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ABSTRACT

This study investigated the contribution of teachers’ motivation on enhancing students’ academic performance. The specific objectives that guided this study were: to explore the status of teachers’ motivation, to examine the contribution of teachers’ motivation in enhancing students’ academic performance in community secondary schools, and to determine strategies that would enhance teachers’ motivation for students’ academic performance in schools. This study employed mixed research design and mixed research approach in data collection and analyses. The sample comprised 72 participants. The study used questionnaires, interview, and focus group discussion to collect data. The findings revealed that teachers were motivated and their motivation based on job satisfaction, recognition and respect from the community.  Moreover, the findings revealed that teachers’ motivation contribute to students’ academic performance through working according to professional ethics; good working environment; teachers and students’ punctuality; and ability to handle students problems.  The findings also indicated that fair enforcement of rules and regulations in attending teachers’ needs and rights; improvement of salary and increment based on cost of living; creating conducive teaching and learning environment and good staff houses; enhance teachers’ professional development and training; improving fairness and recognition of teachers; and ensure the availability and sufficient of teaching and learning materials would enhance teaching motivation. The study recommends that the government should improve teachers’ salaries; good living and working environment; timely promotions and allowances; and make available teaching and learning resources. 
Keywords: Teachers Motivation, Community Secondary Schools, and Academic Performance
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CHAPTER ONE

INTRODUCTION AND BACKGROUND OF THE PROBLEM
1.1       Introduction

The Tanzanian Education and Training Policy and its implementation policy frameworks such as the Primary Education Development program me (PEDP) and Secondary Education Development programmes (SEDP) have incorporated the issues of quality education in order to improve educational provision for poverty alleviation. These frameworks aimed at a total transformation of the education system into an efficient, effective, outcome/output-based sector. 
However, the strategies cannot be achieved without the motivated key players in educational industry, teachers. They are key to educational delivery and the accomplishment of educational goals. This chapter presents the background of the problem, statement of the problem, purpose of the study, objectives of the study, research questions, significance of the study, scope of the study, limitations of the study, conceptual framework, and definition of key terms and the organization of the research proposal.

1.2       Background of the Problem

Tanzania and elsewhere in the world consider education as a fundamental human right. As well, education is very essential for socio-economic and political development for any nation. Further, national development plans and policies have focused on education to increase productivity and growth in Tanzania. Moreover, education provides pleasing and useful broad and in-depth thought, skills, knowledge, attitudes and understanding needed for the full development of human thinking and human dealings.  For that reason, provision of quality education is essential for spearheading socio-economic development.
Indeed, the quality education is the most effective way to shape the values, attitudes, behaviors and skills, which are important for individuals to function productively in an integrated society. In relation to that, teachers’ motivation is a pre-requisite in enhancing quality education. Teachers’ motivation is a key to guaranteed quality education, as such influences quality assurance in the educational system. Without efficient and effective teachers in the education industry, qualitative learning outcomes cannot be achieved. Peretomode (1991) opined that teachers’ motivation relates to a purposive and goal-directed behavior, performance and attitudes towards work. In education, teachers should be motivated in order to boost their productivity, effectiveness, efficiency and dedication in performing their task, which will enhance quality assurance, quality education and quality instructional delivery in the educational system. This also enhanced the achievement of educational objectives (Obi, 1997).
However, many of efforts have been done to improve the quality of education Tanzania; such efforts include the devotion of more resources to schools, expanding choices and competition in education, increasing accountability for students and teachers, making professional development and teacher credentials more rigorous, easing entry into the teaching profession, curricular reforms, and others related to these (United Republic of Tanzania, 1995).

Likewise, Tanzania’s commitments and efforts towards education have further been strengthened by global initiatives that have recently taken place. There are several international instruments, to which Tanzania, as a signatory requires the government to provide free and quality education hence good performance among students. Some of these instruments are the Millennium Development Goals (MDGs), Universal Declaration on Human Rights (Article 26); and the Education for All (EFA) as measures to improve education and renewed in Senegal as the Dakar Educational Framework in 2010, the implementation of educational reforms within individual countries. For example, Tanzanian efforts have further been guided by recent international efforts to ensure education for all. In 1990 the World Conference on Education for All (EFA) held at Jomtien in Thailand set out a vision for education and cited two priority areas of EFA and these are the quality of education and the financing for education.

In addition, the Tanzania Education and Training Policy (TETP, 1995), and its implementation policy frameworks such as the Primary Education Development program me (PEDP) and Secondary Education Development programme (SEDP) have incorporated the issues of quality education in order to improve educational provision for poverty alleviation. These frameworks aimed at a total transformation of the education system into an efficient, effective, outcome/output-based sector.  

Furthermore, though Tanzania’s Education and Training Policy (MOEC 1995), have a separate section entitled the “Service and Working Conditions of Teachers,” which discussed the importance of teachers‟ job satisfaction, irregular salary payments for teachers, lack of proper housing for teachers, the low status accorded to teachers, inadequate teaching facilities, and the need to enhance the professional and individual welfare of teachers, its successor, the PEDP (MOEC 2001), a more influential government document, made almost no reference to these issues.

As well, in response to the need to ensure quality education in Tanzania, Big Results Now! (BRN) initiated in 2013 and which sought to apply the Delivery Approach to adopt learning orientated education reforms, to bring about dramatic improvements in examinations results across Tanzania’s 20,000 public schools. Complex, politically sensitive education reforms were proposed, particularly around enabling and motivating teachers and the use of accountability measures derived from high stake examinations and learning assessments.  Nonetheless, BRN provides reflections on the political economy, achievements and challenges of education system reforms, particularly surrounding teachers.
Despite these efforts of improving education still students’ performance is poor and teachers are demotivated. For example, a study by Spear (2000), in UK revealed that teacher’s motivation was low due to work overload poor pay and low perception by the society. Findings by Sylvia and Hutchinson (1985), in developed countries confirmed presence of low teachers’ motivation, which was attributed to intrinsic factors.
According to a study carried out by Nyantika (1996) on factors leading to poor performance in KCSE in Magombo zone of Nyamira District, lack of rewards for teachers and students to boost their morale and clan politics was to blame for poor KCSE performance. In addition, studies by Anangisye and Barret (2005), Folajimi (2009), Jackson (1997), Kusereka (2002) and Mosha (2011), argue that teachers’ demotivation led to poor attendance, late coming, uncreative and non-stimulating teaching, poor interest of attending staff meeting, engaging in commercial activity during school hours and escaping from teaching profession. 
Considering recent studies in Kenya, factors contributing to poor academic performance include inadequate learning resources, inadequate monitoring by head teachers, understaffing, high teacher turnover rate, inadequate prior preparation, low motivation for teachers, large workload, absenteeism by both teachers and pupils, pupils’ lateness and lack of support from parents (Kurgat, 2008).

Studies on teachers’ motivation indicates that, teachers’ motivation have a big role to play in students’ performance. Caprara et al. (2006), suggested that, when teachers are motivated, they will love their teaching profession, they will teach effectively and that may help the pupils to increase their academic performance. Consequently, Mbope (2004), findings revealed that teacher’s motivation has a great impact in the pupils‟ academic performance. As motivation increases, the level of performance also increases. The findings of the study agreed with the findings of Mustafa and Othman (2010), who also found significant relationship among motivation and performance. The present study explored the contribution of teachers’ motivation in pupils’ academic performance.

Moreover, studies done on motivation have shown that motivation is influenced positively by; good pay, good relations with management, healthy work environment, recognition and prospect for career advancement. For example, Ndirangu, K.S, (2015) wrote that, working and living conditions have effect on teacher morale and motivation and their performance in particular.

A study by Salman, Mohammed, Ogunlade, and Ayinla (2012), has found that majority of teachers and students have agreed that payment of poor remuneration, in terms of salary and allowances for teachers, affects their performance which as a result contributed greatly to students’ mass failure in Ondo State, Nigeria. Besides, salaries and wages paid to teachers as a motivating factor are still very low and this has resulted into poor or no performance, high labor turnover and strikes by the teachers and lecturers in various institutions (Maicibi, 2003:52; Morrison, 1997).

Consequently, the school leaders play a significant role in motivating teachers in order to facilitate effective functioning of the school as an organization. The school leaders have the responsibility to practice effective instructional leadership as this contributes to high teacher morale (Condy, 1998; Daresh, 1998; Halliday, 1999 & Gaynor, 1994).

In Tanzania, few studies have been conducted to examine the contribution of teachers’ motivation in enhancing students’ academic performance in community secondary schools. For example, Kelvin 2016 and Mbope. Other, studies on the contribution of teachers’ motivation in enhancing students’ academic performance have been done in other countries, particularly in UK, and USA, Nigeria, Kenya, India etc. (Caprara et al. (2006), Atkinson (2000), Thungu et al. (2008), Ngalyuka (1985), Adeyinka, et al.  (2013).

When teachers are motivated students are influenced to learn more effectively and hence good performance. Teachers have a great influence in enhancing students’ academic performance in community secondary schools.  The present study intended to explore the contribution of teachers’ motivation in enhancing students’ academic performance.  

1.3      Statement of the Problem

Teachers are schools’ engine for academic performance. We can generally claim that there is no school without teachers. Thus, we need teachers and especially motivated teachers for schools’ wellbeing and educational goals fulfillments. In the literature, scholars have theorized much about the importance of teachers’ motivation in schools and the role of school leaders in motivating teachers (see for example Daresh, 1998; Mussa, 2014). Furthermore, some scholars Blasé and Blasé (1994); Johnson (1986) have gone further into showing how leaders of schools can motivate teachers, this includes shared governance and the use of teacher – centered approach to educational leadership (Evans, 1998). 
However, few studies have focused on the contribution of teachers’ motivation on enhancing students’ academic performance in Tanzanian community secondary schools. Studies carried out in some regions on teachers’ motivation, and its impact on students’ performance indicates that the results of a motivated teacher are exponentially higher than a de-motivated teacher. A well-motivated teacher has the greatest influence on the academic performance of learners within the school and its environment. If the issue of teacher motivation in Morogoro community secondary schools is not well treated with the seriousness it deserves, then the good results and opportunities that could otherwise be available for deserving learners will go to waste. 
This study thus aims to fill this gap in the literature by also examining the strategies employed by school heads that contribute teachers’ motivation and thus enhance students’ academic performance.
1.4
 Objectives of the Study
1.4.1    General Objective

The main objective of this study is to investigate the contribution of teachers’ motivation towards students’ academic performance of community secondary schools in Morogoro District.
1.4.2    Specific Objective
(i) To assess the status of teachers’ motivation in Morogoro District.
(ii) Examine the contribution of teachers’ motivation in enhancing students’ academic performance in community secondary schools in Morogoro.
(iii) To determine strategies that would enhance teachers’ motivation for students’ academic performance in schools in Morogoro.
1.5       Research Questions

In the light of the stated objectives, the study was be conducted on the basis of the following research questions;
(i) What is the status of teachers’ motivation in Morogoro District?
(ii) How does teachers’ motivation contribute in enhancing students’ academic performance in community secondary schools in Morogoro? 
(iii) What strategies should be established to enhance teachers’ motivation for students’ academic performance in schools in Morogoro?
1.6       Scope of the Study

This study specifically dealt with the contribution of teacher’s motivation on enhancing students’ academic performance in Tanzanian community secondary schools. Since it is not possible to study the entire target population, that is all community secondary school heads, teachers, and students; the study thus was delimited to six (6) public community secondary schools in Morogoro district with the limited sample of community school heads and teachers as indicated, its findings are therefore not applied to private secondary schools in the same area.
The study was also delimited to the use of interview, questionnaire and documentary review as instruments for data collection. Finally, the student performance was determined by the level of teacher motivation when many other factors influence student performance.
1.7      Significance of the Study

This study is expected to contribute knowledge to the existing stock of knowledge regarding the contribution of teachers’ motivation on enhancing students’ academic performance in Tanzanian community secondary schools specifically in Morogoro district. Thus, the study will have significant to the following:
First, the findings of the study will be important to the Ministry of Education Science and Technology (MoEST) get to know the contribution of teachers’ motivation on enhancing students’ academic performance in community secondary schools in Morogoro rural district. Second, the present study is important to the management (e.g., school boards, school heads) of the community schools as it will help them to know their role in motivating teachers. Furthermore, the findings would help community school leaders to highlight strategies that they can employ to motivate teachers and factors that enhance teachers’ self- commitment and motivation. By this information, the management of the community schools will come up with better ways of improving teachers’ motivation.
Third, the study would be of great importance to the school systems where the study was performed because it will serve as the means of feedback to the teachers on the effect of their input to students’ performance. This is particularly important as research as shown that proper feedback can serve as a means of personal motivation. 
Due to the findings from this research the educational policy makers can foresee and forecast the future performance of the institution, forming grounds upon which the future strategies can be formed. The knowledge obtained in this study is expected to be used as the reference material for students and other people wishing to carry out further study on contribution of teachers’ motivation on enhancing students’ performance especially in private secondary schools in and outside Tanzania.
1.8       Limitations of the Study
Mugenda and Mugenda (1999) asserted that, limitations are aspects of research that may negatively affect the results of a study but which the researcher has no control. In line to this, the researcher encountered the following limitations. Firstly, schools’ heads and other Educational Officers were so occupied to the extent that they forget to provide the requested documents or agree to be interviewed. 
To overcome this, the researcher requested for appointment and reminded them through mobile calls to pay physical visits to their respective offices to get all required information. Secondly, response rate was a bit low in some cases due to respondents being in hurry, very busy with their routine, other were present but they did not finish some items in the questionnaires. 
In addressing this, the researcher sought appointments, and encouraged participation and responsiveness of items. The purpose of the study was explained and the anonymity of the respondents was ensured to encourage participation of respondents and interviewee in answering the questions. 
Third, some target respondents were not willing to take part in the study because they needed payment. In this case, more efforts were made to clarify the purpose of the study to the respondents to convince and encourage their participation in the study since payment is against research ethics. 
Fourth, the study was also affected due to inadequate finances; thus, the sample size was small to curb that challenge. Lastly, limited time available to the researcher also influenced the research. This is because the research was carried out during the school academic program or timetable.
1.9      Delimitations of the Study
The study focused on the contribution of teachers’ motivation on enhancing students’ academic performance in Tanzanian community secondary schools. The scope covered by the researcher was limited due to the following fact; the study was limited to Tanzania community secondary schools more specifically Morogoro district, its results will therefore not apply to private secondary school in the same area; and the students’ performance was only enhanced by the contribution of teachers’ motivation.
1.10     Operational Definition of Key Terms

