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ABSTRACT

This study was conducted to establish the role of school administration in preventing teachers’ moonlighting in public secondary school in Bukombe district. The research was guided by the following research objectives: To examine factors influencing teachers' moonlighting in public secondary schools in Bukombe district, to assess the relationship between teachers' moonlighting and teachers' performance in public secondary schools in Bukombe district and to examine the relationship between school administration and teachers' moonlighting in public secondary schools in Bukombe district. The study used descriptive research design. The study used mixed approach which applies qualitative and quantitative approach, The results of the study revealed that factors influencing teachers’ moonlight includes lack of promotion and motivation, low salary, poor management, poor infrastructure and extended family. The study also revealed the ways that school administration use to manage teachers’ moonlighting like teaching supervision, fixed time table, ensuring good relationship among teachers, increasing morale to teachers, warning letter and physical follow up. The study also revealed that teachers’ moonlighting affect teachers’ job performance in public secondary schools in Bukombe District due to delay in syllabus completion and absenteeism. The study recommended that the government should think on increasing teachers’ salary so that teachers will be able to afford living expenses and encouraging them to stay in their chosen profession. 
Keywords: School, Administration, Teachers’ Moonlighting, Public Secondary Schools.
TABLE OF CONTENTS

iiCERTIFICATION


iiiCOPYRIGHT


ivDECLARATION


vDEDICATION


viACKNOWLEDGEMENT


viiABSTRACT


viiCONTENTS


viiiTABLE OF CONTENTS


xiiLIST OF TABLES


xiiiLIST OF FIGURES


xivLIST OF ABBREVIATION


1CHAPTER ONE


1INTRODUCTION


11.1
Introduction


11.2
Background of the Study


41.3
Statement of the Problem


51.4
Research Objectives


51.3.1
General Objective


51.3.2
Specific Objectives


61.5
Research Questions


61.6
Significance of the Study


61.7
The Scope of the Study


71.8
Definition of the Key Terms


8CHAPTER TWO


8LITERATURE REVIEW


82.1 
Introduction


82.2 
Theoretical Literature Review


92.3 
Concept of Moonlighting


112.3.1 
The Roles of School Administrations in Preventing Teachers’                   Moonlighting


122.3.2 
The causes of Teachers’ Moonlighting in Secondary School


152.3.3 
The Effect of Teachers’ Moonlighting in Secondary Schools


182.3.4 
Strategies Played by School Administrators in Preventing Teachers’ Moonlighting in Secondary Schools


202.4 
The Literature Gap


212.5 
Conceptual Framework


23CHAPTER THREE


23RESEARCH METHODOLOGY


233.1 
Introduction


233.2 
Research Approach


3.3 
Research Design 24


243.4   
Study Area and Rationale


253.5 
Target Population


253.6 
Sample Size and Sampling Procedures


253.6.1 
Sampling Procedures


273.6.2
Sampling Size


273.7 
Methods of Collecting Data


273.7.1 
Questionnaire


283.7.2 
Interviews Guide


293.8 
Pilot Study, Validity and Reliability of the Instruments


293.8.1 
Pilot Study


293.82 
Validity of the Instruments


303.8.3 
Reliability of the Instruments


303.9 
Data Collection Procedures


313.10 
Data Recording and Analysis


323.11 
Ethical Consideration


33CHAPTER FOUR


33DATA PRESENTATION, ANALYSIS AND DISCUSSION


334.1 
Introduction


334.2 
Participant Demographic Information


344.3 
Participants’ Educational Level


354.4 
Participants’ Working Experience


374.6  
Factors Influencing Teachers’ Moonlighting in Secondary Schools


384.7 
Administrative Strategies for Preventing Teachers’ Moonlighting in Secondary Schools


404.8 
The Effects of Teachers’ Moonlighting on Job Performance in                     Secondary Schools


424.9 
Findings from Interviews that Conducted from Different 10 head of            Schools


47CHAPTER FIVE


47SUMMARY, CONCLUSIONS AND RECOMMANDATIONS


475.1 
Introduction


475.2 
Summary of the Study


485.2.1 
The factors influencing Teachers’ Moonlighting


485.2.2 
The effects of Teachers’ Moonlighting on Job Performance


485.2.3 
The ways School Administration Manage Teachers’ Moonlighting


495.3
Recommendations


495.3.1 
Recommendations for Action


505.3.2 
Recommendations for Further Studies


51REFERENCES


55APPENDECES




LIST OF TABLES

27Table 3.1: Distribution of the Participants


33Table 4.1: Gender of Participants


34Table 4.2: Ages of Participants


34Table 4.3: Education Qualification of Participants


35Table 4.4: Working Experience of Participants


36Table 4.5: Responses for Roles Carry out by School Administrators to                 Prevent Teachers’ Moonlighting


37Table 4.6: The extent to which School Administrators prevent                          Teachers’ Moonlighting


38Table 4.7: Responses on lack of Promotion and Motivation


39Table 4.8: Administrative Strategies for Preventing Teachers’ Moonlighting                        in Secondary School


40Table 4.9: Response on the Major Factors which Affect Job Performance


LIST OF FIGURE

Figure 2.1: Conceptual Framework for the role of School Administration in preventing Teachers’ Moonlighting23


LIST OF ABBREVIATION

SPSS  
Statistical Package for Social Sciences

URT  
United Republic of Tanzania

US    
United State

CHAPTER ONE

INTRODUCTION

1.1 Introduction

This study deals with the role of school administrations in preventing teachers’ moonlighting in secondary Schools. The chapter presents the background of the study, statement of the problem, research objectives, general objectives, specific objectives, research hypothesis and significance of the study, the scope of the study, conceptual framework and definition of the key terms.

1.2 Background of the Study

The issue of employees having moonlighting is not a new phenomenon. The earlier study on moonlighting among employees was found in 1960s. Unlike other work related theories in social science field, the issue and discussion of multiple– jobs holding are often ignored and overlooked by government and policy makers, and yet little attention was given by academic scholars. In addition, studies on multiple– jobs holding among employees focus on qualitative approach rather than quantitative methods. Normally occupation such as teaching is quite popular in participating in multiple works.  This paper attempts to extent the research of multiple jobs holding among teachers in (Zdikri and Hassim, 2016). It should be noted that, the numbers of teachers working in extra jobs have been increasing in developed and developing countries. 

This tendency has been commonly referred to as moonlighting, which indicated that teachers divert from their origin jobs to another extra job. According to Conway (2000), moonlighting is a reflection of the worker's choice to pursue entrepreneurial activities while maintaining the financial stability offered by the primary job. This means that, many school teachers work outside of the school system for additional income during the school hours so as to enhance their wages and improve their living condition (Mulokozi, 2015). Kadzamira (2006) points out that most of the teachers in Malawi were engaged in moonlighting activities in order to generate extra income, which mostly contributed to the poor performance in the public examinations. Among many issues in human resource management, the issues of employees participating in multiple jobs are often ignored.

On top of that, Zdikri and Hassim, (2016) revealed that, The development of technology, unstable political situation in the country, significant changes on social and demographic factors as well as uncertain fluctuations of economic situation and many other external factors have contribute to the phenomenon of having second jobs. The increasing costs of living around the globe also affect the attitude and behavior of the employees on their jobs. Having one job was perceived as insufficient by employees thus the employees need to have another job to support their income. Prior studies indicated that employees from many types of occupation irrespective of white collars or blue collars are involved in extra jobs. Studies on employees holding more than one job are very limited in both academic areas and non – academic areas.

Similarly to that, England and Collins (2011) asserts that multiple – job holding refers to the activity of working at second job in the evenings or at weekends without telling the income tax authorities. Employees who hold second job or more than one job is term as multiple job holder. The existence of the multiple job holders in employment market have created a “black economy” where the extra income earned by the employees is ‘off record in the pay slip’. Typically, the extra income earned was less likely to be reported, documented, or even informed to the government as well as employers. A critical analysis on the issues of employees holding second job shows there is no indication that this phenomenon is shrinking and the numbers of second job holders in labor market are found to be growing year by year.

Timothy and Nkwama (2008) conducted the study about moonlighting among teachers in Urban Tanzania the findings revealed/indicated that, teacher moonlighting is one of the under-researched areas. Their study examined the determinants of teachers’ moonlighting. The findings show that 39.4% of teachers had a secondary income generating activity. Sex and age of the teacher were significant predictors of the decision to moonlight. Further, the study findings show that the older the teacher is, the more likely the teacher is to moonlight. The results confirm the proposition that moonlighting in Tanzania is used by formal sector workers as a transition into self-employment after retirement. 

