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ABSTRACT
The purpose of this research was to establish how the primary school head teachers in Meatu district influenced teachers’ job satisfaction. To meet the purpose, this research employed explanatory design and the mixed research paradigm guided the research methodology, that is both qualitative and quantitative data were collected.  Face-to-face Interviews, Focus Group discussions, and questionnaires were the tools used to collect data from head teachers and teachers who were 346 in total. Quantitative data was analysed using descriptive methods with the help of computer software, SPSS version 20, and Thematic Analysis (TA) method was employed for qualitative data analysis. Results revealed that head teachers created a friendly working environment which made teachers assist their colleague teachers. Furthermore, results indicated that heads offered teaching materials as well as encouraged teachers to fulfill their everyday jobs by working hard. Research results too revealed teachers being given various leadership positions and offered incentives. Finally, this research found school heads using mixed leadership styles. Generally, this dissertation identified that head teachers in Meatu attempted to meet teachers’ job satisfaction through creating a caring, participative, secure, and hygienic working environment. It was recommended teachers be oriented and heads make known the promotion criteria for the teachers to higher positions. Furthermore, it was recommended the Government employ more teachers. Lastly, another research is needed to find out the extent to which transformational leadership, distributed leadership, transactional leadership, bureaucratic leadership, and instructional leadership are embedded in leadership styles practiced in primary schools in Tanzania.
Keywords:  Influence and Job satisfaction 
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CHAPTER ONE

INTRODUCTION

1.1
Chapter Overview 

Chapter one which is an introductory chapter covers the subsequent subheadings: Background to the study, statement of the research problem, research objectives, questions, operational definition of key terms, and significance of the study. 
1.2 
Background to the Study

According to Mathis and Jackson (2010) job satisfaction “is a positive emotional state resulting from evaluating one’s job experiences”. Mathis and Jackson (2010) go further by explaining that “job dissatisfaction occurs when one’s expectations are not met”. That is, whenever workers’ job expectations are not met, for instance when employees work in an insecure and unhygienic working environment, they become dissatisfied with the job. Armstrong (2006) offers a similar explanation to Mathis and Jackson (2010) about job satisfaction, that: “The term job satisfaction refers to the attitudes and feelings people have about their work...positive and favorable attitudes towards the job indicate job satisfaction... negative and unfavorable attitudes towards the job indicate job dissatisfaction” (Armstrong, 2006). Armstrong goes further by listing several essentials for job satisfaction including Reasonably high pay; authentic opportunities for promotion;  participative and caring management; a practical degree of social interaction at work;  interesting, challenging, and varied tasks;  and a high degree of autonomy (control over work pace and work methods) (Armstrong, 2006). 
However, Armstrong stresses: “The degree of satisfaction obtained by individuals...depends largely upon their own needs and expectations, and the working environment” (ibid). According to Tomazevic and colleagues,  job satisfaction depicts the work intensity of employees, this can be understood through its connection with other key factors such as stress at work, control of things, work and social life, quality of life, and general wellbeing of the worker (Tomazevic, Seljak & Aristovnik, 2014). Research shows that demographic factors such as gender, age, education, salary, and experience are found to influence the job satisfaction of employees as well (Wachira, Kalai, &  Tanui, 2016). 
Leadership is a process of encouraging and helping others to work enthusiastically towards organizational objectives (Okumbe, 1999:86). That is, leadership is described as a process whereby one person influences others to do something of their own will, neither because it is required nor because of fear of the consequences of non-compliance, or any other reason. The accomplishment of school goals greatly requires effective and quality school leadership. Assorted studies agree in principle that effective school leadership is a key component to students’ outcome and school performance (Bush, Kiggundu & Moorosi, 2011, Bush, Bell & Middlewood, 2010, Christie, 2001; 2010, Roberts & Roach, 2006, Department of Education, 1996). 
Besides, Leithwood, Day, Sammons, Harris, and Hopkins (2006) assert that school leadership is second only to classroom teaching as an influence on pupils’ learning. Leithwood and colleagues conclude that “there is no single documented case of a school successfully turning around its pupils’ achievement trajectory in the nonexistence of quality school leadership” (Leithwood et al., 2006). These researchers attempt to show the degree of importance as regards school heads’ role in affecting teachers’ job performance consequently good learners’ outcomes. 
Furthermore, researchers emphasise that learners’ achievement depends on several factors; the two key ones being: First, teaching, and second, quality of school leadership. However, good performance of employees is an outcome of job satisfaction (Kaliski, 2007, Green & Heywood, 2008, Okoye, 2011). Bowran and Todd (1999) and Azaliwa and Casmir (2016) likewise assert that job performance and job satisfaction are positively correlated. Malik (2013) affirms the significance of work characteristics (feedback, autonomy, and routine), work-role definition (role ambiguity and role conflict), and work environment (leadership, advancement, stress, opportunities, and participation) concerning job satisfaction. In principle, leadership along with other factors are viewed as necessary determinants of organizational quality and effectiveness, similarly for workers’ job satisfaction. Besides, quality and effective school leadership is envisaged as a key factor in boosting workers' job morale, subsequently on the accomplishment of school goals as explained above by various researchers. 
Findings from recent research done by Zafarullah and Pertti (2019) still reveal quality leadership and administrative support, to be one of the factors directly connected with the job satisfaction of teachers. An earlier study carried out by Albanese (2008) also showed unsupportive administrators to be associated with workers’ job dissatisfaction. Yet, research findings from Albanese (2008) also revealed the involvement of teachers in decision-making to be positively related to teachers’ job satisfaction. Zafarullah and Pertti (2019) furthermore recommend different styles of management be used by different types of school leadership to accommodate the heterogeneity in job satisfaction among members of staff.  An earlier study conducted in Kenya by Kiboss and Jemiryott offers similar observations concerning the style of leadership as regards workers' job satisfaction.   That is, research findings showed the positive connections between principals’ leadership styles and the teachers’ job satisfaction in the process of fulfilling school goals (Kiboss & Jemiryott, 2014). The two researchers, Kiboss and Jemiryott (2014) advise heads of school, first, to improve public relations, and second, establish a pleasant teaching and learning environment to increases teachers’ job satisfaction. These research findings from Zafarullah &  Pertti (2019);  Kiboss &  Jemiryott (2014); and Albanese (2008) shade much light regarding teachers’  job satisfaction, they also offer a good lesson to the present research in Meatu Tanzania on primary school leadership’s role about influencing teachers’ job satisfaction. 
Findings from different studies carried out in various countries worldwide still indicate a positive relationship between leadership styles and employee job satisfaction (Malik, 2013; Omidifar, 2013; Al-Ababneh, 2013; Long,  Yusof,  Kowng,  & Heng, 2014; Bateh & Heyliger, 2014; Josanov-vrgovic & Pavlovic, 2014; Hui, 2013; Nebiat,  & Asresash, 2013). To this end, therefore, it can be similarly said that school leadership is one of the key factors regarding teacher’s job satisfaction as noted by some researchers above. Nevertheless, understanding how head teachers do their best on their teachers, the type of leadership style commonly used, and how head teachers go about influencing and relating with their teachers in Meatu Tanzania, and beyond is crucial for the sake of improving learning outcomes. 
Coming to Tanzania, in general, various studies have been carried out to investigate the job satisfaction of teachers in the country as well. One of them was carried earlier by Davidson (2007) who reported that low teacher salaries and poor working conditions affected teachers on performing teaching responsibilities effectively.  Findings from another study carried out by Nguni and colleagues, show transformational leadership dimensions having strong effects on primary school teachers’ job satisfaction (Nguni, Sleegers & Denessen, 2007). Different research carried out in the Njombe district indicated a significant relationship between job satisfaction and the five job dimensions: Job characteristics, social benefits, the meaningfulness of the job, support from administration, and intention to remain in the job (Ngimbudzi, 2009). Recent research carried out by Eutimi (2018) reveals a positive relationship between financial motivation and job satisfaction among teachers in public secondary schools available in Kigoma.  
One more research was carried out in Morogoro in public schools, it shows that “…limited funds, different workers’ desires, poor management, inadequate government motivation implementation strategies, limited motivation autonomy in the educational sector” (Makorere & Mrisha, 2019). Furthermore, research carried out in Meatu (Mpamwa, 2016) reveals the head of schools not being satisfied with the financial pay, overburdened by duty, and poor working environment. 
Findings from the mentioned research carried out in Tanzania (Makorere & Mrisha, 2019; Eutimi, 2018; Mpamwa, 2016; Nguni, Sleegers & Denessen, 2007; and Davidson, 2007), signify a little about school leadership nexus teachers job satisfaction. That is, these researchers are not specifically addressing school heads’ role in influencing teachers’ job satisfaction.  Only two dated studies from Tanzania to some extent revealed the importance of school leadership on influencing teacher’s job satisfaction; transformational leadership from Nguni, Sleegers & Denessen (2007) and support from administration, a research done by Ngimbudzi (2009). Therefore, scarcity of research about school leadership in connection to teacher’s morale and /or job satisfaction merits the need for the present research in Meatu Tanzania as a case study to be learnt by other educational researchers, policymakers, and educational practitioners in the country. 
In effecting their leadership role, head teachers in Tanzania need to work with both teaching staff and non-teaching staff. And one of their major roles is connected to instructional leadership, which is the supervision of curriculum implementation. Head teachers have to ensure the curriculum is implemented through monitoring the preparation and uses of teaching professional documents such as syllabus, scheme of work, lesson plans, subject logbooks, teaching aids, and lesson notes. Head teachers likewise monitor the classroom teaching process provided by teachers to pupils (MoEVT, 2009). To this end, therefore, for achieving good pupils’ outcomes, it is likely that collaboration between school leadership and the teaching staff is inevitable. But, school heads' collaboration with teachers might very much be inclined to the degree to which the school heads influence teachers’ to be satisfied with jobs among other factors. 
1.3 
Statement of the Research Problem

A body of literature indicates the essentials for job satisfaction including reasonably high pay; authentic opportunities for promotion;  participative and caring management; a practical degree of social interaction at work;  interesting, challenging, and varied tasks;  and a high degree of autonomy (control over work pace and work methods) (Armstrong, 2006). Nevertheless, not all the mentioned essentials by Armstrong for job satisfaction are under the power and authority of the head of school, for instance, reasonably high pay and authentic opportunities for promotion come from the above authorities in Tanzania. 
Zafarullah and Pertti (2019) reveal factors affecting job satisfaction of teachers in developing countries namely: Demographic and socio-economic factors, promotional opportunities, fair remuneration, good working environment, community support, colleagues, and friendships. Of these factors mentioned by Zafarullah and Pertti (2019), only a good working environment and colleagues and friendships could be under the authority of the head of school.   Various researchers as well emphasize the role of the head of school in affecting teachers’ performance and achievement of learners. 
For instance, Leithwood, Day, Sammons, Harris, and Hopkins (2006) stress that school leadership is second only to classroom teaching as an influence on pupils’ learning. Other research findings from dissimilar studies carried out in various countries worldwide also indicate a positive connection between leadership styles and employee job satisfaction (Malik, 2013; Omidifar, 2013; Al-Ababneh, 2013; Long,  Yusof,  Kowng,  & Heng, 2014; Bateh & Heyliger, 2014;  Josanov-vrgovic & Pavlovic, 2014; Hui, 2013; Nebiat,  & Asresash, 2013). 
However, no empirical research has been carried out in Meatu District to establish the degree to which primary school head teachers’ are influencing their teachers’ job satisfaction. Besides, the literature shows limited researches done in Tanzania focusing on primary school heads to influence teachers’ job satisfaction. Therefore, the present research in Meatu District exclusively attempted to fill in the existing knowledge and research gap about the role of primary school heads to influence teachers’ job satisfaction in Meatu District.  
1.4 
Research Objectives

1.4.1 
Aim of the Study 
The present research aimed to establish how the primary school head teachers in Meatu district influenced teachers’ job satisfaction.
1.4.2 
Research Objectives

Furthermore, the following objectives were formulated to establish the degree to which head teachers in Meatu district influenced teachers to be satisfied with the job: 

(i) To find out what head teachers do to meet teachers’ expectations on creating a caring, participative, secure, and hygienic working environment. 
(ii) To establish the degree to which head teachers offer interesting, challenging, and varied tasks to their teachers in their respective schools.

(iii) To investigate a variety of leadership styles used by head teachers in their respective schools.
1.5 
Research Questions

Additionally, the following research questions were formulated to find out the degree to which head teachers supported their teachers towards job satisfaction:
(i) What are the head teachers doing to meet teachers’ expectations on creating a caring, participative, secure, and hygienic working environment?

(ii) To what degree do head teachers offer interesting, challenging, and varied tasks to their teachers in their respective schools? 

(iii) What variety of leadership styles do head teachers use in their respective schools? 
1.5.1
Significance of the Study 

The present research findings brought the mentioned significance: Firstly, significance for practice, this study is significant because findings could help leaders in educational institutions, educational stakeholders, and the government, in general, to be informed of the current the state of art about primary school leadership and the extent to which it is supporting its teachers to be satisfied with the job. Secondly, significance for policy, this study is significant in that the findings possibly could inform policy makers to look into offering training to primary head teachers so as they can have knowledge and skills about and how can influence their teachers to be satisfied with the job. Thirdly, significance for theory, findings of this research add to existing knowledge about primary school leadership in connection to teacher’s job satisfaction in Tanzania and beyond. 
1.6
Operational Definition of Key Terms

To influence is to have an impact on the behaviours, attitudes, opinions and choices of others.
Job satisfaction refers to the attitudes and feelings people have about their work. Positive and favourable attitudes towards the job indicate job satisfaction and negative and unfavourable attitudes towards the job indicate job dissatisfaction (Armstrong, 2006).
Leadership is a process of encouraging and helping others to work enthusiastically towards organizational objectives (Okumbe, 1999). 
Leadership styles are patterns of behaviours used by leaders in attempting to influence group members and make decisions regarding mission, strategy, and operations of group activities (Kiboss,   & Jemiryott, 2014).
Human Resource Management is a process of making the efficient and effective use of human resources so that the set goals are achieved (Armstrong, 2006).

