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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The aim of this study was to assess the role of participative decision making on teacher job performance in public primary schools in Mbozi district, Songwe region. Specific objectives for this study were to examine the role of participation in instructional decisions on teacher job performance, to analyze the role of participation in curriculum decisions on teacher job performance in public primary schools in Mbozi district, Songwe region as well as to assess the role of participation in managerial decisions on teacher job performance in public primary schools in Mbozi district, Songwe region. The study was anchored on PDM Theory and Douglas McGregor’s Theory Y. The study used mixed approach where both qualitative and quantitative methods were used in data collection and analysis. The target population was 304 teachers from 30 schools in 5 selected wards: Magamba, Isansa, Shiwinga, Itumpi and Isansa wards. A sample size of 30 respondents was picked through clustered sampling. Data were collected using a questionnaire for school teachers. Reliability was ascertained using internal consistency reliability which yielded a Cronbach’s alpha coefficient of greater than 0.7 for each variable included. Descriptive statistics and inferential statistics (Simple Regressions) were used for data analysis using SPSS. The study revealed that, the extent of role of participation in instructional, curriculum and managerial decisions on teacher job performance was high (HE) in public primary schools in Mbozi district, Songwe region. It was recommended that schools apply participative decision making that encourage high level of teachers’ participation in instruction, curriculum and managerial decisions in order to increase the teachers’ job performance
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1. Background Information TC "1.1 Background information" \f C \l "1"  

Teacher job performance in schools is greatly contributed by teacher’s participation in decision making (Mohrman, Cooke and Mohrman, 1978; Chan, Ching, and Cheng, 1997; CHENG Chi Keung, 2008; International Journal of Development and Sustainability, 2017). Teacher job performance as defined by (Somech, 2006), is the way teachers perform their work. This is further defined by Kroll (2006) as a measure of efficiency and effectiveness of employee relative to their job.  Teachers as other employees, their job performance are influenced by several factors including: leadership styles, organizational skills and participation in decision making (Somech, 2006; Nwanah, Abome, Okafor & Mba, 2019). In this regard, the role of participation in decision making (PDM) against teacher job performance is assessed in this study.
In Tanzania, the idea of improving job performance through participative decision making, originated from the decentralization system that began in 1972 when the central government transferred some of its powers and functions to restricted authorities (Godda, 2014). The thought was further adopted in the education sector to enhance rapid development in its activities (Macha et al., 2022). Later, Education and Training Policy of 1995, emphasized the transfer of authority from central government to schools and teachers (URT, 2010). 
In applying it, the Ministry responsible for education in Tanzania created mechanisms by which teachers will participate in preparation, implementation, evaluation and decision of issues related to school programs and provided various policies and guidelines resources on applying PDM in schools (MoEST, 2016, 2010; The education Act no. 25 of 1978 and its review on 2002; The Education Sector Development Program ESDP, 2007/2008- 2016/2017, 2016/2017- 2020/2021). 
The documents insisted on participatory approaches as means for improving teaching performance as well as the overall school performance. In these documents, teachers were given mandate to participate in making various school decisions including selection of teaching and learning materials, methods of teaching as well as participations in decisions concerning the management of the school to improve their job performance as well as that of school. Unfortunately, these directives were limited in schools and teachers were not given chances to participate in decision making concerning their matters, and that of students and school in general and therefore affects teachers’ performance and the entire school performance (Ngussa, 2017; Lester, 2018). 
In China, Saleem, Aslam, Yin, and Rao (2020) showed that school principals prefer a directive leadership style to participative leadership. Hammad (2017) in Egypt maintained that teachers regarded school decisions as insignificant and irrelevant to their concerns and therefore significant decisions are retained by central administrators. And this has led to poor teacher’s performance and the overall school performance. This was because poor PDM results in decreased level of employee satisfaction, commitment, morale, support and efficiency in the work place (Management Study Guide, 2016; Saha and Kumar, 2017) as well as reducing teachers' confidence and motivation and does not ensure effective implementation of curriculum and instructions in schools (Owusu, et. al, 2014).

Recent findings in Tanzania suggested that participation of teachers in decision making has been a challenge in most of schools in Tanzania and hence lead to poor job performance of teachers and schools at large. In Kahama district, teachers were not involved in school budgeting (Editha, 2018), while in Misenyi district, Rwekaza (2015) found that teachers’ involvement in setting up teaching objectives, moderation of students’ examinations, planning for programs of the year and syllabi analysis as well as forming subject clubs, sport administration and organizing school functions was low. This was also supported by Felician (2013) in Kilombero district, who revealed that, teachers were not involved in school planning, curriculum and teaching, budgeting and income generation and school building effort. This finding was also in agreement with that obtained in Moshi municipality and hence they were victims of underperformance in their work (Ngussa (2017). In this sense therefore, this study aimed to find out to what extent participation in decision making has a role on teacher job performance in public primary schools especially in Mbozi district, Songwe region.
1.2. Research Problem Statement TC "1.2 Research problem statement" \f C \l "1" 
Participation in decision making is currently among the main factors for employee job performance. This is due to the fact that: it affects the overall activities of school in general and teaching-learning process in particular (Gemechu, 2014); improves the level of employee satisfaction, commitment, morale, support and inefficiency in the work place (Management Study Guide, 2016; Saha and Kumar, 2017); increases teachers‘ job motivation which leads to high performance (Migwi, 2018); increases their efficiency, develops new ideas as well as increases commitment and accountability in performing their activities in school (Macha and Mhagama, 2022); increases employee productivity (Obi, 2019); as well as makes school management and policy more receptive to communal needs (Pashiards, 2014).
Due to its importance, the government through the Ministry responsible for education provided different guidelines on how to apply PDM in schools as discussed in the background (MoEST, 2016, 2010; The education Act no. 25 of 1978 and its review on 2002; The Education Sector Development Program ESDP, 2007/2008- 2016/2017, 2016/2017- 2020/2021). Although these guidelines highlighted structure and importance of teachers as stakeholders to participate in decision making in order to improve performance, still there is no adequate involvement of teachers in decision making in schools and hence poor job performance of teachers and that of schools.
Most of teachers don’t participate in various school decision making including participation in planning extra-curricular activities, school development projects, participation in allocation of resources, determining sources of income and allocation of budget, participation in curriculum and teaching decisions (Ngussa, 2017).  To further analyze it, Lester (2018) noted that decision making in many organizations including schools are done by top management team without considering the input of other teachers, the tendency that generally lowers teaching performance and ultimately the school general performance. This case is similar to that of study area where the performance of schools is very low. 
According to the latest released data (2016 – 2019) of NECTA standard seven categorized in districts, by average, Mbozi was among the 50 least districts in schools’ performance in Tanzania being the 168th in 2016, 133th in 2017, 129th in 2018 and 136th in 2019 out of 180s Tanzania districts. Likewise, in the latest released data (2018 – 2019) of NECTA standard four results categorized in districts, by average, Mbozi was among the 35 least districts in schools’ performance in Tanzania holding 147th and 163th positions in 2018 and 2019 respectively. 
One of local NGO (SHIPO) monitoring reports of 2022 operating in the study area suggests that, teachers are not involved in decision making, there has been a lack of transparency and no formal delegations as it is supposed to be in schools, that is why it has decided to provide school committee and school leadership’s trainings. According to the report, this tendency has been demoralizing teachers’ efforts on their normal duties including teaching experience. 
Data from Mbozi education office pointed out further that, majority of schools with low performance are also located at the selected study area with one of the schools being the last both in the district and regional ranking in 2021 standard four national assessment results, where, out of 111 students who sat for examination in this school, 71 (64%) were referred (repeated the class). Although, different interventions done by government such as directing NGOs supports, regular visits to the area, and NGO supports such as provision of in-service trainings, still teachers’ performances is low which generally led to poor school performances. Therefore, this study aimed to find out the role of participative decision making on teacher job performance in public primary schools in Mbozi district, Songwe region.
1.3. Research objectives TC "1.3 Research objectives" \f C \l "1"  

1.3.1. Main research objective TC "1.3.1 Main research objective" \f C \l "1"  

The main objective of this study was to assess the role of PDM on teacher job performance in public primary schools in Mbozi District, Songwe region. This main objective was supported by the following specific objectives.

1.3.2. Specific Objectives TC "1.3.2 Specific objectives" \f C \l "1" 
i. To examine the role of participation in instructional decisions on teacher job performance in public primary schools in Mbozi district, Songwe region 
ii. To analyze the role of participation in curriculum decisions on teacher job performance in public primary schools in Mbozi district, Songwe region 

iii. To assess the role of participation in managerial decisions on teacher job performance in public primary schools in Mbozi district, Songwe region.

1.4. Research Questions TC "1.4 Research Questions" \f C \l "1" 
1.4.1. General Research Question TC "1.4.1 General research question" \f C \l "1"  
The following were the specific research questions which answered  
1.4.2. Specific Research Questions TC "1.4.2 Specific research questions" \f C \l "1"  
i. To what extent does participation in instructional decisions has a role on teacher job performance in public primary schools in Mbozi district, Songwe region? 
ii. To what extent does participation in curriculum decisions has a role on teacher job performance in public primary schools in Mbozi district, Songwe region? 

iii. To what extent does participation in managerial decisions has a role on teacher job performance in public primary schools in Mbozi district, Songwe region? 
1.5. Justification/Rationale/Significance TC "1.5 Justification/Rationale/Significance" \f C \l "1" 
This study was significant due to the fact that it will contribute to additional knowledge of the problem by assessing the role of PDM on teacher job performance especially in public primary schools in Mbozi district particularly in the study area. This study has a positive influence to education stakeholders including school leaders and other teachers, who will be provided with information on how PDM plays an important role on teachers’ job performance therefore improving their ways of decision making in schools to improve teachers’ performance and general school performance.
Policy are advised to use the findings from this study to identify viable opportunities to revise policies related to employee participation in decision making and job performance. Through this study, the extent of role played by PDM on teacher job performance was examined, therefore creating a space to increase focus on this factor in order to improve both teacher job performance as well as schools’ performance The study discovered other areas for consideration by other researchers that can contribute to the existing knowledge on PDM and teacher job performance. The study may therefore act as a source of literature for other researchers who are interested in carrying out their studies in the same field in the country or even outside the country.
1.6. Motivation of the Study TC "1.6 Motivation of the study" \f C \l "1"  

The motive of performing this study was generated from the desire of a researcher to raise awareness, thinking and awakening the education stakeholders and school community (Kothari, 2009) on the role of PDM as among the factors that greatly contributed to the job performance of teachers in schools. The study findings on the extent of PDM role to the job performance can help to create awareness to different education stakeholders on the importance of considering and applying PDM across all relevant school decisions to improve teachers’ performance and therefore general school performance.

1.7. Organization of the Study TC "1.7 Organization of the study" \f C \l "1"  
This study covered five chapters as follows: Chapter one covered by the introduction which involved background of the problem, statement of the problem, research objectives, research questions, justification/rationale/significance of the study and organization of the study. Chapter two was covered by literature review which contained introduction, conceptual definitions, theoretical literature review, empirical literature review, research gap, and conceptual framework. Chapter three was covered by methodology which involved introduction, research design, area of the research, population of the study, sampling procedure, data collection tools, reliability and validity of the data and data analysis. Chapter four presented data findings and discussion. Chapter five made conclusion and recommendations of the study. References and appendices were also included
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEWS TC "LITERATURE REVIEWS" \f C \l "1" 
2.1. Overview TC "2.1 Overview" \f C \l "1" 
In this chapter the following were discussed: conceptual definitions highlighted the meaning of different concepts used in this study; theoretical literature review provided insights of the study to the worldly accepted theories; in empirical literature review part, the study appreciated existing studies related to; in research gap part, the study pointed out the gap observed from other related studies that added value to; while theoretical and conceptual frameworks were the base of relationship of dependent and independent concepts and objectives of the study.
2.2. Conceptual Definitions TC "Conceptual definitions" \f C \l "1" 
2.2.1. Decision Making TC "2.2.1 Decision making" \f C \l "1"  

Decision making is the act of making up on one’s mind about something, or position or opinion or judgment reached after consideration. It is a thinking process, with lots of mental activity involved in choosing between alternatives (Mekuria, 2009, p.7). Eromafuru (2016) sees decision making as a process of defining problems and choosing a course of action from the alternatives generated. Welhrich & Koontz (2018) asserts that decision making is at the core of planning. He goes further to elaborate on the fact that a plan cannot be said to exist unless a decision - a commitment of resources, direction, or reputation has been made. 
Abdulai and Shafiwu (2014) define decision making as “the process of identifying and selecting a course of action to solve a particular problem.” It can also be defined as a thought process of selecting a logical choice from the available options in decision making process. In order to reach a good decision, participation of staff in the decision process is vital.

2.2.2. Participative Decision Making (PDM) TC "2.2.2 Participative Decision Making (PDM)" \f C \l "1" 
Participative decision making has been defined by different scholars as employee involvement in decision-making that promotes idea generation, employee commitment, productivity and institutional welfare. Goleman (2000), Probst (2005), Bhatti and Nawab (2011). Participative decision-making refers also to the process of involving, empowering and encouraging employees to give inputs towards value creation and organizational performance improvement (Sofijanova & Chatleska, 2013).
Explaining it to a wide impact, Lunenburg (2011) and Bree (2017) suggested that, PDM will increase industrial democracy, productivity and effectiveness in the decision-making process via shared responsibility, diverse ideas, knowledge and experiences in organizations. Basically, participation of employees describes the involvement of employees in decision making which is concerned with shared decision making in the work situation (Mitchell, 2017). According to Noah (2019) participation of employees is a special form of delegation in which the subordinate gain greater control, freedom of choice with respect to bridging the communication gap between the management and workers. 
2.2.3. Job performance TC "2.2.3 Job performance" \f C \l "1"  

Job performance is the achievement of duties and obligations of an employee, including additional duties outside of his obligations. Jalil et al, (2015). For achieving organizational performance, individual performance and group performance are needed. Arifin et al., (2019). In order for a teacher to achieve his/ her duties and obligation, participation in decision making is necessary (Felician, 2013)
2.2.4. Teacher Job Performance TC "2.2.4 Teacher Job Performance" \f C \l "1"  

According to Jalil et al., (2015) definition of job performance above, teacher job performance is the achievement of duties and obligations of a teacher, including additional duties outside of his obligations. Relating it to Arifin et al., (2019) as defined above, for achieving school performance, individual teacher performance and that of group of teachers are needed. Individual and teachers’ group performance can only be possible if they are involved in instructional, curriculum and managerial decision making (Olurunsola and Olayemi (2011)
2.3. Theoretical literature review TC "2.3 Theoretical literature review" \f C \l "1" 
Theoretical literature review is a structure that guides research by relying on the formal theory (Lester, 2005). The theoretical literature review for the study has its basis. This study was based on PDM Theory and Douglas McGregor’s Theory Y.
2.3.1. Douglas McGregor’s Theory Y TC "2.3.1 Douglas McGregor’s Theory Y" \f C \l "1" 
The Douglas McGregor’s Theory Y (1960s) expounds a participative style of management that is de-centralized. In Y-Type organizations, people at lower levels of the organization are involved in decision making and have more responsibility. The theory suggests a better relationship between a worker and his/ her boss, creating a healthier atmosphere in the workplace. Theory Y incorporates a democratic environment to the workforce. This allows the employee to design, construct, and publish their work in a timely manner in co-ordinance to their workload and projects.
In Theory Y, leaders, structure the work environment to provide employees opportunities to take on more responsibilities. PDM would certainly allow this to happen. It is suitable for motivation of teachers, management and control of the school, and during rewards and appraisals. In this study, organization is the school and workers or employees are the teachers. 
2.3.2. Participative Decision-Making Theory TC "2.3.2 Participative Decision-Making Theory" \f C \l "1"  