Moonlighting or having a supplementary income generating activity is common among workers in Tanzania. For example, it is a common phenomenon for medical doctors in Tanzania to practice “dual practice” in public and private sectors and for other formal sector workers to supplement earnings through participation in informal economic activities (Theisen, 2006). Despite the widespread prevalence of moonlighting, the phenomenon is one of the under-researched areas (Panos, Pouliakas, and Zangelidis, 2014; winters, 2010). On top of that, Mbwambo (2005) conducted the study in Tanzania and reveled that school administrators complain about low salary, poor conditions of service, lack of incentives and delayed payment and promotion. As a result, many educational institutions experience a serious problem of teachers participating in secondary jobs - moonlighting activities. Therefore low salary may act as among the factors promoting secondary school teachers to engage in moonlighting activities.

Low salaries and economic hardships are often cited as major reasons why formal sector workers engage in the informal economic activities as a second job. The literature has called this phenomenon the financial needs explanation of moonlighting. Thus, moonlighting can be thought to be a self-improvement effort of a worker striving to maximize their value in terms of salary and employment conditions (Beynon, et al. 2015). Despite the efforts made by the government to overcome the problem, many school administrators in Tanzania are fail to prevent teachers moonlighting. Thus the researcher found that there was a need to conduct the study about the role of school administration in preventing against teachers’ moonlighting.

1.3 Statement of the Problem

Some of the school administrations in Tanzania are proving failure to carry out their roles effectively towards preventing teachers moonlighting in schools. The debate surrounding moonlighting covers many perspectives such as moonlighting can contribute to poor performance, moonlighting can contribute to job stress, moonlighting can contribute to absenteeism and moonlighting can contribute to the termination of employees because of their poor performance on primary job (Sabron and Hassim 2016) citied in Public Service Department of Malaysia, 2014). Bukombe district as one among the district in Geita region affected with teachers’ moonlighting such as selling product in shops or kiosk, canteen and driving motorcycle (Bodaboda) or doing business during office hours. 

Through observation, found that many teachers are involving in conducting business during office hour. Despite the efforts investigated by Tanzanian government to overcome or prevent teachers moonlighting, yet many of school administrations still fail to carry out their roles efficiently and effectively in preventing teachers’ moonlighting in secondary schools. Also there is no clear enough data showing roles of school administration in preventing teachers’ moonlighting in secondary schools in Bukombe district, thus the need for this study in Bukombe district.

1.4  Research Objectives

1.3.1 General Objective

To assess the roles of school administrations in preventing teachers’ moonlighting in Bukombe district.

1.3.2 Specific Objectives

i. To examine factors influencing teachers’ moonlighting in public secondary schools in Bukombe district.

ii. To assess the relationship between teachers’ moonlighting and teachers’ performance in public secondary schools in Bukombe district.

iii. To examine the relationship between school administration and teachers’ moonlighting in public secondary schools in Bukombe district.

1.5 Research Questions

i. What are the factors influencing teachers’ moonlighting in secondary schools in Bukombe district?

ii. How teachers’ moonlighting affect teachers’ performance in public secondary schools in Bukombe district?

iii. How school administration managing teachers’ moonlighting in public secondary school in Bukombe District?

1.6 Significance of the Study

This research study will inform school administrations to carry out their roles in preventing teachers’ moonlighting in secondary schools so as to enhance good job performance in schools. The research study will address the Ministry of Education, Science and Technology, Ministry of presidents Office Regional Administration and Local Government which are policy makers and policy implementers and other stakeholders to be aware with teachers’ moonlighting and to take measures to solve this problem. Also to create conducive environment this will motivate teachers to work on their primary institutions.  On the other hand the study will help the government, Non-Governmental Organizations (NGOs) as well as individuals at large to find some alternative strategies to be taken so as to prevent teachers’ moonlighting in secondary schools in Bukombe district and country at large.

1.7 The Scope of the Study

It is impossible to conduct the study in the whole country and involving all population due to the scarcity of financial resources and time. For that case, the study conducted in Bukombe District in Geita region. The selected area presents other area of the country. The study involved head of schools and teachers in assessing the roles of the school administrations in preventing teachers’ moonlighting in secondary schools. 

1.8 Definition of the Key Terms

School administrations: In this study school administration referred a broad field that encompasses almost any topic related to the operating of an academic institution, from managing a preschool to developing university doctorate programs.

Teachers’ job Performance: In this study teachers’ job performance means the duties performed by a teacher at a particular period in the school system in achieving organizational goals.

Roles: In this study role referred as a set of connected behaviors, rights, obligations, beliefs, and norms as conceptualized by people in a social situation. 

Moonlighting: In this study moonlighting referred as a situation of taking on a second job separate from your main source of income.

Teachers: In this study , a teacher referred a person who helps students to acquire knowledge, competence or virtue.

Secondary Schools: In this study secondary school referred as an intermediate between elementary school and college and usually offering general, technical, and vocational or college- preparatory courses.

Preventing: In this study preventing means to stop something from happening or someone from doing something.

CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter presents theoretical literature review, empirical review, and knowledge gap of the reviewed literature.

2.2 Theoretical Literature Review

This study intended to assess the roles of school administrations in preventing or protecting against teachers’ moonlighting in secondary schools. The study guided by Human Relation Theory which is also known as behavioral management theory. In addition to that theory was propounded by Elton Mayo in the 1920s during industrial revolution (Cole, 2004). Furthermore the theory is supported much by other humanistic scholars such as Mary Follett parker in 1932 (Owens, 2004). Human relation theory emphasizes on the need for a clear understanding of the importance of human attitudes, capacity and abilities in term of organization effectiveness. 

In relation to this study, school administrators have the roles of creating positive attitudes capacity building to their teachers so as to prevent or protect teachers’ moonlighting in secondary schools. Also, in relation to the study through theoretical review it found that “employees performed better when administrators treated them in a positive manner” (Marcic and Daft, 2011, p.30). Furthermore, the human relation theory has some weaknesses. The theory ignores rules, procedures and principles that guide workers and also risk workers to be too social swayed by person emotion and opinion when making decision. However, the theory is very much relevant to the study because “Human relation theory is central to organizational development approaches to the improvement of organization performance’’ (Argyris as cited in Austin, 2012, p.24). It also encourages administrators to create a sense of job satisfaction among the teachers and make them feel like they are part and parcel of the school. Human relation theory create good communication between administrators (head of schools) with teachers, it encourages decision making instead of unidirectional communication from the head of schools targeted at the work.

2.3 Concept of Moonlighting 

This part involves a discussion on the teachers’ moonlighting reflected growing financial stress arising from declining earnings, as well as an increased need for flexibility to combine primary job and other jobs to meet family and personal needs. Kimmel and Conway (2001) state that approximately 40 percent of moonlighters report taking the second job due to economic hardship. Additionally, moonlighting is a reflection of the worker's choice to pursue entrepreneurial activities while maintaining the financial stability offered by the primary job.  

In economic terminology, moonlighting raised from at least two distinct reasons; First, many individuals hold multiple jobs due to some sort of constraint on the primary job that limits job's earnings capacity and, second, moonlighting may arises because the wage paid in the first job may not completely reflect the benefits and costs to working. According to Kimmel and Conway (2001), working on the primary job may provide the worker with the credentials to acquire a higher paying second job. And the second job may provide some satisfaction not received in the same amount or manner from the primary job. 

However, the costs and benefits of both jobs were more complex than the monetary wages paid, and they may be foregone value of leisure. This optimizing behavior best explains why workers like teachers decided to took two jobs, and it’s essentially moonlighting. This should be described the nature of moonlighting by stating that, “When jobs are plentiful, voluntary movement out is high; but when jobs are scarce voluntary mobility is low.

Availability of other alternatives induced moonlight intentions into employees by providing comparative benchmarks by which the worker can compare with a situation in the present company. Mosha (2011), revealed that in urban areas of Tanzania majority of the teachers have taken a loan from financial institutions which led to the monthly salary deduction to pay for the loans. Since teachers have their low monthly salary deducted and remain with little money, they engage in tutoring, teaching tuition classes, they have also opted for petty business such as: selling cosmetics, farming, small business, taxi driving, photography, selling snacks and ice cream, running saloon and weaving clothes. 

