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ABSTRACT
This study investigated the influence of occupational stress on job performance among secondary school teachers in Mwanza region, Tanzania. Its specific objectives were to: examine teachers’ perception on the causes of occupational stress, assess the factors that determine the levels of occupational stress among secondary school teachers, examine the relationship between occupational stress and job performance and determine the managerial interventions for alleviating occupational stress among secondary school teachers. The study was based on the job demand-control model and used a mixed research approach with a survey research design. The research involved 462 respondents. Data was collected through questionnaires and interviews. Key findings revealed that the common causes of occupational stress among secondary school teachers were increased workload, low salaries, debts, family issues, and limited job promotion opportunities. Factors influencing stress levels included the absence of rewards, limited decision-making freedom, restricted use of their knowledge, and time pressure from management. Occupational stress levels were associated with higher job performance. The study recommended managerial interventions based on recognizing employees, fostering positive relationships between employees and management, providing on-the-job training and creating a supportive working environment in order to alleviate occupational stress among teachers.  
Keywords: Occupational stress, Job Performance, Managerial Interventions and Secondary School Teachers
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CHAPTER ONE
 INTRODUCTION AND BACKGROUND OF THE PROBLEM
1.1     Introduction

This chapter presents the main reasons for carrying out of this study.  It also provides background information to the problem, statement of the problem, objectives of the study, research questions, scope of the study, the significance of the study, limitations of the study as well as overall organization of the thesis. The chapter ends by defining operational definition of key terms used in the study. The commonly held opinion is that secondary school teachers who are more affected by occupational stress are likely not performing their job effectively.  As such, occupational stress on job performance among secondary school teachers has become a major topic for research to date. 

1.2     Background of the Problem 

The proper utilization of organizational resources to achieve goals is vital for organizational performance (Conţu, 2020). However, when employees are unable to have their needs fulfilled, their performance may be negatively affected, leading to adverse outcomes for the organization (Sandhu, Iqbal & Tufail, 2017).  Occupational stress, resulting from various factors such as high workloads, inadequate breaks, lack of skill utilization, limited decision-making involvement, poor communication and job insecurity, contributes to negative employee performance (Amiri, 2019). This stress can manifest in different forms including acute, episodic and chronic stress; with chronic stress being the most harmful, impacting both physical and mental health (Tran, Tran, Nguyen, Mach, Phan & Mujtaba, 2020). Among the affected workforce, secondary school teachers face occupational stress which can ultimately hinder their job performance, highlighting the need for research and effective managerial interventions (Khan & Khan, 2017).
Studies from various regions including Europe, India, Sri Lanka and South Africa, have shed light on the prevalence and consequences of occupational stress on employees, particularly among teachers (Mensah, 2021; Harshana, 2018; Ratnawat & Jha, 2014; Ngirande, 2021). Occupational stress has been linked to increased employee turnover, including teachers leaving their professions due to factors like heavy workloads, low income and exposure to emotionally challenging situations (Said & El-shafei, 2021). 
In East African countries, teaching difficulties and work-related pressure were found to be major determinants of occupational stress among teachers (Ssenyonga & Hecker, 2021). In Tanzania, the government has taken measures to address occupational stress among secondary school teachers, but the problem persists despite efforts like clear policies, reasonable workloads, career development opportunities and participatory leadership styles.
Although some studies have explored the relationship between occupational stress and job satisfaction among primary school teachers in Tanzania, research specifically examining the effect of occupational stress on job performance among secondary school teachers is limited (Baraza & Simabwa, 2016; Jossy and Kumar, 2018; Nyamubi, 2017). The gap in empirical evidence regarding this topic necessitates further investigation. Moreover, the context-specific nature of occupational stress among teachers is noteworthy as stress levels may vary between different regions. To address this gap, the current study seeks to investigate the influence of occupational stress on teachers' job performance focusing on the perspective of secondary school teachers in Tanzania.
Given the relevance and significance of understanding how occupational stress affects job performance among secondary school teachers, this study aimed to provide valuable insights and empirical evidence in the Tanzanian context. By exploring the various aspects of occupational stress and its consequences on job performance, the research aimed to identify managerial interventions that can effectively alleviate stress and enhance teacher performance. These interventions may include stress reduction strategies such as workshops and training programs, fostering a supportive work environment and promoting work-life balance. Ultimately, the findings of this study can serve as a basis for developing targeted policies and practices to improve the well-being and job performance of secondary school teachers in Tanzania, contributing to the overall quality of education in the region.
1.3     Statement of the Problem

This study aimed at investigating the influence of occupational stress on teachers’ job performance basing on secondary school teachers’ perspective in Tanzania. Occupational stress has been identified as a significant problem in the workplace, and it has been found to have negative effects on employee’s job performance (Chen & Li, 2017; Huang et al., 2016). On the other hand, managerial interventions have been shown to positively impact job performance by providing employees with the necessary support and resources to reduce stress (Grawitch et al., 2013; Szczygieł & Mikolajczak, 2017). Conducive working environment among employees creates positive high staff morale, increases employee commitment to an organization, enhances their level of motivation, and directly impact on the productivity level of employees (Omah & Obiekwe, 2019). 
However, stress may develop among employees where there is work overload, management ineffectiveness, disparity of rewards and recognition including lack of development opportunities (Faisal, Noor & Khair, 2019). Different efforts have been taken to reduce occupational stress among employees. For example, the findings from Mwakasangula and Mwita (2020) on relationship between occupational stress and job satisfaction indicate that, time management, spending time with families, taking regular physical exercises and sharing problems with colleagues can help to reduce occupational stress among teachers in Tanzanian public primary schools.

Despite the existing literature on the individual effects of occupational stress and managerial interventions on job performance, there is a lack of research examining the combined effects of these factors. Therefore, the problem addressed in this study is to fill this research gap by exploring how these two factors interact to affect job performance among employees. Despite the potential consequences of occupational stress, there is a lack of understanding regarding the specific causes of occupational stress among secondary school teachers.  Occupational stress among secondary school teachers is a growing concern that may have negative school teachers, as well as the situations that may increase its levels. Additionally, there is a gap in knowledge regarding the relationship between occupational stress and job performance, and the managerial interventions that may alleviate occupational stress among secondary school teachers. Therefore, this study filled the gap by examining secondary school teachers' perception of the causes of occupational stress, assessing the factors that raise the levels of occupational stress, examining the relationship between occupational stress and job performance and determining managerial interventions for alleviating occupational stress among secondary school teachers.  
1.4     General Objective of the Study

The general objective of this study was to investigate the influence of occupational stress on secondary school teachers’ job performance in Mwanza Region, Tanzania.
1.5     Specific Objectives of the Study

The study was guided by the following specific objectives:

(i) To examine teachers’ perception on the causes of occupational stress in secondary schools.

(ii) To assess the factors that determines levels of occupational stress among secondary school teachers.  

(iii) To examine the relationship between occupational stress and job performance in secondary schools.

(iv) To determine managerial interventions for alleviating occupational stress among secondary school teachers. 
1.6     Research Questions 

The study intended to answer the following research questions:
(i) What are the main causes of occupational stress among secondary school teachers in Tanzania, according to their perception and experiences?

(ii) What factors contribute to determining the levels of occupational stress among secondary school teachers, and how do they impact job performance?

(iii) What is the relationship between occupational stress and job performance in secondary schools? 
(iv) What are potential managerial interventions that could be implemented to alleviate occupational stress among secondary school teachers in Tanzania, and how effective are they in improving job performance?

1.7     Scope of the Study

The study aimed to understand how stress relates to job performance of secondary school teachers in Tanzania. It is not limited to a specific group of teachers or a single school but pertains to secondary school teachers in the broader context of the country. Specifically, the scope of the study is further confined to two specific district councils within the Mwanza region of Tanzania, namely Ilemela district and Mwanza city council. This means that the research focused on these two councils as the primary areas of investigation. In other words, by selecting these districts, the researcher could access ample and relevant data that can be used to conduct a thorough and meaningful analysis of the influence of occupational stress on job performance among secondary school teachers.

1.8      Significance of the Study

The study on occupational stress and job performance among secondary school teachers in Tanzania has several significant implications for different stakeholders, such as policymakers, researchers, teachers, school administrators and other stakeholders.
Policy makers: Policymakers can use the findings of this study to inform the development of policies and interventions that target occupational stress in the education sector.

Researchers: The study provides a basis for further research into occupational stress among teachers, particularly in the African context. Researchers can build on the findings of this study to identify additional factors that contribute to occupational stress and to develop more effective interventions to address the problem.

Theoretically: The study adds to the existing body of knowledge on occupational stress and job performance. The findings of this study provide evidence of the relationship between occupational stress and job performance, which can be used to inform theoretical frameworks for understanding the phenomenon.

Practically: The study has practical implications for teachers and school administrators. The findings suggest that reducing occupational stress can improve teacher job performance, which has implications for the quality of education provided to students. Therefore, teachers and school administrators can use the findings of this study to identify ways to reduce occupational stress among teachers and improve their job performance.
Other stakeholders: The study can also be beneficial to other stakeholders such as teacher unions, parents, and students. The study highlights the need for teacher unions to advocate for better working conditions for teachers to reduce occupational stress. Parents and students can also benefit from this study as reduced occupational stress among teachers can improve the quality of education they receive.
Overall, the study on occupational stress and job performance among secondary school teachers in Tanzania has significant implications for different stakeholders, and the findings can be used to inform policy, practice, and further research. The findings of this study also contribute to our understanding of the relationship between managerial interventions, occupational stress, and job performance. Specifically, the study found that occupational stress had a significant positive relationship with job performance, indicating that employees who experienced higher levels of occupational stress tended to have better job performance. On the other hand, the study did not find a significant relationship between managerial interventions and job performance, indicating that these interventions may not be effective in improving job performance.