Abraham Maslow (1940s) believed that workers need to feel a sense of belonging to an organization. Humans need to feel a sense of belonging and acceptance among their social groups, regardless if these groups are large or small. PDM theory explains how employers can allow or encourage employees to share or participate in organizational decision-making so that they can realize their full potential to improve organizational performance. Organizational theorists such as Argyris have suggested that participatory decision making (PDM) would lead to more effective organizations and higher staff morale. Maslow’s (1943) theory of motivation pointed to the human need for self-actualization. Allowing employees, a voice in decision making is perhaps the most logical method for allowing this to occur. 
2.4. Empirical Literature Review TC "2.4 Empirical literature review" \f C \l "1"  
2.4.1. The role of PDM on Teacher Job Performance: In The World TC "2.4.1 The role of PDM on teacher job performance: In the world" \f C \l "1" 
Research has supported that teacher who takes part in shared decision-making feel more empowered than do teachers who have not (Kenan & Yildiz, 2017; Bogler and Nir, 2012; Blasé & Anderson, 1995; Alkire, 1995; Day, 2000; Conley, 1989; Geuenert, 2000; Leonard & Leonard, 2003). Another positive correlation is that teachers who participate in the participatory leadership style have a greater level of commitment to the educational enterprise (Williamson & Blackburn, 2019; David, 1989; Bair, 1992; Walsh, 1990; Brown, 1987; Hallingere, 2003). 
Surkino and Siegthai (2010) in seeking whether participative decision-making affects lecturers' performance in higher education in Thailand, maintained that, involving lecturers in decision making is used to improve not only their performance but also organization performance. Although the study was carried out in higher learning educational institutions, it is also applicable in public primary schools. Teachers' involvement is vital towards school efficiency in primary schools.
Saputra et al. (2015) in their study, revealed that participative decision making has a significant and positive impact on the job performance of the University of Utara Malaysia. The study recommended that the management of the university recognize the diversity of their staff and implement a practice to increase the level of job performance and keep them motivated. The study argued that employee participation is a key factor for increasing the job performance of the university academic staff. This has practical implication also to public primary teachers. Bhatti et al., (2007) Argued that the engagement of workers has a positive impact on employee satisfaction, commitment and productivity. According to the report, rising employee engagement is a long-term mechanism that requires commitment to both management and employee initiative. 
2.4.2. The role of PDM on teacher job performance: In Africa TC "2.4.2 The role of PDM on teacher job performance: In Africa" \f C \l "1" 
In Ghana Okuoko & Dwumah (2012) examined employee involvement in decision making and workers performing decision-making. The researcher found out that, involvement in decision making impacted positively on workers' commitment and performance in an organization. Similarly, in Zimbabwe Wadesango (2012) in investigating the influence of teacher participation in decision making on their occupational morale found that participatory decision-making leads to more effective organization and higher staff morale. Therefore, employee involvement in decision making promotes motivation and encourages a higher level of accountability and commitment for the school to succeed and hence good job performance.
Tchapchapchet, Iwu, and Ille (2014) in South African University on examining employee participation and productivity, found that, employee participation in decision making has a positive impact on the effectiveness, efficiency, and productivity of faculty. The involvement of teachers in the decision-making process makes teachers feel they are part and parcel of the school. Thus, school administrators need to ensure teachers are involved in planning and other school matters to enhance accountability and voluntary participation in the implementation to improve work performance in public primary schools
2.4.3. The Role of PDM on Teacher Job Performance: In Tanzania TC "2.4.3 The role of PDM on teacher job performance: In Tanzania" \f C \l "1" 
In Tanzania, studies related to role of PDM on teacher job performance were conducted in different districts of Tanzania including Meru district in Arusha (Macha and Michaela, 2022), Kahama district in Kagera (Editha, 2018), Kilombero district in Morogoro (Felician, 2013), Arusha and Moshi municipalities (Ngussa, 2017), in which all of them were pointing out the positive significant relationship between PDM and performance of the teachers, that, when a teacher is participating in decision making, it increases their job performance. 
Ngussa (2017) examined participation in decision-making on teachers' commitment in Arusha Municipality. The findings indicated that teachers' participation in decision-making has a positive influence on teachers' commitment. Employee involvement in decision-making promotes motivation and encourages a higher level of accountability and commitment for the school to succeed and hence good job performance. Teachers' participation in decision making in various aspects is vital to school organizations. Their involvement encourages new ideas and innovation towards the implementation of the program and hence yields high performance of teachers (Macha and Mhagama, 2022). McCann (2011) noted committed and satisfied lecturers, teachers, and educators greatly influence the performance of students as well as the long-term effectiveness of their educational institutions.
Teachers’ involvement in decision-making promotes motivation and encourages a higher level of accountability and commitment for the school to succeed and hence good job performance. Their involvement encourages new ideas and innovation towards the implementation of the program and hence yields high performance of teachers (Macha and Mhagama, 2022).
2.4.4. The role of Instructional, Curriculum and Managerial Domains On Teacher Job Performance TC "2.4.4 The role of Instructional, Curriculum and Managerial domains on teacher job performance" \f C \l "1" 
Hypothetically, PDM was conceptualized by the teachers’ level of participation in the instructional, curricular and managerial decision domains. These variables were borrowed from Mohrman, Cooke and Mohrman (1978) who categorized decisions in school as technical or managerial domains, but actually the technical domain could be further split into the instructional domain and curricular domain (New Horizons in Education, 2008). 
The instructional domain included issues closely relating to the individual teacher’s performance within classrooms such as choice of teaching materials, teaching schedule and student assessment. The curriculum domain included issues relating to the functioning of groups, such as subject panels and co-curricular activity groups. The managerial domain included issues at the whole school level, such as school goals, school budget, admission policy, personnel management and development planning (New Horizons in Education, 2008; Chan, Ching, and Cheng, 1997).
In Tanzania since release in 1983 of the national commission on excellence in education, there has been widespread call for education reform. The reform efforts of the 1980s and 1990s focused on organizational, curricular and instructional changes necessary to improve the quality of education and enhanced teacher involvement in decision making (Mack, 1994). The reforms therefore, directly put concerns on the three categories of PDM: organizational (managerial), curriculum and instructional reforms. The ideas, expertise and efforts of teachers contributing to the decision-making process ease to overcome issues and achieve organizational goals (Busck et al., 2010; Silla et al., 2020). 
2.4.4.1. The Role Of Participating In Instructional Decisions On Teacher Job Performance TC "2.4.4.1 The role of participating in instructional decisions on teacher job performance" \f C \l "1"  
According to Wadesango (2011), teacher participation in decision making in relation to instruction comprises of setting instructional goals, formulation of instructional policies, choice of teaching materials, preparing teaching schedule, classroom activities and preparation of lesson. Samira, Konstantinos, and Marios (2015) revealed that the teachers’ participation in the management of change in relation to instruction comprised of revising instructional budget, developing students’ records, choosing instructional resources and materials, creating grading procedures and evaluating the operation of grade levels. Their participation on this, increases their job performance especially in their classroom activities.
MoEST (2016), suggested that teaching methods constitute one of the key factors that promote the child’s interest in learning. To promote the child’s interest, the teacher is required to use methods that will encourage children’s participation in performing different activities. Again, it stipulated that, the effective teaching and learning of a young child depends very much on the use of proper teaching and learning materials. Therefore, in a Pre and Primary classes there should be adequate provision of teaching and learning materials for both indoors and outdoors activities. The teacher should be knowledgeable and creative in order to make appropriate use of the teaching and learning materials that are contextually relevant. Therefore, to enable good performance for teachers particularly in classroom activities, participation of teachers in instructional decisions is necessary.

2.4.4.2. The Role of Participating in Curriculum Decisions on Teacher Job Performance TC "2.4.4.2 The role of participating in curriculum decisions on teacher job performance" \f C \l "1" 
Different literatures suggested that teacher participation in school decision making including curriculum decision increased their morale and commitment to the decision (Ndu & Anogbogu, 2007; Somech, 2010; Klock, 2012, Wadesango, 2012; Cheng, 2008; Mualuko, Mukasa & Judy, 2009; Wadesango & Bayaga, 2013). Similarly, Mueller and Gokturk (2010) stated that teachers’ participation in the management of school change in relation to school curriculum played a significant role in determining the degree of teachers’ job satisfaction (Zainnudin & Isa, 2011), commitment and motivation (Bhatti & Qureshi, 2007; Mazandarani & Abedini, 2015). Teachers play a great role to participate in management of curriculum with regard to subject panel. Teacher subject panel committees are in charge of ordering textbooks, promotions within the department and supervision of teaching within the department. Other areas of teachers’ participation are the extracurricular activities. There are teacher groups charge of sports, entertainment and school trips and discipline management, (Wadesango, 2011). 
Handler (2010) also found that there is a need for teacher involvement in the development of curriculum. Teachers can contribute by collaboratively and effectively working with curriculum development teams and specialists to arrange and compose martial, textbooks, and content. Teacher involvement in the process of curriculum development is important to align content of curriculum with students needs in the classroom. Teachers' participation helps to boost teachers' confidence, ensure effective implementation of curriculum, and reduce teachers' turnover (Owusu, et. al, 2014). 
2.4.4.3. The Role of Participating on Managerial Decisions on Teacher Job Performance TC "2.4.3 The role of participating in managerial decisions on teacher job performance" \f C \l "1"  
One of the roles of teachers to participate in managerial decisions include the supervision of all the school developments. The education Act no. 25 of 1978 and its review on 2002, stated clearly that, it is mandatory for pre and primary schools to have school committees and went further to provide guidelines on how to formulate them. The education circular no. 1 of 2018, stated that, the school committees should be formed with 4 teachers out of 9 members. Teachers’ participation influences accountability and improves school undertakings. 
Olurunsola and Olayemi (2011) conducted a study on teachers' participation in decision-making in secondary schools in Ekit State. The researcher found that participation of teachers in decision-making in the administrative activities enhances teachers to gain experience, removes boredom, frustration and increases workers' commitment, efficiency, and job satisfaction. Yates (2014) considered PDM as a vital characteristic of ethical leaders that fosters employee commitment. Willingness and commitment can be exhibited by employees towards their job if they are involved in decision making and participate in the affairs of the organization (Okechukwu & Hilda, 2014).
In Hong Kong, school administrators are required to not only invite teachers in decision-making, but also to encourage them to participate in curriculum and managerial decision domains, as the intent of the School-based Model policy which has been adopted in Hong Kong is to increase job satisfaction and to enhance greater commitment to the school policies (Smylie, Conley, & Marks, 2012). Growing the level of teacher participation in decision making and spreading their participation in the overall process of decision-making makes school management and policy more receptive to communal needs (Pashiards, 2014).
Worker’s participation had been proven as a management solution to increasing workers satisfaction. Therefore, leaders should search for ways to improve employee satisfaction, which results in organizational effectiveness (Covey, 1989; Jacobs and Singell, 1993; Robbins and Coulter, 2013).
2.5. Policy Review TC "2.5 Policy Review" \f C \l "1"  

The Education and Training Policy of 2014 in chapter 5 under the heading “Organization Structure and Monitoring and Evaluation”, provides the overview of the structure of implementation of this policy. Apart from the powers outlined of other education officials, section 5.6 shows the power of head of schools in supervising the implementation of the policy in various issues such as school planning, school discipline, budgetary issues and leadership for better performance and report it to ward education officers. The delegation of this power from higher levels to the school level is a good thing.
However, the policy did not explain the role of other teachers in schools especially their involvement in various school matters including their participation in decisions that affect them, as an important part in the success of this policy implementation. By this, most of teachers particularly in the study area have not been involved in various issues as the decision making remains to the head of schools. This study desired to inform policy makers on the importance of other teachers’ participation in various school’s development and supervisions for better results. It intends to influence the review of the policy by recommending the addition of section 5.7 under the organization structure and Monitoring and Evaluation, that will address the role of participation of other teachers in various school matters for successful implementation of this policy to avoid possessing of all the powers by the head of schools.
2.6. Research gap TC "2.6 Research gap" \f C \l "1" 
Although different studies related to participation in decision making and teacher job performance have been conducted in various districts in Tanzania including: Meru district in Arusha (Macha and Michaela, 2022), Kahama district (Editha, 2018), Misenyi district in Kagera (Rwekaza, 2015), Kilombero district in Morogoro (Remigius, 2013), Arusha municipality in Arusha (Ngussa, 2017), still there is a knowledge gap of the same in Mbozi district especially in the study area where no similar study focused on job performance of public primary school teachers has been conducted in this location to date. 
2.7. Conceptual and Theoretical Frameworks TC "2.7 Conceptual and theoretical frameworks" \f C \l "1" 
The conceptual framework for this study is based on the above theoretical and empirical reviews. The established relationship involves PDM variables as independent variables that have influence on teacher job performance as the dependent variable. Therefore, the study will assess the role of PDM (instructional, curriculum and managerial) variables on teacher job performance as sketched in the figure below.
INDEPENDENT VARIABLE
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Source: modified from Cheung Chi Keung (2008) and Mohrman, Cooke and Mohrman (1978)
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEACH METHODOLOGY" \f C \l "1" 
3.1. Overview TC "3.1 Overview" \f C \l "1" 
This chapter presents research procedures that were used in this study. It presents research approach and research design used. It also presents the survey population, area of the research, sampling design and procedures. Furthermore, it describes variables and measurement procedures, methods of data collection, data processing and analysis and finally the ethical implications that was considered in the administration of data collection for this study.
3.2. Research Approach TC "3.2 Research approach" \f C \l "1"  
According to McCombes, (2019) research approach or design is a plan to answer a set of questions, a framework that includes the methods and procedures to collect, analyze, and interpret data. Therefore, a mixed approach of both quantitative and qualitative was used in this study to understand a research problem. A mixed approach is a procedure for collecting, analysing, and “mixing” both quantitative and qualitative methods in a single study or a series of studies to understand a research problem (Creswell, 2012). The basic assumption was that the uses of both quantitative and qualitative methods, in combination, provided a better understanding of the research problem and question than either method by itself. In mixed methods research, investigator used both quantitative and qualitative data because they worked to provide the best understanding of the research problem.
3.3. Survey Population /Area of the Research TC "3.3 Survey population /Area of the research" \f C \l "1" 
Every person or object that involve in any type of inquiry constitute a ‘universe’ or ‘population’ (Mishra and Alok, 2017). Thus, the population of this study included all primary school teachers in the study area. The survey population therefore included: 30 headteachers and 274 other teachers from 30 schools in 5 wards. The area of study was Mbozi district in Songwe region specifically in 5 wards: Magamba, Itumpi, Isansa, Igamba and Shiwinga. 
3.4. Sample Size TC "3.4 Sample size" \f C \l "1"  

The sample size for the study involved 30 teachers who were selected randomly from 15 schools in the study area. This sample size was chosen due to costs limitations and as the population size was small. The clustered schools represented different geographical environment of the study area which helped to balance the results of the findings. The area of study involved 5 wards: Igamba, Magamba, Isansa, Itumpi and Shiwinga wards. 
3.5. Sampling Frame 

Sampling frame is the actual list of individuals that the sample will be drawn from. Ideally, it should include the entire target population and nobody who is not part of that population (Shona, 2019). The sample was drawn from a district teachers database, where all the names of teachers from all the study area were listed. It involved the total number of 304 teachers from 30 schools which is the total number of teachers in five wards or the study area.
3.6. Descriptions of Measurement of Variables TC "3.5 Descriptions of Measurement of variables" \f C \l "1"  

3.6.1. Measurement of Independent Variable 

The study was guided by three independent variables; participation in instructions decisions, participation in curriculum decisions and participation in managerial decisions (Cheng, 2008; Olurunsola and Olayemi, 2011; Wadesango, 2011, 2012). All of the variables were measured by evaluating respondents’ opinions on the extent of their participation in schools in a Likert scale of 5 points containing statements that indicate their extent of participation in instructions, curriculum and managerial decisions in schools. 
3.6.2. Measurement of Dependent Variables TC "3.5.2 Measurement of Dependent variables" \f C \l "1"  

There was one dependent variable that was teacher job performance. The researcher used a 5-point response scale containing a statement that requested respondents to suggest the extent that their job performance was affected by participation in decision making.
3.6.5 Measuring the Relationship between PDM and Teacher job Performance TC "3.5.3 Measuring the relationship between PDM and teacher job performance" \f C \l "1"  

The mean scores of the statements that indicated relationship between PDM (participation in instructional decisions, participation in curriculum decisions and participation in managerial decisions) and teacher job performance, were used in answering the research questions. The decision rule was, any mean from 1.00 – 1.99 is very low extent (VLE), 2.0 – 2.99 is Low extent (LE), 3.0 – 3.99 is High extent (HE) and 4.00 - 5.00 is very high extent (VHE) (Obi and Igbaseimokumo, 2019; Kuria, 2017; Ambani K., 2016 as cited in by Srinivasan, 2021) and modified by the researcher.