Parham (2006) studied teachers moonlighting in USA and found out that engaging in  other business activities which are not similar to teaching as well as opting to teaching different schools as part time have impacted both teachers’ job performance and the quality of instruction they provide. It is not unlikely that a situation like this in Tanzania exists and had in one way or another also affected teachers’ profession as well as the quality of education. 

2.3.1 The Roles of School Administrations in Preventing Teachers’ Moonlighting

Cruz, et al., (2016) conducted the study on enhancing the managerial performance of schools heads in Cavite division in Philippine. The study employed mixed research approach descriptive research design. In that matter the study revealed that the level of managerial performance of secondary school heads is very satisfactory in different areas of school management vision, mission and goals gained the highest grand mean while financial and budgeting management got the lowest grand mean. This implies that the head of schools put much on schools activities rather than budget management. That is to say financial management is still a challenge to many Philippine to have morale of participating on various school matters that’s why teachers moonlighting is existing in a particular area.

Furthermore, Quartey and Regina (2013) did a study on human resource management practice in senior high school in the Akwapin North district in the Eastern region of Ghana. The study was mixed in nature and descriptive survey design was employed. In addition to that the research employed purposive and simple random sampling to obtain the participant of the study. Through this study it was revealed that orientation should be organized for teachers when appointed to teach in the school so that they can be aware about teachers’ moonlighting and its impact in school job performance. Therefore the current study will need to explore the roles played by school heads in preventing teachers’ moonlighting in secondary schools.

In relation to this, Emily (2015) conducted the study in Nandi County Kenya on the role of public secondary school principal as human resource manager. The study employed quantitative research approach and descriptive survey research design. The study identified that the primary roles of the school principal include the recruitment of staff in school, encouraging teamwork among staff, empowering and encouraging them to develop their career. That means schools heads engage to ensure that teachers in their schools work as a team and give them motivation and promotion so that can encourage teachers to remain in their primary job and discourage teachers’ moonlighting.

On top of that, Mruma (2013) conducted also the study in Nyamagana District, Mwanza on the effect of motivation factors on teachers’ performance in Tanzanian Education Institution. The study employed a descriptive research design which incorporated qualitative and quantitative approaches; also survey was carried out and in depth interviews were carried out, data was analyzed by descriptive statistics (SPSS). The study revealed that the motivation for persons to join the teaching profession was job security and absence of job alternatives but salary was a low consideration. The study further revealed that the majority of teachers were motivated by intrinsic factors. While small percentage by extrinsic factors despite the fact that the salary was inadequate which lead the teachers fail to meet their basic needs hence teachers’ moonlighting occurs. The study recommended that, immediate increase the salary of secondary school teachers to match increases in the cost of living, provision of accommodation to teachers and strengthening of supervision.

2.3.2 The causes of Teachers’ Moonlighting in Secondary School

Brown, Sullivan and Maniger (2011) conducted the study about Moonlighting and Morale, data was corrected through online survey of teachers, the study used random sampling of Pr K-12 Texas public school teacher. The survey released to Texas classroom Teachers Association teachers who are currently active in the classroom. The findings of this study revealed that, teacher’s incentive pay indicated that employees should be paid enough to take the issue of money off the table (Parham, 2006). 

Also  lack of teachers motivation was among of the factors which influence teachers moonlighting, lack of  extrinsic rewards created job dissatisfaction for employees the presence of extrinsic rewards such as pay working condition and job security did not guarantee job gratification and enjoyment of the work itself, genuine achievement and personal growth were important employee motivators as well. There was teachers retention this should be explained that (Theisen, 2006) revealed that the higher the salary, the less likely the teacher was to leave the field, (Winters, 2010) found that high salaries supported a stronger commitment to remain in the teaching field.  According to this study also showed that teachers often left their field because of a lack of time for duties. 

Educators felt cheated because they did not have enough time for adequate sleep, free time and time with loved ones (Brown, et al., 2011). Sleep was often lost because of numerous teacher responsibilities. The study indicated that while adults needed eight hours of sleep a night, those who only had six hours of rest a night for two weeks were minimally drunk and went to school in this drunk like state. Financial limitations regardless on when or if there might be merit pay or performance based pay or increase in teachers’ pay, many teachers currently in the education field are forced to find additional work in order to survive financially. 

That’s why the current study need to examine the role played by school administrators in preventing teachers’ moonlighting in secondary schools in Bukombe district in order to get literature gap. According to (Rispel, 2014) conducted the study about factors influencing agency nursing & Moonlighting among nurses in South Africa came up with the findings that, Moonlighting sometimes is called multiple jobs - holding is commonly understood as having at least one additional job, in addition to a primary fulltime job. 

Many research have been done concerning moonlighting but the results indicated that workers need high income. But also according to the labour economists drawing on the economic theory of labour supply that view, moonlighting activity primarily as a source of income. A few studies that have examines moonlighting among Medical doctors suggest that doctors also do moonlighting in order interact with fellow professionals in a health practice site get approval from peers or to enhance their knowledge and skills.

Furthermore, although not all extrinsic motivation factors (such as free meals, regular salary payments, leave of absence, free accommodation and weekly allowance) were available to teachers. The majority of teachers were gained low salaries to meet their basic needs. The study recommended that, immediate increase the salary in different sectors this match increases in the cost of living, provision of accommodation to workers and strengthening of supervision (Theisen, 2006). Mulokozi (2015) conducted the study to establish how teachers moonlighting and its Impact on their job performance in Dar es salaam region secondary schools. Mixed method research was used in the study. The data was collected through Interview and questionnaire. Data analysis was done by both qualitative and quantitative in which responses were counted into frequencies and percentages. 

The findings revealed that the activities done by teachers in Dar es Salaam are teaching private tuition, petty trade, part time teaching, saloon activities, photographing and attending small garden. The study also indicated that the causes of the teachers moonlighting behavior among them were insufficient salary, lack of incentives, extended family, and introduction of double session and high demand of teachers. In the same regard the current study the researcher is interested to find out the role played by school administrators to prevent teachers’ moonlighting in secondary schools.

2.3.3 The Effect of Teachers’ Moonlighting in Secondary Schools

Winters, (2010) conducted the study about teachers’ moonlighting: Evidence from current population Survey. This article reports new evidence on teachers’ moonlighting from the US Current Population Survey. Investigation was on the determinants of teachers’ moonlighting and examines the effect that the teachers’ moonlighting has on the number of hours teachers spend on their primary job. The study found that male teachers and teachers with advanced degrees are more likely to moonlight, but teacher pay appears to have little or no effect on the propensity to moonlight. 

The researcher also find that holding a second job reduces the amount of time teachers spend on their primary jobs by about 1h per week. Thus, teachers’ moonlighting may have harmful effects on education, though the effect on hours worked is neither trivial nor especially large. On top of that the study suggests that teachers who moonlight have less energy and attention for their students. There is also evidence suggesting that teachers’ who moonlight are more likely to leave the profession. 

In additional to that, Zdikri and Hassim (2016) conducted the study about Moonlighting: Factors affecting job performance among staff at Klang Valley Public hospitals in Malaysia. The type of investigation in this paper is causal study whereby this research is conducted in order to determine the important factors that associate with the moonlighting among staff. Questionnaires were distributed to respondent in the process to get important view towards this moonlighting activity. In addition to that, basic statistical and advance analytical tools have been employed to evaluate the findings.  

The study come up with the findings that staff may face challenges when engaging in ‘moonlighting’ such as poor performance, absenteeism, fatigued and career conflict on primary job. The aim of this paper is to develop and implement self-efficacy concept in ‘moonlighting’ and the effect on performance at their primary job. Furthermore, Brown and Roloff (2011) in his study suggested that, teachers who moonlighted were emotionally exhausted and no longer had the energy required accomplishing educational goals; thus they accomplished less.  On top of that, Hausken and Ncube (2016) Moonlighting means supplementing one’s income by exerting efforts elsewhere such as in a private market. Service delivery benefits society at large and the recipients of the service, and generates a salary for the actor which is commonly low. 

Actors may thus seek income elsewhere. This causes communities suffer decreased provision of public goods and other services. We determine how actors strike a balance between service delivery and moonlighting. In the same concept, to the current study the researcher is interested to find out the effects of teachers’ moonlighting in secondary schools.
Kadzamira (2006) points out that most of the teachers in Malawi were engaged in moonlighting activities in order to generate extra income, which mostly contributed to the poor performance in the public examinations. In that sense, moonlighting seems to be commonplace for teachers in Malawi to split their time meeting between teaching and some other form of employment in order to meet their monthly. 

