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ABSTRACT

This study examined the influence of Perceived Organizational Support on teachers’ motivation in public secondary schools in Dodoma City. It aimed to: examine the relationship between Perceived Organizational Support (POS) and teachers’ motivation in secondary schools, explore the aspects that affect Perceived Organizational Support (POS) to teachers in schools and to find out challenges facing educational managers in creating Perceived Organizational Support (POS) in schools. The study employed a cross-sectional survey design and mixed approach to collect data from 120 respondents. The findings showed that there was no relationship between Perceived Organizational Support (POS) and teachers’ motivation in schools. Moreover, workplace environment, teachers and management perception, change of policies in education especially work promotion, and Government priorities were the most aspects that affect Perceived Organizational Support (POS) among teachers. Furthermore, it was revealed that, educational managers faced challenges like leader’s consideration, the psychological leadership, teachers’ perception, transformation and transactional leadership. This study concluded that Perceived Organizational Support does not influence teachers’ motivation and therefore there may be other factors that motivate teachers in schools. This study recommends that the government should motivate teachers through handling their rights and needs. 
Keywords: Perceived Organizational Support, Teachers’ Motivation, Secondary Schools
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CHAPTER ONE
INTRODUCTION AND BACKGROUND OF THE PROBLEM
1.1      Introduction
Relationships between the organization and employees have diversified the traditional concept of a work by time. That has caused a change in perceptions and responses in work relationships (Zhao, Wayne, Glibkowski & Bravo, 2007). These changes immensely affect educational organizations, which are in intense contact with the environment compared to the past. As a matter of fact, educational staff does not only undertake tasks and responsibilities expected of them by educational organizations but also expect to be treated in the favourable manner. Teachers as basic employees of educational organizations can be the determinant to ensure that academic tasks and responsibilities done and goals are realized. This study is proposed to investigate the influence of the Perceived Organizational Support (POS) in motivating teachers in public secondary schools in Dodoma City. This chapter presents the background of the research problem, statement of the problem, objectives of the study, scope and significance of the study. It also comprise the limitation of the study and operational definition of key terms.
1.2      Background of the Problem
Support and motivations are important aspects of a successful relationship between the government and its employees. The amount of the type of support and motivation provided by an organization affects how employees feel about the organization and how they behave at work. The extent to which employees believe that their organization cares about their well-being and appreciates their contributions is known as the Perceived Organizational Support which is abbreviated as POS (Eisenberger, Huntington, Hutchison, & Sowa, 1986). The Perceived Organizational Support theory (POS) begins with an assumption that employees often personify their organization as a distinct entity and form global beliefs regarding to the organization’s positive or negative intentions towards them (Eisenberger et al., 1986). 
The positive relationship between the Perceived Organizational Support (POS) and favorable employee outcomes is largely attributed to reciprocation occurring within the context of asocial exchange relationships, which are characterized by mutual expectations and trust that there will be a mutually beneficial exchange of favors over time, such that a reasonable balance of exchange will be maintained (Blau, 1964). These social exchange relationships are the norm of reciprocity, which holds that people who receive favorable treatment or benefits incur an obligation to repay their benefactor (Aselage & Eisenberger, 2003).
Globally, in most countries, the relationship between teachers and their employers is not a positive one. For instance, in the US teachers are being paid relatively low salaries. Teachers with more experience and higher education earn more than those with a standard bachelor’s degree and certificate while high school teachers have the highest median salary earning. Many teachers take advantage of the opportunity to increase their income by supervising after-school programs and other extracurricular activities. Merit pay systems are on the rise for teachers, paying teachers extra money based on excellent classroom evaluations, high test scores and for high success at their overall schools (Sogomo, 1993).
In Africa, many African countries have been reported to experience shortage of learning resources, poor teaching and learning environment and poor working conditions among teachers. For instance, in Nigeria, many schools have been reported to have limited teaching and learning materials, lack of motivations to teachers and poor infrastructures. 
According to Akanbi (2002), schools in Nigeria are fast decaying and the “rot” in the system ranges from shortage of teaching and learning resources to lack of effective leadership and proper motivation of teachers. He pointed out that teachers in Nigeria were unhappy, frustrated, uninspired and unmotivated. The school environment is dotted with dilapidated buildings equipped without updated laboratory facilities and equipment. Teachers at times have to work under the most unsafe and unhealthy conditions. This has no doubt, translated into students’ poor performance in external examinations, their involvement in examination malpractice, cultism and other negative dispositions.
In Tanzania particularly, teachers’ motivation and job satisfaction is not any better. For instance, in paying salaries and allowances to teachers is comparatively lower than other professions. Teaching profession is considered as ‘profession of the last resort’ where individuals find themselves there after they have failed to secure better professional courses. Most teachers are not involved in decision making as staff meetings are merely used as directive forums. There is poor housing and working conditions. Provision of teaching and learning materials and equipment to the teachers is sometimes not prioritized (Nyantika, 2007).
Okumbe (2008) recommended that clear schemes of service and promotion procedures are put in place and measures to achieve greater commitment to teaching through changes in the teaching environment. It is worth to note that teachers in Tanzania had to fight for raises of their salaries. There has been no salary increment in the last four years. 
They also face some challenges in the line of their duties such as walking long distance to schools, inadequate schools’ facilities and equipment and indiscipline of students. According to Haki Elimu (2005), signs of motivation are higher performance, lower absenteeism and lower turnover. According to Marques (2010), motivation, satisfaction and performance are interdependent with each other. Therefore, this study intends to examine the influence of the Perceived Organizational Support Theory on teachers’ motivation in public secondary schools in the Dodoma City.
1.3       Statement of the Problem
Theoretically, teachers as employees in schools are supposed to be working in the best working conditions, highly motivated in terms of good salaries and incentives, good shelters as well as the presence of enough teaching and learning materials. According to the Perceived Organizational Support (POS), working conditions and ways in which the organization (and its agents) treat employees including fairness, job conditions, recognition, compensation and rewards, promotions, autonomy, and training have great positive impact in increasing commitment, positive behaviour among teachers and good performance among students (Locke, 2001; Mitchell, Thomson, & George-Falvy, 2000). However, in practice, teachers have been reported to lack proper housing, inadequate teaching facilities, low status, irregular salary payments and limited opportunity for professional development (Sitta, 2006; The United Republic of Tanzania, 1995). This situation has resulted into a negative effect on the standard of education as the students are being deprived from the needed knowledge and their academic excellence in general. Thus, this study investigates the influence of the Perceived Organizational Support in motivating the public secondary school teachers in the Dodoma City.
1.4      Objectives of the Study

1.4.1   General Objective of the Study
The general objective of this study was to investigate the influence of the Perceived Organizational Support (POS) in motivating teachers in public secondary schools in the Dodoma City Council.
1.4.2   Specific Objectives of the Study

The specific objectives of the study were:

(i) To examine the relationship between Perceived Organizational Support (POS) and motivation of teachers in public secondary schools in Dodoma City.
(ii) To assess the aspects that affects Perceived Organizational Support (POS) among teachers in public secondary schools.
(iii) To assess challenges facing educational managers in creating Perceived Organizational Support (POS) in public secondary schools.
1.5      Research Questions

The study was guided by the following research questions:
(i) What was the relationship present between the Perceived Organizational Support (POS) and the motivation of teachers in public secondary schools?
(ii) What were the aspects that affect the Perceived Organization Support to teachers in public secondary schools?
(iii) What were the challenges facing education managers in creating the Perceived Organization Support in public secondary schools?
1.6      Scope of the Study
This study was confined itself in studying only the influence of the Perceived Organizational Support in motivating teachers in Dodoma City. Also, the study focused only on public secondary schools present in the Dodoma City. In studying about the influence of the Perceived Organizational Support (POS), the current study will deal with how schools and educational managers value teachers especially in creating conducive environment of teaching students by increasing their salaries, teaching allowances, fair treatment, availability of enough teaching materials and good infrastructures including their houses and classes. The study was also limited itself in examining the relationship between the Perceived Organizational support motivations and their actual performance in teaching and outcomes to learners.
1.7      Significance of the Study

The findings of the study could be of significant in the following ways:
The findings of this study can be used by academics and other researchers for further research on how to improve teachers’ motivations. Also, the findings of this study can be useful in providing knowledge on how teachers can be motivated by using tenets of the Perceived Organizational Support. Furthermore, this study can also be of great advantage especially on the applicability of theoretical framework in examining the relationship between teachers’ motivations and students’ academic performances. 
1.8      Limitation of the Study

These are weaknesses that often relate to inadequate measures of variables, loss or lack of participants, small sample sizes, errors in measurement, and other factors typically related to data collection and analysis. These limitations are useful to other potential researchers who may choose to conduct a study similar to this. 
Moreover, these limitations provide a useful bridge for recommending future studies. Limitations also help readers to judge to what extent the findings can or cannot be generalized to other people and situations. The accomplishment of this study encountered a lot of limitations/setbacks; many of which a researcher had tried to find the alternative ways of reaching to the final step of the data collection to data report writing. Among the many limitations were; the problem of the respondents not to give the full cooperation to the researcher; this was because there was poor understanding of the research problem among the respondents and also fear of being interviewed. 
Poor cooperation from some of respondents in answering questions/questionnaires also was due to doubting of the outcome of giving out true data although the researcher tried to encourage and assure them that there was no problem, which they were going to be accountable for.  
1.9      Operational Definition of Terms
1.9.1   The Perceived Organizational Support

This refers to employees’ perception concerning the extent to which the organization values their contribution and cares about their well-being (Shore and Shore 2002). In this study, the Perceived Organizational Support implied all motivations provided to teachers in improving their working conditions.
1.9.2   Motivation

Motivation is believed to be an entity that compelled one to action (Forgas, Williams and Laham, 2005). In this study, motivation implies that the appreciation given to the employee for the contribution made. It can be in form of improving working conditions, salaries or allowances and other incentives. 
1.10     Organization of the Research Report
This research report was organized into five chapters. The first chapter presented background to the problem, statement of the problem, research objectives and questions, significance of the study, scope of the study and limitations; the second chapter reviewed the theoretical framework and empirical literature, Also, it further discussed the research gap and the conceptual framework,; the third chapter dealt with the methodology of the study, under this chapter there were research design, research approach, study area, target population, sample and sampling procedure, instrument validity, instrument reliability, sources of data, data collection methods, ethical issues and data analysis techniques; the fourth chapter  analyzed, interpreted and discussed the findings; the fifth chapter presented the summary of the findings, conclusions and recommendations for further studies.

CHAPTER TWO

LITERATURE REVIEW
2.1     Introduction
This chapter presented the literature review of this study. The reviewed literatures were classified into four sections. The chapter started with theoretical review in section one. The second section presented empirical literature, which was further subdivided into three subsections depending on specific objectives of this study. The third section gave the gap of knowledge of this study. The last fourth section indicated the Conceptual framework of this study. 
2.2      Theoretical Literature
2.2.1   The Concept of Employees Motivation

Every employee has a reason for joining a particular workforce. He or she expects the employment to meet his or her basic needs. When such needs are not met overtime, dissatisfaction and, or turnover sets in. Managers should therefore understand the basic needs of employees and take concrete steps to meet them to ensure stability, harmony and high productivity among employees.
Motivation is a term used to describe forces acting on or within a person that cause the person to behave in a specific, goal directed manner. Definitions of motivation abound, one thing these definitions have in common is the inclusion of words such as ‘desire’, ‘drive’, ‘want’, ‘aims’, ‘wishes’, ‘goals’ and ‘incentives. For instance, Luthan (1988) defines motivation as, ‘a process that starts with a psychological deficiency or need that activates behaviour or a drive that is aimed at a goal incentive’. Kreitner (1995) defines motivation as the psychological process that gives behavior purpose and direction. Buford, Bedeian and Lindner (1995) sees motivation as a predisposition to behave in a purposive manner to achieve specific unmet needs. Higgins (1994) observes motivation as an internal drive to satisfy an unsatisfied need. Cole (1995) states that motivation is “processes, both instinctive and rational, by which people seek to satisfy the basic drives, perceived needs and personal goals, which trigger human behaviour”.  
According to Ilogu (2005), motivation deals with dynamic changes within the individual that bring about his motives to ensure the achievement of a set goal. Therefore, the key to understanding the process of motivation lies in the meaning of, and the relationship among needs, drives and incentives. Harping further on this, Minner, Ebrahim, and Watchel, (1995) states that in a simple sense, motivation consists of these three interacting, interdependent elements, i.e. needs, drives and incentives.
Whenever there is human activity, there is motivation, be it at home, in marriage, in religious organization, in academic Endeavour, and in a workplace. Motivation deals with human behaviour and no two individuals think the same. Therefore, the motivation of each and everyone is different. The concept of motivation can be described as Gongon drum (a Yoruba talking drum) whereby if faces some people, it backs others. Reasons for this may not be far-fetched, Edun, (2009) describes modern man as organizational man; he is born in the hospital, educated in schools, employed by public or private enterprise, joins trade unions and professional organizations and even if he eventually dies, he is be buried by a Christian, Islamic or any religious organization he belongs. Hence, his perception, feelings, visions and character is shaped by the experiences of the past. Therefore, what motivates man differs from one individual to the other. Conversely, many managers do not know what motivates their employees and some do not bother to seek to know. As a result, this paper seeks to offer basic tips to managers on the accurate motivation to their employees in their workplaces.
2.2.2   Types of Employee Motivation