3.7. Data Collection TC "3.6 Data collection" \f C \l "1"  
This study consisted the collection of both primary and secondary data. Primary data is the data that has been collected from first-hand-experience while secondary data is the data collected from a source that has already been published in any form (Kabir, 2016). The primary data were collected from head of teachers, teachers, education officials and from the education stakeholder, while secondary data were collected from the sources such as district education publications, government official web pages etc. This study employed major three (3) methods of data collection: Key informant interview, survey/questionnaire and documentary review. 
3.7.1. Interview TC "3.6.1 Interview" \f C \l "1"  

An interview is an important qualitative research method in which the researcher collects data directly from the participants whether physically or not physically (Showkat and Parveen, 2017). The researcher conducted interviews to DEO/DAO, district quality assurer, and ward education officers. The key informants interview guide was used as a guideline during the interviews. These interviews constituted primary data to the study.

3.7.2. Survey/ Questionnaire TC "3.6.2 Survey/ Questionnaire" \f C \l "1"  
A survey/ questionnaire is the method of collecting mostly quantitative data using a list of questions either open-ended or close-ended prepared in the questionnaire for which the respondents give answers (Showkat and Parveen, 2017). The researcher applied questionnaires to the head of schools and teachers. The questionnaires provided primary data to the study.

3.7.3. Documentary Review TC "3.6.3 Documentary review" \f C \l "1"  

Documentary review is a comprehensive summary of previous research on a topic (Coffta, 2010). The researcher conducted documentary reviews from different official sources to support various findings of the study. Documentary reviews provided evidences of the secondary data
3.8. Validity 

 During questionnaire construction, various validity checks were constructed to ensure the instrument measure what it was supposed to measure and perform as it was designed to perform. Validity indicates the degree to which an instrument measures what it is supposed to measure; the accuracy, soundness and effectiveness with which an instrument measures what it intends to measure or the degree to which results obtained from the analysis of the data actually represents the phenomenon under study (Mugenda & Mugenda, 2007). The validity tests were conducted by use of face validity and content validity. Face validity tests if the questions appear to be measuring the intended sections. On the other hand, content validity tests whether all the important aspects of the sections are measured. This was done by first testing the 
instruments on 10 respondents and then reviewing the findings. 
3.9. Reliability 

The Reliability is a measure of degree to which a research instrument yields consistent results after repeated trials Mugenda and Mugenda, (2007). Reliability is the extent to which a given measuring instrument produces the same results each time it is used. Cronbach’s alpha, a coefficient of reliability that gives an unbiased estimate of data generalizability was used to test reliability of the answered questionnaires. Cooper and Schindler (2006) noted that Cronbach Alpha coefficient of above 0.7 to be acceptable. 
3.10. Data Processing and Analysis TC "3.7 Data processing and analysis" \f C \l "1" 
According to Kothari (2011), processing of data means editing, coding, classification and tabulation whereas analysis refers to computation of certain measures along with searching for patterns of relationship that exists among data-group. The researcher analyzed qualitative data obtained through manual editing, identified themes, patterns and relationships, and summarized the data. The researcher analysed quantitative data from the respondents using Microsoft Excel in most of combined frequency tables and SPSS software for analysis of relationships between variables. 
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
FINDINGS AND DISCUSSION TC "FINDINGS AND DISCUSSION" \f C \l "1" 
4.1. Response Rate TC "4.1 Response rate" \f C \l "1"  

The sample for the study consisted of 30 respondents. A total of 30 questionnaires were administered to the respondents and all the 30 questionnaires were filled and returned to the researcher during the period of data collection. Therefore, a response rate of 100% as depicted in Table 4.1. 
Table 4.1: Response rate TC "Table 4.1: Response rate" \f T \l "1" 
	
	Sample size  
	Percentage 

	Returned questionnaires
	30
	100%

	Un-returned questionnaires 
	0
	0%

	Total 
	30
	100%


Source: Research data, (2022)
4.2. Demographic Characteristics of the Respondents TC "4.2 Demographic characteristics of the respondents" \f C \l "1" 
This section analyzed the demographic data and other key characteristics of respondents who were the teachers from 15 sampled schools in 5 wards: Magamba, Igamba, Itumpi, Shiwinga and Isansa.
4.2.1. Gender Distribution TC "4.2.1 Gender distribution" \f C \l "1"  

The gender of the respondents was sought to establish the representation of male and female teachers in schools. The descriptive results indicated in figure 4.1 shows that (57%) of the respondents were male teachers while the remaining (43%) were female teachers. This result supports the spirit of the Tanzania Development vision 2025 to eradicate gender disparities.
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Figure 4.1: Distribution of Respondents by Gender
 TC "Figure 4.1: Distribution of respondents by gender" \f F \l "1" 
4.2.2. Age group of Respondents TC "4.2.2 Age group of respondents" \f C \l "1"  

The age of the respondents showed that in general most of the respondents (73.34%) were below or equal to 45 years with equal distribution between 26-35 and 36-45 age groups. This means that, they can continue to serve the country for a long time and can be agents of education transformation towards participatory leadership for successful schools. Minority (26.66%) of respondents were above 45 years with equally distribution between 46-50 and 51-60 age groups. Most of them will be retiring and need replacements in ten years to come. The results are as shown in Figure 4.2
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Figure 4.2: Distribution of respondents by age TC "Figure 4.2: Distribution of respondents by age" \f F \l "1" 
4.2.3. Distribution of Respondents by Academic Qualification TC "4.2.3 Distribution of respondents by academic qualification" \f C \l "1" 
Respondents’ level of education was sought. The study revealed that minority (30%) of respondents had diploma level of education, while majority (70%) had a certificate education level. This indicates that the literacy level based on academic qualification is not sufficiently high among the public primary schools’ teachers. This also emphasize the need for regular staff development program among the respondents to update their skills on the new methods of teaching as well as increasing their chances of participation in decision making.

 
Figure 4.3: Distribution of Respondents By Education Level TC "Figure 4.3: Distribution of respondents by education level" \f F \l "1" 
4.2.4. Distribution of Respondents By Experience/ Years of Services TC "4.2.4 Distribution of respondents by experience/ years of services" \f C \l "1" 
The question sought to investigate the number of years the teachers have been in their work. Majority (43%) have been working as teachers for six to ten years, 23% have been in operation for eleven to twenty years and 20% have been in operation for more than twenty years. 13% of teachers have been working in schools for not more than 5 years. This means that, most of teachers (56%) by their experience (from zero (0) to ten (10) years of working) have low experience but strong and powerful and can be equipped with both training and materials to increase efficiency and performance. 
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Figure 4.4: Distribution of Respondents by Experience
4.3. Reliability Test Results TC "4.3 Reliability Test Results" \f C \l "1" 
In this analysis, the researcher used the Cronbach Alpha to measure reliability of the instrument. According to Priya Chetty & Shruti Datt (2015), Cronbach Alpha is a reliability test conducted within SPSS in order to measure the internal consistency i.e., reliability of the measuring instrument (Questionnaire). This test was used by the researcher since the questionnaire which was developed, involved multiple Likert scale statements and therefore need to determine if the scale was reliable or not. Cronbach alpha reliability coefficient value of 0.7 or higher is considered sufficient (Sekaran, 2003 as cited in by Kagwira, 2017). The reliability results for all the set of variables in the questionnaires gave Cronbach alpha statistics of more than 0.7, thus the threshold value was met. The researcher tested the questionnaire on ten (10) respondents who were not part of the target population and the results were as shown in Table 4.2.
Table 4.2: Reliability Test Results TC "Table 4.2: Reliability test results" \f T \l "1" 
	Variables
	Cronbach's Alpha
	Cases

	Participation in instructional decisions
	.871
	10

	Participation in curriculum decisions
	.861
	10

	Participation in managerial decisions
	.881
	10

	Teacher Job Performance
	.754
	10


Source: Research data, (2022)
Table 4.2 shows that the reliability coefficient for participation of teachers in instructional decisions was 0.871, participation of teachers in curriculum decisions was 0.861, participation of teachers in managerial decisions was 0.881 and that of teacher job performance was 0.754. All variables had coefficients exceeding the acceptable minimum threshold of 0.7. With these results, the instrument used was considered reliable.
4.4. Research Findings Based on the Research Objectives TC "4.4 Research findings based on the research objectives:" \f C \l "1" 
In this section research findings were presented based on the specific research objectives and detailed discussions were presented accordingly. 
4.4.1. To Examine the Role of Participation in Instructional Decisions on Teacher Job Performance In Public Primary Schools In Mbozi District, Songwe Region TC "4.4.1 To examine the role of participation in instructional decisions on teacher job performance in public primary schools in Mbozi district, Songwe region" \f C \l "1"  
The first objective of this study was to examine the role of participation in instructional decisions on teacher job performance in public primary schools in Mbozi district, Songwe region.  This objective had a specific question which stated to what extent does participation in instructional decisions has a role on teacher job performance in public primary schools in Mbozi district, Songwe region? This research question was measured by evaluating respondents’ opinions in a Likert scale of 5 points containing statements that indicated their extent of participation in instructional decisions on teacher job performance. Below is Table 4.3 of results.

Table 4.3: Extent of Participation in Instructional Decision on Teacher Job Performance TC "Table 4.3: Extent of Participation in Instructional Decision on Teacher Job Performance" \f T \l "1" 
	
	VL
	L
	M
	H
	VH
	Mean
	Std. Dev.

	To what extent do you think participation in deciding the teaching and learning materials to be used in the classroom sessions can increase your job performance? (N=30)
	0%
	0%
	30%
	57%
	13%
	3.83
	0.648

	To what extent do you think involvement in developing and deciding teaching methodologies can increase your job performance? (N=30)
	0%
	0%
	33%
	47%
	20%
	3.87
	0.730

	To what extent do you think involvement in deciding the content and form of lesson plan can increase your job performance? (N=30)
	0%
	3%
	43%
	47%
	7%
	3.57
	0.679

	To what extent do you think participation in setting the learning objectives for students can increase your job performance? (N=30)
	0%
	0%
	17%
	57%
	27%
	4.10
	0.662

	To what extent do you think involvement in developing procedures for assessing student achievement/ development can increase your job performance? (N=30)
	0%
	0%
	37%
	50%
	13%
	3.77
	0.679

	To what extent do you think involvement in determining when and how instructional supervision can be delivered can increase your job performance? (N=30)
	0%
	0%
	30%
	57%
	13%
	3.83
	0.648


	Descriptive Statistics

	
	N
	Mean
	Std. Deviation

	ExtPartInstr Dec_TchrJobPerf
	30
	3.8278
	.3596

	Valid N (listwise)
	30
	
	


In order to explore the extent of role of participation in instructional decision on teacher job performance, a five-point Likert scale with responses ranging from 1 (very low) to 5 (very high) was used for assessment. 
Majority of teachers agreed that, their job performance increases as they participate in instructional decisions making: (70%) agreed that participation in deciding the teaching and learning materials to be used in the classroom sessions can increase their job performance, (67%) agreed that involvement in developing and deciding teaching methodologies can increase their job performance, (54%) agreed that involvement in deciding the content and form of lesson plan can increase their job performance, (84%) agreed that participation in setting the learning objectives for students can increase their job performance, (63%) agreed that involvement in developing procedures for assessing student achievement/ development can increase their job performance and (70%) agreed that involvement in determining when and how instructional supervision can be delivered can increase their job performance. 

