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ABSTRACT

This study explored the Relationship Between Managerial Factors and Primary School Teachers’ Turnover Intention in Itigi, Tanzania. The study employed a case study design and mixed approaches to collect as well as analyse data. These approaches included questionnaires as quantitative method and focus group discussion as the qualitative method. Here, the qualitative information was expressed using words whereas the quantitative information was expressed through numbers, Tables and Figures. The study sample was 200 primary schools’ teachers. The study employed systematic sampling procedures. The data obtained in this study were entered in excel and SPSS used to calculate the mean scores of the data, the frequency of the particular answer, the correlation or causation between variables and statistical significance of the results. The findings of the study shows that there is an inverse significant relationship between benefit and rewarding system (a Pearson Correlation coefficient, r = -0.223), working environment (a Pearson Correlation coefficient, r = -0.223) and turnover intention and exists a moderate strength of relationship between Training and development and teachers’ turnover intention. The researcher made a recommendation that, influencing low quitting intensions; delays in the promotions of teachers must be avoided. Salaries and remuneration for teachers must be given attention and an enhanced package of their welfare and conditions of service. It is recommended that the state through the Ministry of President’s Office – Regional Administration and Local Government must at all-time take proactive steps towards resolving issues affecting teachers. It was further recommended that the, nation has to address issues of compensation by paying all outstanding arrears and allowances, improve working condition and review the training and rewarding systems for teachers.
Keywords: Teachers’ Turnover, Managerial Factors and Public Primary Schools
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CHAPTER ONE

INTRODUCTION TO THE PROBLEM
1.1
Introduction

The introductory chapter consists of background to the study, statement of the problem, objectives of the study, research questions, and significance of the study, conceptual framework, and the operational definitions of key terms. This study explored the Relationship Between Managerial Factors and Primary School Teachers’ Turnover Intention in Itigi, Tanzania. 
1.2
 Background to the Problem

Itigi District Council which was formerly part of Manyoni District Council was established on 06th November, 2015 vide a certificate of establishment under the terms of the provisions of Section 8 and 9 of the Local Government (District Authorities) Act, Cap 287 R.E. 2002. The council was among the 7 councils of Singida region with Singida municipal council, Singida district council, Manyoni district council, Ikungi district council, Iramba district council, and Mkalama district council.
Itigi District Council is mandated to undertake functions such as; Maintenance of law, order and good governance; Promotion of economic and social welfare within its area of jurisdiction; Effective and equitable delivery of services to the people within their areas of jurisdiction, proper collection and utilization of the councils’ revenues as well as right and power to participate and involve stakeholders in planning and implementation of development plans/programs.
The Council has an area of 17,436.2 km2 (square kilometers) of which 64.7% of the District Council area is occupied by Forest and Game Reserves (Rungwa, Kizigo Muhesi), and 35.3% is the area for residence and agricultural activities. According to the 2012 census, the Council had a population of 112,565 people of whom 56,131 are Female and 56,434 are Males. According to projection with the growth rate of 2.6%, the population is estimated to be 141,306. The District Council has one constituent namely Itigi West constituent, 1 Division, 13 Wards, 39 Villages and 174 Hamlets (Sub Villages). It has 45 public primary schools with 442 teachers.

Turnover in any company or organization is understood as ratio of the number of staff within the company who have left during the period being considered over the average number of people in that company during the time (Price, 1977). Turnover of employees is the rotation of staff around the labour market, between companies, jobs and carriers, and around the states of employment and unemployment (Abassi, & Hollman 2000). A school just like other industries is an important organization, which depends on teachers to transfer knowledge, skills, and values from one generation to another. Therefore, maintaining its human capital is very essential.
Managerial factors have been associated with high turnover in teaching profession.   These managerial factors encompass; low-skilled and low-paying work, unsocial working duration, low job satisfaction and the lack of job development in every establishment (Aksu, 2004; Hinkin & Tracey, 2000). 
Teachers regard the teaching profession as a pass time due to managerial issues in the teaching profession. For example, it was reported that in Tanzania, people go for teaching as the last resort just to secure sponsorship with the Higher Education Students Loans Board (HESLB) and some especially those who go for certificates and diplomas aim at getting employment opportunities in teaching profession and later on go for further studies and change the profession completely (Beam, 2009).

Organizations with high turnover rates use high amounts of money on deploying their staff than companies with low turnover rates. Companies are taken up by their staff turnover rate for it is the most expensive area in making business (Beam, 2009). Some organizations may retain the employees through motivations such as paying them well, giving them water, housing services, performance appraisals, job motivations and incentives to avoid the cost of hiring and firing time (Beam, 2009). 
Also, as companies incur much expenses both direct and indirect like the cost of advertising, headhunting fees, social capital costs, wastage of production, fresh employees’ orientation and client retention; each hour they have to replace a person. Such amounts increase to somewhere from 30% to 200% of each employee's annual remuneration, depending on the company and the career opportunity being taken (Beam, 2009). It is too expensive to replace the employees in an organization. In Tanzania, turnover of teachers lead to some problems for organizations. Such consequences include the finance and time expenses of filling vacancies (Mhando, 2006).

1.3 
Statement of the Problem

The problem to be addressed by this study is the shortage of primary school teachers that would lead to mass failure of pupils in their examinations. There is a paradigm shift from human resource to human capital, which includes comprehension, attitudes and capabilities of the staff engaged in the company which is inclusive of their nature. This is because of the reason that, the best-known asset of the company is its people, therefore retaining people in their career is important for any company (Armstrong, 2009).
Porter (2011) insisted that, staff turnover costs an organization a lot of money when it comes to hiring, interviewing, orientation, training, and ramp-up time. An entry-level opportunity can take a company about 50% to 100% of the staff remuneration.  Turnover of teachers can destroy education service and its quality which turn out to be a direct manifestation on the school rather than cost factor (Curtis & Wright, 2001). This is to say that, competitive advantage will be reached when education quality and service fall short which in turn influences the risk of the loss of long-term learners’ relation and contracts in the education industry.
According to Minja, (2011) there are about 83% of teachers who leave the public schools in the rural areas during the early months of their employment. As reported by Hakielimu and URT, turnover rates are greater in rural parts for about 67% than in urban parts (Hakielimu, 2011; URT, 2010). 
Due to existing loss of teachers, especially science teacher day after day, the nation proceeds to carefully send more fresh teachers to village parts, though there has been a low effect as most of them do not report to their stations or vacate within the first year (URT, 2010). For example, in 2008, almost 40% of fresh teacher graduands didn’t even enter the teaching profession. This, combined with transfers of rural teachers to urban schools, this means that village parts only got 35% of the new teachers allocated by the government while town areas ultimately got more than twice as many fresh teachers as scheduled (URT, 2010).

Again, in 2014, 50% of public primary school teachers abandoned the teaching job because they claimed to have been stationed in the rural areas where some social services such as water, electricity and mobile networks were unavailable. Some requested the government to provide them with hardship allowances but in vain, (Kimaro, 2015).

The state of Tanzania has embarked on some steps to solve the matter of turnover among public primary schools. The government has tried to provide a conducive working environment to teachers by constructing teachers’ houses and paying teachers’ salary and leave arrears (URT, 2006). However, all these have not proved to be effective as teachers’ turnover is still pronounced in education sector. Since, teachers’ turnover has been associated with the negative effects as it reduces the manpower, and leads to failure of students, lowering the morale of other teachers as the workload increases, and cost to the government to employ other new teachers (URT, 2010).

As we have seen, several studies have been reporting about teachers’ turnover as a situation, which takes place due to some reasons, with little focus on turnover intention as a process, which can be reversed. It is high time that researcher in this study had strived to investigate the influence of managerial factors on teachers’ turnover intention so as to rectify the situation and change teachers’ intention to leave the teaching job.

1.4
 Objectives of the Study

The general purpose of the study was to identify the relationship between managerial factors and primary school teachers’ turnover intention in Itigi district and suggest possible solutions to overcome them. 
1.4.1 
Objectives of the Study

The specific objectives of the study were:

(i) To identify teachers’ perceptions on the status of benefits and rewarding systems in public primary schools in Itigi district.
(ii) To identify teachers’ perceptions on the status of training and development opportunities in public primary schools in Itigi district.

(iii) To determine teachers’ perception on the status of their working conditions in public primary schools in Itigi district.

(iv) To establish teachers’ turnover intention in public primary schools in Itigi district.
1.5 
Research Questions


(i) This study had the following research questions:


(ii) What are teachers’ perceptions about the status of benefits and rewarding systems in public primary schools in Itigi district?

(iii) What are teachers’ perceptions about the status of training and development opportunities in public primary schools in Itigi district?

(iv) What are teachers’ perceptions about the status of working conditions in public primary schools in Itigi district?
(v) How do teachers express their turnover intention in public primary schools in Itigi district?
1.6
Scope of the Study


The research focused on the relationship between managerial aspects and teachers’ turnover intention in public primary schools. Specifically the focus was limited to working condition, training and development, as well as benefits and rewarding system. It also looked at teachers in public primary schools in Itigi district only.
1.7 
Significance of the Study


This study can assist the human resource managers and educational administrators to be sure of the key managerial issues that contribute mostly to the teachers’ turnover.  Having known that, the administrators can be in a position to set strategies to calm the situation and retain teachers. 
This study can also enable employers to understand the needs of their workforce in terms of rewards and some other fringe benefits; training and personal development; as well as satisfactory working environment. All those can bring about job satisfaction. The study can also help the human resource managers to bear into their minds that employees need more than their salaries and that when they are motivated in one way or another they feel appreciated, cared and part of the organization.
More importantly, the input from this study would help the employers to develop proper mechanisms of retaining their workforce in a given organization. The employers however would be informed that workforce mobility is a problem to both the remaining workforce and the organization at large. The study would also assist human resources managers and employers to understand that despite the fact that they have the mandate of hiring and firing, they should do it with great care as it may impact negatively to the organization.
1.8 
Operational Definitions of Key Terms

1.8.1
Teachers’ Turnover 

According to Mukyanuzi (2003), Teachers turnover is the situations in which teachers leave teaching jobs and join other disciplines. In this study, teachers’ turnover denoted the situation whereby teachers abandon their jobs to some other places.
1.8.2
Employee Turnover 

Employee turnover is categorised into two; namely; voluntary turnover and involuntary turnover. Involuntary turnover occurs when the employee is forced to leave the organization or terminated for whatever reason and voluntary turnover happens if the worker leaves the organization by his/her own will without being terminated. They leave the organization probably because of being incompetent or unable to deliver as expected, poor remuneration packages, influence from fellow-workers and any personal problem (Mhando, 2006).
1.8.3
Turnover Intention 

Turnover intention refers to the employee’s willingness to voluntarily change jobs. In the study, it means the process of a teacher to think of abandoning the teaching profession because of some circumstances just like remuneration, rewards and benefits and training and development (Mukyanuzi, 2003).
1.8.4
Managerial Factors 

Managerial factors are factors that are directly connected to management of the schools. There might be long list of managerial factors; however this study deals with factors, which are limited to rewards and benefits system, training and development opportunities, as well as the working conditions (Mhando, 2006). In this study, working condition factors include salary, remuneration; training and development involves motivation and benefits and rewarding systems include factors like compensation packages.
1.8.5
Public Primary Schools 

Public primary schools are primary institutions that are operated by the state. The Ministry of Education, Science and Technology is the one responsible to oversee the smooth running of these schools. Education in public primary schools is provided for free by the government. 

