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ABSTRACT

This study assessed the influence of teachers’ job satisfaction on students’ academic performance: a case study of Bagamoyo District secondary schools. Data were collected using the questionnaire and interview schedules. The sample size consisted of 280 respondents, comprising of 210 teachers and 70 head teachers. The study used the random sampling technique when sampling teachers. In the other hand, purposive sampling was used to sample head teachers. Stratified sampling technique was used to select the secondary schools. The findings reveal that teachers work in poor conditions typified with a lack of in-service training, promotion, and necessary facilities like housing, chalks, tables, and chairs. Most of them live long-distance from schools where they teach hence affecting their capabilities to fulfill their daily teaching responsibilities, which results in a reduction in their work morale. This was also seen to result in teacher absenteeism and lateness, which leads to lower students' academic performance. The study recommends that the government should address the problems faced by public secondary school teachers in order to boost students’ academic performance. To achieve this, the study recommends provision of adequate teaching facilities, equal opportunities for growth, in-service training, security, and reasonable payment among many others. 

Keywords: Teachers’, Job Satisfaction, Students’ Academic Performance, Influence.
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CHAPTER ONE

INTRODUCTION AND BACKGROUND OF THE STUDY

1.1    Introduction

In modern society, teaching is a highly noble and recognized profession. Teachers play important and direct roles in nurturing students towards education. Without teachers, the world could be stagnant and full of illiterate brains. According to the Human right Report, (2010), education plays vital roles in the economic development of a country for it supplies the economy with human capital capable of efficiently converting resources into highly valuable output. Job satisfaction of teachers is the most crucial element of maintaining quality education in public secondary schools. 
The government is tasked with the responsibility of ensuring job satisfaction among all teachers. A number of features ranging from working conditions, attitudes towards pay and allowances, career prospects, job group upgrades, and intrinsic aspects of teaching profession influence the rate of teacher’s satisfaction. Job satisfaction among teachers positively impact on secondary school student’s academic performance. Research by (Kinyua, 2011) postulates that job satisfaction among teachers motivate, encourage, and boost their performance morale. This study will investigate the effects of teachers’ job satisfaction on students’ academic performance in Bagamoyo District. 
Specifically, the research will be based on government sponsored secondary schools, where the government’s input is required in motivating educator’s to boost their teaching performance among students. This chapter presents the background to the study, statement of the problem, purpose of the study, research objectives, research questions, significance of the study, operational definitions of terms, limitations of the study as well as delimitations of the study.
1.2 Background to the Problem

The process of education entails the meaningful interaction between teachers and the students. The relationship between teachers and students is among the leading contributors of success and excellence. However, without job satisfaction among teachers, the quality of education is distracted (Davidson, 2010).Job satisfaction is not a new phenomenon at all in organisational science and organisational behaviour. However, it is one of topics that have drawn interest among scholars in the field. Recent research by Davidson, (2010) reveals that teacher’s quality is the most significant variable to advancing students’ performance and academic achievements. Research by (Oluoch, 2006) has proved that the effect of teachers on students’ academic performance and achievement is greater than the effects of school size, class size, and student socio-economic status. The role of a teacher is to educate, challenge, motivate advice, and direct students towards excellence. In this perspective, job satisfaction and performance of teachers becomes very significant in the field of education (Ngimbuzi, 2009). 
According to Aggarwal (2005), secondary schools have two goals namely overall academic performance and maintenance of good student performance. While students cannot excel academically on themselves, teachers must be involved. In Bagamoyo District secondary schools setup, effective and efficient achievement of these two goals entail the provision of high quality education, and this is determined by both the inputs and value of output. Hencethis calls for quality teaching and learning, a fact certified by Ngimbuzi (2009) who emphasized that achievement of successful schooling greatly depend on the teaching force quality and job satisfaction. At the core of high quality teaching in secondary schools are teachers and learners who are required to jointly achieve the goals, quality learning, measured by performance of teachers through national examinations students’ performance in the district.
Zembylas and Papanastasious (2006) reveal that motivation of teachers directly influences students’ academic performance and excellence. According to Tasnim (2006), satisfaction, motivation, and performance are interdependent. Teacher efficacy is a product of teacher motivation, and this directly affects performance of students. This suggests that the desired performance of students can only occur with the help of a teacher (MOEC, 2003 & Davidson, 2005). This implies that highly motivated teachers perform well and thus leading to excellent performance of students.
In the context of education and teaching profession, there are those parts which produce job satisfaction or dissatisfaction (Tasnim, 2006). The most crucial factors conducive to teachers’ job satisfaction include equitable rewards, supportive colleagues, mentally challenging work, supportive working environment, and government support. Job satisfaction among teachers contributes to increased student’s academic performance, discipline, creativeness, social interaction, and positivity (Oshagbem, 1999). Mainly, teachers’ performance depends on attributes such as inquisitiveness, knowledge base, and a sense of responsibility; student characteristics ranging from access to learning opportunities and dedication to academic work; teaching factors ranging from communication criteria, lesson structures, and involvement; and classroom phenomenon such as management, work environment, and organization (Aggarwal, 2005).
However, in Tanzania there is strong evidence showing that the majority of teachers are unhappy with their teaching situation (Nguni, 2005). This is attributed to lack of teaching and learning materials, low salaries, inadequate training and development programs, teachers social status, inadequate teachers housing, workload being heavy, and overcrowded classes (MOEC, 2003 & Davidson, 2005). Consequently; Tanzania like other countries in the world is currently working towards improving the quality of its education so that it suits the future needs of the society and the demand of globalization (Nguni, 2005). 
The government of Tanzania has succeeded to make Primary Education universal through the implementation of Primary Education Plan (PEDP) 2002 to 2006 and implementing the Secondary Education Development Plan (SEDP) 2005 to 2009 that meant to increase the accessibility of secondary education to its citizens (Oluoch, 2006). The two programs are geared towards implementing and attaining the Millennium Development Goals (MDGs) on education as per Dakar Framework for Action,  Education for all (EFA) by 2015 (UNESCO, 2005). The efforts to provide quality education will prove futile if all stake holders and policy makers now and in the future do not put more emphasis to teachers’ job satisfaction, Zembylas and Papanastasios (2006) who studied teacher job satisfaction and dissatisfaction in Cyprus suggest that, there is an urgent need for policy makers to recognize the fact that educational quality is largely related to teacher job satisfaction, motivation and conductive working environment (Nguni, 2005). Therefore,the current study investigated teachers’ job satisfaction and students’ academic performancein Public Secondary schools in Bagamoyo District Council.
1.3 Statement of the Problem

There have been suboptimal academic performances in final examinations by public secondary schools in Bagamoyo District Council (Tasnim, 2006). Every year, Bagamoyo District Council registers low rate of transition to the government sponsored secondary education under normal admission (BEST, 2017; 2018). There have been arguments by politicians, scholars, and other interested researchers that job dissatisfaction among teachers is the major cause of the witnessed suboptimal students’ performance in secondary school final exams (Bennel, 2004). This study sought to explore the effects of students’ academic performance when the teachers get fully motivated in Bagamoyo district, Tanzania.
1.4 Purpose of the Study
The purpose of this study was to investigate the influence of job satisfaction among secondary school teachers on students’ academic performance. In particular, the study focused on public secondary schools in Bagamoyo District, Tanzania. 
1.4.1 Objectives of the Study
In meeting its objectives, the current study intended to;

i. To identify the factors influencing teachers’ job satisfaction in government secondary schools in Bagamoyo District;

ii. To investigate the relationship between teachers’ job satisfaction and students’ academic performance; and

iii. To explore job satisfaction measures for public and schools teachers in Bagamoyo district.
1.5 Research Questions
The study aimed at answering the following research questions:

i. What factors influence teachers’ job satisfaction in Bagamoyo District public secondary schools?

ii. What is the relationship between teachers’ job satisfaction and students’ academic performance?

iii. What are the job satisfaction measures taken for public and private secondary school teachers in Bagamoyo district?

1.6 Significance of the Study

The research findings contribute to the status of influence of public secondary schools teachers working environment on job satisfaction to students’ academic performance in Kisarawe district (Tasnim, 2006). The findings were expected to benefit different educational stakeholders to improve working environment for teachers. Findings also would help the government to realize the importance of conducive working environment for teachers such as provision of in- service training, promotion, housing, reliable salary, promotion for teachers (Chen &Mulkeen, 2008). The provision of such requirements for teachers would facilitate effective teaching performance for teachers and learning for the students. At practical level the study would contribute to the body of knowledge and skills which would be used for academic purposes such as obtaining data for further comparative studies (Bennel, 2004).
1.7 Definition of Operational Terms

Job satisfaction: This is the measurement of an individual’s entire feelings, attitudes, and perceptions towards his or her job.

Management: Refers to the act of planning, controlling, and leading an organization in attempts to achieve its core objectives, and in this study it is public secondary schools.

Performance: As per this study, performance refers to the input of teachers as reflected from students output in the final examination results as compared to other districts in the country.

Perception: Refers to the manner in which a person understands and interprets his or her experiences within the school work environment.

Students: Refers to a person, normally a young individual who attends school to learn and get educated by the teacher, or an adult person who seeks to advance his or her studies under instructions from a teacher.