A job consists of a related set of tasks that are carried out by a person to fulfill a purpose (Armstrong, 2006). That is, a job consists of a group of prescriptive tasks/activities to be carried out or duties to be performed. A job is a grouping of tasks, duties, and responsibilities that constitutes the total work assignment for an employee (Mathis & Jackson, 2010).

Motivation: A motive is a reason for doing something. Motivating other people is about getting them to move in the direction you want them to go to achieve the result (Armstrong, 2006). It is the desire within a person causing that person to act (Mathis & Jackson, 2010). 

Intrinsic motivation: These are self-generated factors that influence people to behave in a particular way or to move in a particular direction. These factors include responsibility, autonomy (freedom to act), scope to use the developed skills and abilities, interesting and challenging work, and opportunities for advancement (Armstrong, 2006).

Extrinsic motivation: What is done to or for people to motivate them, this includes rewards such as increased pay, praise or promotion, and punishment, such as disciplinary action, withholding pay, and criticism (Armstrong, 2006).

Teacher retention: The term is used to refer to employees leaving an organization the teaching profession. 

Turnover: also called attrition refers to employees leaving an organization

Level of education refers to a particular standard, quality, or degree at which one has reached in terms of education.

Performance refers to a summary of measures of the number of contributions made by a teacher or group for the production of a work unit in an organization or schools

Remuneration refers to the amount of money a teacher receives at the end of the month as salary including allowances and other benefits like the medical cover, house allowance, among other benefits.

Working conditions refer to the availability of the basic infrastructure like the school buildings, enough space, proper ventilation, furniture, games and sports facilities, teaching and learning materials, a safe environment that is free from health hazards, and a proper place for the teacher to plan and work.

Workload refers to the number of lessons allocated to a teacher in a week alongside co-curricular activities.

Absenteeism refers to a voluntary decision by teachers not to come to work as opposed to other cases of illness or accident.

Job dissatisfaction refers to any combination of psychological, physiological, and environmental factors that are displeasing to the individual worker and thus preventing him from giving optimum service to the organisation.

1.7
Organization of the Dissertation
This dissertation is organized into five chapters. Chapter one is an introduction chapter, Chapter Two is the Literature Review and covers the following subheadings: Conceptual definitions, critical review of supporting theories/theoretical analysis, empirical analysis of relevant theories, the research gap, conceptual framework or theoretical framework, and summary. Chapter Three is the Methodology chapter, it covers the subsequent subheadings: Research strategies, survey population, and area of research or survey. Other components of Chapter three include Sampling design and procedures, variables and measurement procedures, methods of data collection, data processing, and analysis, and expected results of the study. Chapter four is about data analysis, presentation, and discussion. The last chapter is chapter five, which covers conclusions and recommendations. The other subsections of the present research report include Research activities or schedule, work plan, estimated research budget, and references.
CHAPTER TWO

LITERATURE REVIEW 
2.1 
Chapter’s Overview 
Chapter two is the second chapter of this research report. The chapter consists of the subsequent subheadings: Theoretical analysis, review of underpinning theories, and empirical studies.  It is also in this chapter the research gap is revealed after the critical review of relevant theories and empirical studies. The other subsection in chapter two is the analytical/conceptual framework. 
2.2  
Theoretical Analysis 
The present study attempts to make a critical review of three theories including, the Two Factor Theory by Frederick Herzberg (1959), Expectancy theory by Vroom (1965), and one leadership theory, the Human Relation Theory by Mary Parker Follet,  Elton Mayo, and  Fritz Roethlisberger (1868-1933) basing on the subject of the research. Therefore, the present study will ground in the three mentioned three theories. 
2.2.1 
Two Factor Theory (Motivator-Hygiene Theory) by Frederick Herzberg (1959)
According to Herzberg, some job factors result in satisfaction with a job, these are also known as motivators/ satisfiers. The first group of factors known as motivators/satisfiers comprises Achievement, recognition, growth possibilities, career advancement, level of responsibility, and the job itself (Kuluchumila, 2014). Motivators (satisfiers) do motivate the workers; they are intrinsic to the work itself (the job content). The second group of factors is known as hygiene factors/maintenance factors/ dissatisfiers, these factors do not have any motivational value when present, but do have a de-motivational effect if absent. 
These factors include company policy and administration, supervision, inter-personal relations, salary, status, job security and personal life (Kuluchumila, 2014). Hygiene factors are extrinsic to the job itself (the job context). Armstrong comments on hygiene factors: “All we can expect from satisfying this second group of needs is the prevention of dissatisfaction and poor job performance” (Armstrong, 2006). That is, the hygiene factors prevent job dissatisfaction and have little effect on the job attitude of the worker while motivators/satisfiers are effective in motivating a worker to better performance and effort. 
According to researchers, the big weakness of Herzberg's Two Factor Theory is the failure of the researcher to measure the relationship between satisfaction and performance, see Armstrong (2006) for further reference. Despite the criticism put against the Two Factor Theory, the theory takes into account the strength side of big two effective motivation theories; the Maslow’s motivation theory (1954) and McGregory’ Theory X and theory  Y, particularly Theory  Y (1960), through considering the intrinsic factors toward job satisfaction.   
In controversy, research findings indicate no strong relationship between job satisfaction and workers’ performance (see Brayfield & Crockett, 1955; Vroom, 1964 cited in Armstrong, 2006). Armstrong concludes “… it is not job satisfaction that produces high performance but the high performance that produces job satisfaction, and that a satisfied worker is not necessarily a productive worker and a high producer is not necessarily a satisfied worker” (Armstrong, 2006). Nevertheless, Bowran and Todd denote: “…job satisfaction and job performance are positively correlated because the factors with it help leaders in their organizations to guide their employees’ activities in the desired direction to achieve the organizational objectives” (Bowran & Todd, 1999). The theory was important to the present research as it shed light on the type of factors (motivators/ satisfiers) that needed to be known and affected by the primary school heads to influence their teachers’ morale. 
2.2.2 
Expectancy Theory by Vroom (1964)

Expectancy theory propounded by Vroom (1964) is expressed by three variables: Valency-Instrumentality -Expectancy (VIE). Valency stands for Value, Instrument is the belief that if we do one thing it will lead to another, and Expectancy is the probability that action or effort will lead to an outcome (Armstrong, 2006).  According to Redmond, Expectancy theory states that “people will be motivated because they believe their decisions will lead to their desired outcome” (Redmond, 2013). Vroom presumes that workers will put more or less effort basing on what they expect to realize from their efforts. That is, expected outcomes are the catalyst of the effort workers put into work. For instance, in education settings, expected students’ outcomes might work as the motivators to teachers’ effort they put in the teaching process. 
In addition, Vroom’s theory suggests that workers will be motivated if there is a positive correlation between effort and performance because good performance could result in expected rewards (Azaliwa & Casmir, 2016). This theory aligns with what Armstrong denotes that job satisfaction is a function of high job performance even though the fact is that a high producer is not necessarily a satisfied worker. Besides, it was a useful theory to the present research to ground in because findings revealed that a good number of respondents agreed that they strived and were motivated by good learners’ outcomes. Thus, school heads encouraging teachers to work hard and obtain good pupils outcome might be one of the key factors that made teachers satisfied with the job. 
2.2.3 
Human Relation Theory
According to Ogunsula (1973) quoted in Galabawa (2001), Human relations refers to the integration of people into a work situation in a way that motivates them to work together productively, cooperatively, and with economic, psychological, and social satisfaction. Mary Parker Follet (1868-1933), who propounded the Human Relation theory, wrote several papers on the human side in the organization believed that the fundamental problem in all organisations was on developing and maintaining dynamic and harmonious relationships. 
Despite Follet’s work, the development of the human relations approach is principally traced to many types of research done in the Hawthorne plant of the Western Electric Company in Chicago. Two professors from Harvard University  –Elton Mayo (industrial psychologist) and Fritz Roethlisberger (a social psychologist) did several experiments (the Hawthorne Studies), to prove the importance of people for productivity - not machines. The human relations management theory is a researched belief that people desire to be part of a supportive team that facilitates development and growth. 
The following were the assumptions underlying Human Relation theory (Galabawa, 2001): 

(i) Human relations as a school of thought assumes that human management is an attitude of mind.

(ii) An individual is a social being who finds both identity and a sense of fulfillment in group experience.

(iii) An average person is a complex of needs, values, and attitudes.

(iv) Mechanistic and economic approaches are inadequate in managing people in organisations.

(v) The threat of punishment is not the only way of achieving stated goals. People on their own achieve goals if they are committed.
Through several experiments done in the Hawthorne plant of the Western Electric Company in Chicago, the following findings were obtained (Hoy & Miskel, 2005): 
(i) The studies revealed that social attitudes and relationships of work contributed a lot to workers' effectiveness. Mayo observed that the interaction of workers on the job created a network of relationships called informal organisation.
(ii) Mayo’s research as well revealed that the average worker was a composite of needs, values and attitudes. In general, it demonstrates that mechanistic and economic approaches in managing people were inadequate.
(iii) Workers respond to management as members of an informal group, not as individuals.
(iv)  Workers use informal organisations to protect themselves against subjective management decisions.
(v) Informal leaders are often as important as formal supervisors. 

(vi)  Individuals are active human beings, not passive cogs in a machine. 

What is emphasised about the human relations approach in managing human resources in any organisation including schools (to be learned by heads in Meatu also) is that management should handle employees with humanity. Employee handling should be differentiated from material resources. Additionally, the theory emphasizes the role of informal leaders informal organisations. The theory as well put much light on heads’ relationship with teachers. 
The three reviewed theories came up with relevant observations also brought much light on how the head of schools influenced the job satisfaction of their teachers. Besides, the three theories guided the present research towards making valid and reliable interpretations of obtained research findings. The Two Factor Theory (Motivator-Hygiene Theory) by Frederick Herzberg observes:  Hygiene factors prevent job dissatisfaction and have little effect on the job attitude of the worker while motivators/satisfiers are effective in motivating a worker to better performance and effort. Expectancy Theory by Vroom emphasizes that workers will put more or less effort basing on what they expect to realize from their efforts, that is, expected outcomes are the catalyst for effecting employees’ effort towards the job.  Human Relation Theory by Elton Mayo and Fritz Roethlisberger concludes:  The management needs to handle employees with humanity to enhance their productivity, also formal leaders need to recognise the influence of informal leaders in a given organisation, for example, a school.
2.3  
Empirical Analysis of Relevant Studies 
Here the researcher critically examined various studies carried out in Tanzania and beyond in connection to school heads’ about influencing teachers’ job satisfaction. Two key important matters were considered throughout the review: The first one is, “how relevant are these studies to the study?” And the second one is “what are the shortcomings of these studies?”The subsequent pattern was adopted in the review process: Studies in General, studies done in Africa, and studies done in Tanzania. 
2.3.1
Studies in General 

Zafarullah and Pertti (2019) carried out a Systematic Review of Literature aiming to establish factors leading to teachers’ job satisfaction.  Their Systematic Review focused on developing countries.  The reviewed thirty (30) research articles came from Tanzania, Kenya, Ethiopia, Pakistan, Vietnam, India, Egypt, Ghana, Philippines, and Iran.  The researchers found that many factors connected to teachers’ job satisfaction are related to school organization (the case in point the present study aims to establish).  They advised the school management to find out a variety of methods of improving teachers’ job satisfaction.  
The researchers as well found other factors leading to teachers’ job satisfaction including Demographic and socio-economic factors, promotional factors, fair remuneration, good working environment, community support, collegiality and friendship, and effective teaching and learning environment. Nevertheless, of these listed factors, many are beyond the authority of the school management, that is, they can be accomplished by the authority beyond the school level. Different research carried out earlier by Wang and Tran (2015) in Vietnam offers similar findings to the ones found by Zafarullah and   Pertti (2019), in this study, administration support was found to be one of many factors leading to teachers’ job satisfaction. One more research related to school leadership versus teachers' job satisfaction was carried out in Pakistani by Rahim and Razak (2013); this study shows Principal’s leadership style in use to be one of the factors positively related to teachers’ job satisfaction. But, the research could not mention particular leadership styles adopted by the school administration. Several dated research likewise indicate a positive relationship between leadership style and employees’ job satisfaction, even though, some of these researchers come from educational backgrounds and several are non-educational types of studies (Greenleaf, 1977; Davis, 2003; Yukl, 2002). Other researchers (Oner, 2012; Leithwood et al, 2004; Bass, 1999) indicate in general the scarcity of research focusing on teachers’ job satisfaction from the developing world.  Edwards and Gill (2012), argue for more research in the education sector that could reveal the relationship between leadership styles versus teachers’ job satisfaction, similarly to arguments given by Rahim and Razak (2013). 
Another factor considered increasing workers’ morale is through offering challenges tasks to an employee. Some research findings, although not coming from educational background indicate a positive connection between challenging job versus motivating the worker (see Crawford, Lepine & Rich, 2010; Kim & Beehr 2018a; Lepine, Lepine & Jackson, 2004; Lepine, Podsakoff & Lepine, 2005 and Podsakoff, LePine & LePine, 2007). Summing up, many of reviewed studies are in line with the aim of the present study, although no single reviewed research focuses entirely on leadership influence on teachers’ job satisfaction.
2.3.2 
Studies from Africa
Many studies have been carried in Africa regarding the job satisfaction of employees including teachers. One quantitative study carried out in Kenya by Kiboss and Jemiryott (2014), attempted to establish the relationship between head’s school leadership style and job satisfaction. Kiboss and Jemiryott found Principals’ style of leadership to have a greater impact on school working environment consequently teachers’ job satisfaction. Results revealed specifically that the democratic style of leadership dominantly used by the school heads made most teachers satisfied with their job. 
Nevertheless, the researchers conclude that for leaders to satisfy workers, more than one leadership style needs to be used. Another mixed-based research carried out in Kisumu, Kenya by Waga and Simwata (2014), reveals the following factors to be leading to job satisfaction of primary school teachers: Job security, cordial relationship with colleagues, good medical services, good transport, and society’s recognition. The study as well found the subsequent factors to be leading to job dissatisfaction: Low salary, lack of fringe benefits, and work overload. But, many of the satisfying and dissatisfying factors were not directly linked to school leadership except work overload, the factor which could be under the authority of the school head. 
Nevertheless, sometimes, a huge workload can be due to a shortage of teachers, a factor that is not under the authority of school leadership.  Wachira, Klai, and Tanui (2015) did a study in Nakuru County in Kenya aiming to establish the relationship between demographic characteristics (age, gender, marital status, and level of education) and leadership style on influencing primary school teachers’ job satisfaction.  To their surprise, findings showed no significant relationship between demographic characteristics and leadership style. 
Their research found that job satisfaction was influenced by job demands (all physical, psychological, social, or organizational aspects of a job that require continuous physical and/or psychological, i.e., cognitive or emotional effort).  Different quantitative-based research carried out in Ethiopia by Getahun, Tefera and Burichew (2016) found a positive correlation between primary school teachers’ job satisfaction and organisational commitment (individual's psychological attachment to the organisation). Yet, it was concluded that to enhance teachers’ job satisfaction, school leadership needs to create a more satisfying working environment, including management support and involving teachers in decision making. 
Iwu, Izeuduji, Iwu, Ikebuaku, and Tengeh (2018) have recently carried out quantitative research in Nigeria aiming to find out the factors motivating and de-motivating teachers toward work. Results revealed that, teachers’ pay, and increased opportunities and responsibilities as the key variables that contributed to teachers’ job satisfaction. The researchers recommend teachers be motivated so as they can contribute to learning, consequently for good learning outcomes (quality education). According to Buron and Lassibille, the leadership style used could influence teachers’ job satisfaction negatively.  A research carried out in Madagascar by Buron and Lassibille proves this. The research findings of this study indicate the Principal’s control (autocratic style of leadership) of teachers’ activities to be negatively affecting teachers’ job satisfaction (Buron & Lassibille, 2016). One more research was carried out in South Africa, the Cape Province.  The research aimed to find out perspectives on teachers’ job dissatisfaction. Results revealed several factors leading to teacher’s job dissatisfaction including Lack of resources, overcrowded classes, indiscipline of students emanating from social problems, issues related to administration (huge class size, poor remuneration, preferential treatment, lack of appointment to senior positions, and inequality in teaching) and lack of recognition by the Principal and parents for work done due to favouritism (Mtyuda & Okeke, 2016). 
However, factors including poor remuneration and lack of appointment to senior positions are beyond the authority of head teachers.  In conclusion, some researchers reviewed pin point various factors leading to job satisfaction including the way schools are lead. It is most likely that these reviewed studies will shed much light on the present research on school leadership nexus teacher’s job satisfaction. 
2.3.3 
Studies done in Tanzania