According to Mulokozi, (2015) during heads of secondary schools’ meeting held in Arusha, Tanzania in 2012, there were several teachers teaching in two or more schools daily, a practice that affected their performance (TAHOSA, 2012). Ministry of Education and Vocational Training (URT, 2012) indicates that over 13 percent of primary and secondary school teachers were not at work for weeks, months or even years and the main reasons include moonlighting activities. They have also taken loans from financial institutions which, amongst others, they use them for establishing petty business such as: selling cosmetics, farming, small business, taxi driving, photography, selling snacks and ice cream, running saloon and weaving clothes. 

In turn, they are obliged to pay back the loans, which are deducted from their monthly salary. As a consequence, they remain with little money, hence opting for moonlighting (Mulokozi, 2015). The study viewed that moonlighting behavior affected their professional growth. They argued that most of the teachers lacked time for self-reading, attending seminars or workshops and attending in-service training because of being overwhelmed with a secondary job. Heads of schools and academic masters also were of the view that moonlighting activity negatively affected teachers’ profession growth. In that regard the school inspector also revealed that moonlighters had difficulty in improving their teaching career due to the lack of enough time to read and attend in-service training. The moonlighters spent much of their day time outside the teaching career, hence lacked adequate time for nurturing their career as could be expected.

2.3.4 Strategies Played by School Administrators in Preventing Teachers’ Moonlighting in Secondary Schools

 First, et al., (2012) conducted the research study about Job satisfaction and Motivation of Teachers of Public Educational Institutions in Pakistan. The study was conducted to know the impact of reward and recognition, satisfaction with supervision and work itself on job satisfaction. Results showed significantly positive relationship between reward and recognition, satisfaction with supervision and the work itself, with job satisfaction as well as a very positive and significant relationship was also observed between job satisfaction and intrinsic motivation.  All these strategies when practiced in our secondary schools will improve students’ academic performance but also will avoid teachers’ moonlighting in secondary schools.

Nunoo, Darfor, Koomson and Arthur (2016) conducted the study about to determine the effect of employment security on moonlighting in Ghana as a means to inform policy on enforcing issues of employment security. Design/methodology/approach – the paper follows the work of Shishko and Rostker (1976) in using the GLSS6 data by applying the ordered log it estimation technique. An employment security index is created using four variables. The findings indicated that as a person with a single job becomes more secure with employment. This implies that workers can be made to stick to single jobs by providing them with higher levels of employment security but once they take on two or more jobs, providing them with employment security pushes them to even want to moonlight the more. 

On top of that, Richard, (2014) conducted the research study about the Effect of Motivation on Employees Performance. Empirical Evidence from the Brong Ahafo Education Directorate.  Mixed methodology, that is questionnaires and interviews were used to gather data and analysis was done using Statistical Package for Social Sciences (SPSS), and content analysis for qualitative aspect. The study has revealed that promotion and opportunity for advancement are the major motivation factors and the study has also revealed that motivation level is low in the area of wages and salaries. Ghana appears to pay lowest wages and salaries in education sector. It is therefore recommended that Ghana Education Service (management) should consider as a matter of urgency, the need to make upward adjustment in wages and salaries which will reduce the high incidence of teachers’ turnover and moonlighting. 

Lastly, Nyakundu, (2012) revealed the research study about to determine the factors affecting teacher motivation in public secondary schools in Thika West District Teacher motivation plays an important role in the promotion of teaching and learning excellence. Descriptive research design was used for the study. The study targeted the principals and teachers of the public secondary schools in the district. Random sampling technique was used to select teachers while purposive sampling technique was used to select the principals. Questionnaires were used to collect data from teachers while interview schedules were used to collect data from principals. Statistical Package for Social Sciences (SPSS) was used to analyze the quantitative data where descriptive statistics such as means, standard deviation, frequencies and percentages were used to describe the data. Content analysis was used to analyze qualitative data from the interview with the principals. 

The study found that job satisfaction affects employee motivation. This was evidenced by the fact that leadership and promotional opportunity elsewhere influence job satisfaction to a large. The study also found that perceived fairness in teacher promotion system influence job satisfaction among teachers to a small extent and that work environment or conditions influenced job satisfaction among teachers to a large extent. It was found that the reward system affects teacher motivation. The study recommended that schools should ensure that the school environment is conducive for teachers to ensure their motivation and satisfaction with their jobs. This can be achieved by ensuring that there are adequate teaching and learning resources. Hence; will help to prevent teachers’ moonlighting and turnover.

2.4 The Literature Gap

According to literature reviewed in this study, it has been found that some literature reviewed have used Abraham Maslows the Need of Hierarchy which insist motivation to the employees. But the current study guided by Human relation theory which also known as behavioral management theory which discuss about attitude, capacity and abilities in term of organization effectiveness. Also, some reviewed literature discuss about the moonlighting in different sector example in health sector but the current study employed in education sector especially secondary schools and the literature reviewed were reviewed in globally, Africa, regions and within the country and has been discovered that there was no any research study done within our region specifically Bukombe district Tanzania. 

Some of reviewed literature have much employed qualitative, Online survey ,descriptive research design while the current  employed  simple random sampling by using questionnaire to collect data and purposive sampling to get data by using interview and the current study employed mixed research design whereby qualitative and quantitative research were used in a single study. So the study intended to address the roles of school administration in preventing teachers' moonlighting in public secondary schools in Bukombe district.

2.5 Conceptual Framework

Conceptual framework is defined as both a guide and ballast for empirical research, situating specific questions and strategies for exploring them within the wider universe of what is already known about a given topic or question (Ravitch and Riggan, 2012). In conceptual framework (figure 2.1), the administration can influence teachers’ moonlighting through its roles that it plays. In considering issues of teachers’ motivation, teachers’ training and development together with the leadership style that the administration adopt can influence teachers’ moonlighting.

The administration also has the influence on the teachers’ condition which involves issues like job satisfaction, the need for carrier development and teachers’ passion to engage in more than one activities which also has the influence on teachers’ moonlighting. Teachers’ moonlighting has the influence on the teachers’ performance. The understanding of the roles of administration towards teachers’ moonlighting and its effect on teachers’ performance will enable the identification of the strategies that the school administration can use to prevent teachers’ moonlighting in Bukombe district.
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Figure 2.1: Conceptual Framework for the role of School Administration in preventing Teachers’ Moonlighting

Source: Researcher’s conceptualization, 2019

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter presents research approach, research design, study area and rationale, target population, sample size and sampling techniques. Also this chapter presents methods of data collection, pilot study, validity and reliability of the instrument. Data collection procedures, data analysis as well as ethical considerations.

3.2 Research Approach

The study employed a mixed methods research design which involved both quantitative and qualitative research methods. Mixed method is the research approach in which the researcher collects and analyzes both quantitative and qualitative data in a single study (Creswell, 2012). That means both quantitative and qualitative data collected, analyzed and interpreted in a single study. Creswell, (2014) viewed quantitative research as an approach for testing objective theories by examining the relationship among variables. “Qualitative research approach refers to the approach that relies on qualitative modes of data collection and analysis” (Klenke, 2016, p.6). Mixed methods research approach helped to provide a comprehensive understanding of the research problem than either using one type by itself.

Creswell, (2012) also asserts that research design deals with where, when and how the study and data analysis and reporting will be conducted (Creswell, 2012). The study employed embedded research design. Embedded research design is defined as methodology that provides a means of integrating qualitative and quantitative methods into a single research. This design involves as well either the convergent or sequential use data, the main idea is that qualitative or quantitative data is embedded within a larger design and the data sources play a supporting role in the general design.

3.3 Research Design 

The descriptive research design was chosen in this study considering the purpose of the study. Descriptive research according to Saunders et al., (2007) is a research for which the purpose is to produce an accurate representation of a person, situations and event. It produces good amount of responses from a wide range of people. So descriptive research design was suitable for this study. 

3.4   Study Area and Rationale

This study on assessing the role of school administrations in preventing teachers’ moonlighting in secondary schools was conducted at Bukombe district. Bukombe district is found at Geita Region and it is bordered to the North by Geita district, to the East by Mbogwe, Nyangwale district, to the South by Kigosi game reserve, and Kakonko district, to the West by Biharamulo district. Furthermore, Bukombe district has seventeen schools whereby this study involved ten public secondary schools by involving the head of schools and teachers. 