The higher mean value of 4.10 means the participation of teachers in setting the learning objectives for students was mostly found to increase their job performance in instructional domain but their involvement in deciding the content and form of lesson plan was lowly found to increase their job performance with the mean value of 3.57 compared with other indicators.
The findings also show that, the mean score of the statements that indicates relationship between participation of teachers in instructional decisions and teacher job performance was 3.83. From the decision rule, this mean fell between 3.0 – 3.99 interval which is high extent (HE). Therefore, the extent of role of participation in instructional decisions on teacher job performance was found to be high (HE) in public primary schools in Mbozi district, Songwe region. 
Majority of the head of schools agreed that, participation of teachers in deciding various classroom issues can increase their job performance to a high extent. This was also supported by the district quality assurers, wards education officers and the education officer from SHIPO. When asked about how they can evaluate the performance of teachers in relation to their participation in instructional decisions in their schools, the ward education officer from Igamba ward had the following inputs:

“Our teachers have not been given enough room to participate in various decisions in schools. This tendency led them to teach with no creativity, which has been deteriorating their teaching performance. One of the areas to consider in involving the teachers in instructional decisions is the assessment of students’ development. This part mostly has been following the already prepared guidelines from the top level such as conduction of weekly or monthly tests and it has not been showing good results as the tests are done but no feedback sometimes is provided to students. But for me I believe that, if head of schools involve teachers to suggest ways to assess their students and use their intellectual capacities to assess and make use of the assessment results, it can improve their performance, students’ performance and therefore improve results of their schools in general” 
In responding to the interview on his opinions towards participation in instructional decisions, the ward education officer from Isansa had the following:

“Teachers need to be highly involved in this area. They should be free to choose which teaching methodologies and methods are appropriate for a certain students’ group. Some students may require different methodologies to understand the same topic that others have done using one. This selection of techniques needs to be on hands of teachers not a committee or even the head of schools to increase their engagement and students’ participation. They need to be supported with teaching aids by school’s management, and encouraged to use internet where possible to update their understanding and learning more on various topics and methods of teaching those topics” 
The researcher was able to get insights from the district quality assurer during the interview. His opinions on the role of participation of teachers in instructional decision making on their job performance was:

“I can see a very big role of participation of teachers in instructional decisions on our teachers’ job performance. A teacher knows his/ her class very well. He/ she is in the position to determine ways to control a class, he or she knows the behavior of students in his/ her class, therefore a teacher is the best person to decide which means, methods, tools etc are appropriate for a certain class or students. When they are not fully involved, this means that they may not be able to transfer knowledges they have to students creatively as they will be limited in allocating the budget for instructional materials, therefore limited in choosing types of aids, teaching materials, ways of assessing students’ performance etc”
During the interview with district academic officer, he urged that,
“Some of the teachers in other schools are involved to some extent, but most of them are not fully involved in many schools. Participation in decisions which influence their work is necessary for all teachers. Teachers know their classes better, I think they are in a good position to recommend methodologies, approaches and objectives of studies and ways to evaluate students’ performances”
The researcher was also able to conduct an interview with the education officer who works for SHIPO (a local non-governmental organization working in the study area). On her focus to the performance of teachers in relation to their participation in instructional decisions, she said:

“We have been providing training to teachers for about three years now in this area. What we have been insisting is that, issues which are concerned with performance of teachers in classroom activities, they should be involved directly. We have trained them in different methodologies and we know that they are the best to explain the needs of students, students’ abilities, and apply relevant methods in teaching including the type of teaching aids to use. If they are not involved and provided with supports they need like teaching aids, as it seems to be, majority of teachers won’t be able to perform well. They cannot utilize their skills, efforts and abilities if they have to apply decisions made by the top level like purchase of types of aids, ways of students’ assessments etc, in classroom instructions” 

4.4.2. To Analyze The Role of Participation in Curriculum Decisions on Teacher Job Performance In Public Primary Schools in Mbozi District, Songwe Region TC "4.4.2 To analyze the role of participation in curriculum decisions on teacher job performance in public primary schools in Mbozi district, Songwe region" \f C \l "1"  
The second objective of this study was to analyze the role of participation in curriculum decisions on teacher job performance in public primary schools in Mbozi district, Songwe region.  This objective had a specific question which stated to what extent does participation in curriculum decisions has a role on teacher job performance in public primary schools in Mbozi district, Songwe region? This research question was measured by evaluating respondents’ opinions in a Likert scale of 5 points containing statements that indicate their extent of participation in curriculum decisions on teacher job performance. Below is Table 4.4 of results.  
Table 4.4: Extent of Participation in Curriculum Decision on Teacher Job Performance TC "Table 4.4: Extent of Participation in Curriculum Decision on Teacher Job Performance" \f T \l "1" 
	
	VL
	L
	M
	H
	VH
	Mean
	Std. Dev.

	To what extent do you think involvement in Evaluating how well the department is operating can increase your job performance? (N=30)
	0%
	3%
	37%
	57%
	3%
	3.60
	0.622

	To what extent do you think participation in Determining students’ rights and welfare can increase your job performance? (N=30)
	0%
	0%
	20%
	47%
	33%
	4.13
	0.730

	To what extent do you think involvement in Identifying Students with disciplinary problems and providing proper guidance can increase your job performance? (N=30)
	0%
	0%
	17%
	63%
	20%
	4.03
	0.615

	To what extent do you think involvement in Determine disciplinary measures on students with misconduct can increase your job performance? (N=30)
	0%
	13%
	33%
	50%
	3%
	3.43
	0.774

	To what extent do you think Participating in solving students’ problem with parents can increase your job performance? (N=30)
	0%
	10%
	10%
	40%
	40%
	4.10
	0.960

	To what extent do you think Allowed to elect department heads/ leaders can increase your job performance? (N=30)
	0%
	3%
	30%
	43%
	23%
	3.83
	0.913

	To what extent do you think involvement in formulation of subject committees and be a member can increase your job performance? (N=30)
	0%
	0%
	20%
	53%
	27%
	4.07
	0.691

	To what extent do you think Participating in ordering kind of textbooks can increase your job performance? (N=30)
	0%
	3%
	37%
	33%
	27%
	3.83
	0.874

	To what extent do you think involvement in Setting rules for and involved in process of promotions within departments can increase your job performance? (N=30)
	0%
	0%
	17%
	40%
	43%
	4.27
	0.740

	To what extent do you think involvement in teachers’ attendance and absence control can increase your job performance? (N=30)
	0%
	3%
	20%
	33%
	43%
	4.13
	0.973

	Descriptive Statistics

	
	N
	Mean
	Std. Deviation

	ExtPartCurrDec_TchrJobPerf
	30
	3.943
	.4591

	Valid N (listwise)
	30
	
	


In order to explore the extent of role of participation in curriculum decisions on teacher job performance, a five-point Likert scale with responses ranging from 1 (very low) to 5 (very high) was used for assessment. 
Most of the respondents agreed that, their job performance increases as they participate in curriculum decisions making: (60%) agreed that involvement in evaluating how well the department is operating can increase their job performance, (80%) agreed that participation in determining students’ rights and welfare can increase their job performance, (83%) agreed that involvement in identifying Students with disciplinary problems and providing proper guidance can increase their job performance, (53%) agreed that involvement in determining disciplinary measures on students with misconduct can increase their job performance, (80%) agreed that participating in solving students’ problem with parents can increase their job performance, (66%) agreed that allowed to elect department heads/ leaders can increase their job performance, (80%) agreed that involvement in formulation of subject committees and be a member can increase their job performance, (60%) agreed that participating in ordering kind of textbooks can increase teachers’ job performance, (83%) agreed that involvement in setting rules for and involved in process of promotions within departments can increase their job performance. Most of the respondents (76%) agreed that involvement in teachers’ attendance and absence control can increase teachers’ job performance. 
The higher mean value of 4.27 means the involvement of teachers in setting rules for and involved in process of promotions within departments was mostly found to increase their job performance in curriculum domain but their involvement in determining disciplinary measures on students with misconduct was lowly found to increase their job performance with the mean value of 3.43 compared with other indicators
The findings also show that, the mean score of the statements that indicates relationship between participation of teachers in curriculum decisions and teacher job performance was 3.94. From the decision rule, this mean fell into a mean interval of 3.0 – 3.99 which is high extent (HE). Therefore, the extent of role of participation in curriculum decisions on teacher job performance in public primary schools in Mbozi district, Songwe region was found to be high (HE). Most of head of schools accepted that, participation of teachers in curriculum decisions has a role in increasing their job performance. This revealed that they have been lowly involving teachers in decision making, a situation which decelerated their performance. 

When asked about how they can evaluate the performance of teachers in relation to their participation in curriculum decisions in their schools, the ward education officers for Igamba and Isansa wards respectively had the following inputs:

“In most of schools there are no teacher subject panels. And if they are there are not effectively used. If they were performing their duties well, then those challenging subjects such as English and Mathematics could be simplified. Every teacher is required to teach according to what their job wants – to teach any subject as will be arranged to them by top level - not according to what is capable of, interest to the subject etc, of which they have limited room to choose” 
In responding to the interview on his suggestions towards participations of teachers in curriculum decisions on their job performance, a ward education officer from Isansa had the following: 
“Sometimes it is not easy to increase commitments, morale and efforts to the job if subjects committee leadership is appointed by the management of a school. Teachers should be able to select committee leaders they like, that they see are knowledgeable to the subjects and that they will feel free to contact them for support” 
The researcher was able to get insights from the district quality assurer during the interview. His opinions on the role of participation of teachers in instructional decisions especially in the area of promotions within departments, on their job performance was:

“Yes, it is true that, teachers have been poorly participating in various decision making including those related to promotions within departments. There are no fair promotions and incentives within departments if someone does a good job. But even if promotions are done, teachers have less influence in the process. Sometimes, you can find a department head has been transferred to another school but no replacement has been made or replacements are made in a friendship manner. Promotions are mostly decided by head of schools or a small committee he/ she appointed, and often the unfit staff has been selected”
During the interview with district academic officer, he urged that,
“Group decisions is important. It brings teachers together, therefore, they can help each other wherever a certain topic is not understandable. Most of head of schools do not see this as an important thing. But I can recommend to establish subject committees where teachers will be free to express challenges they face in teaching, their welfare etc. By creating these platforms and use them effectively, they will eventually be able to perform highly”
The researcher was able also to conduct interview with education officer who works for SHIPO (a local non-governmental organization working in the study area). On her focus to the performance of teachers in relation to their participation in curriculum decisions, she said:

“A free subjects’ panels or committees need to be developed in schools. Some schools do not have these. Teachers should be left free to choose leaders in each committee and be a member in them. This will encourage a freedom to ask wherever they get challenges in addressing one of the topics to the committee. By doing this, their performance will rise as their knowledge is expected to increase. Receiving leaders appointed without their participation, can create boundaries and therefore going on with business as usual. The committees are important as they can serve the purpose of staff development program where other ways like going back to school or programs from institutions seems to be minimal. 
4.4.3. To assess the role of participation in managerial decisions on teacher job performance in public primary schools in Mbozi district, Songwe region TC "4.4.3 To assess the role of participation in managerial decisions on teacher job performance in public primary schools in Mbozi district, Songwe region" \f C \l "1" 
The third objective of this study was to assess the role of participation in managerial decisions on teacher job performance in public primary schools in Mbozi district, Songwe region.  This objective had a specific question which stated to what extent does participation in managerial decisions has a role on teacher job performance in public primary schools in Mbozi district, Songwe region? This research question was measured by evaluating respondents’ opinions in a Likert scale of 5 points containing statements that indicate their extent of participation in managerial decisions on teacher job performance. Below is Table 4.5 of results.  

Table 4.5: Extent of Participation in Managerial Decision on Teacher Job Performance TC "Table 4.5: Extent of Participation in Managerial Decision on Teacher Job Performance" \f T \l "1" 
	
	VL
	L
	M
	H
	VH
	Mean
	Std. Dev.

	To what extent do you think involvement in Setting the mission, vision and values of the school can increase your job performance? (N=30)
	0%
	0%
	37%
	40%
	23%
	3.87
	0.776

	To what extent do you think involvement in Determining the administrative and organizational structure can increase your job performance? (N=30)
	0%
	0%
	27%
	57%
	17%
	3.90
	0.662

	To what extent do you think involvement in Setting school rules and regulation can increase your job performance? (N=30)
	0%
	3%
	13%
	53%
	30%
	4.10
	0.759

	To what extent do you think involvement in Preparing the general school development plan can increase your job performance? (N=30)
	0%
	0%
	30%
	43%
	27%
	3.97
	0.765

	To what extent do you think involvement in Planning the schools’ activities and timetable can increase your job performance? (N=30)
	0%
	0%
	13%
	53%
	33%
	4.20
	0.664

	To what extent do you think involvement in preparing school budget and its allocations can increase your job performance? (N=30)
	0%
	7%
	17%
	43%
	33%
	4.03
	0.890

	To what extent do you think involvement in Determining school expenditure priorities can increase your job performance? (N=30)
	0%
	0%
	30%
	57%
	13%
	3.83
	0.648

	To what extent do you think involvement in Determining means of income generation can increase your job performance? (N=30)
	0%
	13%
	33%
	40%
	13%
	3.53
	0.900

	To what extent do you think involvement in determining capitation grant allocations can increase your job performance? (N=30)
	3%
	7%
	37%
	40%
	13%
	3.53
	0.937

	To what extent do you think involvement in Developing disciplinary policies of the school can increase your job performance? (N=30)
	0%
	10%
	23%
	50%
	17%
	3.73
	0.868

	To what extent do you think Participation in staff meeting can increase your job performance? (N=30)
	0%
	3%
	30%
	27%
	40%
	4.03
	0.928

	To what extent do you think involvement in Developing staff development programs can increase your job performance? (N=30)
	0%
	3%
	20%
	53%
	23%
	3.97
	0.765

	To what extent do you think Participating in staff development programs without force can increase your job performance? (N=30)
	0%
	13%
	3%
	53%
	30%
	4.00
	0.947

	To what extent do you think involved in delegation of duties can increase your job performance? (N=30)
	3%
	0%
	23%
	40%
	33%
	4.00
	0.947

	To what extent do you think involvement in Determine the mechanism of controlling and supervising plan implementation can increase your job performance? (N=30)
	0%
	3%
	23%
	57%
	17%
	3.87
	0.730

	To what extent do you think participation in Deciding on rules or procedures to be followed in evaluating school performance can increase your job performance? (N=30)
	0%
	0%
	10%
	57%
	33%
	4.23
	0.626

	Descriptive Statistics

	
	N
	Mean
	Std. Deviation

	ExtPartMgrlDec_TchrJobPerf
	30
	3.925
	.4447

	Valid N (listwise)
	30
	
	


In order to explore the extent of role of participation in managerial decisions on teacher job performance, the researcher used a five-point Likert scale with responses ranging from 1 (very low) to 5 (very high) for assessment. 
Majority of teachers agreed that, their job performance increases as they participate in managerial decisions making: (63%) agreed that involvement in setting the mission, vision and values of the school can increase their job performance, (74%) agreed that involvement in determining the administrative and organizational structure can increase their job performance, (83%) agreed that involvement in setting school rules and regulation can increase their job performance, (70%) agreed that involvement in preparing the general school development plan can increase teachers’ job performance, (86%) agreed that involvement in planning the schools’ activities and timetable can increase their job performance, (76%) agreed that involvement in preparing school budget and its allocations can increase their job performance.