These findings are important because they suggest that organizations should focus on reducing occupational stress in order to improve job performance. This could involve implementing stress-reducing programs, providing employee support and resources, and improving working conditions. Additionally, the study highlights the need for further research to explore other potential factors that may influence job performance, such as job satisfaction, motivation, and leadership.
1.9     Limitations of the Study
Limitations refer to the shortcomings or constraints that are inherent to the research study; they are factors that might have restricted the researcher's ability to conduct the study in an ideal or perfect manner (Theofanidis & Fountouki, 2019). Among the limitations of this study included: 
Time Constraints: The study was limited by time constraints, which hindered the ability to conduct a more in-depth investigation and explore various factors contributing to occupational stress and job performance. The limited time available for data collection and analysis also affected the researcher's ability to follow up with participants for additional data or clarification.

Financial Accessibility: Conducting a mixed research approach involving questionnaires and interviews required significant financial resources. Limited funding could potentially restrict the scale of the study, limit the number of participants, or impede the implementation of interventions aimed at reducing occupational stress.

Equipment and Technology: The absence of advanced technological equipment and software tools may have affected the efficiency and effectiveness of data collection, transcription, and analysis. This limitation could have led to incomplete or less detailed findings.

Data Availability: Acquiring comprehensive and accurate data from a diverse group of respondents posed a challenge. Some participants may have been reluctant to share their experiences, potentially resulting in incomplete or biased data. Accessing historical data or certain records may also have been difficult due to data confidentiality and privacy concerns.

Participant Participation: The willingness and active participation of respondents played a critical role in the study's success. Lack of participant engagement or high dropout rates during the study could have affected the overall representativeness and validity of the findings.

1.10 
Delimitations of the Study
Delimitations are the boundaries, scope, or specific parameters that the researcher intentionally set for the study. They define what the study includes and what it excludes. Delimitations are important as they help establish the context and focus of the research. They clarify what the researcher is investigating and what falls outside the scope of the study (Theofanidis & Fountouki, 2019).  The study was delimited to a specific set of participants, including secondary school teachers, head of secondary schools, ward education officers and district education officers. It did not include other potential stakeholders in the education system, which may limit the generalizability of the findings to a broader context. Among the delimitations of this study included: 
The study focused on the investigation of occupational stress and job performance and it may not have considered other potential variables or factors that could influence these outcomes. 

The study was delimited by the available budget, which may have influenced the scope and scale of the research, as well as the implementation of specific interventions to reduce occupational stress.

The research was conducted without access to advanced technological equipment and software tools, which may have affected the data collection and analysis processes.

The study was delimited to the data provided by the willing and available participants, and the researcher made efforts to reach all the required respondents, but challenges related to data collection and participant engagement were acknowledged.
1.11    Definition of Key Terms and Concepts

This sub-section provides the operational definitions of the key terms and related concepts as they were defined in relation to the context of the study.
1.11.1 Stress
Stress is the abnormal reaction that the organism displays against threatening environmental elements but also is a general term used for pressure that people are exposed to in life (Nwimo & Onwunaka, 2015). In relation to this study, stress means the condition that causes secondary school teachers to fail in performing efficiently and effectively their daily activities. Stress can be defined as the experience of negative or unpleasant emotions resulting from aspects of the work (Skaalvik & Skaalvik, 2015).  

1.11.2 Occupational Stress

Occupational stress may be stated as the harmful emotional and physical reactions that occur when the worker cannot qualify the requirements. It is the physiological and physical effects of negative activity in the workplace as a resulting to external events, internal events, job demands and colleague behaviour (Loo, Amin & Sa, 2015). It also refers to a situation where occupation related factors interact with employee to change (Katoch, Hill & Pradesh, 2017). In relation to this study, it is occupational stress factors that are facing secondary school teachers on their job performance. 
Occupational stress is commonly viewed as having two dimensions, namely physiological stress and psychological stress. Physiological stress involves bodily reactions, such as headache, migraine, abdominal pain, body exhaustion, fatigue including heart problems; while psychological stress involves emotional reactions to a situation  (Mkumbo, 2013). 

1.11.3 Job Performance

Job performance is defined the property of the behaviour of employees and is understood as the expected organizational value of what people do. Moreover, job performance concerns both behavioural and outcome aspects. Therefore, job performance is considered as the combination of five aspects that include; task proficiency, task care, work discipline, work improvement and readiness for innovation (Bieńkowska & Tworek, 2020). In relation to this study, job performance means the performance of daily activities among secondary school teachers at their working places. 

1.11.4 Working Conditions

Working conditions are the facilities or possibilities that could be found in our daily working life (International Labour Organization, 2019). Generally, it has been confirmed that poor physical working conditions can affect employees’ psychological and even physical health (Malik,  Björkqvist  & Österman, 2017). In relation to this study, working conditions or environment whether good or bad currently for working among secondary school teachers.  

1.11.5 Managerial Interventions
Managerial interventions are purposeful actions by organizational leaders to positively impact the work environment and employee well-being. These strategic measures, such as leadership training and stress management programs, aim to enhance the manager-employee relationship, reduce turnover, and create a positive workplace culture. Essentially, they represent proactive efforts by management to shape a conducive and supportive work environment, fostering employee satisfaction, growth, and overall organizational effectiveness. These are interventions, ranging from leadership training to mentoring programs are instrumental in fostering a strong manager-employee relationship (Wang, Chen and Chen, 2019).
1.11.6 Secondary School Teachers

The job of secondary school teachers has been the subject of numerous studies in recent years, with a particular focus on their well-being and job satisfaction. For example, a study by Gao, Greenberg, Wong, and Wong (2019) found that, job demands, such as workload and administrative duties, were negatively associated with teacher well-being, while job resources, such as social support and autonomy, were positively associated with well-being.

Similarly, another study by Zhang, Zhang, and Li (2018) found that, job satisfaction among secondary school teachers was positively associated with perceived organizational support and job autonomy, and negatively associated with job stress. This suggests that interventions aimed at improving teacher well-being should focus on providing adequate resources and support, as well as reducing job stressors. 
Moreover, a study by Zhang, Zhang and Wang (2019) found that teacher job satisfaction was positively related to perceived supervisor support and trust in the supervisor. This highlights the importance of positive relationships between teachers and their supervisors in promoting job satisfaction among secondary school teachers. Finally, a study by Cui (2022) found that, teacher well-being was positively related to the quality of the relationship between teachers and their students. This suggests that fostering positive relationships between teachers and students can have a positive impact on teacher well-being. Overall, these studies suggest that improving job resources, reducing job stressors, promoting positive relationships with supervisors, and fostering positive relationships with students are all important factors in promoting well-being and job satisfaction among secondary school teachers.
1.12     Organization of the Research Report
 The research report's organization commences with Chapter One, the introduction, which serves as the foundational pillar for the entire study. This chapter begins by introducing the research topic, offering context and underscoring its relevance and significance. It briefly reviews the research background, highlighting key studies and pertinent theories, setting the stage for the study. 

The problem statement is articulated clearly, defining the research question and explaining its importance. The main objectives and research questions are listed to provide a roadmap for the study. The chapter also addresses the research's scope and limitations, delineating its boundaries and potential constraints. It provides operational definitions of key terms tailored to the study's needs, ensuring terminological clarity. Additionally, the chapter discusses the research's significance and its contributions to both academia and practical applications. It concludes by offering an overview of the research report's structure, preparing readers for what to expect in the upcoming chapters. This introduction chapter effectively establishes the groundwork for a coherent and comprehensive exploration of the research topic.
CHAPTER TWO
 LITERATURE REVIEW

2.1     Chapter Overview

The chapter presents the theoretical framework and the empirical literature review. The chapter ends with synthesis of the reviewed literature and presentation of conceptual framework that guided the study. Literature review helps a reader to share findings of other studies in relation to the study to be conducted  (Creswell & Creswell, 2018).

2.2     Theoretical Literature Review

The “Theoretical Literature Review," investigated the existing body of knowledge surrounding on the influence of occupational stress on secondary school teachers’ job performance. This literature review aims to provide a comprehensive understanding of the theoretical underpinnings, key concepts and relevant theories that inform our investigation into this critical relationship. By examining prior research and theoretical perspectives, we seek to establish a strong theoretical foundation for the study.

2.2.1 The Concept of Stress

Stress is any action or situation that places special physical or psychological demands upon a person or anything that can unbalance his individual’s equilibrium. Not only stress is the abnormal reaction that the organism displays against threatening environmental elements but also is a general term used for pressure that people are exposed to in life (Nwimo & Onwunaka, 2015). In relation to this study, stress means the condition that causes secondary school teachers to fail in performing efficiently and effectively their daily activities. Stress is also defined as a mismatch or a lack of fit between external and internal job demands and external and internal resources. In other words stress is the experience of negative or unpleasant emotions resulting from aspects of the work (Skaalvik & Skaalvik, 2015).  