Principal: Refers to the head of a secondary school, or the secondary school executive tasked with the role of managing all operations taking place in a school setting.

Teacher: The educator, one who gives knowledge to the students.

Profession: Refers to specialized services an individual provides in relation to his or her training, skills, competence and knowledge that are on demand by the clients.

Public secondary schools: Refers to institutions of learning after primary school education, which are controlled and funded by the government and parents. All the staffs are paid by the government.

Teacher compensation: Refers to the salaries, benefits, allowances, and other opportunities within the school to provide teachers with income.

Academic performance: This is the performance of students in their academics and is measured in their final examinations every year.

Motivation: Refers to the ability to have improved work morale by an employee out of an incentive from the government or school management.  Motivation of teachers entails valuing their concerns, needs, and grievances. Motivating teachers can be through salary increment, fair promotion, remedial payments, and rewards for good grades achieved by students.

1.8 Limitations to the Study

In caring out the study, the research is expecting to face some limitations. These are as follows:

Financial constraint: It should be understood that, the researcher is self-sponsored and there is no amount of fund that has been set aside for the carrying the study. Given cost involved to obtain quality data, this may limit on the number of respondents. Therefore to account those limitations, the researcher will prepare flexible and work plan which will assist to accomplish the study.

Poor infrastructure system in the district: The infrastructure in the district is not reliable; this may be obstacles for researcher during data collection process, because of lack of transportation to the villages, therefore may limit a researcher to select reliable schools instead of taking all secondary schools in the district and the school sampled will represent the while population of the district.

Sometimes the respondents may appear hostile especially because many Tanzanians are not used to be interviewed. When this happened, the researcher solved the problem by educating the respondents about the importance of research study and purpose of the study.

English language can be a constraint during field work: The assumption is that all Tanzanians speak Kiswahili. Translation of instrument into Kiswahili language was done before field work.

Teacher capacity variations: In this study, there is variation in the capacity of secondary school teachers due to training, skills, experience, and professional qualification. More experienced teachers could handle curriculum and students’ academic challenges better than the others and thus the generalization to findings to all BAGAMOYO district schools needs were termed biased on this possible diversity. In overcoming this challenge, the researcher gathered data from cross- section of all secondary school teachers regardless of their experience, skills, competence, and gender.

Unwillingness to disclose academic qualifications as well as students’ results: Unwillingness by some heads of schools or principals to disclose their students’ final examinations performance as desired. The researchers had to first assure them confidentiality and anonymity. In collecting data for this study, some teachers were unprepared and not ready to disclose their academic qualifications as well as the academic performance of students in their schools. The researcher guaranteed them of coding information.

Intensity of factors variance: The study was undertaken in BAGAMOYO district public secondary schools where intensity of factors differs from one school to other, and thus the conclusion was made under caution.
1.9 Delimitations to the Study
As per (Kinyua, 2011) argument, delimitation refers to the boundaries of the study. In this research, (firstly,) only public secondary school teachers were included because student’s academic performance was comparatively lower in some government-sponsored secondary schools than in the private secondary schools. Secondly, only Bagamoyo district secondary schools were studied, therefore the research findings cannot get generalized for the whole nation of Tanzania. Lastly, other factors like home background and school facilities that influence student’s performance were excluded in the study. 

CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction to Literature

In this chapter, the researcher presents reviews on the existing literature concerning job satisfaction among teachers and the influence has on students’ academic performance. In the chapter, reviews on different researchers’ arguments about teachers’ job satisfaction and students’ academic performance wasconducted in a detail.  The researcher reviewed the views and ideas presented by academic researchers and other scholars on the factors that influence job satisfaction for teachers working in government sponsored secondary schools. Further, the researcher compared the job satisfaction measures applied for public secondary school teachers with those measures used to the private secondary school teachers by the government and private employers respectively.
Mainly, this study used secondary data from various sources, scholars, researchers, and authors. Different journals, articles, books, reports, periodical reviews, articles of website, and case studies were used in writing our review. In the review, the conceptual and theoretical frameworks embraced by the researcher, in particular the concepts of motivational theories. Above all, the research objectives formed the main headings in the literature review, as the researcher seeks to dig dipper and review information from different authors across the world. The literature review adopt the general-specific approach, as the researcher reviews sources published by researchers on different world regions, narrowing this information in the context of Bagamoyo District, Tanzania.

There are two types of working environment which can have effects on the performance of a teacher. One is physical environment and the other is social environment (Bennel, 2004). Physical environment covers infrastructure of the school building, class rooms, furniture, teachers’ room, toilets especially female teachers’ toilets, and playground of the students, computer facilities, telephone, fax, and communication in the schools (Chen &Mulkeen, 2008).  Physical environment is directly linked with job satisfaction. If one gets favorable physical environment he or she may be satisfied with the job. The opposite is true because unfavorable working environment creates dissatisfaction which in turn leads to low performance of teachers as a result of low concentration in teaching (Zhongshan, 2007).  
Second type of environment is social environment; the social environment covers community support to the teachers, teacher – student relationship, interpersonal relationship among the colleagues, head teacher assistant, teacher’s relationship, and teacher’s guardian relationship and attitudes of the school managing committee (SMS) as well as the local elites (VSO Ethiopia, 2010). If such relation is good someone can be satisfied with the job.  Misunderstanding relation can create teachers dissatisfaction with their job. Thus environment plays a vital role in context of job satisfaction among teachers. 
A research done by Bennel (2004) concerning teacher motivation and incentives in Sub- Saharan Africa and Asia showed that, the work and living environment for many teachers is poor, which tends to lower self – esteem and is generally de – motivating. Schools in many countries lack basic amenities such as piped–borne water and electricity, staff rooms and toilets (Werner &Desimore, 2006). Housing is a major issue for nearly all teachers. An urgently solutions is seriously needed to track changes in working and living conditions for teachers.For example, in Ghana, the percentage of teachers who are housed increased from only 5 percent in 1988 to 30 per cent in 2003.
In Zimbabwe the teachers surveyed in this study also cited difficult working conditions as a challenge that is facing rural areas. Such findings do concur with those of Luekens, Lyter, Fox and Chandler, (2004) who found that poor working conditions are frequently cited as primary reasons why teachers leave the field particularly in the areas. Working conditions is challenged by lack of basic resources and materials, lack of a strong professional community, ineffective leadership and discipline issue (Shadrack, 2012). Teachers report that large class sizes and the physical conditions of school reduce teaching morale. Taking consideration on the hard poor environment that are facing teachers in Sub Saharan Africa, it was argued that teachers and quality teaching are critical factors to the development of any educational system (Sogomo, 1993). Any socio – economic strategy, aimed at improving school and human must, of necessity, emphasize the advancement and working conditions of teachers (Leithwood, 2006).
2. 2 Factors Influencing Teachers Job Satisfaction in Public Secondary Schools

There are numerous factors reviewed in the current study from various literature as follows.
2.2.1 Remuneration and Job Satisfaction

Zhongshan, (2007) studied the relationship between salary and teacher motivation at work. In his study, an analysis of how fringe benefits, salary administration, and other financial allowances influence the job satisfaction and productivity levels among public secondary school teachers was done. The research indicated that well-paid teachers are more productive and always driven by the morale and desire to achieve in discharging their teaching duties.  
In the context of Bagamoyo District, the salary and remuneration issue has been crucial in determining the job satisfaction and productivity levels of government teachers. According to (Mullins, 2010) research, the Tanzanian government has not been doing well when it comes to teachers’ remuneration and salary matters. In comparison to other professions such as Medicine, Engineering, Accounting, and Nursing, the teaching profession is undervalued by the Tanzanian government (Mullins, 2010). While these other professional fields are well remunerated, the teaching profession is underpaid. 
According to (Nguni, 2005), the Kenyan public secondary school teachers are well-paid in comparison to the case of Tanzania. His research clearly indicates that the job satisfaction level of public school teachers in Bagamoyo district is poor, for it fits the case of Tanzania. In reference to job satisfaction, teachers’ low pay in Bagamoyo remains a major cause of dissatisfaction among teachers. Okpara, (2004) argues that, there exists a clear feeling of teachers when starting salaries could be comparable, those resigning and changing into other professional fields such as engineering, medical, commerce, telecommunication or agriculture could get higher and bumper salaries. 
As per (Nyagaya, 2015), the Bagamoyo district secondary school teachers are full of frustration, as they feel that the Tanzanian government is undervaluing their skills and qualifications. It is clear that the issue of salary has been the biggest job satisfaction issue for teachers in Tanzania (Mwamwenda, 1995). Currently, incentives for teachers and schools in the public sector to produce well are frequently been weak due to ineffective sanctions and incentives. In contrast to the Nigerian government schools, there is high job satisfaction level among teachers due to fair and equitable remuneration policy and benefits Hoy andMiskel(2001). The government of Tanzania has partially engaged in any activities surrounding new salary structures in attempts to advance the job satisfaction level among teachers. The galloping inflation rate in Tanzania is interrupting the government’s efforts to set a fair remuneration system for the teachers Harris (2006). 
Research by Haldar(2010) concentrated on Bagamoyo district secondary school teachers on matters of salary and remuneration. His studies showed that 66.07% and 32.25% of the teachers were not only dissatisfied but also very dissatisfied with their salaries and compensation in Bagamoyo district. This is in relation to their workload, experience, academic qualifications, and efforts and when compared to people in the other professional fields. In this study, the researcher found out that increased and proper salaries serve as the main and strongest motivational aspect that makes teachers employ more efforts in their work units as far as the academic circle and world is concerned.
According to Crossman and Harris (2006), the rate at which the media has been focusing on education in Tanzania, especially in Bagamoyo district as a result of poor academic results and the poor quality of education in the country, raises major concerns about teachers’ attitudes towards their teaching profession. In this study, teachers are portrayed as human who are not truly worried and committed to their work. Bolin (2007) postulates that there is a misconception and false perception by the government that teacher are unprofessional, lazy, and uncommitted for they just go to school to earn salaries at the end of the month. 
Poor salaries to teachers are unfair by the government, and thus teachers respond back by being unproductive, which is normally evidenced in the final national examination results. Therefore, Brudett and Smith(2003) suggest that the need to pay teachers well in order to improve their job satisfaction levels and commitment for Bagamoyo district secondary schools to be competitive in Tanzania. Bishay, (1996) postulated that, increase in remuneration package by the government to secondary school teachers would increase their job satisfaction level and involvement in activities that motivate students to perform well. This research contents that increase in salary rates has a great correlation with teachers’ job satisfaction and productivity rates.
2.2.2 Promotion and Job Satisfaction