CHAPTER TWO

LITERATURE REVIEW
2.1 
Introduction


This chapter concentrates on review of the relevant literature and the conceptual framework. The review of literature followed the order of the research objectives. This chapter consisted of four sections; the first one presented the related studies on teachers’ turnover intentions globally, regionally and locally, section two presented the conceptual framework, section three presented the theoretical framework and last part was the study gap.
2.2 
General Studies about Teachers’ Turnover

According to the study done in USA by Lambert, Hogan, & Barton (2009), employee turnover in the workplaces is positively associated with dissatisfaction. Another study by Boxall et al (2003) in New Zealand revealed that the major factors for employee turnover are the interest of working elsewhere for the purpose of changing working environment as well as looking for green pastures. Again, Elias (1994) conducted a study on six job markets in Britain. His study indicated that females who got on job training have lesser probability of changing the boss or making transition to non-employment but for men training makes no different to this kind of turnover (Elias, 1994).
2.3 
Empirical Studies on Teachers’ Turnover in Africa

In most African countries such as Zambia, Kenya, Nigeria, the Central African Republic and South Africa, the phenomenon of teacher turnover is linked mainly with the HIV/AIDS pandemic, (Coombe, 2002). Many literatures state that a massive abandonment of teachers from their job due to poor remuneration, allowances, housing and promotion, (Kamara, 2002).
A research by Bennel, and Akyeampong 2007 in Sub-Saharan African countries including Ghana, Tanzania and Zambia revealed that private school teachers are usually much better motivated than their colleagues in government schools. In private schools teachers experience attractive packages, better working and living environments, and good managers, since individual schools are so diverse with regards to size, tuition and client groups. 
2.4 
Empirical Studies on Teachers’ Turnover in Tanzania

In Tanzania ineffective human resources regulations and employee variables such as a need for on job training are seen to be the leading factors for employee turnover (Shija and Kilumile, 2011). A study by Millanzi, (2009) on the causes and effect of labour turnover in Banking organization in Tanzania, also exposed that there are a myriad of factors which make employee shift from one company to the other among which are low wages, carrier training opportunities, job dissatisfaction, not well known performance standards, poor communication channels, non-recognition of an individual contribution, unfriendly working relationships by managers, employees relations, culture of an organization, unequal treatment, company benefits, employee attendance, organizational size and structure, geographical location lack of job performance standards (performance appraisal), or need to gain more experience, working hours, working conditions, personnel policy of an organization, redundancy and misallocation (Millanzi, 2009). 
Furthermore, education, health and general service sections such as teaching in Tanzania are greatly affected by resignation of employees than other sectors as accounts and management sections. The main causes of such situation are poor or lack of facilities, equipment, bad management style, poor incentives, salaries, and conflict and unconducive working environment (Mboya, 2009). In addition to that, factors like poor remuneration and non-payment of the incentives make a lot of people find green pastures. 
2.5 
Causes of Teachers’ Turnover
The causes of teachers’ turnover have been categorized in different groups according to different literatures. The causes include but not limited to: employer -related factors/managerial factors, employee related factors and external factors. However, a special emphasis is given to managerial factors that form the central part of this study.

There are different factors contributing to teachers’ turnover at international level. High rates of teacher attrition, sickness, and shortfalls in teacher preparation mechanisms, low salary, arbitrary teacher deployment systems, unattractive work locations, poor treatment of staff, lack of professional development opportunities and insufficient supportive supervision are the most ones (World Bank, 2007).
There is a growing interest among scholars and academicians about employee turnover in work organizations. Employees are the ones who make things happen in any organization. Without the employees, nothing would happen in organizations. There is the need therefore to retain the workforce in any organization for its survival (World Bank, 2007).

According to Nyakundi (2010), like other employees, teachers prefer to see that somebody cares about their employment and acknoledges it which in turn reinforces them to work more efficiently. When they are cared, they feel motivated and they are part of the organization. The employees of this nature would want to remain in a given organization for so long. 
The study by Tettey (2006) in Africa found that Africa is losing significant numbers of employees who are fundamental resources in socio-economic and political development. African continent faces a big problem in terms of skilled human resource capacity, which has a debilitating impact on its capability to make strides in the parts of socioeconomic and political development (Mgohamwend, 2013). Employees and more specifically teachers are the ones that alert people about social, political and economic aspects of human life. For any country to develop, it must have good and competent teachers. 
Metcalf, Rolfe and Weale,  (2005) asserted that human resource practitioners and heads of departments  do not often have the attributes needed to equip staff and apparently many heads of department did not see staff training as one of the responsibilities of their post. Opportunities for training and development are among the most paramount variables why staff stay especially young and enthusiastic ones (Ng’ethe, 2012). 
Moreover, the cause of brain drain is fostered by issues like economic problems, political turmoil or intolerance, as well as social and psychological pressures (Nunn, 2005). Industrialized countries are attractive to many professionals from poorer countries because of promise of economic success or political sanctuary. Tella (2007) further argued that reinforcement interacts with and operates in line with other cognitive processes. The CIPD (2008) survey of recruitment, retention and turnover concluded that the average rate of turnover (the number leaving as a percentage of the number employed in UK was 17.3 per cent). It is important to calculate staff turnover and calculates its expenses in order to predict upcoming losses for arranging purpose and to pinpoint the prospects that employees leave the company plans can then be made to attach the challenges causing unnecessary turnover and to minimize expenses (Armstrong, 2009).
Mbilinyi, 2003 suggested that, the presence of job posts poses an environment of employees (teachers) turnover in the company. The higher the job opportunities to the teacher of primary schools the higher the employee turnover in the secondary schools. According to Martin & Tulgan, 2006, there is high employee turnover to the primary schools, which have peer groups who initiate movement of employees to other schools. The age mate tends to have same thought of doing things even if they differ in behaving. The rural schools can be influences in movement, leaving or turnover of employee. 
2.6 
Employer Related Factors for Teachers’ Turnover

The instability in the supervision of a company can cause greater employee turnover (Bergmann & Scarpello, 2001). Employees are compelled to remain and work when the organization is stable and conducive working situations (Bergmann & Scarpello, 2001). 
Dress and Shaw, 2001 commended that, the obligation of a quantitative paradigm to supervising the staff has led to disillusionment of employee and so it directs to turnover. Because of this, supervisors should not use the quantitative paradigm in supervising their employees. Some employer/management related factors are such as:
2.6.1 
Compensation Packages

 Compensation packages is one of the employer related variables that brings about teacher turnover. Employees who are paid well remain longer in the service than those who are paid low (Bennel, & Mukyanuzi, 2005). Institutions which offer good packages to the workers retain more workers than those which offer low salaries. Thus, the rate of turnover is greater in the secondary schools with poor remuneration (Bennel, & Mukyanuzi, 2005).
Furthermore, money is believed to be a reinforcer for a worker to work hard. An increase in wage is manifestation of success at work. The size of salary also shows status within company’s internal hierarchy and that is to say the remuneration should be consistent with one’s work. If individuals observe that they are not remunerated well, they will not be at ease (Hageman, 1993).  
According to Shaw, et al (1998), “Pay is something given in exchange for services rendered in an organization”, it has demonstrated a paramount function in retaining and rewarding great quality personnel. In simple words, one of the important parameters of employee turnover is poor remuneration. If employees get low wages and poor finance, use to remain no longer with the company (Lavob, 1997). It is always claimed that job dissatisfaction is the significant cause of poor pay scale procedure, leading employees to stop the job. A workable exmple of this is that a fresh worker can predict why the worker next to him receives a good wage for what is intended to be the similar job (Dobbs, 2001).
2.6.2 
Working Condition

Working condition involves the location in which employees work has a great impact on their level of satisfaction for themselves and for the work they are perfoming. Many employees react negatively to worst physical situations (Noel et al., 1994:293). Work attitude and work performance of these educators are negatively impacted by bad working conditions like lack of supporting infrastructures like water, electricity, banking services and roads. Absence of these infrastructures impacts negatively an individual’s survival condition and hence loses his or her employment (Hageman, 1993).

2.6.3 
Training and Development Opportunity


Armstrong, 2009 believes that worker remains longer in the service when they receive on job training to foster their credentials. They are always longing to increase their attributes and comprehension, when those opportunities for training and development are not there the turnover tends to increase. Well reinforced employees engage in discretionary behaviour in the majority of roles there is scope for individual to rule out how much energy to use (Armstrong, 2009). 
Therefore, reinforcement is a result of engagement though working together and it is not a simple job. What is needed is to mould a situation that will foster human relation within the workers themselves. The manager should give chances for social competence in the companies (Armstrong, 2009).  
2.6.4 
Career Promotion


Reward program shows the whole theory of compensation mechanism which is explained as the “deliberate utilization of the pay systems as an essential integrating mechanism through which the efforts of various subunits or individuals are directed towards the achievement of an organization’s strategic objectives” (Labov, 1997). The recommended method of promoting and reinforcing staff would be a compilation of remuneration, promotion, bonus and other types of rewards to realize industrial performance (Ting, 1997). The reason behind is that absence of promotion and ordinary work responsibilities considerably can lead to the intention of turnover (House et al, 1996). Sometimes, staff consider abandoning the company due to poor performance assessment and perceptions of job unfairness (Weiss and Cropanzano, 1996).
2.7 
Conceptual Framework

The Figure 2.1 illustrates managerial factors affecting teacher`s turnover. These factors include training and development, working conditions, compensation packages, benefits and rewarding system as independent variables and teachers’ turnover intention as dependent variable. Here, turnover intention among teachers is attributed by lack of training and development systems in schools, unconducive working conditions as well as lack of benefits and rewarding systems in those schools. 
On the other hand, the present of enough training and development opportunities, improved working conditions and proper benefits and rewarding systems reduce the turnover intention among teachers, hence influencing teachers’ retention. Below is the pictorial representation of the conceptual framework in the Figure no. 2.1.
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Figure 2.1: Conceptual Framework to show the Relationship between Managerial Factors and Turnover Intention

2.8 
Theoretical Framework for  the Relationship Between Managerial Factors and Teachers’ Turnover

2.8.1
Expectancy-Confirmation Theory
The expectancy-confirmation theory (ECT) was initially put forth by Vroom (1964). According to the review of this theory performed by Jiang and Klein (2009), the concept behind the expectation-confirmation theory (ECT) is that prior to any event, one has an expectation. If that expectation is met in a positive manner, then one is satisfied. If that expectation is met in a negative manner, then one is dissatisfied. The expectancy theory contends that “both the expectations prior to an event and the subsequent evaluation after the event combine to determine satisfaction with the event” Vroom (1964) as cited in Jiang and Klein (2009). 
The expectancy theory contends that workers enter work organizations with expectations and values and if these expectations and values are fulfilled by the organization, they will likely remain a member of the company (Vroom, 1964) as cited by Jiang and Klein (2009). Likewise, Rathakrishnan, Inin and Kok (2016) argue that staff join the company with many expectations, thus, negative behaviours such as absenteeism and turnover intention will occur if those expectations are not met.
Daly and Dee (2006) identify the expectancy theory as one of the paramount theories at the centre of turnover and retention study. Actually, Daly and Dee (2006) provide more evidence to back up the expectancy theory-based frameworks that have guided much of the findings on turnover intent. 