2.2.2 Types of Stress

Stress is categorized into different types namely; acute, episodic and chronic ( Tran, Tran, Nguyen, Mach, Phan & Mujtaba, 2020). Acute stress (short term stress) is very common type of stress. Short term stress is harmless in small amounts; however, too much short-term stress can cause feelings of exhaustion, worry and tension. Examples of short-term stress include: Being stuck in deep feelings, speaking in front of a group of people, interviewing for a job, arguing with a friend or loved one, getting married, short term health issues, such as a need for more medical testing and having a baby. It happens in a very short-term and always does not have a negative impact among the employees. Acute stress normally helps employees to think critically so as to cope with stressful situations and different challenges in the future.

The other type of stress is episodic acute stress occurs when employee faces stress several times Episodic acute stress is found among the people who feel the pressure of being overloaded and having a lot of responsibilities at the working places.  Acute episodic stress also occurs among people with unrealistic demands and unreasonable goals that exceed their ability to perform it on time (Ibid).
Chronic stress (long term stress) is regarded to be the most harmful type of stress, and it is the opposite of acute stress. Most people are experiencing chronic stress (long term stress) in their life. It happens when people have serious and long-term problems such as their life being out of control and give up looking for solutions. Chronic stress is the most dangerous. It can cause both physical health and mental health (Khan & Khan, 2017). Examples of chronic stress (long term stress) include: Financial difficulty, loss of a job or unemployment, unhappy relationship or marriage, personal health issues that require lifestyle change and work-life balance challenges.

2.2.3 Job Performance

Job performance is defined as the property of the behaviour of employees and is understood as the expected organizational value of what people do. Moreover, job performance concerns both behavioural and outcome aspects. Therefore, job performance is considered as the combination of five aspects that include; task proficiency, task care, work discipline, work improvement and readiness for innovation (Bieńkowska & Tworek, 2020). In relation to this study, job performance means the performance of daily activities among secondary school teachers at their working places.  
In the context of this study, job performance refers to the effectiveness and efficiency of secondary school teachers in performing their duties and responsibilities, such as lesson planning, classroom management, student assessment, and professional development. Research has shown that occupational stress can have a negative impact on job performance among teachers Sadeghi & Sa'adatpourvahid (2016). Specifically, teachers who experience high levels of occupational stress are more likely to exhibit burnout, exhaustion, reduced job satisfaction, and decreased teaching effectiveness (Kariou, Koutsimani, Montgomery & Lainidi, 2021). Therefore, it is important for school managers and policymakers to identify and address the sources and consequences of occupational stress among teachers in order to promote their well-being and enhance their job performance.
2.2.4   Effects of Stress on Job Performance

Stress can affect employees’ job performance if not handled well. Among the effect of stress on job performance to the employees include; the increase of absenteeism, turnover and decrease of production (Daniel, 2019). Also according to  Bolliger, Lukan, Colman,  Boersma, Luštrek, De Bacquer & Clays (2022), with occupational stress, an organization can face other challenges including poor time maintenance, serious staff turnover, or bad channel or language communication among employees. It is estimated that there are about 100 million workdays being lost due to stress and nearly 50% to 75% diseases are related to stress (Kitole, Ibua & Matata, 2019). Stress does not only affect individual employees but also organizations at large since organizational performance depends on individual performance (Mwakasangula & Mwita, 2020).  Occupational stress has been shown to have a negative impact on various aspects of employees' well-being, including their physical and mental health, job satisfaction, and performance. Several recent studies have investigated the effects of occupational stress.

A study by Heponiemi, Elovainio, Pekkarinen, Sinervo,  Kouvonen and Aalto  (2018) found that, job strain (defined as high job demands and low job control) was associated with increased risk of burnout and depressive symptoms among Finnish physicians. Another study by Dousin, Collins and Kler (2019) found that, occupational stress was negatively associated with job satisfaction and work-life balance among Malaysian nurses. A systematic review by Bayram and Bilgel (2018) found that occupational stress was associated with increased risk of depression, anxiety, and cardiovascular diseases among healthcare workers. A study by Lee, Park  and Yoon  (2020) found that, occupational stress was negatively associated with job satisfaction and positively associated with turnover intention among Korean firefighters. A study by Yan, Yao, Zhang,  Wang and Wei (2021) found that, occupational stress was negatively associated with employees' job satisfaction and affective commitment in a Chinese manufacturing company. These studies suggest that occupational stress can have significant negative effects on employees' well-being and job-related outcomes. Thus, it is important for organizations to implement interventions and strategies to manage and reduce occupational stress among their employees.
2.2.5 Job Demand Control Model
This study based on Job Demand Control Model (JDCM) or Demand Control Support Model (DCSM) developed by a sociologist known Robert Karasek in 1979. The model is focusing on assessment of stress and stress factors  in the work environment (labour intensity) and health promotion in the workplace. It has become one of the best-known models with regard to workload and work-related stress. The model is  emphasizing two important aspects of job demand and decision latitude (control). 

2.2.5.1 Height of Strain (Demands)

These are the requirements that are set at work, including work rate availability, time pressure, effort and difficulty. Such requirements represent the psychological stressors in the work environment. In the school environment, secondary school teachers are working in different environment. Most of these teachers suffer from different psychological stressors such as; work overload, conflict among employees and management, disparity of rewards and recognition. (Faisal, Tian & Huebner, 2020). In relation to this study, this can be achieved only when they work in areas of conducive environment with no occupational stress. Job performance among secondary school teachers can be done properly if there is no stress to their working environment.   
In the current study examining the influence of occupational stress on secondary school teachers' job performance, the Height of Strain (demands) is highly relevant. The study aimed to explore the factors contributing to occupational stress among secondary school teachers in Tanzania. These factors may include high workloads, long shifts, lack of skill utilization, poor communication and job insecurity among others (Amiri, 2019).

The Height of Strain (demands) becomes essential in understanding how these stressors impact teachers' overall well-being and job performance. When teachers face high demands and job-related stress, it can lead to physiological and psychological strain such as emotional exhaustion, mood disturbances and sleeping problems (Mosadeghrad, 2014). This strain can ultimately affect teachers' job performance, leading to reduced attention to work, decreased self-confidence and an inability to achieve work targets (Kotrotsiou et al., 2021). 
Generally, the Height of Strain (demands) is a crucial aspect of the JDCM that directly relates to the current study's focus on understanding how occupational stress affects secondary school teachers' job performance. Examining the interplay between job demands and decision latitude will provide valuable insights into the complex relationship between occupational stress and job performance among teachers in the Tanzanian context.
2.2.5.2 Decision Latitude (Control)

This concerns the freedom an employee has to control and organise his own work. It consists of both competence and decision-making authority. In the context of school environment, secondary school teachers need freedom to organize their work.  In the current study examining the influence of occupational stress on secondary school teachers' job performance, Decision Latitude (Control) is highly relevant as it helps to understand the role of teachers' autonomy and authority over their work tasks and decision-making processes in relation to the experienced job demands (Height of Strain). By considering Decision Latitude along with job demands, the study can explore how the level of control teachers have in their work environment may influence their well-being and job performance. Here's how Decision Latitude is relevant to the current study:

Moderating Effect: Decision Latitude acts as a moderating factor in the relationship between job demands (Height of Strain) and job performance. Higher levels of control may mitigate the negative impact of high job demands on teachers' well-being and performance. Teachers with more control over their work may be better equipped to cope with stress, have a sense of empowerment, and experience higher job satisfaction which can positively influence their job performance (Karasek, 1979).

Impact on Stress Perception: Teachers with greater Decision Latitude may perceive job demands differently than those with less control. If teachers have the authority to make decisions, plan their work and utilize their skills, they may perceive certain demands as more manageable or rewarding. On the other hand, teachers with limited control may feel more overwhelmed by similar demands, leading to higher stress levels and potentially affecting job performance.

Relevance of Interventions: Understanding Decision Latitude is crucial in proposing managerial interventions to reduce occupational stress and enhance job performance. Interventions that aim to increase teachers' autonomy, involvement in decision-making processes and skill utilization may positively impact their well-being and overall job performance. These interventions can empower teachers to take charge of their work and foster a more positive work environment.

Contextual Considerations: Decision Latitude is context-specific and can vary across different schools and educational settings. The current study can explore how decision-making authority, skill discretion, and control levels differ among teachers in various schools within the Mwanza Region, Tanzania. This understanding will provide valuable insights into how specific aspects of Decision Latitude relate to the experienced job demands and job performance of teachers. 
Generally, considering Decision Latitude in the current study helps provide a more comprehensive understanding of the relationship between occupational stress and job performance among secondary school teachers. It allows researchers to explore how the level of control teachers have over their work tasks may influence their response to job demands, ultimately affecting their well-being and performance in the Tanzanian context.
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Figure 2.1: Karasek’s Job Demand Control Model
Job Demand Control Model is aimed at balancing requirements and autonomy including the decision latitude (freedom) someone has. Robert Karasek suggests that, employees who have demanding jobs, experience a lot of stress if they cannot decide when they do the work. On the other hand, it is also true that despite the high demands of the job, the personal control is actually a nice addition that leads to employees feeling far less stressed. The horizontal x-axis shows the job demands, which can by high or low. The vertical y-axis shows the job decision latitude, which can also be high or low. 
2.2.5.3 Low-Strain Jobs