Leadership style in use contributes to teachers’ job satisfaction. For instance, research carried out in Tanzania by Nyenyembe, Maslowski, Nimrod and Peter (2016) revealed the use of transformational instead of the transactional style of leadership leading to teachers’ job satisfaction. Ngimbudzi (2009) doing a quantitative-based master’s thesis on secondary teachers’ job satisfaction in the Njombe district found social benefits, the meaningfulness of the job and support from administration being job satisfiers. Earlier research also carried out in Tanzanian primary schools indicated transformational leadership to have a strong effect on teachers’ job satisfaction (Nguni, Slegeers Denessen, 2006).  Different quantitative-based research carried out in Tanzania by Azaliwa and Casmir (2016) attempted to establish the correlation between public schools versus privately owned schools regarding their degree of motivation on work performance. Results revealed no significant differences in terms of the motivation of teachers on work performance either in public schools or privately owned schools. A  different mixed type of research done by Machumu and  Kaitila in Songea and Morogoro on leadership style nexus teachers job satisfaction reveal similar findings to that of Kiboss and Jemiryott (2014) that was done in Kenya. “...It was established that the democratic leadership style was most dominant in the best performing primary schools” (Machumu & Kaitila, 2014). A different research using the mixed methods was carried out by Msuya in Tanzania on teachers’ job satisfaction.  The research focused on secondary schools; although, the school environment in the country varies a little between primary and secondary schools. 
Msuya concluded that “socio-economic factors and demographic factors have potential strength in designing job satisfaction model (Msuya, 2016). Findings from a masters’ mixed-method research carried out by Burchard (2016) concerning job satisfaction for secondary school teachers in Kwimba Tanzania indicated school leadership support as one of the key factors influencing teachers’ job satisfaction. These findings are also similar to what was found by Wang and Tran (2015) in Vietnam. 
2.4 
Literature Synthesis and Research Gap 
Theories and empirical studies critically reviewed expose both knowledge and research gaps about primary school leadership on influencing teachers’ job satisfaction. That is, school leadership on influencing teachers’ job satisfaction is under-researched in Tanzania.  The three reviewed theories, for example, open a room for research to find more missing knowledge about school leadership nexus teachers’ job satisfaction. The Two-factor theory (Frederick Herzberg), shows how the school head can put into effect the motivators/ satisfiers (these are under his/her control) to make teachers satisfied with the job.  The Expectancy theory (Vroom); expected outcomes catalyses the effort workers put in the job.  The missing knowledge here is how and if the head of schools in the forthcoming research encourages teachers to work hard to make students perform better as long as a good outcome motivates teachers. The Human Relation Theory (Parker Follet, Elton Mayo & Fritz Roethlisberger); the missing knowledge is if and how the school leaders observe humanity in their leading process; also observe the influence of informal leaders in their schools to other workers. Examining studies generally, in Africa and Tanzania,  no reviewed research for instance have discussed at length entirely on how and to what extent school leadership is having a key role in creating a friendly working environment, a working environment which might be a catalyst for job satisfaction. 
Besides, few reviewed studies talked about leadership styles and how these are important ingredients for motivating teachers towards work, therefore, the issue is under-researched in the country.  From a methodology perspective, the majority of reviewed researches used a mixed design, followed by a few used quantitative design, and just one by Mtyuda and Okeke (2016) was a qualitative study. However, the mixed research design has overall advantages in terms of validity and reliability compared to a single design study (see Johnson & Onwuegbuzie, 2004; Green, 2007; Morrison, 2007; Punch, 2009). The present research uses a mixed design to fill in the gap. 
2.5 
Analytical/Conceptual Framework
The present research will use a conceptual framework (see Figure 1). According to the framework teachers’ job satisfaction (dependent variable) is a function of the role played by school leadership (independent variable). In between the independent and dependent variables, there are the intervening variables. Intervening variables refer to “abstract processes that are not directly observable but that link the independent variables and dependent variables” (Kuluchumila, 2018).
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Figure 2.1: School Heads’ Role   Versus Teachers’ Job Satisfaction
CHAPTER THREE

RESEARCH METHODOLOGY
3.1 
Overview 

This is the third chapter of the research report. The chapter comprises of the following subheadings: Research strategies; survey population; population; area of research; sampling design and procedures; variables and measurement procedures; methods of data collection; data processing and analysis; and expected results of the study. 
3.2 
Research Approach 
This study employed an explanatory design (Punch, 2009) as it attempted to account for how the primary school heads influence teachers’ job satisfaction. Yin (1994) asserts: “When the focus is on cause-effect relationships, the study can be explanatory explaining which causes produce which effects …our concern in the casual analysis is how one variable … is responsible for changes in another variable” (Yin, 1994). This study used the mixed research approach; both qualitative and quantitative data were collected.   According to Denscombe, the use of qualitative and quantitative approaches allows depth and enrichment of research findings, also meeting the triangulation criterion (Denscombe, 2007).  
3.2.1 
Survey Population
The population in the present research included all primary school heads (male and female) and all ordinary primary school teachers (male and female) from 111 (urban and rural) primary schools available in Meatu district in the Simiyu region. 

3.2.2 
Area of Research 
The study took place in Meatu district, one of 5 districts available in the Simiyu region. Meatu district surface area is 8.835km2. Its main activities include farming, cattle rearing and quarrying, the district has also wildlife reserved areas. Data for the present research were collected from 82 primary schools (both rural and urban). Getting data from both rural and town centres’ schools reduced research bias and enriched the findings of the present research, particularly in terms of the research context. The area was chosen as a case in point to be learned by the remaining 5 districts and beyond regarding primary school heads’ influence on teachers’ job satisfaction. More to the point, no research has been carried out in this area about school heads’ influence on teachers’ job satisfaction. 
3.3 
Sampling Design and Procedures 
3.3.1 
Sample Size 

Meatu District has 112 primary schools in total (http://www.meatudc.go.tz/#). According to Yamane (1973), the formula with a 95% confidence level for computing a sample is given as follows: 
[image: image2.emf]
Where: 

n- The sample size 

N - The population size 

e - The acceptable sampling error

· 95% confidence level and p = 0.5 are assumed
N = 112 head teachers, e =5%

n = 112/ (1+112*(0.05)2
n= 112/ (1+112*0.0025) 

n = 112/1.28 = 87.5 schools  

Thus, 88 schools were planned to be visited for data collection, but 82 were reached for data collection. 
3.3.2 
Sampling Procedures 
The distribution of the sample basing on research tools is shown in Table 3.1. A simple random technique was used to select 10 schools for interviews from the planned 88 primary schools (rural and urban). In the selected 10 schools, their respective school heads were expected to be involved in the interview, but 8 participated in the study, making 80 percent. The remaining 78 heads from 78 schools were given questionnaires, whereby 74 of them filled in and returned the questionnaires, making 94.9 percent. From the selected 10 schools, six (6) ordinary teachers were random selected from each school to participate in the Focus Group Discussion (FGD), expecting 60 teachers to participate in the focus group discussion, but   46  of them participated in the FGD, which was   76.7  percent. A simple random sampling technique was used to select three (3) teachers in each of the 78 (rural and urban) schools to be given questionnaires. It was presumed by the researcher that three (3) teachers from each school making a total of 234 teachers were to fill in questionnaires, but 218 filled in and returned the questionnaires; which are 93.16 percent of all teachers. Overall, the response rate on face-to-face interviews, questionnaires, and FGD were 80 percent; 93.6 percent and 76.7 percent respectively (see Table 3.1), this was a very satisfactory response rate. 
Table 3.1: Anticipated Versus an Actual Sample of Respondents
	Respondents 
	Interview
	Questionnaires
	Focus group

	
	Anticipated
	Actual
	Anticipated
	Actual
	Anticipated
	Actual

	Head teachers 
	10
	8
	78
	74
	-
	-

	Ordinary teachers 
	-
	-
	234
	218
	60
	46

	Total  
	10
	8
	312
	292
	60
	46

	Per cent 
	80
	93.6
	76.7


Source: Research data, 2020

3.3.3 
Bio Data-information for the Head of Schools 

During data collection, a variety of information emerged as bio data for the head of schools and teachers. The information is given in Table 3.2 and Table  3.3.
Table 3.2: Summary of School Heads’ Bio-Data
	Gender 

	Male                                                                                                                                            female 

	66 (89.2%)                                                                                                                                    8 (10.8%)                                                                                                                                                                       

	Age

	20-30                                  31-40                          41-50                                                              51-60

	  3 (4.4%)                          28 (41.2%)                          31 (45.6%)                                            6 (8.8%)

	Level of education

	Certificate                          Diploma                              Degree                            Masters                  Other

	23 (32.9%)                                  39 (55.7%)                    8 (11.4%)                              -                        -

	Work experience

	0-10                                     11-20                                        21-30                      31-40                          41+

	11 (16.2%)                              38 (55.9%)                         16 (23.5%)              3 (4.4%)                            -

	Marital status

	Married                                                                                                                                             single 

	68 (93.2%)                                                                                                                                    5 (6.8%)     

	Locality

	Urban                                                                                                                                                 rural               

	11 (17.2%)                                                                                                                                 53 (82.8%)


Source: Research data, 2020
Table 3.2 shows a summary of bio-data for heads of the school that participated in the present study. In this study, eight (8) (10.8%) school heads were women and men were 66 (89.2%) of all heads participated in the study. A small number of women in school headship might be due to many primary school teachers in Meatu district are men as compared to women (Table 3.2). Another interesting finding regards the bio-data of school heads is on the total number of years they have been in school headship. The finding indicates more than a half, 55.9 percent (n= 38) of all heads of schools being in between eleven years to twenty years of age. Additionally, the majority of the school heads have a Diploma level of education. Another interesting piece of finding is this, some primary school heads hold a degree level of education, that 11.4 percent (n=8). The final interesting result from the head of school bio-data is that majority of schools are found in rural areas; 82.8 percent (n=53) schools which of all schools visited for data collection.
Table 3.3: Summary of Teachers’ Bio-Data
	Gender

	Male                                                                                                                                     female 

	130 (60.2%)                                                                                                                    86 (39.8%)

	Age

	20-30                                      31-40                                        41-50                                    51-60

	59 (27.6%)                            100 (46.7%)                              35 (16.4%)                      20 (9.3%)

	Level of education

	Certificate                            Diploma                      Degree                  Masters               Other (specify)

	   176 (86.3%)                       27 (13.2%)                  1 (0.5%)                    -                                   -                    

	Work experience

	0-10                                       11-20                            21-30                         31-40                         41+

	101 (47.6%)                         75 (35.4%)               24 (11.3%)               11 (5.2%)                  1 (0.5%)                

	Marital status

	Married                                                                                                                                        single  

	166 (81.8%)                                                                                                                              37 (18.2%)

	Current position 

	Sports and games                         Health teacher                     class teacher                                     other                                                                                                                                            

	  23 (11.2%)                                   29 (14.1%)                          136 (66.3%)                              17 (8.3%)         

	Locality

	Urban                                                                                                                                             rural

	  17 (10.9%)                                                                                                                             139 (89.1%)


Note: Other(s) include: statistics teacher, guidance and counselling teacher, discipline teacher (2), enrolment teacher, academic teacher (2) 

Source: Research data, 2020

Table 3.3 shows bio-data information for teachers. Interestingly as well, the bio-data information shows the majority of primary teachers involved in this research being not women, that is,  60.2% percent (n=130) were men. In terms of education, the majority hold a certificate qualification; 86 percent (n=176) of those who participated in this research were certificate holders. But just one (1) teacher had a degree.  Besides, the result shows the majority of teachers being between 11 to 20 years’ level of experience, 35.4 percent (n=75). Interestingly, the bio-data as well indicates teachers holding some leadership positions, including Sports and games, health teacher, and other positions including Statistics teacher, guidance and counselling, discipline teacher enrolment teacher, and academic teacher. 
3.4 
Methods of Data Collection 
3.4.1
 Un-structured Interviews
Unstructured interviews were used to collect data from 8 school heads.  Interviews were tape-recorded thereafter transcribed. Interviews were used because they generate rich and detailed qualitative data. The selection of school heads was based on easy accessibility by the researcher, therefore time and finance factors were into account. (See Appendix III, page 92).
3.4.2 
Structured Questionnaires 