70% agreed that involvement in determining school expenditure priorities can increase their job performance, (53%) agreed that involvement in determining means of income generation can increase their job performance, (53%) agreed that involvement in determining capitation grant allocations can increase their job performance, (67%) agreed that involvement in developing disciplinary policies of the school can increase their job performance, (67%) agreed that participation in staff meeting can increase teachers’ job performance, (76%) agreed that involvement in developing staff development programs can increase their job performance. (73%) agreed that involved in delegation of duties can increase their job performance. (74%) agreed that involvement in determining the mechanism of controlling and supervising plan implementation can increase their job performance, and (90%) agreed that participation in deciding on rules or procedures to be followed in evaluating school performance can increase their job performance. 
The higher mean value of 4.23 means the participation in deciding on rules or procedures to be followed in evaluating school performance was mostly found to increase teachers’ job performance in managerial decisions domain but their involvement in both determining means of income generation and capitation grant allocations was lowly found to increase their job performance with the mean value of 3.53 compared with other indicators.
The findings also show that, the mean score of the statements that indicates relationship between participation of teachers in managerial decisions and teacher job performance was 3.93. From the decision rule, this mean fell into a mean interval of 3.0 – 3.99 which is high extent (HE). Therefore, the extent of role of participation in managerial decisions on teacher job performance in public primary schools in Mbozi district, Songwe region was found to be high (HE). 
Majority of the head of schools agreed that, participation of teachers in various managerial issues can increase their job performance to a high extent. This was supported by district quality assurers, wards education officers and the education officer from SHIPO. When asked about how they can evaluate the performance of teachers in relation to their participation in managerial decision making in their schools, the ward education officers from Igamba had the following inputs

“To be honesty, a large percent of teachers does not know what is going on in terms of managerial issues. There is a big problem here and to me this may be the biggest challenge compared to others. Majority of teachers do not understand how schools are run; they are not involved in formulating schools plans not even the vision of the schools. No regular staff meetings to update teachers, or even trying to find advices from teachers on some issues. Nearly, all school decisions are maintained by head teachers or their assistants including decision on budgeting and allocation of funds”
On pressing about other managerial issues, the ward education officer from Isansa replied:

“I can generally say this, for teachers to increase their job performance, they need to participate in developing staff development programs. They will be able to propose various ways of which they see will help them to update their skills to increase efficiency. Another challenging part is delegation of duties, they should be delegated some duties if relevant leaders are not present at schools. I have been visiting my schools and found out that, some of the schools were left without delegated teachers. If you ask the teachers where is the head teacher or the assistant, no one knows, no information left and no one has been assigned to assume duties. This also contributed to teachers’ absenteeism and eventually bad students’ results. Even if teachers are not in the management, but they feel good to be assigned to supervise schools if other relevant teachers are absent. This increases ownership and morale to work”. 
The researcher was able to get insights from the district quality assurer during the interview. His opinions on the role of participation of teachers in managerial decision making on their job performance was:

“Blindness of teachers in managerial issues have affected them to have a general understanding of the vision and mission of the school. This applies also to head of schools; they have low understanding of how to fulfil the missions they prepared. This was an advantage for having a participatory discussion where common actions could be set. A process of a successful school and teachers performance starts with the general school planning. If teachers are more involved to create plans, formulation of school’s targets, policies, ways of evaluating and assessing students, they will increase their commitments and be motivated to work. If they get strengths to proceed, we anticipate that they will improve their performance, performance of students and that of school in general”
During the interview with district academic officer, he had the following,
“Very few teachers know how the management in schools are run. Most of them wait for decided matters to apply. Meetings are done when there are emergencies, plans are done by head of teachers or a small committee, but not involving all the teachers. This tendency has lowered the feelings of ownership of teachers in schools which leads to most of teachers be unaware of school vision, and agreed steps to reach there.”
The researcher was able also to conduct interview with education officer who works for SHIPO (a local non-governmental organization working in the study area). On her focus to the performance of teachers in relation to their participation in managerial decisions, she replied:

“This is one of our aims in the project. We conduct trainings to improve school leadership and school committees’ management and leadership skills. These trainings are provided through ADEM, an agency for development of education management in Tanzania whom insisted on openness and transparency in managing a school. Most of head of schools are not open on managerial issues. They hide some things which were supposed to be open to teachers and have been thinking by doing that, they safeguard their jobs from being taken by other teachers, and through this most of schools were not progressing. Some of the things we noted that they hide from teachers include: allocation of school budget, sources of income to school, contributions made by communities, income and expenditures made through capitation grants or contributions made by communities in ongoing school projects, procedures to apply for funds to the government, some of the school’s information sent to higher levels, etc. If head of schools change their mind, they can find that, it was better involving other teachers to reduce their workloads and being subject to questions or doughty”
4.4.4. The Extent of Role of Participative Decision Making on Teacher Job Performance in Public Primary Schools in Mbozi District, Songwe Region TC "4.4.4 The extent of role of participative decision making on teacher job performance in public primary schools in Mbozi district, Songwe region" \f C \l "1" 
The general research question of this study was “to assess the role of participative decision making on teacher job performance in public primary schools in Mbozi District, Songwe region”. Participative decision making was operationalized by the three variables: participation in instructional decisions, participation in curriculum decisions and participation in managerial decisions. These were the independent variables that influenced teacher job performance. The Table below shows the means 
of all the three independent variables and their average mean. 
Table 4.6: Extent of Role of Participative Decision Making on Teacher Job Performance
	
	N
	Mean
	Std. Dev.
	Level of Extent 

	ExtPartInstrDec_TchrJobPerf
	30
	3.828
	.3596
	High Extent (HE)

	ExtPartCurrDec_TchrJobPerf
	30
	3.943
	.4591
	High Extent (HE)

	 ExtPartMgrlDec_TchJobPerf
	30
	3.925
	.4447
	High Extent (HE)

	ExtPDM_TchJobPerf
	30
	3.8987
	.3648
	High Extent (HE)

	Valid N (listwise)
	30
	
	
	


The mean of means of the statements that indicated relationship between participation of teachers in instructional, curriculum, managerial decision; and job performance, was used by researcher in answering the general research question which stated that “to what extent does PDM has a role on teacher job performance in public primary schools in Mbozi district, Songwe region?” The mean of the means was found to be 3.8987.
Followed a decision rule that, any mean from 1.00 – 1.99 is very low extent (VLE), 2.0 – 2.99 is Low extent (LE), 3.0 – 3.99 is High extent (HE) and 4.00 - 5.00 is very high extent (VHE), this mean value fell in the mean interval of 3.0 – 3.99 which is high extent (HE). Therefore, the extent of role of participative decision making on teacher job performance in public primary schools in Mbozi district, Songwe region was found to be high extent (HE). 
4.5. Nature of links between dependent and independent variables TC "4.5 Nature of links between dependent and independent variables" \f C \l "1"  

The researcher also wanted to establish the nature of links between the variables captured in the conceptual framework for more verification of interrelationships between variables. The initial variable relationships were established through correlations analysis. After that, the variables were then tested for relationships with the outcome variable through linear regression modelling. Below is the examination for the intercorrelations between the studied variables.
4.5.1. Correlation Analysis Between Independent Variables TC "4.5.1 Correlation analysis between independent variables" \f C \l "1" 
4.5.1.1. Correlations Analysis for Participation of Teachers in Instructional Decisions TC "4.5.1.1 Correlations analysis for participation of teachers in instructional decisions" \f C \l "1"   
For participation of teachers in instructional decisions, results from correlations showed that all of the six items correlated well. The results were as in Table 4.7.
Table 4.7: Correlations Analysis for participation of teachers in instructional decisions (N=30) TC "Table 4.7: Correlations Analysis for participation of teachers in instructional decisions (N=30)" \f T \l "1" 
	
	Instr_1
	Instr_2
	Instr_3
	Instr_4
	Instr_5
	Instr_6

	Instr_1
	1
	
	
	
	
	

	Instr_2
	.097
	
	
	
	
	

	Instr_3
	.379*
	-.121
	
	
	
	

	Instr_4
	.362*
	.100
	.330
	
	
	

	Instr_5
	.144
	.283
	.072
	.207
	
	

	Instr_6
	-.068
	.462*
	-.248
	.121
	-.013
	1

	*. Correlation is significant at the 0.05 level (2-tailed).


4.5.1.2. Correlations Analysis for Participation Of Teachers In Curriculum Decisions TC "4.5.1.2 Correlations Analysis for participation of teachers in curriculum decisions" \f C \l "1" 
For participation of teachers in curriculum decisions, results from correlations showed that all of the ten items correlated well. The results are as shown in Table 4.8.
Table 4.8: Correlations Analysis for Participation of Teachers in Curriculum Decisions (N=30) TC "Table 4.8: Correlations Analysis for participation of teachers in curriculum decisions (N=30)" \f T \l "1" 
	
	Cur_1
	Cur_2
	Cur_3
	Cur_4
	Cur_5
	Cur_6
	Cur_7
	Cur_8
	Cur_9
	Cur_10

	Cur_1
	1
	
	
	
	
	
	
	
	
	

	Cur_2
	.198
	
	
	
	
	
	
	
	
	

	Cur_3
	.217
	.374*
	
	
	
	
	
	
	
	

	Cur_4
	.445*
	.016
	.258
	
	
	
	
	
	
	

	Cur_5
	-.278
	.226
	.579**
	.033
	
	
	
	
	
	

	Cur_6
	.365*
	.241
	.256
	.155
	-.020
	
	
	
	
	

	Cur_7
	.225
	.391*
	.724**
	.202
	.249
	.291
	
	
	
	

	Cur_8
	.444*
	.360
	.396*
	.059
	.021
	.137
	.304
	
	
	

	Cur_9
	.090
	.251
	.359
	.092
	.204
	.426*
	.301
	.231
	
	

	Cur_10
	.490**
	.120
	.568**
	.379*
	.170
	.453*
	.345
	.432*
	.428*
	1


*. Correlation is significant at the 0.05 level (2-tailed).

**. Correlation is significant at the 0.01 level (2-tailed).
4.5.1.3. Correlations Analysis for Participation Of Teachers In Managerial Decisions
For participation of teachers in managerial decisions, results from correlations showed that all the sixteen items correlated well. The results are as shown in Table 4.9.

4.6. Correlation Analysis between Dependent Variable And Independent Variables TC "4.6 Correlation analysis between dependent variable and independent variables" \f C \l "1" 
Pearson correlation analysis was used to establish linear relationship between the independent variables and the dependent variable. Schober et.al., (2018) indicated that, the correlation coefficient ranges between -1 to +1. A coefficient of +1.0 means that there is perfect positive correlation between the variables indicating that increase in independent variable will result to an increase in dependent variable by the same measure. 
 TC "4.5.1.3 Correlations Analysis for participation of teachers in managerial decisions" \f C \l "1" 
Table 4.9: Correlations Analysis for Participation of Teachers in Managerial Decisions (N=30)

A coefficient of -1.0 means that there is perfect negative correlation between the variables indicating that increase in independent variable will result to decrease in dependent variable by the same measure. A coefficient of zero means there is no relationship between the two items and that a change in the independent item will have no effect in the dependent item. Below was the result of correlation between dependent and independent variables in this study.

Table 4.10: Correlations analysis between independent variables and dependent variable TC "Table 4.10: Correlations analysis between independent variables and dependent variable" \f T \l "1" 
	
	Teacher Job Performance
	Participation in Instructional decisions
	Participation in Curriculum decisions
	Participation in Managerial decisions

	Teacher Job Performance 
	1
	
	
	

	Participation in Instructional decisions
	.744**
	
	
	

	Participation in Curriculum decisions
	.862**
	.726**
	
	

	Participation in Managerial decisions
	.916**
	.530**
	.615**
	1

	**. Correlations is significant at the 0.00 level (2-tailed).


Table 4.10 showed that there was a significant positive association between Teacher Job Performance and Participation in Instructional Decisions as shown by a correlation coefficient of 0.744. There was a significant positive relationship between Teacher Job Performance and Participation in Curriculum Decisions with a correlation coefficient of 0.862. There was a significant positive relationship between Teacher Job Performance and Participation in Managerial Decisions with a correlation coefficient of 0.916. This means that, the unit increase in either of the independent variables will positively increase the dependent variables. Therefore, when teachers are more participating in instructional, curriculum and managerial decision making, their job performance also increases. The extent of this increase was measured and presented below
4.7. Multivariate Regression Analysis TC "4.7 Multivariate regression analysis" \f C \l "1"  
Multivariate linear regression analysis was employed to predict Teacher Job Performance from Participation in Instructional Decisions, Participation in Curriculum Decisions and Participation in Managerial Decisions. Model summary showed, the coefficient of determination (R2) which tells us the percentage of the variation in Teacher Job Performance explained by the model.
Table 4.

 SEQ Table \* ARABIC \s 1 11: Model Summaryb TC "Table 4.11: Model Summaryb" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics
	Durbin-Watson

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change
	

	1
	.996a
	.993
	.992
	.034
	.993
	1206.758
	3
	26
	.000
	1.970

	a. Predictors: (Constant), Participation in Instructional Decisions, Participation in Curriculum Decisions, Participation in Managerial

	b. Dependent Variable: Teacher Job Performance 


From the results in Table 4.11, the regression model containing Participation in Instructional Decisions, Participation in Curriculum Decisions, Participation in Managerial as the predictor variables explains 99.2% of the variation in Teacher Job Performance. The size of Durbin Watson statistic as conservative rule of thumb, values less than 1 or greater than 3 are definitely cause for concern. Durbin-Watson value of 1.970 indicates that the model did not suffer significantly from autocorrelation.
Table 4.12: ANOVAa TC "Table 4.12: ANOVAa" \f T \l "1" 
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	4.144
	3
	1.381
	1206.758
	.000b

	
	Residual
	.030
	26
	.001
	
	

	
	Total
	4.174
	29
	
	
	

	a. Dependent Variable: Teacher Job Performance 

	b. Predictors: (Constant), Participation in Instructional Decisions, Participation in Curriculum Decisions, Participation in Managerial


The Table 4.12 displayed ANOVA results that tested the significance of the R2 for the model. An F statistic of 1206.758 with a p-value less than the conventional 0.05 indicated that the overall model was significant at 95% confidence level

Table 4.13: Coefficientsa TC "Table 4.13: Coefficientsa" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.098
	.071
	
	1.375
	.181
	
	

	
	Participation in Instructional Decisions (X1)
	.151
	.026
	.144
	5.893
	.000
	.462
	2.163

	
	Participation in Curriculum Decisions (X2)
	.321
	.022
	.389
	14.831
	.000
	.400
	2.502

	
	Participation in Managerial Decisions (X3)
	.513
	.018
	.601
	28.299
	.000
	.607
	1.647

	a. Dependent Variable: Teacher Job Performance (Y)


Table 4.13 of coefficients presented the unstandardized and standardized coefficients of the model, the t statistic for each coefficient and the associated p-values. All the predictor variables had significant positive relationship with Teacher Job Performance. The findings confirmed that there is a statistically significant influence of Participation in Instructional Decisions (X1), Participation in Curriculum Decisions (X2), Participation in Managerial Decisions (X3) on Teacher Job Performance (Y). This implies that a unit increase in each of Participation in Instructional Decisions, Participation in Curriculum Decisions and Participation in Managerial Decisions with the other variables held at constant leads to an increase in Teacher Job Performance. 
Therefore, Teacher Job Performance (Y), can be predicted using Participation in Instructional Decisions (X1), Participation in Curriculum Decisions (X2), Participation in Managerial Decisions (X3) in the following equation: 
Y=.098 + .144X1+.389X2+.601X3






Or 

Teacher Job Performance = .098 + .144 Participation in Instructional Decisions + 

         .389 Participation in Curriculum Decisions +

         .601 Participation in Managerial Decisions

4.8. Teachers’ suggestions on the reasons for poor involvement in schools TC "4.8 Teachers’ suggestions on the reasons for poor involvement in schools" \f C \l "1" 
Table 4.14: Reasons for poor participation of teachers in decision making in schools TC "Table 4.14: Reasons for poor participation of teachers in decision making in schools" \f T \l "1" 
	
	Checked
	N
	Percentage

	Structure of the school leadership not followed 
	16
	30
	53%

	Head Teachers’ skills in leadership 
	14
	30
	47%

	Leader – teachers’ boundary 
	13
	30
	43%

	Level of Job performance of teachers
	13
	30
	43%

	Selfishness of school leader
	8
	30
	27%

	Fear and distrust from leaders
	6
	30
	20%

	Education level of teachers
	5
	30
	17%

	Conflict/ misunderstanding with the school leader 
	2
	30
	7%


The study went further to obtain the reasons for low participation of teachers in schools. Majority of teachers (53%) had the issue with structure of the school leadership not being followed, 47% responded that head of teachers have no leadership skills, 43% suggested that it was due to a leader – teacher boundary as well as the level of job performance of teachers, 27% responded that it was due to selfishness of a school leader,  20% suggested the existence of fear and distrust from leaders, 17% responded that participation of teachers depend on the education level they have, and 7% suggested it was due to conflict / misunderstanding with the school leader. 
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY OF FINDINGS, CONCLUSIONS 
AND RECOMMENDATIONS TC "SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1. Introduction TC "5.1 Introduction" \f C \l "1"  

This chapter presented the summary, conclusions and recommendations of the study on role of participative decision making on teacher job performance. This was arrived at through the scrutiny and critical analysis of the data presented in chapter four. Conclusions were reached based on the information gathered and recommendations for improving teacher job performance in public primary schools in Mbozi district, Songwe region as well as recommendations for further research.