These are the most routine jobs. The intrinsic motivation of employees in this type of jobs is very low and they do not see it as a challenge to embrace new challenges. Employees with those kinds of jobs quickly get bored. In the context of school environment, most of secondary school teachers perform their job in different situations. Those who perform their duties with stress feel uncomfortable and not motivated with their work. In relation to this study, most of secondary schools are not performing their job due to occupational stress.
In the current study, examining the influence of occupational stress on secondary school teachers' job performance, the concept of "Low-Strain Jobs" is relevant as it represents a specific job category characterized by low job demands and high decision latitude (control). Low-Strain Jobs are relevant in understanding the potential ideal work conditions where teachers experience low stress due to the combination of manageable job demands and a high level of autonomy and control over their work tasks (Ramberg, Låftman, Nilbrink, Olsson & Toivanen, 2022).  By comparing the experiences of secondary school teachers in low-strain job roles to those in high-strain job roles (characterized by high job demands and low decision latitude), the study can gain valuable insights into how occupational stress levels influence job performance. Identifying the presence and prevalence of low-strain jobs in the Tanzanian context may also provide practical implications for designing effective managerial interventions to enhance teachers' well-being and job performance.
2.2.5.4 High-Strain Jobs

This refers to very demanding and/or complex jobs with very little control. The employee has no control and has to do as he is told. The lack of decision latitude (freedom) can also be the result of deadlines. The risk of stress is very high for these types of jobs. In the context of school environment, most of the secondary school management do not like to cooperate with their subordinates in decision making. In relation to this study, secondary teachers need to be involved in decision making for all matters pertaining to their rights whenever possible. 
In this study on examining the influence of occupational stress on secondary school teachers' job performance, the concept of "High-Strain Jobs" is relevant as it represents a specific job category characterized by high job demands and low decision latitude (control). High-Strain Jobs are relevant in understanding the potential challenging work conditions where teachers face high levels of stress due to demanding workloads and limited autonomy in decision-making. By examining the experiences of secondary school teachers in high-strain job roles, the study can identify how these elevated stress levels may negatively impact their job performance. Understanding the prevalence and implications of high-strain jobs in the Tanzanian context is essential for developing targeted managerial interventions aimed at reducing occupational stress and improving teachers' well-being and overall job performance.
2.2.5.5 Passive Jobs

These are simple jobs with little decision latitude. This includes a lot of repetitive and production jobs. The risk of stress for these types of jobs is lowest. Employees in these types of jobs show very little initiative and are wait-and-see and passive. In relation to school environment, most teachers do not show any kind of initiatives for personal and organisational growth. They look very passive due to occupational stress. In relation to this study, it is better for the school management to involve all teachers for the daily duties so as they can show their talents rather than to be looked passive all the time. 

In the current study examining the influence of occupational stress on secondary school teachers' job performance, the concept of "Passive Jobs" is relevant as it represents a specific job category characterized by low job demands and low decision latitude (control). Passive Jobs are relevant in understanding the potential work conditions where teachers may experience low stress due to both manageable job demands and limited autonomy over their work tasks. By considering the experiences of secondary school teachers in passive job roles, the study can explore how the combination of low demands and limited control may affect their well-being and job performance. Identifying the prevalence and implications of passive jobs in the Tanzanian context can offer valuable insights for designing targeted managerial interventions to enhance teachers' motivation and job satisfaction, potentially leading to improved job performance.
2.2.5.6 Active Jobs

These are highly demanding jobs that allow the employee to decide when he does his work. As a result of the high level of decision latitude, he does not experience his job as stressful, despite it being very psychologically demanding. Those types of jobs provide sufficient intrinsic motivation and employees are open to accepting new challenges. That subsequently creates room for development, growth and challenges. In relation to the school environment, if teachers are being recognized by the school management will feel be highly motivated.  

In the current study, examining the influence of occupational stress in secondary school teachers' job performance, the concept of "Active Jobs" is relevant as it represents a specific job category characterized by high job demands and high decision latitude (control). Active Jobs are significant in understanding the potential work conditions where teachers may face both challenging workloads and a high level of autonomy in decision-making. By considering the experiences of secondary school teachers in active job roles, the study can explore how the combination of high demands and a sense of empowerment through decision-making authority may influence their well-being and job performance. Identifying the prevalence and implications of active jobs in the Tanzanian context can offer valuable insights into how teachers respond to high demands with a greater sense of control, potentially affecting their ability to cope with stress and positively impacting their job performance.

2.3     Empirical Literature Review

This section reviewed empirical studies related to the research problem. It focused on studies conducted in the field on occupational stress on job performance basing on secondary school teachers’ perspective. It aimed at providing in depth information about the current study by consulting different literature and thereby establishing the knowledge gap that the study sought to bridge.

2.3.1   Secondary School Teachers’ Perception on Causes of Occupational Stress  

The causes of occupational stress among employees include: work overload, role of conflict, management ineffectiveness and lack of career development opportunities (Faisal, Noor & Khair,  2019). The causes of of occupational stress  are divided into two groups namely; external causes of stress at work and internal causes of stress at work. Among the external causes of stress at work places can be due  working conditions that include; absence of stability and clarity, left alone to resolve problems, excessive workload, lack of inter-institutional cooperation and the absence of change. 

Another external causes of occupational stress at work places is due to negative behaviour of a service receiver that include: threat of physical violence, psychological violence and pressure from clients in order to obtain something. The other one is due to relations with management that include: lack of encouragement from the management and lack of kindness. Another external cause of occupational stress at work place is due to the condition of employment that include: Fixed-term contracts and uncertainty about the future and too little salary. 

The second group of causes of occupational stress at work is internal causes  that include: Excessively high requirements among employees themselves, the fear to failure and excessive responsibility  (Raudeliunaite & Volff, 2020). The external causes of occupational stress include many external factors within an organization which affect an individual’s performance in organization. Among the external causes of occupational stress include;  Job insecurity whereby an employee works in an organization, fear of losing his or her job and later on leads to chronic stress which results into low quality of work.  

It had also been observed that, occupational stress is a great challenge among the United Kingdom teachers. For example, the findings from Brady and Wilson (2021) on comparing sources of stress for state and private school teachers in England indicate that, teaching is understood to be a highly stressful profession. The findings from Singh (2018) on occupational stress in India insist that some of the causes of occupational stress include; toxic working environment, negative or overwork load, isolation, types of hours worked, conflict and role ambiguity, lack of autonomy, carrier development, barriers and difficult relationship with co-worker or administrators or seniors. The other causes of occupational stress include; managerial bullying, harassment, job insecurity, low level of support from supervisors, dissatisfaction of employees, targets or unrealistic deadlines, environmental factors and personal factors (Ibid). The indication of such occupational stress among secondary school teachers shows that, teachers cannot perform their work effectively.  

Occupational stress also had been reported in African countries as a great challenge among teachers. The research done by Mohamed (2018),  on the  causes of occupational stress among teachers who are working in Libyan Schools revealed that, the sources of the occupational stress among teachers include; teaching pupils who lack motivation, maintaining discipline, time pressures and workload, dealings with colleagues, being evaluated by others, inefficient management, ineffective organizations, conflict between individuals, poor physical environment and working conditions. 

The study done by Kitole, et al.  (2019) on the effect of work stress on employee performance in the public sector in Kenya indicated that, work place conflicts as one of the sources of occupational stress affect employee performance in the public sector. On the other hand, the findings revealed that; workload, work conflicts, work ambiguity and job security were some of the causes of occupational stress among employees (Ibid). On the other hand, the findings from Mkumbo (2013) on prevalence of and factors associated with work stress in academia in Tanzania indicated that; lack of staff involvement in institutional reform processes and lack of necessary support systems related to their work were some of the sources of occupational stress among of employees in university. 

The findings of this study were useful for provision of managerial interventions in order to reduce occupational stress and improve job performance among secondary school teachers (Mwakasangula & Mwita, 2020). This study also recommends; improvement of working conditions through provision of necessary resources, formulating and implementing policies intending to offer supportive working environment for teachers in public schools. This may help to avoid unnecessary occupational stress and hence increase employee commitment, loyalty and job performance (Mwakasangula & Mwita, 2020). 

2.3.2   Factors for Determining the Levels of Occupational Stress 

Occupational stress is still a big challenge among teachers globally and even the levels of stress among them vary according to situations. The findings from Shen and Slater (2021) in United Kingdom on effect of occupational stress and coping strategies on mental health and emotional well-being among university academic staff indicated that; the level of stress among university academic staff in higher education institutions had significantly increased over the past decade. Mental health and well-being of academic staff could be affected once they were exposed to stressful work conditions and use negative coping strategies.
Addition to that, the findings from Demjaha, Bislimovska and Mijakoski (2015) on level of work-related stress among teachers in elementary schools in Macedonia indicated that, majority of teachers perceived their work-related stress as high in relation to gender, age, levels of grades taught as well as working experience. The findings also indicated that, teachers with university education experience stronger stress than their colleagues with high education.  In connection to this, it had been also observed that, in Sub-Saharan Africa, the level of occupational stress among physicians, nurses, midwives and medical or nursing students were not the same, for example, it had been observed that, the highest levels of burnout were among nurses compared to all healthcare providers that showed high burnout (Dubale, Friedman, Chemali, Denninger,  Mehta,  Alem,  Fricchione,  Dossett & Gelaye, 2019). 

Occupational stress had also been reported as a great challenge in African countries. The findings on stress among secondary school teachers in Nigeria and Cairo indicated that, stress levels among secondary schools in Ebonyi State were high and therefore; additional research perhaps incorporating physiological techniques to obtain measurements of stress levels were needed to be conducted so that the teachers’ stress symptoms could be better understood (Nwimo & Onwunaka, 2015; Hassan, Rizk & El-naser, 2018). The findings also showed that, the high level of stress among secondary school teachers increased risks of health problems and affect job performance.   