Generally speaking, motivation is categorized to two types, namely; intrinsic and extrinsic motivation. Intrinsic motivation refers to self-motivating activities that people will partake in for no reward other than the enjoyment that these activities bring them. The three main forms of intrinsic motivation according to Bruno and Osterloh (2000) are job satisfaction, compliance with standards, and achievement of personal goals. While extrinsic motivation serves to satisfy indirect or instrumental needs. The best example of reward in extrinsic motivation is money, which can be used to buy or build a house, buy a car, stocks, train children and so on.
The role of motivation among employees is all encompassing, infact; performance of every employee depends on how well such employee is motivated. Motivated employee helps organization survive. Motivated employees are more productive. To be effective, managers need to understand what motivates employees within the context of the roles they perform. Of all the functions a manager performs, motivating employees is arguably the most complex. This is due partly to the fact that what motivates employees, changes constantly (Bowen & Radharkrishna, 1991). For example, research suggests that as employees’ income increases, money becomes less of a motivator (Kovach, 1987). Also, as employees get older, interesting work becomes more of a motivator.
Humanly speaking, surprising as it may seem, many employees are not sure about which behaviours their managers’ value. Conversely, many managers are unsure of what workers want from their jobs, thereby often surprised by low workers’ productivity. Man’s behaviour is seen as dominated by his unsatisfied needs and he is a 'perpetually wanting animal, for when one need is satisfied he aspires for the next higher one (Accel-Team, 2010). While managers might not agree on what motivates workers, they do agree that the organizational and work settings must allow three things to happen: Employees must be attracted not only to join the organization but also to remain in it, Employees must perform the task for which they were hired, and Employees must go beyond routine performance and become creative and innovative in their work.
In other words, for an organization to be effective, it must tackle the motivational problems involved in stimulating employees’ productivity and desire to remain members of the organization.
2.2.3    Basic Motivational Process

A basic management principle states that people’s performance is based on their level of ability and motivation. This principle is often expressed by the following formula; Performance = f (ability x motivation). According to this principle, no task can be performed successfully unless the person who is to carry out the task possesses the ability to do so. Ability refers to a person’s talent for performing goal related tasks. This talent might include intellectual components, such as spatial skills, verbal and manual components, such as physical strength and dexterity.
Regardless of how intelligent, skilled, or dexterous a person may be, ability alone is not sufficient to attain a high level of performance. The person must be motivated to achieve that performance level (Hellriegel, Slocum & Woodman, 1989). More importantly, examination of different theories of motivation could assist managers know what motivates employees at the workplace.

2.2.4    Strategies of Motivating Employees

In formulating methods of motivating employees, managers should endeavor to identify individual and group needs within their organizations in order to put their employees in the right track of motivation. Equally, they should maintain effective organizational communication, staff participation in decision making and maintaining effective supervision without fear or favour at the workplace.
2.2.5    Perceived Organizational Support Theory

This study was guided by the Perceived Organizational Support model. This model deals with the degree to which employees believe that their organization values their contributions and cares about their well-being and fulfills socio-emotional needs. This idea originated from Eisenberger and Rhoades’ Organizational Support theory in 1980s. In this background, it holds that in order to meet socio-emotional needs, the organization has to value their contributions and care about their well-being (Eisenberger, 1986). According to Eisenberger (1986), employees develop global beliefs concerning the degree to which the organization values their contributions and cares about their well-being. These beliefs represent the employees’ perception about their organizational support. Based on Eisenberger’s findings, individuals tend to rationalize their interaction with their organization.
There are several tenets or antecedents and consequences of the Perceived Organizational Support (POS) (Rhoades & Eisenberger, 2002). Among the outcomes and tenets of the Perceived Organizational Support (POS) are organizational commitment, performance, aversive psychological and psychosomatic reactions, desire to remain, and job-related affect. With regard to job-related affect, the Perceived Organizational Support
 (POS) was hypothesized to contribute to overall motivation by fulfilling socio-emotional needs and enhancing performance-reward expectancies. 
The Perceived Organizational Support has been studied in relation to various organizational outcomes, such as affective attachment and obligation to the organization (Shore and Wayne, 1993), job performance (Eisenberger, 1990), job retention (Eisenberger, 2002), employee turnover (Maertz, 2007), withdrawal behavior (Eder and Eisenberger, 2008) and job satisfaction (Eisenberger, 1997). Therefore, through this theory, this study at wholly will describe the concepts of motivation including employee motivation and its types, basic motivational processes and strategies of motivating employees. 
In general, there is a close relationship between the Perceived Organizational Support and employees’ motivations. Luen et al. (2019) argues that there are inter-relationships between perceived support, job engagement and organizational citizenship behavior. Their findings suggest that the job engagement provides positive effect on the Organizational Citizenship Behavior (OCB). An appropriate organizational support is much needed in order to enhance the workplace engagement. 

Vatankhah, Javid and Raoofi (2017) found that the Perceived Organizational Support (POS) acts as a mediator in the relationship among the reward, empowerment and counterproductive work behavior. In addition, Rineer et al. (2017) found that the relationship between an organizational justice and the Perceived Organizational Support (POS) is significant using the procedural justice, indicating that the procedural justice leads to improvements in the health outcomes when the Perceived Organizational Support is high. 
Also, Allen et al., (2008) explored workplace factors that impact an IT professional’s Perceived Organizational Support (POS) in their work environment. The researchers used the Organizational Support Theory, which states that employees will work harder and be more loyal to their organization if they have a high level of the organizational support. 
2.3      Empirical Literature