2.10.1  Motivation
It is a set of attitudes drive and motives, which predispose a person to act in a specific goal, directed way. It is the inner state that energizes channels and sustains a person’s behavior to achieve a set of goals. Robbins (2005) defines motivation as the willingness to extend high level of efforts towards organizational goals conditioned by the ability to satisfy some individual needs. Teacher motivation in this study will refer to stimulation of teachers by both intrinsic and extrinsic factors to greater effort, excellent performance or higher attainment in the pursuance of institutional and group goals. In this study, motivation is used as a concept referring to the class of terms like motives, drives, appeals, pull, push and similar forces that motivate teachers to discharge their duties smoothly, particularly in secondary schools.
1.10.2  Teacher Motivation 
It is the process whereby education stakeholders, including the ministry officials and school leaders undertake to inspire as well as encourage teachers to take corrective action in facilitating appropriate and relevant education to students. They provide them with required of quality and quantity of education within specified time and place. 
In this study, teacher motivation is used as a concept referring to the process of stimulating teachers in order to improve school performance. Also, teacher motivation refers to anything done to make teachers happy, satisfied, dedicated and committed in such a way that they bring out their best in their places of work so that both students, parents/guardians, and the society will greatly benefit from their services. 
1.10.3  Intrinsic Motivation
It is an inducement derived from within the person or from the activity itself and, positively affects behavior, performance, and well-being (Ryan & Deci, 2000). Intrinsic motivation is said to exist when behavior is performed for its own sake rather than to obtain material or social rein forcers. 
In this study, intrinsic motivation of teachers included: working according to professional ethics, flexible to work in all environments, being punctual and attend to all classes as per timetable, handling students’ problems and encourage them to study hard, and teacher’s self-adjustment to work beyond normal stipulated school time table.
1.10.4  Extrinsic Motivation
This is the type of motivation that involves the external aspects for individual motivation (Sansone & Harackiewiez, 2000). In this study, these external/extrinsic aspects included: externally administered rewards like improved salary and increment, teachers’ accommodation, extra teaching allowances, advance payments in case of financial problems, professional development and training, promotion and recognition of teachers as well as improved the availability of teaching and learning materials.
1.10.5  Job Satisfaction
This refers to how well a job provides fulfillment of a need or want, how well it saves as a source or means of employment. Basically; Job satisfaction is the degree in which an individual feel positively or vice versa about their job. According to Maslow’s (1954) views job satisfaction basing on five-tier model of human needs to him water, food as well as shelter are basic life sustainable needs to be identified. However, regarding to Smith “Job satisfaction is an employee’s judgment of how well his job has satisfied his various needs”.
1.10.6  Academic Performance
The concept of academic performance has been associated with quality education. Different perspectives of quality education consider academic achievement and academic access as the basic factors in demonstrating the quality of education. From this aspect the quality of education refers to the performance on national examination results and the success of the school in transferring children to higher levels.
1.10.7  Reward System
This is identified as one of the human resource management practices that have results on motivation. Mostly reward system implies financial and non-financial rewards. Basically, a reward system has differential motivational effect in different cultural aspect. However, rewards are tangible, monetary or experiential items given to a person in return for reaching preset goals, significant achievement or service performed by individual or group.
1.10.8  Work Situations
This is a place / environment where the teacher teaches simply is the school environment.
1.10.9  School Heads

A trained teacher who has been appointed by the regional education officer or teacher’s service commission to manage a public secondary school.

1.10.10 Community Secondary School

Schools built by the community for the community but gets policy direction from the Ministry of Education, Science and Technology which is presently defined by the department.
1.10.11 Students Discipline
Readiness or ability to respect school authority, have self-control, restraint, respect for self and others.
1.10.12 Students’ Performance 
The score in the national examination attained by the student.
1.10.13 Teachers’ Working Conditions

Needed atmosphere created for teachers at workplace to motivate them to greater performance.
1.10.14 Class-size 
Number of learners in one stream. Class size is also referring to the actual number of pupils taught by a teacher at a particular time.
1.11     Organization of the Dissertation

The study is divided into five chapters. Chapter one consists of introductory part, background information to the study, research questions, rationale for carrying out the study, and organization of the dissertation. Chapter two covers literature reviews where by a number of concepts linked to the topic is discussed. Chapter three describes the research methodology that covers all methods and techniques used in data collection, the population of the study, sample size and sampling technique, methods of data collection (questionnaires, interviews and focus group discussions) and the methods of data analysis which include a combination of descriptive statistics and analytical methods.

In chapter four, the study aims to examine the contribution of teachers’ motivation on enhancing students’ academic performance in Tanzanian community secondary schools. This chapter therefore, deals with the data presentation, analysis and discussion. The section presented data and discussion in line with the study objectives. Chapter five summarizes the study, presenting a summary of findings of the study and conclusion, recommendations for action and recommendations for further research of the study.

CHAPTER TWO

LITERATURE REVIEW
2.1      Introduction

This chapter gives a summary of related literature used to conceptualize the research theme. It involves examining documents such as books, magazines, journals, scholarly articles and dissertations that have a bearing on the study being conducted. Literature was reviewed under the following subheadings: concept of motivation, types of motivation, and theories of motivation, Contribution of teachers’ motivation on enhancing students’ performance, Factors influencing teachers’ motivation, the extent to which teachers are motivated, synthesis and Research Gap identification.
2.2      Theoretical Literature Review
2.2.1
The Concept of Motivation

Motivation can be defined as an inner state that energize; moves, channels and sustains behavior goals towards goals (Weihrich & Koontz, 1993). Motivation can be examined from two focal points such as the external perspective of how to energize another person to work harder, faster and better or the internal perspective of why someone becomes motivated to work harder, faster better (Hanson, 2003). It is the willingness to exert high levels of effort toward organizational goals, conditioned by the effort’s ability to satisfy any individual needs (Bedi, 2009). 
Mwamwenda (1995), defines motivation as the causes of behavior, or whatever initiates and directs behavior. It is the way that drives desire and aspirations, which influence the behavior of human being. In this study, motivation is used as a general concept referring to the class of terms like motives, drives, appeals, pull, push and similar forces that motivate teachers to discharge their duties smoothly, particularly in secondary schools.
2.2.2    Types of Motivation

The existing literature puts forward, two major categories of motivation: intrinsic and extrinsic motivation. Herzberg (1959) refers to intrinsic motivation and extrinsic motivation as rewards. Extrinsic rewards, on the other hand, are what surround a job. They include salaries, fringe benefits and job security. Intrinsic rewards, on the other hand, are that of the job itself such as self-respect, sense of accomplishment and personal growth. This reveals that what motivates an individual can emanate from either outside (extrinsic) or within (intrinsic) the individual himself or herself.
No employee expects frustrations in their works. This kind of thinking is healthy and it motivates a person to be more active. Actually, employees expect from their employers’ better terms of services, rewards, praise, justice, appreciation of work, reasonable salaries and provision of some basic needs. Briefly, they expect that their employers will be motivating them in order to perform their work effectively. 
Therefore, in this study motivation will be taken to act as a catalyst or an energetic drive both intrinsically and extrinsically. There are various extrinsic factors that influence teachers’ performance and they include attractive remuneration, students’ discipline, good working conditions, favorable educational policies and high occupational status. Teachers are very important in creating the quality of education given to learners in schools, since they set most of the educational activities and spend highest amount of quality learning time with the learners not forgetting that the motivation levels of the learners towards their academic achievement is mainly determined by the teachers. It is through teachers’ commitment that the success of the implementation of educational reforms can be guaranteed (Dolton, 1999). It is not debatable that an attractive remuneration improves the living standards of the employees, teachers included. 
Most writers explain that motivation is a process of an individual’s psychology. It is a process that arouses, energizes, directs and sustains behavior and performance. People can be aroused and energized by ensuring that they are effectively motivated, which in turn make them experience a higher satisfaction with their jobs making them to be more committed to their job. Consequently, teachers like any other employees are assumed to be motivated with their work performance in exchange for incentives that correspond to or enable them to reach personal goals.
The living standard of teachers in most African countries is low since their remuneration is less than other professionals (Olantuji, 2011). Olantuji also appreciates that teachers have heavy workload and a better pay would only be a way of recognizing their good work and place them in a better position in the society. Olantuji (2011), observes that suitable pay not only improves the living standard of the teachers but also serves as a source of intrinsic satisfaction to the teacher as an employee and as an individual.
Teachers’ morale and level of motivation can be attributed to both their living standard and working conditions, which in turn influence their performance in the classroom (Javaid, 2009). The key factors are workload (number of students and working hours), general classroom conditions, management support, location, living arrangement and distance to work. Basing on his arguments; “housing and travel are the two critical issue affecting teacher’s morale and motivation in virtually every country. Finding decent accommodation in rural areas is a major teachers’ headache for most teachers. Means of transport to work tends to be a much bigger problem for urban teachers” (p.9)
2.2.3      Theories of Motivation

Several theories of motivation have been put forward over the years. These theories are very important because they are a result of intensive and deep research in different organizations suggesting the best ways of motivating people. In this study, the researcher preferred to use the theories of motivation because they focus on different educational issues that leaders need to address to have highly motivated teachers. In addition, these theories are applied by school leaders in different circumstances in secondary schools as they provide a comprehensive set of guidelines that can be used to motivate teachers and bring about a better understanding of the behavior and attitudes of teachers in the school setting. For the purpose of this study, only few theories which are relevant to this study were discussed. These include; Maslow’s Hierarchy of Needs theory and Herzberg’s Two Factor Theory,  
2.2.3.1    Maslow’s Hierarchy of Needs Theory

The theory was advocated by Abraham Maslow in 1954 that saw human needs are arranged in hierarchical ascending from the lowest level to the highest level (Maslow, 1954). He believed that people try to satisfy a high need when a lower need is already fulfilled. High needs, include social (love, affection, relationship and belongings), esteem (self-respect, autonomy, achievement, attention, status and recognition) and self-actualization (need for self-fulfillment) need. The lower needs, on the other hand, include physiological (hunger, thirst, shelter, air and sex) as well as safety (secure and stable environment and absence of physical and emotional harm) needs. To him, once any of these needs was met, it became less important as a motivator.
Unfortunately, the theory has been criticized by Robbins (2005) that there is little evidence that need structures are organized along the dimensions proposed by Maslow. That is, there is little research evidence to support the theory. The five need areas have not been verified empirically. Furthermore, the theory is too rigid and the systematic movement up the hierarchy does not seem to be a consistent form of behavior for many people (Bush & West Burnham, 1994). Despite its criticism, the theory was useful for this study. It provided a comprehensive set of guidelines that can be used to motivate teachers and bring about better understanding of the behavior and attitudes of teachers in the school setting.
Actually, Maslow’s theory is helpful for teachers and school leaders as well. As Ingram (1997) points out that transformation leadership appeals to higher order needs such as achievement and collaborative decision making while transactional leadership appeals to lower order needs of safety, security and affiliation. This has been supported by Owens (1995) that teachers should be given the opportunity to attain feelings of professional self-worth, competence and a sense of accomplishment. An absence of the three higher order needs such as esteem, autonomy and self-actualization results in low teacher motivation (Wright & Custer, 1998). However, the lower order needs must be met continuously so that teacher are sociologically and psychologically ready to seek satisfaction of the higher order needs, otherwise, the school leaders will not be able to focus on higher level motivation.
Therefore, school leaders must have a clear understanding of what constitutes the needs of their teachers. Moreover, the theory provided an inclusive conceptual framework of the manifestation of human needs, which enabled school leaders to understand teachers’ requirements within the school context. The school leader is then empowered to assist teachers in satisfying these needs and in so doing enhance teacher motivation for the sake of better performance. Maslow’s concept of a hierarchy of need is supported by Herzberg’s theory as explained below;
2.2.3.2   Hertzberg’s Two Factor Theory

This theory was developed by an American psychologist, Professor Frederick Herzberg (1959) who expanded the work of Maslow and developed a specific content theory of work motivation.  The theory distinguishes between extrinsic rewards (hygiene factor-reduce job satisfaction) surrounding a job such as salaries, fringe benefit and job security) from intrinsic rewards (motivators-increase job satisfaction) of the job itself such as self-respect, sense of accomplishment and personal growth). 
However, Hoy and Miskel (2008) argue that the two sets of factors that is hygiene and motivators of this theory are not as separate as the theory implies. For instance, to them salary was not just dissatisfies but also acted as a motivator to some people and things which encouraged dissatisfaction often were different from those that promoted satisfaction.
Herzberg however, has also not gone unchallenged. Bush and West Burnham (1994); Okumbe (1998) criticize the theory as being ‘methodical abound’ and it ignores situational variables. Furthermore, the theory is rigid and too simplistic to address the complexities of human motivation (Sergiovanni & Starrat, 1993). Despite its criticism, the theory was useful in this study as it addresses the idea that an employee may be motivated by the work itself. Thus, it helped the researcher to determine the extent to which the teaching profession itself can make teachers motivated to work in secondary schools. Ngirwa (2001) points out that despite the criticism; Herzberg’s theory has stimulated a considerable amount of research and debate, which have in turn contributed to a better understanding of motivation in working organization.  The major contribution of the theory is the recommendation of job redesign to maximize the motivator factors.
Herzberg’s Two Factor Theory may be applied to good effect by school leaders in the motivation of their staff. Teachers can be given opportunities to be involved in shared decision making, professional and personal growth programs, collegial relationships and teamwork with job enrichment opportunities.  
2.3    Empirical Literature Review

2.3.1  Contribution of Teachers’ Motivation in Enhancing Students’ Performance 
Viewing different literatures, there is a wide range of views about contribution of teachers’ motivation in students’ performance. Teacher motivation is critical for pupils learning outcomes. According to Mendez (2011), teacher attitude is the dominant factor explaining teacher and school performance in their evaluation of a basic education project in Guatemala. In East Africa, Anderson (2001), reports that teachers` motivation is a key factor in enhancing teachers’ commitment, which in turn is an important determinant of learning outcomes. It therefore follows that high teacher motivation leads to positive educational outcomes.
Voluntary Service Organization also maintained that teachers’ motivation is fragile and declining teachers’ performance in contributing to learning is strongly influenced by teacher motivation (VSO, 2002), The issue of teacher motivation is important because of its correlation with the quality of education (Mbope, 2010).  In addition, Mbope when examining the role of teachers’ motivation in improving the pupils‟ academic performance in public primary schools the findings indicated that teachers‟ motivation have the great role in increasing the teacher’s work morale.
Besides, Thungu et al. (2008) stated that, motivation saves to activate or energize behavior and to give it direction. Moreover, Sabutoke (2014), stated that money is the most important factor in motivating the industrial workers to achieve high productivity, added that establishment of incentive schemes and wages work as a means of stimulating workers to work hard to be committed and eventually to be satisfied with the motivation they get.
As well Caprara et al. (2006) suggested that, when teachers are motivated, they will love their teaching profession, they will teach effectively that may help the pupils to increase their academic performance. Consequently, Mbope in her findings revealed that teacher’s motivation has a great impact in the pupils‟ academic performance. As motivation increases, the level of performance also increases. Here, the findings of the study agreed with the findings of Mustafa and Othman (2010), who also found significant relationship among motivation and performance. The present study explored the impact of teachers‟ motivation in pupils‟ academic performance.