Currently, occupational stress among teachers is a debatable issue in East African countries including Tanzania. The findings from Ssenyonga and Hecker (2021) on job perception contribute to stress among secondary school teachers in South-western Uganda indicated that, teachers’ perception of their working conditions was related to teachers’ stress levels. As teachers’ stress levels were related to negative educational outcomes, more efforts were needed to be geared towards improving the working conditions of secondary school teachers as a way of reducing stress.  The findings from these studies justify that, secondary school teachers were extremely experiencing highest level of occupational stress that led to poor job performance among them. This study objective therefore, focused on assessment of levels of occupational stress among secondary school teachers basing on Tanzanian secondary schools’ perspective. 
Workload: Teachers often face a high workload that can lead to stress. The study by Hakanen et al. (2018) found that an increase in workload was a significant predictor of teacher burnout. Classroom management issues: Teachers' inability to manage their classrooms can lead to increased stress levels. High levels of stress also is due to student behaviour problems (Agyapong, Obuobi-Donkor, Burback & Wei, 2022). Lack of support: A lack of support from colleagues, administrators, and parents can increase occupational stress among teachers. Klassen et al. (2018) found that teachers who reported feeling unsupported by their colleagues experienced lower levels of well-being.

Role ambiguity: Unclear expectations or lack of clarity regarding job duties can lead to stress among teachers. In a study, by Chang and Lee (2018), teachers reported stress due to unclear job expectations and excessive workload. High-stakes testing: Teachers are often under pressure to produce high test scores, which can lead to stress. Zhang et al. (2021) found that teachers in China experienced stress due to high-stakes testing, which resulted in reduced job satisfaction. Another possible factor contributing to occupational stress among secondary school teachers is the pressure to meet high academic standards and expectations. 
Klassen,  Perry and Frenzel (2018) found that, teachers’ relatedness with students can be negatively affected by the pressure to achieve high academic outcomes. This can lead to a lack of connection with students and a decrease in job satisfaction. Furthermore, Lee and Chiu (2019) suggest that the education system itself can contribute to teacher stress and burnout, particularly in cases where there is a lack of administrative support or resources for teacher development. 

Overall, there are several factors that may contribute to the high levels of occupational stress experienced by secondary school teachers. These include workload, student behavior, lack of resources, pressure to achieve high academic outcomes, and lack of administrative support. Understanding these factors is crucial in developing effective interventions to alleviate stress and promote teacher well-being in secondary schools.
2.3.3   Occupational Stress and Job Performance 

The availability of stress at the work places can have a deep impact to the institution and job performance among the employees. The findings from Danish, Qaseem, Mehmood,  Ali & Shahid  (2019) on work related stressors and teachers’ performance in Pakistan indicated that; some of the influence of occupational stress among teachers include; job security, fears, increase of workloads, extended work hours and lack of support from administration.   
The findings from Harish and  Prabha (2019) who conducted a study in India on work related stressors and teachers’ job performance indicated that, teachers working in the government sectors were  found to be very much satisfied than the ones employed in private schools, the fact being that the job security was  more high and much safer in the government schools than the private schools. Occupational stress also was seen a great challenge in Asia. The findings from Ridzuan and Ismail (2018) on correlation analysis of occupational stress and job performance in Lebanon revealed that, humanitarian assistance such as material and logistical provision and distribution of aid for people that were in acute contribute much to reduce stress. 
Similarly, the findings from Azila-gbettor and Atatsi (2017) on work stress and performance of faculty members of a Ghanaian technical university indicated that;  teaching and examination load stress and student related stress were found to be positively and negatively associated with teacher performance respectively. These findings were similar with Appiah and Fyn (2018) who also conducted a study  on influence  of occupational stress on employee’s performance in Ghana. Their findings indicated that, stress had a negative impact on the individual physiological, physical health, behaviour and economy of a nation. 
The findings from Kinyita (2015) on relationship between work stress and performance of employees in Nairobi indicated that, work stress significantly affected the performance of an individual and stress management techniques were not highly regarded or utilized by the management. The study done by Mwakasangula and Mwita (2020) on relationship between occupational stress and job satisfaction among teachers in Tanzanian public primary schools indicated that, the allocation of manageable workloads to teachers and improvement of teachers’ working environment helped them to perform their job effectively including job satisfaction. Therefore, this study assessed the relationship between occupational stress and job performance in secondary schools in the context of Tanzania. 

Occupational stress can have a significant impact on job performance among secondary school teachers. A study by Liao, Wang & Wang, (2023) found that, high levels of occupational stress were negatively correlated with teacher job performance. The study suggests that stress can reduce teacher motivation, increase fatigue, and negatively impact decision-making abilities. Similarly, a study by Jin, Zhang & Wang, (2020) found that, occupational stress had a negative effect on teacher performance in the classroom. The study found that higher levels of stress were associated with lower levels of teacher engagement and commitment, which, in turn, led to lower levels of job performance.

In addition, a study by Lee and Chiu (2019) found that occupational stress among teachers in Hong Kong was associated with lower levels of job satisfaction and increased intentions to leave the profession. This suggests that occupational stress can also have an impact on teacher retention rates. It is important to note, however, that not all studies have found a direct relationship between occupational stress and job performance. A study by Gao, Greenberg, Wong and Wong (2019) found that while occupational stress was negatively associated with teacher job satisfaction, it did not have a significant impact on job performance. 
Additionally, studies have found that occupational stress among secondary school teachers can have a negative impact on their job performance in terms of absenteeism and turnover. Lee and Chiu (2019) found that occupational stress was a significant predictor of intention to quit among teachers in Hong Kong. Similarly, burnout among teachers was associated with increased absenteeism (Hakanen,  Bakker & Schaufeli, 2018). 
Moreover, occupational stress can also affect the quality of teaching and student outcomes. A study by Zhang et al. (2021) found that occupational stress among Chinese teachers was negatively associated with job satisfaction, which, in turn, was negatively related to teaching quality. Klassen et al. (2018) also found that teacher well-being was positively associated with their sense of relatedness to students, which, in turn, was associated with better student outcomes. In conclusion, occupational stress is a significant issue for secondary school teachers and has negative consequences for both teachers and students. Teachers' job performance and student outcomes can be affected by stress, burnout, and absenteeism.

Therefore, it is crucial to address the factors that contribute to occupational stress among teachers to improve their job performance and well-being, as well as the quality of education for students. Overall, the relationship between occupational stress and job performance among secondary school teachers is complex and multifaceted. While some studies have found a direct negative relationship, others have found more nuanced effects. It is clear, however, that occupational stress is an important factor to consider when seeking to improve teacher job performance and overall well-being.
The findings from Singh (2018) on occupational stress in India also showed that, some of the causes of occupational stress included; toxic working environment, negative or overwork load, isolation, types of hours worked, conflict and role ambiguity. Therefore, occupational stress among employees in Tanzanian context is not the same with occupational stress among employees in Asia and other African countries.

The findings from Mohamed (2018) on the of occupational stress among teachers who were working in Libyan Schools revealed that, the sources of the occupational stress among teachers included; teaching pupils who lack motivation, maintaining discipline, time pressures and workload, dealings with colleagues, being evaluated by others, inefficient management, ineffective organizations, conflict between individuals, poor physical environment and working conditions (Raudeliunaite & Volff, 2020). These studies are rare in Tanzanian context. Few researchers who studied the area had largely been associating with remuneration (Nyamubi, 2017) while others had based on relationship between occupational stress and job satisfaction (Mwakasangula & Mwita, 2020). 

On the hand, the findings from different studies on occupational stress had been conducted by using a single methodological approach and single instrument for data collection (Alias, Othman, Marmaya & Koe, 2019; Faisal, Noor & Khair, 2019; Raudeliunaite & Volff, 2020). This study therefore, sought to investigate the effect of occupational stress on teachers’ job performance in Tanzania. The study therefore, proposed different managerial interventions for reducing occupational stress so as to enhance job performance among secondary school teachers in the context of Tanzania.

2.3.4   Managerial Interventions on Occupational Stress 

Wang and Eccles (2018) found that perceived social support had a longitudinal impact on school engagement among adolescents in secondary school. Another managerial intervention is job redesign, which involves altering the job demands and resources to better fit the abilities and preferences of employees. Gu and Zhou (2020) found that person-environment fit was positively related to job satisfaction among teachers in primary and secondary schools in China. Similarly, Zang, et al. (2022) found that teacher engagement and commitment mediated the relationship between occupational stress and job performance among Chinese high school teachers. Studies on occupational stress are common in some countries of Asia and African continents. 
These are two different contexts of occupational stress.  For example, the findings from Panigrahi (2016) on managing stress at workplace in India showed that,  secondary school teachers had been performing poorly their work due to different stresses at their working places. Training and development programs can also be effective in reducing occupational stress among teachers. Lee and Chiu (2019) found that training programs that focused on stress management and coping strategies significantly reduced burnout among Hong Kong teachers. Additionally, Zhang et al. (2021) found that affective commitment mediated the relationship between occupational stress and job satisfaction among employees in a Chinese manufacturing company. 
In addition, several studies have also suggested other managerial interventions that could be implemented to alleviate occupational stress among secondary school teachers. One such intervention is the provision of professional development programs aimed at equipping teachers with coping mechanisms for managing stress (Klassen et al., 2018). Research has shown that such programs can be effective in reducing stress and burnout among teachers and improving their overall job satisfaction (GU & Zhou, 2020).
Another managerial intervention that has been suggested is the establishment of supportive work environments that promote a sense of community and positive interpersonal relationships among teachers (Wang & Eccles, 2018). Such work environments could involve creating opportunities for teachers to collaborate, providing resources for social and emotional support, and promoting open communication channels between teachers and their superiors. Additionally, it has been suggested that the workload of teachers should be adequately managed to prevent overload and burnout (Jin et al., 2020). This could involve reducing non-teaching responsibilities and delegating tasks to support staff. It could also involve providing teachers with adequate resources to effectively manage their workload, such as technology tools and instructional materials. Overall, the implementation of these managerial interventions could contribute to reducing occupational stress among secondary school teachers, promoting job satisfaction and ultimately improving job performance. 