Teachers enter the teaching profession with a lot of expectations. Some of those expectations include: proper benefits and rewarding system, regular training and development opportunities and improved working conditions. When these expectations are met in a positive manner, teachers are likely to remain in the teaching profession and become satisfied but if these expectations are met in a negative manner, teachers are likely to abandon the teaching profession because of dissatisfaction.
2.9 
Research Gap



Most of the studies that were accessible to the researcher dealt with employee-related factors and external factors for Teachers’ Turnover. The managerial/employer factors were not given a special emphasis in the previous studies. In addition to that the relationship of the managerial factors on teachers’ turnover intention in Tanzania has not yet been explored in details. Thus that is the gap this research wished to cover.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Introduction

This chapter concentrates on the research design, study area, population of the study, sample, sampling techniques, data collection methods, data analysis, validity and reliability of data and research ethical considerations.
3.2
 Research Approach

The study was based on a mixed method research approaches. Quantitative study is concentrated on the test of quantity or amount. It is applicable to scenario that can be given in terms of quantity. Qualitative study, alternatively, is all about qualitative matter, i.e., phenomena relating to or involving quality or type. For example, if we are taken by investigating the reasons for human behaviour; i.e., why people figure out or perform particular issues) (Kothari, 2004). The study employed qualitative approach to establish the reasons for teachers’ turnover as one of the human behaviours. Qualitative approach enabled the researcher to establish the reasons for teachers’ turnover while quantitative approach enabled the researcher to find out the number of teachers who have left the teaching profession.
Hossain (2011) argues that qualitative studies study people in their original environment, to discover how their experiences and behaviours are moulded by the situations of their lives just like social, economic, cultural and physical environments. Qualitative research approach is a behavioural approach. The behaviours of people are best known through this particular approach. It is the appropriate approach to study behaviours of people in the society; it helps us answer a question why people behave in a particular way. The problem of turnover is a social phenomenon and it is also behaviour. 
On the other hand, the study also employed a quantitative approach where data are expressed in form of charts and graphs. Kothari (2004) argues that quantitative study is all about test of quantity or amount. It is used to the scenario that can be explained in terms of quantity.
3.3 
Research Design

The study used a case study design. A case study is the best in investigating a problem in its natural setting (Yin, 2009).  Kothari (2004) asserts that case study is a very known form of qualitative analysis and encompasses a careful and a complete observation of a social unit, be that unit a person, a family, an institution, a cultural group or even the whole community. The study attempted to come up with the teachers’ perceptions on the relationship of the managerial factors and teachers’ turnover intention by visiting schools where the problem may have been noted. 
3.4 
Study Area

The research was done at Itigi council in Singida. Itigi has got myriads of government owned primary schools that have been witnessing high turnover of their workforce in the recent time, most of whom were thought to have been affected by the campaign of removing ghost workers from the payrolls. The data from Human Resources Manager in Itigi about 23 teachers in the past 3 years had left their job in public primary schools for different reasons, something which is not healthy in giving quality education. The area was chosen in order to establish root causes of such mobility and eventually come up with appropriate strategies to overcome such a problem for the organizations to remain competitive in the way they rendered their services.
3.5
 Survey Population

The targeted population is defined as the entire units a researcher are interested for investigation. It is all about individuals whom the researcher wishes to study and draw conclusions (Kothari 2004). Population refers to a number of individuals, objects or items from which samples are drawn for testing (Kombo & Tromp, 2006). In this regard, this study employed a total target population of 200 primary school teachers. The study capitalized on primary schools because teachers’ turnover in primary schools seems to be higher in the recent past years. The population in the said schools includes the teaching staffs alone.

3.6 
Sampling Procedures

According to Kombo and Tromp (2006), sampling procedures are the steps employed to choose individuals, place or objects to study in the targeted place. The study was based on systematic sampling: most of the times, the most practical way of sampling is to choose every 15th name on a list, every 10th house on one side of a street and so on. Sampling of this type is known as systematic sampling. An element of randomness is normally introduced into this type of sampling by employing random numbers to take the unit with which to begin. The process is meaningful when sampling frame is present in the manner of a list. In such a design the selection process begins by taking some random point in the list and then every nth element is chosen until the preferred number is gotten (Kothari, 2004).

3.7 
Sample Size

A sample refers to a smaller portion of subjects taken from a population in which the researcher is interested in finding information and making generalization (Fraenkel & Wallen, 2000).
The sample included 30 primary schools. From the schools and the district at large, the sample was two hundred (200) primary school teachers who were given questionnaires and some of them were involved in a discussion. The total sample size was two hundred teachers. The researcher used such sample size because the sample was thought to be enough to represent the whole population. The researcher drew such a sample because of limited time, finance and nature of data needed on the objectives of the research. Teachers were the appropriate population for this study because they were the ones who had the correct information about teachers’ turnover in public primary schools. So, teachers were seen to be able to explain the problem of teachers’ turnover better than anybody else. In every 2nd name in the list of primary school teachers was picked for quantitative data and in qualitative data despondence obtained in every 10th name in the list of primary school teacher. 

3.8 
Demographic Characteristics of Respondents

The research employed a total of 200 informants. This category gives some socio-demographic attributes of informants used in this research including teachers and heads of schools. Issues discussed in this party include the gender distribution of respondents as well as the distribution of respondents’ work experience. These issues are discussed with a view to throwing light on the backgrounds of teachers in Itigi district with regard to turnover intensions.
3.8.1 
Gender of Respondents

Table 3.1 shows the gender distribution of informants (teachers and heads of schools) in public primary institutions in Itigi district. The findings as indicated on the Table 3.1 indicate that 113 respondents were males and 87 were females. Males constituted 56.5% of all respondents of the study, while females constituted 43.5% of them. 
Taking into consideration such data, male respondents were many 113 (56.5%) as compared to their female counterparts who were 87(43.5%). These findings imply that in the study area there is good number of male teachers than female teachers. Table 3.1 explains.

Table 3.1: Distribution of Informants by Gender
	Gender 
	Frequency 
	Percentage 

	Males  
	113 
	56.5

	Females 
	87
	43.5

	Total 
	200 
	100


Source: Researcher (2019)

3.8.2 
Distribution of Informants’ Work Experience
Table 3.2 shows the working experience of respondents. The results show that more than half of respondents 115 (57.5%) have been teaching for more than 6 years. 30 (15%) teachers have been teaching for five to six years. Also, teachers who have been teaching for 3 - 4 years constituted 14% of all respondents. For teachers who have been teaching between 1 and 2 years constituted 10%. Furthermore, 7 (3.5%) respondents reported teaching for below 1 year. Finally, more female teachers 2.5% have been teaching for 21 to 25 years. 

Table 3.2: Distribution of Informants’ Work Experience
	Years of service
	Frequency
	Percentage

	Below 1 year
	7
	3.5

	1 – 2 years
	28
	14

	3 – 4 years 
	20
	10

	5 – 6 years
	30
	15

	More than 6 years
	115
	57.5

	Total 
	200
	100


Source: Researcher (2019)
3.9 
Data Collection Methods
This research employed three main methods of collecting data, namely questionnaires, focus group discussions, and document reviews. Questionnaires consisted of Likert scale questions and open-ended items that gave a respondent room to express himself in details without censor. 
3.9.1
 Questionnaires

According to Kothari (2004), a questionnaire has a number of questions printed or typed in a definite manner on a form or set of forms. The questionnaires were prepared by keeping it simple, asking the same question twice but in different ways and by piloting the questionnaire before it is officially presented to respondents. The researcher prepared a list of questions in form of likert scale which were given to the respondents who were given a time to answer them from one up to seven days after the questionnaires having mailed to them. The respondents had to respond to the questions themselves. The questionnaires were administered to 240 teachers, but unfortunately, because of respondents’ time and schedules, only 200 of them were able to return the paper while the rest 40 were not able to.
Structured questionnaires may also have a fixed alternative question in which responses of the respondents are limited to the stated alternatives. Therefore, a highly structured questionnaire is one in which all questions and answers are specified and comments in the informants’ own words are held to the minimum (Kothari, 2004). Therefore, this study employed both open and closed questionnaires that were prepared by the researcher himself. The use of a questionnaire method was because of the reasons that Kothari (2004) suggests: it is free from the bias of the interviewer; answers are in informants’ own language and there is minimal expense even when the population is big and is widely distributed geographically. 
3.9.2
 Focus Group Discussion 

The use of focus group discussion bases on the general assumption that information would sometimes be more open to discuss local experiences and perceptions if they discussed them in groups rather than in a one to one interview (Creswell, 2003). The researcher used focus group discussion for teachers in order to know the perceptions on the status teachers’ turnover intentions. This also enabled the researcher to know and get information on the perceptions and forces that may influence them to leave/quit the teaching profession. This method was conducted after questionnaire in order to compare the answers from the questionnaires, especially in areas where respondents wanted to explain some ideas in more details as well as to emphasize something, which was seen to be very crucial concerning the topic of investigation.
3.9.3
 Documentary Reviews