According to Babyegeya(2002), effective promotion of workers exposes them to opportunities of personal growth, increase social status, and increased responsibility. Where personal growth, social status, and responsibility are increased; job satisfaction increases. As per (Armstrong, 2001), most people experience increased job satisfaction on assurance that their future prospects are secure and bright. Promotional opportunities assure teachers of growth and advancement in their current job status, and inhibit their chances of looking for alternative employment. His research holds that, if teachers feel they have little or no opportunities for career growth, their job satisfaction levels may decline. Tasnim, (2006) maintains that teachers’ promotional opportunities depend on various factors, such as the probability of being promoted and the approach of fairness employed in administering such promotions. A normal secondary school teacher aspires for higher posts and ranks in the school such as Head of Department (HODs), Senior Teacher, Deputy Principal, Principal Teacher, and also Senior Principal Teacher.
In the context of Bagamoyo district, Tanzania; the government has been very focused on establishing the right approaches for teachers’ promotion (Shadreck, 2012). In Tanzania at large, promotions take a variety of forms and are always accompanied by different awards and rewards. The set procedures and guidelines for promotion are properly applied and respected in Bagamoyo district, with the principle of utmost fairness being upheld by the concerned government officials. In general, Oluochi(2006) affirms that promotional opportunities have differential impacts on the rate of teachers’ job satisfaction, and it is vital that the government officials in Bagamoyo district takes this into account where the designed promotion policies are strictly followed to advance teachers’ job satisfaction levels Nguni(2005).
2.2.3 Supervision and Job Satisfaction

Research by Leithwood (2006) assumes that effective supervision of teachers greatly impacts on their job satisfaction levels.  According to Ngimbudzi (2009), secondary schools work under governmental regulations, with educational sector parastatals set to run the system. In all public secondary schools, there is a Board of Governors, together with the Principal that plan and supervise every operation within the school. There is also District Education Officers (DEO) tasked to supervise the flow of education by teachers within school under their jurisdiction. Above all is the ministry of education that overseas all schools activities in Tanzania. Kothari, (2010) proofs that supervisors skills level influences worker satisfaction level. These studies indicate that supervisors have no right to judge the junior teaching staff or impose any personal disliking or liking in the punishment and rewards.
According to (Kinyua, 2010), effectiveness of a principal or a DEO as a supervisor is measured by the rate at which they meet both the ministry and responsible school’s goals by satisfying teacher’s needs. The aspect of followership rules the teaching practice as far as supervision is concerned. A good leader is followed by his or her junior teachers, for this increases the job satisfaction level of the junior workers (Davidson, 2010). With poor supervision, where abusive behavior and unfairness in duties allocation is practices; then the rate of teachers’ job satisfaction decreases at a significant level. Chen and Mulkeen, (2008) argues that there should be a match between the style of leadership and supervision employed by a principal or other school leaders with the respective situations. Research by (Bennell, 2004) indicates that more than half of Bagamoyo district secondary school teachers are dissatisfied with the type of supervision by the head teachers. The conclusion of this point is that effective supervision of junior teachers by the school heads plays an important role in their job satisfaction levels.
2.2.4 Recognition and Job Satisfaction

Job recognition goes hand in hand with job satisfaction. Job recognition refers to the approach of valuing the efforts of an employee by the employer using non-financial means (Sogomo, 1995). The satisfaction and motivation levels by teachers determine academic performance by students, and this must not be ignored by the government at any cost or excuse. According to (Okpara, 2004) an important link between recognition and reward and motivation and satisfaction exists. This suggests that awarding a financial benefit to a teacher without any significant recognition also loses the importance of the financial award. In the context of Tanzania, recognition affects teachers’ job satisfaction. 
When teachers are publicly appreciated and recognized, their job satisfaction level increases. According to Harris (2006), teachers say that recognition of their job by the school heads and the government contributes greatly to their state of considering teaching as a meaningful job. In a nutshell, job recognition revolves about credit for the job done well, management support through public and verbal praise for excellent work, and recognition through public gifts and awards. Bolin (2007) argues that teachers get judged for their professional competence, and the position as teachers gives them recognition for their accomplishments and capabilities.
2.2.5 Working Conditions and Job Satisfaction

According to Oluochi(2006), each profession is exposed to its own potential sources of work environment stress. School heads are tasked of providing a productive environment for individual teachers’ achievement recognition, advancement, responsibility, and personal growth. Bishay (1996), wrote that poor working environment and condition can be explained by poor staffroom, inadequate furniture and equipment, inadequate teaching tools such as chalks and books among many others.

Kothari (2010) commented on the extent at which inadequate or no basic amenities such as chairs, benches, desks, and tables make the teaching profession more challenging. According to Davinson(2010), some Bagamoyo public secondary schools have no enough benches and desks, tables and chairs, and thus teachers suffer, this ultimately makes the teaching process poor. 
Poor physical setting and design of workshops and school heads offices are a source of job dissatisfaction (Hoy &Miskel, 2001). But, ensuring a clean and attractive work environment makes teachers happy and thus increasing their job satisfaction levels. According to Armstrong(2001), employee motivation is the work of a manager, and here the manager is the government in partnership with the schools management. This research contents that the Bagamoyo district school management and education officers should ensure proper work conditions for teachers in order to boost job satisfaction levels and productivity. 
2.3 Teachers Job Satisfaction and Performance to Student Academic Performance

As explained by Bennel(2004), job satisfaction goes hand in hand with job performance, productivity, commitment, and work morale. The basic salaries, wage rates, health schemes, pension schemes, housing allowances, remedial allowance, transport allowance, good furniture and equipment, and other recognition awards play a vital role in teachers’ job satisfaction, motivation and performance (Tasnim, 2006). A motivated teacher loves his or her teaching profession, and thus gives the best to produce top results (Sogomo, 1993). The outputs of a motivated or a teacher who values and feels satisfied with his or her profession exceed the inputs. This means that the academic performance of students in both continuing and final examinations is greatly determined by the level of teachers’ job satisfaction. When teachers rate of job satisfaction is poor; their rate of productivity is also poor, and thus academic results continue to be poor (Okumbe, 1998). 
Job satisfaction amongst employees is reflected on what they produce. According to Zhongshan (2007), the key indicator of job performance by teachers is academic performance by their students. Studies done on Kenyan teachers by Nguni(2005) revealed that there are varying performance levels in public secondary schools, and this is determined by job satisfaction levels. In Kenya, public secondary schools are divided into National, Extra-county, County, and District schools chronologically. The government of Kenya allocates all resources to these schools in accordance to their social status, meaning that National secondary schools get better resources than the Extra-county secondary schools. In the case of Tanzania, the government has embraced the same approach. As a result, performance by teachers is not uniform and this extends its effects on the students’ academic performance (Robbins, 2000). The teacher job group factor is wiped out by the fact that different social classes of schools get different amount and quality of resources from the government.
Student performance is mainly accessed at the end of the academic year, when students do their final examinations. According to Shadreck(2012), Tanzania is one of the most prominent countries known to all researchers in East Africa. The researcher contends that the education system and sector of Tanzania has been partly marginalized by the government, with Bagamoyo district secondary schools being adversely affected. Sadly, the Tanzanian Constitution does not mandate the government to provide academic services to its people; the government has been very dormant Ngimbudzi(2009). This dormancy has extended its roots to the teachers, who remain dormant and reluctant of providing the best teaching services to students. Dormancy by the government means that teachers are not recognized, promoted, and paid well. The end result out of this prolonged problem has been poor academic performance by students, especially in the district of Bagamoyo (Babyegeya, 2002).
As per the 2018 national examination results, Bagamoyo district produced no school out of the country’s top ten secondary schools. The strategic location of Bagamoyo district is not good, and the government seems to have overlooked this region in terms of educational developments (Crossman & Harris, 2006). Teachers have been resigning and changing to other professionals, something which has been contributing to the poor results reported every year by students in the district. Despite these drawbacks, Okpara(2004) argues that the contributions from citizens and numerous private bodies have greatly strengthened the academic stance in Tanzania. In particular, the members of public and other interested stakeholders in public education have carved out a remarkable path to producing academic secondary institutions that potentially assist young students to attain their O-level standards.
The teaching methodology and assessment of teachers by the government and the employer greatly affects their motivation levels, which translate to the overall academic performance by students (Brudett& Smith, 2003). With revised curriculum of mathematics, physics, and science subjects, teachers in Bagamoyo district secondary schools fear being unproductive since there have been no training organized by the employer on using the new curriculum to deliver the right content to the students (Leithwood, 2006). 
Sometimes, students challenge their teacher by complex questions, and this demotivates as well as impairs the teachers’ job satisfaction levels. Inability by teachers to correctly access student’s strength and capabilities to perform on a given subject hinders academic progress in Bagamoyo district. According to Haldar (2010), it is clear that the poor understanding of the curriculum and examination system used by the board of national examiners in Tanzania dissatisfies teachers in their profession. Therefore, student academic performance becomes poor due to poor assessment by teachers, and the fact that teachers struggle to access them for they are unhappy due to their being unfamiliar with the system being used.
2.4 Job Satisfaction Measures in Public Schools