The application of managerial interventions in schools had been minimizing occupational stress and improving job performance among teachers; and later on teachers become more effective and adjusting to stressors at work (Malik & Björkqvist, 2021). In order teachers to perform their work efficiently, they should be taught some necessary skills in coping with stressors. The findings from  CLIPA (2018) on teacher stress and coping strategies in Romania indicated that, teachers experienced high levels of stress, almost half of them being tempted to give up this profession. The most coping strategies among Romanian teachers were the positive ones that included; attending enjoyable activities, creating a positive organizational climate and communicate results of evaluation process (Ibid). 

It had also been revealed that, career development; organizational climate and organizational discipline were the major stressors for teachers that led to poor job performance among them. Basing on the findings from Liaqat and Afzal (2019) on professional life stressors among teaching faculty at tertiary level in Pakistan; it was recommended that, facilities such as equal opportunities of training, quality training and counselling could be provided to teachers so as to improve their job performance. 
The findings from Sharma and Shakir (2017) on stress management among teachers in India also indicated that, stress cannot be eliminated; however a bit can be managed effectively by some ways that include; financial stability that reduces worries and stress, happy and content life, avoiding over thinking, positive emotions, balanced life, proper sleep, proper exercise, faith in divine (unending reality: the reality of God) and believe in the philosophy of integration.

On the other hand, the study done by Hassan and El-neser (2018) on assessment of work stress and coping strategies among primary school teachers in Cairo revealed that, frequent educational sessions should be applied by teachers so as to raise teacher's awareness about the negative effect of occupational stress and the appropriate use of coping strategies to overcome their work stress and enhance job performance. The findings also indicated that, educational agencies, stakeholders and others were needed to take actions in collaboration with the schools in order to improve the organizational structure, organizational climate and restricted student teacher ratio which were the common sources of work stressors (Ibid). These findings were differing from Iyore (2018) who argued that; strategies of coping with stress were many and therefore, managers should use more than one strategy for effective coping with stress, getting emotional support from others such as more experienced  teachers  who can give them directives on how to manage the current challenges they were facing at the working places.

The problem of occupational stress among teachers is also very common among teachers in East African countries. It had been observed that; workload, long hours of working, inadequate teaching materials, poor living conditions, low salaries and inadequate training among others were some of the common sources of occupational stress among them. However, the findings from Margaret, Simon and Sabina, (2018) on sources of occupational stress and coping strategies among teachers in Kenyan institutions included physical activities like jogging, talking with family and friends, seeking alternative accommodation outside the institutions among others. 
The same findings also indicated that, some of the coping strategies were positive, while others were negative that were likely to damage effectiveness of job performance among teachers (Ibid). Therefore, this study objective sought to generate managerial interventions on occupational stress among secondary school teachers basing on Tanzanian context.  

2.4      Research Gap 

The empirical literature review (e.g. Hashmi, 2015) provides a comprehensive overview of the factors contributing to occupational stress among secondary school teachers, its impact on job performance and potential managerial interventions. However, it also highlights significant research gaps. While the review covers studies from various countries, it primarily focuses on experiences in Pakistan, India, Lebanon, Ghana, and other regions, with limited exploration of the Tanzanian context. Given that the cultural, educational, and organizational dynamics in Tanzania may differ, there is a noticeable gap in research examining the unique stressors faced by Tanzanian secondary school teachers and the effectiveness of interventions tailored to this specific context.

Additionally, the existing literature (e.g. Shen & Slater, 2021) largely concentrates on the negative aspects of occupational stress without delving deeply into the positive coping strategies and resilience factors that teachers might employ. Exploring the positive dimensions of teachers' responses to stress and resilience-building strategies can provide a more holistic understanding of how teachers navigate the challenges they face in their work. These insights can guide the development of comprehensive managerial interventions that not only reduce stress but also foster well-being and job performance among Tanzanian secondary school teachers.

Furthermore, the review mentions several international studies (e.g. Prasad, Vaidya & Kumar, 2015) but it lacks a clear synthesis of the existing literature to identify the current state of knowledge in the Tanzanian context. A comprehensive review specific to Tanzania is needed to consolidate the available evidence, pinpoint gaps, and establish a solid foundation for future research in this specific region. This would enable researchers to design contextually relevant interventions that address the unique stressors faced by Tanzanian secondary school teachers, ultimately contributing to improved job performance and teacher well-being in the country.
2.5     Conceptual Framework of the Study
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Figure 2.2: The Effect of Occupational Stress Model on Teachers’ Job Performance

Source: Adapted from Cooper and Marshall (1976).
Figure 2.1 shows the proposed model of the study. The model describes different variables that are being regarded as some of the indicators of occupational stress at the working places. The model shows the relationship between the occupational stress as independent variables, managerial interventions as mediating variables and teacher’s job performance as dependent variables.  Basing on the model, it is assumed that some managerial interventions of occupational stress such as proper remuneration, on job training, promotion, recognition, improvement of working environment, reducing workload, improvement of superior-subordinate relationship are some of indicators of occupational stress. All these indicators can be directly or indirectly relating to job performance among secondary school teachers. This indicates that, if the management intervenes on reducing some or all indicators of occupational stress, job performance among secondary school teachers will be improved.  

2.6      Chapter Summary

Chapter Two presents a comprehensive literature review on the influence of occupational stress on job performance among secondary school teachers in Tanzania. The chapter begins by providing a theoretical framework that underpins the study, which helps to establish a common language and understanding of the key concepts and variables in the study. The empirical literature review that follows covers a range of topics related to occupational stress, including its causes and effects on job performance, coping strategies for managing stress, and potential interventions to alleviate stress. 
The review draws on a wide range of research studies and publications from various disciplines, including education, psychology, and management. The synthesis of the literature review highlights the key themes and findings that emerged from the analysis of the literature. This synthesis provides the basis for the conceptual framework that guided the study, which visually represents the key variables and relationships that were examined. Overall, Chapter Two provides a thorough and critical analysis of the existing literature on the topic, and establishes a strong foundation for the subsequent chapters of the study. It provides a clear understanding of the key concepts, theories, and empirical evidence related to occupational stress and job performance among secondary school teachers in Tanzania. 

CHAPTER THREE
 RESEARCH METHODOLOGY

3.1     Introduction


This chapter presents and discusses the methodology that was applied in conducting the study. The chapter also provides a description of the research approach, research design and the area of the study. The other aspects that were covered in this chapter include; the target population of the study, the sample size and sampling techniques, data collection methods and data analysis plan.

3.2     Research Paradigm/Philosophy

The study involved pragmatism research paradigm/philosophy. Pragmatism allows researchers to draw upon both quantitative and qualitative research methods, depending on the nature of the research questions and the data needed for the study (Creswell & Creswell, 2018). In the context of the current study, investigating the influence of occupational stress on secondary school teachers' job performance, the use of both questionnaires (quantitative) and interviews (qualitative) suggests a pragmatic research paradigm.
3.3      Research Approach

Research approaches are plans and the procedures for research that span the steps from broad assumptions to detailed methods of data collection, analysis, and interpretation (Creswell & Creswell, 2018). The study applied mixed research approaches because it involved to collect both qualitative and quantitative data. It was assumed that the integration of qualitative and quantitative data yields additional insights beyond the information provided by either the quantitative or qualitative data alone (Creswell, 2018). Both qualitative and quantitative data were gathered concurrently or at the same time.

3.4      Research Design 

Basing on the overall research objective, this study employed a survey research design to guide the process of data collection and analysis.  This design seems to be useful because it relied on large-scale data gathering from a wide population at one point of time and that it enables generalizations to be made about the issue under investigation (Cohen, Manion & Morrison, 2017). This design had also been chosen by a researcher because it enabled him to gather detail information of the study within its real-life context while capturing the differences within and between the cases especially when the boundaries between the phenomenon and the context are not clearly evident (Han & Yin, 2016). 
The chosen research design in this study also enabled the researcher to obtain the research data through triangulation methods as it provides a means of integrating qualitative and quantitative methods into a single research study (Creswell & Creswell, 2018).  The data were collected, presented and analysed through descriptive survey design in which representative sample was drawn from the study target population. The results obtained from the sample used to generalize the whole population.
3.5     Area of the Study 

The study involved two district councils of Mwanza region namely; Ilemela and Mwanza city council. The scope of the proposed study was therefore be delimited within the management aspect of secondary schools in Ilemela Municipal and Mwanza city council. The involvement of only two districts, Ilemela Municipal and Mwanza City Councils in the study was justified based on several reasons:

Richness of Data: Conducting research in two districts allows for a more in-depth and comprehensive investigation within a specific geographic area. The researchers can gather a significant amount of data from these districts, including information from teachers, head of schools, education officers and district education officers. This richness of data can enhance the validity and reliability of the study's findings.