2.3.1   Perceived Organization Support and Employees’ Motivation

A study by Jeong et al. (2013) examined the relationship between the Perceived Organizational Support (POS) and teachers work engagement and knowledge creation with technical teachers in the US. Using the structural equation modeling, it was found that the Perceived Organizational Support (POS) was positively associated with teachers work engagement, but had no direct impact as knowledge creation practices. 
The study by Dawley (2010) examined the mediating role of job fit on the relationship between the Psychological Support (PSS) and the Perceived Organizational Support (POS), and the mediating role of job fit on the relationship between the Perceived Organizational Support (POS) and turnover intention. The finding confirms that the Psychological Support (PSS) is a predictor of the Perceived Organizational Support (POS), and Psychological Support (PSS) is a predictor of turnover intention. 
Shumaila et al. (2006) indicated that there is a positive correlation between the Perceived Organizational Support and employee commitment to the organization. The study showed that employees’ perception on the organizational support has enhanced the organizational commitment as it shows positive and significant relationship between them. To promote the organizational commitment, nurses identified different conditions and behaviors, like unbiased workload, reasonable salaries, and adequate autonomy contribute to the commitment of nurses towards the organization. Rhoades and Wiesenberger (2002) have examined the interrelationships between and among the Perceived Organizational Support, work experiences, affective commitment and employee turnover.
2.3.2    Aspects Affecting the POS to Employees (Teachers)
Many studies show that there are numerous aspects affecting the Perceived Organizational Support to employees in different fields. For instance, the study by Irma et al. (2020) examined the indirect influence of perception of organizational support on employees work engagement with mediating influence of thriving and flourishing at work. The study used the Organizational Support theory to examine the effect of the Perceived Organizational Support (POS) on employees work engagement by thriving and flourishing. The study found that the Perceived Organizational Support theory was positively associated with employees flourishing, thriving and work engagement. It was also found that the provision of tangible and intangible support to employees creates a positive effect of feeling obligated that drives them to help their organizations to achieve their goals. In addition, the supported employees will highly pay off their organization by flourishing, thriving and by engaging more in their works. Thus, employees will show more engagement towards their works, will flourish more, and will be more energy and also more inclined to learn new knowledge and skills.
The study by Jin and Zhong (2014) in China found that knowledge integration (KI) mediated the relationship between the Perceived Organization Support and Team Innovative Performance (TIP). The study also found that climate for innovation and organizational support moderated the positive relationship between the team KI and TIP. 
2.3.3   The Role and Challenges facing Employers in Creating the Perceived Organizational Support (POS) in Organization
Employers are confronted by numerous challenges in creating the Perceived Organizational Support to employees. For instance, according to Ran (2009), employers are faced with the task of motivating employees and creating high job satisfaction among their staff. Developing programs and policies that embrace job satisfaction and serve to motivate employees takes time and money. When the employer understands benefits of motivation in the workplace, then the investment in employee-related policies can be easily justified. If the employees are not satisfied with their jobs and not motivated to fulfill their tasks and achieve their goals, the organization cannot attain success. People have different needs that are continuously competing with each other and vary with an individual. Each person has a different mixture and strength of needs, as some people are driven by achievement while others are focusing on security. If the managers/ supervisors are able to understand, predict and control employee behavior, they should also know what the employees want from their jobs (Ran, 2009). For that reason, it is essential for a manager/supervisor to understand what really motivates employees without making an assumption (Gurland & Lam, 2008). 
Perceived supervisor support refers to employees’ view that their supervisor values their contributions and cares about their well-being (Eisenberger, Stinglhamber, Vandenberg he, Sucharski, & Rhoades, 2002). Although the supportiveness of all organizational members should be related to POS, some members more closely embody the organization and are seen as acting on its behalf (Eisenberger, 2010). Supervisors and others in leadership roles play a key role in providing organizational rewards and resources to employees, and thus should be viewed as a greater source of organizational support than co-workers (Wayne, Shore, & Liden, 1997). 
Therefore, supportive behavior from supervisors should be more closely related to Perceived Organizational Support (POS) than the supportive behavior from co-workers and teammates, who would be seen as less representative of the organization. The employees or supervisors face numerous challenges and their challenges depend on the role they play in creating the Perceived Organizational Support to workers like Leader’s Consideration, transformational and transactional leadership, and the Psychological leadership.
Generally, employers in different fields encounter different challenges when creating the Perceived Organizational Support (POS) to employees. Employers especially education managers in schools have not been studied intensively on their challenges facing them in implementing the Perceived Organizational Support to teachers. Their challenges are expected to be intensified because there are limited supports given to teachers as means of appreciating teachers contributions. 
2.4      The Research Gap

Generally, in developing countries like Tanzania, the influence of Perceived Organization Support to teachers has been limited, despite major problems facing them. While some research exists on the influences of the different aspects of motivation among teachers towards performing their duties, research gaps still remain to be addressed; that there has not been yet sufficient research to derive the influence of Perceived Organization Support to teachers. Most research on the influence of Perceived Organization Support to teachers has been conducted outside Tanzania particularly in Dodoma City. Thus, this study examined the influence of Perceived Organization Support to teachers in Dodoma City to cover such a gap. 

2.5      The Conceptual Framework of the Study

A conceptual framework is a model of presentation, which shows the relationship of the variables graphically or diagrammatically (Orodho, 2004). The purpose of study was to find out the influence of the teachers’ motivation on students’ performance in Dodoma City. As indicated in the Figure 2.1. 

Figure 2.1: Conceptual Framework of the Study
Source: Adopted from Kurtessis (2015)
From the above conceptual framework, the independent variable is the Perceived Organizational Support (POS). The dependent variables are the antecedents of the Perceived Organizational Support. These antecedents include treatment of teachers, teachers- supervisors’ relationship, the Human Resource practices and teaching conditions, subjective well-being and behavioral outcomes. Intervening variables are the indicators of teachers’ motivations. These indicators are conditions after teachers have received the antecedents of the Perceived Organizational Support. These include good treatment and supervision, fairness, security, increased salaries and allowances, changes of behavior and developmental opportunities. These supports help in motivating teachers in flourishing and engagement in teaching activities. 
CHAPTER THREE

RESEARCH METHODOLOGY
3.1      Introduction

This chapter presented the research methodology used in this study. The chapter indicates how the research was carried out in the study area. The chapter provides description of the study area, research design, and study population, sample size, sampling techniques, types of data collected, and data sources, methods of data collection, data processing, data analysis techniques and presentation. Validity and reliability of the study were also presented in this chapter.
3.2      Research Approach

This study employed a mixed research method approach. The study used the mixed research approach that involved qualitative and quantitative research approaches in a single study in order to collect rich information related to the study. The act of integrating qualitative and quantitative in a single study would provide a better understanding of research problem and normally seemed appropriate in research programs (Cresswell, 2009). In this case, qualitative approach provided the chance for the researcher to gain deeper and clear understanding of participants’ attitudes, feelings, perceptions and experience through interviews, while, Quantitative research approach was employed purposively to provide numerical description of trends attitudes or opinions from respondents of the population of the study through summarizing the findings. It involved numeric descriptions such as demographic characteristics of respondents like gender, qualification and the like. The quantitative method helped to understand the magnitude or degree of respondents’ behavior and enables to interpret easily frequencies, percentages to draw some inferences as proposed by Kothari (2004).  
3.3      Area of Study

This study was conducted within the Dodoma City Council. This area is the Capital City of Tanzania and the Capital of Dodoma Region with a population of 410,956 (URT 2012). The study area was chosen because Dodoma city council is a new city and the academic performance for the council has been encouraging for the past three years for the year 2015, the academic performance of the students in secondary education has fallen in that only 67.55% to 58.79% passed their secondary education and 41.21 % failed while in the year 2018, 77.1% passed and 22.9% failed their exams. 
It was therefore important to understand the reasons for this improvement in the academic performance of the student whether it is due to the motivations given by the government to teachers or else. 10 secondary schools were investigated which included Makole, Dodoma, Viwandani, Sechelela, Mnadani, Miyuji, Ihumwa, Nkuhungu, Kizota, Chinangali and Kisasa, these schools were found within the Dodoma City Council.
3.4      Research Design

Kothari (2004) defined research design as the arrangement of conditions for collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure. In addition, Orodho (2003) cited by Kombo and Tromp (2009) defines a research design as the scheme, outline or plan that is used to generate answers to the research problem. This study employed a Cross Sectional Research Design. This is a type of research design, which involves collection of data at a single point in time. 
The importance of cross section research design lies on the application of both the desk and field surveys in which both qualitative and quantitative information are collected. The cross-section research design was preferred for this study because it helped to collect data just once by cutting across the study population leaving aside the changes that might occur on the phenomena under study after data collection.
3.5      The Targeted Population