 Atkinson (2000), found positive relationship between teacher motivation and students’ performance. Malila (2003), observed that students’ performance is affected by teachers’ motivation in terms of provision of basic facilities such as housing, transport allowance and basic training including in-service courses. Adeyemo (2005), observed that motivated teachers are expected to provide quality service.  

2.3.2    Strategies to Teachers’ Motivation
In examining different literatures, there are number of factors influencing the motivation of teachers in secondary schools. These factors as well differ from one person to another. According to Ngalyuka (1985), employee’s needs are influenced by a variety of individual factors and this is so because human beings have their own tastes. Adedotun O, (2013) argues that, teachers have the biggest impact on the success and flaws of students` academic performance because their teaching motivations are instrumental in helping them learn and one approach is likely to produce different results from another.  

Studies done on motivation have shown that motivation is influenced positively by; good pay, good relations with management, healthy work environment, recognition and prospect for career advancement. Besides, in many developing countries a high proportion of teachers working in public schools are poorly motivated due to a combination of factors such as low morale and job satisfaction, poor incentives, and inadequate controls (Bennell, 2004). Lack of rewards amongst teachers who perform well kills teachers` morale (Michieka1994). Therefore, educational administrators must devise better methods of determining ways and means of rewarding teachers if they expect the reward to have an impact on performance (Kivaze, 2000).
Furthermore, studies indicate that in Tanzania, teachers experience low and irregular salary payments, lack of proper housing, poor sanitation and transport, lack of appropriate allowances, delay in grade promotion, inadequate teaching facilities, low status and limited opportunities for professional development (Anangisye, 2009; Anangisye, 2010; Tanzania Education and Training Policy (TETP), 1995; Hakielimu, 2009; Mhando, 2006; Sumra, 2005). As these situations affect teachers, they often feel isolated from other colleagues in other professions who do not experience similar situations. These factors make them feel as if they have been shut down and lead to negative impact on teacher morale and job satisfaction (Weiss, 2006).

In addition, studies by Anangisye and Barret (2005), Folajimi (2009), Jackson (1997), Kusereka (2002) and Mosha (2011), argue that teacher’s demotivation led to poor attendance, late coming, uncreative and non-stimulating teaching, poor interest of attending staff meeting, engaging in commercial activity during school hours and escaping from teaching profession.

Moreover, teacher motivation is the most influential factor and decisive role in the promotion of teaching and learning in educational organization. This is due to the fact that, motivated teachers have a sense of professionalism and enthusiasm, increase productivity, hardworking, smooth working relationships, improve morale, greater happiness, self-realization, loyal to their school and satisfied with their jobs (Muze, 1987; Sergiovanni & Starrat, 1993).

In this regard this section examines leadership and administration, pay, promotion opportunities, working conditions, as well as professional development, as some of motivational factors that influence teachers’ job performance in schools.
2.3.3   Working Conditions
Working conditions are some of the hygiene factors (extrinsic factors) relating to the work environment, which cause job satisfaction and dissatisfaction hence motivation (Herzberg1959). According to Clements-Croome (2000), environment in which people work affects both job performance and job satisfaction. In addition, the work environment also includes policies; rules, culture, resources, working relationships, work location, internal and external environmental factors, all of which influence the ways those employees perform their job functions Nyakundi (2012).

Furthermore, Ndirangu, K.S (2015), wrote that, working and living conditions have effect on teacher morale and motivation and thus affects their performance. The key factors are workload, classroom conditions, management support and distance at work, housing and travel affects teachers’ morale and motivation. 
According to Bannell and Akyeampong (2007), the high cost of travel contributes to teacher absenteeism and lateness in schools while very large class sizes are the norm for most teachers in countries such as India and Pakistan. Musazi, (2003), when employees work under poor management conditions, they tend to behave like caged animals looking for the slightest opportunity to escape and when such a time comes, they leave the institution without looking behind.

Consequently, Macfie (2002), it is important for management‘s effort to create a working environment where everyone is highly motivated and feels valued. He adds that if staff look after their health, they will be better in their own lives and in the business. If people feel better about the way they manage, their lives they will be more creative and more productive in the way they contribute at work.
Better still, Sekamwa, (2001) contends that clean environment, classroom, staffroom, adequate rooms for teachers, family friendly policies, balance between work and leisure and other fringe benefits are the necessary conditions for the teachers’ performance in schools. Other external conditioned like holiday pay, sick leaves, timely and adequate pays, job security and pension schemes are a catalyst to teachers‟ performance in schools. These still lack in institutions and most of the teachers have found it difficult to cope up with situations. Their attitudes and behaviors have also been affected as well as their performance.

Similarly, Robbins and Maicibi, (2003) assert that most employees prefer physical surroundings that are not dangerous and uncomfortable, prefer working relatively close to home in a clean environment with modern facilities, adequate tools and equipment. In some schools, teachers are adequately provided with enough institutional materials like laboratory equipment, chalk, textbooks and adequate furniture which.

As observed by Sekamwa (2001), feeling good at the workplace, being in control over one’s immediate environment are perfect recipes for job satisfaction and optimum work performance of employees in organizations or institutions. Fringe benefits, in institutions have however, become effective in attracting new employees but rarely motivate them to use their potentials more effectively. In institutions and schools in particular, teachers and management perform well when the work is very interesting with greater participation, challenges and opportunities for development, which are all the aspects of motivation.
2.3.4    Professional Development

Among the most important motivation factors for teachers’ is providing training and development, which can lead to many possible benefits for both individuals and the organization. According to Cole (2002), training can boost the employees’ morale and enhance their confidence and motivation. 
Further the author argues that well trained employees are able to efficiently utilize resources minimizing waste thus lowering the cost of production. Offering training to employees may also provide a sense of security and enhance employees’ loyalty and consequently lowering turnover.
The study done by Ndirangu, (2015), reports that in Kenya for example, schools often rely on in- service staff development to improve teachers’ effectiveness. This on-the-job training seeks to instruct teachers in content as well as pedagogy (Republic of Kenya, 2011). Several studies in other employment situations other than schools support a positive relationship between satisfaction with work place training and overall job satisfaction (Schmidt, 2004) and found that satisfaction with career development positively correlated with organizational commitment and job satisfaction.

2.3.5    Remuneration and Teachers’ Motivation
Studies conducted by Marnane and Olson (1990), demonstrated that teacher salary is an important determinant of the length of time that teachers stay in teaching. The results indicate that teachers who are paid more stay longer in teaching and teachers with higher opportunity costs, as measured by test scores or degree subject, stay in teaching less than other teachers.  

Mark adds that, motivation and payment to teachers play a vital role for good performance of students since by motivating teachers giving more credit commitment for teachers in teaching and learning process for students’ hence good performance in schools. As teachers’ salaries look poised to remain stagnant or decrease going forward, expectations for public school teachers to pay additional income into their health benefits compromises the logic of attempting to improve the quality of the teaching force during national reform.
A study by Salman, Mohammed, Ogunlade and Ayinla (2012), has found that majority of teachers and students have agreed that payment of poor remuneration, in terms of salary and allowances for teachers, affects their performance which as a result contributed greatly to students’ mass failure in Ondo State, Nigeria.

Fredriksson, (2004), re-emphasized the importance of motivating teachers on their jobs using a study conducted by the Voluntary Service Overseas (VSO) in 2002; the study observed that poor absolute value of the teachers’ salaries was a significant factor influencing their motivation. Low salaries and bad working conditions always breed corruption. The research report findings also noted that “there is a strong link between teachers’ motivation and quality performance and quality education. Bennel (2004) also remarked that teachers‟ pay and other material benefits were too low for individual and house hold survival needs to be met in developing countries.

Besides, salaries and wages paid to teachers as a motivating factor are still very low and this has resulted into poor or no performance, high labor turnover and strikes by the teachers and lecturers in various institutions (Maicibi, 2003:52 and, Morrison, 1997). However, Fournier, (1998) observed that weekly pay of civil servants is something that all workers expect by virtue of their employment, but other non-financial rewards like praise, promotion and recognition are continuous and continuously motivate the workers.

As suggested by Robbins (2003), salary increment is no longer a motivator to some employees because every time of moment, employees adjust to a new life style. This perception makes them feel that the next quantity of money would be appropriate to meet their needs. Therefore, school administrators should never expect their staff to openly say “we are satisfied and we no longer need a salary increment”. This is in line with the research findings by Robbins (2003), that the additional amounts of money offered for performance, are not always perceived by employees as significant.

Locke (1989:379) as quoted by Bratton (2003:288), points out that monetary incentive is related to all man’s needs like housing, food, health and care for himself and his family while Pfeiffer (1998:112) as quoted by Bratton and Gold(2003:289), attached its importance on improving the meanings of their lives. However, the research studies by Armstrong (2003), observed that external motivational practices like provision of salaries and wages have powerful effects on employees‟ performance but do not necessarily last long.

HakiElimu (2004), conducted a study to investigate teachers‟ payment in Tanzania and realized the teachers are earning less than what is required for their human survival. On the other hand, John (2010), Bakahwemama (2010) and Davidson, (2005), pointed 5 out the issue of teachers‟ payment in their studies and all agreed that good payment is one among the factors which motivated teachers to work effectively.

Nonetheless, Mbope (2010) writes that, in Tanzania, majority of teachers in public schools are suffering from various problems. One among those problems is concerning payments. Teachers are entitled to be paid salary, leave allowances and arrears when they get promotion. Teachers‟ payment problem emerged since the government started to implement Structural Adjustment Program me (SAPs) conditional ties particularly in the mid of 1980s (Lyimo, 2014). Prior to the implement of SAPs conditional ties teachers were paid salaries, leave allowances, transport allowance, rent allowance and teaching allowance. One of the conditional ties imposed by World Bank and IMF through SAPs was the reduction in public spending on social services including education at all levels. The reduction of public social services affected teachers‟ payments such as rent allowance; transport allowance and teaching allowances were no longer provided.

Similarly, Bakahwemama (2010), noted that the motivation for teaching comes from good payment. A good salary helps teachers to meet their basic needs and concentrate on teaching activities, while low salary discourages teachers to teach effectively.  John (2010), indicates that, public schools do not offer quality education because teachers are demoralized to work effectively due to low salaries they are getting from the government (John, 2010). Also, the school environment does not motivate pupils to learn, and the status of the classrooms is not attractive at all. This implies that teachers‟ commitment to teach effectively is much affected by their payment.
2.3.6    Leadership and Administration
The school leaders play a significant role in motivating teachers in order to facilitate effective functioning of the school as an organization. The school leaders have the responsibility to practice effective instructional leadership as this contributes to high teacher morale (Condy, 1998; Daresh, 1998; Halliday, 1999 & Gaynor, 1994). For that matter, the key role of the school leader is leading the staff and shaping an environment in which teachers can do their work best (Marshall, 1993). The teacher needs full support of the management to be motivated (Evans, 2001). 
Furthermore, leaders can create and motivate and elicit effective teaching from all their staff (Chan, 2004). Edward and Daniel (1996) and the Hawkmere Group Report (1998), observed that, managers need a conducive atmosphere for the employees to enable them measure their independence, increase their responsibilities, autonomy and gradually make tasks more challenging if the set goals or targets are to be achieved. 
In schools, individual workers are only encouraged to work to their best of their abilities. If they realize that they are in charge of their own lives and responsibilities, their jobs are more challenging, stimulating for them to be more accountable and participative.

Hawkmere Group Report, (1998) concludes that, in institutions, having too much workload, being stretched beyond limits, having no clear understanding of what is unexpected of them, greatly demotivates and demoralizes the staff to perform. Such institutions usually find it increasingly difficult to retain and attract the most capable, motivated and resourceful employees. Frequent interferences also demoralize the staff and where these employees are dissatisfied, motivation diminishes.
Besides, Kyambalisa, (2000) observes that managers and administrators in institutions cannot achieve meaningful results through others unless they have the ability to induce them to invest their full energy time and commitment to attain higher levels of performance. Consistent with this view, Smit (1994) points out that knowledge about the various theories of motivation and their constructive application assists the principals in their management tasks and contributes positively in motivating personnel.

Still, Steyn (2002), argues that effective principals are able to create an ethos that generates motivated and successful teachers and inspired learners in an effective school setting. Therefore, there is relationship between teacher motivation and the execution of the school leader’s instructional leadership responsibilities. The principal can influence teacher motivation by concentrating the leadership on the aspects of bureaucratic and structural aspects as well as the informal aspect respectively to ensure instructional quality. Kruger, (2003) Togneri, (2003). Through instructional leadership task the school leaders as a leader can influence the organizational culture of the school by emphasizing academic aspects such as staff development programs, involving teachers in decision making, providing resources, supervision and the provision of instructional time. School leaders may also inspire motivation in teachers through- their own behavior at schools.

Barnet and McCormik (2003), comment that inspirational motivation occurs when leaders motivate and inspire teachers, who are followers, by providing the means and challenges in their work, for example by giving inspirational talks, communicating their vision and acting in way that inspire enthusiasm.
For efficiency and success in schools, school leaders have to change the culture of violence and complacency and establish a more caring, participatory and democratic school environment (Leach, Machakanja & Mandoga, 2000). This is also realized by helping teachers to develop the quality of their teaching, providing guidance, improving performance and enhancing professionalism and morale rather than simply on criticizing of teachers (Craig, 1999; de Grauwe, 2001).  

For that matter, school leader as visionary personnel have a role to build commitment, provide day to day motivation and support among teachers individually and collectively to make them work effectively towards the realization of the school’s core mission (Weinberg & Gould, 1999).

Mark in her study reports that, teachers continue to work after normal hours in the education system of Tanzania. Besides, a teacher has to attend to other emergencies in the school where such extra time is not considered for incentives or other motivation package. There is a tendency of heads of school to encourage teachers to stay in school to make correction and to prepare for the coming day lesson. However, the payments for teachers dissatisfy them since it fails their expectation and their needs. Therefore, teachers need motivation as stimuli to reinforce them in teaching profession.

