second objective of the study was to examine if teachers differ in job satisfaction in relation to education qualification and profession, teaching experience, promotion, responsibility levels, gender and age. Majority of the respondents disagreed with majority of the questions related to their perception on the status of teachers professional and qualifications. Majority of the respondents affirmed that there is job dissatisfaction developed at working places, though most of them declined that they suffer from professional qualification.  By using logistic regression analysis, this study note that only education and distance have significant effect on teachers’ job satisfaction. The result shows that, odd ratio was 18 and suggesting the independent variables influences the dependent variable.
 5.2.3   The effect of remuneration on job satisfaction among teachers TC "5.2.3   The effect of remuneration on job satisfaction among teachers" \f C \l "1" 
The third objective of the study was to assess the effects of remuneration on job satisfaction among teachers. Majority of respondents claims about lack of remuneration and other beneficial such as pay, compensation, promotions and allowances. This factor loose the appetite and/ morality of as teaching that’s why nowadays primary teachers create small business in their schools such selling ice creams, ubuyu, popcorns, groundnuts in order to fulfill their needs. The result from quantitative analysis shows that, teachers are not satisfied with their job due to low pay, lack of recognition, lack of motivation and poor teaching environment. 
5.1.4 Comparison on the level of job satisfaction between the primary and secondary school teachers TC "5.1.4 Comparison on the level of job satisfaction between the primary and secondary school teachers" \f C \l "1"  

Objective four was to compare the level of job satisfaction between the primary and secondary school teachers. The level of teachers’ job satisfaction between primary and secondary schools teachers shows that, primary teachers are more satisfied than secondary school teachers. The result shows that, 57% of teachers satisfied with their job and majority were primary school teachers while 43% of teachers want to change their job and majority of these are secondary school teachers. So that, level of job satisfaction and morale is high for primary school teachers’ while in secondary school is low. 
5.2 Conclusion TC "5.2 Conclusion" \f C \l "1"  

The findings indicate majority of primary and secondary teachers are not satisfied with the teaching job and they would like to change the job if there will be an alternative job. The causes of job dissatisfaction are poor monetary and non monetary motivation. However, the study indicates that little have been done by the respective authorities to enhance the job satisfaction for primary and secondary school teachers in Tanzania.

5.3 Recommendations TC "5.3 Recommendations" \f C \l "1" 
This study recommends that:

i. Teachers’ salary should be reviewed to enhance teachers’ job satisfaction.

ii. The school environment should be made teachers friendly in both teaching and learning processes.

iii. Some incentives needed to boost the morale of teachers need to be looked so that, the teachers doesn’t remain dissatisfied.

iv. The Ministry of education has to streamline the training opportunity of the teachers so that the teachers do not remain dissatisfied.

v. The Government should allocate more funds for teaching allowances and other benefits in order to enhance teachers’ job satisfaction. 

vi. Government should make sure that, teachers get their rights on time such as salaries, leave and allowances, and also treat them equally. 
5.4 The direction for Future Studies TC "5.4 The direction for Future Studies" \f C \l "1"  

This study recommends that the studies should be conducted to assess the role of policy in enhancing the teachers’ satisfaction in Tanzania. Also the comparison study should be done to assess the different of teachers’ satisfaction in various zones of Tanzania. This will help to prove if the level of teachers’ satisfaction is the same for areas in Tanzania. For example, one would like to know whether the level of teachers’ satisfaction in rural areas is the same as urban areas. Also comparison can be done between the level of teachers’ satisfaction for university lecturers and tutors in the colleges in Tanzania. The comparison between the teachers’ satisfaction can also be done to different categories of teachers and levels. One also can compare the level of teachers’ satisfaction between private and public schools in Tanzania.
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APPENDICES TC "APPENDICES" \f C \l "1" 
Appendix 1: Questionnaire for Teachers

Introduction

I am a student of Open University of Tanzania, conducting research in Babati District “by assessing the factors affecting primary and secondary school teachers’ job satisfaction in Tanzania”. I ask you to participate in this research by giving me your knowledge, views, and opinions on this very important educational issue in order to help the researcher to accomplish his academic requirements. The information given will be treated as confidential and will be used for the purpose of this study only.

SECTION A: General Information. (Tick the right option)

Please provide the following information. Be frank and honest in your responses. All your responses will be treated with ultimate confidence.

Name of school..........................................................................

You are a teacher of i. Primary………….ii. Secondary………..(Tick)

Sex           i. Male........    ii. Female.............   
4a. Age.............. (Years). 
Marital status
Single........  ii .Married.........  iii. Divorced/separated.......... iv. Widow............