According to Babbie (2005), population is the aggregate of elements from which sample is actually taken. Target population refers to the total environment of interest to the researcher (Kothari, 2004). In this study, the targeted population comprised of different respondents. The main respondents to this study will be the teachers, head masters, and education supervisors. The main reason for choosing teachers to be the main focus of this study was for the basic reason that they play a large role in shaping our young children to be productive members of the society. Teachers are the least motivated personnel in the government sector so it was important to understand the reasons for this through the theory of Perceived Organization Support.
The main reason of using head masters and education managers/ supervisors was the fact that these personnel were used to create the Perceived Organizational Support. These were the ones who are used to support and motivate teachers in secondary schools. 
3.6      The Sample and Sampling Techniques
3.6.1   The Sample Size
Orodho and Kombo (2002) cited by Kombo and Tromp defined a sample as a finite part of a statistical population whose properties are studied to gain information about the whole. This study used the total of 120 respondents which included 100 secondary school teachers; 10 from each school, 10 headmasters; 1 from each school and 10 education managers or supervisors (Table 3.1). This sample size was suitable to get sufficient and relevant data that will fulfill objectives of this study.
Table 3.1: Composition of the Sample
	Respondents
	Frequency
	Percentage (%)

	Teachers 
	100
	83.33

	Heads of schools
	10
	8.33

	Education managers
	10
	8.33

	Total
	120
	100


Source: Field Data, (2022)
3.6.2    Sampling Techniques

Sampling technique is the process of selecting a suitable sample or a representative party of a population for the purpose of determining parameters or characteristic of the whole population (Kombo and Tromp, 2009). This study used purposive and stratified random sampling techniques. Stratified random sampling is the grouping of the representative composing a population into homogeneous groups before sampling (Babbie, 1992). In this study, 100 Secondary school teachers were selected by the means of the stratified random sampling because they were in large number, while Purposive sampling was used to select headmasters, and education managers because of their special role in education as well as their low number. 
3.7      Sources of Data

According to Kothari (1985), sources of data are the areas where one gets information to be included in his/her research. This study, therefore, included both primary and secondary sources of data. Primary source is the primary information gathered from the field (Rwegoshora, 2006). For the case of this study, primary data were collected directly from the respondents through interviews and questionnaire so as to be able to collect actual empirical information from the respondents themselves on the study topic. And the secondary sources of data involved documentary review of available information relating to the study (Nduguru, 2007). This study collected information from various sources including libraries, government offices and websites. Thus books, journals, and research reports from government and other scholars were the main sources of secondary data.
3.8      Data Collection Methods and Instruments
3.8.1   Interview

According to Kothari (2004) interview method of data collection involves presentation of oral – verbal stimuli and reply in terms of oral or verbal responses. This method is a process of communication or method of interaction in which the subject or interviewee provides the required data verbally in a face-to-face situation. 
Interview method was preferred by the researcher to collect qualitative data because it helped the researcher to collect data direct from interviewee a moment he got a chance to respondents to interview questions. Thus, the method helped to supplement the data about the prevailing situation with the information provided by respondents through questionnaires. In other words, this method involves questions and answers conversation.  The researcher applied semi-structured interview in order to have the flexibility in asking questions concerning the study topic. Semi-structured interview was used in this study due to its flexibility to allow prompts to encourage participants to give details when only brief response is provided. The semi-structured interviews enabled the researcher to learn from facial expression during interviews. The researcher interviewed headmasters and education managers through the interview question as shown in the appendices attached with this study thereafter.
3.8.2    Questionnaire

The quantitative data were collected by the means of questionnaires. Kothari, (2004) argues that questionnaire is a data collection method in which respondents administer questionnaire guide as an instrument to provide information. Questionnaire guide comprises of a set of predetermined and structured questions provided to a subject to respondent in writing or be filled by the researcher through self-administered questionnaire or researcher administered questionnaire respectively (Adam & Kamuzora, 2008). In this study, this method of data collection was used to teachers.
3.8.3    Documentary Review

The researcher applied the documentary review which is a method of data collection where reviewing of relevant documents related to motivation and Perceived Organizational Support (POS). The specific documents that were reviewed are books, policy statements, government reports and journal articles from different scholars. Here the researcher was able to review a number of documentations as shown in the checklist page which included appreciation letter, intern school meetings file report, file of list of promoted teachers as well as attendance registers.
3.9      Data Analysis Procedures
This section includes processing, analyzing and presenting of data. Data processing involved data editing, coding, classification and tabulation of crude data collected from the field in order to ensure amenability of data during data analysis. Data were processed by using computer software like Micro – Soft Excel and coding was preceded by the Content Analysis. This helped to reduce variety of responses in a way data refining. In this study, both qualitative and quantitative data were analyzed in which qualitative statements were analyzed through the Content Analysis. 
Quantitative data were analyzed with the help of a software programmer called the Statistical Package for Social Sciences (SPSSP software version 25). Quantitative data were analyzed by arranging data in frequency distribution in order to underlie characteristics of data as reflected by independent and dependent variable to be studied where frequencies and parentages were compared to highlight relationship between variable (Patton, 2002). Moreover, Data presentation were done by using tables, charts, figures and text at various levels of analysis in order to simplify interpretation and discussion of findings. 
3.10      Reliability and Validity of Data
Reliability of the data involved quality control objects in research for consistency of the measurements through the application of different methods and tools. These included questionnaires, interviews, observation, and review of secondary data that were used during data collection. Reliability was used to determine the extent when the measurement of data was repeated in different occasions and under different conditions ensures consistent interpretation of the measurements across different situations. This research used test-retest reliability. The researcher compared answers given through interviews with those given through questionnaires to check their consistency. Also, the researcher used internal consistency by changing questions that were measuring the same construct and compare to see if they give similar findings. Triangulations of data were used to check consistency of data to be obtained qualitatively and quantitatively.
In order to maintain validity of the data in this study, the instruments were tested and revised accordingly. The study used the construct validity to generalize findings. Questionnaires designed real measured the specific objectives of the study. Thus, the researcher used the content validity to make sure that the instruments covered a wide range of the influence of the POS to teachers’ motivations in public secondary schools.
3.11     Ethical Considerations

Cooper (2006) defines ethics as norms or standards of behavior that guide moral choice about behavior and relationship with others. Ethical consideration is critically important in any research. With this regard, this study was sensitive with ethical grounds in all steps of the study. Ethical implication was observed in the preparation of this study by requesting permission from the University, government authorities and participants before collecting data. Also, the research objectives were articulated to participants to make them aware of the nature of the study. In addition, the researcher requested participants’ consent to participate in the study and those who were not willing and or wished to withdraw from the study; they were given freedom to do so. Furthermore, participants were requested to be recorded during the interview process. Thus, with regard to those who were not comfortable to be recorded, the researcher took notes in his notebook. Also, those who were uncomfortable were allowed to withdraw. Once more, the researcher ensured the participants’ confidentiality where all data were handled with caution. The researcher adhered to ethical issues by being the honest throughout the research process, from the preparation of the proposal writing, data collection, data analysis, and data interpretation. 
CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND DISCUSSIONS