In examining vast of literatures Bame, (1991) teachers are said to be de-motivated. For example, a study on investigation as to why teachers leave the profession cited inadequate salary, low prestige for teachers and lack of opportunities for promotion as the major factors (Bame, 1991). More recent studies have found poor or non- implementation of services and deplorable socio-economic conditions in rural areas, where most teachers work as additional factors (Cobbold, 2007). Bennel (2004) also remarked that teachers pay and other material benefits were too low for individual and house hold survival needs to be met in developing countries.

Their status has been greatly reduced mainly due to poor conditions of services, such as low status of teacher and low salaries, which may lead to lack of motivation. At the moment their salary levels are so low and teachers are classified among the poor who are unable to afford all the essentials of life (Carmody, 2004). According the ministry of education in Zambia (1996), lack of accommodation for teachers is another problem faced by urban teachers. Most teachers make their own accommodation arrangement near the schools and sometimes at longer distances. The houses in schools are in deplorable state because of lack of maintenance.

Millman, (1985), argues that when the teachers arrive at schools and are insecure about health protection, financial security for their families, and work in poor and cramped working conditions, they are in poor condition to demonstrate their highest level of proficiency. Vroom & Deci as cited in Okonkwo, (1997), posited that workers will be motivated to perform their jobs effectively to an extent to which they are satisfied with those jobs. The more workers’ rewards are, the harder they would work. 
Similarly, the greater the extent in which an employee’s needs are satisfied in his job, the greater the extent to which he would respond, presumably with gratitude or loyalty. So, when teachers are satisfied with their jobs, they will give their students the best and they will be willing to transform education at the secondary level. In addition, they will be willing to transform and prepare the student for higher studies or to perform societal roles.

Ndu (1984), opined that satisfying teacher’s needs would encourage them to see the need to advance one’s education. A well-educated teacher produces educated students. He added that ensuring adequate satisfaction for teachers through motivating them in the school system is by the use of job enrichment, which has been described as an attempt by management to increase the intrinsic rewards and to build into jobs a higher sense of challenge, importance and achievement.

Similarly, Nwankwo (1982), asserted that teacher’s job satisfaction can be achieved through; enhancing the feelings of teachers achievement by recognition and rewarding excellence; involving teachers in decision-making and leadership; proving healthy social climate in the school and improving teachers personal outlook; making the work challenging interesting to teachers by way of assigning special duties and protect them; assigning responsibilities for special function to teachers and ensure adequate authority for carrying them and promoting teachers’ personal and professional advancement through recognition of the role played by the teacher (Dabo Steve Azi, 2016).
2.4    Synthesis and Research Gap
In Tanzania, there are few studies that have been conducted on the contribution of teachers’ motivation in enhancing student academic performance in community schools, especially on the extent to which teachers are motivated and the factors influencing the motivation of teachers in community secondary schools.  Few studies conducted in Tanzania addressed the issues of contribution of teachers’ motivation in enhancing students’ performance. 
For example, a study by Kelvin (2016), investigated the role of motivation in teacher’s job performance in public and private secondary schools in Tabora municipality. Mbope (2010), investigated the impact of teachers’ motivation on the improvement of the quality of teaching and learning in public primary schools in Ilala district, Tanzania interaction of teachers and students of diverse learning styles during science teaching and learning in secondary schools in Tanzania.  
Yet the previous studies did not investigate intensively on the contribution of teachers’ motivation toward enhancing students’ academic performance in community secondary schools. The study therefore, aimed at filling this gap in knowledge by exploring the contribution of teachers’ motivation toward enhancing students’ academic performance in community secondary schools.  In the pursuit of investigating, teacher motivation will help in promoting student academic performance in community secondary schools in Tanzania.  
CHAPTER THREE

RESEARCH METHODOLOGY

3.1     Introduction

The research methodology for this study is presented in this chapter. It will cover the study, research approach, design of the study, population, sample and sampling procedures, data collection, and data analysis and presentation plan, validity and reliability of instruments and ethical consideration.
3.2      Research Approach

Based on the overall research objectives, this study was conducted within the framework of mixed research methodology. The need to use both designs in a single study justifies the need to use mixed methods design. Mixed method approach takes the aspects of combining the interviews and questionnaires in a single study to produce integrated results which are more credible and reliable than if the researcher opts to use a single design Tashkkori and Teddlie (2009). Therefore this study employed mixed methods design as recommended by Tashkkori and Teddlie (2009) as the design has power to produce credible and reliable results because it incorporates data from both interviews and questionnaire.
 Therefore, some elements of quantitative research were used in some questions and qualitative research approach was also preferred because it allowed the researcher to conduct in-depth investigation of the effect of teachers’ motivation in community school environment. For instance, Best and Kahn (1998) argue that the qualitative research approach allows the researcher to conduct in-depth investigation on the natural setting, in this case being the community school context.
Thus, by using qualitative research approach, the researcher was able to gain a deep understanding of teacher motivation through interaction with teachers and school leaders who gave their views, meanings, experiences, feelings, knowledge, opinions and perception of teacher motivation. The focus here was the understanding of the motivation from the teachers’ perspectives and how community school leaders’ influence can contribute to motivation of teachers.
On the other hand, the study involved quantitative approach in which some variables were analyzed quantitatively giving frequencies, percentage, means and standard deviations that portrayed various dimensions of the variables under study. This made it possible to involve reasonable number of teachers, to collect standardized information and make the respondents to write freely and privately to the set of questions through questionnaires about the contribution of teachers’ motivation on enhancing in community secondary schools.
3.3      Research Design
Research design is a plan on how the study will be done including how the data will be analyzed and presented (Gray 2009). Looking at the nature of the study objectives that require status of the teacher motivation and motivation and its contributory in enhancing the student’s academic performance, it is seen that, both   qualitative and quantitative designs are needed to address the study objectives. 
3.4    Area of the Study

The study was conducted in six community secondary schools in Morogoro district in Morogoro /region. In Morogoro district there are six (6) wards where six secondary schools were selected from each ward. This helped to have real presentation and coverage of Morogoro district. The community secondary schools were: Lundi; Kisemu; Mkuyuni; Mvuha; Nelson Mandela and Mikese secondary schools. The selection of the area (Morogoro rural district) is because it is one among the districts in Morogoro region, which is located in rural area having some community secondary schools of different nature. 
With respect to motivation patterns, it is commonly argued that working in community secondary schools is considerably more difficult due to poor living and working conditions because many of them are found in rural context (Bennel & Akyeampong, 2007).  Therefore, it was important to explore the contribution of teachers’ motivation in relation to heads’ influence in those community schools. Furthermore, the researcher considered that the selected community secondary schools in the district were fairly representative of the entire community secondary schools in Tanzania.
3.5      Target Population

The target population in the present study comprised of all community secondary schools, the schools’ heads and teachers of community secondary schools in Morogoro district. According to Fraenkel and Wallen (2000) population is usually a group of people (students, teachers or other individuals) who possess certain characteristics. Community school heads constituted a necessary strategic response in each school because they form the core of the school administration. They are leaders who were being the key informers. They were able to explain about their influence and leadership styles they apply and the extent of the relationship that exists between them and the teachers. Teachers as the main actors or implementers of all school activities provided valuable information regarding teacher motivation in relation to their situation. Teachers were able to describe problems, which face them in day-to-day teaching and learning activities; school leader’s abilities to motivate them and adhere to leadership principles as well as major factors which make them to work effectively.
3.6       Sample and Sampling Techniques

3.6.1    Sample of the Study

The study comprised six secondary schools from Morogoro district in Morogoro region. The total sample of this study comprised seventy-two respondents (6 community secondary school heads and 66 teachers). The study employed mixed research approach in order to get better understanding of research problem than either quantitative or qualitative data by itself, also the use of mixed approach needs less time because both qualitative and quantitative data are collected at the same time in the field.  In this study the quantitative approach used the questionnaire to obtain data from teachers in the visited community secondary schools. The qualitative approach was employed to conduct interviews with the key informants i.e., Heads of Schools. 
The mixed approach was used because it gave the ability to the study to be able to employ both closed ended and open-ended questions. Moreover, the approach allowed multiple data forms drawing on all possibilities, statistical and textual analysis (Creswell, 2003). Thus, the researcher extracted from the population of teachers and community school leaders by working in similar situations for investigation purpose (Goes & Le Compte, 1984). Furthermore, the sample helped the researcher to limit the investigation into smaller units to match available resource.
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Figure 3.1: The Map of Morogoro District Showing the Study Area

Source: Morogoro District Land Office
3.6.2 
Sampling Techniques

This study used both purposive, simple random sampling and stratified random sampling technique. The researcher used purposive sampling to obtain heads of community secondary schools who selected by virtue of their administrative posts as community school leaders. Therefore, 6 community school heads from 6 sampled schools were purposively selected due to the fact that they are the leaders whom are the key informants.
Random sampling was used to obtain 6 community secondary schools in Morogoro district. From the list of 10 schools in Morogoro district, the samples of 6 schools were selected randomly from number one to ten. Stratified sampling was used to obtain a sample of 66 teachers from 6 secondary schools. The sampling was based on gender to get equal representation between male and female teachers in regard to their number for each community secondary school. 
Fifteen pieces of papers were assigned number one to eleven to each community school. The rest of pieces were left blank; thereafter pieces were dropped in the box and shuffled. Teachers who picked up pieces of papers with numbers they were selected to participate in the study.

3.7       Methods of Data Collection and Instruments
Three methods of data collection were employed in this study, namely; interview, questionnaire, and documentary review. Thus, a variety of methods used to collect data and therefore supplement each other to ensure validity of the study. Cohen, Manion and Marrison (2001), encourage the use of many techniques so as to get the reality of what the researcher will be interested to investigate. Each of these methods will be explained further in the following subsections.
3.7.1     Interviews
The interviews were used to tap information of this study from teachers and school heads. As noted by Kombo and Tromp (2006), that interviews are questions asked orally. This method was suitable for intensive investigation and useful for tapping information about the contribution of teacher’s motivation on students’ performance. 
This had made it possible to determine what the participants know, like, dislike and their thoughts in relation to teachers’ motivation in community secondary schools. Therefore, interview in this study explored personal factors such as feelings, attitudes and reactions of teachers in relation to contribution of teachers’ motivation on students’ performance. The interview allowed the researcher to get first-hand information.
Hence, in this study face-to-face, semi structured interviews open-ended questions were used to collect data from heads of schools and teachers. Moreover, six head of schools and will be interviewed. The interview schedule comprised of a written list of questions that need to be answered by the interviewee and in average one interview session lasted for 30 minutes. 
The interviewer-initiated conversation and collected information by using a tape recorder. Supplementary questions were asked for clarification on some points. This enabled the researcher to get more information, opinions, views and ideas from school leaders and the rest of the teachers.

3.7.2    Questionnaires
This study also used questionnaires to collect information regarding the contribution of teachers’ motivation on enhancing students’ academic performance. Through questionnaire a considerable amount of research data was obtained and enabled the researcher to collect a lot of information about the contribution of teacher’s motivation on students’ performance from many teachers in a short time and to give the respondents teachers privacy to respond to the set of questions (Kombo & Tromp, 2006; McMillan & Schumacher, 2001).
In this study, therefore, both open-ended and close-ended questionnaire were used to tap information from teachers. Open-ended items were used to collect information regarding the major factors, which motivate teachers to teach effectively at schools whereby teachers’ respondents required writing responses in a detailed manner. It provided freedom to teachers to provide ideas and opinions in order to obtain desirable information regarding major contributions of teacher’s motivation on enhancing students’ academic performance. Nsubuga (2000), argues that an open-ended form of questionnaires permits respondents to answer freely, fully, in their words, and in their own frame of references.
The method gave respondents teachers the opportunity to reveal their motivation conditions at school as far as community school leaders are concerned. On the other hand, close-ended questionnaires in this study were used to restrict respondents to predetermine responses regarding the motivating strategy used by community school heads and its contribution on teachers’ motivation as well as examine the relationship between motivating strategy and performance of teachers (Nsubuga, 2000). The researcher administered questionnaires to teachers directly. Teachers were requested to sit in the staffroom to avoid inconveniences. Questionnaires distributed to each teacher and the researcher directed them on how to fill in the questionnaires. Respondents were requested from the researcher to teachers to answer honestly in order to ensure that genuine information from respondents obtained. Lastly, all questionnaires collected from all respondents and on average and it took at least 45 minutes to complete filling each questionnaire.
3.7.3   Documentary Reviews
Documentary reviews were also be useful in this study due to the fact that it helps the researcher to get first-hand information with evidence that will be obtained from the documents that will be recorded, add knowledge to fields of inquiry and explain certain social events (Best & Kahn, 1998). Kester and Chambua (1993), argue that documentary review involves any activity in which evidence or data is extracted from documents of any recorded (written or oral) text that contains information about human behavior, social conditions and social processes. This study, therefore, used primary sources of documentary data which involved school records and documents like meeting minutes, administrative records such as reports on national form IV academic records, lesson plans, and schemes of works, subject logbooks, lesson notes, students’ exercise books, class journals and syllabus.
The documentary analysis instrument was based on lesson plans, schemes of work, subject logbooks, lesson notes, syllabus, students’ exercise books ad class journals. These helped the researcher to assess teachers’ effective participation in the teaching process, daily attendance and punctuality at schools to address the object under the influence of leaders and strategies, which employed by community school heads to motivate teachers. The documentary review enabled the researcher to review whether teachers have written letters to recognize their work and achievement and to have a clear picture on contribution of teachers’ motivation on students’ performance and how school heads influence teaching process and motivation in schools.
3.8       Validity and Reliability of Instruments

3.8.1    Validity

Shiundu (2005), defines validity as the degree to which the instruments logically measure the intended variable (Creswell, 2009; Miles & Huberman, 1994 & Yin, 2009). The validity of the instruments was ensured through a discussion of the items on the interviews, focus group discussions (FGDs) and questionnaires with the researcher’s supervisor and some fellow students in the program of Master of Education Administration, Planning and Policy Studies students at the Open University of Tanzania (OUT). From the comments that obtained, the instruments were improved and thus validated according to relevance, accuracy and coverage of the study.
3.8.2    Reliability

Reliability refers to whether the process of the study is consistent, reasonably stable over time and across researchers (Creswell, 2009; Miles & Huberman, 1994). The instruments of data collection must measure what it is intended to measure in a consistent manner. As part of ensuring validity and reliability of instruments that were used in the study such as interviews, questionnaires and focus group discussions the researcher carefully prepared the instruments in close supervision of the supervisor. Furthermore, these instruments were also presented to colleagues Masters of Education Administration Planning & Policy Studies (M.Ed. APPS) students at Open University of Tanzania. Thereafter, pilot testing of the instruments was conducted at Mvuha Secondary School in Morogoro district. 
The sample included one community school leaders and eleven teachers. The response, which derived from the pilot study enabled the researcher to redesign some of the research questions for ambiguity clarification and making necessary adjustments. The inquiry was largely carried in English language as it is used as the medium of instruction in Tanzania secondary schools. 
The use of English appeared important as it is spoken and well understood by all the community school leaders and teachers. It is expected that the respondents were fully understand the issues that were raised during the interview, questionnaires and focus group discussion through cooperation with the researcher. Further, this helped to increase the confidence and freedom of the respondents.
3.9       Data Analysis Procedures