5.2. Summary of the Main Findings TC "5.2 Summary of the main findings" \f C \l "1" 
The summary of findings is discussed based on the study objectives as below. 

5.2.1. To Examine the Role of Participation in Instructional Decisions on Teacher Job Performance in Public Primary Schools in Mbozi District, Songwe Region TC "5.2.1 To examine the role of participation in instructional decisions on teacher job performance in public primary schools in Mbozi district, Songwe region" \f C \l "1" 
The findings showed that, the extent of role of participation in instructional decisions on teacher job performance was found to be high (HE) in public primary schools in Mbozi district, Songwe region. This finding is in agreement with Obi & Igbaseimokumo, 2019 who did his study on teachers’ involvement in decision—making in the management of secondary schools as predictors on their job performance in Bayelsa state. He revealed that participation of teachers in instructional decisions have high influence on teachers' job performance.

5.2.2. To Analyze the Role of Participation in Curriculum Decisions on Teacher Job Performance In Public Primary Schools in Mbozi District, Songwe Region TC "5.2.2 To analyze the role of participation in curriculum decisions on teacher job performance in public primary schools in Mbozi district, Songwe region" \f C \l "1"  
The findings revealed that, the extent of role of participation in curriculum decisions on teacher job performance was found to be high (HE) in public primary schools in Mbozi district, Songwe region. In supporting this finding, Munazza (2004) concluded that, involvement of teachers in curriculum decision making leads to understand the nature of learning, pose challenging tasks, encouraging students to articulate their ideas, setting goals for instruction, creating appropriate contexts and posing problems that have relevance and meaning to their learners. The rationale of teacher’s involvement lies in the fact that teachers have the potential to create an overall approach to curriculum development rather than follow a prescribed course of action (Wasil, 2014)
5.2.3. To Assess the Role of Participation in Managerial Decisions on Teacher Job Performance in Public Primary Schools in Mbozi District, Songwe Region TC "5.2.3 To assess the role of participation in managerial decisions on teacher job performance in public primary schools in Mbozi district, Songwe region" \f C \l "1"  
The findings revealed that, the extent of role of participation in managerial decisions on teacher job performance was found to be high (HE) in public primary schools in Mbozi district, Songwe region. Teachers’ participation in the school management system has various advantages, according to Wadesango and Bayaga (2013) and other scholars, it reduces inequalities among teachers; it brings change on the management, and important effects on teachers’ performance and students learning by making teachers more accountable to their community (Wadesango and Bayaga, 2013; Amasuomo, 2014). 

This finding is also in agreement with Ogunlade and Adeoye (2015) who revealed that teachers’ participation in the management of the school influenced teachers to high level of productivity. Furthermore, in agreement with Newcombe and McCormick (as cited in Gemechu, 2014) who supported that teacher’s participation in school managerial issues such as budget and finance planning group committees and in formulating policies will apparently bring about better implementation and increase their job performance; and that it is mandatory for the attainment of school goals and objectives (Wadesango, 2011)
5.2.4. To Assess The Role of Participative Decision Making on Teacher Job Performance In Public Primary Schools in Mbozi District, Songwe Region TC "5.2.4 To assess the role of participative decision making on teacher job performance in public primary schools in Mbozi district, Songwe region" \f C \l "1"  
Generally, the findings revealed that, the extent of role of participative decision making on teacher job performance was found to be high (HE) in public primary schools in Mbozi district, Songwe region. This result was in consonance with the findings of M. Omobude & U. Igbudu (2012), and other scholars, who discovered that teachers’ level of participation in school decision making influence their job performance (Omobude & Igbudu, 2012; Uthman & Kassim, 2016; and Tijani, 2019). 
Similarly, the findings upheld the result of F. Remigius (2013), and other scholars, who concluded in a study, carried out that participation in decision making influence teachers’ job performance. Teachers who participated in decision making perform better than those who did not participate or participate less in decision making in secondary schools. These results affirmed the fact that the more teachers are involved in school decision making, the more they put in their efforts in accomplishment of school goals and objective, as they see themselves as part of the school management who desire success.
5.3. Conclusion TC "5.3 Conclusion" \f C \l "1"  

The objective of this study was to assess the role of participative decision making on teacher job performance in public primary schools in Mbozi district, Songwe region. The researcher used a mixed research method where qualitative and quantitative study was conducted. In this study, participative decision making was independent variable and teacher job performance was dependent variable. Participative decision making was operationalized by the three variables: participation in instructional decisions, participation in curriculum decisions and participation in managerial decisions. These were the three independent variables which had the influence on the dependent variable, teacher job performance. 
In order to explore the extent of each of the independent variable on dependent variable, the researcher used a five-point Likert scale with responses ranging from 1 (very low) to 5 (very high) for assessment. The mean for each statement was computed from responses collected as well as their mean of means.  The findings of these means were presented in chapter 4. In concluding, the findings showed that the extent of role of participation of teachers in decision making on their job performance was high. This means the performance of teachers in public primary schools is highly depending on their involvement in various decision-making areas. Head teachers have to learn and take appropriate measures to involve teachers in deciding what is best for them and the schools in general. It was recommended that school principals should create conducive environment by adopting leadership style that would encourage teachers' participation on decision-making. This would enhance teachers' job performance consequently leading to students' high academic achievement (Misana, 2016; Obi, 2019).
The findings also have shown that, teachers wished to be involved in deciding on rules or procedures to be followed in evaluating school performance as well as determining the mechanism of controlling and supervising plan implementation in schools. This has a direct impact on the implementation of Education and Training Policy of 2014 which did not indicate teachers’ role in monitoring and evaluation of schools as explained in policy review in chapter two session 2.5 of this report
5.4. Recommendations TC "5.4 Recommendations" \f C \l "1"  

From this study the following are recommended to be applied in public primary schools especially in Mbozi district schools in Songwe region as well as for the policy makers:

i. Teachers should be involved and allowed to participate in various decision making in schools in order to facilitate ownership of the schools and increase their morale, commitments, creativity towards their work, so that they increase their level of performance in their job, the performance of students and of the school in general

ii. Since the performance of teachers, students and schools in general depends on the involvement of teachers in various decision areas, the policy makers should see a way to incorporate the conclusion of this report to the Education and Training Policy of 2014 especially to review and add section 5.7 under the organization structure and Monitoring and Evaluation, that will address the role of participation of other teachers in various school matters for successful implementation of the policy to avoid possessing of all the powers by the head of schools

iii. Head of schools are encouraged to apply a democratic and participatory style in their administration in different decision-making domains and especially in the areas where it was observed to have high attentions from the teachers, so as to gain the anticipated results for students, teachers, and national development at large. They need to ensure the structure of the organization in schools is practical and operational, updating their skills in leadership and management as well as that of teachers, try their best to remove barriers and boundaries between them and other teachers. This will improve performance of teachers and hence good students results and improved school academic performance in general.

5.5. Areas for Further Research TC "5.5 Areas for further research" \f C \l "1"  
This study has some limitations. It narrowed its focus to fifteen public primary schools only. Replica study needs to be done with larger samples by incorporating more public primary schools. A comparative study using a different population such as private primary schools could also be considered for study to confirm and validate the theories and findings. Research on other variables presumed relate to either directly or indirectly to teacher performance should be researched on. A longitudinal study over a relatively longer period of time could also be considered to investigate those variables and their role on teacher job performance.
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APPENDICES TC "APPENDICES" \f C \l "1" 
APPENDIX 1: Questionnaire to Be Filled by Teachers

Dear respondent, 

I am a student at The Open University of Tanzania pursuing a Degree of Master of Arts in Monitoring and Evaluation. As a requirement of this degree, am undertaking a research study on the “Role of Participative Decision Making on Teacher Job Performance in Public Primary Schools in Mbozi District, Songwe Region”. All the information collected will be used only for academic or research purposes. It is only your kind cooperation and honesty that will make the study reliable and beneficial. 

In order to ensure complete confidentiality, you are kindly requested not to write your name anywhere on the questionnaire. Since the success of the study depends on your response, please read all the instruction before attempting to answer the question and give only one answer to each item unless you are requested to do otherwise. 

Thank you in advance for your cooperation 
Part I: Demographic Information 

Direction: Indicate your answer by putting a tick (√) mark in the given box and also write on the space provided

	Name of the School:
	

	Date:
	
	Sex:
	Male 
	
	Female 
	

	Age group: 
	25 or less
	
	Between 36 - 45
	
	Between 51- 60
	

	
	Between 26 - 35
	
	Between 46 - 50
	
	Over 60
	

	Academic qualification 
	Certificate 
	
	Diploma 
	
	Degree 
	
	Master/ PhD
	

	Years of service
	0 – 5 
	
	6 – 10 
	
	11 – 20
	
	Over 20 
	


Part II: Role of Participative Decision Making on Teacher Job Performance 

Direction: Indicate how participation in decision making plays a role on your job performance  

(Key: Very Low = 1, Low = 2, Medium = 3, High = 4, Very High = 5)

	No. 
	Item 
	1
	2
	3
	4
	5

	2. The Extent of Participation in Instruction Decisions on Teacher Job Performance 

	2.1
	To what extent do you think participation in deciding the teaching and learning materials to be used in the classroom sessions can increase your job performance? 
	
	
	
	
	

	2.2
	To what extent do you think involvement in developing and deciding teaching methodologies can increase your job performance?
	
	
	
	
	

	2.3
	To what extent do you think involvement in deciding the content and form of lesson plan can increase your job performance?
	
	
	
	
	

	2.4
	To what extent do you think participation in setting the learning objectives for students can increase your job performance?
	
	
	
	
	

	2.5
	To what extent do you think involvement in developing procedures for assessing student achievement/ development can increase your job performance?
	
	
	
	
	

	2.6
	To what extent do you think involvement in determining when and how instructional supervision can be delivered can increase your job performance?
	
	
	
	
	

	3. The Extent of Participation in Curriculum Decisions on Teacher Job Performance 

	3.1
	To what extent do you think involvement in Evaluating how well the department is operating can increase your job performance?
	
	
	
	
	

	3.2
	To what extent do you think participation in Determining students’ rights and welfare can increase your job performance?
	
	
	
	
	

	3.3
	To what extent do you think involvement in Identifying Students with disciplinary problems and providing proper guidance can increase your job performance?
	
	
	
	
	

	3.4
	To what extent do you think involvement in Determine disciplinary measures on students with misconduct can increase your job performance?
	
	
	
	
	

	3.5
	To what extent do you think Participating in solving students’ problem with parents can increase your job performance?
	
	
	
	
	

	3.6
	To what extent do you think Allowed to elect department heads/ leaders can increase your job performance?
	
	
	
	
	

	3.7
	To what extent do you think involvement in formulation of subject committees and be a member can increase your job performance?
	
	
	
	
	

	3.8
	To what extent do you think Participating in ordering kind of textbooks can increase your job performance?
	
	
	
	
	

	3.9
	To what extent do you think involvement in Setting rules for and involved in process of promotions within departments can increase your job performance?
	
	
	
	
	

	3.10
	To what extent do you think involvement in teachers’ attendance and absence control can increase your job performance?
	
	
	
	
	

	4. The Extent of Participation in Managerial Decisions on Teacher Job Performance 

	4.1
	To what extent do you think involvement in Setting the mission, vision and values of the school can increase your job performance?
	
	
	
	
	

	4.2
	To what extent do you think involvement in Determining the administrative and organizational structure can increase your job performance?
	
	
	
	
	

	4.3
	To what extent do you think involvement in Setting school rules and regulation can increase your job performance?
	
	
	
	
	

	4.4
	To what extent do you think involvement in Preparing the general school development plan can increase your job performance?
	
	
	
	
	

	4.5
	To what extent do you think involvement in Planning the schools’ activities and timetable can increase your job performance?
	
	
	
	
	

	4.6
	To what extent do you think involvement in preparing school budget and its allocations can increase your job performance?
	
	
	
	
	

	4.7
	To what extent do you think involvement in Determining school expenditure priorities can increase your job performance?
	
	
	
	
	

	4.8
	To what extent do you think involvement in Determining means of income generation can increase your job performance?
	
	
	
	
	

	4.9
	To what extent do you think involvement in determining capitation grant allocations can increase your job performance?
	
	
	
	
	

	4.10
	To what extent do you think involvement in Developing disciplinary policies of the school can increase your job performance?
	
	
	
	
	

	4.11
	To what extent do you think Participation in staff meeting can increase your job performance?
	
	
	
	
	

	4.12
	To what extent do you think involvement in Developing staff development programs can increase your job performance?
	
	
	
	
	

	4.13
	To what extent do you think Participating in staff development programs without force can increase your job performance?
	
	
	
	
	

	4.14
	To what extent do you think involved in delegation of duties can increase your job performance?
	
	
	
	
	

	4.15
	To what extent do you think involvement in Determine the mechanism of controlling and supervising plan implementation can increase your job performance?
	
	
	
	
	

	4.16
	To what extent do you think participation in Deciding on rules or procedures to be followed in evaluating school performance can increase your job performance?
	
	
	
	
	

	4.17
	Why do you think you are less involved in these areas of decision making as it is supposed to be? Tick all what applies 

a. Leader – teachers’ boundary 

b. Education level 

c. Job experience 

d. Job performance 

e. Fear and distrust from leaders

f. Teachers’ skills in leadership 

g. Structure of the school leadership 

h. Selfishness of school leader

i. Conflict/ misunderstanding with the school leader 

Others (mention here)




4.18. Rate you job performance level in relation to your participation in decision making in schools
(Key: Very Low = 1, Low = 2, Medium = 3, High = 4, Very High = 5)

APPENDIX 2: Questionnaire to Be Filled by HoT

Part I: Preliminary Information 

	Name of the School
	

	Date:
	
	Sex:
	Male 
	
	Female 
	

	Age group: 
	25 or less
	
	Between 36 - 45
	
	Between 51- 60
	

	
	Between 26 - 35
	
	Between 46 - 50
	
	Over 60
	

	Academic qualification 
	Certificate 
	Diploma 
	Degree 
	
	Master/ PhD
	

	Years of service
	0 – 5 
	6 – 10 
	11 – 20
	
	Over 20 
	


Part II: Study Questions 

1. Do you think participation of teachers in instructional decisions has a role in their job performance? 

Key: Yes – 1, No – 2 

	o. 
	Item 
	1
	2
	3
	4
	5

	The Extent of Participation in Instruction Decisions on Teacher Job Performance 

	2.1
	To what extent do you think participation in deciding the teaching and learning materials to be used in the classroom sessions can increase your teachers’ job performance? 
	
	
	
	
	

	2.2
	To what extent do you think involvement in developing and deciding teaching method can increase your teachers’ job performance?
	
	
	
	
	

	2.3
	To what extent do you think involvement in deciding the content and form of lesson plan can increase your teachers’ job performance?
	
	
	
	
	

	2.4
	To what extent do you think participation in setting the learning objectives for students can increase your teachers’ job performance?
	