4.1      Introduction

This chapter presents and analyzes the findings with reference to the research objectives and questions previously discussed. It then discusses the results with relevance literatures discussed in chapter two. Therefore, the chapter is divided into three main categories including; demographic description of the respondents, data presentation and analysis, and finally, the discussions of the findings. 
4.2      Demographic Description

This part of the study involves the characteristics descriptions of all respondents who were used in the study. It is characterized by gender of respondents, works’ experiences as well as education level of some respondents. The study used a total number of 120 respondents, which included teachers 100(83.33%), heads of schools 10(8.33%), Education managers/supervisors 9(7.5%) and SEO 1(0.83%).
4.2.1    Gender of Respondents 

The findings revealed that, in the study area, 72(60%) respondents were males while 48(40%) of them were females. These findings show that the study was participated much by male respondents rather than their female counterparts. This was because there was greater number of male respondents than females in the study area. For example, male teachers vs female teachers, also, male head teachers vs female head teachers just to mention a few. These results imply that, there is low motivation among females in teaching carrier (a case of teachers). This may be the result of gender bias in many systems like education. The reason of using both male and females in this study was in order to get relevant and enough data concerning the study by reducing gender bias. Table 4.1 below has details:
Table 4.1: Gender of Respondents

	Gender 
	Frequency
	Percentage

	Males 
	72
	60

	Females
	48
	40

	Total 
	120
	100


Source: Field data, (2022)
4.2.2    Description of Work Experience of Respondents

This part narrates the period of services of teachers, head of schools as well as Education supervisors and Education Officer in the study area. The findings of the study show that a great number of respondents in the studied schools have been in work for more than 1 year, in which the data revealed that, 73(60.83%) of respondents have worked for 1 to 5 years, 25 (20.83%) of them have worked for 6 to 10 years, while 22 (18.33%) of them have worked for more than 10 years. In relation to the study, this implies that, the researcher was able to accumulate information basing on the time of experiences to which respondents experienced in education carrier. Table 4.2 details:

Table 4.2: Teachers and Heads of Schools Work Experiences
	Years of service
	Frequency
	Percentage

	1 – 5 years
	1
	4.16

	6 – 10 years 
	1
	4.16

	More than 10 years
	6
	25

	Total 
	24
	100


Source: Field data (2022)

4.3      Presentation and Analysis of the Findings

4.3.1   Perceived Organizational Support (POS) and Motivation of Teachers 

For the sake of getting to know the relationship between the Perceived Organizational Support (POS) and the motivation of teachers in public secondary schools, the researcher used Likert-Scale questions to the teachers, while interview guide was used to heads of schools as well as to Education Officer. Here, the researcher gave out a 16 Liker scale questions to find such a relationship in which Table 4.3 below details the level of agreement of the statements in the Likert-scale questions posted to the teachers. With regard to this table, a researcher was able to reveal relationship between the Perceived Organizational Support (POS) and the motivation of teachers in public secondary schools.

Table 4.3: Teachers’ Responses on the Relationship between the Perceived Organizational Support (POS) and the Motivation of Teachers in Public Secondary Schools

	Item
	Strongly agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	This school does not honor teachers’ contribution to its wellbeing.
	27 %
	50%
	7%
	16%
	0%

	If my school could opt to hire someone to replace me at a lower salary it would do so.
	33%
	33%
	12%
	11%
	11%

	My school fails to recognize any extra effort from me.
	39%
	16%
	0%
	45%
	0%

	My school strongly consider my goals and values
	0%
	0%
	23%
	44%
	33%

	My school would disregard a complaint from me
	6%
	0%
	39%
	44%
	11%

	My school disregards my best interest when it makes decision that affects me.
	28%
	11%
	11%
	39%
	11%

	Help is available from my school when I have a problem
	10%
	0%
	56%
	28%
	6%

	Even if I did the best job possible, my school would fail to appreciate in the place
	17%
	0%
	39%
	33%
	11%

	My school is the place to help me when I need a special favor 
	28%
	6%
	50%
	11%
	5%

	My school takes care for of my general satisfaction at work
	11%
	0%
	22%
	57%
	10%

	If given the opportunity, my school would benefit advantage from me.
	11%
	0%
	11%
	39%
	39%

	My school shows weak concern for me
	33%
	28%
	33%
	6%
	0%

	My school values my opinions 
	33%
	67%
	0%
	0%
	0%

	My school takes pride in my accomplishment at work
	0%
	0%
	22%
	44%
	34%

	My school tries to make my job as interesting as possible.
	0%
	0%
	22%
	44%
	34%

	My school really cares my well-being 
	33%
	28%
	33%
	6%
	0%


Source: Field data (2022)

The results from table 4.3 indicate that, the items with high percentage of agreement and strongly agreement are the existence of the relationship between the Perceived Organizational Support theory (POS) and the motivation of teachers in public secondary schools, while those with high level of disagreement and strongly disagreement are thought to be the lack of such relationship. For this case, schools to value teachers’ opinions and caring teachers’ well-beings, are the only evidences of the of relationship between the Perceived Organizational Support theory (POS) and the motivation of teachers in public secondary schools. 
On this regard, the findings moreover revealed that, in the study area teachers were disagreed with the existed relationship between the Perceived Organizational Support theory (POS) and the motivation of teachers. This was evident regarding the high number of them to disagree and strongly disagree with the said motivational relations in the table 4.3. 
On another hand, with an aid of interview guide, head teachers had different comments on the relationship between the Perceived Organizational Support theory (POS) and the motivation of teachers as indicated in the Table 4.4.
Table 4.4: Head Teachers’ Responses on the Relation between the Perceived Organizational Support (POS) and the Motivation of Teachers

	Roles of POS towards teachers’ motivation
	Frequency
	Percentages (%)

	Provides positive effects citizenship behavior on school organization
	4
	40

	Good relationship between teachers and school managers
	8
	80

	Promotion of empowerment and counter work behavior productive
	3
	30

	Involvement in decision making
	9
	90


Source: Field Data (2022)

The results of the findings from table 4.4 indicate that, head teachers had the thoughts that Perceived Organizational Support theory (POS) and the motivation of teachers have relationship in the way that it brings Involvement of teachers in decision making at school as indicated by 90% of them, also, it creates good relationship between teachers and school managers as indicated by 80% of them, again, it provides positive effects citizenship behavior on school organization as commented by 40% of them, as well as Promotion of empowerment and counter work behavior productive as indicated by 30% of head teachers.
4.3.2    The Aspects that Affect the Perceived Organizational Support (POS) to Teachers in Public Secondary Schools
The data for the second objective were collected through Questionnaire method. The questionnaire aimed to test the aspects that influence perceived organizational support. The scale that was used to gather data was liker questions. The table 4.5 below shows the aspects that affect the POS toward teachers’ motivation. The findings in the table indicate that, of many aspects, the most ones are workplace environment, teachers and management perception, change of countries policies in education especially work promotion, and Government priorities. Table 4.5 has details:
Table 4.5: The Aspects that Affect the Perceived Organizational Support (POS) to Teachers
	Aspects
	Frequency
	Percentages (%)