Kothari (2004), defines data analysis as a process that implies editing, coding, classifying and tabulation of collected data. Since this study employed the mixed study approach, both qualitative and quantitative approach. Primary data from the field was edited to eliminate errors made by respondents. Coding was done to translate question responses into specific categories. Coding was expected to organize and reduce research data into manageable summaries:
3.9.1     Qualitative Analysis Procedures

In this study, qualitative data analysis and presentation involved selecting, organizing, analyzing, interpreting and reporting data. Data analysis was in the form of descriptive and narrative which means that the researcher described, narrated and summarized issues throughout the study. In organizing and presenting data analysis, several methods were employed including data analysis by respondents, by issue (theme), and by instruments (Cohen et al., 2011). The researcher categorized related topics where the major concepts or themes identified and analyzed basing on the research objectives.
3.9.2     Quantitative Analysis Procedures

Quantitative data was analyzed using descriptive statistics by using the questionnaires. Descriptive statistics such as frequencies and percentage were used to describe the data in relation to specific objectives identified in chapter one. This analysis was useful in identifying issues about the contribution of teachers’ motivation on students’ academic performance. The analyzed data were presented in form of tables, pie-charts and bar-graphs where applicable.
3.10      Ethical Considerations

The researcher played much attention in following the procedures for conducting research and the roles and regulations during the process of preparation and to conduct research in the field of study as follows:
3.10.1  Research Clearance Letters
The researcher asked for the research clearance letters from the office of Vice Chancellor (VC) Open University of Tanzania, and permission from the District Administrative Secretary (DAS) from Director Morogoro District Council respectively. The letters introduced the researcher formally to the community school leaders, teachers, students, citizens and village executive officers.
3.10.2  Informed Consent of Respondents  
In this study, the respondents were informed about the purpose of the study and the importance of the information, which was generated from the study. Participants were asked for their consent to participate in the study. 
3.10.3  Confidentiality 

Furthermore, the researcher ensured confidentiality of the information sources that is; school leaders and teachers that the information which provided would be treated in confidence and for the research purpose, for the development of the society and education in general. The researcher was careful in storing data and protected the anonymity of respondents by excluding real names of schools, school leaders as well as teachers. For the purpose of data presentation and analysis and with consideration of confidentiality, 6 community schools were identified as community school A, B, C, D, E and F School leaders and teachers from each of these schools were identified as relative to their schools.
CHAPTER FOUR

 PRESENTATION, ANALYSIS AND DISCUSSION OF THE FINDINGS

4.1      Introduction
This chapter presents and interprets original and first-hand data found from the fieldwork. The data are presented in the tables basing on the three specific questions that guided the study. However, before embarking to directly answering the questions the chapter presents descriptive statistics indicating direct responses to the scales used to collect information. 
The chapter is organized in subtitles such as characteristics of respondents, status of teacher’s motivation, students’ academic performance, and the strategies that would enhance teachers’ motivation. Qualitative data collected from interview session involved heads of the surveyed community secondary schools are to be presented in this chapter to supplement those gathered from quantitative data from teachers.

4.2      Demographic Characteristics of the Respondents 

In this study, teachers’ demographic characteristics refer to attributes that influence their perceptions on enhancing students’ academic performance in community secondary schools. These attributes are sex, age, education level, years of teaching experience. The demographic characteristics of teachers, who were involved in this study is presented in Table 4.1.
Table 4.1 indicates that out of 72 teachers who participated in this study, 43 (59.7 %) were males and 29 (40.3%) were females. Research by Davidson et.al, (2005) revealed that female-male composition of teaching and senior posts is not new: the majority of teachers in England are women yet relatively there are a greater proportion of male teachers in senior position.

Table 4.1: Demographic Characteristics of Teachers
	Demographic characteristics 
	Categories 
	N
	Total %

	Gender 
	Male 
	43
	59.7

	
	Female 
	29
	40.3

	Age 
	21-35
	39
	54.2

	
	36-45
	19
	26.4

	
	46-50
	9
	12.5

	
	51-60
	5
	6.9

	Educational level 
	Diploma
	17
	23.6

	
	Bachelor
	50
	69.4

	
	Masters
	5
	7

	
	Above masters
	0
	0

	Years of teaching experience
	Less than two years 
	13
	18

	
	2-5 Years 
	23
	31.9

	
	6-10 Years 
	23
	31.9

	
	11-15 Years 
	8
	11.1

	
	15 Years and above
	6
	8.3


Source: Field data (2019)
From the findings of the study, it can be said that there are many male teachers in community secondary schools in Morogoro district Tanzania. The implication of the sex results is that, many secondary schools in Tanzania; especially those in a rural setting have more male teachers than female teachers. This might be due to the reason that men tend to be satisfied with all working environment and they are also having high enrolment rate in teachers training programs compared to female teachers. 
On the other hand, majority of teachers were males and minority females because gender stereotypes are reflections of what people observe in daily life and then perceive to be true. Deaux K. (1974) observed that gender-based stereotypes are stronger than racial based ones and that certain social groups, men and women are obliged to submit to them. Likewise, women value interpersonal relations, environment, life-style and family hence stereotype gender theory prescribes a woman’s occupation mainly to her private sphere. This theory can therefore, be used to explain the big difference in the percentage of gender composition of the teachers in community secondary schools in Morogoro district where the majority of the teachers were males.

In terms of age, the teacher respondents whose age ranged from 21-35 years were 39 (54.2%) and those of age ranging from 36-45 years were 19(26.4%). Also teachers whose age ranging from 46-50 and 51-60 were 9(12.5%) and 5(6.9%) respectively. Age is an important factor for individual motivation and satisfaction. 
According to the findings many respondents 39(54.2%) were of the age between 21-35. This implies that 21-35 years of teachers is the working age in which majority of men and female are struggling to work in order to take care of families and relatives. It is the age in which psychologically the individuals seek satisfaction in their jobs. Warr (1992) observed that economic and promotion opportunities are of greater concern among the younger employees. 
According to him, activities that promote self-concepts and identity rises with age, hence assuming that the basic needs are achieved than intrinsic rewards such as the satisfaction of a good day work are more motivating to the older employees than to the younger employee. This may therefore, explain the observation that the majority of teachers of the surveyed community secondary schools being young with ages of 21-35 because their salaries rated as one of the motivating factors.
Regarding the teachers’ qualifications, 50 (69.4%) out of 72 had a Bachelor degree; 17 (23.6%) were Diploma holders and only 5 (7%) had master’s degree. This implies that the majority of secondary school teachers had a Bachelor degree though the minimum qualification to teach Ordinary Level Secondary school is Diploma in Education according to Ministry of Education, Science and Technology (MoEST) secular 8.  
This finding further revealed that that some teachers from the sampled community secondary schools were either upgraded themselves so as to address the ever increasing professional challenges or some were newly appointed to join the profession direct from universities. Therefore, it can be said that teachers in the sampled community secondary schools had adequate qualifications for the profession, which was the interest of the study. 
The results of this study clearly point out that qualified teachers are likely to lead to better students’ performance, but this is only if other factors are taken into consideration, namely teachers’ commitment to the job as well as their satisfaction with the school administration. With regard to teaching experience, 23(31.9%) and 23(31.9%) teachers had experience ranging between 2 to 5 and 6 to 10 years of teaching pupils in community schools respectively.  
Additionally 13(18%) had taught for a period of less than one year, 8(11.1%) of the respondents had taught for a period between 11-15 years and that 6(8.3%) of the respondents had taught for a period of above 15 years.  This implies that, that majority of teachers 46(63.8%) interviewed had taught community secondary schools for a period between 1-10 years, they may be or not be dissatisfied with their jobs due to stress but by other factors which was also the interest of this study. The findings of the study are supported by Nagy and Davis (1985) who found that motivation increase with years of experience thus teachers with more experience tend to be more motivated and satisfied than the young who are less experienced. 
Esther and Marjon (2008) did a study in Netherland on motivation to become a teacher and its relationships with teaching self-efficacy, professional commitment and perceptions of the learning environment. They found that teachers’ rating of the academic assessment during their training related significantly to teachers’ motivation based on prior learning and teaching experiences and teachers’ motivation based on teaching as a fallback career. The researcher therefore, considered the information given by the teachers to be reliable as it was given out of experience.
4.3      The Status of Teachers’ Motivation in Morogoro District Council

The first objective of this study investigated the status of teachers’ motivation in Morogoro district council. Six Heads of schools were interviewed to gate their views and comments about status of teachers’ motivation to teaching and teachers’ accommodation respectively. The results are summarized by more descriptions in the subsections below: 

In terms of status of teachers’ motivation, the responses had two main themes: job satisfaction and recognition and respect from the community, which are presented in Table 4.2.
Table 4.2: The Status of Teachers’ Motivation
	SN
	Themes

	1.
	Job satisfaction 

	2.
3.
	Recognition 
Respect from the community


 Source: Field data (2019)
4.3.1    Job Satisfaction

The interview indicated that teachers were somehow motivated to work to realize the better academic of the children in schools. The interview to teachers reflected that the status was positive among teachers as they were able to attend classes as planned and the class journals were filled properly.

In an interview the class teacher responded that we are committed to teach and it is not possible to see the teacher misses class at our school .The class journals are filled and it is the culture of the teachers to compensate even lost periods.

The above quotation indicated that the status of teacher morale and school attending classroom was good and it reflected certain level of positive motivated teachers in those schools. This further may indicate that the status of teachers job satisfaction was good and this motivated to continue working for the school to increase the schools students’ academic performance.

4.3.2    Recognition and Respect from the Community

The study revealed that recognition and respect from the community was the status of teachers’ motivation in Morogoro District Council. How recognition and respect from the community motivates community secondary teachers doing their job is presented in this study includes being role models to the society.  
On creating role models, the findings through interview with Heads of community secondary schools revealed that recognition and respect from the community was the status of teachers’ motivation. In explaining how recognition and respect from the community is the status of teachers’ motivation, one Head of Community Secondary School had this to explain:
As a teacher, I am respected and recognized by the community where I am living. This is because on one hand I am a role model myself to a wider society due to my good behaviour and on the other hand I create role models (disciplined and higher performed students) who are the workforce of the next generation of the state.  When I meet with my former students employed or self-employed, I receive respect not only from the students themselves but also from the community he/she comes from. 

The above quotation implies that recognition created role models and communicates collaboratively the quality educational standards, which enhance great students’ performances. Research findings also revealed that respondents had common opinions about criteria they often use in promoting teachers as they said: 
Teacher promotion is an important issue in school administration that deserves more academic attention. For instance, in business management a commonly used tool for employee motivation, aside from promotion, is the compensation system, which can be flexibly and frequently adjusted with the performance of individual staff members. 
However, in the existing education system, pay levels and structure are relatively fixed and it is difficult for heads of community schools to use the compensation system as a tool to motivate teachers. Promotion is therefore the most important reward that heads of community schools can use.
One of Heads of Community Secondary School had this to share on the status of teachers’ motivation in community secondary schools in Morogoro District. 

“It is the policy of the academic department to strictly adhere to the principles of merit, competence, fitness, and equality, and that the selection and promotion of teachers shall always be based on their relative qualifications and competence to perform their duties and responsibilities of the position. Therefore, the interested and qualified teacher-applicants who wish to be promoted shall demonstrate those criteria”. 

The above-mentioned responses implies that the status of teachers’ motivation in the surveyed community secondary schools in Morogoro district as teachers’ process of quality education to students was good despite the fact that their extrinsic motivation such as attractive salary, increments, promotion, accommodation was inadequate.
4.4      The Contribution of Teachers’ Motivation on Enhancing Students’ Academic Performance 
This section presents the findings of the second research objective, which assessed the contribution of teachers’ motivation in enhancing students’ academic performance in community secondary schools in Morogoro Municipality. To assess the contribution of teachers’ motivation, questionnaires were employed for participants to fill in, and interview sessions were conducted that could enable achieving this objective. The aim was to gain a better understanding of whether or not they possessed adequate knowledge on the teachers’ motivation on teaching secondary community schools. About 66 secondary school teachers were given questionnaires and six heads of schools were interviewed to gain their understanding of the teachers’ motivation in teaching community secondary school in Morogoro District council see (Table 4.1). The objective was guided by two sub-research questions: first, what is the status of teachers’ motivation in teaching community secondary schools in Morogoro district council? And second, what is the contribution of students’ academic performance in community secondary schools in Morogoro district council?  The findings are presented in alignment to those sub-questions. 
In an interview with teachers there were signal that the teachers were not given enough motivation such as good teaching environment and there were delays in promotion this demotivated the teachers to work very hard to realise the good academic performance of students. 
In an interview the teacher said that the school administration is not giving priority to the basic working condition for teachers, we don't have good houses were not preveraged to housing allowance, we are not having good office for planning and preparing lesson the school office are not having computers. So it is from our own effort to fulfil the schools duties with these hadles.
4.4.1   The Status of Teachers’ Motivation in Teaching Community Secondary Schools 
This section presents results of sub research question one of the research questions for objective two of the study. What is the status of teachers’ motivation in teaching community secondary schools in Morogoro district council?  Community secondary teachers were asked to rate their experience of teaching community secondary schools against the motivational statement and Heads of community secondary schools were interviewed to give their opinions on teachers’ motivation in teaching community secondary schools.  The results of this question are summarized and presented in table 4.3. 
Table 4.3: Status of Teachers’ Motivation in Morogoro District Council

	Motivational Statements
	Experience Levels

	
	SD
	D
	U
	A
	SA

	
	f
	%
	f
	%
	f 
	%
	f
	%
	f
	%

	(i) Working according to the professional ethics
	1
	1.4
	1
	1.4
	4
	5.5
	36
	50
	30
	41.7

	(ii) They are flexible and work in all environment
	3
	4.2
	12
	16.7
	4
	5.5
	29
	40.3
	24
	33.3

	(iii) They are punctual and attend all classes
	0
	00
	12
	16.7
	6
	8.3
	24
	33.3
	30
	41.7

	(iv) They are good in handling learners’ problems
	0
	00
	11
	15.3
	4
	5.5
	34
	47
	23
	32.2

	(v) They can work beyond the normal time
	0
	00
	13
	18.6
	9
	12.5
	25
	34.7
	25
	34.7


Source: Field Data (2019)
Key: SD=Strongly Disagree, D=Disagree, U=Undecided, A=Agree, SA=Strongly Agree, f=frequency and %=percentage.
4.4.1.1
 Working According to the Professional Ethics

From the above table 4.3, indicate that majority 66 (91.7%) of the teachers were working according to the professional ethics. On the other hand, minority 2(2.8%) of the respondents indicated that they were not working according to professional ethics while the other 4(5.5%) of the respondents were not aware as to either they were working according to the professional ethics or not. By professional ethics are meant “all issues involving ethics and values in the roles of professions and the conduct of the profession in society (Bayles, 1981, p.3). One function of professional ethics is to assure clients that professional services will be rendered in accordance with reasonably high standards and acceptable moral conduct. This confidence enables professionals to exercise relatively independent judgments in decisions affecting clients. Second, since the professional is rendering a public service, ethical codes assure the public at large that the professional is serving the public interest.