	
	
	
	

	2.5
	To what extent do you think involvement in developing procedures for assessing student achievement/ development can increase your teachers’ job performance?
	
	
	
	
	

	2.6
	To what extent do you think involvement in determining when and how instructional supervision can be delivered can increase your teachers’ job performance?
	
	
	
	
	


2. To what extent do you think participation of teachers in instructional decisions has a role their job performance? Kindly indicate the degree of your perceptions in the following instructional areas
(Key: Very Low = 1, Low = 2, Medium = 3, High = 4, Very High = 5)

3. Do you think participation of teachers in curriculum decisions has a role in their job performance? 

(Key: Yes – 1, No – 2)
4. To what extent do you think participation of teachers in curriculum decisions can increase their job performance? Kindly indicate the degree of your perceptions below

(Key: Very Low = 1, Low = 2, Medium = 3, High = 4, Very High = 5)

	The Extent of Participation in Curriculum Decisions on Teacher Job Performance 

	4.1
	To what extent do you think involvement in Evaluating how well the department is operating can increase your teachers’ job performance?
	
	
	
	
	

	4.2
	To what extent do you think participation in Determining students’ rights and welfare can increase your teachers’ job performance?
	
	
	
	
	

	4.3
	To what extent do you think involvement in Identifying Students with disciplinary problems and providing proper guidance can increase your teachers’ job performance?
	
	
	
	
	

	4.4
	To what extent do you think involvement in Determine disciplinary measures on students with misconduct can increase your teachers’ job performance?
	
	
	
	
	

	4.5
	To what extent do you think Participating in solving students’ problem with parents can increase your teachers’ job performance?
	
	
	
	
	

	4.6
	To what extent do you think Allowed to elect department heads/ leaders can increase your teachers’ job performance?
	
	
	
	
	

	4.7
	To what extent do you think involvement in formulation of subject committees and be a member can increase your teachers’ job performance?
	
	
	
	
	

	4.8
	To what extent do you think Participating in ordering kind of textbooks can increase your teachers’ job performance?
	
	
	
	
	

	4.9
	To what extent do you think involvement in Setting rules for and involved in process of promotions within departments can increase your teachers’ job performance?
	
	
	
	
	

	4.10
	To what extent do you think involvement in teachers’ attendance and absence control can increase your teachers’ job performance?
	
	
	
	
	


5. Do you think participation of teachers in managerial decisions has a role on their job performance? 

(Key: Yes – 1, No – 2)

6. To what extent do you think participation of teachers in managerial decisions can increase their job performance? Kindly indicate the degree of your perceptions below

(Key: Very Low = 1, Low = 2, Medium = 3, High = 4, Very High = 5)
	The Extent of Participation in Managerial Decisions on Teacher Job Performance 

	6.1
	To what extent do you think involvement in Setting the mission, vision and values of the school can increase your teachers’ job performance?
	
	
	
	
	

	6.2
	To what extent do you think involvement in Determining the administrative and organizational structure can increase your teachers’ job performance?
	
	
	
	
	

	6.3
	To what extent do you think involvement in Setting school rules and regulation can increase your teachers’ job performance?
	
	
	
	
	

	6.4
	To what extent do you think involvement in Preparing the general school development plan can increase your teachers’ job performance?
	
	
	
	
	

	6.5
	To what extent do you think involvement in Planning the schools’ activities and timetable can increase your teachers’ job performance?
	
	
	
	
	

	6.6
	To what extent do you think involvement in preparing school budget and its allocations can increase your teachers’ job performance?
	
	
	
	
	

	6.7
	To what extent do you think involvement in Determining school expenditure priorities can increase your teachers’ job performance?
	
	
	
	
	

	6.8
	To what extent do you think involvement in Determining means of income generation can increase your teachers’ job performance?
	
	
	
	
	

	6.9
	To what extent do you think involvement in determining capitation grant allocations can increase your teachers’ job performance?
	
	
	
	
	

	6.10
	To what extent do you think involvement in Developing disciplinary policies of the school can increase your teachers’ job performance?
	
	
	
	
	

	6.11
	To what extent do you think Participation in staff meeting can increase your teachers’ job performance?
	
	
	
	
	

	6.12
	To what extent do you think involvement in Developing staff development programs can increase your teachers’ job performance?
	
	
	
	
	

	6.13
	To what extent do you think Participating in staff development programs without force can increase your teachers’ job performance?
	
	
	
	
	

	6.14
	To what extent do you think involved in delegation of duties can increase your teachers’ job performance?
	
	
	
	
	

	6.15
	To what extent do you think involvement in Determine the mechanism of controlling and supervising plan implementation can increase your teachers’ job performance?
	
	
	
	
	

	6.16
	To what extent do you think participation in Deciding on rules or procedures to be followed in evaluating school performance can increase your teachers’ job performance?
	
	
	
	
	

	6.17
	What other things do you think they can increase your teachers’ job performance apart from Participation in Decision Making? Mention them in short here





Thank you for your responses
APPENDIX 3: Interview Guide for LGA officials/ education stakeholders

Preliminary Information 

	Name of the District/ Organization:
	

	Name of Interviewee:
	

	Position:
	

	Date:
	
	Sex:
	Male 
	
	Female 
	

	Age group: 
	25 or less
	
	Between 36 - 45
	
	Between 51- 60
	

	
	Between 26 - 35
	
	Between 46 - 50
	
	Over 60
	

	Academic qualification 
	Certificate 
	
	Diploma 
	
	Degree 
	
	Master/ PhD
	

	Years of service
	0 – 5 
	
	6 – 10 
	
	11 – 20
	
	Over 20 
	


Study Questions 

1. To what extent do you think teachers are involved in instructional decision making in schools?

(Hint: Instruction decisions include issues closely relating to the individual teacher’s performance within classrooms such as choice of TL materials, Teaching methods, Teaching schedule, Lesson’s preparations, Students’ assessment etc)

2. To what extent to you think teachers are involved in curriculum decision making in schools?

(Hint: Curriculum decisions include issues relating to the functioning of groups, such as subject panels and co-curricular activity groups, Subject committee, Promotion within departments, Students’ affairs and disciplinary, etc)

3. To what extent to you think teachers are involved in managerial decision making in schools? 

(Hint: Managerial decisions Include issues at the whole school level, such as school goals, school budget, admission policy, personnel management and development planning etc)

4. How do you rate the general working performance of your teachers in schools? And why?

5. Do you think participation of teachers in instructional decisions has a role in their job performance? why?
6. To what extent do you think participation of teachers in instructional decisions can increase their job performance? 
7. Do you think participation of teachers in curriculum decisions has a role in their job performance?  why?
8. To what extent do you think participation of teachers in curriculum decisions can increase their job performance?
9. Do you think participation of teachers in managerial decisions has a role in their job performance? 

10. To what extent do you think participation of teachers in managerial decisions can increase their job performance? 
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Chart1

		Female

		Male

		Grand Total



Count of Sex

13

17

30



Teachers Questionnaires

		No. Questionnaire		Name of schools		Ward		Date of Data collection		Sex		Age Group		Acad. Qualification		Years of services		JobPerformanceLevel		a1		a2		a3		a4		a5		a6		b1		b2		b3		b4		b5		b6		b7		b8		b9		b10		c1		c2		c3		c4		c5		c6		c7		c8		c9		c10		c11		c12		c13		c14		c15		c16		d1		d2		d3		d4		d5		d6		d7		d8		d9		d10		Instructional		Curriculum		Managerial		PDM_TchrJobPerf

		1		Itepula		Igamba				Male		46-50		Certificate		Over 20 years		3.20		3		4		3		4		3		4		2		4		3		2		4		1		4		2		3		1		3		4		2		4		3		2		4		5		2		4		3		2		4		5		2		4		yes		no		no		no		no		no		no		no		no		none		4		3		3		3

		2		Makua		Shiwinga				Male		26-35		Certificate		6-10 years		4		4		4		5		4		4		3		4		3		4		4		3		4		4		3		4		4		3		3		4		5		4		3		4		3		5		4		5		4		5		3		3		4		yes		no		no		no		no		no		no		yes		no		none		4		4		4		4

		3		Igamba		Igamba				Female		26-35		Diploma		6-10 years		4		5		4		4		4		3		3		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		4		3		3		3		4		4		4		4		5		4		5		yes		no		no		no		no		no		no		yes		no		none		4		4		4		4

		4		Naulongo		Magamba				Female		36-45		Certificate		6-10 years		4		4		3		4		4		3		4		4		3		3		3		4		4		3		3		3		4		3		4		4		3		4		4		3		3		3		4		4		4		4		4		4		4		no		no		no		no		no		no		no		no		no		none		4		3		4		4

		5		Makua		Shiwinga				Male		36-45		Diploma		6-10 years		4		4		4		4		4		3		3		3		3		4		4		5		3		4		3		5		5		3		4		4		4		5		3		3		2		1		2		4		4		2		1		4		4		no		no		yes		yes		yes		no		yes		no		no		none		4		4		3		4

		6		Iyenga		Itumpi				Male		36-45		Certificate		0-5 years		3		3		3		4		3		3		4		3		4		3		3		2		4		3		3		4		3		3		4		3		3		3		4		3		3		4		2		3		3		4		4		3		3		no		no		no		no		no		yes		no		no		no		none		3		3		3		3

		7		Mbuga		Igamba				Female		46-50		Diploma		Over 20 years		4		4		5		3		4		4		4		4		5		5		4		5		3		5		4		4		4		5		4		4		4		4		4		5		3		4		4		5		4		4		5		4		4		no		no		no		no		no		no		no		yes		no		none		4		4		4		4

		8		Igamba		Igamba				Female		36-45		Diploma		6-10 years		4		4		3		4		3		4		3		4		4		4		3		5		4		4		4		3		4		4		4		3		3		3		3		4		3		2		4		5		4		2		5		4		4		yes		no		no		yes		no		yes		no		no		no		none		4		4		4		4

		9		Hatelele		Shiwinga				Male		26-35		Certificate		6-10 years		4		4		3		3		4		3		4		3		3		4		3		4		5		4		3		4		4		4		3		4		3		4		4		4		2		3		3		4		4		5		4		3		4		no		yes		no		no		no		yes		yes		no		no		none		4		4		4		4

		10		Iwalanje		Magamba				Female		46-50		Diploma		6-10 years		4		4		4		3		5		4		4		3		4		4		4		5		5		4		3		5		5		4		4		5		5		5		4		4		4		3		3		5		5		5		4		4		4		no		no		no		no		no		no		yes		yes		no		none		4		4		4		4

		11		Iwalanje		Magamba				Male		26-35		Certificate		0-5 years		4		4		4		3		5		4		4		3		5		5		3		5		5		5		3		5		5		5		4		5		5		5		4		5		4		3		3		5		5		5		4		4		4		no		no		no		no		no		no		yes		yes		no		none		4		4		4		4

		12		Itumpi		Itumpi				Male		36-45		Certificate		11-20 years		4		4		3		4		4		4		3		3		3		3		3		3		3		3		4		5		3		3		3		3		4		5		5		4		4		4		4		3		4		4		3		4		3		no		no		no		no		no		yes		yes		no		no		none		4		3		4		4

		13		Isansa		Isansa				Female		26-35		Certificate		6-10 years		4		4		3		4		4		4		3		3		4		4		4		4		3		4		3		3		3		3		3		4		4		4		4		3		3		3		3		3		4		4		3		3		4		yes		yes		yes		yes		no		yes		yes		no		no		none		4		4		3		4

		14		Nansama		Isansa				Male		26-35		Certificate		0-5 years		4		3		4		4		5		5		4		3		3		5		3		5		3		4		5		4		5		5		4		5		5		5		4		3		4		5		3		5		4		4		3		5		5		no		no		yes		yes		no		yes		no		no		no		none		4		4		4		4

		15		Isansa		Isansa				Male		46-50		Certificate		Over 20 years		4		4		3		3		4		3		3		4		4		4		4		4		3		3		3		3		4		4		4		4		3		4		4		3		2		3		2		2		4		4		4		3		3		yes		no		yes		yes		no		yes		yes		no		no		none		3		4		3		3

		16		Nansama		Isansa				Male		26-35		Diploma		0-5 years		4		4		3		3		4		3		4		4		4		4		2		2		4		5		5		4		5		4		5		5		5		5		5		4		5		5		4		5		4		5		5		5		4		no		no		yes		no		no		yes		no		no		no		none		4		4		5		4

		17		Mtunduru		Magamba				Male		36-45		Certificate		11-20 years		4		3		4		3		4		4		4		4		4		4		4		4		4		4		3		5		5		5		4		5		5		4		5		4		4		4		5		5		5		4		4		4		4		no		no		yes		yes		no		yes		yes		no		no		none		4		4		4		4

		18		Mtunduru		Magamba				Male		26-35		Certificate		6-10 years		4		3		4		3		4		4		4		4		4		4		4		4		4		4		3		5		5		4		4		5		5		4		5		4		4		4		4		5		5		5		4		4		4		no		no		yes		yes		no		yes		yes		no		no		none		4		4		4		4

		19		Msense		Isansa				Male		51-60		Certificate		Over 20 years		4		4		4		3		4		5		3		4		5		4		2		4		5		4		4		5		4		4		3		4		3		5		5		4		3		3		4		4		5		2		4		4		5		yes		no		yes		yes		no		no		yes		no		no		none		4		4		4		4

		20		Nsenga		Itumpi				Female		36-45		Certificate		11-20 years		5		5		5		4		5		4		4		4		5		5		4		5		5		5		4		5		5		4		5		5		4		5		5		4		4		4		5		4		5		4		4		4		5		yes		no		no		no		no		no		yes		no		no		none		5		5		4		5

		21		Nsenga		Itumpi				Male		36-45		Certificate		11-20 years		5		4		5		5		5		4		4		4		4		4		4		4		4		5		4		5		4		4		4		4		4		5		5		4		5		4		5		5		4		5		4		5		5		yes		no		no		no		no		no		yes		no		no		none		5		4		5		4

		22		Itumpi		Itumpi				Female		51-60		Diploma		6-10 years		4		4		4		4		4		5		4		3		5		4		4		5		4		4		5		4		5		3		3		4		4		4		4		4		3		3		4		3		3		4		5		4		5		yes		no		yes		no		yes		no		no		yes		no		none		4		4		4		4

		23		Msense		Isansa				Male		26-35		Certificate		11-20 years		4		5		5		4		5		4		5		4		5		5		4		5		4		5		5		5		5		5		3		4		3		3		4		4		4		4		3		3		3		2		5		4		5		no		no		yes		yes		no		yes		yes		no		no		none		5		5		4		4

		24		Mbuga		Igamba				Female		36-45		Diploma		6-10 years		4		4		5		3		3		4		5		4		4		5		4		5		4		5		5		5		4		4		4		4		4		4		4		4		4		4		4		5		5		5		5		5		4		yes		yes		yes		yes		yes		no		yes		no		no		none		4		5		4		4

		25		Hatelele		Shiwinga				Female		51-60		Diploma		Over 20 years		5		5		3		4		5		5		4		5		5		4		5		2		5		5		5		4		5		5		5		5		5		5		5		5		5		3		5		5		4		3		3		5		5		yes		yes		yes		yes		yes		yes		yes		yes		yes		none		4		5		5		4