The gathering information from the study was used by the researcher to represent the degrees in which role of the school administrations in preventing teachers’ moonlighting in secondary schools. Also the study was conducted in Bukombe district because job performances in Bukombe secondary schools are very low due to massive of teachers’ moonlighting and this lead to poor academic performance of the students so the researcher intended to investigate the role of school administration in preventing teachers' moonlighting in ten public schools in Bukombe district. 

3.5 Target Population

Hunter and Dantzker (2012) viewed that population is the complete group or class from which information is to be gathered. Furthermore population is a group of people who are living in a particular geographical unit and conduct different activities. Jha (2014) conceptualized target population as the population which is actually studied. That is to say target population is a group of people with different characteristics from which the researcher desires to conduct the study. Therefore, this study targeted ten secondary schools, head of schools and teachers in these schools in Bukombe district. The respondents are at the centre of educational practices; hence they had adequate information to answer the research questions.

3.6 Sample Size and Sampling Procedures
The study used 110 respondents, 100 teachers and 10 head of schools, from 10 public secondary schools to gather accurate data that are free from bias. Both probability and non-probability sampling were employed.

3.6.1 Sampling Procedures

Drenna (2009) define sampling is the selection of a sample of element from a larger population of elements for the purpose of making certain kind of inferences about that larger population as a whole. Sampling procedure is a representative of the population so as to make correct generalization about all of the population (Cargan, 2007). Therefore, this study used both probability and non-probability sampling. Under probability sampling the researcher used stratified sampling and simple random sampling. Stratified sampling is the one that requires the researcher to possess a list of every population sampling unit and the relevant characteristics about each sampling unit used in establishing strata (Jugenheimer, Kelly, Hudson and Bradley, 2014).

This study used stratified sampling to sample 100 teachers basing on gender that is male and female from 10 selected public secondary schools. Stratified sampling procedure helped the researcher to get participants with different perception over the research problem. Matthews and Koistels (2011) conceptualized simple random sampling as a randomized method to ensure that all participants in the target population have an equal likely chance of being selected for the research sample. 

This study used simple random sampling to sample the respondents of both genders in the working field. Also simple random sampling provides equal chance for every member in the targeted population to be selected as a representative of the whole target population of the study. Under non probability sampling the study used purposive sampling, where by purposive sampling is one where people from a pre specified group are purposely sought out and sampled (Lacey and Gerrish, 2010). The study employed purposive sampling to sample ten (10) secondary schools and ten (10) head of schools for this study. In that case purposive sampling helped the researcher to get secondary schools and schools with required in depth information.

3.6.2 Sampling Size

Table 3.1: Distribution of the Participants

	Types of participants
	Number of participants
	Percentages(%) of participants

	Head of schools
	10
	9.1%

	
	
	90.9%

	Teachers
	100
	

	
	
	

	Total sample size
	110
	100%

	
	
	

	
	
	


Source: Field Data,(2019)

Sample size is the part of the population selected for a particular experiment or study. Sample size selection is an important step in the design of a study (Bryman and Bell, 2007). In that matter the study used a total of 110 participants who were selected from 10 secondary schools. Therefore, the researcher used the total of ten (10) school heads and one hundred (100) teachers that is to say; each school provided one (1) head of school and ten (10) teachers who were used in this study.

3.7 Methods of Collecting Data

These are methods through which the researcher used to collect data or information in the field study. Data collection is an essential element in the production of useful data for analysis and is subject to empirical research informed by theory (Groves et al., 2009). There are different methods of collecting data but according to this type of study, the researcher used questionnaires and interview guides.

3.7.1 Questionnaire

Questionnaire can be described as method that seeks written or verbal responses from people to a written set of questions or statement (Parahoo as cited in Steen & Roberts, 2011). Questionnaires may involve both close and open ended questions. Krausssv (2009) viewed questionnaire as an excellent means to obtain the information identified under the personal and professional due diligence headings. This study employed both closed and open ended questionnaires. Closed ended questions are the one that require respondents to choose from a limited number of responses that are predetermined by the researcher; they provide primarily quantitative data (Johnson & Christensen, 2012). 

Closed ended questions limit respondents to the same response categories and allow standardized quantitative statistical analysis. The researcher of this study administered closed ended questions to 100 teachers from selected public secondary schools which helped to obtain data. Also closed ended questions enabled the researcher to save time because a large group of respondents administered at the same time. Open ended questionnaires are questions that can be used that can be used in both quantitative and qualitative studies they are much more prominent in qualitative research (Rubin & Babbie, 2010). This study also administered open ended questions allow the respondent to express their perceptions and altitudes about the research problem.

3.7.2 Interviews Guide

Interview is a method of collecting data through formal conversation between interviewer and interviewee. That is, the interviewer asks open ended questions to interviewee so as to get information. Interviews occur when the researcher asks one or more participant general open –ended questions and records their answers (Creswell, 2012). In this regard, this study used semi structured interview guides whereby, the interviewers used an interview guide with specific questions that are organized by topic but are not necessarily asked in a specific order (Bailey, 2007). The researcher of this study administered semi structured interview to the heads of the schools so as to obtain qualitative data. Semi- structured interview guide helped the heads of schools to provide clarifications on relevant and useful information about the issue under study.

3.8 Pilot Study, Validity and Reliability of the Instruments

This was done to measure the effective and efficiency of the data collection instruments, validity and reliability of the data collected.

3.8.1 Pilot Study

Pilot study was done to check the effectiveness and efficiency of the data collection instrument in collecting the relevant and needed information to answer the research questions. Blessing and Chakrabarti (2009) conceptualized that the main aim of pilot study is to try out the research approach to identify potential problems that may affect the quality and validity of the results. The researcher used test-retest method by piloting one secondary school in Bukombe district at two times by administering the research instruments to seven teachers so as to test its effectiveness and efficiency. This was done mainly to ensure the validity and reliability of the data collection instruments.

3.82 Validity of the Instruments

Validity means that the test measures what it is supposed to measure (Duban, Pilitsis, Argoff and McCleane, 2009). In the study validity was used to check whether the research instruments measure what is supposed to be measured. In order to ensure face and content validity the researcher exposed the research instruments to the experts for scrutiny. Some of these experts were the members of the department of education like the supervisor and my colleague who will be also asked to review the instruments.

3.8.3 Reliability of the Instruments

According to Picardi and Masick (2014) reliability refers to the consistency of a measure across subsequent tests or over time. That is to say reliability is the ability of the research instruments items to produce stable and consistent results even though administered twice. The study used test retest reliability. “Test retest method is the measure of stability overtime; it is useful in situations where performance is expected to remain somewhat stable across time” (Watson and Flamez, 2015, p.70). 

Therefore, this study administered the research instruments (questionnaires) to seven (7) teachers in one of secondary school in the area of the study. Then, after ten days the researcher administered the same research instruments to the same teachers of the same pilot school. The researcher compared the findings of the first time and second time to see if they correlate. Finally, all ambiguities and vagueness in the research instruments were rectified before subjected to the actual field. However the piloted sample was excluded from participating in the study.

3.9 Data Collection Procedures

Before going to the field for data collection the researcher obtained the permission from the department of education from Open University of Tanzania. Then the permission letter was submitted to the Geita Regional Administrative Secretary (RAS) and to the District Administrative Secretary (DAS) and allowed to collect data to the requested ten public secondary schools in Bukombe district. After obtaining the permit, the researcher communicated with each school head in order to schedule for administering questionnaires to the selected teachers and conducting interviews.

3.10 Data Recording and Analysis

Data recording is a process which involves recording information through research protocols, administering data collection so that you can anticipate potential problem in data collection and bringing sensitive to ethical issues that may affect the quality of data (Creswell, 2012). While data analysis is the process of transforming the bits and process of information that will be collected in whatever fashion into something that is usable by the policy maker (Shulsky and Schmitt, 2011). Both qualitative and quantitative data analysis procedures were used. Quantitative data obtained from closed ended questions were coded by using Statistical Package for Social Sciences (SPSS) version 20. 

Also, those data were analyzed and presented by using descriptive statistics such as tables, frequencies and percentages. Qualitative data were obtained through semi structured interviews and recorded through audio devices and field notes and later described and analyzed according to the themes and categories to ensure accuracy in transcription and to verify that the response adhere to the informants. Then the identified themes were pooled into the same category. Finally, qualitative data were presented in the form of narrative and direct quotations.