Documentary review falls under the secondary data. According to Kothari (2004), secondary data implies information that are already present i.e. they refer to the information that have already been assembled and analysed by another person. In this study, the secondary data included: school committees’ reports; attendance registers; school academic meetings reports; Ward academic meetings reports and parents meeting reports.
Kothari (2004) adds that when the researcher uses secondary information, then he has to check into different sources from where he can get them. Here, he is surely not confronted with the problems that are usually linked with the assembling of first-hand information. Secondary data can either be published information or unpublished information. This method was the last among other methods and was decided that to be on this way in order to guide the document needed and those from questionnaire and focus group discussion. 
3.10 
Methods of Data Processing

Data processing is the process of manipulating data before data analysis is done. The important issues in data processing are information entry, editing, coding, classification and tabulation. Data entry is intended to changing, collecting data to a medium for viewing and manipulation.  
3.11    Data Analysis

The research used mixed data analysis methods. A convergent parallel used to collect data. Qualitative data involved ideas and opinions, which were categorized into them in order to be analysed. These kinds of data were analysed by the use of verbal/statements or explanations. Hence they were coded, and then categorized using content analysis techniques. Qualitative analysis was done on the questionnaires. After data had been gathered and tabulated, correlation analysis was carried out pitching teachers’ factors or reasons (independent variables) and teachers’ turnover intention, specifically, to quit their job, (dependent variable), on the other hand. 
In particular, a Likert scale was used on the questions investigating reasons for teachers’ turnover intention. The number of questions from both parts was almost expected to be the same. The Likert scale was preferred because by employing it, coding and analysis of the information gathered could be easy since it has predetermined categories, it also gave the informants a wide choice to opt from and thus produced more accurate information than other scales like the graphic rating scale and ranking scale. This helped to give in depth information in order to determine themes so that to describe findings. 
Quantitative Data were processed by using computer device. This information was edited to detect errors and omissions and therefore coded before the analysis. Ms-Excel was used to enter information gathered from respondents using questionnaire. The data obtained from the questionnaires was recorded in Excel sheets to analyze quantitatively. Excel analyzed all responses of the questionnaires to bring out statistical representation of data in charts and figures with frequencies and percentages. On the other hand, descriptive data was analyzed qualitatively by comparing and grouping rather categorizing respondents’ opinions.
Processed data were analyzed through descriptive statistics that was percentage and frequencies by using Ms-Excel. Data was analyzed by using descriptive thematic analysis framework, whereby all recorded and transcribed focus group discussions were dated and sorted by categories in which similar events, words or phrases were grouped in the same category by the guide of research questions, they were examined to detect errors and omission, then to be processed, edited and analyzed. 
In editing data help to ascertain accuracy, then coding and entering to the computer was done by steps like data entry, cleaning, and describing so as to be capable of computing numerous parametric and nonparametric statistics and includes multiple tools. The predefined validation rules were used to ensure that the variables are not out of minimum and maximum ranges. 

3.12
 Reliability and Validity of data

Validity has been referred to the quality that shows that, the research instruments used in a particular research are accurate, correct, true, and meaningful and right (Linkolin, et al, 1998). Reliability on it turn, is the level of consistence by which instances are given to the same group by different or the same observers; but in different scenarios (Hammersley, 1990). In order to prove the validity, various tasks were performed in which among them, multiple sources of data and avoidance of any contradictory statement, checking of prepared instruments by both supervisor and others were applied in this study.
On the other hand, the reliability of data was achieved by creating a good rapport with the respondents during introduction by narrating to them the main purpose of the research and assuring the respondents with the confidentiality of their information. Moreover, follow up questions were used to seek for clarity, particularly through questionnaires and trustworthiness was proved in the qualitative part during focus group discussion.
3.13 
Ethical Considerations

Ethical consideration in research is the set of principles that guide the research designs and practices. These principles include voluntary participation, informed consent, anonymity, confidentiality, potential for harm, and results communication. The researcher was as ethical as possible by seeking consent from the respondents before starting to carry out the research, making sure that the respondents remain unknown in terms of their names unless they permit the researcher to publish them (anonymity) and avoiding giving incentives to the respondent because they may provide fake information.

CHAPTER FOUR

DATA ANALYSIS AND STUDY RESULTS

4.1 
Introduction

This chapter gives an analysis of information gathered exploring the relationship between managerial factors and primary school teachers’ turnover intention in Itigi district as well as the results of the study. 

The research employed a total of 200 informants. This category gives some socio-demographic attributes of informants used in this research including teachers and heads of schools. Issues discussed in this party include the gender distribution of respondents as well as the distribution of respondents’ work experience. These issues are discussed with a view to throwing light on the backgrounds of teachers in Itigi district with regard to turnover intensions.
The finding demographically indicated that 113 (56.5) were males and 83 (43.5) were females. These findings imply that in the study area there is good number of male teacher than female teachers. Informants’ work experience, the results show that more than half of respondents 115 (57.5%) have been teaching for more than 6 years. 30 (15%) teachers have been teaching for five to six years. Also, teachers who have been teaching for 3 - 4 years constituted 14% of all respondents. For teachers who have been teaching between 1 and 2 years constituted 10%. Furthermore, 7 (3.5%) respondents reported teaching for below 1 year. Finally, more female teachers 2.5% have been teaching for 21 to 25 years.

The basis of this chapter is from the major questions of the study, which were; what are teachers’ perceptions about the status of benefits and rewarding systems in public primary schools in Itigi district? What are teachers’ perceptions about the status of training and development opportunities in public primary schools in Itigi district? What are teachers’ perceptions about the status of working conditions in public primary schools in Itigi district? And how do teachers express their turnover intention in public primary schools in Itigi district?
4.2
Teachers’ Perceptions on the Status of Benefits and Rewarding Systems in Public Primary Schools in Itigi District
Under this objective the researcher aimed to determine teachers’ perception about the status of benefits and rewarding system on turnover intention in public primary schools in Itigi district. 14 items were used to study this objective. Benefits and rewarding system in this study were measured on a one-to-five Likert-type scale of agreement from “not at all important” to “extremely crucial” in a teacher’s intention to remain or quit the teaching job. 
Table 4.1 shows that benefits and rewarding system were considered to be important in the turnover intention process for teachers, ranking as; (1) Strong Agree (SA) (2) Agree (A) (3) Neutral (N) (4) Disagree (D) (5) Strongly Disagree (SD)
Table 4.1 shows that benefits were important in the decision process for stayers, with 23.2% of stayers ranking it as ‘very important’. The opposite was true for movers, with 76.8% ranking it ‘not at all important’. (See Table 4.1) revealed a significant relationship (χ2 [4] = 32.317) between turnover intention and influence of benefits and rewarding system. The more importance a subject places on benefits and rewarding system, the more likely they are to stay at their current school.
Table 4.1: Respondents’ Agreement on Benefits and Rewarding System
	Benefit and rewarding system
	As a reason for Turnover intention
	Grand Total 

	
	Agreed 
	Disagreed 
	F
	%

	Bonuses
	110
	55%
	90
	45%
	200
	100

	Remuneration package
	147
	73.5%
	53
	26.5%
	200
	100

	Salary 
	86
	43%
	114
	57%
	200
	100

	Trust from management
	196
	98%
	4
	2%
	200
	100

	Promotion system
	79
	39.5%
	121
	60.5%
	200
	100

	Appreciation
	188
	94%
	12
	6%
	200
	100

	Valued
	178
	89%
	22
	11%
	200
	100

	Health insurance
	188
	94%
	12
	6%
	200
	100

	Annual leave
	190
	95%
	10
	5%
	200
	100

	Working schedule
	174
	87%
	26
	13%
	200
	100

	Mean Total
	153.6
	76.8%
	46.4
	23.2%
	200
	100


Source: Field Data, (2019)
Table 4.2: Chi-Square Test showing Influences of Benefits and Rewarding System and Turnover Intentions
	
	Benefit and Rewarding System

	Turnover Intention

	Benefit and rewarding system


	Pearson Correlation

Sig (2-tailed)

Sum of Squares and Cross-products

Covariance 

N
	32.317a.000

30.987
200

	4
.000

30.987
200


	Turnover Intention

	Pearson Correlation

Sig (2-tailed)

Sum of Squares and Cross-products

Covariance 

N


	4
.000

30.987
200

	32.317a

.000

30.987
200


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

Table 4.2 shows a Pearson Correlation coefficient, r = -0.223 which indicates that there is an inverse significant relationship between Benefit and rewarding system and turnover intention.

4.3
Teachers’ Perceptions on the Status of Training and Development Opportunities in Public Primary Schools in Itigi District
Table 4.3 manifests the level to which the informants perceived on training and development opportunities as factors relating teachers’ turnover at Itigi District Council. According to the researcher, those items with higher percent in agreement category were seen to influence turnover intentions while the same ideas in disagreement category indicate that they may not influence turnover intentions. Moreover, the neutral responses were treated as agreement of the items. From the respondents’ data in Table 4.3, there is possibility that training and development opportunities may create turnover intentions of secondary school teachers in the research area if they are not well provided to them. 
Table 4.3: Respondents’ Agreement on Influence of Training and Development
	Training and development 
	As a reason for Turnover intention
	Grand Total 

	
	Agreed
	Disagreed
	F
	%

	Allocation 
	126
	63%
	74
	37%
	200
	100

	Mentoring programs
	123
	61.5%
	77
	38.5%
	200
	100

	Chances for further studies 
	138
	69%
	62
	31%
	200
	100

	Time for training
	151
	75.5%
	49
	24.5%
	200
	100

	Clear training policy/procedures
	110
	55%
	90
	45%
	200
	100

	Seminars 
	115
	57.5%
	85
	42.5%
	200
	100

	Methods of on-job training
	64
	32%
	136
	68%
	200
	100

	Management support
	140
	70%
	60
	30%
	200
	100

	Conducive environment for individual development
	106
	52.5%
	94
	47.5%
	200
	100

	Mean Total
	119.2
	59.6%
	80.8
	40.4%
	200
	100


Source: Field Data, (2019)
Table 4.4 shows the correlation outcome between training and development and turnover intention. This shows the relationship between training and development and the dependent variable turnover intention. In order to interpret this result, the cell in the table where training and development variables intersect with turnover intention composite recognized the values. The first value is ‘.380** indicates the strength of relationship between training and development and turnover intention and the second value: ‘.000’ shows the significance of the findings. 
Table 4.4: Correlation Result for Training and Development and Turnover Intention

	
	
	Training and Development composite
	Turnover intention Composite

	Training and Development composite
	Pearson Correlation
	1
	.380**

	
	Sig. (2-tailed)
	
	.000

	
	N
	97
	97

	Turnover intention
	Pearson Correlation
	.380**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	97
	97

	**. Correlation is significant at the 0.01 level (2-tailed).


The findings presented in Table 4.5 above, shows that there exists a moderate strength of relationship between Training and development and teachers’ turnover intention, ‘.380**’ and the second value indicates that the result is statistically significant ‘.000 which means that it is unlikely that the results are due to chances. 
4.4 
Teachers’ Perception on the Status of their Working Conditions in Public Primary Schools in Itigi District
Under this objective of the research the researcher aimed to determine teachers’ perception on the status of their working conditions on turnover intention in public primary schools in Itigi district. Twelve items were used to study this variable. The results indicated that primary school teachers in Itigi district were moderately satisfied with the working environment with an average mean rating of 39.4% while in another hand 38.5% of informants disagreed and strongly disagreed with the satisfaction of the working conditions. Whilst, 22.1% of respondents were in neither agreed among the two, thus their choices were in neutral category. 