	Workplace environment
	90
	90

	Teachers and management perception
	72
	72

	Change of countries policies in education
	70
	70

	Government priorities
	68
	68


Source: Field Data (2022)

Workplace Environment

The results in table 4.5 revealed that teachers indicated low POS. Teachers perceived that their managers/employers were inconsiderate, not caring, not recognizing, and not valuing their contribution in schools. About 90(90%) of them lamented about resilient efforts to make their working environment attractive. 
In the same sense, one head teacher had this to say:
“Teachers’ motivation and encouragement is the main tool for making them effective in performing their duties. But this is different with the way we are experiencing. Working environment should be improved because most of teachers work under very poor working environment, poor working facilities as well as poor offices. We have to allow teachers’ voice and listen to them when they present their opinions or recommendations concerning their job rather than planning for them or taking them by force”
In that case, it is clear that teacher should be cared by enriching the teaching profession so that it is attractive as much as possible. This is possible by ensuring the availability of all teaching and learning facilities. 
Teachers and Management Perception
Again, the results from the findings shown in table 4.5 indicated that there was a consistency of perception on the ways employer cares, considers, recognizes and values teachers’ contribution in the study area. 72% of Teachers showed frustration, cynicism, and dissatisfaction. 
For example one educational supervisor had the following to say: 
“I am not satisfied with the services teachers’ receive and with the ways the organizations are handling their rights and needs”

Change of Countries Policies in Education 
The results from the findings in table 4.5 revealed that Teachers should be provided with “in-service training” so that they are updated with all necessary changes in this contemporary era.

The evidence from the findings revealed that 70% of teachers are affected by countries policies on enhancing POS to motivate teachers. 
For example, one teacher stated that:
“I am not satisfied with the services teachers receive. We do not get our rights in time and most of us do not get our rights at all. For instance, I started working in 2014 but I have never been promoted or paid my leave allowance, this is very discouraging my career”.

Government Priorities

The findings of the study show that, 68% of teachers believed that the governments priorities are not in their favor, thus they are not able to fulfill their needs as teachers within the government pillars. 
4.3.3   The Challenges facing Educational Managers in Creating the Perceived Organizational Support (POS) 

Under this objective, the researcher found some challenges in which educational managers face during the creation of POS so as to motivate teachers in public secondary schools in the study area. The results from the findings revealed that, the most challenge is Leader’s consideration as claimed by 7(77.77%) of them. The psychological leadership as indicated by 5(55.55%), followed by Teachers’ perception as commented by 4(44.44%), Transformation and transactional leadership as indicated by 4(44.44%) and the least on is the psychological leadership as indicated by 3(33.33%).
One educational Officer commented that:
“Secondary school teachers have psychological contract violation perceptions especially in payments and opportunities as well as fair management. This situation hinders officers’ implementation of POS among them”
Also, on the teachers’ perception, the results of the findings revealed that teachers’ perception hinders the creation and implementation of POS in the way that was indicated by another Ward Education Officer said that:
“…in many cases, teachers have less trust (of professionals), work intensification, lack of control over work and poor pay prospects, thus they either find POS to not fulfill their needs or they are not recognizing it”
4.4     Discussions of the Findings

The findings of this study on the influence of the Perceived Organizational Support (POS) in motivating teachers in public secondary schools had shown that, teachers in public secondary schools were less pleased by the existed relationship between the Perceived Organizational Support (POS) and motivating teachers. These were vivid in the sense that a great number of teachers in the study area disagreed and strongly disagreed the elements of POS towards their motivation. These findings are in contrast with some reviews under the study done by various researchers, whom in many cases they found a relation between POS and teachers’ motivation though in not a direct impact. For examples, the study by Jeong et al. (2013), who examined the relationship between the Perceived Organizational Support (POS) and teachers work engagement and knowledge creation with technical teachers in the US. Using the structural equation modeling, it was found that the Perceived Organizational Support (POS) was positively associated with teachers work engagement, but had no direct impact as knowledge creation practices. 
Also, the findings of this study on the aspects that affect the POS toward teachers’ motivation indicated that, workplace environment, Teachers and management perception, change of countries policies in education especially work promotion, and Government priorities were the only aspects that affected the POS toward teachers’ motivation in the study area. On the other hand, within the same vein, the study by Allen et al. (2008) explored workplace factors that impact an IT professional’s Perceived Organizational Support (POS) in their work environment. The researchers used the Organizational Support Theory, which states that employees will work harder and be more loyal to their organization if they have a high level of the organizational support. 
Again, on the case of challenges facing Employers in Creating the Perceived Organizational Support (POS) in Organizations, this study found that, educational managers were faced with   Leader’s consideration, The psychological leadership, Teachers’ perception, Transformation and transactional leadership and the psychological leadership as the most challenges. In relation to these findings, the study by Ran (2009) revealed that employers are faced with the task of motivating employees and creating high job satisfaction among their staff. Developing programs and policies that embrace job satisfaction and serve to motivate employees takes time and money. 
CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1       Introduction

This chapter is divided into two sections. The first section presents conclusions of the study and the second section represents recommendations of the study on the findings in which the researcher arrived at after collecting, analyzing and presenting data from the field. The recommendations section further details the areas for further studies.
5.2       Summary of the Findings
This study examined the influence of Perceived Organizational Support on teachers’ motivation in public secondary schools in Dodoma City. The study specifically aimed to examine the relationship between Perceived Organizational Support (POS) and teachers’ motivation in secondary schools in Dodoma City, to explore the aspects that affect Perceived Organizational Support (POS) to teachers in schools and to find out challenges facing educational managers in creating Perceived Organizational Support (POS) in schools. The findings of the study are summarized as follows:
5.2.1    The Relationship Between Perceived Organizational Support (POS) and Teachers’ Motivation
The results of the findings on the relationship between Perceived Organizational Support (POS) and teachers’ motivation show that, teachers in public secondary schools were less pleased by the existed relationship between the Perceived Organizational Support (POS) and motivating teachers. These were vivid in the sense that a great number of teachers in the study area disagreed and strongly disagreed the elements of POS towards their motivation.
5.2.2  The Aspects that Affect Perceived Organizational Support (POS) to Teachers in Schools

The results of the findings on the aspects that affect Perceived Organizational Support (POS) to teachers in schools revealed that, workplace environment, teachers and management perception, change of countries policies in education especially work promotion, and Government priorities are the most aspects that affect the Perceived Organizational Support (POS) among teachers in public secondary schools in Dodoma City. 
5.2.3  The Challenges facing Educational Managers in Creating Perceived Organizational Support (POS) in Schools
Furthermore, the results on the challenges facing educational managers in creating Perceived Organizational Support (POS) in schools indicated that, educational managers/administrators were facing with different challenges like leader’s consideration, the psychological leadership, teachers’ perception, transformation and transactional leadership. This study recommends that the government should motivate teachers. Also, efforts should be made to train education managers and administrators on having the transformation and transactional leadership in handling teachers’ rights, activities and school activities in general. 
5.3      Conclusions of the Study

Basing on analyzed data in chapter four, the researcher of this study came into conclusion that, there is no much relationship between the Perceived Organizational Support theory (POS) and the motivation of teachers in public secondary schools in the study area. This was seen from the point of view by great number of teachers who directly did not count the existed relation, though some administrators such as head teachers see the present of such relationship in their areas. This implies that, the relationship between POS and teachers’ motivation is only viewed in narrow point by the administrators while in reality; they are not supportive to majority teachers.