3.11 Ethical Consideration

Ethical considerations are specified to be the most important part of the research. The current study adhere to the research ethical matters such as inform the consent, maintain confidentiality, privacy and avoid plagiarism as articulated in the literature (Creswell, 2014). The researcher maintained confidentiality by using figurative names like capital letter instead of the name of the school. Also the study did not mention the name of the research participants who were involved in the research study. In relation to that the researcher maintained confidentiality due to the fact that the information which provided by the research participants is not disclosed to other people.

Privacy was maintained, since during data collection the researcher selected the areas which enable the research participants to be free to provide all the required information confidently. Furthermore, in this study plagiarism was avoided by disallowing in presentation or the use of someone’s ideas, and words without any consent or acknowledging them. During the research process the researcher was honest and transparent so as to avoid misleading information and bias.

CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND DISCUSSION

4.1 Introduction

This chapter presents respondents demographic information and the research findings, which were presented and organized based on the research objectives and questions. In this study, the researcher collected qualitative data through interview guides from (10) targeted administrators from secondary school heads. In addition, the study administered questionnaires to 100 targeted school teachers in secondary whereby quantitative and qualitative data were gathered. The obtained quantitative data were statistically analyzed and presented in form of frequency and percentage table. Qualitative data were analyzed and presented basing in categories and themes.

4.2 Participant Demographic Information

This study was conducted in 10 secondary schools in Bukombe district. In this study, the demographic variables were given attention whereby gender, age, working experience and level of education. The findings are shown in Table 4.1.

Table 4.1: Gender of Participants

	Gender
	Frequency (f) 
	Percentage (%)

	Male
	61
	61%

	Female
	39
	39%

	Total
	100
	100%


Source: Field Data (2019)

From Table 4.1 it was revealed that 61 percent of respondents were males as well as there were 39 percent of the respondents were female. The rationale of the assessing the gender of the respondent was that the researcher could understand the level of participation of both male and female and their distribution to this study. Thus all social groups were given consideration in the study.

Table 4.2: Ages of Participants

	Age
	Frequency (f) 
	Percentage (%) 

	21 – 30 years
	61
	61%

	31 – 40 years
	38
	38%

	41 – 50 years
	1
	1%

	50 years and above
	0
	0%

	Total
	100
	100%


Source: Field Data (2019)

Table 4.2 shows that 61% of the participants are aged between 21 to 30, 38% of the participants are aged between 31 to 40 years, 01% of the participants are aged between 41 t0 50 years and none of the participants was aged between 50 years and above. This shows that many teachers who engaged in moonlighting are youth rather than elders.

4.3 Participants’ Educational Level 

The researcher needed to know the level of education qualifications so as to understand education level of participants. The following table shows the findings.

Table 4.3: Education Qualification of Participants

	Level of education 
	Frequency (f) 
	Percentage (%) 

	Diploma
	40
	40%

	Bachelor
	58
	58%

	Masters
	2
	02%

	Total
	100
	100%


Source: Field Data (2019)

The Table 4.3 shows that, 40% of the participants are diploma holder, 58% of the participants are bachelor holder and 02% of the participants are master’s holders. This finding show that many participant were bachelor degree holders 

4.4 Participants’ Working Experience

The researcher needed to understand working experience of the participants so that to know the age that involved much in moonlighting activities. The following tables shows the findings.

Table 4.4: Working Experience of Participants

	Response
	Frequency ( f )
	Percentage (%)

	Less than 1 year
	6
	6%

	1 – 10 years
	84
	84%

	11 – 20 years
	10
	10%

	21 – 30 years
	0
	0%

	Total
	100
	100%


Source: Field Data (2019)

Table 4.4 show that 6% of the participants have less than 1 year of experience, 84% of the participant have 1 to 10 years of experience, 10% of participants have 11 to 20 years of working experience and none of the participants has working experience of 21 years and above. This shows that many participants have 110 years of working experience

Roles of School Administration;

i. Encouraging team work 

ii. Developing teachers career

iii. Creating safe working environment 

iv. Provision of motivational and promotion

v. Creating good relationship among teachers

Table 4.5: Responses for Roles Carry out by School Administrators to Prevent Teachers’ Moonlighting

	Response
	Frequency (f) 
	Percentage (%) 

	Almost never
	9
	9%

	Seldom
	20
	20%

	Sometimes
	26
	26%

	Frequently
	27
	27%

	Almost always
	18
	18%

	Total
	100
	100%


Source: Field Data (2019)

The Table 4.5 shows how school administrators carry out the following roles encouraging team work, developing teachers career, creating safe working environment, provision of motivation and promotion, creating good relationship among teachers where by 9% of participants responded that almost never, 20% of participant respond that seldom, 26% respond that sometimes, 27% of the participants respond that frequently and 18% of participants respond that almost always. This shows that many school administrators are encourage team work, develop teachers career, creating safe working environment, provision of motivation and promotion also creating good relationship among teachers. 

In relation to this study, school administrators play their roles of creating positive attitudes capacity building to their teachers so as to prevent or protect teachers moonlighting in secondary schools. Also, in relation to the study through theoretical review it was founded that “employees performed better when administrators treated them in a positive manner” (Marcic and Daft, 2011, p.30).

4.5 Level of Schools Administration in Preventing Teachers’ Moonlighting

The focus of this objective was to understand the extent to which the school administrators prevent Teachers’ moonlighting. The following table shows the general findings.

Table 4.6: The extent to which School Administrators prevent Teachers’ Moonlighting

	Response
	Frequent (f) 
	Percentage (%) 

	Lowest level
	7
	7%

	Medium level
	72
	72%

	Highest level
	21
	21%

	Total
	100
	100%


Source: Field Data (2019)

Table 4.6 shows to what level the school administrators prevent teachers’ moonlighting through encouraging team working, good communication among workers, creating safe working environment, provision of motivation and promotion to teachers and teaching supervision. Where by 7% of participants responded that it is the lowest level, 72% of participants responded that it is in the medium level while 21% of participants responded that it is in the highest level. This shows that school administrators prevent teachers’ moonlighting to the medium level. Literatures encourage administrators to create a sense of job satisfaction among the teachers and make them feel like they are part and parcel of the school. Human relation theory create good communication between administrators (head of schools) with teachers, it encourages decision making instead of unidirectional communication from the head of schools targeted at the work (Argyris, 2012, p.24).

4.6  Factors Influencing Teachers’ Moonlighting in Secondary Schools

The focus of this question was to understand whether or not does lack of promotion and motivation, low salary, poor management and poor infrastructure influencing teachers’ moonlighting in secondary schools. The following table shows the general findings. Table 4.7 shows responses on how lack of promotion and motivation, low salary, poor management and poor infrastructure influencing teachers’ moonlighting in secondary schools.

Table 4.7: Responses on lack of Promotion and Motivation

	Response
	Frequency (f) 
	Percentage (%) 

	Strongly disagree
	2
	2%

	Disagree
	5
	5%

	Undecided
	3
	3%

	Agree
	24
	24%

	Strongly agree
	66
	66%

	Total
	100
	100%


Source: Field Data (2019) 

The table 4.7 shows that 2% strongly disagree, 5% disagree, 3% undecided, 24% agree and 66% strongly agree that lack of promotion and motivation, low salary, poor management and poor infrastructure influencing teachers’ moonlighting in secondary schools. So this show that many secondary school teachers engaging themselves in moonlight due to the lack of promotion and motivation, low salary, poor management and poor infrastructure. Recalling to Kimmel and Conway (2001) state that approximately 40 percent of moonlighters report taking the second job due to economic hardship. Additionally, moonlighting is a reflection of the worker's choice to pursue entrepreneurial activities while maintaining the financial stability offered by the primary job.  

4.7 Administrative Strategies for Preventing Teachers’ Moonlighting in Secondary Schools

This question focused on understanding if the use of provision of rewards to the best teachers, the increase of teaching and learning facilities, maintaining proper communication and creating safe and health working environment as strategy will prevent teachers’ moonlighting in secondary school. The following table shows the general findings.

Table 4.8: Administrative Strategies for Preventing Teachers’ Moonlighting in Secondary School
	Response
	Frequency (f) 
	Percentage (%) 

	Yes
	69
	69%

	No
	31
	31%

	Total
	100
	100%


Source: Field Data (2019)

The table 4.8 shows that 69% of  participants agree that the use of provision of rewards to the best teachers, the increase of teaching and learning facilities, maintaining proper communication and creating safe and health working environment as strategy will prevent teachers’ moonlighting in secondary school while 31% participants disagree. This show that teachers’ moonlighting in secondary school will be prevented through provision of rewards to the best teachers, the increase of teaching and learning facilities, maintaining proper communication and creating safe and health working environment.