Manageable Scope: Limiting the study to two districts provides a manageable scope for the researchers. Examining multiple districts or regions may spread the research efforts too thin and may not allow for a thorough investigation of each area. By focusing on two districts, the researchers can conduct in-depth interviews, observations and data collection to gain a deeper understanding of the specific context and dynamics within each district.

Resource Constraints: Conducting research in multiple districts can be resource-intensive in terms of time, finances, and manpower. Limiting the study to two districts helps ensure that the research team can effectively collect and analyze data without stretching resources too thin. This approach allows for a more focused and robust study with the available resources.

Local Specificity: Each district may have unique characteristics, challenges and management practices within its secondary schools. By studying these two districts, the research can gain insights into the local context and factors that influence occupational stress and job performance among secondary school teachers in the Mwanza region. This specificity can provide valuable information for policymakers and educational authorities to develop targeted interventions for these districts.

Comparative Analysis: Studying two districts enables the researchers to make meaningful comparisons between the two areas. By analyzing similarities and differences in occupational stress levels and job performance outcomes, the study can identify factors that may be specific to each district or are more generalizable across the region. This comparative analysis can enrich the study's findings and contribute to a broader understanding of the phenomenon. Generally, the involvement of two districts, Ilemela and Mwanza City Councils in the study is justified due to the richness of data available, the manageability of the research scope, resource constraints, the focus on local specificity and the potential for comparative analysis. These factors collectively contribute to a healthier and insightful investigation of the influence of occupational stress on secondary school teachers' job performance in the Mwanza region of Tanzania.
3.6      The Target Population of the Study 

The target population of this study consisted of secondary school teachers (SSTs), heads of secondary schools (HSS), Ward Education Officers (WEOs) and District Education Officers (DEOs) in Mwanza Region. The HSSs were involved in this study because were the core of the school management process. On the other hand, SSTs also were involved in this study because were the main target of the study and implementers of all school activities. 
Furthermore, WEOs and DEOs were involved in the study because were the head of education department in a district who could provide valuable information needed to justify what had been provided by the primary informants. 

Table 3.1: Study Population
	SN
	Category of Respondents
	Population

	1. 
	Heads of Secondary Schools (HSS)
	110

	2. 
	Secondary School Teachers (SSTs)
	2274

	3. 
	Ward Education Officers (WEOs) 
	37

	4. 
	District Education Officers (DEOs) 
	2

	
	Total Population 
	 =SUM(ABOVE) 2423


Source: Field Data (February, 2022).
3.7     Sample Size 

The sample size for this study was determined both by the size of the population and the amount of heterogeneity in the population (Cohen, Manion & Morrison, 2007). 

The Yamane (1967:88) formula will be used to calculate the sample of the study as follows:

[image: image2.png]N
1 + Ne)*




Whereby n= Sample Size

N=Populations Size

   e = precision or sampling error
The confidence level of 95% and precision level of 5% will be opted in order to ensure large coverage of the population. In Yamane’s formula, for a population ranging from 500 to 1000, a 3% precision cannot be used since the assumption of normal population become poor (the whole population should be used). Therefore, in this study 5% precision level was taken since it gives a good representation of the population. The choice of a 95% confidence level in survey research is a common and reasonable practice in many studies and it strikes a balance between precision and coverage of the population. Here's why 95% confidence level is often chosen over 99% or 90%:

95% Confidence Level: This means that if the survey were to be conducted many times, the researcher would expect the true population parameter to fall within the calculated confidence interval in 95% of those surveys. In other words, there is a 95% chance that the interval contains the true value. It provides a reasonably high level of confidence without making the confidence interval excessively wide.

99% Confidence Level: While a 99% confidence level offers even higher confidence in the precision of your estimate, it comes at the cost of a wider confidence interval. This means that the range within which you estimate the population parameter will be broader, making the estimate less precise. It is generally used when the consequences of an estimation error are very high, such as in critical medical decisions.

90% Confidence Level: On the other hand, a 90% confidence level provides a narrower interval but with slightly less confidence. This is often used when a narrower range of uncertainty is acceptable and when the consequences of an estimation error are relatively low. So, the choice of a 95% confidence level is a practical balance between the precision of your estimate and the coverage of the population. It's a commonly used standard in many fields of research because it offers a high level of confidence while keeping the margin of error manageable. However, the choice of confidence level can vary depending on the specific research objectives and the consequences of estimation errors in a given study. The Yamane formula was applied to calculate the sample size of the study as follows,

Heads of Secondary Schools (HSSs)
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Whereby n = sample size

                N = Population size

                e =Precision or sampling error

Therefore, the total number of Heads of Secondary Schools (HSSs) in Ilemela Municipal and Nyamagana city council in Mwanza region was 110. Therefore, the sample size of the Heads Secondary Schools to be involved in the study was obtained by using Yamane formula as follows: 

n = 110/1+110 (0.0025)

           n = 110/1+0.275

            n = 110/1.275

             n = 86

The sample size of the Heads of Secondary Schools was 86.

The total number of Secondary School Teachers (SSTs) in Ilemela district and Mwanza City council in Mwanza region was 2274. Therefore, the sample size of the Secondary School Teachers to be involved in the study was obtained by using Yamane formula as follows:

n = 2274/1+2274 (0.0025)

           n = 2274/1+5.685

            n = 2274/6.685

             n = 340

The sample size of the Secondary School Teachers was 340.

The total number of Ward Education Officers (WEOs) in Ilemela district and Mwanza city council in Mwanza region was 37. Therefore, the sample size of the Ward Education Officers to be involved in the study was also obtained by using Yamane formula as follows:

n = 37/1+37 (0.0025)

           n = 37/1+0.0925

            n = 37/1.0925

             n = 34

According to Yamane formula, the sample size for heads of secondary school was 86, secondary school teachers was 340, Ward Education Officers was 34 and that of District Education Officers was 2. The total sample size category of respondents of the study was 462. The total number of populations was 2423. Table 3.2 presents the composition of the sample size and the sampling techniques used to obtain the sample for each category.  
Table 3.2 Sample Size and Sampling Technique

	S/N
	Category 
	Population
	Sample Size
	Percent %
	Sampling Technique

	1. 
	Heads of Secondary Schools (HSS)
	110
	86
	78
	Random sampling

	2. 
	Secondary School Teachers (SSTs)
	2274
	340
	15
	Random sampling

	3. 
	Ward Education Officers (WEOs)
	37
	34
	92
	Random sampling

	4. 
	District Education Officers (DEOs)
	2
	2
	100
	Purposive sampling

	
	Total Sample Size
	 =SUM(ABOVE)  2423
	462
	19
	


Source: Field Data (February, 2022)

3.8     Sampling Techniques

Simple random and purposive techniques were employed in selecting the sample size for this study.
3.8.1 
Simple Random Sampling

The researcher decided to choose this technique in this study because every member in a target population was given an equal chance of being selected. The selected sample was therefore good representation of the target population. The choice of simple random sampling in this study was based on its ability to ensure every member of the target population had an equal chance of being selected as part of the sample. This approach helps in creating a representative sample that accurately reflects the characteristics and diversity of the entire population; in this case, the secondary school teachers, heads of secondary schools (HSS) and ward education officers (WEOs) in the two selected districts of Ilemela and Mwanza City Councils. Conducting simple random sampling involves several steps as follows:

Defining the Target Population: The researcher first identified the target population, which in this study includes all secondary school teachers, head of secondary schools and ward education officers in the two districts of Ilemela and Mwanza City Councils.

Sampling Frame: Next, the researcher created a sampling frame, which is a list of all the individuals that make up the target population. This could be a list of all secondary schools, head of secondary schools and ward education officers in the two districts.

Random Selection: Using a random process, the researcher randomly selected samples from the sampling frame. This means that every individual in the target population had an equal and independent chance of being selected. Random selection was done using methods such as picking folding papers in the prepared boxes.

Sample Size: The researcher determined the desired sample size based on statistical considerations to ensure an appropriate representation of the target population. In this study, the simple random sampling technique was used to select samples of heads of secondary schools (HSS), secondary school teachers (SSTs) and ward education officers (WEOs) from the two districts, Ilemela and Mwanza City Council. By using simple random sampling technique, the researcher folded small papers and put in the box based on the names of the wards. Then, the researcher asked one respondent to pick seventeen folded papers for each council. Those who picked papers were involved in the sample study. The same technique was used to get the sample size for secondary school teachers and heads of secondary schools. 
3.8.2 
Purposive Sampling

Purposive sampling was also used to obtain DEOs by virtue of their positions. The researcher decided to choose this technique in this study because it helps to gain more information about the research problem. Again, purposive sampling technique helped a researcher to identify information rich participants in order to gain insights and develop a deeper understanding of a specific phenomenon. The logic and power of purposeful sampling lie in selecting information-rich cases for study in depth. Information-rich cases are those from which one can learn a great deal about issues of central importance to the purpose of the inquiry and therefore, studying information-rich cases yields insights and in-depth understanding rather than empirical generalizations (Benoot,  Hannes  & Bilsen, 2016).