The code of conduct for teachers is a system of laws or rules laid down to protect the establishment of the teaching profession. For example, the professional code of conduct for Tanzanian teachers holds that teachers should not do any of the following: Over drink or drink alcohol during working hours; establish sexual relationships with his /her students; push or take drugs; be absent from work for no reason; administer criminal punishment to the learners; leak examination secrets to the learners; undertake acts of insubordination; involve in criminal offences. A part from the code of conduct every teacher shall recognize that she/he has certain responsibilities to the child under his/her care, the community in which he lives, the profession and the employer.

4.4.1.2 Teachers are Flexible and Work in all Environments
The findings in table 4.3 shows that 53(73.6%) of the respondents from the surveyed schools were flexible and work in all environments but only 15(20.9%) of the respondents were not flexible and do not work in all environments while 4(5.5%) of the respondents remained undecided. The overall quality of the environment in which teachers live and work powerfully influences overall levels of teachers’ motivation. This is even more so when, as is the case in Tanzania, teachers often have little choice about where they work. There are many contributory factors that create a good work environment. In schools, the most important are the size and quality of classrooms, teacher workloads (number of students in each class and teaching and other activities), students’ behavior, teacher management and support and living conditions. 
Effective teachers can organize the environment to provide students with active, hands-on learning and authentic tasks and audiences. Opportunities for active learning experiences, in which students are asked to use ideas by writing and talking about them, creating models and demonstrations, applying these ideas to more complex problems, and constructing projects that require the integration of many ideas, have been found to promote deeper learning, especially when they are combined with reflective learning experiences. Teachers can develop learning activities with real purposes, audiences, and activity structures that mirror those outside of school settings. By encouraging discourse among students about ideas, concepts, and relationships they can create environments where the teacher is not the only source of knowledge. Teachers can also organize reflection on activity and analysis of ideas and products that enables learners to transform activity into broader understandings.

4.4.1.3 Teachers are Punctual and Attend Classes as per Timetable

The study was interested to know if the teacher respondents were motivated to attend classes within the stipulated timetable. It was found that the majority 54(75%) of the respondents said that they were punctual and attend in all classes timely. A very few 12(16.7%) of the respondents said that they were not motivated to attend classes timely; while only 6(8.3%) of the respondents had no side and remain undecided. This suggests that some teachers are intrinsically motivated to attend periods timely even if they are not externally motivated. 
Most of the teachers love their jobs, even if they are working in unfavorable environment; they go to classes on time and deliver what they are supposed to deliver. Data from interview of Heads of community secondary schools revealed that teachers are punctual and attend classes as per timetable. To explain that larger number of heads of community secondary schools explained that: All interviewees had the common stand that a school timetable allows teachers to manage their time at school. A well-structured timetable makes sure that no one teacher gets too many classes in a day. A proper timetable allows sufficient time for all teachers and students therefore reducing confusion. A timetable is said to be the second clock, it shows the hours during which school work is done, what work is to be done during each period of the school day and in each period of the school day and in each classroom in which work is to be done and the teacher to be the in charge of that work. 
The study also revealed that, teachers can only follow the stipulated school teaching timetable by the timetable makers from academic department to adhere the principles of timetable like flexibility where the timetable should be flexible enough to suit the changing needs and requirements of the students, environment, season, other internal school circumstances and latest trends of education. 

Also, in the timetable there should be some period for recreation like play and games, physical exercises, arts and crafts and other activities intervening between periods of serious study. The timetable should be framed keeping in view available time that is the length of the school academic year and total number of holidays. Other interviewees contrary added by saying that principle of justice should be considered meaning that the good timetable should give responsibility to teachers of suitable subjects where teacher should have the qualification for such subjects and they should not teach beyond their field and the teaching load should be equal as per teaching guide. There should be suitable duration of period that suit the age of the students. The timetable should have free periods for teachers so as to increase their efficiency and also to provide time for their correction work.

This implies that teachers know that they are supposed to play a role to support the learning processes of their students. They understand that reaching students means connecting with them and creating the right atmosphere for learning. Here are some ways teachers can do that support their students learning process:

4.4.1.4 Teachers are Good in Handling Students’ Problems

Teacher respondents were asked to indicate whether they were good in handling students’ problems and encourage them to study hard. The study revealed that 57(79.2%) of the respondents indicated that they were handling students’ problems and encourage them to study hard while 11(5.3%) of the respondents were not good in handling students’ problems, but 4(5.5%) of the respondents remain undecided. From the findings of this study, it can be said that majority of teachers from the surveyed community schools were good in handling students’ problem hence contributed on the students’ academic performance.

Data from Heads of community secondary schools revealed that teachers are good in handling students’ problems. Generally, most interviewee (83%) responded that if a student misbehaves in the classroom, a teacher must have a few techniques that they can use to reduce or eliminate the unwanted behavior. From misbehaving in the classroom to not doing the assigned work, there are many ways to deal with unwanted behavior including punishment, discipline, or even using rewards. 
However, the most effective way for dealing with students that are misbehaving in the classroom is using positive discipline. When they were asked what is positive discipline? They said that positive discipline is the practice of training or teaching a student to obey the code of behavior or rules in both the short and long term. They added that to develop a child's behaviors through self-control and making positive choices, and for whatever technique is used to prevent or reduce misbehavior will only be effective if:  Both the student and teacher understand what the problem behavior is and what the expected consequence is for the misbehavior; The appropriate consequence is consistently applied every time when the misbehavior occurs. 
On the other hand, the rest of the interviewees (17%) had the contrary view that punishment is the only way, which can be used to control the indiscipline of students. Punishment is an action or penalty that is imposed on a student for misbehaving or breaking a rule. Therefore, the researcher found that in most cases, using punishment or rewards is not needed, as the majority of problems or misbehaviors can be dealt with using positive discipline.

Are teachers committed on their day-to-day activities at school? This was the last item of the second objective of the interview guide where their responses on it were almost fifty-fifty meaning that some heads of schools said yes while others said no. Teacher commitment is the emotional bond teachers demonstrate toward their work. Teacher commitment has been recognized as one of the most critical factors in effective teaching. Thereby, teachers with high level of commitment can make a difference to the learning and achievement of their students. Firestone and Pennell (1993) maintained that commitment to teaching is an effective route to the development of teaching practice. Commitment to teaching gives teachers the responsibility to explore constantly new ways of teaching to develop learning experiences of students. Teachers with commitment have the potential to provide students innovative instructional strategies that can lead to beer achievement. Moreover, committed teachers through encouraging students to involve in school activities can create zealous learners. Teacher commitment is essential to high quality teaching and it includes commitment to the school, students, career continuance, professional knowledge base and teaching profession (Crosswell & Elliott, 2004). 
Though the findings were fifty-fifty but after discussion they agreed that Teacher commitment is a motivational force that inspires teachers to invest more time and energy in student achievement. This willingness of promoting student accomplishment inspires teachers to seek ways to enhance teaching profession and establish an effective learning environment to allow students to reach their goals. Teacher commitment is a crucial factor that impacts student achievement. Committed teachers devote themselves to their students, school and teaching profession. 
The above explanation implies that when teachers are involved in developing their teaching profession, they can influence student accomplishment. Teachers with high level of commitment also motivate students to involve in school activities. Once students take part in learning activities, they stand a better chance to develop their achievement.
4.4.1.5   Teachers work Beyond the Normal Timetable

When respondents were asked whether they work beyond the stipulated school timetable or not, the results show that 50 (69.4%) of the respondents agreed of which half of them 25 (34.7%) of the respondents were strongly agreed. 13 (18.6%) and 9(12.5%) of the respondents from community secondary schools were disagree and undecided respectively. This means that the differences in students’ academic performance can be attributed to this factor. Therefore, working beyond the stipulated normal school time table, support the need to make students perform well in their examinations.
4.4.2    The Contribution of teachers' motivation in enhancing Students’ Academic Performance in Community Secondary Schools 
The research question two inquired on the contribution of teacher motivation on enhancing students’ academic performance.  The results are presented from questionnaire, which use five point likert scale. The results are presented in table 4.4.
Table 4.4: The Contribution of Students’ Academic Performance
	Students’ motivational Statements
	Experience Levels

	
	SD
	D
	U
	A
	SA

	
	f
	%
	f
	%
	f
	%
	f
	%
	f
	%

	1. Students are punctual and attend all classes
	6
	8.4
	28
	39
	16
	22
	20
	27.8
	2
	2.8

	2. Students are eager to learn and perform better
	1
	1.4
	25
	34.7
	22
	30.5
	19
	26.4
	5
	7

	3.
Students work on all assignments
	5
	7
	4
	5.5
	24
	33.3
	10
	14
	29
	40.2

	4.
Students are well behaving
	0
	00
	24
	33.3
	15
	20.8
	30
	33.3
	3
	4.2

	5. 
School’s rank in NECTA is relatively good
	5
	7
	37
	51.4
	11
	15.3
	17
	23.6
	2
	2.8


Source: Field Data 2019

Key: SD=Strongly Disagree, D=Disagree, U=Undecided, A=Agree, SA=Strongly Agree, f=frequency and %=percentage.

4.4.2.1 Students are Punctual and Attend All Classes

Teachers’ respondents were requested to assert whether their students are punctual and attend all classes; the researcher used the scale of strongly agree, agree, undecided, disagree and strongly disagree. The results of the test shows that the 34 (47.4%) of all respondents said that students are not punctual and not attend all classes while 22 (30.6%) of the respondents agreed that students are punctual and attend all classes and 16 (22%) of the respondents rated undecided. The study results of this kind, suggest that failure to attend all classes timely might be contributed to long distance from home to school since many of the surveyed community schools are from rural settings characterized by poor infrastructures especially lack of students’ hostels.
4.4.2.2 Students are Eager to Learn and Compete with Neighbor Schools 
As shown in table 4.4, majority of respondents (26, 36.1%)disagreed that students are eager to learn and compete with neighbor schools perform better. Further, the study results also show that 24 (33.4%) of the respondents agreed with the statement. On other hand 22 (30.5%) of the respondents were undecided or had no opinion as to whether students are eager to learn and compete with neighbor schools perform better or not. A willingness to learn is the desire to gain knowledge and develop skills to improve your work performance. Students who demonstrate a willingness to learn are typically always searching for new opportunities to stay ahead of modern trends, achieve professional goals and complete more challenging tasks. Showing that you're willing to learn tells employers that you're a hardworking, driven and motivated team member. A willingness to learn is important because it allows students to learn new skills and abilities that may lead performance to raise. Students will often impress subject teacher with your drive and determination to learn new academic responsibilities. Managers and heads of schools may feel comfortable promoting students to higher positions because they know students are willing to learn how to complete more complex and big-picture tasks that will improve the academic's performance.
4.4.2.3   Students Work on All Assignments

Table 4.4 shows that 39 (54.2%) of the respondents were either strongly agreed or agreed with the statement that students from the surveyed schools work on all assignments. The study also found that 24 (33.3%) of the respondents had no idea (undecided) as to whether students in their respective community schools work on all assignments or not but the remaining 9 (12.5%) of the respondents were both strongly disagreed and disagreed the statement. Assessment of any kind is an integral part of teaching and learning which involves the process of gathering, interpreting and recording information related to student progress in learning and the effectiveness of the teaching strategies. It aims at bringing about improvement for both the teacher who is assessing and the students who are being assessed. Teachers who participated in the study also indicated that they hold highly the motivational function of different kind of assignments i.e. academic home works, tests and examinations. Because of the pressure to reverse the declining trend in performance, teachers use different assignments as a tool to prepare students to pass examinations rather than a tool to enhance teaching and learning. This view is reinforced by the fact that the statement “students work on all assignment makes students confident for their final examination” was strongly agreed or agreed by a total of 39 (54.2%) of teachers who participated in the study.

4.4.2.4   Students are well Behaved
The study results show that out of 72 teachers’ respondents 33(45.8%) of the respondents were agreed and strongly agreed that students of the sampled community secondary schools were well behaved and 24(33.3%) of the respondents disagree that students were not well behaved while only 15(20.5%) remained undecided since they had no idea about the statement. This implies that those teachers’ respondents consider students who well behave as an essential tool for their good academic performance.