Findings in Table 4.5 indicate that 64.5% of the informants in this research strongly agreed and agreed that they were satisfied with the teaching workload while 16% of the respondents disagreed and strongly disagreed the statement; with 19.5% of them were not committal. The findings that a large number of teachers in primary schools in Itigi district are satisfied with the teaching workload in their area of work imply that teaching workload might not be an issue of teachers’ turnover intentions in the area.

However, a significant number (16%) were reported not to be comfortable with their
workload in the study area meaning that workload is still an influential issue to turnover intentions. Meanwhile, the undecided (19.5%) of the respondents believed that such teachers can go in either way depending on what happens in the schools in terms of staffing and student enrolment. 

The findings of this study also show that 38.5% of the respondents strongly agreed and agreed that they were happy with availability of enough space in staff offices while (40%) of them strongly disagreed and disagreed with the statement, with 21.5% of them being not sure. This implies that most teachers at Itigi council are not happy with the congest offices in their schools hence a major cause of dissatisfaction and influence turnover intentions.

The results also show that 38.5% of the respondents agreed and strongly agreed with the statement that they were satisfied with the peace and security of their working environment, with only 13% of them disagreed and strongly disagreed the statement while at the same time, a notable 48.5% were neither agreed nor disagreed. This means that most of primary school teachers in the study area are happy with the peace and security of their working environment leading to lower intentions to leave teaching job. 

Again, the results in Table 4.5 show that most (58.5%) of the informants strongly agreed and agreed that there their working place is clean while (19%) of them strongly disagreed and disagreed with 22.5%being neutral of the statement. This means there is well cleanliness manners in their schools hence it is not a major issue of primary school teachers’ turnover intentions in the study area.

Also, the results in Table 4.5 indicate that 45% of the respondents disagreed and strongly disagreed that they were satisfied with the facilities in their schools while (25.5%) agreed and strongly agreed while 29.5% of the respondents were not sure. Therefore, this means that, majority of schools at Itigi council have poor facilities meaning that teachers are not comfortable to teach in such schools hence would leave if they get a chance to join other schools with better facilities or even quit the profession. However, (25.5%) were happy with the facilities in their schools implying that facilities could not possibly be a factor that could influence them to leave teaching profession. 

The results from Table 4.5 also show that 54% of the respondents in this study agreed and strongly agreed that they are satisfied with the coverage of working hour’s schedules in their schools in which (27%) of them disagreed and strongly disagreed it. A sizeable number of the respondents (19%) were not sure. The findings hence show that many 54% respondents in the study area happy with their time schedules in their working places. 

The results of the study also show that only 20% of the teachers agreed and strongly agreed that the school’s housing policy is of satisfactory to their welfare while a great number 59.5% of them disagreed and strongly disagreed with the policies as far as housing for teachers concern. In this also, a sizeable number, 20.5% of them was not sure, thus they indicated neutral agreement of the statement. This implies that, most of the teachers in the research area are not satisfied with the housing policies in their schools towards their welfare hence could possibly be a reason for intention to leave the job. 

Again, in the same concern, majority of the informants (50.5%) disagreed and strongly disagreed that they were contented with the catering services offered at their working places including breakfast and lunch, while only 21% of them showed to agree and strongly agree with it, with a notable number (28.5%) of them not being sure. These data means that in the study area, primary school teachers are not happy of the meal accommodation provided by their schools something, which to some extent could possibly be a reason for turnover intentions. 

The results of the study also indicate that 34% of the informants agreed and strongly agreed that classroom condition in their schools influence them to enjoy teaching, while 45.5% of them disagreed and strongly disagreed and only 20.5% of the respondents were not sure. The results therefore indicate that teachers in primary schools in Itigi district are not motivated by the classroom environment and thus to make it a very a reason for them to quit their job. 
Table 4.5: Respondents’ Agreement on Influence of Working Conditions
	Work Conditions
	As a reason for Turnover intention

	
	Disagreed
	Agreed

	
	F
	%
	F
	%

	Office equipment 
	90
	45
	51
	25.5

	Safety in work place 
	26
	13
	134
	38.5

	Catering services 
	101
	50.5
	42
	21

	Housing 
	119
	59.5
	40
	20

	Working hours
	54
	2
	108
	54

	Office congestion 
	80
	40
	77
	38.5

	Conducive classroom environment
	91
	45.5
	68
	34

	School Infrastructures 
	100
	50
	61
	45.5

	Workload 
	32
	16
	129
	64.5

	Mean Total
	77
	38.5
	78.8
	39.4


Source: Field Data, (2019)
Therefore, the responses in this objective were a mixed bag with huge oscillations between strongly agrees to strongly disagree. Great significance 48.5% of respondents who are not sure of the working condition in their schools. There is a great indication of security among teachers within school environment with a significant 38.5% strongly agreeing and agreeing that is the working environment is secure to them and only a small percentage 13% was not agreeing.
Moreover, most of respondents agreed with the findings recorded in Table 4.6 above. They argued that, although most primary schools have tried to improve on school infrastructure, most teachers are not contented with these institutions and would change their working stations if the situation allowed. For instance, the problems of poor performance, indiscipline of students as well as poor teaching and learning materials are a major concern for most teachers. 
These make teachers be frustrated as they are unable to meet society’s educational expectations of good product hence a lot of demotivation, making them hate such kind of job and therefore eager to leave teaching at any opportune time. Thus, teachers’ positive feelings about their working conditions enhanced their work, which promotes attachment to their job and the school and the vice versa is true. 
One teacher had this to say:

Proper requirements were not there when the schools were started. The government does not focus on how students learn or whether or not there are good classrooms, libraries, laboratories or learning and teaching materials. It encourages communities to start a school by erecting sub-standard buildings or adopting some existing primary school classrooms. In this you may find that, there are not enough teachers as well as poor working conditions like many students in single classroom, poor salaries, low motivation as well as low promotions to mention a few. This make teachers always look for transfer to more endowed schools. A Teacher from Tulieni primary school reported.

The results under this objective show that majority of teachers are not happy with the working environment or conditions in their schools and thus would intend to leave teaching if they got a better job. However, a large number of teachers in this study were happy with some aspects as far as working condition/environment concern like favourable workload, working hours, constant security and workplace relations. These results were pinpointed by the results of heads of schools who argued that teachers are not happy with lack of physical facilities in schools. This has led to turnover intentions among teachers, as Table 4.7 summarizes.
Table 4.6: Respondents’ Agreement on Satisfaction of Working Environment
	Level of agreement 
	Mean Frequency
	Mean Percentage

	Strongly disagree 
	32.75
	16.37

	Disagree 
	44.66
	22.33

	Neither agree or disagree 
	41.09
	20.54

	Agree 
	62.83
	31.41

	Strongly agree 
	13.66
	6.83

	Total 
	200
	100


Source: Field Data, (2019)
The hypothesis that there is no significance relationship between working conditions and turnover intentions of primary school teachers in Itigi District was tested using Pearson Product- Moment Correlation Coefficient and Chi-square goodness of fit at 95 percent level of significance and 5 percent level of precision. The hypothesis suggests that the independent variable, which is working conditions and the dependent variable, i.e. turnover intention are independent of each other. 
The researcher aimed at finding out whether there was any relationship between working conditions and turnover intentions of primary school teachers in the study area. Pearson Product Moment Correlation Coefficient (r) was used to test the strength and direction of relationship between the independent variable (working conditions) and the dependent variable (turnover intention) while chi-square was used to determine the significant level of relationship between these two variables, the independent and the dependent variable. The correlation results are as shown in Table 4.7.
Table 4.7: Pearson Correlation between Working Conditions and Teacher Turnover Intentions
	
	Working Environment
	Turnover Intention

	Working Environment 

	Pearson Correlation

Sig (2-tailed)

Sum of Squares and Cross-products

Covariance 

N
	1

.000                                102
	-.88

.000

102

	Turnover Intention

	Pearson Correlation

Sig (2-tailed)

Sum of Squares and Cross-products

Covariance 

N


	-.88

.000

102
	1

.000

102


Source: Field Data, (2019)

*. Correlation is significant at the 0.05 level (2-tailed).
Table 4.7 shows a Pearson Correlation coefficient, r = -0.223 which indicates that there is an inverse significant relationship between working environment and turnover intention.
4.5 
Teachers’ Turnover Intention in Public Primary Schools in Itigi District
From Table 4.8, the study also aimed to establish the other factors that influence teachers’ turnover intention in public primary institutions at Itigi council. Results show that low salaries were rated as the most influential factor despite the fact as stated earlier that 57% of respondents agreed to be satisfied with their salaries. What this means is that respondents agreed that low salaries might be one among the influential factor. But the leading influential factor was seen to be working environment (98%).