To begin with, schools performance between private and public secondary schools in Bagamoyo district, Tanzania differs greatly. According to Brudett and Smith (2003), private schools provide better quality education than the public schools. In his research Bennell(2004) argues that the management of private schools is more concerned with teachers than anything else, for they value teachers as the most important asset to students’ academic performance. This argument concurs with Robbins (2000)’s argument that the most important asset in an institution or an organization is the employee. It is obvious that the best performing schools in Bagamoyo district of Tanzania are privately owned, where teachers are highly valued, appreciated, recognized, and fairly treated by the employer. Studies by Hoy and Miskel (2001) reveal that private secondary schools perform two times better than public secondary schools due to their ability to recruit experienced and competent teachers, proper salary payment for their teachers, fair promotion opportunities, provision of adequate teaching and learning resources, excellent school management team, control systems, and an open and well-structured student enrollment system and procedure Werner and Desimore (2006). The resources provided to private secondary school teachers in Bagamoyo district are by far different from those the government of Tanzania has been giving to the public schools.
Other research by Bishay(1996) indicate that the rate of school management involvement in the process of making critical decisions about any issue affecting a school is considerably high and well organized in private secondary schools when compared to public secondary schools in the Bagamoyo district. The studies further reveal that teachers working in private schools show more commitment to their work, are more stable financially, exhibit high competence in school management, and that there is strict activeness as far as inspectorate personnel is concerned (Mwamwendwa, 1995). The benefits of proper delegation of duties by the heads of private secondary schools are manifested in the classroom performances in the O-level examination results by the students. 
On the other side, Kothari (2010) argues that the government of Tanzania has advanced its efforts to ensuring that steady education gets delivered to the people who cannot afford private education. In this study, the researcher contended that there is a great need to enhance public secondary school teachers’ classroom performance through proper delegation of duties, good pay, proper management of resources, sufficient provision of the right resources, proper training to the teachers on how to teach and access the new curriculum and other vital factors.
According to Nyagaya (2015), the job satisfaction approaches in both private and public secondary schools are similar, the only difference is the system used in administering them. In comparing the job satisfaction measures used in Bagamoyo between public and private secondary schools, it is important to note that the top 10 best secondary schools by performance in Tanzania are privately-owned (Okumber, 1998). This study clearly indicates that the measures of satisfying teachers in their profession by the private employer are far advanced and much better than those practiced by school heads and the employer in the public domain. In the private secondary schools, the private management has established proper systems that dictate over the salary rates, supervision quality, promotion patterns and procedures, working conditions, and interpersonal relationships among other important deliverables (Sogomo, 1993).
2.5 Summary of the Literature Review

For excellent corporate governance to be realized to support advanced management and performance of educational institutions, five concepts of corporate governance must be appropriately embraced (Kothari, 2010).  These principles include efficiency and effectiveness, accountability, transparency, integrity and fairness and finally responsibility. Therefore, this creates an enabling environment for secondary school teachers to maximize their optimal potentials in their teaching practice for better productivity and improved academic performance out of high rate of job satisfaction.

The recognition of teachers’ efforts by the employer no matter is a private or a public employer, symbolizes their great rate of concern and this boosts teachers’ morale resulting to improved productivity and thus job satisfaction (VSO Ethiopia, 2010). 
Opportunities for teachers’ promotion positions them in alert positions with career growth and development within the workplace hence achieved job satisfaction level.  Proper working conditions give teachers a healthy working environment for their needs are adequately met at various levels whose end result is job satisfaction. With job satisfaction, the rate of teacher productivity gets advanced and its results are reflected in improved students’ academic performance and excellence. According toHarris (2006), transitions in recognition and reward approaches by the employer could potentially create a definite transformation in teachers’ rate of job motivation and satisfaction. Studies by Nguni (2005) confirm that there are benefits associated with recognition and rewards to teachers in their job satisfaction, motivation and productivity as reflected in students O-levels performance.
2.6 Theoretical Framework

In this study, several theories can be used as a guide. However, this study used Herzberg’s motivation-hygiene theory and Maslow’s hierarchy of needs. In a nutshell, these two theories reinforce the idea that in the event people get deprived of their needs, they become deficient of thing(s) that they consider of great importance in their wellbeing. In this perspective, a need is usually created and a strategy for correcting behavior gets activated. According to Nyagaya (2015), a need refers to a measured discrepancy that underlies between the actual and standard situation. In the context of these theories, a good framework for this study’s discussion has been provided.
2.6.1 Abraham Maslow’s Hierarchy of Needs Theory

Maslow’s hierarchy of needs theory argues that there exist various types of human needs that range from physiological, safety, social, esteem, and self-actualization. All these needs require satisfaction to motivate an individual to work harder to achieve a higher ranked need. Maslow’s termed them “deficiency needs”. Agwu (2005) states that, satisfaction of a need is healthy and dissatisfaction of a need demotivates, discourages, and disturbs a person’s effort to perform as desired. The most basic needs for teachers must get satisfied to maintain good health, social ties, security, and positive self-esteem in a manner that motivates them to work and operate at their maximum potential.
In reference to Maslow (1954), human needs are classified into two: primary and secondary needs. The primary level needs range from air, water, food, shelter, and clothing. Secondary level needs include affection, status affiliation, accomplishment and self- accomplishment (Agwu, 2005). But, these human motives on needs vary over a period of time among teacher. This ensures that teachers acquire primary human needs which guarantee them adequate protection and nourishment against harm. 
The contextual view of work conditions, work sample, government policy on Tanzanian public secondary schools, and salary gaps identified in this literature review only serve to lower dissatisfaction in Maslow’s lower needs (Agwu, 2005). Lower older needs cannot contribute to either growth or dissatisfaction. In the context of teaching, these needs include recognition, achievement, and the teaching work itself that correspond to esteem needs and self-actualization (Bannel & Akyeampong, 2007). Maslow’s top most factors in the hierarchy, physiological growth and level of satisfaction depend on successful job recognition and that only factors centered to the context, intrinsic teaching and learning aspects may contribute to teachers’ satisfaction and positive job performance.
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Figure 2.1: Maslow’s Hierarchy of Needs Theory 

Source (Mullins, 2010)

As per Maslow’s theory, in the event the deficiency needs fails to get achieved at a certain level, the other higher ranked needs emerge, and these emerging higher needs tend to dominate over the lower placed needs. Bannel and Akyeampong (2007) affirms that once these needs become satisfied, there emerges higher needs still. The satisfaction of one desire leads to another one in place. The below figure shows a summary of Maslow’s hierarchy of needs model:

In reference to this study’s topic, the researcher considers Maslow’s hierarchy of needs theory as a valuable model and framework for achieving the research objectives for it encompasses an analysis for social, esteem, and basic financial needs for teachers (Mullins, 2010). However, Maslow’s need theory has the shortcomings that human needs are hard to explain as well as its inability to offer substantial empirical support. The fact that the apex is narrower than the bases is due to that majority of teachers lie in the 1st position level and that only a few teachers appear at the apex because of the complicated nature of higher level needs Mullins (2010). The government of Tanzania, especially in Bagamoyo district is attempting to transform public schools together with management principles so that teacher’s needs could get satisfied to improve their job satisfaction and performance.