Data from interview with heads of community secondary schools revealed that, students are well behaved and disciplined. In explaining that, the majority of Heads of Community Secondary Schools found that discipline is an important component of human behavior and assert that without it an organization cannot function well towards the achievement of its goals (Ouma, Simatwa, & Serem, 2013). In the context of a school system, a disciplined student is that student whose behaviours, actions and inactions conform to the predetermined rules and regulations of the school (Ali, Dada, Isiaka, & Salmon, 2014). Indiscipline makes students to lose focus on educational goals which are achieved through hard-work, time management, respect for others and self-determination (Gitome et al., 2013). 
This implies that disciplined pupils are likely to remain focused on their educational goals and aspirations, manage their time well, work harder in academics, and show determination to succeed academically. The study findings indicated that discipline plays an important role in students’ academic performance by showing that self-discipline relates positively with, and predicts students’ academic achievement. General discipline would be a personal attribute characterized by obedience, politeness, orderliness and social competence (i.e., ability to get along with other people). It would also include academic efficiency (i.e., competence in undertaking academic tasks and obligations). 
The study revealed the importance of discipline in students’ academic performance. An overwhelming majority of heads of schools 4(66.6%) reported that status of their student’s discipline was moderate. They were followed by 1(16.6%) of heads of schools who indicated that students’ level of discipline in their schools was low. Similarly, only 1(16.6%) of the heads of schools’ respondents indicated that the level of students’ discipline in their schools was very low.
4.4.2.5 School’s Rank in NECTA is Relatively Good
Table 4.4 shows that the statements “School’s rank in NECTA is relatively good” was strongly disagreed or disagreed by a total of 42(58.4%) of the respondents. However, 19(26.4%) of the respondents agreed with the statement while 11(15.3%) of the respondents had no idea. Secondary examinations are high-stakes because success in secondary examination is regarded as a gate pass to a number of opportunities such as continuation to the advanced level of secondary education or enrolment into professional training colleges such as teacher education, nursing, agricultural and business. 
Moreover, in order to secure any kind of employment in the public sector, one must possess the Certificate of Secondary Education. Hence, the results of the Certificate of Secondary Education Examination (CSEE) have significant consequences in determining both the education and life pathways of the students. Results from the respondents show that there has been unsatisfactory rank in performance of students in CSEE in sampled community secondary schools in Morogoro district. Data from the interview from many Heads of Community Secondary Schools revealed further that school’s rank in NECTA (CSEE) for the past three years (2016-2018) is relatively good. 
In any educational institution the ultimate goal is the provision of quality education. The goals cannot be attained unless there is a well-established and effective management and administrative machinery (URT, 1995). Necessarily, any attempt to conceptualize students’ academic achievement has to be looked at through examinations results. The academic performance in form four national examinations in the surveyed community secondary schools has remained steadily poor or moderate for the past three years. 
This raises issues about the factors contributing to poor performance in some community secondary schools compared to others. The respondents were also added that some factors contributed to poor performance such as lack of good school infrastructure, incompetence of teachers in media technology, ineffective pedagogy, unorganized school facilities and equipment. 
Furthermore, poor performance has been attributed to lack of financial support from government; Health problems among school children such as pandemic diseases like typhoid and malaria have also been associated with poor performance. Additionally, researchers have found that there are personal and socio-economic factors, which relate to poor students’ academic achievement. For instance, Mandari (1996) attributed poor performance to quality teachers, size of class, age differences, teaching and learning materials, attendance, truancy, medium of instruction, cultural deprivation, environment, motivation, teaching methodologies and tuition classes. (Though this was not the concern of the study).
4.5      The Strategies to Motivate Teachers to Enhance Student’ Academic Performances 
This section presents results of the third research question of the study, which inquired on what strategies should be established to enhance teachers’ motivation for students’ academic performance in schools? To identify strategies both questionnaires and interviews were employed to ask questions that could enable achieve this objective. 
About 66 teachers were given questionnaires of a five-point Likert-scale starting from 1= strongly disagree to 5= strongly agree. In that questionnaire, teachers’ were asked to indicate their levels of agreement with statements. 
On another hand 6 Heads of schools were interviewed to gain their opinions on the strategies that enhances students’ academic performances. The aim was to identify strategies that are useful in motivating teachers to enhance students’ academic performance in community secondary schools in Morogoro District Council. The results of this research question are summarized and presented in Table 4.5. 
The findings on table 4.5 shows that 33(45.8%) of the respondents strongly agreed while 28(38.9%) of the respondents agreed with the statement that teachers can be motivated through fair enforcement of rules and regulation in attending teachers’ needs and rights. The study also found that 5(7%) of the respondents were collectively strongly disagreed and disagreed but only 6(8.3%) of the respondents remained undecided meaning that they had no idea about the statement.

Table 4.5: Strategies that Motivate Teachers

	Teachers’ Motivational Statements
	Experience Levels

	
	SD
	D
	U
	A
	SA

	
	f
	%
	f
	%
	f
	%
	f
	%
	f
	%

	(i) Teachers can be motivated through fair enforcement of rules and regulation in attending teachers’ needs and rights.
	1
	1.4
	4
	5.6
	6
	8.3
	28
	38.9
	33
	45.8

	(ii) Teachers of this school can be motivated through improved salary and increments based on the cost of living.
	0
	0.0
	7
	9.7
	4
	5.6
	13
	18
	48
	66.7

	(iii) Improve teaching and learning environment and teachers houses.
	2
	2.8
	5
	7
	4
	5.6
	15
	20.8
	46
	64

	(iv) Enhance teachers’ professional development and training.
	1
	1.4
	6
	8.3
	2
	2.8
	24
	33.3
	39
	54.2

	(v) Improve fairness on promotion and recognition of teachers.
	0
	0
	7
	9.7
	4
	5.6
	20
	27.8
	41
	59.9

	(vi) Improve the availability of teaching and learning materials.
	0
	0
	5
	7
	4
	5.6
	21
	29.2
	42
	58


Source: Field Data (2019)
Key: SD=Strongly Disagree, D=Disagree, U=Undecided, A=Agree, SA=Strongly Agree, f=frequency and %=Percentage.

The study revealed that rules and regulations in a school are important, for these enable discipline for students as well as teachers, make a school orderly, and maintain the quality of the school. These regulations enabled teachers and students to behave well inside the school premises. The first major factor of importance of fair enforcement of rules and regulations is that it enables teachers to remain focused and most likely excel in their profession. School rules and regulations help maintain discipline by ensuring that the teachers are aware of how to behave and the consequences of misbehaving.
Furthermore, the findings from the analysis above show that 61(84.7%) of the respondents were both agreed and strongly agreed the statement that improved salary and increment based on the cost of living can motivate teachers. 7(9.7%) of the respondents disagreed the statement while 4(5.6%) of the respondents were labeled undecided. From the findings of the study, it can be said that most teachers from a surveyed community secondary schools can be motivated through improved salary and increment. Good salaries and increments were perhaps the most motivating factor for a majority of teachers’ respondents. Teachers are resentful about the late payment of salaries and allowances (for leave and transfers). This is particularly the case in rural areas such as Morogoro district. A common feeling among respondents’ teachers is that ‘teacher salaries, increments and allowances should be paid on time in order to show that the government cares’
It is also clear from the above findings that 15(20.8%) and 46(64%) of the respondents were agreed and strongly agreed respectively the statement that teachers are motivated for an improved teaching and learning environment and teachers houses. The results show that 7(9.8%) of the respondents were in totality disagreed and strongly disagreed that improved salaries and increments can motivate teachers. The remaining 4(5.6%) of the respondents had no idea about the statement. The overall quality of the environment in which teachers live and work powerfully influences overall levels of job satisfaction and motivation. This is even more so when, as is the case in Tanzania community schools, teachers often have little choice about where they work. There are many contributory factors that create a good work environment. 
In schools, the most important are the size and quality of classrooms, teacher workloads (number of pupils in each class and teaching and other activities), pupil behavior, teacher management and support and living conditions. Housing conditions for community secondary school teachers are generally poor. The scarcity of ‘decent accommodation’ is a constant refrain of nearly all reports, both official and by independent researchers. The 1990 World Bank report states that ‘typically, rural community secondary teachers live in dilapidated, poorly-maintained school or government accommodation on or near the school compound’. Almost all teacher interviewees and head of schools at the surveyed community schools commented on the lack of decent housing. The TADREG Survey similarly concludes that ‘most houses are in a sorry state of disrepair’.
On the motivational statement number 4 from the above table 4.5 which involved 6 scales, respondents’ ideas on teachers’ professional development and training as one of the motivational strategies were varied as the majority 63(87.5%) of the respondents agreed and strongly agreed while the minority 7(9.7%) of the respondents were disagreed and strongly disagreed the statement but only 2(2.8%) of the respondents had no information about the motivational statement. From this finding, it is MoEST policy that teachers should receive an average of ten days of in-service training a year. However, for most teachers, in-service training remains very patchy, poor quality, and ad hoc. The accelerated, pre-service training program me is also increasingly crowding out in-service training activities at the teacher training colleges. 
The 400 teacher resource centers are ineffective mainly because they lack operational budgets. The 1990 World Bank study found that there are ‘no staff development plan for teachers and in-service training is developed haphazardly by numerous institutions whose activities are uncoordinated and limited by lack of financial and human resources’ (World Bank, 1990, p. 23).
In responding to item 5 of the scale above, 61(87.7%) of the respondents were collectively agreed and strongly agreed. 7(9.7%) of the respondents disagreed the motivational statement that fairness on promotion and recognition of teachers contribute to teachers’ motivation. Only 4(5.6%) of the respondents were labeled undecided. This tells us that, majority of the respondents would like to be promoted and recognized as well as given their allowances on time but for example, the Report on the Education Sector Towards 2000 noted that ‘since 1962, the different schemes of service for teachers have not reflected due recognition of the heavy demands of society upon teachers nor the crucial contribution of the latter in molding the future citizens of society. 
This is also implying that teachers’ promotion scheme is structured poorly because majority of teachers have worked for a long time without being promoted, while others have worked for a short time but have been promoted. This means that many teachers are not favored in the process of promotion to the extent that they remain stationary in one grade for more than three to five years. The delaying of promotion also leads to the convergence of grades among teachers of different academic qualification, in such a way teacher become demoralized and unmotivated.

Lastly, the teachers’ respondents were asked to rate their experiences against the improvement of the availability of teaching and learning materials would improve teachers’ motivation. 63(87.2%) of all respondents were agreed and strongly agreed, 5(7%) of the respondents were disagreed, and only 4(5.6%) of the respondents were undecided. These respondents had the view that the central government through the MoEST and PO-RALG has to improve the availability of teaching and learning materials for effective teaching and learning process.
CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1      Introduction

In this chapter, the summary of the study is presented and the conclusion is drawn basing on the findings presented and discussed, this is followed by recommendations and suggestions for the study basing on the findings for further research.

5.2      Summary of the Study
This study examined the contribution of teachers’ motivation in enhancing students’ academic performance of community secondary schools in Morogoro District. Drawing on the Maslow’s Hierarchy of Needs theory (propounded by Abraham Maslow in 1954) and Herzberg’s Two Factor Theory (established by Frederick Herzberg in 1959).  
The study was intended to achieve the following three interrelated objectives, which were to: 
(i) Assess the status of teachers’ motivation in Morogoro Municipality.
(ii) Examine the contribution of teachers’ motivation in enhancing students’ academic performance in community secondary schools.
(iii) To determine strategies that would enhance teachers’ motivation for students’ academic performance in schools.

The study employed mixed research approach (qualitative and quantitative) with single case study design. The study was conducted in one purposively selected region, namely Morogoro. Where many students are learning in the community secondary schools. A total of 72 participants from six sampled community secondary schools were selected and participated in the study. Data were collected through semi-structured interviews and questionnaires and documentary review. 

Data were analysed thematically as suggested by Braun and Clarke (2017), which includes six-phases of analysis. Data analysis was conducted inductively and deductively through iterative process.  The data were further presented descriptively, supported by tables, figures, pictures and direct quotations.
5.3       Summary of Research Findings
The purpose of the study was to determine the contribution of teachers’ motivation on enhancing students’ academic performance of community secondary schools in Morogoro district, Tanzania.
Mixed methods design was employed and random sampling technique was used for the research. The sample size was made up of six community secondary schools in Morogoro district. Six heads of schools and sixty-six teachers were taken as the study sample. The researcher used both questionnaire and interview guide as the research instruments which were administered to teachers and heads of the sampled respondents respectively.

In this study, several studies related to contribution of teachers’ motivation on enhancing students’ academic performance of community secondary schools. Evidences from different literature also have made the conclusion regarding on contribution of teachers’ motivation on enhancing students’ academic performance of community secondary schools. Collection of data was based on mixed research approaches (quantitative and qualitative research approach) in responding to research questions where by quantitative approach was used for data collection and was analyzed using descriptive statistics and presented by using both tables and texts. Qualitative interviews and questionnaires were used to collect data on the contribution of teachers’ motivation in enhancing of students’ academic performance of community secondary schools in Morogoro district. The data were analyzed using thematic analysis (Braun & Clarke, (2017). 
In this study, thematic analysis was employed in connection with the interviews, as stated in Braun & Clarke, (2017). Thematic analysis refers to the process of identifying, organising, analysing, interpreting, and reporting themes found in the dataset. The selection of this technique was based on its flexibility (Bryman, 2016), the research questions, theoretical foundation of the study, the methods used to gather data generated and appropriateness of the technique for making sense of the data (Cohen et al., 2001).

5.4       Summary of the Findings of the Study

The study reveals the following findings:
5.4.1    The Status of Teachers’ Motivation in Morogoro District Council

The findings show that motivation influences teacher’s performance at workplaces. Hence it is right to say that motivation status of the teacher directly influences his/her desire to participate in the instructional processes and urge to share the already acquired knowledge with their learners. The teacher is mainly responsible for the learners’ attention and interest towards class work and as a result he/she is the key to the formation of the desired academic behaviors in the learners, which can be attributed to the status of teacher motivation.
The educational performance of any generation is directly proportional to teachers’ performance. It is therefore, mandatory for any country that pays attention to its economic growth to have a keen interest on the factors that affect teacher motivation status as this has direct influence on the quality of the educational results which in turn will influence the country’s human resource. 

The study also revealed that a well-motivated teachers show goal-directed behavior with actions and activities directed in one way so as to achieve the required results, makes deliberate effort to achieve the set targets, working according to professional ethics, flexible and work in all environments, good in handling students’ problems, punctual and attend classes as stipulated in the general school timetable, and they can work beyond the time, relates well with learners and colleagues among other characteristics. 
In line with interview held by heads of the sampled community secondary schools the findings reveal that teachers still have problems in getting motivational strategies like good working environment, salary increment, teachers’ housing, and allowance for extra teaching beyond the stipulated in the school general timetable. If this situation persists teachers will become dissatisfied with the teaching profession. The findings also reveal that teachers’ accommodation is still the big problem in Morogoro district as some of the interviewed heads of schools complaining that their teachers experience the problem of transport, poor working and living conditions where they spend more money and time to travel from where they are living to their workstations. 
In this situation their working morale as teachers becomes deteriorated, hence job dissatisfaction. The schools that were found to be having teachers with low motivational status reported having very low students’ performance. It was claimed by some teachers that they had to travel for long distance to their respective schools while sharing the public transports and many times motor bicycles (bodaboda) which for them it is so costly in terms of money and time.The working environment was also reported to be not conducive to favour and motivate the teachers to work for improving students  academic  performance. 

5.4.2    Students’ Academic Performance

The study findings reveal that a majority of teachers reported that there is a wide range of views about teachers’ motivation and students’ performance in community secondary schools, most of which are country specific. In most cases, the location of many communities’ secondary schools is far from where the teachers live particularly in Morogoro rural district. Transport facilities in rural areas are poor, which necessitates teachers and students to walk long distance. Long hours on the roads reduce their leisure time, and that may impact on their health, teaching performance as well as students’ academic performance.
Big number of students’ enrollment due to the implementation of new free education policy tend to indirectly affect both teachers and students where class sizes are too large for teachers to attend effectively to every student. Due to populated classes, some students end up sitting at the extreme back of the classes thus, not getting what is being taught in class because they can’t hear properly what is being taught and eventually they turn to their business and finally become noisemakers since it is difficult in controlling them effectively. 
Therefore, large numbers of enrolment without sufficient classrooms and books is a stumbling block for teacher to reach their teaching goals and lead to low students' academic progress. In this way, teachers are not comfortable being in large classes and hardly do they enjoy their work.