In line with the study made by Emily (2015) in Nandi County Kenya, the primary roles of the school principal include the recruitment of staff in school, encouraging teamwork among staff, empowering and encouraging them to develop their career. That means schools heads engage to ensure that teachers in their schools work as a team and give them motivation and promotion so that can encourage teachers to remain in their primary job and discourage teachers moonlighting. Furthermore, Shah, et al. (2012) suggested that significantly positive relationship between reward and recognition, satisfaction with supervision and the work itself, with job satisfaction as well as a very positive and significant relationship was also observed between job satisfaction and intrinsic motivation.  All these strategies when practiced in our secondary schools will improve students’’ academic performance but also will avoid teachers’ moonlighting in secondary schools.

4.8 The Effects of Teachers’ Moonlighting on Job Performance in Secondary Schools 

Therefore this objective aimed to find out the effects of teachers’ moonlighting in secondary Bukombe district, through closed -ended questions various factors were revealed in Table 4.9.

Table 4.9: Response on the Major Factors which Affect Job Performance

	Response
	Frequency (f) 
	Percentage (%)

	Poor academic performance
	46
	42

	Absenteeism
	25
	22.7

	Failure to complete syllabus
	13
	12

	Truancies
	14
	12.7

	Conflict between school management and teachers
	12
	10.9

	Total                                                                110                      100


Source: Field Data (2019)

The response contained in the table 4.9 was revealed that 42 percent of respondents suggested that poor academic performance is one of the factor affect job performance in secondary school in Bukombe due to teachers’ moonlighting, 22.7 percent mentioned that absenteeism lead to poor job performance in secondary school because of teachers’ moonlighting on the other hand, 12 percent of respondents  it was revealed that, failure to complete syllabus at secondary school influenced by teachers’ moonlighting. In addition, 12.7 percent revealed that, truancies is one of the outcome at secondary school in Bukombe district due to teachers’ moonlighting, and 10.9 percent indicated that conflict between school management and teachers are the results of poor job performance in secondary school because of teachers’ moonlighting.

Therefore the findings indicated that teachers moonlighting in secondary school Bukombe district were practiced due the factors which mentioned by the respondents in selected schools. The findings of this study compromises with Parham (2006) who studied teachers’ moonlighting in USA and found out that engaging in  other business activities which are not similar to teaching as well as opting to teaching different schools as part time have impacted both teachers’ job performance and the quality of instruction they provide. It is not unlikely that a situation like this in Tanzania exists and had in one way or another also affected teachers’ profession as well as the quality of education. 

Furthermore, Mulokozi (2015) added that, moonlighting behavior affected their professional growth. They argued that most of the teachers lacked time for self-reading, attending seminars or workshops and attending in-service training because of being overwhelmed with a secondary job. Heads of schools and academic masters also were of the view that moonlighting activity negatively affected teachers’ profession growth. In that regard the school inspector also revealed that moonlighters had difficulty in improving their teaching career due to the lack of enough time to read and attend in-service training. The moonlighters spent much of their day time outside the teaching career, hence lacked adequate time for nurturing their career as could be expected.

 4.9 Findings from Interviews that Conducted from Different 10 head of Schools

The researcher interviewed 10 head of schools and the following are the general findings.

4.9.1 Experience of Head of schools on Teachers’ moonlighting in administered Secondary School: This question intended to know if head of schools have experienced moonlighting in their schools. The following were the responses from participants. All 10 head of schools who were the interviewee said that they have experienced teachers moonlighting in their institutions but the level of their experiences differ from one head of school to the other as head of school A said,

“Yes in my school there is teachers’ moonlighting but we are trying our best to handle this issue because it may affect teachers’ job performance”

 4.9.2 Factors Influencing Teachers’ Moonlight in Secondary Schools: The focus of this question was to understand factors which influence teachers’ moonlighting in secondary school. The following are the responses;

‘‘There are many factors that influence teachers’ moonlighting, some of them are low salaries, others need to increase their income and other wants to have extra development’’.  Said head of school B.

The findings of this study concur with Kimmel and Conway (2001) who stated that approximately 40 percent of moonlighters report taking the second job due to economic hardship. Additionally, moonlighting is a reflection of the worker's choice to pursue entrepreneurial activities while maintaining the financial stability offered by the primary job. Also, Nyakundu (2012), added that job satisfaction affects employee motivation. This was evidenced by the fact that leadership and promotional opportunity elsewhere influence job satisfaction to a large. The study also found that perceived fairness in teacher promotion system influence job satisfaction among teachers to a small extent and that work environment or conditions influenced job satisfaction among teachers to a large extent. It was found that the reward system affects teacher motivation. 

Roles Played by Head Masters in Preventing Teachers’ Moonlighting in Secondary Schools:

“In this school I try to supervise teaching, increase morale to teachers, fixing time table ensuring good relationship among teachers by doing these I am sure we will handle this situation”.

 Other participant said that,

 “ in order to handle and preventing teachers’ moonlighting we are already taking actions as we have adapt good leadership style, provision of different seminars to teachers and improving teaching supervision.” 

This shows that many head of schools are taking action in preventing teachers’ moonlighting in secondary schools. Recalling on the literatures made by Marcic and Daft (2011), many school administrators are encourage team work, develop teachers career, creating safe working environment, provision of motivation and promotion also creating good relationship among teachers. In relation to this study, school administrators play their roles of creating positive attitudes capacity building to their teachers so as to prevent or protect teachers’ moonlighting in secondary schools. Also, in relation to the study through theoretical review it was founded that “employees performed better when administrators treated them in a positive manner”.

4.9.3 The Impacts of Teachers’ Moonlighting in Secondary Schools: This question focused on understanding outcomes of teachers’ moonlighting in secondary schools. The following were the responses. One of experienced head of school D he gave out his views on the outcomes of teachers’ moonlighting, and these were his views,  

‘‘By engaging in moonlighting teachers often lack time to prepare lesson plans, lesson notes and even teaching and learning materials. Hence, you find a teacher teaching using a textbook or the same lesson notes for many years without accommodating new ideas. As a result students perform poorly’’ 

Another head of school E added that,

‘‘Students’ assessment is one of the areas which have been much affected by teachers’ moonlighting behaviors. For example, in Competence Based Curriculum a teacher is required to assess students by using portfolio and project; all these need time and commitment. But during inspection we find many teachers relying on pen and paper type of assessment and I think this is partly because many teachers lack time due to secondary job’’.

This proves that teachers moonlighting real affect the teaching performance of many teachers whereby it lead poor performance to students. According to Mulokozi (2015), it was suggested that moonlighting behavior among the secondary teachers in Tanzania affected their professional growth. The study argued that most of the teachers lacked time for self-reading, attending seminars or workshops and attending in-service training because of being overwhelmed with a secondary job. Heads of schools and academic masters also were of the view that moonlighting activity negatively affected teachers’ profession growth. In that regard the school inspector also revealed that moonlighters had difficulty in improving their teaching career due to the lack of enough time to read and attend in-service training. The moonlighters spent much of their day time outside the teaching career, hence lacked adequate time for nurturing their career as could be expected.

4.9.4 Way Forward to overcome Teachers’ Moonlighting in Secondary Schools: The focus of this question was to understand what should be done in order to overcome teachers’ moonlighting in secondary schools. The following are the general findings:

‘‘On my side I think that the government should increase teachers’ salary so that they might be satisfied with their job also school administrators in each school should enact strong rules that no teacher is allowed to do their business or activities in their working hours also school administrators should ensure that all syllabus are accomplished within the given time and no teacher is allowed to leave the school before the right time’’.

Another head of school G added that,  

‘‘as school administrator we should encourage and motivate teachers to love their job also the government should create good and safe teaching environment for all teachers, another thing we should encourage team work among teachers and increase teaching supervision by doing so we may handle his problem’’. 

These findings show that teachers’ moonlighting in secondary school may be prevented by the government, school administrators and teachers themselves through creating team work, improvement of teacher’s supervision, increase teachers’ salaries and creation of good and safe working environment to all teachers. Richard (2014) on the study of effects of motivation on employee’s performance in Ghana suggested that Education Service (management) should consider as a matter of urgency, the need to make upward adjustment in wages and salaries which will reduce the high incidence of teacher’s turnover and moonlighting.  Also, Shishko and Rostker (1976) indicated that as a person with a single job becomes more secure with employment. This implies that workers can be made to stick to single jobs by providing them with higher levels of employment security but once they take on two or more jobs, providing them with employment security pushes them to even want to moonlight the more.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMANDATIONS

5.1 Introduction

This study focused on the role of school administration in preventing teachers’ moonlighting in secondary school. This chapter presents the summary of the research findings and conclusion of the findings, recommendations, and recommendations for further study.