Again, the researcher reveals that, workplace environment, Teachers and management perception, change of countries policies in education especially work promotion, and Government priorities are the most aspects that affect the Perceived Organizational Support (POS) to teachers’ motivation in public secondary schools in the study area.

Moreover, on the case of challenges facing Employers in Creating the Perceived Organizational Support (POS) in Organizations, the researcher concludes that, educational managers/administrators were faced with different challenges in ensuring the maintenance of teachers’ performances in their areas. Among the challenges were   leader’s consideration, the psychological leadership, teachers’ perception, transformation and transactional leadership and the psychological leadership. These challenges made the researcher of this study to have some recommendations as indicated in the following section.
5.4      Recommendations for Immediate Effect
The researcher made the following recommendations: 

(i) The government through Ministry of Education and TAMISEMI should make teachers as the main considerations in the imposing of POS in schools in order to ensure that it motivate teachers.

(ii) Teachers in their turn should perceive POS positively in the way that they should see the advantage of it where necessary rather than only claiming that it does not brings relationship in their performances as teachers.
(iii) Efforts should be made to train education managers and administrators on having the transformation and transactional leadership rather than depending only their psychological leadership. This may produce the quality managers and administrators and enhance them with enough understanding of their roles in schools for better academic performance. 
5.6      Recommendation for Further Researches
In order to have more information on the influence of the Perceived Organizational Support (POS) in motivating teachers, the research recommends that, this kind of study may be done in large part of the country than Dodoma region where this one took place. Also, the study with such a like topic may be done in other level of education like colleges and universities. 
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APPENDICES
Appendix I: Interview Guide for Dodoma City Council Secondary Education Officer
Hello, my name is Tano John Makambala a postgraduate student from Open University of Tanzania Taking master of education in administration planning and policy. I’m here to seek information from you about the influence of perceived organizational support in organization like your organization. Please I beg your positive corporation on this.
1. Please can you tell me your autobiography?

2. For how many years you have been in this position? And how many secondary schools are in this city?

3. Which methodologies do you use to motivate your public secondary schools  teacher’s?
4. How do you make public secondary schools teachers in this city to remain in their position of teaching?
5. To what extent do you value your teacher’s opinions on improving students academic performance.
6. Is there any relationship between teachers commitment and students performance?
7. What is the teacher’s attitude towards their work?
8. Many teachers in Tanzania have been complaining about their working condition to be unsupportive. You as an Officer how do you mitigate this condition?
9. Do you have any plan of meeting with your teacher’s annually? How do you implement it?

10. You as an educational Officer, which call do you offer to the higher position in order to improve public secondary schools in Dodoma city?
Appendix II: Interview Guide for Dodoma City Council Secondary School Head Teachers
Hello, my name is Tano John Makambala a postgraduate student from Open University of Tanzania Taking master of education in administration planning and policy. I’m here to seek information from you about the influence of perceived organizational support in organization like your organization. Please I beg your positive corporation on this.

1. Please can you tell me your autobiography?

2. For how many years you have been in this position? And how many secondary schools are in this city?

3. Which methodologies do you use to motivate your public secondary schools  teacher’s?

4. How do you make public secondary schools teachers in this city to remain in their position of teaching?

5. To what extent do you value your teacher’s opinions on improving students’ academic performance.

6. Is there any relationship between teachers commitment and students performance?

7. What is the teacher’s attitude towards their work?

8. Many teachers in Tanzania have been complaining about their working condition to be unsupportive. You as Head teacher how do you mitigate this condition?

9. Do you have any plan of meeting with your teacher’s annually? How do you implement it?

10. You as Head of school, which call do you offer to the higher position in order to improve public secondary schools in Dodoma city?
Appendix III: Questionnaire For Teachers
 Relationship between POS and Teachers’ Motivation in Public Secondary Schools organization 
Outlined in the next table below are statements that represent possible opinions that you may about your organization. Please indicate the degree of your agreement or disagreement with each statement following the scale below.
	Strongly

Disagree 
	Moderately 

Disagree 
	Disagree 
	Neither agree nor disagree 
	Slightly 
	Agree 
	Strongly agree 

	1
	2
	3
	4
	5
	6
	7

	No 
	Item 
	Response 

	1
	This school does not honor teachers contribution to it’s well being
	1
	2
	3
	4
	5
	6
	7

	2
	If my school could opt to hire someone to replace me at a lower salary it would do so
	1
	2
	3
	4
	5
	6
	7

	3
	My school fails to recognize any extra effort from me.
	1
	2
	3
	4
	5
	6
	7

	4
	My school strongly consider my goals and values
	1
	2
	3
	4
	5
	6
	7

	5
	My school would disregard a complaint from me
	1
	2
	3
	4
	5
	6
	7

	6
	My school disregards my best interest when it makes decision that affects me.
	1
	2
	3
	4
	5
	6
	7

	7
	Help isavailable  from my school when i have a problem
	1
	2
	3
	4
	5
	6
	7

	8
	Even if I did the best job possible, my school would fail to in the place
	1
	2
	3
	4
	5
	6
	7

	9
	My school is the place to help me when I need a special favor 
	1
	2
	3
	4
	5
	6
	7

	10
	My school takes care for of my general satification at work
	1
	2
	3
	4
	5
	6
	7

	11
	If given the opportunity, my school would benefit advantage from me.
	1
	2
	3
	4
	5
	6
	7

	12 
	My school shows weak concern for me
	1
	2
	3
	4
	5
	6
	7

	13
	My school values my opinions 
	1
	2
	3
	4
	5
	6
	7

	14
	My school takes pride in my accomplishment at work
	1
	2
	3
	4
	5
	6
	7

	15
	My school tries to make my job as interesting as possible.
	1
	2
	3
	4
	5
	6
	7

	16
	My school really cares my well-being 
	1
	2
	3
	4
	5
	6
	7


Appendix IV: Documentary Review Checklist
	S/N
	DOCUMENT
	INFORMATION
	RESPONSIBLE OFFICE

	1.
	Appreciation letter
	List of teachers appreciated for their performance
	Headmaster’s office Viwandani Secondary school 

	2.
	Internal school meetings file
	The way teachers are involved in decision making
	Headmasters office Nkuhungu secondary school

	3.
	Work promotion file
	The list of teachers promoted according to the policy.
	City educational officer.

	4
	Teacher attendance register
	The rate of teachers at daily attendance on time.
	Dodoma secondary school
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