However, the findings reveal that the workloads of community secondary schools especially those found in rural settings is heavier than in urban settings where teachers are very few in rural schools and end up teaching subjects which are out of their areas of specialization so that students should not remain idle. This forces teachers to work beyond their calls of duty and teaching in this way becomes a tiresome job.

Also, students’ poor nutrition observed to affect mental and physical well-being due to the fact that some parents are poor to an extent that they cannot afford timely balanced diet for their children to have a proper academic growth and development. Most students in community schools especially in Morogoro district go to school with empty stomachs, and they have to stay at school until they complete lessons in evening. This kind of living affects students mentally, socially and physically, making teaching become a task rather than a job since teachers have to go extra miles to enable the starving students to grasp the subjects’ contents.
5.4.3   The Strategies that would Enhance Teachers’ Motivation

The study findings reveal that any organization’s performance is impacted positively by effective leadership. The achievement of organization’s goal is always worked and performance of several individuals added together since leadership influences each individual’s performance. The teacher’s attitude towards work naturally affects the teacher’s motivation. Attitude has a lot to do with the teachers’ desire to take part in the learners’ discipline and classroom control. It will therefore, include the teachers’ participation or lack of involvement in the academic activities taking place in the school.

If the teacher perceives the classroom as a safe, happy and healthy place to be in then he/she will have a better participation in the learning process of his/her learners than expected by the school management or even all the other stakeholders and at the end of the process an overall school improvement will be experienced. 
The study found that improved teaching environment and teacher houses, enhancing teachers professional development and training, improved fairness on promotion and recognition of teachers, improved the availability of teaching and learning materials, fair enforcement of rules and regulations in attending teachers needs and rights as well as an improved salary and increments based on the cost of living are the best strategies not only to enhance teachers motivation but also  to retain and attract public servants in community organizations like schools.

Some teachers are intrinsically motivated and they therefore, carry out some activities for the feeling of accomplishment and the kind of satisfaction that it provides while the extrinsically motivated teachers perform a task in order to receive a reward which in most cases is their monthly salary. Further, the study reveals that if motivation is low, teachers and students’ performance will suffer as much as if the ability was low. Some respondents argued that teachers work primarily for money and they are motivated to do only that which provide them with the greatest rewards.

The findings also reveal that strategies to enhance teachers’ motivation were determined by several factors like a good environment for teaching and learning process, promotion and allowances on time, salary as well as accommodation which maximize teachers’ job satisfaction, but in absence of it their satisfaction towards job is likely to be affected. From the studies, teachers’ accommodation is among of the strategies that would enhance their motivation but on the visited sample community secondary schools housing was reported the problem among teachers as they lack comfort ability of good living and some stay very far from their working stations causing them to spend more money and time to travel from where they live to school. In this situation, teachers become dissatisfied with their work.
On the strategy of teachers’ professional development and training, the study findings reveal that the availability of skill development opportunities and career movement are key attractors to schools. If an organization does not recognize the individual’s need and desire to grow, then development becomes a primary reason for resignation. The respondents added that in organization where employees receive the proper training needed to assume greater responsibilities, turnover rates are generally lower. They asserted that development is now considered as gaining new skills and taking advantage of many different methods of learning that benefit teachers and the school alike. Teachers benefit by experiencing greater satisfaction about their ability to achieve academic results on teaching and by taking responsibility for their career; the schools benefit by having teachers with more skills. 
The main aim of teacher training is to develop educational skills that are compatible with education policies and to enable teachers to deliver these polices. It has reported from the findings that formal measurement such as students test scores, teacher qualifications and years of teaching experiences are insufficient in evaluating teacher competences. Several other factors need to be taken into consideration: the ability to convey knowledge, communication skills, knowledge of the subject matter and professional development attainment.
5.5     Conclusions
From the findings presented in the preceding section above, some conclusions are made. The findings reveal that the work environment has a significant impact upon employee performance and productivity. By work environment we mean those processes, systems, structures tools or conditions in the workplace that impact favorable or unfavorable individual performance. The work environment also includes policies; rules, culture, resources, working relationships, work location, internal and external environmental factors, all of which influence the ways those teachers perform their job function. In an interview with heads of schools on factors that would motivate teachers, most of the respondents mentioned conducive work environment motivates teachers that making them willing to stay longer at their workplaces thus increasing their contact hours with students.

Furthermore, the study findings reveal many teachers recorded their salary and job security as un-motivating. Therefore, if teachers are not well motivated in terms of good living conditions, reasonable workload, salary increments as well as promotion and allowances, and professional development training on time in performing their job, the situation leads into increased frustration, low performance and low job satisfaction, increased work restriction and high teachers’ turnover. 
The teachers’ frustration is highly transferred to the learners and manifested in form of inadequate guidance and poor performance. Inadequate promotion of teachers has a negative impact in disposing their duties effectively and efficiently thus, this leads to teacher’s low standard of living and sometimes, they abandon the teaching career and they look for better paying job.

5.6      Recommendations 
5.6.1   Recommendations for Action
With regard to the contribution of teachers’ motivation on enhancing students’ academic performance. The government through district councils should put in place numerous efforts to ensure that motivational strategies are provided to community secondary schools teachers, more specifically by:
(i) Finding a way to recognize and appreciate the good work done by the teachers in schools. The findings of this study posited that teachers who received such recognition reported to have been motivated by such contrary to those that did not receive recognitions.
(ii) Ensuring that teachers should be held accountable for their students’ performance every year. This seems important since, majority of teachers indicated that the sense of accountability should be increased in their schools which would escalate their energy to work towards a particular goal.
(iii) Providing sponsorship for professional development is crucial. Teachers should attend in-service training to updates their knowledge and skills. By attending professional trainings, teacher would develop confidence in teaching their subjects and become competent and motivated.
(iv) Ensuring that teachers receive the teaching and learning materials on time because majority of teachers cited this in the current study as one of the important motivators to them.
(v) Reviewing salary structure, incentives and fringe benefits package for teachers to ensure that teachers feel recognized in the society by improving their economic purchasing power.
Establishing a long-term plan for improving and building modern teachers’ houses near a school and offices in order to raise teachers working morale and make them comfortable with the living and working condition.
5.6.2    Recommendations for Further Research
This study was carried out in public community secondary schools in Morogoro district, the eastern part of Tanzania. It aimed to determine the contribution of Teachers’ Motivation on Enhancing Students’ academic Performance of community Secondary schools. The researcher therefore, recommends that:
(i) This research should be replicated at the national level because it would be beneficial to look at the bigger picture and to determine the various variables that teachers’ motivation contributes on enhancing students’ academic performance. This research is of a great importance to be conducted in a wider area as there are a lot of community secondary schools in Tanzania.  
(ii) Another study should be done in other districts on the effect of school leadership style on teacher motivation, which was not the concern of the study. This is important because leadership styles have a greater contribution towards motivation of teachers. 
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APPENDICES

Appendix I: Questionnaire for Teachers
Dear respondent,

My name is Zuena Sanga, I am a student at the Open University of Tanzania. This questionnaire will investigate The Contribution of Teachers’ Motivation on Enhancing Students’ academic Performance of Community Secondary Schools in Morogoro District council as a part of accomplishment of MA (Master’s Degree) study. The information you provide will be treated with most confidentiality. To achieve this, you have been selected to participate in the study. I kindly request you to fill the attached questionnaire to generate data required for this study. This information will be used purely for academic purposes and will be treated in confidence and will not be used for publicity. Your name will not be mentioned in the report. I therefore request you to answer all questions as honestly and as openly as you can.
SECTION A: Personal Details
Please put tick [√] where appropriate 

Age range

	Age
	Put a tick (√) where appropriate

	21 � 35
	

	36 � 45
	

	46 � 50
	

	51- 60
	


Gender: Male [   ]    Female [   ] 
Working experience as a teacher in years: 
Less than two years [    ], 
2-5 years [    ],

6-10 years [    ],

11-15 years [    ],
over 15 years [    ]

Level of professional training: 

Diploma [    ] 
B. Ed
[    ] 
B. A or B. Sc.
[    ]
Masters [    ]


Others (specify)………………………………………
SECTION B: THE CONTRIBUTION OF TEACHERS’ MOTIVATION ON ENHANCING STUDENTS’ ACADEMIC PERFORMANCE COMMUNITY SECONDARY SCHOOLS IN MOROGORO DISTRICT COUNCIL
i) The status of teachers’ motivation in Morogoro District Council.

Please, indicate your experience by putting a circle against the statement

	Statement
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1. Teachers of this school are working according to the professional ethics
	1
	2
	3
	4
	5

	2. Teachers of this school are flexible and work in all environments 
	1
	2
	3
	4
	5

	3. Teachers of this school are punctual and attend all classes as stipulated in the school timetable. 
	1
	2
	3
	4
	5

	4.  Teachers of this school are good at handling students’ problems and encouraging students to study hard. 
	1
	2
	3
	4
	5

	5. Teachers of this school can work beyond time stipulated in the school timetable.
	1
	2
	3
	4
	5


Students’ academic performance
Please, indicate your experience by putting a circle to show the extent against the statement

	Statement
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1. Students of this school are punctual and attend all classes. 
	1
	2
	3
	4
	5

	2. Students of this school are eager to learn and when compete with neighbor schools perform better. 
	1
	2
	3
	4
	5

	3. Students of this school work on all assignments (e.g., academic home works and academic exercises.   
	1
	2
	3
	4
	5

	4. Students of this school behave well. 
	1
	2
	3
	4
	5

	5. This school’s rank in the NECTA is relatively good.
	1
	2
	3
	4
	5


	ii)  The strategies that would enhance teachers’ motivation
Please, indicate your experience by putting a circle against the statement

	Statement
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1.Teachers can be motivated through fair enforcement of rules and regulations in attending teachers needs and rights 
	1
	2
	3
	4
	5

	2.Teachers of this school can be motivated through improved salary and increments based on the cost of living
	1
	2
	3
	4
	5

	3. Improve teaching and learning environment and teachers houses
	1
	2
	3
	4
	5

	4.  Enhance teachers’ professional development and training 
	1
	2
	3
	4
	5

	5.  Improve fairness on promotion and recognition of teachers
	1
	2
	3
	4
	5

	6. Improve the availability of teaching and learning materials
	1
	2
	3
	4
	5


7. What would you recommend to be done by the following to improve teachers’ motivation?
School: …………………………………………………………………………………………………………………………………………………………………………………………….………………………………………………………………………………
Teachers:
……………………………………………………………………………………………..………………………………………………………………………………………………..……………………………………………………………………………
Education Stakeholders:
…………………………………………………………………………………………….………..……………………………………………………………………………

…………………………………………………………………………………………

Government:
……………………………………………………………………………………………..……………………………………………………………………………………

Thank you for your cooperation
Appendix II: Interview Guide for Heads Of Schools
Dear respondent,

My name is Zuena Sanga, I am a student at the Open University of Tanzania. This questionnaire will investigate The Contribution of Teachers’ Motivation on Enhancing Students’ academic Performance of Community Secondary Schools in Morogoro District as a part of accomplishment of MA (Master’s Degree) study. The information you provide will be treated with most confidentiality. To achieve this, you have been selected to participate in the study. I kindly request you to fill the attached questionnaire to generate data required for this study. This information will be used purely for academic purposes and will be treated in confidence and will not be used for publicity. Your name will not be mentioned in the report. I therefore request you to answer all questions as honestly and as openly as you can.
DEMOGRAPHIC INFORMATION
1. SECTION A: Personal Details
2. Age of participant: Please put tick [√] where appropriate
	Age
	Tick (√) where appropriate

	21 – 35
	

	36 -45
	

	46-50
	

	51-60
	


2.   Gender: Male [   ] Female [   ]    

3. Working experience as a head of school in years. Please put tick [√] where appropriate 

Less than two years [   ], 2-5 years [    ],

6-10 years [    ],

11-15 years [  ], over 15 years [    ]

4. Level of professional training. Please put tick [√]   where appropriate

Diploma [    ],B. Ed
[    ], 
B. A or B. SC
[    ], Masters [    ]


Others (specify)………………………………………
SECTION B: THE CONTRIBUTION OF TEACHERS’ MOTIVATION ON ENHANCING STUDENTS’ ACADEMIC PERFORMANCE COMMUNITY SECONDARY SCHOOLS IN MOROGORO DISTRICT
The status of teachers’ motivation in Morogoro District council

(i) On your view, what do you consider to be the status of teachers’ motivation to teaching in secondary schools?

(ii) What are your comments about teachers’ accommodation?

(iii) Does your school recognize teachers for the effort they put at work? If your answer is YES! Explain the impact of training in their career.

(iv) On your opinion what are the criteria do your school use often in promoting teachers?

The contribution of teachers’ motivation in enhancing students’ academic performance
(i) On your view, what is the performance status of this school in the National Examination for the past three years (2016-2018)?

(ii) In what ways teachers care students during teaching in classrooms?

(iii) In what ways teachers follow school teaching calendar/timetable? 

(iv) In what ways teachers support the learning processes of students in your school?

(v) In what ways teachers control students’ discipline in your school inside and outside the classroom?

(vi) Are teachers committed on their day-to-day activities to help students in your school?
The Influence of Discipline Management on Students ‘Academic Performance 

(i) On your view, what do you consider the contribution of students’ discipline towards academic performance?

(ii) What is the status of students’ discipline in your school?

(iii) Do your teachers commit to work on the students’ discipline? 
(iv) Do you thing teachers discipline influence students’ performance? How?
(v) Does the school administration have mechanism to foster students’ discipline? 
The strategies that would enhance teachers’ motivation 

(i) On your opinion, what factors would motivate teachers in your school?

(ii) As a head of school, which ways do you use to motivate your teachers?

(iii) As a head of school, which ways do you use to motivate your students to foster their academic performance?

(iv) Do your teachers in your school attend further training through short term 
courses, seminars, or workshops? 
(v) On your opinion, do the available teaching and learning materials/resources motivate teachers in enhancing students’ academic performance?
Thanks for your cooperation
Appendix III: Documentary Review Checklist
	S/N
	TYPE OF DOCUMENTS
	INFORMATION FOUND

	
	Teachers’ indiscipline records
	

	
	Student indiscipline records
	

	
	Teachers’ attendance list
	

	
	Scheme of work and lesson plans of 2019.
	

	
	Teachers log book of 2019.
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