Questionnaires were administered to 74 head teachers and 218 teachers. But, the wording for questionnaires for school heads was different from questionnaires administered to teachers. Attitudinal type of questionnaires, the 4 points Likert scale was used. Thus the total number of respondents to questionnaires was 292 (see Table 1). Questionnaires generally generated quantitative data. Questionnaires were distributed to head teachers and ordinary teachers through agents, the Ward Education Officers. The Ward Education Officers also collected filled-in questionnaires from school heads and teachers. The use of questionnaires allowed reaching a vast area and saving time for the researcher during data collection. (See Appendix V & VI, 96-101).
3.4.3 
Focus Group Discussion
To enhance triangulation, which results from getting a variety of data from different research instruments and different respondents, Focus Group Discussion (FGD) in addition to face-to-face interviews and questionnaires was administered to 46 teachers.   Focus group discussion was tape-recorded thereafter transcribed. Focus group discussions generated rich and detailed qualitative data. (See Appendix IV, page 94).
3.5 
Ethical Considerations 
The present study adhered to a code of conduct for conducting research. These included obtaining the relevant clearance from the relevant authorities namely the Open University of Tanzania, the Regional Administrative Secretary of Simiyu region, the permission from the District Education Officer (DEO) and school heads. These research clearance and permissions were produced before the actual data collection begins. Other ethical issues such as informed consent, confidentiality, anonymity, and explaining the purpose of the study to the participants were highly adhered to as well. Respondents' consent was sought before involving them in data collection. Cohen, Manion   & Marrison (2000) acknowledge the need for researchers to highly observe the ethical issues to maintain the authentication and reputation of the researchers. Besides, the researcher observed the Tanzanian Statistics Act number 9  of 2015 (URT, 2015) and the amended version Act number  3 of 2019 which is about research ethics and all matters related to getting data and/ or statistics.
3.6 
Data Processing and Analysis 
Quantitative data was analysed using descriptive methods with the help of computer software, SPSS version 20. Data cleaning, processing and analysis were done accordingly. Frequency tables, figures were generated with their corresponding percentages on quantitative data. The tape-recorded data from the interviews discussion were transcribed. Afterward, major themes were generated, coded and analysed thematically.  The descriptive method was used to analyse quantitative data and Thematic Analysis (TA) method was employed for qualitative data analysis. 
CHAPTER FOUR

RESULTS AND DISCUSSION
4.1 
Introduction 

Chapter four is made up of the following subsections: Data analysis, presentation and discussion of data gathered from the field to be able to answer the research questions raised in chapter one. Chapter four as well attempts to fill in the gaps identified in the review of the related literature. 
4.2 
Data Analysis and Presentation 
In this subsection, data are organised and/ or analysed then presented. Some of the data presented include bio-data information for heads of schools and bio-data information for teachers (see Table 4.1 & 4.2). Additionally, data from respondents who were involved in interviews, questionnaires and Focus Group Discussion (FGD) are presented. In this chapter, the method used for organising and presenting data used research questions as the basis. This method of organising data and analysis is fundamental because it draws together all the relevant data for the exact issue of concern to the researcher.  Besides, it preserves the coherence of the materials. That is all data from various streams (interviews, questionnaires and focus groups are collated to provide a collective answer(s) to each research question. Next are the research questions raised in chapter one: 
(i) What are the head teachers doing to meet teachers’ expectations, particularly creating a caring, participative, secure and hygienic working environment?

(ii) To what degree do head teachers offer interesting, challenging and varied tasks to their teachers in their respective schools? 

(iii) What variety of leadership styles do head teachers use in their respective schools? 

After coding and making brief and full descriptions of codes, afterward determining the themes basing on research questions, three major themes emerged from data: Heads Meeting teachers’ expectations; heads offering interesting, challenging and varied tasks to teachers; and leadership styles in use by the school heads. These three themes form the subsections in the present data organisation and presenting data analysed. 
4.2.1 
Heads Meeting Teachers’ Expectations

Heads Meeting Teachers’ Expectations is one of the themes that emerged in the findings of this research.  Findings from the interviews, FGD and questionnaires revealed many issues about the ways the school heads attempted to meet teachers’ expectations. Many teachers who participated in the FGD made positive responses about their head teacher’s support in meeting their expectations. Some of the respondents said that their head provided them teaching materials, also encourages them to work hard. They also added that when a teacher falls sick or gets lost in his/her beloved ones, or has a wedding ceremony, the heads had a put in place a procedure, whereby teachers contribute money to support their fellow teacher(s). Besides, in case of difficulty facing one of them, e.g. death, the head calls a staff meeting for the matter to be discussed by all teachers. Furthermore, several respondents in the FGD said that their heads encouraged them politely to repeat the work when they failed to accomplish it successively. Additionally, heads encouraged them to work in a team. 
See the following quotations from teachers:
“We have a program in our school, that is if any of us get a problem, either death or sickness, we contribute ten thousand every teacher to assist our fellow…the head teacher involves us all staff members..”. (FGD, Mwandoya primary school, August 14, 2020)

One teacher from a different primary school made similar comments to that of a teacher from Mwandoya primary school, she said that: 

“We have unity as a staff, once our fellow face any problem, either death or sickness of himself/herself or nearly relative, we contribute some money to assist him or her. Our head teacher is just managing this program..” (FGD, Mwanhuzi primary school, August 8, 2020)
Table 4.1 shows findings from teachers’ filled-in questionnaires. These findings are similar to the aforesaid findings from the FGD, whereby 67.5 percent (n= 147) of teachers acknowledged the cooperation they receive from their school heads. The concurrence of two categories of findings possibly substantiates the meeting of teachers’ expectations.  
Table 4.1: Teachers Satisfied by Heads’ Cooperation
	satisfied with the cooperation from my head

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	71
	32.6
	33.2
	33.2

	
	Agree
	76
	34.9
	35.5
	68.7

	
	disagree
	35
	16.1
	16.4
	85.0

	
	strongly disagree
	32
	14.7
	15.0
	100.0

	
	Total
	214
	98.2
	100.0
	

	Missing
	999
	4
	1.8
	
	

	Total
	218
	100.0
	
	


Source: Research data, 2020
The school heads as well offered a variety of incentives to meet teachers’ expectations. This is because incentives work as a catalyst for teachers to work hard to meet their expectations. According to teachers who were involved in FGD, some of the incentives offered by school heads included: Encouraging other teachers to clap a hand to the one who performed well; offering biscuits and soda; gifts to the teacher who performed well; and giving verbal appreciation.  Incentives were also given in form of tea and meals during the camps. 
Findings from the interview administered to the school heads suggested the majority of them mentioning the following incentives given to teachers and large extent are similar to those mentioned by teachers: Verbal appreciation/encouragement; allowing teachers to attend seminars/workshops and teachers sometimes are given money; parties/ceremonies with teachers; also involving teachers in school leadership. Furthermore, results from questionnaires filled in by school heads as well indicated school heads encouraging their teachers to work hard as they recognise their work done, see Figure 4.1, whereby 98. 6 percent (n=73) of the heads supported to offer recognition for teachers’ good work. 
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Figure 4.1: School Heads Recognize Teachers’ Work
Source: Research data, 2020

Various methods on how heads of the school meet teachers’ expectations are likewise revealed in other leadership aspects according to the research findings. One of the findings is about school heads being transparent about money brought in their schools in form of capitation grants and involving teachers in planning expenditure of the capitation grant. Research findings revealed that most school heads informed their teacher’s the amount brought in. Besides, the majority of school heads involved teachers to plan for the expenditure of the money through staff meetings. Some of the evidence is given in the following research findings. For example, Figure 4.2, shows that 68.6 percent (n= 144) of teachers supported being involved in budgeting. 
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Figure 4.2: Teachers’ Involvement in Budgeting
Source: Research data, 2020
Research findings from the FGD as well revealed that heads of school were open on money issues as one of the respondents said: “Every teacher has a chance to mention his or her needs according to his/her subjects” (FGD, Mwageni Primary school, August 13, 2020). 
However, in other schools, the situation is different, as revealed by one respondent: “…we used to do so several years ago but recently we didn’t (FGD, Ng’hoboko Primary School, August 13, 2020). Respondents from Muungano primary school also revealed the absence of information about the capitation grant: “No, there is no such a thing in our school (FGD, Muungano primary school, August 10, 2020). This is also supported by a reasonable number of respondents, that is 31.4 percent (n=66) did not agree to be involved in estimating the school’s forthcoming expenditures (see Figure 4.2). 
Even though there is a variation of findings regarding head teachers’ openness on money brought in schools and expenditures of the money, but transparency in the use of money is one of the essential factors to motivate or de-motivate teachers towards work. The openness of the school heads makes teachers feel being part of the school community also valued the school leadership. Thus lack of openness could damage teachers’ expectations. All in all, these findings to large extent reveal heads being open on money; therefore it is highly likely many teachers are encouraged by the behaviour of their school heads. 
In many schools visited for data collection, the availability of teaching and learning materials and availability of teachers is not encouraging at all. Many teachers who participated in the present study were not happy regarding huge classes and inadequate teaching and learning resources, which demoralizes them to work hard. Heads of school as well agreed on the inadequate teaching and learning materials and shortage of teachers compared to an available number of pupils. 
Next are some quotations: 
The number of pupils supposed to be taught by one teacher at a class is 45, but classes are overloaded... more than 80 pupils within the same class.... (FGD, Ng’hoboko Primary School, August 13, 2020). 
A teacher from Minyanda primary school as well said: 

“The classes are overloaded... there is a big number of pupils in the classes. Some classes have more than 200 pupils; this is very difficult to manage...The standard class is supposed to carry 45 pupils but here is too much...” (FGD, Minyanda primary school, August 13, 2020)
One school head from Mwageni primary school also said: “A school has 7 teachers and 618 pupils”, another head revealed: “My school has 16 teachers and 1020 pupils (Head, Gh’oboko primary school) and a school head from Mwanhuzi primary school revealed that “a school has 18 teachers and 940 pupils”.
Given the shortages of resources and teachers, it is most likely teachers’ expectation about enjoying their work and also on ensuring pupils get good outcomes is made gloomy. However, the truth is this; availability of teachers and resources is beyond the capacity of school heads because they expect to get them from TAMISEMI (the President’s Office Regional Administration and Local Government- PO-RALG) and/or District Educational Officer (DEO) or the District Executive Director (DED). Therefore, it is most likely that the school heads are doing whatever is in their capacity to forward their demands for teachers and teaching resources to the higher education authorities to get more teachers and teaching resources in their respective schools. 
A different factor looked at in the present research regarding heads of school supporting teachers’ to meet their expectations is about offering higher positions to various teachers.  Also, the heads making sure that the criterion for promotion to higher positions is well known by all teachers. Findings suggested the majority of teachers who participated in the research agree to be given higher positions by their heads. Next are some of the quotations from teachers involved in FGD: “…yes we are promoted…” (FGD, Mwandoya primary school. August 14, 2020), One more teacher said: “…yes we got promoted” (FGD, Mwagayi). A respondent from Ng’hoboko primary school as well supported the above arguments: 
Yes,  we get it every year and it is done interchangeably or by rotation… it may occur this year you’re a school academic teacher next time you become an environmental teacher... for example, I had once promoted as an academic teacher and then as an accountant teacher. (FGD, Ng’hoboko primary school. August 13, 2020)
Promotion leads to an increase in responsibilities and it is connected to increased job satisfaction, consequently helps to meet teachers’ expectations connected to career progression and development.  
Even though teachers are being promoted to higher positions in various schools, the criteria used as a basis for promotion are not known by teachers. It is a secret of the school heads. The following research results indicate that heads do not make open the criteria for promoting their teachers through the answers to questions posed about the openness of the promotion criteria: “No! No! Hahaha…it is my secret (head, Minyanda primary school, August 13, 2020); “I am giving to them because myself I cannot manage all things alone…of course yes... it secret” (Head, Mwanhuzi primary school, August 6, 2020). However, the heads mentioned to the researcher the criteria used as a basis for promoting teachers including: “Working capacity; working experience; education level; gender; persuasion abilities and accountability; efficient and effectiveness of duties provided to them; capable of making a decision and giving directions; teachers’ interests, for example on games; accountability and commitment of a teacher; and willingness” (Heads, Interviews). An interesting question that can be raised is why heads hide promotion criteria from their teachers? It is presumed that openness of promotion criteria could enhance meeting teachers’ expectations as they would be striving to meet the given criteria to be easily promoted. 
Availability of a friendly and secure working environment encourages teachers to work and also stay at a given school.  Therefore the friendly and secure working environment is one of the factors that lead to meet teachers’ expectations as well as job satisfaction. Research findings revealed that several teachers found in rural schools were not happy with the school environment to the extent that they planned to move to other schools, the following comments substantiate:  
“I am not happy to stay, for several reasons such as, in this school no houses, no water, no near neighbour, so if you face any problem, you will not get help easily. So I am not encouraged to stay at this school...” (FGD, Minyanda primary school, August 13, 2020)
A respondent from Mwageni primary school also made depressing comments as regards the working environment at his/her school:

“To me, it is not encouraging to stay but I just tolerate it… as you can see these societies are agriculturalists…are not interested in education though it is important to them. Apart from that,  once you want to travel no car /bus until walk for 5 kilometres to find the main road where you can get a car/bus,  not only that but also healthy and water services is a problem. In general, I am not encouraged to stay at this school…” (FGD, Mwageni primary school, August 13, 2020)