Again, delay in promotions was rated the second influential factor with regard to
turnover intentions. It agreed by 95% of respondents. The third factor that was likely to influence turnover intentions among respondents in the study area was identified as Career satisfaction (90%). Additionally, poor pay was identified as a factor influencing the teachers’ turnover intentions in the study area. This factor obtained 80% agreement of respondents, with the same number is in low appreciation of teaching profession and poor pay. Furthermore, lack of incentives was considered as a factor that might influence turnover intentions of teachers. It was ranked as 45% of respondents in the study area.
The other factors that might have influenced respondents to intend to quit the teaching profession were examined as follows: higher ranking jobs obtained (25%), long working hours (25%), personal factors (career goals, family circumstances) (25%) and above all, low/poor motivation (20%) and poor promotion (20%) were not left out by the respondents.
The study found that, the most influencing factors that could trigger turnover intentions in the study area are difficult working environment (98%), delay in promotion (95%), and career satisfaction (90%). Also, in the study area, there have been agitations over teachers’ salary issue and low remuneration package.  This might explain the reason for low salaries being ranked high as among the most influencing factor of turnover intentions among teachers in the study area.
Another factor influencing turnover intentions of teachers in the study area is lack of incentives. The incentives in this concept include accommodation facilities, allowances, study leaven facilities that will enhance the welfare of teachers in Itigi district. 
It can also be seen that as a nation we have not gotten right strategies to deal with education matters. Teachers might enjoy educational benefits that include their pay, recognition, study leave with pay, allowances and promotion, while in return the contribution of these teachers to educational sector would include their acquisition of education, experience, skills and ability that would provide teaching and learning to students. 
The environment employee works indirectly affects the employee’s productivity, thus, poor environments have a challenge to productivity. Therefore, the availability of things such as accommodation facilities can help in reducing lateness and absenteeism among workers. Table 4.8 has details.
Table 4.8: Factors that Determine Turnover Intentions of Teachers in Public Schools
	Factor for turnover intention
	Frequency
	Percentage

	Personal factors (career goals, family circumstances) 
	50
	25

	Low salaries 
	170
	85

	Delay in promotions 
	190
	95

	Lack of incentives 
	90
	45

	Career satisfaction 
	180
	90

	Poor pay 
	160
	80

	Low appreciation of the teaching profession 
	160
	80

	Perceived organization support 
	50
	25

	Work environment 
	196
	98

	Higher ranking jobs 
	50
	25


Source: Field Data, (2019)
This study identified low salaries, lack of incentives, delays in promotions and the working environment of the teacher as the most factors that may influence turnover intentions among teachers in Itigi district. Other factors that have the potential to determine turnover intentions among teachers in the research area involve the non-payment of arrears, the classroom conditions medical services, accommodation, retention and other agreed upon allowances. The study’s results indicate that teachers are more likely to abandon their work if the mentioned issues are treated negatively.
Table 4.9: Descriptive Statistics for all Factors
	
Factor

	N
	Mean 
	f

	Personal factors (career goals, family circumstances) 
	50
	12.46
	25

	Low salaries 
	170
	7.32
	85

	Delay in promotions 
	190
	6.55
	95

	Lack of incentives 
	90
	13.84
	45

	Career satisfaction 
	180
	6.92
	90

	Poor pay 
	160
	7.78
	80

	Low appreciation of the teaching profession 
	160
	7.78
	80

	Perceived organization support 
	50
	12.46
	25

	Work environment 
	196
	6.35
	98


Source: Field Data, (2019)
Table 4.9 indicates the extent to which the informants perceived as factors leading to teachers’ turnover at Itigi District Council. According to the researcher, those factors with a mean between 0.5 and 5.0 were not influencing turnover, those factors with a mean greater than 5.1 were somehow influencing turnover meaning they may lead to teachers’ turnover at Itigi District Council. The factors with a mean greater than 10.0 would be termed as extremely influencing turnover, therefore, there are 3 factors with mean score greater than 10.0. 
CHAPTER FIVE

DISCUSSIONS OF THE FINDINGS

5.1
Introduction

This chapter deals with the summary, findings, conclusion and recommendations of the research. They all based on the findings in which the researcher arrived at after collecting, analysing and presenting data from the field. The chapter is categorized into four parts including; overview of the findings, summary, recommendations and conclusions. Chapter five provides a discussion of the main findings from the research and where applicable, links the literature to the research outcomes.
5.2
Discussion and Interpretation of Findings

5.2.1
Teachers’ Perceptions on the Status of Benefits and Rewarding System on Turnover Intention 

The findings of the study identified benefits and rewarding system as critical factors that can influence turnover intention when teachers are dissatisfied with their condition of service. Teachers have outstanding issues with government that have lingering for closed to many years. There are some cases of non- payment of some allowances, salary, working condition and compensation reward and these are the factors that may influence the turnover intention of teachers in the study area.
The findings of this research are in relation with that of World Bank in Africa, which indicated that, there are different factors contributing to teachers’ turnover at international level. Some of them are high rates of teacher attrition, illness, and bottlenecks in teacher preparation systems. In other areas teachers’ turnover is caused by low salary, arbitrary teacher deployment systems, unattractive work locations, unprofessional treatment of teachers, lack of professional development opportunities and insufficient supportive supervision (World Bank, 2007).
Again, in agreement with the findings of this study, Ting, 1997 in his study recommended that the best manner of promoting and reinforcing staff would be a mixture of pay, promotion, bonus and other types of rewards to achieve organizational performance in which his study identified lack of promotion and ordinary work responsibilities as reasons to the intention of turnover among teachers. 
5.2.2
 Teachers’ Perceptions on the Status of Training and Development Opportunities on Turnover Intention 

The findings from this research have exposed that, there exists great relationship between training and development opportunities and turnover intention among teachers in the study area, whereby, the higher the present of the training and development opportunities among the teachers, the low turnover intentions, and vice versa is true. 
In relation to this study on Career Development on Turnover Intention Chang, Chou and Cheng (2007) weighed the relationship between career development and turnover intention, they argued that if hospital‘s supervisors can provide career development programs to meet career demands of nurses at different career processes, then nurses ‘commitment to the hospital can maximize and nurses turnover intention may lower. Dawwaz and Zahare (2014) have done the study on the relationship between personnel management practices (job characteristics, training, performance appraisal, compensation and career development with the intention to leave. The findings they came up with were that these practices had a negative repercussion on the intention of employees to abandon their works.
Moreover, in agreement with the study, Mondy (2010) came up with several career development purposes, among them were: (a) maximizing the satisfaction of workers’ specific development wants. Workers who see their development needs will be reached, tend to be more contented with the work and the organization, (b) improving performance, within the meaning of the work itself mostly influence on career development. Each type and work level can give a challenge and a different experience, (c) increasing workers loyalty and reinforcement. 
Individuals who hold that the industry pays attention to career planning would prefer surviving within an organization, and (d) identifying training and development needs. If one wants a definite career path and does not currently have the right qualifications, then it will be recognised as training and development wants. Likewise to a case of this study, opportunities like further studies, mentoring, seminars and conducive allocation among teachers just to mention a few seemed to motivate them not to leave their job if they all are provided to reach their needs. 
Hence, it can be deduced from this study that training and career development have a positive and significant influence on job satisfaction and negatively affect turnover intention, meaning that if they are provided by the institution can meet the needs of the worker's desire, worker’s job satisfaction will increase and lower his/her turnover intention rates. Likewise with career development where if the career development in the company goes well, a career for the future of workers is clear then worker’s job satisfaction is increased and the desire of workers to quit the job become low.
This study is in agreement with that done by Millanzi, (2009) who did a study on the causes and effect of work turnover in Banking Industry: A case of Tanzania Investment Bank Limited. The research findings revealed that there are many reasons which cause employee to move from one organization to another. The causes are either voluntary or involuntary and which could be moral or material factors. Among the causes is unreasonable remuneration, carrier development opportunities, job dissatisfaction are the most ones.
Also, Mbilinyi concurs with this study, that, availability of career opportunities creates an environment of employees (teachers) turnover in the organization. The higher the job opportunities to the teacher of primary schools the higher the employee turnover in the secondary institution (Mbilinyi, 2003). 
5.2.3
 Teachers’ Perception on the Status of their Working Conditions on Turnover Intention 

This study shows that there is a great relationship between working conditions and turnover intentions of primary school staff. That means that an advancement in working conditions for primary school teachers lead to increased job satisfaction and motivation resulting to reduced turnover intentions. These findings agree with the findings of Odunlade (2012) and Muguongo (2015) who found a significant relationship between working conditions and work satisfaction. The findings also agree with the findings by Mba and Ikemefuna (2012) that the higher the satisfaction with the nature of job, the lower the employee turnover intention. Also, in agreement with this study, Mboya, (2009), did a research which showed that labour turnover was caused by absence of facilities, equipment, poor supervision style, poor incentives, salaries, and conflict and non-conducive working situation.
It is in this sense that, these results are related with that of Henkin and Holliman (2009) and Horg (2009) who added that, teacher’s turnover intentions are influenced by certain working conditions which they do not like such as low salaries, large distance to commute to schools, not being involved in school’s decision making process, large class sizes, lack of administrative assistance, low and poor school facilities, and poor working environment. 
In agreement with that, Gesinzi and Makewa (2013) also, argued that teachers must be motivated so as to perform well and their motivation is influenced by among other factors the nature of school infrastructure, the type of school policies as well as leadership and good working conditions. And where these are lacking, there is low commitment to teaching and hence turnover intentions. 
This study is in agreement by earlier findings of (Sam, Effah & Osei-Owusu, 2014; Weng and McElroy, 2012) who argued that difficult working environment of teachers have become a thorny issue among teachers that endanger their teaching profession of teachers.
Furthermore, respondents in the study area identified delays in promotion as a factor that could influence their turnover intentions. The issue of delays in promotions has been supported by previous researchers Weng & McElroy, (2012) in Ghana. They insisted that, The Ghana Education Service have not been proactive in dealing with promotions in the service. Some teachers spend about six years before they are allowed to apply for promotion, which is seemed not to be a normal practice. This practice raises serious concerns about the institution’s ability and willingness to address the problems of teachers. If this practice continues, teachers will not show commitment to the government and work (teaching).
The payment issue has featured prominently in the findings. Teachers in the study area consider this study are not far with that of Cobbold (2015) who found that payment is very important in sustaining families in respect of meeting responsibilities but complains from teachers over unpaid salary issues in current years is affecting family stability. 
Lastly, working environment can make the basis of turnover intentions among teachers in the study area. In relation with the findings, (Blomme, Rheede and Tromp (2010) have reported that the working environment can form the basis for a worker’s turnover intentions.
5.2.4
 Teachers’ Turnover Intention in Public Primary Schools 

This study identified low salaries, lack of incentives, delays in promotions and the working environment of the teacher as the most factors that may influence turnover intentions among teachers in Itigi district. Other factors that have the potential to determine turnover intentions among teachers in the study area involve the non-payment of arrears, the classroom conditions medical services, accommodation, retention and other agreed upon allowances. The study’s results indicate that teachers are more likely to abandon their work if the mentioned issues are treated negatively (out of their satisfaction).
In the same vein to this study, House et al, (1996) is in agreement with his ideas that, the best method of encouraging and reinforcing employees would be a combination of pay, promotion, bonus and other kinds of rewards to achieve organizational performance and the reason behind is that lack of promotion and ordinary work responsibilities considerably can lead to the intention of turnover among workers. Moreover, employees consider moving from the organization due to the ineffective performance evaluation and perceptions of job unfairness.
This study is in agreement by earlier findings of (Sam, Effah and Osei-Owusu, 2014; Weng and McElroy, 2012) who argued that difficult working environment of teachers have become a thorny issue among teachers that endanger their teaching profession of teachers.
5.3
 Policy Implication of the Findings

This study increases to the present literature that organizational and occupational commitment can be integrated in order to better understand the commitment of teachers. Earlier studies largely concentrated on a single focus of commitment. It is the contention of the researcher that a better grasp of commitment would be attained if commitment to teaching job is also included in studies.
The results of this study can influence the policy making at the Ministry of Education regarding the formulation, implementation and review of policies that could take care of the problems based on the results of this research. The Ministry of Education would have to review the policies such as that of salary, working condition and compensation reward. The findings of the study identified these as critical factors that can influence turnover intention when teachers are dissatisfied with their condition of service. Teachers have outstanding issues with government that have lingering for closed to many years. There are some cases of non- payment of some allowances and these are the factors that can influence the turnover intention of teachers in the research area.
In addition, policies regarding accommodation should be taken into consideration by government and its educational stakeholders to address the concerns of accommodation. The majority of teachers are excluded from the communities they are sometimes posted to teach and therefore accommodation becomes crucial to them and their families.
Another issue that appeared much in this study was delays in promotions. There are instances that some teachers have stayed for six years before applying for promotion, which is not the usual practice. Therefore, the ministry of education should consider taking an important look at the policy concern so as to understand the real situation.