 (Please tick) 
c. Education level (indicate by putting tick)

	None
	Primary
	Ordinary secondary
	Advanced secondary/college
	Diploma
	Degree

	Number

of years 0
	7


	11
	13
	15
	18 and above


5. Size of the family..............................people

6. Teaching experience............................... (Number of years). 

7. Monthly salary …………………………Tshs (Put a ranges/categories)

8. Is your salary compatible with your qualifications/experience? Yes……….No……….(Tick)

9. Distance from home to a school is……………km
SECTION B: Questions (Tick the right answer) 

The following questions require ticking the number of the most correct answer in your opinion in the space provided:(a) Overall, how can you describe the general level of motivation for you as a teacher?

1. Good……….

2. Bad……….. (b) Effective recognition of teacher’s satisfaction is among of key factors that influencing teachers’ job satisfaction. Does your work being recognized?
1. Recognized

2. not recognized

 (c). Are there nepotism at your working place? Yes…….No……..

(d). Does your salary is relevant to your Qualifications and Experience?

Yes…….No……..

(e). Does your employer provide opportunity for you training and development in your District as the need of achievement?

1. Yes…………….

2. No……………..

(f). Do you think that the leadership style of your effective leader (headmaster/headmistress) lead to job satisfaction? Yes…….No……..

(g). Are you satisfied with the number of your teaching subjects in your school?

Yes…….No……..

(h) Is the morale in your job high?

Yes…….No……..

(i) Do your school/ employer gives you a free/subsidized house/housing allowance?

Yes…….No……..

(j).Are you satisfied with the current salaries? Yes…………….No………………

(k) Would you like to change professional or the type of job (switch from teaching to other job? Yes…….No……..

(l).If yes, switch to what job? 
...........................................................................................................................................................................................................................................................................

…………………………………………………………………………..……………

(m). Mention things which make leave/change your job

…………………………………………………………………..……………….…

………………………………………………………………………………………

……………………………………………………………………….………………

……………………………………………………………………….………………

(n). Mention things that the educational department should improve so as to make teaching a good job for you .............................................................................................................................
…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

Thank you very much for taking your time to fill this questionnaire

Appendix 2: Interview for DEOs/Headmaster/Mistress

Introduction

I am a student of Open University of Tanzania, conducting research in Babati District “by assessing the factors affecting primary and secondary school teachers’ job satisfaction in Tanzania”. I ask you to participate in this research by giving me your knowledge, views, and opinions on this very important educational issue in order to help the researcher to accomplish his academic requirements. The information given will be treated as confidential and will be used for the purpose of this study only.

SECTION A: General Information. (Tick the right option)

Please provide the following information. Be frank and honest in your responses. All your responses will be treated with ultimate confidence
1. Title of staff…………………………………………………………….
2. Experience at work ………………………………………..years

3. Your responsibilities related with improving the job satisfaction………………………

4.   Age ……………………………Years

5.     Highest level of education attained. (a) Certificate….. (b) Diploma…. (c) Degree…. (d) Postgraduate……..      

6. Job experience............................... (Number of years).

7. Number of teacher employed in your school per year……………..

SECTION B

1. Symptoms of job dissatisfactions (Please tick) 

Failure of students…………………

Absenteeism……………………………

Sickness……………………………..

Gossiping………………………….

Turnover…………………………..

2. Provide the employees turnover data from 2013

	Year 
	Number of teacher joined your school/district
	Number of teachers left the job

	
	Male
	Female
	Male 
	Female 

	2012
	
	
	
	

	2013
	
	
	
	

	2014
	
	
	
	

	2015
	
	
	
	


3.  What are the motivation strategies used to enhance the job satisfaction for teachers

(Insert tick)

	Motivation/satisfaction strategies
	Tick

	Housing
	

	Extra duty
	

	Hardship allowance
	

	Loan 
	

	Sickness allowance
	

	Short term training assistance
	

	Long term training assistance
	

	Any other (please specify)
	


4. Do you think teachers have morale of doing their job? If YES how? If NO why?

............................................................................................................................................................................................................................................................................
5.  In your opinion, how do you convince your teachers to do their job effectively in order to get successful in your Department?
............................................................................................................................................................................................................................................................................ 
6.  Based on your knowledge, do you think secondary/Primary school teachers  are more satisfied with their teaching professional? If YES how? If NO why?

............................................................................................................................................................................................................................................................................ 
7.  
As DEO, explain how do you assess the teacher job satisfaction in your District.

............................................................................................................................................................................................................................................................................ 
8. 
For your experience, what are the impacts of teachers job dissatisfaction in your District? 

...........................................................................................................................................................................................................................................................................
9 In your opinion, what are the strategies which will use to increase teachers morale in their job?

............................................................................................................................................................................................................................................................................

10. In your opinion, what do you think needs to be done in order to improve teachers’ job satisfaction in your District?

............................................................................................................................................................................................................................................................................

Thank you

Factors affecting teachers job satisfaction


Teaching experience


Age


Gender


Salaries


Housing


Distance


Level of Education


Teaching subjects


Recognition


Leadership style





Is the job satisfaction?


Yes


No





Job Performance





Student performance





Promoted job satisfied





Prevented job Satisfied