These responses indicate that the school working environment is not satisfying and to large extent possibly fails to meet teachers’ expectations and job satisfaction. These findings are also supported by the results from questionnaires administered to teachers, whereby 21.5 percent (n=47) of teachers were not motivated by the school working environment (see Figure 4.3). Therefore, many teachers are dissatisfied with the working environment.
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Figure 4.3: Encouraged to Work by the School Environment
Source: Research Data, 2020
However, creating a caring, participative, secure and hygienic working environment by offering teachers’ housing, water and other essential services including electricity is beyond the capacity of the heads of school. The community and the government have the role of making sure that teachers access essential services including housing, electricity and water. 
Good examination results obtained by pupils encourage teachers to increase their effort, that is, good results act as a catalyst for meeting teachers’ expectations as well as job satisfaction. Findings from the present research revealed that many teachers agreed to be encouraged when their pupils’ get good performance. For example, research findings from the administered Focus Group interview revealed: One respondent from Mwandoya primary school said: “Yes, I feel happy and encouraged…” another respondent from Mshikamano primary school also said: “Yes, I feel happy and encouraged because we meet our goal”. A teacher from Muungano primary school as well agreed that good performance by his pupils make him feel happy: “Yes… it motivates us to work hard and aspire to do better on the coming national examinations…” 
The interesting part of these findings on the side of heads of school is how and to what extent the heads assisted their teachers to meet the set goals of ensuring pupils achieve better in national examinations. The next findings reveal the effort put in place by the school heads to support teachers work hard to meet their set goals. Findings given in Table 4.2  reveal that heads encouraged team teaching, were 98.7 percent (n= 73) of heads supported the idea of team teaching in their schools. 
Table 4.2: Heads Encouraging Team Teaching

	Teamwork in Teaching

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	44
	59.5
	59.5
	59.5

	
	Agree
	29
	39.2
	39.2
	98.6

	
	Disagree
	1
	1.4
	1.4
	100.0

	
	Total
	74
	100.0
	100.0
	


Source: Research data, (2020)
Furthermore, findings were shown in Figure 4.4 still show how head teachers support their respective teachers to enable pupils to achieve better in their examinations. This is done through school heads giving feedback to their teachers about the good work they have performed. Giving feedback is one of the motivating factors which could make teachers satisfied with what they are doing as they feel that they are recognised.  Results from heads’ questionnaires indicate that 97.3 percent   (n= 72) of heads of the school offered feedback to their teachers about the good effort they put in to prepare their pupils. 
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Figure 4.4: Heads give Feedback to their Teachers 
Source: Research data, 2020
The heads as well insist teachers complete the syllabus to make pupils get a good outcome. Findings given in Table 4.3 indicate that 98.6 percent (n=73) of school heads agreed to insist their teachers accomplish the syllabus. Accomplishing the syllabus on time is one of the factors that might lead pupils to get a good outcome. Good pupils’ achievements consequently lead to meet teachers’ expectations as well as teachers’ job satisfaction. 
Table 4.3: Head Insists Teachers Finish the Syllabus

	Emphasise Accomplishing Syllabus

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	41
	55.4
	56.2
	56.2

	
	Agree
	32
	43.2
	43.8
	100.0

	
	Total
	73
	98.6
	100.0
	

	Missing
	99
	1
	1.4
	
	

	Total
	74
	100.0
	
	


Source: Research data, 2020
Encouragement of teachers to go to study as well helps teachers to meet their expectations. Research results reveal that majority of school heads support teachers to go for further studies, for example, to go for Diploma or Degree courses. Some of the respondents said: “yes he encourages us often (FGD, Mwanhuzi primary school, August 6, 2020); another teacher from a different school said: 

He encourages us, for example, I had been very reluctant and didn’t want to hear anything about going to school again, but he explained to me the benefits of going to study. (FGD, Muungano primary school. August 10, 2020)
A respondent from Ng’hoboko primary school also supported that their head teacher encouraged them to go study; this is usually done in the staff meeting:

... In fact, frequently within the staff meeting our head teacher encourage us. Hahaha! When I decide to join my diploma I was not prohibited by my boss, I don’t know my fellow here, are you prohibited?  Hahaha... (FGD, Ng’hoboko primary school. August 13, 2020)
Research findings given in Figure 4.5 revealed the same because 63.8 percent (n= 139) of teachers who filled in questionnaires agreed that their school heads encouraged teachers to go for study. However, in other schools research findings are different; the next quotation indicates a head of school not allowing teachers to go for further studies because of shortage of teachers.   
To our school, the situation is good and enjoyable but to other schools, the situation is worse.  Head teachers are prohibiting teachers to go for study due to the shortage of teachers.... (FGD, Mwagayi primary school, August 11, 2020)
These findings concur with that given in Figure 4.5 whereby 35.8 percent (n=78) of respondents did not agree that the head of school encourages teachers to go for further study. Likely, these teachers did not agree because some are denied to go for further studies due to many reasons including shortage of teachers at a given school. 
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Figure 4.5: Heads Encourage Teachers to go for Study

Source: Research data, 2020
In general, allowing teachers to go to study is one of the essentials for meeting teachers’ job satisfaction because this enables career progression and growth of teachers. Besides, this allows the teacher to be more knowledgeable and competent. Therefore, encouraging teachers to go to study is one of how heads of schools influence teachers to meet job expectations as well as job satisfaction. 
4.2.2 
Heads Offering Teachers Interesting, Challenging and Varied Tasks 
One of the factors motivating consequently leading to teachers’ job satisfaction might be through the school heads assigning interesting, challenging and varied tasks. This is the second theme that emerged in the present research findings. Mixed results about the ways heads’ influence teachers job satisfaction and contribute to teachers’ effectiveness from interesting, challenging and varied tasks are given below. 
However, some respondents did not support that challenging tasks are motivating, for instance, one teacher did not like at all to be assigned challenging tasks, and made the following observations: 

“No, it can’t motivate me, because I just do it with no option. Also, you can say the problem can motivate a person because no one likes the problem but we fight it as it occurs. For example, I am teaching science subjects but I am not a science teacher this can’t motivate me, I am just teaching it because of a shortage of teachers only. I am not motivated anyhow... it discourages me for sure…” (FGD, Minyanda primary school. August 13, 2020)
But, a different respondent acknowledged the advantage of challenging tasks for getting new knowledge: 

“Yes, I like challenging tasks because it gives a room to learn more…. I feel   happy and it increases my confidence that I can do anything assigned to do…” (FGD, Muungano primary school. August 10, 2020)  
One more teacher-supported challenging task as it enhances her competence, she made the next comment: 

“Sometimes it may increase knowledge to us… for example, I have been appointed to be a farmer teacher and I was not aware of it but now I feel proud as I am doing it better…” (FGD, Mwagayi primary school. August 11, 2020)  
A different teacher from the same school made a contradicting argument; according to him challenging tasks are not motivating:  

“No, a teacher likes to do a task which is under his or her capability, you may feel… inferior to work on something new to you…” (FGD, Mwagayi primary school. August 11, 2020)  
Other respondents also gave mixed results on performing challenging tasks, some of them denoted: 
“It is discouraging because sometimes they give out the subject without learning materials such as books. For example, a teacher was transferred and I was asked to cover his subjects without the teacher’s guidebook. Hence I was supposed to search for those materials on my own. Something very boring and discouraging tasks…” (FGD, Mwageni primary school. August 13, 2020)

“…you can’t do it successively because it’s not known to you. Science teachers can't teach Arts subject successively, it lies this is blah! Blah! We are just doing it unwillingly…” (FGD, Minyanda primary school. August 13, 2020)
It may discourage someone but in some situations may motivate a teacher as he/she tries his/her level best to make it and done it successfully will feel proud. (FGD, Ng’hoboko primary school. August 13, 2020)
These respondents to large extent give valid arguments unless teachers are well guided by their school heads and/or experienced teachers, they might not manage to teach correctly new subjects assigned to them. Different advice is for the new teachers to teach new subjects in the team, it is most likely that teamwork would orient the new teachers’ assigned new subject(s) to effectively teach it effectively and efficiently. 
Findings of challenges and the way they can enhance teachers’ growth and job satisfaction are further given from questionnaires administered to teachers as indicated in Table 4.6.  The research finding revealed that 68. 8 percent (n=150) of respondents supported that challenges improve their professional growth. These findings are similar to those given by some respondents who participated in Focus Group Discussion. 
Table 4.4: Challenges Enhance Teacher's Growth

	Challenges Enhance my Growth

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strong agree
	40
	18.3
	18.7
	18.7

	
	Agree
	110
	50.5
	51.4
	70.1

	
	disagree
	34
	15.6
	15.9
	86.0

	
	strongly disagree
	30
	13.8
	14.0
	100.0

	
	Total
	214
	98.2
	100.0
	

	Missing
	999
	4
	1.8
	
	

	Total
	218
	100.0
	
	


Source: Research data, 2020
These research findings given in Table 4.4 are further supported by findings from questionnaires filled in by the head of schools, whereby 95.9 percent (n= 71) indicated that they offered their teachers challenging tasks for their professional growth (see Table 4.5). 
Table 4.5: I Offer Challenging Goals to Teachers
	I offer challenging goals to  teachers

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	18
	24.3
	24.3
	24.3

	
	Agree
	53
	71.6
	71.6
	95.9

	
	disagree
	3
	4.1
	4.1
	100.0

	
	Total
	74
	100.0
	100.0
	


Source: Research data, 2020
School heads were also asked about ways they do to challenge their teachers. Findings are given by Figure 4.6 whereby 97.3 percent (n=72) of school heads suggested encouraging their teachers to try new ideas. 
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Figure 4.6: Encouraging Teachers to Try New Ideas

Source: Research data, 2020
School heads also encouraged teachers to be creative. The research findings of the school heads encouraging their teachers to be creative are given by   Figure 4.7 whereby 97.3 percent (n=72) of heads agreed to promote their teachers’ creativity, that is, to come up with new ways of doing things. 
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Figure 4.7: Heads Encouraging Teachers’ Creativity
Source: Research data, 2020
Furthermore, heads discussed new ideas in staff meetings, findings are given in Table 4.6.   The majority of teachers, that is 67.5 percent (n=147) acknowledged discussing new ideas in a staff meeting(s).
Table 4.6: Teachers Discuss New Ideas in Meetings
	New Ideas Discussed in Staff Meetings

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strong agree
	66
	30.3
	30.4
	30.4

	
	Agree
	81
	37.2
	37.3
	67.7

	
	disagree
	44
	20.2
	20.3
	88.0

	
	strongly disagree
	26
	11.9
	12.0
	100.0

	
	Total
	217
	99.5
	100.0
	

	Missing
	999
	1
	.5
	
	

	Total
	218
	100.0
	
	


Source: Research data, 2020

It is more likely the act of school head encouraging teachers’ try new ideas, creativity, and/or new ways of thinking and doing things and/or teaching, also discussing new ideas in staff meetings challenged teachers positively as well as helped them to be satisfied with the job.
One more interesting research finding of ways used by school heads to challenge their teachers is through encouraging them to share a new skill. Figure 4.8 indicates that the majority of teachers, that is 65.6 percent (n=143) supported that they were encouraged by their respective school heads to share new skills. However, a good number of the respondents did not agree to be encouraged by their school heads to share new skills, that is 32.57 percent (n=71) of respondents did not agree about sharing new skills (see Figure 4.8). These mixed results possibly attempt to explain the existence of a conservative form of leadership in some primary schools available in Meatu, whereby school heads are not change-oriented, that is, heads do not welcome change easily. 
[image: image10.png]teachers allowed to share new skills

Bstrong agree
Hagree
Dasagres
Bstronaly disagree.
Owissing





Figure 4.8: Teachers Sharing New Skills
Source: Research data, 2020

4.2.3 
Leadership Styles Used by School Heads  
Research findings presented in this theme are on various leadership styles used by school heads in Meatu as emerged from data collected through face-to-face interviews, FGD and questionnaires to both school heads and teachers. Some leadership styles emerged from the research findings namely: Bureaucratic leadership; instructional leadership; transformational leadership; distributed leadership; and transactional leadership.  
Results given in Table 4.7 indicate the majority of school heads supporting to use of strict rules on teachers because 74.3 percent (n=55) maintained to punish teachers who come late to school. Relying on strict rules is one of the elements of the bureaucratic style of leadership. But, excessive use of strict rules on leading human resources might lead to diminish teachers’ job satisfaction. 
Table 4.7: Punishing Teachers
	Normally Punish Teachers Late to School

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	14
	18.9
	18.9
	18.9

	
	Agree
	41
	55.4
	55.4
	74.3

	
	Disagree
	11
	14.9
	14.9
	89.2

	
	strongly disagree
	8
	10.8
	10.8
	100.0

	
	Total
	74
	100.0
	100.0
	


Source: Research data, 2020
Similarly, results from the face-to-face interviews carried out with school heads suggest many of them telling their teachers to compensate for their periods in case they miss teaching those periods as allocated on the timetable. One the school head in the interview said that in case of a teacher repeatedly late to school, he gives him/her verbal warning, but there is a possibility of sending him/her to the disciplinary committee if the behavior persists. 
Latecomers, I warn them verbally, if not stop I take him/ her to school discipline authority then to high discipline authority if within the school it fails. (Head, Minyanda Primary school. August 13, 2020)
A different school head made a similar comment: 
For teachers, I have a discipline committee asked to deal with disciplinary cases. The committee has three teachers who are: Head teacher, discipline teacher, and other teachers. Once the discipline committee fails to solve the case we involve the whole staff to discuss the case... (Head, Mwageni Primary school. August 13, 2020)
Another element of the bureaucratic style of leadership that emerged in findings from research questionnaires is the lack of transparency in motivating teachers. Many teachers did not agree that there were transparency methods in motivating various teachers.  The finding given in Figure 4.9 suggests that 39.9 percent (n=87) of the teacher not supporting the presence of transparency methods on how teachers are motivated in their respective schools. 
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Figure 4.9: Transparency on Teachers’ Motivation

Source: Research data, 2020
Another element of the bureaucratic style of leadership that emerged from findings by heads’ questionnaires is on adhering to formal channels of communication. Research findings given in Figure 4.10 revealed that 93.24 percent (n=69) of respondents agreed to emphasise their teachers to follow formal channels of communication. The likely shortcoming linked to this style of leadership is to block communication between the teachers and the school leadership, thus could cause teachers’ job dissatisfaction. 
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Figure 4.10: Teachers Follow Channels

Source: Research data, 2020

Instructional leadership was another leadership style that emerged from the findings of the present study. Research findings from questionnaires administered to heads suggest that normally heads punish teachers who miss classes, that is 74.3 percent (n=55) of school heads maintained to reprimand teachers when miss classes, this shows heads are highly likely concerned with academic issues (see Table 4.8).
Table 4.8: Heads Punish a Teacher for Missing Classes
	Normally Punish Teachers Missing Classes

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	16
	21.6
	21.6
	21.6

	
	Agree
	39
	52.7
	52.7
	74.3

	
	Disagree
	14
	18.9
	18.9
	93.2

	
	strongly disagree
	5
	6.8
	6.8
	100.0

	
	Total
	74
	100.0
	100.0
	


Source: Research data, 2020
Furthermore, research results given in Figure 4.11 as well indicate the use of instructional leadership by the school heads for schools visited in Meatu district. Findings reveal 95.9 percent (n=71) of respondents’ support being concerned with teacher’s behaviours. Instructional leadership typically assumes that the significant focus for attention by leaders is the behaviour of teachers as they engage in activities directly affecting the growth of students/pupils. 
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Figure 4.11: Head Concerned with Teachers Behaviour
Source: Research data, 2020
Another element of instructional leadership that emerged from the research findings is about heads encouraging teachers to treat well the pupils. Results are given in Table 4.9 whereby 74.7 percent (n=163) of teachers acknowledged being encouraged by their heads to treat well their pupils. 