CHAPTER SIX

SUMMARY, CONCLUSION AND RECOMMENDATIONS

6.1
Introduction

This chapter concludes the study by dealing with summary of findings, conclusion and recommendations on the relationship between managerial factors and primary school teachers’ turnover intention.
6.2
  Summary of the Research

This study explored the Relationship between managerial factors and primary school teachers’ turnover intention. The findings of the study identified the following as critical factors that can influence turnover intention when teachers are dissatisfied with their condition of service. Teachers have outstanding issues with government that have lingering for closed to many years. There are some cases of non- payment of some allowances, low salary, working condition and compensation reward and these are the factors that may influence the turnover intention of teachers in the research area.
Hence, it can be deduced from this study that training and career development have a positive and significant influence on job satisfaction and negatively affect turnover intention, meaning that if they are given by the institution may satisfy the wants of the worker's desire, worker’s job satisfaction will maximize and minimize turnover intention rates. Likewise with career development where if the career development in the company goes well, a career for the future of workers is clear then worker’s job satisfaction is increased and the desire of workers to quit the job become low.
The results under this objective show that majority of teachers are not happy with the working environment or conditions in their schools and thus would intend to leave teaching if they got a better job. This study identified low salaries, lack of incentives, delays in promotions and the working environment of the teacher as the most factors that may influence turnover intentions among teachers as compared to other studies, this study also, identified more factors which have the potential to determine turnover intentions among teachers in the study area include the non-payment of arrears, the classroom conditions medical services, accommodation, retention and other agreed upon allowances. The study’s results indicate that teachers are more likely to quit their job if the mentioned issues are treated negatively.

6.3
 Conclusions

The research aimed to find answers to the managerial factors that influence turnover intentions among primary school teachers in Itigi district, how teachers perceive such factors towards their leave or stay in their jobs as well as determinant of their decision within Education Service as an organization and the teaching profession as an occupation. 

Overall, the study used a sample of teachers from public schools at the basic of primary school level. The majority of these teachers were males as compared to the number of their female counterparts. A significant proportion of them have experienced teaching careers for more than 5 years. The study’s results indicate that low salaries, the lack of incentives, delays in promotions, pay and work environment were the most identified as factors that could mostly influence turnover intentions among teachers in the study area. 

This study revealed some factors which in great extent were seen as the influencers of turnover intentions among teachers, cases of non- payment of some allowances, salary, working condition and compensation reward were the most benefits and rewarding system based factors that may influence the turnover intention of teachers in the study area. Therefore, the turnover intentions among teachers may be much reduced if and even if these teachers will be paid their allowances, salary, and compensation.

Also, on the case of training and development opportunities, it may be concluded that there is great relationship between training and development opportunities and turnover intention among teachers in the study area, whereby; the higher the present of the training and development opportunities among the teachers, the lower the turnover intentions, and it’s vice versa. Thus, such opportunities must be established to teachers so as to reduce their turnover intentions.

Moreover, majority of teachers are not happy with the working environment or conditions in their schools and thus would intend to leave teaching if they got a better job. Therefore, from this point of view, there must be creation of improved working condition in many schools something, which will motivate teachers to love their job rather than hate it. These conditions may include housing, meals at schools, moderate working hours and many others.

Therefore, for the sake of reducing turnover intensions, some issues facing teachers like delays in the promotions of teachers, salaries and remuneration for teachers must be given attention as they have no alternative source of earning income, and an enhanced package of their welfare and conditions of service. Thus, the Government through the Ministry of Education must at all time take proactive steps towards resolving issues affecting teachers.

6.4 
Recommendations

6.4.1 
Recommendation to the Ministry of Education and PO-RALG

The Ministries have to address the issues of compensation by paying all outstanding arrears and allowances to teachers. This may be done with the involvement of teacher unions. Again, government must start affordable housing scheme for teachers for better welfares among them. This could be done by collaborating educational stakeholders such as financial institutions and international donor agencies like UNICEF. 

On top of that, the teacher unions on their turn should start the process of acquiring lands for their members. By collaborating with the government, they can be granted soft loans for starting housing scheme for their members. Again, the government needs to do a proper evaluation or have a proper strategy of promotion of teachers to ensure that teachers are not disadvantaged at anyhow. The policy on promotion should be followed strictly by Ministry of Education to ensure that unnecessary delays are put down.

On case of payment of allowance, the Ministry of education should incorporate it into the salaries of teachers to avoid accountants and bursar unwillingness to release such monies. Hence, a specified amount can be allocated for that purpose.

6.4.2
Recommendation for Planners and Policy Makers

Educational planners and policy makers should be informed that teachers have outstanding issues concerning their benefits and rewarding procedures, training and professional development opportunities and conditions of their working place. These factors if treated negatively have been leading to turnover of primary school teachers. This situation costs the government by employing new staff and may lead to mass failure of primary school pupils in their examination due to shortage of teachers.
It is recommended that, education plans and policies on benefits and rewarding procedures, training and professional development opportunities and conditions of their working place should be reviewed in order to rectify the situation. 
6.4.3 
Recommendation for Future Studies

Other study may be done on individual teachers who have left the teaching profession to really establish the real reasons for their turnover intentions. Also, other studies related to this study may be given enough time of investigation so that to reach a large number of respondents like those teachers who quit their jobs as well as helping to cover a large area of investigation which must go parallel with the presence of enough budget, something that will ensure the collection of enough information on the topic under the study. 
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APPENDICES

Section A: Introduction

I, Paul Gabriel Mkoma, a student of the Open University of Tanzania, studying degree of Master of Education in Administration, Planning and Policy Study. I am undertaking a Study on the Relationship Between Managerial Factors and Primary School Teachers’ Turnover Intention in Itigi, Tanzania. You are sincerely welcome to participate in this study and be free. Your information will be valued and kept confidential for the purpose of this study only. Welcome.

AGE:  Put [√] in the appropriate box Male [      ],         Female [ 
] 

WORK EXPERIENCE (Years): Put [√] in the appropriate box
	Below 1year
	1 – 2 years
	3 – 4 years
	5 – 6 years
	More than 6 years

	
	
	
	
	


SECTION B: Questions
Question A: Benefits and Rewarding system

Please indicate your level of disagreement / agreement by ticking [√] the MOST appropriate statement in the box.

1) Strong Agree (SA) 2) Agree (A) 3) Neutral (N) 4) Disagree (D) 5) Strongly Disagree (SD)
	No. 
	Statement
	1
	2
	3 
	4 
	5

	1 
	I am satisfied with the bonuses we get at my work as a teacher
	
	
	
	
	

	2 
	I feel satisfied with the remuneration package in a teaching profession
	
	
	
	
	

	3 
	My salary raise or salary increase as a teacher is of satisfactory
	
	
	
	
	

	4 
	I get considerable trust from school management
	
	
	
	
	

	5 
	I am satisfied with the promotion system in a teaching profession
	
	
	
	
	

	6 
	I get considerable Recognition/appreciation on my performance from school management
	
	
	
	
	

	7 
	I am valued by education management
	
	
	
	
	

	8 
	I am Happy to be part of the teaching staff at my school.
	
	
	
	
	

	9 
	My employer ensures that Training opportunities are available for my career development
	
	
	
	
	

	10
	My employer ensures that I have health insurance
	
	
	
	
	

	11
	My employer cares when I am sick
	
	
	
	
	

	12
	I take annual leave every year
	
	
	
	
	

	13
	I feel that my future is secured because of my job
	
	
	
	
	

	14
	My working schedule as a teacher is flexible and conducive 
	
	
	
	
	


Question B: Training and development opportunities

Please TICK the number of the best answer that explains your situation among the statements provided

	1 
	2 
	3 
	4 
	5

	Strongly Disagree 
	Disagree 
	Neutral 
	Agree 
	Strongly Agree


	No
	Statement
	1 
	2 
	3 
	4 
	5

	
	
	SD 
	D 
	N 
	A 
	SA

	1 
	 I am satisfied with the allocation/distribution of training opportunities at my working place
	
	
	
	
	

	2 
	It is normal to have Mentoring programmes for teachers at our school
	
	
	
	
	

	3 
	My employer has been encouraging me to apply for further study
	
	
	
	
	

	4 
	I am satisfied with the time I spent on mentoring programme soon after my employment 
	
	
	
	
	

	5
	Policy and procedures of training in my working place are clear
	
	
	
	
	

	6
	At our school teachers attend  seminars and training in turns (one after another)
	
	
	
	
	

	7
	At my working place, Methods of on-job training helped me to understand new developments in the teaching profession 
 
	
	
	
	
	

	8
	School management supports me in my career development
	
	
	
	
	

	9
	School management has been creating conducive environment for individual study and personal development
	
	
	
	
	


Question C: Working condition

Please TICK the number of the best answer that explains your situation among the statements provided
	1 
	2 
	3 
	4 
	5

	Strongly Disagree 
	Disagree 
	Neutral 
	Agree 
	Strongly Agree


	No. 
	Statement
	1 
	2 
	3 
	4 
	5

	
	
	SD 
	D 
	N 
	A 
	SA

	1
	My office is adequately equipped and furnished
	
	
	
	
	