2.6.2 Herzberg Two Factor Theory

Herzberg’s two factor, also called the motivation-hygiene theory was proposed in 1968 by Frederick Herzberg in his “work and the nature of man” book. According to Herzberg (1968), there exists two sets of factors that can either cause job satisfaction or job dissatisfaction, and these factors are motivation and hygiene (Hoy & Miskel, 2001). As per the theory, Herzberg gathered data from 200 engineers and accountants where he asked them a simple question, “Can you in detail describe when you feel exceptionally fine about the job you do”? In the same note, “Can you explain in detail situations that make you feel exceptionally bad to your job”? 
In their response, good feelings about one’s job were reflected in all comments that concerned the type and experiences to the job for example, a feeling that one has accomplished or met the challenge. Bad job feelings about one’s job were related to contextual factors surrounding but indirectly associated to the work for examples working conditions and salary. In this study, the researcher revealed two unique types of motivational factors: dissatisfies and satisfiers.
The motivation-hygiene theory by Herzberg identified the satisfying factors that determine a person’s satisfaction to his or her job (Hoy & Miskel, 2001). This model comprises of two sets of factors where the first one features achievement, responsibility, recognition for good achievement, and advancement which are major factors for determining job satisfaction. In reference to Herzberg (1968) this research would be unrealistic if it insists on the idea that intrinsic factors are independent and exclusive factors. This study had a more realistic view by regarding both extrinsic and intrinsic factors as capable of leading to job satisfaction and dissatisfaction. This means that the presence of certain variables contributes to job satisfaction and their absence leads to job dissatisfaction. 
According to Hoy &Miskel (2001), intrinsic factors refer to the rewards from the job itself which range from personal growth, self-respect, and a great sense to achieve. He further defines extrinsic factors as those rewards arising from work environment such as fringe benefits, salaries, and employment security. But, Herzberg’s two factor theory ignores personality attributes of workers which greatly contribute towards job satisfaction. For example in Tanzania, a secondary school teacher who strongly wants to achieve could be greatly dissatisfied if he or she perceives him or herself to be not achieving the set goals under the teaching profession. 
The extrinsic factors or determinants of dissatisfaction form the 2nd set of factors. These factors include policy and administration, organization, salary, working conditions, supervision, and interpersonal relations. These factors are related to the context of job or the environment at which one operates and not the work itself. In reference to these findings, Herzberg and his colleague researchers formed the motivation hygiene approach. Badenhorst (2000) called hygiene factors “dissatisfies” for they argued that a good hygiene environment hinders job dissatisfaction but it does not create satisfaction.  The following table summarizes 
Table 2.1: Herzberg’s Theoretical Framework
	Dissatisfies 
	Satisfies 

	Hygiene factors- Extrinsic factors

Salary/ pay

Status

Quality supervision

Job security

Interpersonal relationships

School policy and administration

Physical working conditions
	Motivation factors- Intrinsic factors 

Recognition

Advancement

Achievement

Promotion

Work itself and work-life balance

Responsibility


Hygiene Factors/ Dissatisfies: According to Okumbe(2001),there is a certain set of extrinsic job requirements that when absent results to job dissatisfaction among teachers. These conditions are hygiene factors or the dissatisfies which are required in order to at least maintain no dissatisfaction level. Such factors have been stated in the table above and include status, job security, company supervision, working conditions, fringe benefits, salary, and interpersonal relationships. 
Motivator Factors/ the Satisfiers: There is a set of intrinsic job situations that help in building motivation levels, and these results to good performance by workers. In case these conditions are unavailable, then it does not end with job dissatisfaction. All these aspects have a high relation with the content of the job and include recognition, advancement, achievement, responsibility, development, work itself, and personal growth (Hoy &Miskel, 2001). With presence of motivating factors, happiness and job satisfaction among employees gets enhanced.
Criticism of Herzberg Two-Factor Theory: Herzberg’s research methodology and data is not reliable and thus questionable. A researcher is required to interpret data, so that he or she does not contaminate Herzberg’s findings by interpreting the same responses using different approaches. There is lack of overall measure of satisfaction used in Herzberg’s theory and thus and individual may hate part of his or her job while he or she finds the work acceptable (Stello, 2016). Motivation-hygiene theory does not enhance consistency of research done previously for it ignores situational variables. In the two-factor theory, Herzberg made an assumption on the relationship between productivity and satisfaction, but his methodology and data considered only the satisfaction aspect and not the productivity one, in making this study relevant, a researcher needs to assume a strong relationship between productivity and satisfaction. 
This research used the criticisms prior put forth by Stello (2016) due to its key concern and focus to job satisfaction. These are: Herzberg’s theory causes confusion of events and thus creates a satisfaction and dissatisfaction feeling with the agent that made the event happen; the model appears to be more aligned with the critical incidental method; its factors tend to overlap as the satisfaction and dissatisfaction sources; there could be a negative impact on data reliability by ego-defensiveness on the part of workers; the approach ignores the part played by personal differences among employees; and the value of factors vary as a function of an employee’s occupation level (Stello, 2016). Lastly, despite the fact that Herzberg was the first publisher of this theory, there are other additional commends by colleagues which are always ignored.
Implications for Secondary School Teachers and the Government: In order to motivate Bagamoyo public school teachers, the government needs to ensure providence of the hygiene factor and later provide the motivating factors. Herzberg’s two-factor theory ascertained that intrinsic factors have a large relation with job satisfaction and motivation to performance, whereas the extrinsic factors are strongly associated with teachers’ job dissatisfaction. Additionally, Herzberg’s theory showed that factors which contribute to job satisfaction were distinct and different from those that led to job dissatisfaction and could results to workplace unity and harmony but not necessarily employee motivation. For they do not amount to employee motivation, extrinsic factors that contribute to work dissatisfaction were termed hygiene factors (Stello, 2016). 
At times when hygiene factors are sufficient, individuals cannot feel dissatisfied; but in the same time people may not get satisfied fully. This implies that workers will always be in a neutral state. If the government of Tanzania intends to motivate teachers on their teaching works, this study suggests that it gives most importance on the teaching profession goals such as growth and promotional opportunities, achievement, responsibility, and recognition.
2.7 Conceptual Framework

According to Stello (2016), the conceptual shows the independent and dependent variable to be examined in the study as well as their relations. In this study, the independent variable is job satisfaction and the dependent variable is students’ academic performance.  The conceptual framework by the researcher of this study is adapted from Herzberg theory of motivation and Maslow hierarchy of needs theory of motivation. In the conceptual framework, Abraham Maslow identified five levels of human needs that all people want to achieve and these include: physiological needs, safety needs, belongingness and love needs, esteem needs, and self-actualization needs. The satisfaction of the next level needs depends on the satisfaction of the previous level need. For example, a teacher has to fully have basic needs before seeking to satisfy the security needs. 
Independent variable 
Intervening variable
       Dependent variable

Figure 2.1: Example of Job Satisfaction as the Independent Variable and Students’ Academic Performance as the Dependent Variable

Herzberg (1959) identified two categories of factors that determined job satisfaction or dissatisfaction by an individual: hygiene and motivator factors. Herzberg classified company policy and administration, interpersonal relationship with those in supervisory positions, technical supervision, and work conditions as the Hygiene factors. For instance, if job security for a teacher is not assured, no amount of satisfaction or motivation will be realized. On the other hand, Herzberg classified the work itself, advancement, recognition, responsibility, and achievement as the motivator factors. In summary, motivators have a great association with work content and only come if the hygiene factors are satisfactorily provided and met. 

Independent variable
   Intervening variable
       Dependent variable


Figure 2.2: Conceptual Framework
For the teachers, there must be a certain level of excellent communication, job security, sufficient responsibility, and proper working conditions in order to feel satisfied and motivated to give their best in class.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

In this chapter, an outline of the research methodology that the researcher employed in his investigation to the influence of secondary school teachers job satisfaction on students’ academic performance in Bagamoyo district, Tanzania was undertaken. The design of research, targeted group population, the size of sample, procedure of sampling, instruments of research, procedures of collecting data, and the tools of analyzing data was covered under this chapter. In this section also, the reliability of data collection techniques and analysis procedures was tested.
3.2 Research Approach

The current study used a quantitative research approach. This entails that the study mainly used quantitative methods as well as subsequent data and their analysis. 

3.3 Research Design

As per Bennell(2004), a research design refers to the plan that shows how a problem being investigated is analyzed to lead into its solution. In this study, the descriptive survey design was adopted. Kinyua, (2011) defines a descriptive survey design as the process of gathering information by questionnaires administration or through interviews to a sample of people. This research design was preferred because of its ability to observe, explore, describe, and document the aspects of a situation as dictated by its nature (Leithwood, 2006). 
In this study, the researcher chose the descriptive survey approach because through it, the collection and analysis of data as gathered from the field without manipulation of variables is facilitated. This design entails observation, where the desired behavior is observed in a particular setting through interview schedules or a questionnaire (Kothari, 2010). In this study, descriptive survey design was employed to analyze the relationship between the influences of secondary school teachers’ job satisfaction on students’ academic performance, the case of Bagamoyo district. 
3.4 Target Population

Chen and Mulkeen, (2008) defines target population as a set of individuals, objects, or events that a researcher finds sufficient and appropriate to generalize the findings. The target population in this research proposal consisted of 70 public secondary schools in BAGAMOYO district, Tanzania that had 1,050 teachers and 70 school heads or principals, all totaling to 1,120 respondents.
3.5 Sample Size and Sampling Procedure