Table 4.9: Head Encourages Treating Pupils Well
	Head Encourages to Treat Pupils Well

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strong agree
	79
	36.2
	36.6
	36.6

	
	Agree
	84
	38.5
	38.9
	75.5

	
	disagree
	24
	11.0
	11.1
	86.6

	
	strongly disagree
	29
	13.3
	13.4
	100.0

	
	Total
	216
	99.1
	100.0
	

	Missing
	999
	2
	.9
	
	

	Total
	218
	100.0
	
	


Source: Research data, 2020

The school heads also required and emphasised the completion of the syllabus. Findings are given in Table 4.10 whereby 98.6 (n=73) of school heads maintained to insist teachers put learning at the centre, that is the primacy of teaching and learning should be pupils. 
Table 4.10: Teachers put Learning at the Centre

	Teachers Put Learning at the Centre

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	28
	37.8
	38.4
	38.4

	
	Agree
	45
	60.8
	61.6
	100.0

	
	Total
	73
	98.6
	100.0
	

	Missing
	99
	1
	1.4
	
	

	Total
	74
	100.0
	
	


Source: Research data, 2020
Several of the teachers’ behaviour depicted in the research include: Late coming to school, missing classes, insist loving of pupils and teachers put learning at the centre given in Table 4.7, 4.8, 4.9, 4.10 and Figure 4.11.  These findings generally reveal school heads being concerned with meeting teaching instructional objectives.  
Transformational leadership is another leadership style that emerged in the present research findings. For example, research finds revealed that 98.4 percent (n=73) of heads maintained that teachers and school heads help one another (see Figure 4.12).
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Figure 4.12: Head and Teachers Help One Another
Source: Research data, 2020
These findings from a face-to-face interview with heads are well supported by results from teachers who participated in the FGD whereby some of these teachers agreed that heads support them accordingly as they gave the following comments: 
…each teacher does his/her activities according to the school timetable, but if faced with a difficulty you may ask your fellow teacher…. or head teacher. (FGD, Mwandoya primary school. August 14, 2020)
Somehow he supports us, which mean he support us with some issues and others he can’t that is why I say somehow…. (FGD, Minyanda primary school. August 13, 2020) 
He is very kind to individuals’ problems faced by his/her teacher. He organizes us and finds a way to help our fellow staff... (FGD, Mwagayi primary school. August 11, 2020)
Teachers’ were involved in planning by their school heads; this is an additional way of using transformational leadership in leadership. 
One teacher from Mshikamano primary school said: 

Our boss often says that you can’t implement what you didn’t plan. Through her slogan, we plan together so as we can implement together effectively. (FGD, Mshikamano primary school. August 6, 2020)
It is more likely that the transformational leadership style is practiced because various research findings suggest that head teachers and teachers raised one another on different aspects like planning and solving risen difficulties in their schools.  School heads practicing distributed leadership style as well emerged in the research findings. 
Findings suggest various ways school heads shared activities with other workers. Results as well indicated the head of the school sharing leadership role with other teachers. Furthermore, results show school heads involving teachers in decision-making instead of being sole decision-makers. 
However, several findings indicated school heads discouraging informal leadership. Table 4.11 indicates the involvement of teachers in school leadership.  Results suggest 71.1 percent (n=155) of teachers maintained that were involved in school leadership, which is an element of distributed leadership. 
Furthermore, many teachers who participated in filling in questionnaires maintained to be involved in making decisions, for instance, participating to decide about expenditure for the construction of school facilities,  results revealed  66 percent (n=144) of teachers participated in deciding the construction of school facilities (see Table 14.12).
Table 4.11: Involvement of Teachers in Leadership
	Teachers Involved in lLading

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strong agree
	56
	25.7
	25.8
	25.8

	
	Agree
	99
	45.4
	45.6
	71.4

	
	disagree
	24
	11.0
	11.1
	82.5

	
	strongly disagree
	38
	17.4
	17.5
	100.0

	
	Total
	217
	99.5
	100.0
	

	Missing
	999
	1
	.5
	
	

	Total
	218
	100.0
	
	


Source: Research data, 2020
Table 4.12: Teachers Decide Construction of School Facilities
	Involved to Decide Construction of Facilities

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strong agree
	53
	24.3
	24.5
	24.5

	
	Agree
	91
	41.7
	42.1
	66.7

	
	disagree
	44
	20.2
	20.4
	87.0

	
	strongly disagree
	28
	12.8
	13.0
	100.0

	
	Total
	216
	99.1
	100.0
	

	Missing
	999
	2
	.9
	
	

	Total
	218
	100.0
	
	


Source: Research data, 2020

Research findings from school heads’ questionnaires as well indicate head teachers involving teachers to make a decision, for instance settling students’ discipline. Figure 4.13 shows 97.3 percent (n=72) heads agree to involve teachers to settle pupils’ disciplinary matters. 
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Figure 4.13: Teachers’ Involvement in Pupils’ Discipline

Source: Research data, 2020

The school heads also acknowledged involving teachers through staff meetings to make various decisions, whereby 95.9 percent (n=71) of head teachers maintained to involve teachers in decision making (see Table 4.13). These results further support school heads' use of distributed leadership style in school leadership, and these results are alike to those given in Table 4.12. These findings still reveal the school heads practice distributed leadership style. In generally distributed leadership discourages the sole style of leadership in organisations.
Table 4.13: Involving Teachers through Meetings 
	Involve Teachers in Meetings to make Decisions

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	43
	58.1
	58.1
	58.1

	
	Agree
	28
	37.8
	37.8
	95.9

	
	Disagree
	3
	4.1
	4.1
	100.0

	
	Total
	74
	100.0
	100.0
	


Source: Research data, 2020 

Findings to a large extent indicated school heads practicing distributed leadership, but when school heads were asked to involve informal leaders, a good number of them did not support the argument. Findings indicate that 63.5 percent (n=47) of school heads maintained to discourage informal leaders in their school (see Figure 4.12). These findings could most likely depict the exceedingly use bureaucratic leadership style. Bureaucratic leadership does not permit informal leaders to operate freely in school settings. School leadership responsibilities in a bureaucratic context as a rule are delegated not shared as practiced in a distributed leadership context. 
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Figure 4.14: Heads Discourage Informal Leaders

Source: Research data, 2020
One more leadership style of leadership that emerged from the findings of the present research is transactional leadership. Transactional leadership is a leadership style whereby the relationships between teachers and heads of schools are based upon exchange for some valued resources. Some research findings in the present research support this phenomenon. 
For example, a good number of teachers did not agree on the presence of transparency in the process of motivating teachers. Results are given by Figure 4.15 suggest 39.69 percent (n=87) of respondents not supporting the availability of openness in motivating teachers at their respective schools. Lack of transparency is an element of the transactional leadership style of leadership. 
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Figure 4.15: Transparency on Motivating Teachers

Source: research data, 2020
Results given in Table 4.14 reveal the majority of school heads, that is 91.9 percent (n=68) of heads maintained to give incentive to teachers who are attentive to them. Biasness in motivating teachers is one of the elements of the transactional style. These findings likewise support findings given by Figure 4.15 where many respondents said lack of transparency in motivating teachers. 
Table 4.14: Incentive to Attentive Teachers

	Give Incentive to  Attentive Teachers

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	strongly agree
	25
	33.8
	35.2
	35.2

	
	Agree
	43
	58.1
	60.6
	95.8

	
	disagree
	2
	2.7
	2.8
	98.6

	
	strongly disagree
	1
	1.4
	1.4
	100.0

	
	Total
	71
	95.9
	100.0
	

	Missing
	99
	3
	4.1
	
	

	Total
	74
	100.0
	
	


Source: Research data, 2020 
Interestingly, results given by head teachers through face-to-face interviews contradict findings given in Figure 4.15 and those in Table 4. 14. In interviews, the majority of school heads did not mention something to do with biasness in motivating teachers. For instance, one school head said:

Truly I don’t have money or anything to offer my teachers to encourage them to work hard, instead, I do the following to encourage them to work hard: … all my teachers have equal priority, I involve them in making a decision, I share power with my teachers, I maintain a good relationship with my teacher, effective communication and always I am transparent to them. Above all my teachers are my friends and relatives... (Head, Mshikamano Primary school. August 6, 2020)

Another school head also said the following regarding motivating teachers:

I provide tea to encourage them to work properly …also… teachers who are doing well in their subjects I give them money. For example, last year teachers who were teaching class seven gave them money. Apart from that even this year we have promised them to do the same and even more, if they will get high performance, I also encourage them to work as a team… (Head, Mwagayi primary school. August 11, 2020)
One more head teacher said that teachers are given money during school ceremonies, this is what she said: 
Through the ceremony, we congratulate those teachers who did well in their jobs by offering them money and recognize their performance. (Head, Gh’oboko primary school. August 13, 2020)
A point that is subject to discussion and was not explicitly revealed in the research findings is the extent to which the school heads are transparent on motivating teachers without being unfair.  

4.3 
Discussion 
The purpose of the present research was to establish how the primary school head teachers in Meatu district influence teachers’ job satisfaction. The findings suggest that they do. The discussion is put under the following themes: Heads meeting teachers’ expectations, heads offering teachers interesting, challenging and varied tasks, and leadership styles used by school heads.   
4.3.1 
Heads Meeting Teachers’ Expectations
The results are given under the theme about meeting teacher’s expectations, particularly on creating a caring, participative, secure and hygiene working environment substantiate that school heads influenced teacher’s job satisfaction through meetings their expectations. For example, some of the respondents said that their head teacher offered them teaching materials, likewise encouraged them to work hard. In addition, the school heads put in place a  system, whereby teachers contributed money to support their fellow teacher(s) in case someone loses his/her beloved one. On top of that, in case of difficulty facing one of the teachers, for instance, death, the head called a staff meeting for the matter to be discussed by all teachers. This research finding supports and adds to the earlier research by Zafarullah and   Pertti (2019), Burchard (2016) and Wang and Tran (2015) who found school administration support to being one of the factors leading to teachers’  realising his/her expectations consequently leading to job satisfaction. 