	2 
	I feel safe at my working place as a teacher
	
	
	
	
	

	3 
	I am satisfied with the catering services offered at the
school
	
	
	
	
	

	4
	I am not worried that my employment will be terminated at anytime
	
	
	
	
	

	5 
	Teachers’ house motivates teachers to remain at school
	
	
	
	
	

	6 
	The working hours encourages me to work hard
	
	
	
	
	

	7
	My workplace is clean, safe, free from danger and
noise
	
	
	
	
	

	8
	My office is not congested with other staff
	
	
	
	
	

	9
	Class environments encourage me to teach
	
	
	
	
	

	10
	Schools infrastructures favour teaching and learning activities

	
	
	
	
	

	11
	I am satisfied with the Teachers’ Housing Policy in my school
	
	
	
	
	

	12
	My workload in the school is satisfactory
	
	
	
	
	


Question D: Intention to leave the job
Please TICK the number of the best answer that explains your situation among the statements provided
	Strongly Disagree, Disagree, Neither agree or disagree, Agree, Strongly Agree (1 2 3 4 5 respectively)

	Item 
	Statement
	1 
	2 
	3 
	4 
	5

	1 
	I would leave my current job in the next five years
	
	
	
	
	

	2 
	I would not recommend any one to enter the teaching profession
	
	
	
	
	

	3 
	I am looking for other jobs
	
	
	
	
	

	4 
	I feel that I should have a different carrier other than teaching
	
	
	
	
	

	5 
	I Will quit the teaching job as soon as I find a better job
	
	
	
	
	

	6 
	I would prefer to leave the job even before my retirement period
	
	
	
	
	

	7 
	I feel that I have too many options to leave teaching profession
	
	
	
	
	

	8
	Teaching profession is not superior than my personal interest
	
	
	
	
	

	9
	I may leave teaching job when I get enough capital for my business
	
	
	
	
	

	
	
	
	
	
	
	


Question E: General question

What factors might make you consider/decide leaving your teaching job?
1. …………………………………………………………………………………
2. …………………………………………………………………………………

3. …………………………………………………………………………………

4. …………………………………………………………………………………

5. …………………………………………………………………………………

Appendix II: Swahili Version of Questionnaires for Primary School Teachers

Sehemu A: Utangulizi
Mimi Paul Gabriel Mkoma, mwanafunzi wa Chuo Kikuu Huria cha Tanzania, ninasoma Shahada ya Uzamili katika Elimu, Utawala, Mipango na Sera. Nafanya utafiti juu ya mada isemayo “Relationship Between Managerial Factors and Primary School Teachers’ Turnover Intention in Itigi, Tanzania”. Unakaribishwa sana kushiriki katika utafiti huu na ujisikie huru. Taarifa zako zitathaminiwa na kufanywa siri kwa matumizi ya utafiti huu pekee. Karibu sana.
UMRI:  Put [√] in the appropriate box        Male [       ],         Female [ 
] 

WORK EXPERIENCE (Years): Put [√] in the appropriate box
	Below 1year
	1 – 2 years
	3 – 4 years
	5 – 6 years
	More than 6 years

	
	
	
	
	


Sehemu B: Maswali
Swali A: Malupulupu na mfumo wa utoaji wa motisha
Tafadhali onesha namna unavyokubaliana / kutokubaliana kwa kuweka alama ya vema [√] kwenye sanduku la chuguo lako sahihi zaidi.

1) Nakubali sana (NS) 2) Nakubali (N) 3) sikubali wala sikatai (W) 4) Nakataa 5) nakataa kabisa/sana
	Na. 
	Maelezo
	1
	2
	3 
	4 
	5

	1 
	Kama mwalimu, naridhishwa na mapato ya ziada tunayopata katika shule yetu
	
	
	
	
	

	2 
	Naridhishwa na malipo tunayopata katika kazi ya ualimu
	
	
	
	
	

	3 
	Kama mwalimu, ninaridhishwa na ongezeko la mshahara  
	
	
	
	
	

	4 
	Ninaaminiwa ipasavyo na uongozi wa shule 
	
	
	
	
	

	5 
	Nafurahishwa na mfumo wa upandishwaji madaraja/vyeo katika kazi ya ualimu
	
	
	
	
	

	6 
	Huwa natambuliwa utendaji wangu pale ninapofanya vizuri katika shule yangu
	
	
	
	
	

	7 
	Nina thaminiwa na menejimenti ya elimu
	
	
	
	
	

	8 
	Ninafurahia kuwa sehemu ya walimu wa shule yangu
	
	
	
	
	

	9 
	Mwajiri wangu anahakikishia fursa ya kupata mafunzo kwa ajili ya maendeleo ya fani yangu
	
	
	
	
	

	10
	Mwajiri wangu huhakikisha kuwa nina Bima ya Afya
	
	
	
	
	

	11
	Mwajiri wangu ananijari pale ninapokuwa mgonjwa
	
	
	
	
	

	12
	Napata likizo ya mwaka kila mwaka
	
	
	
	
	

	13
	Natumaini maisha yangu ya baadae yataimarika kupitia kazi yangu
	
	
	
	
	

	14
	Ratiba yangu ya kazi kama mwalimu ni nyumbulifu na inayotekelezeka 
	
	
	
	
	


Swali B: Nafasi/fursa za mafunzo na kuendelezwa kitaaluma
Tafadhali weka alama ya vema kwenye namba ya jibu sahihi linaloelezea hali yako 
	1 
	2 
	3 
	4 
	5

	Nakataa sana/kabisa 
	Nakataa  
	Sikubali wala sikatai
	Nakubali 
	Nakubali sana/kabisa


	Na.
	Maelezo
	1 
	2 
	3 
	4 
	5

	
	
	
	
	
	
	

	1 
	 Naridhishwa na mgawanyo wa fursa za mafunzo ya kitaaluma katika eneo langu la kazi
	
	
	
	
	

	2 
	Ni kawaida kuwa na programu za kiushauri katika shule yetu
	
	
	
	
	

	3 
	Mwajiri wangu huwa ananishauri niombe nafasi ya kujiendeleza kitaaluma
	
	
	
	
	

	4 
	Naridhishwa na muda ninaoutumia katika programu za ushauri mara baada ya kustaafu 
	
	
	
	
	

	5
	Sera na taratibu za mafunzo katika shule yangu zipo wazi
	
	
	
	
	

	6
	Katika shule yetu, walimu wanahudhuria semina na mafunzo kwa kupokezana (kwa zamu)
	
	
	
	
	

	7
	Kwenye eneo langu la kazi, utaratibu wa mafunzo kazini umenisaidia kuwa na maendeleo zaidi katika taaluma ya kufundisha  
	
	
	
	
	

	8
	Menejimenti ya shule yangu inanisaidia kukuza/kuendeleza fani yangu
	
	
	
	
	

	9
	Menejimenti ya shule hutengeneza mazingira thabiti na rafiki kwa elimu na maendeleo yangu binafsi
	
	
	
	
	


Swali C: Hali ya mazingira ya kazi

Tafadhali weka alama ya vema kwenye namba ya jibu sahihi linaloelezea hali yako 
	1 
	2 
	3 
	4 
	5

	Nakataa sana/kabisa 
	Nakataa  
	Sikubali wala sikatai 
	Nakubali 
	Nakubali sana/kabisa


	Na. 
	Maelezo
	1 
	2 
	3 
	4 
	5

	
	
	
	
	
	
	

	1
	Ofisi yangu imesheheni vitendea kazi vya kutosha pamoja na samani
	
	
	
	
	

	2 
	Kama mwalimu, najisikia nipo salama zaidi katika eneo langu la kazi
	
	
	
	
	

	3 
	Naridhishwa na huduma ya chakula inayotolewa shuleni
	
	
	
	
	

	4
	Siogopi kufukuzwa kazi wakati wowote
	
	
	
	
	

	5 
	Uwepo wa nyumba za walimu huhamasisha walimu kutohama shule
	
	
	
	
	

	6 
	Muda uliopangwa wa kufanya kazi ni rafiki na unanihamasisha nifanye kazi kwa bidii
	
	
	
	
	

	7
	Eneo langu la kazi ni safi, salama, halina vihatarishi wala makelele
	
	
	
	
	

	8
	Ofisi yangu ni pana na haina msongamano wa watumishi
	
	
	
	
	

	9
	Mazingira ya darasani yananifanya nipende kufundisha
	
	
	
	
	

	10
	Miundombinu ya shule inahamasisha sana zoezi la ufundishaji shuleni
	
	
	
	
	

	11
	Ninaridhishwa na sera ya nyumba za walimu katika shule yangu
	
	
	
	
	

	12
	Majukumu yangu ya kazi ya kufundisha shuleni yanaridhisha
	
	
	
	
	


Question D: Wazo/nia  ya kuacha kazi
Tafadhali weka alama ya vema kwenye namba ya jibu sahihi linaloelezea hali yako 
	Nakataa sana/kabisa, nakataa, sikubali wala sikatai, nakubali, nakubari sana/kabisa (1 2 3 4 5 kwa mfuatano huo)

	Na.
	Maelezo
	1 
	2 
	3 
	4 
	5

	1 
	Nitaacha kazi yangu ya sasa ndani ya kipindi cha miaka mitano ijayo
	
	
	
	
	

	2 
	Sitomshauri mtu mwingine yeyote aingie kwenye kazi ya ualimu
	
	
	
	
	

	3 
	Niko kwenye mchakato wa kutafuta kazi nyingine
	
	
	
	
	

	4 
	Naona ni vema ningekuwa na kazi nyingine mbali na ualimu
	
	
	
	
	

	5 
	Nitaacha kazi ya ualimu mara tu nitakapopata kazi nyingine bora
	
	
	
	
	

	6 
	Natarajia kuacha kazi ya ualimu hata kabla ya muda wa kustaafu
	
	
	
	
	

	7 
	Nadhani nina machaguo mengi tu ya kazi za kufanya mbali na ualimu
	
	
	
	
	

	8
	Kazi ya ualimu sio kipaumbele kuliko matakwa yangu binafsi
	
	
	
	
	

	9
	Naweza kuacha kazi ya ualimu pale nitakapo kuwa na mtaji mkubwa kwa ajili ya biashara yangu
	
	
	
	
	

	
	
	
	
	
	
	


Swali  E: Swali la jumla

Unadhani ni sababu zipi zitakufanya uchukue maamuzi ya kuacha kazi ualimu?

1. …………………………………………………………………………………
2. …………………………………………………………………………………

3. …………………………………………………………………………………

4. …………………………………………………………………………………

5. …………………………………………………………………………………