Sogomo (1993) defines a sample to be a small portion selected systematically out of the entire population of the study. According to Davidson (2010) definition, sampling refers to the procedure used by a researcher in the identification of individual items to be studied, tested, analyzed, and interpreted. Research by Mugenda and Mugenda (1999) states that sample size for a descriptive study should be between 10% and 20% of the entire population. The sample size used in this study was 20 percent for it is recommended that researchers utilize the largest sample size possible for larger sample sizes give more accurate statistics. 20% of the target population was 210 participants drawn from the 70 schools and this means that at least 3 teachers in every secondary school made the sample, plus each secondary school’s principal. 
The researcher sought to provide for a fair and equal chance for every participant, and thus a simple random sampling method was employed. All respondents names were written on a piece of paper and thoroughly mixed in a container after which three teachers were identified to participate in filling the questionnaire as the principal was set to be interviewed. In total, a total of 280 respondents formed the sample size (210 teachers plus 70 principals).
3.6 Research Instruments

Under this study, two research instruments were used by the researcher. Questionnaire was used as a research instrument for the 210 sampled secondary school teachers and the interview instrument used to guide the researcher in gathering data from the 70 principals. The questionnaire technique was used and more preferred for teachers due to its suitability in the proposal. According to (Ngimbudzi, 2009), questionnaires are very useful in gathering data from a large sample within a short duration and using few employees hence making it cost effective. 
Also as per Mugenda and Mugenda(1999) questionnaires make an excellent technique for survey studies, and are widely adopted in education researches to make enquiries about opinions and attitudes of individuals in a prompt and precise form. In this study, the questionnaire was divided into 3 parts. The first part consisted of four (4) short questions that concentrated on the demographic data of the respondents of age, sex, academic qualification, and years of teaching experience. Part two majored more on collecting data on the factors that influence secondary school teachers’ job satisfaction in Bagamoyo district Tanzania. 
The factors listed in the questionnaire included remuneration, promotion, supervision, recognition, and the working conditions. The last part comprised of open ended questions whose role was probing suggestions by teachers on the approaches that the government in partnership with the employer could employ in place so as to raise their levels of motivation and ensure improved students’ academic excellence (Kinyua, 2011). On the second research instrument, an interview schedule for the 70 principals was employed in order to gather information on the strategies used in improving job satisfaction and students’ academic performance as well as the challenges faced by the principals in Bagamoyo District, Tanzania.
3.7 Validity of Research Instruments

Bolin, (2007) defines validity as the accuracy level a researcher obtains out of an assessment; whether it measures what the researcher intended to measure in a study or not. Through piloting, the researcher pre-tested the instruments so as to allow him improve their validity and also to familiarize with the process of data collection. The use of content validity was adopted in order to put accurate checks on the research questions representation as listed by the researcher under the questionnaire form. All irrelevant and inadequate items were discarded and ignored as the researcher resorted to the alteration of others. Second, the researcher decided to get supervisor assistance as an approach to improving content validity of the questionnaires.
3.8 Research Instruments Reliability

Reliability refers to the rate at which assessments of a researcher are consistent by providing similar test results once repeated tests and trials are conducted. In this study, the purpose of administering questionnaires was pilot study (Mugenda & Mugenda, 1999). The same respondents participated three times within three weeks and thereafter analysis of data was conducted by the researcher. All responses collected from test scores by using the retest approach were manually analyzed and thorough comparisons were made by the researcher. The researcher used the test-retest technique to test the reliability of questionnaires and interview schedules using the Person’s product moment correlation coefficient formula:
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Mugenda and Mugenda (1999) argue that a coefficient of 0.8 or more clearly indicates that the data being used is highly reliable. 

3.9 Data Collection Procedures

First, the researcher received a permit for research from the Tanzanian National Council of Sciences and Technology. Thereafter, the researcher obtained a research permit from the Bagamoyo district education officer as well as the public secondary schools principals in the district before conducting the research and administering the research questionnaires to the respondents. Questionnaires was issued to the respondents in all the sampled secondary schools and collected back after 10 days. The researcher assured the respondents of utmost privacy, confidentiality, and integrity of information as well as their personal and schools names.

3.10 Data Analysis Techniques

In this study, the questionnaires and survey schedules were properly scrutinized for completeness. The researcher coded quantitative data by allocating a code to each respondent’s response. The researcher further adopted descriptive statistics in summarizing the gathered data in form of percentages. This data was then organized and presented in tables, pre-figures, and figures; and thus enabling the researcher summarize all collected data in a more reliable, valid, and clear manner. SPSS data analysis tool was adopted and helped the researcher in handling huge amounts of available data. 
The data analysis was conducted by using the Pearson Correlation Coefficient and Linear Regression methods. To determine whether teachers’ job satisfaction level impacted on the students’ academic performance, the Pearson Correlation Coefficient method was adopted. To explore the factors that influence teachers’ job satisfaction such as remuneration, recognition, working conditions, promotion and others on students’ performance in their A-level examinations, Linear Regression method will be utilized by the researcher. 
3.11 Ethical issues concerning Research Subject
Confidentiality and privacy promised to respondents. Respondents were protected by keeping the information given confidential since lack of confidentially and mishandling of information provided may cause respondents physical or even psychological harm. Anonymity was also assured to respondents. Anonymity refers to a situation where a respondent’s name was not disclosed. A researcher did not disclose information about a particular individual but protect the identity and privacy of that individual. Physical and psychological security of respondents was also enhanced. The current study did not cause physical or psychological harm. Researcher did all preliminary test to avoid imparting any harm to subject. Such as avoiding asking embarrassing questions, expressing disgust while collecting data, and using threatening statements. 
Additionally, voluntary and informed consent was upheld. The respondents were informed about the purpose of the research. They were also given the freedom to either participate or not participate in the study. Moreover, since language can be a constraint during field study or field work, the researcher used Kiswahili given that all Tanzania people understand the language. Translation of the instrument from English to Kiswahili was done by the researcher even before field work. According to Zhongshan, (2007), some respondents may be suspicious of strangers talking to them. In this perspective, the researcher collected data from the district where she/he leaves since respondents are more likely to trust somebody they know and share information more freely. Researcher was also more familiar with the geographical of the area thus making data collection easier.

CHAPTER FOUR

DATA PRESENTATION AND DISCUSSION

4.1 Introduction

In this chapter, the results of the analysis of the research data are presented. The aim of the study was to investigate the influence of teachers’ job satisfaction on students’ academic performance. In particular, the study explored the factors influencing teachers’ job satisfaction, influence of job satisfaction of academic performance, and measures used to improve teacher job satisfaction levels in order to improve their productivity as evidenced in students’ academic performance. Findings of the study are presented based on these specific objectives. However, the respondents’ demographic data is first presented followed by analysis and last a discussion of findings based on the three specific objectives named above.
4.2 Demographic Data

4.2.1 Demographic Data for Head Teachers
70 principals participated in the study. The researcher asked them to indicate their age, gender, education level, and duration of service as head teachers in their current institution. 
Table 4.1: Principal’s Sex/Gender
	Respondents
	Frequency (f)
	 Percentage (%)

	Male
	50
	71.4%

	Female
	20
	28.6%

	Total
	70
	100%


Source: Field Data, 2020
The Table 1.4 shows that gender disparity exists in school administration for most admin posts are given to male teachers and only to a few female teachers.About the educational level of the school heads, it was found that 32 (45%) of principals possessed Bachelor’s degree, 28 (40%) had high school Diploma, and 10 (15%) had a Master as their highest education level. These responses are shown in Figure 2.
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Figure 4.1: School Heads Qualifications
The above Figure 4.1 shows that majority of head teachers possessed Bachelor’s degree and very few possessed a Master’s program. This means that most schools are managed by school heads whose skills are inadequate and therefore in-service training was required in Bagamoyo district. The other question touched on the duration by which respondents had served as school heads. In response, 35 (50%) had served between a 1 – 5 years period as head teachers. Other 25 (35.7%) had served as schools heads between a 6 – 10 years duration while 10 (14.3%) had served as head teachers for a period between 11 – 15 years. This shows that majority of the school heads hold a considerable work experience and therefore had the abilities and skills to manage the schools, motivate teachers, and ensure academic excellence among students.
Also, the head teachers were asked about the period/ number of years they had spent in their current secondary school. Their responses showed that 45 (64.3%) of principals had served their current schools for a period not exceeding 5 years. Also, only 20 (28.6%) had served their current school for a period of 6 – 10 years; and 5 (7.1%) had served their current school for a period of between 11 – 15 years. However, the period each head teacher had spent in his/her current school enabled them to provide the right feedback and information on the impacts of job satisfaction to students’ performance.
4.2.2 Demographic Data for Teachers
210 teachers were participated in this study. The researcher asked their gender, education level, and years of service in their entire teaching profession and in their current schools. 
Table 4.2: Gender Distribution in Teachers
	Respondents
	Frequency (f)
	Percentage (%)

	Male
	137
	64.3%

	Female
	73
	34.7%

	Total
	210
	100%


Source: Field Data, 2020

In table 4.2, majority of public secondary school teachers in the district were male and few were females. This data indicates that gender inequity is a major problem in the district; particularly in teachers’ recruitment. This is because over 50% of secondary school teachers in Bagamoyo District are male and only 34.7 percent are female. Gender equality requires an equal distribution. However, this is not the case at Bagamoyo District. Asked to indicate their education levels, their responses are shown in the Figure 4.2:
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Figure 4.2: School Teachers Qualifications