Findings of the present research also indicate the school's head influencing their teachers’ expectations through offering a variety of incentives. The following incentives were given to teachers: Encouraging other teachers to clap a hand to the one who performed well; offering biscuits and soda; offering gifts to the teachers who perform well, and verbal appreciation.  Incentives were also given in form of tea and meals during the camps. School heads also permitted teachers to attend seminars and sometimes teachers were given money when their students perform well in national examinations. School heads as well made ceremonies/parties with teachers. It is most likely that incentives worked as a catalyst on influencing teachers towards job satisfaction and helped much to meet teachers’ exceptions. The research findings regarding heads of school meeting teachers’ expectations through offering them incentives are also in accordance with the conclusion reached in the research carried out by Getahun, Tefera and Burichew (2016) in Ethiopia.  Getahun et al. (2016) conclude that to improve teachers’ job satisfaction, school leadership needs to create a satisfying working environment through management support.
Other research findings regarding meeting teachers’ expectations are about school heads’ transparency about money brought to schools in form of capitation grants and involving teachers in planning expenditure of the capitation grant. However, results revealed contradicting findings, some respondents supported their heads openness about the use of money while others did not support it. Transparency about availability and on use of money is one of the vital factors to motivate or de-motivate teachers towards work. The openness of the school heads makes teachers feel being part and parcel of the school community and a lack of openness could damage teachers’ expectations and their job satisfaction. It can be said that those heads that showed openness influenced their teachers positively towards meeting expectations and those who were not open influenced their teachers negatively. 
Furthermore, findings suggested many teachers not happy with a large number of pupils per classroom as well as a shortage of teaching and learning materials. It can be argued that teachers’ expectations towards making their pupils get good outcomes are not met. Besides, a heavy working load is likely damaging teachers’ motives towards the job. But, the availability of teachers and teaching materials and other facilities including classrooms to accommodate pupils do not solely fall on the capability of the head of schools. The Ministry of Education, TAMISEMI and the community have this responsibility. All in all, the heads need to ask for teachers, more classroom buildings and teaching materials to reduce teachers’ heavy working load. 
Research findings further showed school heads involving teachers in school leadership which is a good indicator about meeting their teachers’ expectations, through career progression and development. The research findings revealed explicitly teachers being promoted to higher positions including, academic teachers, statistics teachers, guidance and counselling teachers, discipline teachers, and environment teachers. These findings of school heads offering teachers various high positions are also directly connected to school heads’ influencing teachers’ job satisfaction.  This finding as well adds to earlier research findings obtained by Iwu, Izeuduji, Iwu, Ikebuaku, and Tengeh (2018). Promotion is one of the factors leading to achieving a worker’s aspiration and satisfaction with the job, as it indicates a good worker’s career progression and achievement (Mtyuda & Okeke, 2016). However, one interesting piece of findings is the rejection of school heads to disclose criteria for promotion, which to some extent limited the teachers not to work hard to get promoted. Probably they thought that promotion was for the few selected and loyal teachers to the school heads. Lack of transparency about promotion criteria might as well lead to favouritism on offering higher positions.  
The present research findings further revealed many teachers working in rural schools not being happy with the school environment to the extent that several intended to move to other schools. Unavailability of essential services including electricity, water, health serves and housing were the main factors. The availability of a friendly and secure working environment most likely encourages teachers to stay and work at a given school (see Kiboss & Jemiryott, 2014). Therefore, it most likely that an unfriendly and insecure working environment hindered meeting teachers’ expectations as well as job satisfaction. However, the heads of schools cannot offer the needed essential services, the only capacity they have is to send requests to higher education authorities and possibly the community around the school. 
Results from the present research moreover showed many teachers supporting the notion that pupils’ good performance encouraged them to work hard. This result aligns with the theory of Vroom (1964). Vroom’s theory proposes that workers will be motivated if there is a positive correlation between effort and performance because good performance is rewarding (Azaliwa & Casmir, 2016). Findings further indicated a good number of heads supporting their teachers to ensure their pupils achieve better in their national examinations, consequently meeting teachers’ expectations and job satisfaction.  The heads did the following to support their teachers: Encouraging them to practice team teaching, insisting on completion of syllabus, and giving feedback to their teachers about good work they had performed. This result particularly on the role of the feedback to teachers from respective heads aligns with the research results obtained by Malik (2013) who establishes the significance of feedback about job satisfaction.
Lastly regarding heads’ meeting teachers' expectations, research findings show that the majority of school heads supported teachers to go for further studies, for example, to go for Diploma or Degree courses. Going to higher studies increases someone’s skills and competence, and it most likely ensures teachers’ smooth career development. But strangely enough, several findings from the Focus Group Discussion revealed that some head teachers refused their teachers to go for study because, in those schools, there were few teachers. Nevertheless, as long as many respondents showed many teachers supporting that their respective heads encouraged them to go to study, it can be concluded that many heads supported teachers’ to meet their expectation as well as influenced their job satisfaction.  
4.3.2 
Heads Offering Teachers Interesting, Challenging and Varied Tasks 
In this study, the researcher also investigated how and the extent to which challenging, interesting and varied tasks given to teachers lead to their job satisfaction. The research came up with a variety of findings. From the Focus Group, Discussion varied results emerged.  Several teachers did not support that challenging tasks offered by their heads positively influenced them towards the job. Some of these teachers were forced to perform the given tasks because they had no alternative. Other teachers however were encouraged by challenging tasks as they were exposed to new knowledge and experiences. These findings largely offer a valid point of view, because unless teachers are well oriented or guided by their schools' heads and/or experienced and competent teachers, they might not manage to teach correctly new subject(s) assigned to them. A similar suggestion is for the new teachers to teach new subject(s) in the team.  Thus, it is highly likely that teamwork could orient the new teachers to the assigned new subject(s) and be able to teach it effectively.  
These findings add to research findings obtained by Lepine, Lepine, and Jackson (2004), Crawford, Lepine, and  Rich (2010); and Kim and Beehr (2018a) who found challenge job demands containing potential gains and also related to more positive outcomes, such as motivation, work engagement, and organization-based self-esteem (OBSE). What’s more, Lepine, Podsakoff, and Lepine (2005) and Podsakoff, LePine, and LePine (2007) also acknowledge job challenges related positively to job satisfaction, performance and motivation of workers. 
It is of interest further to note that research results from questionnaires administered to teachers are alike to those given by some teachers who participated in the Focus Group interviews. That is many teachers who filled in questionnaires supported that challenging tasks promote their professional growth. Additionally, results from questionnaires showed many ways teachers were being challenged by their head teachers including Offering them challenging goals; encouraging teachers to try new ideas; encouraging teachers to be creative; carrying discussion of new ideas in staff meetings; and allowing teachers to share new skills. Therefore it can be generally said that school heads did their best to offer interesting, challenging and varied tasks aiming to influence their teachers’ job satisfaction. Furthermore, it can be agreed that challenging work might be a great motivator, as it can keep teachers engaged and interested in their role. For instance, for many employees including teachers, to overcome some level of difficulty and/or boredom in their work, it is much preferable to be given a challenging job(s). Nonetheless, this positive effect can only go to a point where challenge(s) become practically not possible.  Yet, if workers including teachers feel that they do not have the skills, resources, or leadership support necessary to overcome challenges,  the challenges can reduce their motivation and might have a very negative impact on workers' and/or teacher(s)’ morale.
4.3.3 
Leadership Styles used by School Heads  
In the present study, the researcher also investigated leadership styles used by head teachers to influence teachers’ job satisfaction. The research found some leadership styles used by the heads of the school including Bureaucratic leadership, instructional leadership, transformational leadership, distributed leadership, and transactional leadership.  
Research findings from questionnaires, face-to-face and Focus Group interviews showed the presence of some elements of bureaucratic leadership style, for instance overly use of rules and procedures, lack of transparency on motivating teachers, and over-reliance on formal channels of communication. But, findings did not explicitly reveal the extent to which overly use of strict rules affected the teachers’ morale.  All in all, the most likely shortcomings linked to the dominance of the bureaucratic style of leadership might be decreasing teachers’ morale towards the job. This research finding is not similar to those revealed in Machumu and Kaitila's research, who established that the democratic leadership style most prevailed in the best-performing primary schools (Machumu & Kaitila, 2014).
Findings also revealed heads using instructional leadership in their leadership process, for instance, school heads dealing with teachers’ behaviour which are directly related to teaching and learning. The behaviour includes:  Teachers late coming to school, teachers absconding classes, insisting teachers love pupils, and teachers put learning at the centre (the primacy of the learner). An interesting finding under instructional leadership is about the school heads managed to make teachers compensate classes they missed teaching. Therefore, heads influence teachers positively towards fulfilling their assigned work. 
Transformational leadership is another leadership style that came out in this research.  Findings indicate that teachers agreed that heads support them accordingly in the process of fulfilling their job. Additionally, results reveal head teachers’ involving teachers in planning as well many teachers from the Focus Group affirmed to get support from their school heads.  The transformational leadership style practiced by many school heads likely raised teachers’ morale towards the job.  These findings add to earlier findings from the research carried out by Waga and Simwata (2014) who found that a friendly relationship between school heads and teachers is a motivating factor towards job satisfaction. 
Moreover, Nyenyembe, Maslowski, Nimrod and Peter (2016) found the use of transformational instead of the transactional style of leadership leads to teachers’ job satisfaction.    
Various school heads in this research also practiced distributed leadership style as suggested by findings.  Results showed that school heads shared responsibilities and activities with other teachers. Results likewise showed the head of schools sharing leadership roles with other teachers. Furthermore, results showed school heads involving teachers in decision-making instead of being sole decision-makers. Nevertheless, several findings indicated heads discouraging informal leadership, one of the necessary features of distributed leadership. Therefore, it can be argued that sharing leadership responsibilities positively motivated teachers towards jobs despite many challenges facing teachers including heavy teaching load and ill-equipped working environment. These findings support and add to earlier findings from the systematic review carried out by Zafarullah and Pertti (2019) who found collegial and friendship as some of the factors linked to teachers’ job satisfaction. 
These research findings as well show transactional leadership being used by many of the school heads. Results explicitly indicated that a good number of teachers could not agree on the presence of transparency in the process of motivating teachers. Additionally, the majority of school heads maintained to give incentives to teachers who are attentive to them. It is most obvious that overreliance on transactional leadership leads to a decrease in teachers’ morale. These findings support and add to earlier findings from the research carried out by Buron and  Lassibille, who found that the Principal’s control (autocratic style of leadership) of teachers’ activities be negatively affecting teachers’ job satisfaction (Buron & Lassibille, 2016).
Therefore, it can be generally said that a mixed-use of leadership style might improve teachers’ job satisfaction as revealed by other researchers. For instance, Zafarullah and Pertti (2019) acknowledge different styles of leadership to be used by different types of school leadership to accommodate the heterogeneity in job satisfaction among members of staff.  Earlier research is done in Kenya by Kiboss and Jemiryott likewise offers similar observations concerning the use of the mixed style of leadership as regards workers' job satisfaction.   That is, research findings showed the positive connections between principals’ leadership styles and the teachers’ job satisfaction (Kiboss & Jemiryott, 2014).
CHAPTER FIVE

CONCLUSIONS AND RECOMMENDATIONS
5.1 
Conclusions
The purpose of this study was to establish how the primary school head teachers in Meatu district influence teachers’ job satisfaction. This dissertation identified that school heads did their best to meet teachers’ expectations by creating a caring, participative, secure and hygiene working environment.  School heads created a friendly working environment whereby teachers helped their fellow teacher(s) in case of a difficult situation,   for instance when a teacher loses his/her beloved one. 
Additionally, school heads offered them teaching materials also encouraged teachers to fulfill their tasks by working hard. School heads as well attempted to meet teachers’ expectations through offering incentives likewise making teachers assume different leadership positions for their career progression and development.  Many school heads were also open to teachers on the use of money and involved teachers to plan for the use of capitation grants, thus making teachers be part and parcel of the school. However, the school heads were not in a position to reduce the teachers’ workload emanating from a big number of pupils, as this was beyond their capacity.  And head teachers in rural schools were not able to create a friendly working environment for teachers, particularly offering them houses with essential services as this was also beyond their capability.  
This dissertation further evidently identified that school heads sometimes challenged their teachers to make them grow professionally. Some of the challenging assignments given by heads included: Setting challenging goals; encouraging teachers to try new ideas; encouraging teachers to be creative; carrying discussion of new ideas in staff meetings, and allowing teachers to share new skills. Doing challenging tasks, however, brought mixed findings from teachers. Various teachers acknowledged the benefits resulting from challenging assignments, for instance, an increase in teachers’ morale when the work was performed successively.  Yet, several teachers did not like to be exposed to new situations, like teaching new subjects. Generally speaking, challenging tasks seemed to be leading to teachers’ job satisfaction. 
Lastly, the present dissertation likewise clearly found various leadership styles used by head teachers in the process of influencing teachers to be satisfied with the job. A variety of leadership styles identified include Transformational leadership, distributed leadership, and transactional leadership, bureaucratic leadership, and instructional leadership. It was generally revealed that collegiality in leadership and decision making, and the act of heads and teachers to raise one another increased teachers' morale towards the job. But, strict reliance over-rules and procedures limited teachers’ morale, for example, failure of heads to make open the promotion criteria, refusal of teachers to go for further studies and some teachers not being involved in budgeting and planning. 
Therefore, it can be concluded that by the school heads attempting to meet teachers’ expectations, offering challenging tasks, and use of a variety of leadership styles, these school heads available in various primary schools in Meatu made a positive impact on influencing teachers’ job satisfaction. 
5.2 
Recommendations
5.2.1 
Recommendations for the Practice 
The following recommendations may be made to improve the current practice: A good number of teachers were not happy with the large class size and a critical shortage of teaching and learning materials. Therefore, TAMISEMI needs to do a deliberate effort to increase the number of teachers also offer enough teaching and learning materials in primary schools available in Meatu District. Several teachers were likewise not happy to be given new subjects they had never taught before. It is recommended that teachers need to be oriented before given new subjects to teach. 
Lastly, heads of schools need to make known the promotion criteria to higher positions for the teachers.  Disclose of the criteria leading to various leadership positions in schools will automatically work as a catalyst for teachers to put more effort into the job.  
5.2.2 
Recommendations for Policy Makers 

The researcher as well recommends to policymakers to make sure that all schools are offered essential services namely water, electricity and health services. Availability of essential services could reduce teachers’ turnover probably enrich their job satisfaction. The policymakers are also needed to make strong advice to both local and central governments regarding adequate budget allocation for the construction of classrooms and increase the number of staff. This will reduce the number of pupils per class to the required standard of 45 pupils. A reasonable number of pupils per class could highly likely contribute to teachers’ job satisfaction and enable quality learning to take place. 
5.2.2 
Recommendations for Further Study 

The present researcher recommends further mixed research to be carried about how and the extent to which transformational leadership, distributed leadership, transactional leadership, bureaucratic leadership, and instructional leadership could be embedded in leadership styles practiced in primary schools in Tanzania. Furthermore, another research covering a large area than Meatu District, possibly covering some regions might come up with more enriched evidence about the role played by school heads’ as regards teachers’ morale and job satisfaction in Tanzanian primary schools.  
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APPENDICES
Appendix I: Work Plan 

Table 5. Work Plan 
	Activities/Period 
	2020

	
	Months
	

	
	A
	M
	J
	J
	A
	S
	O
	N
	D

	Writing a research proposal
	
	
	
	
	
	
	
	
	

	Developing tools for  data collection
	
	
	
	
	
	
	
	
	

	Correction and submission of the final  draft of a proposal
	
	
	
	
	
	
	
	
	

	Conducting interviews, focus group discussion, and distributing questionnaires
	
	
	
	
	
	
	
	
	

	Collecting questionnaire
	
	
	
	
	
	
	
	
	

	Data entry, interpretation, and analysis
	
	
	
	
	
	
	
	
	

	Compiling the first  draft
	
	
	
	
	
	
	
	
	

	Compiling the final draft
	
	
	
	
	
	
	
	
	

	Viva voce 
	
	
	
	
	
	
	
	
	


Appendix II: Research Budget 
Table 6. Expected research expenses 
	Items
	Unit
	Cost per unit
	Total  cost

	A. Stationary
	
	
	

	Pen
	5
	200
	1000/=

	Pencil
	1
	500
	500/=

	Rubber
	1
	300
	300/=

	Correction fluid
	1
	1500
	1500/=

	Flash disk
	1
	15,000
	15,000/=

	Paper
	2 rims of paper
	10,000
	20,000/=

	Note Books 
	4
	1,500
	6,000

	Subtotal
	
	
	44,300/=

	B. Traveling
	
	
	

	Traveling to schools to distribute  questionnaires and back home
	15 days
	10,000
	150,000/=

	Administering and collecting questionnaires
	15 days
	10,000
	150,000/=

	Lunch on Administering interviews 
	30 days
	2000
	60,000/=

	Photocopying documents 
	lump sum
	
	100,000

	Subtotal
	
	
	460,000/=

	C. Secretarial services
	
	
	

	Research proposal typing, printing, and binding
	50 pages
	1000
	150,000/=

	Research typing, printing, and binding final report
	150 pages
	1000
	150,000/=

	Photocopying of questionnaires
	500 pages
	100
	50,000/=

	Subtotal
	
	
	350,000/=

	D. Communication services
	
	20,000
	20,000/=

	SUBTOTAL
	
	
	20,000/=

	E. Miscellaneous expense
	
	50,000/=
	50,000/=

	Subtotal
	
	
	50,000/=

	GRAND TOTAL
	924,300/=


Appendix III: Interview for Head Teachers
1. What is the name of your school? Is your school a rural or urban school? And how many teachers are at your school? Please, can you also mention the total number of pupils at your school? 