5.2 Summary of the Study

The study was on the role of school administration in preventing teachers’ moonlighting which consisted of ten public secondary schools in Bukombe district in Geita region. 110 respondents were used in the study. Data were collected by the use of questionnaires and interview. Questionnaires were provided to 100 teachers from ten public schools and interview was done to ten head of schools. Questionnaires revealed that the schools heads use various ways to prevent teachers’ moonlighting in public secondary schools as they use warning letters, good communication, leadership style, increase morale, providing advice to teachers, fixed timetable, encourage teachers to love their job, teaching supervision and physical follow up. 

5.3 Summary of Findings 

The findings from head of school through interview shows that many teachers engage in moonlighting activities during working hours, and there are factors cause teachers’ moonlighting such as low salary, extended family, the need of increase income and poor working conditions. According to findings teachers’ moonlighting is the cause of poor performance of students in Bukombe district. 

5.2.1 The factors influencing Teachers’ Moonlighting 

Finding of this study shows that, factors influencing teachers’ moonlighting in public secondary schools in Bukombe district are; lack of promotion and motivation, low salary, poor management, poor working conditions, having extended families and others. Many teachers engaging in moonlight activities so that to fulfill their needs and making their life better. They believe that having a single activities with many needs they may remain poor that is why many of them chose to engage in different activities apart from their primary job so that to increase their income.

5.2.2 The effects of Teachers’ Moonlighting on Job Performance

In Bukombe district poor students performance contributed from teachers’ moonlighting because many teachers think of how to increase their income lather than how to improve student performance in their schools. Tendency of teachers to leave school before right time, absenteeism, truancies, conflicts between school management and teachers to visit their businesses cause the delay of complete of syllabus and others during classes they only think of their activities. The school heads have witnessed on this and some of them thought of using various ways so that their student to perform well.

5.2.3 The ways School Administration Manage Teachers’ Moonlighting

School administration uses many ways to prevent teachers’ moonlighting like encouraging team working, good communication, create safe working environment, provision of motivation to teachers and physical follow up. According to questionnaires provided to teachers the level by which school administrators play to prevent teachers’ moonlighting is at medium level that means is not taken that serious by school administrators. So school administrators should increase the speed so that the moonlighting of teachers to be in low level hence high student performance. 

5.3. Recommendations

By the study findings, analysis, discussion and conclusions reached the following recommendations for improvement teachers’ welfare and recommendations for further studies are made.

5.3.1 Recommendations for Action

Secondary schools’ administrators need to coordinate the activities of the employed teachers within the secondary schools as well as ensuring that every ones responsibilities are met on time to reduce the room for moonlighting occurrence and delays in the accomplishment of timely goals of an institution. Furthermore, the administrators need to highlight effective programs for teachers motivation within the institution.

The ministry of education should think on increasing teachers’ salary so that teachers will be able to afford to stay in their chosen profession. This will make the teachers to regain their status in society and increase student performance and made teachers to be stress free. Also, important utilities like housing and transport facilities must be enhanced to improve the living standards of Public Teacher which is directly concerned with the reduction in the moonlighting rate among the public schools’ teachers.

The parliament of Tanzania in coordination with other important figures for policy creation need to review on the public teachers affairs and developing the friendly policies that attracts the public teachers to remain with their responsibilities and maximizing their performance. Also, discriminatory policies particularly the higher income tax levels on salaries need to be reviewed in order to improve the living standards of the public schools teacher and reducing the rate of moonlighting in secondary schools. 

5.3.2 Recommendations for Further Studies

This study should be replicated on a larger scare by expanding the number of participants so as to find out the larger of the problem that will make educational practioners to provide permanent solution. A study should be done comparing teachers’ moonlighting in public secondary schools with teachers’ moonlighting in private schools. The findings of the study may inform the government to think about the ways private administrators use to prevent teachers’ moonlighting as to increase salary and providing good working conditions.
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APPENDECES

APPENDIX I

QUESTIONNAIRE FOR SECONDARY TEACHERS

I  am  Upendo  Kukome  a student of Open University of Tanzania. I am pursuing a Master degree of Education in Administration, Planning and Policy Studies. I kindly request you to fill this questionnaire that will help me to write my research study on The roles of school administration in preventing the teachers’ moonlighting in secondary schools in Bukombe District. 

PART ONE. DEMOGRAPHIC INFORMATION 

Instructions: Put a mark of tick (√) in the box provided in your favorable choice. 

1. What is your gender? 

i. Male                                 (        ) 

ii. Female                               (        ) 

2. What is your age? 

i. 21-30 years                        (       )         

ii. 31-40 years                         (       ) 

iii. 41-50 years                          (      ) 

iv. 51 years and above              (      )

3. What is your highest education qualification? 

i. Diploma                               (      ) 

ii. Bachelor                               (      ) 

iii. Masters                                 (      ) 

4. What is your work experience? 

i. Less than 1 year                (      ) 

ii. 1-10 years                         (      ) 

iii. 11-20 years                        (      ) 

iv. 21-30 years and above       (      ) 

PART B 

Choose a number to show your answer in the column below: 

Key: 1=Almost never, 2=Seldom, 3= Sometimes, 4=frequently and 5=Almost always  S/N Roles of school administrators in preventing teachers moonlighting 

1 2 3 4 5 

1. Is your school administrators carry out the following roles

i. Encouraging team work      

ii. Developing teachers’ career      

iii. iii. Creating safe working environment      (         )

iv. Provision of motivation and promotion      

v. Creating good relationship among teachers

2 According to your experience do you think the following are the impacts of teachers’ moonlighting on job performance in secondary schools in Bukombe District?

Write YES OR NO

i. Absenteeism 

ii. Delaying completed of school syllabus     (    )

iii. Poor academic performance

iv. Truancies 

3. In which levels do you perceive the roles played by your school administrators in preventing? 

Teachers’ moonlighting? 

Choose appropriate number that fits the level of your perception. The scale 

Ranges between 1= Lowest level, 2=Medium level and 3= Highest level. 

S/N the roles of school administrators in preventing 

Teachers’ moonlighting 

Responses 

i. Encouraging  team working 

ii. Good communication among workers        (         )

iii. Create safe working environment     

iv. Provision of motivation and promotion  to teachers    

v. Teaching supervision                 

4. To what extent the following factors influence teachers’ moonlighting in secondary school? 

Choose a number to show the extent to which you agree or disagree as to whether your school administrators preventing teachers’ moonlighting in the areas as indicated in the table below. 

Key: 1=Strongly Disagree (SD), 2=Disagree (DS), 3= Undecided (UD), 4=Agree (AG) and 5=Strongly Agree (SA). 

Factors influencing teachers’ moonlighting 1 2 3 4 5 

SD DS UD AG SA 

i. Lack of promotion and motivation      

ii. Low salary      

iii. Poor management          (     )

iv. Poor infrastructure

v. poor leadership style      

5. According to your work experience do you think your school administrators use the following strategies in preventing teachers moonlighting in secondary school? 

Put ‘‘YES’’ to the strategies that your school administrators use and put ‘NO to the Strategies that does not use. 

S/N Strategies  

i. providing reward to the best teachers                  (     )

ii. The increase of teaching and learning facilities     (     )

iii. Maintaining proper communication                      (     )

iv. Creating safe and health working environment      (     )   

6. Please give other three strategies that can be employed by your school administrators so as to prevent teachers’ moonlighting in secondary school. 

i…………………………………………………………..…………………………… 

ii…………………………………………………………..……………………………

iii ……………………………………………………………

APPENDIX II: INTERVIEW GUIDE FOR THE HEAD OF SCHOOLS

1. As the head of school have you experienced teachers moonlighting in your institution? 

2. According to your experience what are the factors which influence teachers moonlighting at school? 

3. What roles do you play in order to prevent teachers moonlighting in your institution? 

4. What are out come (impacts) of teachers moonlighting in your institution? 

5. In your opinion, what do you think should be done to overcome teachers moonlighting in this school?

      6. Is moonlighting affects job performance of teachers?

APPENDIX III
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