		26		Naulongo		Magamba				Male		26-35		Certificate		6-10 years		4		3		5		2		3		4		5		3		5		4		2		5		5		4		4		5		3		5		3		4		3		4		2		4		2		4		3		3		3		5		3		3		5		no		no		yes		yes		yes		yes		no		no		no		none		4		4		4		4

		27		Shiwinga		Shiwinga				Female		51-60		Certificate		Over 20 years		4		4		4		4		4		3		5		4		4		4		3		4		3		4		5		4		5		4		5		4		4		4		5		5		4		5		5		4		3		4		5		4		5		yes		yes		yes		yes		yes		yes		yes		yes		yes		none		4		4		4		4

		28		Itepula		Igamba				Female		36-45		Certificate		6-10 years		4		3		3		4		5		3		4		4		5		4		3		4		3		3		5		5		5		3		5		5		4		4		5		3		3		4		4		4		3		4		4		3		4		no		no		no		no		no		no		no		no		no		none		4		4		4		4

		29		Shiwinga		Shiwinga				Male		36-45		Certificate		11-20 years		4		3		4		3		3		4		3		4		4		3		4		3		4		3		4		4		3		3		4		3		3		4		3		3		4		4		4		3		4		4		3		4		4		no		no		no		no		no		no		no		no		no		none		3		4		4		3

		30		Iyenga		Itumpi				Female		26-35		Certificate		11-20 years		4		3		4		3		4		3		4		3		5		4		3		5		3		4		4		4		3		3		4		4		4		4		3		4		4		3		4		3		4		4		5		4		4		no		no		no		no		no		no		no		no		no		none		4		4		4		4

		Average																		3.83		3.87		3.57		4.10		3.77		3.83		3.60		4.13		4.03		3.43		4.10		3.83		4.07		3.83		4.27		4.13		3.87		3.90		4.10		3.97		4.20		4.03		3.83		3.53		3.53		3.73		4.03		3.97		4.00		4.00		3.87		4.23		43%		17%		47%		43%		20%		47%		53%		27%		7%		0%

																														3.83																				3.94																																3.93

																																																																																		3.87





HoT Questionnaires

		No. Questionnaire		Name of schools		Date of Data collection		Sex		Age Group		Acad. Qualification		Years of services		2.1		2.2		2.3		2.4		2.5		2.6		3.1		3.2		3.3		3.4		3.5		3.6		3.7		3.8		3.9		3.10		4.1		4.2		4.3		4.4		4.5		4.6		4.7		4.8		4.9		4.10		4.11		4.12		4.13		4.14		4.15		4.16		4.17.1		4.17.2		4.17.3		4.17.4		4.17.5		4.17.6		4.17.7		4.17.8		4.17.9		4.17.10

		1

		2

		3

		4

		5

		6

		7

		8

		9

		10

		11

		12

		13

		14

		15

		16

		17

		18

		19

		20

		21

		22

		23

		24

		25

		26

		27

		28

		29

		30

		Average														0.00		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0





Other Informants

		No. Questionnaire		Name of Institution		Name of Interviewee		Position		Date of Data collection		Sex		Age Group		Acad. Qualification		Years of services		1		2		3		4		5		6		7		8		9		10

				SHIPO				Education Officer						26-35

				Ward Education office				Ward Education Officer

				Ward Education office				Ward Education Officer

				District Education office				DAO

				District Education Quality Assuarance Office		Baraka V. Maliyamungu		DSQA





Distribution of responses

		

		Count of Name of schools		Column Labels

		Row Labels		Igamba		Isansa		Itumpi		Magamba		Shiwinga		Grand Total

		Hatelele										2		2

		Igamba		2										2

		Isansa				2								2

		Itepula		2										2

		Itumpi						2						2

		Iwalanje								2				2

		Makua										2		2

		Mbuga		2										2

		Msense				2								2

		Mtunduru								2				2

		Nansama				2								2

		Nsenga						2						2

		Shiwinga										2		2

		Iyenga						2						2

		Naulongo								2				2

		Grand Total		6		6		6		6		6		30

		Count of Name of schools		Column Labels

		Row Labels		Female		Male		Grand Total		Ward		Schools		Female		Male		Total

		Igamba		5		1		6		Igamba		Igamba		2		0		2

		Igamba		2				2				Itepula		1		1		2

		Itepula		1		1		2				Mbuga		2		0		2

		Mbuga		2				2		Isansa		Isansa		1		1		2

		Isansa		1		5		6				Msense		0		2		2

		Isansa		1		1		2				Nansama		0		2		2

		Msense				2		2		Itumpi		Itumpi		1		1		2

		Nansama				2		2				Nsenga		1		1		2

		Itumpi		3		3		6				Iyenga		1		1		2

		Itumpi		1		1		2		Magamba		Iwalanje		1		1		2

		Nsenga		1		1		2				Mtunduru		0		2		2

		Iyenga		1		1		2				Naulongo		1		1		2

		Magamba		2		4		6		Shiwinga		Hatelele		1		1		2

		Iwalanje		1		1		2				Makua		0		2		2

		Mtunduru				2		2				Shiwinga		1		1		2

		Naulongo		1		1		2		Total				13		17		30

		Shiwinga		2		4		6

		Hatelele		1		1		2

		Makua				2		2

		Shiwinga		1		1		2

		Grand Total		13		17		30

		Count of Age Group		Column Labels

		Row Labels		Female		Male		Grand Total

		26-35		3		8		11				Age Group		Female		Male		Total		Percentage

		36-45		5		6		11				25 or Less		0		0		0		0%

		46-50		2		2		4				26 - 35		3		8		11		37%

		51-60		3		1		4				36 - 45		5		6		11		37%

		Grand Total		13		17		30				46 - 50		2		2		4		13%

												51 - 60		3		1		4		13%

												Total		13		17		30

		Count of Acad. Qualification		Column Labels								Percentage		43%		57%

		Row Labels		Female		Male		Grand Total

		Certificate		6		15		21				Academic Qualification		Female		Male		Total		Percentage

		Diploma		7		2		9				Certificate		6		15		21		70%

		Grand Total		13		17		30				Diploma		7		2		9		30%

												Total		13		17		30

												Percentage		43%		57%

		Count of Years of services		Column Labels

		Row Labels		Female		Male		Grand Total				Years of services		Female		Male		Total		Percentage

		0-5 years				4		4				0 - 5 Years		0		4		4		13%

		11-20 years		2		5		7				6 - 10 Years		8		5		13		43%

		6-10 years		8		5		13				11 - 20 Years		2		5		7		23%

		Over 20 years		3		3		6				Over 20 Years		3		3		6		20%

		Grand Total		13		17		30				Total		13		17		30

												Percentage		43%		57%

				Extent of PDM Istruction

		Row Labels		Count of b1

		2		1

		3		11

		3.6		1

		4		17

		5		1

		(blank)

		Grand Total		31

		Row Labels		Count of Sex

		Female		13

		Male		17

		Grand Total		30





Distribution of responses

		Female

		Male

		Grand Total



Count of Sex

Gender distribution

13

17

30



Sheet1

		

						Ward		Schools		Female		Male		Total		Distributed		Collected		%				Female		Male

						Igamba		Igamba		2		1		3		3		3		100%						1		1				2		0		2

								Itepula		2		1		3		3		3		100%				1				1				1		1		2

								Mbuga		2		1		3		3		3		100%						1		1				2		0		2

						Isansa		Isansa		1		2		3		3		3		100%						1		1				1		1		2

								Msense		1		2		3		3		3		100%				1				1				0		2		2

								Nansama		1		2		3		3		3		100%						1		1				1		1		2

						Itumpi		Itumpi		1		2		3		3		3		100%						1		1				1		1		2

								Nsenga		2		1		3		3		3		100%				1				1				1		1		2

								Iyenga		1		2		3		3		3		100%						1		1				1		1		2

						Magamba		Iwalanje		2		1		3		3		3		100%				1				1				1		1		2

								Mtunduru		1		2		3		3		3		100%						1		1				1		1		2

								Naulongo		1		2		3		3		3		100%						1		1				1		1		2

						Shiwinga		Hatelele		1		2		3		3		3		100%						1		1				1		1		2

								Makua		1		2		3		3		3		100%				1				1				0		2		2

								Shiwinga		1		2		3		3		3		100%						1		1				1		1		2

										20		25		45		45		45						5		10		15				15		15		30

																						21		29		50

																						0.4200		0.5800

														Sex		Teachers		HoT		DAO		DSQA		Education officer				Category		Male		Female		Total

														Male														Teachers		15		15		30

														Female														HoT		10		5		15

																												Ward Education Officers		2		0		2

																												DAO		1		0		1

																												DSQA		1		0		1

																												Education officer		0		1		1

																												Total		29		21		50

																												%		58%		42%

		Age Group		Teachers		HoTs		DAO		DSQA		WEOs		SHIPO		Total		%

		25 or Less		0

		26 - 35		11										1

		36 - 45		11

		46 - 50		4

		51 - 60		4

		Total		30





Sheet3

		

		Row Labels		Count of c1				Row Labels		Count of c2				Row Labels		Count of c3

		3		11				3		8				2		1

		4		12				4		17				3		4

		5		7				5		5				4		16

		Grand Total		30				Grand Total		30				5		9

														Grand Total		30

		Row Labels		Count of c4

		3		9

		4		13

		5		8

		Grand Total		30





Sheet2

		

		1		Extent of Participation in Instructional Decision on Teacher Job Performance		VL		L		M		H		VH		Mean		Std. Dev.

				Do you think participation in deciding the teaching and learning materials to be used in the classroom sessions can increase your job performance?		0%		0%		30%		57%		13%		3.83		0.648		70%		2

				Do you think involvement in developing and deciding teaching methodologies can increase your job performance?		0%		0%		33%		47%		20%		3.87		0.730		67%		4

				Do you think involvement in deciding the content and form of lesson plan can increase your job performance?		0%		3%		43%		47%		7%		3.57		0.679		53%		6

				Do you think participation in setting the learning objectives for students can increase your job performance?		0%		0%		17%		57%		27%		4.10		0.662		83%		1

				Do you think involvement in developing procedures for assessing student achievement/ development can increase your job performance?		0%		0%		37%		50%		13%		3.77		0.679		63%		5

				Do you think involvement in determining when and how instructional supervision can be delivered can increase your job performance?		0%		0%		30%		57%		13%		3.83		0.648		70%		2

						0%		1%		32%		52%		16%		3.8283333333				68%

				Extent of Participation in Instructional Decision on Teacher Job Performance		VL		L		M		H		VH		Mean		Std. Dev.

				Do you think involvement in Evaluating how well the department is operating can increase your job performance?		0%		3%		37%		57%		3%		3.60		0.622		93%		1

				Do you think participation in Determining students’ rights and welfare can increase your job performance?		0%		0%		20%		47%		33%		4.13		0.730		67%		7

				Do you think involvement in Identifying Students with disciplinary problems and providing proper guidance can increase your job performance?		0%		0%		17%		63%		20%		4.03		0.615		80%		3

				Do you think involvement in Determine disciplinary measures on students with misconduct can increase your job performance?		0%		13%		33%		50%		3%		3.43		0.774		83%		2

				Do you think Participating in solving students’ problem with parents can increase your job performance?		0%		10%		10%		40%		40%		4.10		0.960		50%		10

				Do you think Allowed to elect department heads/ leaders can increase your job performance?		0%		3%		30%		43%		23%		3.83		0.913		73%		4

				Do you think involvement in formulation of subject committees and be a member can increase your job performance?		0%		0%		20%		53%		27%		4.07		0.691		73%		4

				Do you think Participating in ordering kind of textbooks can increase your job performance?		0%		3%		37%		33%		27%		3.83		0.874		70%		6

				Do you think involvement in Setting rules for and involved in process of promotions within departments can increase your job performance?		0%		0%		17%		40%		43%		4.27		0.740		57%		8

				Do you think involvement in teachers’ attendance and absence control can increase your job performance?		0%		3%		20%		33%		43%		4.13		0.973		53%		9

				Extent of Participation in Instructional Decision on Teacher Job Performance		VL		L		M		H		VH		Mean		Std. Dev.

				Do you think involvement in Setting the mission, vision and values of the school can increase your job performance?		0%		0%		37%		40%		23%		3.87		0.776		77%		4

				Do you think involvement in Determining the administrative and organizational structure can increase your job performance?		0%		0%		27%		57%		17%		3.90		0.662		83%		2

				Do you think involvement in Setting school rules and regulation can increase your job performance?		0%		3%		13%		53%		30%		4.10		0.759		67%		10

				Do you think involvement in Preparing the general school development plan can increase your job performance?		0%		0%		30%		43%		27%		3.97		0.765		73%		6

				Do you think involvement in Planning the schools’ activities and timetable can increase your job performance?		0%		0%		13%		53%		33%		4.20		0.664		67%		10

				Do you think involvement in preparing school budget and its allocations can increase your job performance?		0%		7%		17%		43%		33%		4.03		0.890		60%		14

				Do you think involvement in Determining school expenditure priorities can increase your job performance?		0%		0%		30%		57%		13%		3.83		0.648		87%		1

				Do you think involvement in Determining means of income generation can increase your job performance?		0%		13%		33%		40%		13%		3.53		0.900		73%		6

				Do you think involvement in determining capitation grant allocations can increase your job performance?		3%		7%		37%		40%		13%		3.53		0.937		77%		4

				Do you think involvement in Developing disciplinary policies of the school can increase your job performance?		0%		10%		23%		50%		17%		3.73		0.868		73%		6

				Do you think Participation in staff meeting can increase your job performance?		0%		3%		30%		27%		40%		4.03		0.928		57%		15

				Do you think involvement in Developing staff development programs can increase your job performance?		0%		3%		20%		53%		23%		3.97		0.765		73%		6

				Do you think Participating in staff development programs without force can increase your job performance?		0%		13%		3%		53%		30%		4.00		0.947		57%		15

				Do you think involved in delegation of duties can increase your job performance?		3%		0%		23%		40%		33%		4.00		0.947		63%		13

				Do you think involvement in Determine the mechanism of controlling and supervising plan implementation can increase your job performance?		0%		3%		23%		57%		17%		3.87		0.730		80%		3

				Do you think participation in Deciding on rules or procedures to be followed in evaluating school performance can increase your job performance?		0%		0%		10%		57%		33%		4.23		0.626		67%		10

				Statistics

								Instructional		Curriculum		Managerial		PDM_TchrJobPerf

				N		Valid		30		30		30		30

						Missing		0		0		0		0

				Mean				3.8277777778		3.943		3.925		3.8987037037

				Std. Deviation				0.360		0.459		0.445		0.365





Sheet5

		

		Statistics

						b1		b2		b3		b4		b5		b6		b7		b8		b9		b10		c1		c2		c3		c4		c5		c6		c7		c8		c9		c10		c11		c12		c13		c14		c15		c16

		N		Valid		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30		30

				Missing		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0		0

		Mean				3.60		4.13		4.03		3.43		4.10		3.83		4.07		3.83		4.27		4.13		3.87		3.90		4.10		3.97		4.20		4.03		3.83		3.53		3.53		3.73		4.03		3.97		4.00		4.00		3.87		4.23

		Std. Deviation				0.622		0.730		0.615		0.774		0.960		0.913		0.691		0.874		0.740		0.973		0.776		0.662		0.759		0.765		0.664		0.890		0.648		0.900		0.937		0.868		0.928		0.765		0.947		0.947		0.730		0.626