In reference to the above figure 4.2, majority of teachers were not highly educated, this can potentially disable them to teach students well hence crippling students’ academic performance. Teachers were also asked their duration of service in their teaching career; 84 (40%) had served as teachers for a duration of between 1 – 5 years, 74 (35%) had between 6 – 10 years of service, and 52 (25%) had served as teachers for a period of between 11 – 15 years. No teacher had served for above 16 years in the whole district. Their responses indicated that majority of teachers had sufficient experience to provide quality education which could boost the levels of academic performance in the district.
Further, the researcher asked teachers the number of years they had served in their current schools. Their response is summarized in the below figure 4.3. The figure 4.3 indicates that most teachers have spent a period of between 1 to 5 years in their current school. No teacher has spent more than 15 years of service in the same school. 
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Figure 4.3: Teachers Teaching Experiences
4.3 Findings on Factors Influencing Job Satisfaction

Both head teachers and teachers were asked by the researcher questions about remuneration, promotion, recognition, and working conditions (Table 4.3).  In the above Table 5, all sub items have a high score due to their significant impact on enhancing job satisfaction among teachers. The sub items on clarity of job description to teachers 196 (70%), provision of adequate teaching facilities and equipment 224 (80%), ensuring proper accommodation for teachers 182 (65%), presence of extracurricular activities 210 (75%), organization of teachers workshops and training programs 168 (60%), and government and school policies system that allow teacher to effectively do their teaching work 224 (80%). This clearly shows that proper working conditions increase job satisfaction levels among teachers and vice versa.
Table 4.3: Working Conditions N=280

	Working Conditions
	Response (A)
	Response (D)

	Clarity of job description to teachers
	196 (70%)
	84 (30%)

	Adequate accommodation for teachers  
	182 (65%)
	98 (35%)

	Provision of adequate teaching facilities
	224 (80%)
	56 (20%)

	Presence of extracurricular activities
	210 (75%)
	70 (25%)

	Opportunities for workshops and teacher training
	168 (60%)
	112 (40%)

	Effective government and school policies
	224 (80%)
	56 (20%)


Source: researcher data, (2020).

Also, respondents were asked about the impacts of remuneration to their job satisfaction (Table 4.4).
Table 4.4:  Remuneration (N=280)

	Remuneration Factor
	Response (A)
	Response (D)

	Timely payment of monthly salary
	280 (100%)
	0 (0%)

	Extra duty allowances
	42 (15%)
	238 (85%)

	Adequate provision of allowances
	70 (25%)
	210 (75%)

	Good pension scheme upon retirement
	224 (80%)
	56 (20%)


Source: Field Data, 2020

Table 4.4 shows that all secondary school teachers and principals who participated in this study agreed that all monthly payments are paid on time 280 (100%). However, allowances are delayed and not paid in time by the employer. Also, majority of teachers felt that the pension scheme upon retirement is not good for them given their many years of service. Also, the researcher distributed the respondents, both head teachers and teachers to collect data about their areas of specialization and departments which they serve in their current secondary schools:
Table 4.5: Distribution by Department (n = 280)

	Department
	Science
	Business
	Language
	Arts

	Number 
	98 (35%)
	14 (5%)
	126 (45%)
	42 (15%)


Source: Field Data, 2020

The results suggested that most secondary school teachers value the language and science departments probably because they are paid well and highly recognized and thus making it easy for the researcher to understand the factors influencing teachers’ job satisfaction on the academic performance of students in their final national examinations. Also, the researcher asked the respondents about the factors that influence their job satisfaction on students’ outcomes (Table 4.6). In Table 4.6 findings indicate that all teachers participated in this study indicated job satisfaction influencers to be job security, promotion, salary, reward, satisfaction, professional development opportunities and maintenance of good teaching and learning environment. 
Table 4.6: Teachers’ Job Satisfaction on Students’ Academic Performance

	Influence of Teachers’ Job Satisfaction
	Responses (A)
	Responses (B)

	Job security
	280 (100%)
	0 (0%)

	Job satisfaction
	280 (100%)
	0 (0%)

	Promotion
	280 (100%)
	0 (0%)

	Salary
	280 (100%)
	0 (0%)

	Reward for good work
	280 (100%)
	0 (0%)

	Professional development opportunity
	280 (100%)
	0 (0%)

	Conducive teaching environment
	280 (100%)
	0 (0%)


Source: Field Data, 2020

In addition, the researcher asked the respondents about the strategies used by the government, employer, and school administrations to improve their job satisfaction levels (Table 4.7). 
Table 4.7: Public Secondary School Respondents to Job Satisfaction Approaches

	Job satisfaction approach
	Response (A)
	Response (B)

	Salary, wages, and remedial pay
	168 (60%)
	112 (40%)

	Promotion policies
	140 (50%)
	140 (50%)

	Provision of allowances
	112 (40%)
	168 (60%)

	Professional development
	84 (30%)
	196 (70%)

	Recognition and awards
	98 (35%)
	182 (65%)

	Training and workshops
	140 (50%)
	140 (50%)

	Working conditions
	196 (70%)
	84 (30%)


Source: Field Data, 2020

4.4 Factors that Influence Teachers’ Motivation
The first specific objective of the study was to determine the factors that influence secondary school teacher motivation. Data presentation on the respondents indicates that remuneration and working environment factors impact on public secondary school teachers’ motivation on students’ academic performance. On the question of working conditions and their impact on teachers’ motivation, factors such as staffroom, furniture and equipment, and teaching tools were seen to greatly influence their motivation on teaching students. This sub-item of institutions providing adequate learning and teaching resources has a positive impact on students’ performance improvement. 
Other sub-items including clarity of job description, adequate accommodation for teachers, presence of extra-curricular activities, opportunities for workshop and teacher training, and effective government and school policies were seen to allow teachers do their teaching work effectively. A study by Zhongshan (2007) support these views for Zhongshan demonstrates that there exists a positive relationship between motivation and performance of teachers; that the higher the motivation level the greater is the teacher’s job performance. This clearly shows that where greater motivation level is provided then job performance by teachers increases. 
Other studies by Bennell (2004) indicate that job satisfaction of teachers impacted on the performance of students and thus teacher motivation is vital in influencing academic performance for learners. These studies conform to the case of Bagamoyo District secondary schools. Inadequate teacher motivation is contributing to failure of students in their final examinations, and this can only be addressed by increasing teacher motivation in the district. 

On the sub-item of remuneration factors and their influence on job satisfaction, there were no problems with timely payment of monthly salary 280 (100%). However, extra duty allowances, adequate provision of allowances, and pension scheme were inappropriate and made teachers unsatisfied with their jobs. These results are supported by (Davidson, 2010) study which indicates that remuneration factors influence job satisfaction levels among teachers. The poorer the teacher remuneration mechanisms the poorer their job performance for this greatly demotivates them and hence poor students’ performance. This study suggested that educators would be adequately motivated if their salaries and allowances are paid regularly and timely. Thus, there is a positive relationship between proper teacher remuneration and students’ academic performance. However, this impact is not huge. 
Furthermore, studies by Kinyua, (2011) indicated that there exists a relationship between teacher salaries and student’s performance and that the quality of learning may be advanced by increasing teacher wages. It seems like public secondary school teachers in the district are lowly paid in comparison to their hard work and commitment they are showing and its significance to the district and the country at large. The huge teacher workload causes teacher demotivation whose impact is negative on students’ outcomes (Kinyua, 2011). This finding is in line with the findings in this study because teachers in Bagamoyo District are overworked and have more lessons that described in their work-agreement. As a result, they underperform and this impacts the students’ performance in the final examinations adversely, with a big number of students registering poor grades. 
4.5 Influence of Job Satisfaction on Student Performance
The second specific objective of this study was to examine the influence of job satisfaction on academic performance. The responses of the respondents were presented in table 4.5 and they indicated that teacher’s job satisfaction influenced student’s academic performance in the public secondary schools. On the sub-items of job security 280 (100%), job satisfaction 280 (100%), promotion 280 (100%), salary 280(100%), reward for good work 280 (100%), opportunities for professional development 280 (100%), and conducive teaching environment 280 (100%) were found to have an influence on teacher job satisfaction. 
Studies by (Leithwood, 2006) support this view by positing that promoting teachers, rewarding teachers, providing good work conditions, salaries increment, and fridge benefit payments have a direct impact on students’ academic performance. Other studies by (Ngimbudzi, 2009) showed that teacher job satisfaction influenced performance of students and that there exist positive significant relationships between their job satisfaction and attitudes towards students’ beliefs and motivation. 
A study by Davidson (2010) demonstrated that rewarding of teachers is a good motivational strategy and that teacher’s value tangible incentive including promotion, salary increment, superior work assignments, increased discretion, and provision of extra responsibility. However, in most public secondary schools, most teachers have low rates of job satisfaction and are demotivated to perform, citing reasons of policy environment, opportunities, job promotion, society’s low perception of teaching profession, and pay. Also, Davidson, (2010) studies showed that authority, job security, recognition, opportunities for growth, autonomy, advancement, job title, responsibility, and challenging tasks are the most significant of expected non-monetary variables of motivation and that reward is not necessarily about finances alone. 
4.6 Measures for Pmproving Teacher Job Satisfaction
The third specific objective of this study was to determine the strategies used by government to ensure secondary schools teachers’ job satisfaction. As per the respondents, there are various approaches taken to improve job satisfaction. However, their responsiveness to teacher needs differ. On the subsection of salary and wages, 168 (60%) of respondents agreed that there have been good teacher compensation strategies set by the government and the schools administration. Such strategies include uniform pay for teachers in the same job groups, improvement of salary with job group advancement, and timely payment of salaries. 
However, 112 (40%) of respondents’ felt that much need to be done in the salaries and wages payment strategies by the employer. These views were supported by (Tasnim, 2006) research, that timely payment and increment of wages to teachers help improve their motivation to work and job satisfaction levels. Also, (Tasnim, 2006) studies demonstrated that remedial pay for tuition learning motivates teachers and improves their work morale, whose impact is reflected in student’s overall school performance. Other remedial measures used to improve teachers’ motivation are improvement of teaching and learning environment. Conducive working conditions increase the level of job satisfaction and academic performance. Also, creation of professional development opportunities such as training and development improves job satisfaction levels. 
According to (Bennell, 2004), the sub-items of creating conducive teaching and learning environment and creation of training programs should be given top priority in order to raise teachers’ rates of work motivation. In addition, recognition and reward for good work measures help improve teachers’ job satisfaction. This view was supported by (Kinyua, 2011) study those teachers whose input results to positive students’ results must be rewarded to improve their levels of motivation to work. This implies that the school administration, government, and employer should develop convenient, fair, and reasonable promotion policies for teachers. Promoting productive teachers’ helps public secondary schools rank higher in terms of academic performance. 