2. What is your level of education? How many years have you been a head teacher? And how many years have you been a head teacher at this school?

3. What type of incentives do you give your teachers to encourage them to work hard? Are you happy with how your teachers perform their day-to-day activities at your school? 

4. How do you involve your teachers in the following issues: (i) preparation of school development plan, (ii) budgeting (iii) settling pupils’ indiscipline cases ( iv) settling other teachers’ indiscipline cases (v) school-community relationships. 

5. Please, explain briefly how you deal with teachers who miss classes, and teachers who come late to school. 

6. Please, explain briefly how do you involve teachers to evaluate pupils’ National Examination performance? And how do you involve teachers in making different decisions at your school?

7. Please, can you explain briefly the availability of teaching and learning resources at your school? Do you have enough teachers compared to the available number of pupils at your school? Are your teachers complaining about many pupils in the same class? 

8. How do you make sure that the amount of money obtained from TAMISEMI in form of a capitation grant is known to every member of staff including teachers? How do you ensure that the expenditure of the capitation grant is known to every teacher at your school?

9. Please talk about the school working environment and how it is motivating your teachers to stay at your school. 

10.  Please talk about giving other responsibilities to your teachers, like second head teacher, head of the department, storekeeping, etc. What criteria do you use to select a teacher for a given responsibility? Are promotion criteria to higher positions, for example, a second head teacher, school accountant, head of the department known to every teacher? 
Appendix IV: Focus Group Discussion with Teachers 
1. Please mention the name of your school. Is your school found in an urban or rural area? What is your level of education? How many years have you been a teacher at this school? 

2. Are you happy with the number of pupils you teach in each class? Are you happy with the number of periods you teach per week? Do you have all the necessary teaching and learning materials to meet the demand of the number of pupils you are teaching in every class? 

3. Please, explain briefly how the school working environment encourages you to stay at this school? 

4. Many teachers feel happy and encouraged to work hard with good results of their pupils in their national examinations? Do you feel the same? Why? Why not? 

5. Are you usually informed by your head teacher about the amount of money brought to your school in form of a capitation grant? And are you involved in the preparation of the expenditure of the capitation grant? Do you participate in the preparation of the school development plan?

6. Please explain briefly how your head teacher supports you in your daily activities? How does your head teacher support you in case you face some problems, for example, the death of your beloved one? 

7. Have you ever promoted to a senior position, for example, a head of the department? Are the promotion criteria to higher school positions, for example, a second head at your school known to you? 

8. What kind of incentives does the school head offer to teachers at your school? Challenging tasks motivate workers to work hard! Have you ever been offered by your head teacher a challenging job, for example teaching a class or a subject you have never taught since you started teaching? How did you feel after doing it successively? 
Thank you for your cooperation 

Appendix V: Questionnaires for Head Teachers
Name of school........................................Urban .........................Rural.........................

SECTION A: BIO-DATA INFORMATION (tick √ one box)

1. Gender. 

	           Male 
	            Female

	
	


2. Age 

	20 -30
	31 – 40
	41  -  50
	51   -  60

	
	
	
	


3. Level of Education 

	Certificate 
	Diploma
	Degree
	Masters
	Other  (specify)

	
	
	
	
	


4. Work experience

	0  -  10
	11   -  20
	21   -  30
	31   -   40
	41+

	
	
	
	
	


5. Marital status

	Married
	Single 

	
	


SECTION B: LEADERSHIP STYLE PRACTICED  

Please indicate the most appropriate response that reflects various leadership styles you use depending on the circumstance by putting a tick (V) against the choice that fits your opinion. The response options range from: 

1= Strongly Agree; 2= Agree; 3= Disagree; and 4= Strongly Disagree
	Expressions
	1
	2
	3
	4

	S/N
	Items
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree

	1
	In   staff meetings with teachers,  I encourage a discussion on  new ideas about teaching and learning 
	
	
	
	

	2
	I offer opportunities for teachers to share leadership skills with their co-workers 
	
	
	
	

	3
	I discourage informal leaders at my school 
	
	
	
	

	4
	I encouraged my teachers to try new ideas in teaching at our school 
	
	
	
	

	5
	I encourage teamwork in the teaching process at our school
	
	
	
	

	6
	I encourage teamwork in sports and games at our school
	
	
	
	

	7
	I involve teachers to discuss students’ disciplinary issues
	
	
	
	

	8
	In  our school, every member of staff is aware of  promotion criteria to various senior positions  
	
	
	
	

	9
	I normally encourage every teacher in my school to go for further studies, e.g. to take a Diploma in teaching, that is, I support the professional development of my  teachers
	
	
	
	

	10
	I normally punish teachers who come late to school
	
	
	
	

	11
	I normally  punish teachers  who  miss attending classes 
	
	
	
	

	12
	I encourage teachers to be  creative in teaching our pupils 
	
	
	
	

	13
	I normally  give my teachers  feedback for good work performance 
	
	
	
	

	14
	I normally  give my teachers  feedback for bad  work performance
	
	
	
	

	15
	I normally  give my teachers  recognition for good work performance
	
	
	
	

	16
	I do encourage teachers to  treat  our pupils like their  sons and daughters   
	
	
	
	

	17
	Few  teachers are involved  in budgeting  
	
	
	
	

	18
	Few  teachers are involved  in preparing school plans  
	
	
	
	

	19
	I normally insist my teachers follow formal channels of reporting  
	
	
	
	

	20
	I believe in a  leadership style whereby the head of school  and teachers help  one another
	
	
	
	

	21
	Usually, I involve teachers through meetings on making various decisions 
	
	
	
	

	22
	I encourage my teachers to work in a team 
	
	
	
	

	23
	I encourage my teachers to make decisions  as a team
	
	
	
	

	24
	Those teachers who are attentive and helpful to the head of school [me] are given incentives 
	
	
	
	

	25
	I am concerned with the behaviour of teachers towards fulfilling their daily activities 
	
	
	
	

	26
	I normally emphasise the fulfillment of the school syllabus 
	
	
	
	

	27
	I work together with my teachers to meet  school goals
	
	
	
	

	28
	 I do handle teachers’  discipline
	
	
	
	

	29
	I do evaluate teachers’ performance 
	
	
	
	

	30
	I delegate some of my duties to other teachers 
	
	
	
	


SECTION C: MEETING TEACHERS’ EXPECTATIONS

Please indicate the most appropriate response on how you meet your teachers’ expectations by putting a tick (V) against the choice that fits your opinion. The response options range from: 
1= Strongly Agree; 2= Agree; 3= Disagree; and 4= Strongly Disagree
	Expressions 
	1
	2
	3
	4

	S/N
	Items
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree

	1
	I believe that every teacher has something to contribute towards pupils’ learning 
	
	
	
	

	2
	I encourage my teachers to believe that each pupil can do what is required for success
	
	
	
	

	3
	I  am trying    my best to create school’s cultural norms whereby teachers expect high pupils’ outcome 
	
	
	
	

	4
	I am doing  my best to create a sense of making    teachers put learning at the centre of their daily activities
	
	
	
	

	5
	I encourage the development of  teacher leadership across the organization (I create  leadership in others)
	
	
	
	

	6
	I practice  an “open door policy” to my workers including teachers  
	
	
	
	

	7
	I am entrusted in each teacher at this school  to fulfill a given responsibility 
	
	
	
	

	8
	I support my  teachers by responding to their expectations 
	
	
	
	

	9
	I support my  teachers by responding to their needs
	
	
	
	

	10
	I encourage my  teachers to assess the teaching-learning environment critically 
	
	
	
	

	11
	I offer my teachers challenging but realistic goals 
	
	
	
	

	12
	I treat my teachers as professional workers who knows what to do
	
	
	
	

	13
	A treat every teacher as a member of a team 
	
	
	
	

	14
	I support my teachers in case of  dispute with parents 
	
	
	
	

	15
	I support my teachers in case of  dispute with pupils 
	
	
	
	

	16
	I make sure that each teacher gets all necessary resources for teaching 
	
	
	
	

	17
	I normally make interactions with teachers 
	
	
	
	

	18
	I guide new teachers through induction/orientation  
	
	
	
	

	19
	I tell my teachers what I can do to them
	
	
	
	

	20
	I tell my teachers what I am not able to do to them
	
	
	
	


Appendix VI: Questionnaires for Teachers
Name of school............................................Urban .....................Rural.........................

SECTION A: BIO-DATA INFORMATION (tick √ one box)

1. Gender

	           Male 
	            Female

	
	


2. Age 

	20 -30
	31 – 40
	41  -  50
	51   -  60

	
	
	
	


3. Level of Education 

	Certificate 
	Diploma 
	Degree 
	Masters 
	Other  (specify)

	
	
	
	
	


4. Work experience

	0  -  10
	11   -  20
	21   -  30
	31   -   40
	41+

	
	
	
	
	


5. Marital status

	Married
	Single 

	
	


6.   Current position 

	Sports and games
	Health teacher
	Class teacher
	                  Other  (specify)

	
	
	
	


SECTION B: INVOLVEMENT IN DAY-TO-DAY ACTIVITIES 

The following table indicates the extent to which you are involved in the implementation of the day-to-day activities.  Please indicate the most appropriate response that reflects the extent of involvement by putting a tick (V) the choice that fits your opinion. The response options range from: 
1= Strongly Agree; 2= Agree; 3= Disagree; and 4= Strongly Disagree
	Expressions 
	1
	2
	3
	4

	S/N
	Items
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree

	1
	Teaching is an interesting job to me
	
	
	
	

	2
	I feel satisfied  with the recognition I get from  our head teacher
	
	
	
	

	3
	I am satisfied with the independence granted to us by our  head teacher to participate in decision making 
	
	
	
	

	4
	There are transparent mechanisms for motivating teachers at our school
	
	
	
	

	5
	Teachers are leaders in their classroom 
	
	
	
	

	6
	Teachers have a more direct influence on pupils’ learning 
	
	
	
	

	7
	Teachers are involved in preparing the school budget
	
	
	
	

	8
	Teachers are involved to  prepare school development plans 
	
	
	
	

	9
	Teachers are involved in  reviewing  their work together with their co-workers
	
	
	
	

	10
	Teachers are involved in evaluating national examinations results in each year 
	
	
	
	

	11
	I am satisfied with the distribution of teaching periods (teaching load)  at our school 
	
	
	
	

	12
	I am happy with the cooperation I receive from my head teacher
	
	
	
	

	13
	  Our  school has various incentives schemes for teachers 
	
	
	
	

	14
	Our school administration is transparent on the use of capitation grant 
	
	
	
	

	15
	Teachers are involved in decisions about the construction of basic facilities like toilets and  staff housing 
	
	
	
	

	16
	Teachers are involved in discussing issues to be sent to the School Committee 
	
	
	
	

	17
	Senior Management Team (SMT) listens to teachers’ voice 
	
	
	
	

	18
	 I am responsible for monitoring my pupils’ progress 
	
	
	
	

	19
	I am motivated by the school physical’s working environment
	
	
	
	

	20
	I would  like to be transferred to another school 
	
	
	
	

	21
	Good  grades obtained by   my pupils  in their examinations encourage me to put more effort into teaching 
	
	
	
	

	22
	I teach large classes  full of pupils 
	
	
	
	

	23
	Our head teacher is supportive of our daily school activities
	
	
	
	

	24
	I am satisfied with how we do our things at our school (school   culture)
	
	
	
	

	25
	Teaching material is available at my school
	
	
	
	

	26
	Challenging   responsibilities contribute  to my professional growth 
	
	
	
	


SECTION C: LEADERSHIP PRACTICE 

The following Table indicates leadership to practice at your school. Please indicate the most appropriate response by putting a tick (V) the choice that fits your opinion. The response options range from: 1= Strongly Agree; 2= Agree; 3= Disagree; and 4= strongly Disagree

	Expressions
	1
	2
	3
	4

	S/N
	Items
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree

	1
	New ideas about teaching and learning are discussed in  staff meetings 
	
	
	
	

	2
	Teachers are given opportunities to share leadership skills with their co-workers 
	
	
	
	

	3
	Discussion about  development priorities of the school form  part of staff meetings
	
	
	
	

	4
	Teachers are encouraged by the head teacher  to try new ideas in teaching
	
	
	
	

	6
	Teachers work as a team to promote sports and games at our school
	
	
	
	

	7
	Teachers are involved in  discussing  students’ disciplinary issues
	
	
	
	

	8
	There are   clear and transparent promotion criteria for various senior positions  in our school 
	
	
	
	

	9
	Our head of school encourages every teacher in our school to go for further studies, e.g. to take a Diploma in teaching 
	
	
	
	

	10
	Our head teachers normally  punish  us when late to work 
	
	
	
	

	11
	Our head teacher  normally  punish  us when we miss attending classes 
	
	
	
	

	12
	Our head teacher encourages teachers’ creativity in teaching our pupils 
	
	
	
	

	13
	Our head teachers give us feedback and recognition for good performance 
	
	
	
	

	14
	Our head teacher encourages us to love and see our pupils like our  sons and daughters   
	
	
	
	

	15
	Our head teacher  controls everything at our school 
	
	
	
	

	16
	Teachers are involved in leadership at our school
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Intervening variables 





School heads’ role 


create secure and hygiene working environment


participating and offering a caring type of leadership


offering interesting, challenging and varied tasks


use of variety leadership styles





Leadership & motivation theories 


Human Relation Theory


Herzberg’s Two-Factor Theory


Expectancy Theory -Vroom theory (1964)


Work environment e.g. 


-Staff inter-relationships


-supervision style


-school culture


- Physical and social infrastructure


- School operating procedures 


Intellectual challenges


scheme of service





Indicators of Teachers’ job satisfaction


-High commitment


-Positive feelings


-Accomplish goals


-Low attrition


-Enhanced collegiality


-Quality teaching


-Reduced absenteeism


-school effectiveness


-Good learning outcome





Depended variable 





Independent variable
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