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

Chapter five summarizes the findings of the study. Also, this chapter presents the recommendations to the study based on the researcher findings. Besides, it provides a conclusion of the study and details suggestions that researchers should focus on further research.

5.2 Summary of Findings

The study revealed that the provision of adequate infrastructural facilities, adequate learning and teaching facilities, and a secure teaching environment lead to improved academic performance of students. Also, secondary school teachers effectively do their jobs if the government applies effective policies; policies that address their welfare. Teachers consider the presence of extracurricular activities as a proper condition that improves their level of motivation; thus they consider it a very important factor to their engagement with learners. 
Also, the findings revealed that teachers are motivated with proper remuneration measures, and this leads to improved student performance. Factors such as timely extra duty allowances, timely payment of monthly salaries, equal promotion opportunities, favorable pension schemes, and other reward mechanisms help to motivate teachers. However, if these factors are disregarded, teachers become demotivated leading to poor academic success by their students. In addition, the study revealed that job security, job satisfaction, organization of workshops and other professional seminars, promotion, salary, reward for high student performance, and opportunities for professional development are the factors that influence the levels of motivation to teachers and consequently the performance of students. 

5.3 Conclusion

This study concluded that the provision of adequate infrastructural facilities, sufficient learning and teaching resources, and conducive work environment improve the levels of teachers’ job satisfaction. As a result, the students’ academic performances are improved. Also, teachers discharge their duties effectively when the government policy and school system is also effective. The presence of extra-curricular activities and positive behavior by students encourage teachers to produce more. 
Clarity of job description, enough accommodation, opportunities for professional development, and other workshops and training programs organized within and outside the secondary schools are the working conditions which influence the levels of motivation of teachers on students’ academic performance and improvement. Also, the study concluded that timely monthly payments, timely allowances, proper pension scheme, and performance rewards impact on teacher’s job performance on students’ academic improvement.
However, teachers are demotivated when the amount of salary they get paid doesn’t commensurate with their workload, inadequate allowances, and lack of salary advance. Also, the study concluded that overcrowded classes, inconvenient promotion policies, lack of involvement of teachers in decision making, low wages and salaries, and poor provision of incentives demotivate them. In addition, job satisfaction, promotion, salary, job security, attendance of seminars and workshops, equal professional development opportunities, and reward for excellent work positively influence teachers’ motivation leading to improvement of students’ academic performance. Furthermore, the study concluded that improvement of wages and salaries, provision of conducive working environment, creation of professional development opportunities, recognition for good work, and convenient and fair job promotion policies were vital in enhancing teacher satisfaction hence improved students’ academic performance. 

5.4 Recommendations

The study recommends that:

i. The government should raise teachers’ pay package and improve work conditions in order to motivate them.

ii. The government needs to review, redesign, and implement fair and equal job promotion policies. Also, the government should provide equal opportunities for professional development.

iii. The government should develop policies on teachers’ reward and motivation upon students’ academic improvement.

iv. The government should provide teacher allowances, security, and accommodation so that to motivate them.

v. The government should promote and ensure gender equality in teachers’ recruitment, promotion, and rewards in order to have them motivated.

vi. The government should encourage the community to change their negative perception towards the teaching profession, and encourage them to care and support the work of teachers in order to motivate them.

vii. The government should create a platform through which teachers can upgrade their knowledge and skills. This would motivate them to be effective and efficient.
5.5 Recommendations of Further Area of Study

In reference to the scope of the study, there are other areas of study that the researchers should focus on. The following are the suggestions for areas requiring further studies:

i. A study determining the impact of parental involvement on students’ academic performance

ii. A study on the impact of teachers-students ‘motivation on students’ overall academic performance

iii. Compare and contrast factors influencing job satisfaction and teachers motivation in public and private secondary schools.
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APPENDICES

Appendix I: Teachers’ Questionnaire

My name is Hassan Shabani, a Master student at Open University of Tanzania. I hereby request you to help me complete the below questions for a research I am doing. The title of the dissertation is “The Influence of Teachers Job Satisfaction on Students Academic Performance: A Case Study of Public Secondary Schools in Bagamoyo District”.

Instructions:

1. Please respond to the questions by putting a tick (√) in the bracket. You can also give an explanation where it is necessary. The questionnaire is voluntary.

2. Do not write your name in the questionnaire form. However, indicate your personal details only for the parts included in the questionnaire.

SECTION A: Demographic Information

Put (√) to the right answer

1. Sex () Male () Female)

2. Age (1) 24-29 (2) 30-34 (3) 35-39 (4) 40-44 (5) 45 and above

3. What is your position in the school?

(1) Department teacher () (2) Class teacher () (3) Ordinary teacher () (4) Teacher in training ()

4. In which department do you work in?

(a) Science () (b) Language (Kiswahili, English, French) () (c) Business (Economics, accounting, commerce) () (d) Others (Please specify)

5. What is your highest level of education?

(a) PhD () 
(b) Master ()
(c) Graduate ()

(d) Diploma ()

6. How many years of experience do you have?

(a) 1-5 years ( )
(b) 6-10 years ( ) 
(c) 10 years and above ( )

7. How many years have you worked in this school?

(a) 1-5 years ( )
(b) 6-10 years ( ) 
(c) 10 years and above ( )

SECTION B

Please tick (√) to indicate the extent at which you agree to the following statements using the given scale (1-5):

(1) Fully agree (5 points)

(2) Agree (4 points)

(3) Somehow agree (3 points)

(4) Disagree (2 points)

(5) Fully disagree (1 point)

	
	Factors that influence teachers job satisfaction
	1
	2
	3
	4
	5

	8
	Fair and equitable promotion to senior positions
	
	
	
	
	

	9
	Good salary and monthly pay
	
	
	
	
	

	10
	Quality of teacher supervision
	
	
	
	
	

	11
	Good working conditions and environment
	
	
	
	
	

	12
	Job recognition by the seniors/ head teachers
	
	
	
	
	

	13
	Adequate allowances
	
	
	
	
	

	14
	Timely extra duty allowances payment
	
	
	
	
	
	

	15
	Job security
	
	
	
	
	
	

	16
	Salaries and wages improvement
	
	
	
	
	
	

	17
	Professional development opportunities
	
	
	
	
	
	


SECTION C

Please give your suggestion on the measures that should be taken to improve job satisfaction among public secondary school teachers in Bagamoyo district.
18. What does the government need to do in order to improve job satisfaction among public secondary school teachers in Bagamoyo so as to influence students’ performance? ....................................................................................................................................................................................................................................................................................................................................................................................................................................................................................

Appendix II: Interview Guide
This is the interview guide for the school heads in Bagamoyo District Public Secondary Schools

In your opinion, what factors influence job satisfaction among public secondary school teachers to enhance academic performance to the students in your school?

In your opinion, what challenges do teachers encounter in job satisfaction?

i. What can be done to improve job satisfaction level among public secondary school teachers?

ii. What factors influence teachers’ job satisfaction in Bagamoyo District public secondary schools?

iii. Does teacher job satisfaction influence student academic performance in public secondary school?

iv. What are strategies taken by school heads to improve teacher job satisfaction levels?

Job security


Recognition


Promotion


Salary increment


Supervisory power





Students academic performance





The process of teaching and learning





Integrity


Discipline


Self-drive


Honesty


Professionalism


Hard working


Staff development


Improved work condition











Hygiene Factors


Salary, working conditions, empowerment, supervision, remuneration, school policy


Motivator Factors


Responsibility, respect, promotion, and appreciation








Students’ academic performance