3.9     Data Collection Methods and Instruments
The instruments for data collection in this study included; interviews and questionnaires to ensure the validity and reliability of the study. This was also encouraged so as to get the reality of what the researcher was interested to investigate (Creswell & Creswell, 2018).
3.9.1   Interviews Questions
 The study employed in-depth interviews as the data collection method for district education officers (DEOs) from Ilemela Municipal Council and Mwanza City Council. Interviews were chosen for their ability to obtain more in-depth information; flexibility and capacity to provide detailed and explained responses as well as supplementary information from respondents (Kakilla, 2021). They allowed researchers to observe respondents' feelings and adjust the interview accordingly. 
Interviews enabled the collection of more comprehensive data compared to other methods like questionnaires (Patton, 2018). They also allowed for clarification of ambiguous or complex responses, improving data quality (Patton, 2018). Capturing participant perspectives and experiences in their own words was vital for understanding complex social phenomena (Rubin & Rubin, 2012). 
Additionally, interviews provided insights into the social and cultural contexts, aiding in explaining the meanings behind responses (Patton, 2018). The use of interviews enhanced participant engagement and interaction, helping to build trust and rapport (Rubin & Rubin, 2012).

The study involved conducting one interview for each district education officer, totalling two interview sessions, one for Ilemela Municipal Council and another for Mwanza City Council. The respondents involved in the interview sessions were the two district education officers representing their respective districts. The interviews were recorded to ensure accuracy in data capture. The duration of each interview session was approximately 40 minutes for each district education officer in the respective district. Generally, interviews proved to be a valuable method for collecting rich and nuanced data, allowing researchers to gain deeper insights into the perspectives and experiences of the district education officers in the context of the study.
3.9.2   Questionnaires

Questionnaires were chosen as data collection instruments, including both open-ended and closed-ended questions to ensure consistency and standardization in data collection from secondary school teachers, ward education officers and heads of secondary schools (Babbie, 2020). The use of questionnaires allowed researchers to administer the same set of questions to all participants making data collection more efficient and enabling the study to gather data from a larger sample size (Babbie, 2020; Dillman et al., 2014). 
The questionnaires were relatively easy to administer and cost-effective compared to other data collection methods (Dillman et al., 2014). Confidentiality and anonymity for participants were ensured, encouraging more honest responses (Babbie, 2020). The data from the questionnaires could be easily coded and analysed using statistical software facilitating efficient data analysis (Dillman et al., 2014). 
The questionnaires were administered to secondary school teachers, ward education officers, and heads of secondary schools in the districts of Ilemela and Mwanza City Council in Tanzania. Return Rate for Heads of Secondary Schools: Total Questionnaires Distributed: 100; Completed and Returned: 86; Return Rate (%) = (86 / 100) x 100 = 86%; Return Rate for Ward Education Officers: Total Questionnaires Distributed: 34; Completed and Returned: 34; Return Rate (%) = (34 / 34) x 100 = 100%; Return Rate for Secondary School Teachers: Total Questionnaires Distributed: 370; Completed and Returned: 340; Return Rate (%) = (340 / 370) x 100 = 91.89%. 
The return rates indicate the proportion of questionnaires that were completed and returned by the respective groups of participants. A high return rate, such as 100% for the ward education officers and 91.89% for the secondary school teachers indicates a high level of participant engagement and response, which enhances the representativeness and reliability of the data collected from the questionnaires. The return rate for heads of secondary schools is also relatively high at 86%, which is considered favourable for data collection. These return rates suggest that the participants were cooperative and willing to participate in the study, contributing to the validity and credibility of the research findings obtained through the questionnaire responses.
3.9.3   Documentary Review Guide
Documentary review, also known as document analysis or literature review was used as another data collection method to gather secondary data from research papers and other relevant literature sources.
3.10    Data Analysis Plan 

In this study, the process of data analysis was categorized into two major categories based on the nature of the data collected. The categories involved qualitative data analysis and quantitative data analysis.

3.10.1 Analysis of Qualitative Data 

The qualitative approach enabled the researcher to gain deeper insights from the respondent’s experiences and feelings (Ary, Jacobs & Sorensen, 2010). Qualitative data in this study was analysed inductively, building patterns, categories, and themes from the bottom up by organizing the data into increasingly more abstract units of information. This inductive process illustrates working back and forth between the themes and the database until the researchers have established a comprehensive set of themes. 
Then deductively, the researcher looked back at the data from the themes to determine if more evidence can support each theme or whether he/she will need to gather additional information. Thus, while the process begins inductively, deductive thinking also plays an important role as the analysis moves forward. Therefore, in this study, the qualitative data were recorded, categorized and themes were identified from the narrations of respondents.

3.10.2 Analysis of Quantitative Data 

In the current study, the quantitative data collected from the questionnaires were analysed using simple linear regression in the Statistical Package for Social Sciences (SPSS) software. Simple linear regression is a statistical technique used to examine the relationship between one dependent variable (in this case, job performance among secondary school teachers) and one independent variables (such as occupational stress). Here's how the analysis of the quantitative data was conducted:

Data Preparation: The data from the questionnaires were cleaned, edited and coded to ensure accuracy and consistency. Any missing or inconsistent responses were addressed to create a clean and usable dataset.

Entering Data into SPSS: The cleaned and coded data were then entered into the SPSS software where they were organized in a spreadsheet-like format for analysis.

Identifying Dependent and Independent Variables: The dependent variable for the analysis was job performance among secondary school teachers. The independent variable included occupational stress levels. These variables were chosen based on the specific research objectives of the study.

Regression Analysis: Simple linear regression was performed to examine the relationship between the dependent variable (job performance) and the independent variable (occupational stress). The regression analysis helps to identify whether and to what extent occupational stress predict job performance among secondary school teachers.

Interpretation of Results: The regression analysis provides statistical outputs, including coefficients, p-values and R-squared values, which help interpret the relationship between the variables. The coefficients indicate the direction and strength of the relationship, while p-values determine the statistical significance of the relationships. The R-squared value provides an indication of how well the independent variables explain the variation in the dependent variable.

Testing Research Objectives: The analysis was performed separately for each specific research objective, examining the influence of occupational stress on job performance, the factors determining levels of occupational stress, the relationship between occupational stress and job performance and the effectiveness of managerial interventions in alleviating occupational stress. Generally, the simple linear regression analysis in SPSS allowed the researchers to assess the relationships between variables, identify significant predictors of job performance and test the hypotheses related to the influence of occupational stress on secondary school teachers' job performance in the context of the study. Table 3.3 summarizes data collection and analysis methods for both qualitative and quantitative data basing on the specific objective in this study.
Table 3.3: Data Collection and Analysis Methods

	S/n
	Research Objective
	Data Collection Method
	Analysis Method

	1.
	To examine secondary school teachers’ perception on causes of occupational stress in secondary schools.
	Documentary review

Questionnaire

Interview


	Descriptive statistics analysis in SPSS-Quantitative data. 

Building patterns, categories and themes-Qualitative data

	2.
	To assess the factors for determining the levels of occupational stress among secondary school teachers.  
	Documentary review

Questionnaire

Interview


	Descriptive statistics analysis in SPSS-Quantitative data. 

Building patterns, categories and themes-Qualitative data

	3.
	To assess the relationship between occupational stress, managerial interventions and job performance in secondary schools.
	Documentary review

Questionnaire

Interview


	 Linear Regression analysis in SPSS-Quantitative data. 

Building patterns, categories and themes-Qualitative data

	4.
	To propose managerial interventions on occupational stress among secondary school teachers.
	Documentary review

Questionnaire

Interview
	 Linear Regression analysis in SPSS-Quantitative data. 

Building patterns, categories and themes-Qualitative data


Source: Field Data (February, 2022)
3.11 
Reliability of Research Instruments

Reliability concerns the extent to which a measurement of a phenomenon provides stable and consist results.  Reliability is also concerned with repeatability (Creswell & Creswell, 2018). For example, a scale or test is said to be reliable if repeat measurement made by it under constant conditions will give the same result (Taherdoost, 2018). It refers to the consistency or repeatability of an instrument. In this study, reliability of the research instruments was maintained by conducting pilot study and Cronbach’s alpha test. The Cronbach’s alpha score was 0.841 after running the test.
Table 3.4: Reliability Statistics of Quantitative Data Collection Instruments
	Cronbach's Alpha
	Number of Items

	0.841
	58


Source: Field Data (February, 2022)

Table 3.4 demonstrates the internal consistency reliability of various variables measured within a specific context. Cronbach's alpha values indicate the reliability of each variable with higher values suggesting better internal consistency. In this case, all variables have acceptable levels of internal consistency as indicated by their Cronbach's alpha values. Each variable's Cronbach's alpha exceeds the commonly recommended threshold of 0.7 indicating that the items within each variable consistently measure the same underlying construct. The comments under the "Comments" column simply state that all variables are accepted. This suggests that the variables are considered reliable measures within the context of the study as they consistently capture the intended constructs. Therefore, the general interpretation of the table is that all the variables listed are considered reliable and internally consistent measures within the specific context of the study. The total variables of the study were three whereby items rated on causes of ccupational stress were 26, items rated on factors determining the levels of occupational stress were 10, items rated on relationship between occupational stress and job performance were 12 and items rated on managerial interventions were 10. Therefore, the total number of items were 58.
3.12    Validity of Research Instruments

Validity basically means ‘measure what is intended to be measured’ and it explains how well the collected data covers the actual area of investigation (Taherdoost, 2018). In this study, validity of the research instruments was maintained through conducting pilot study, triangulation of data collection methods, back translation and adhering to research supervisors’ comments. Cronbach’s alpha test is the statistical test where the results for each variable after computations shall be greater or equal to 0.7. If the Cronbach’s alpha test value is equal or greater than 0.7 justifies that the data is reliable and vice versa is true. This was performed through the use of SPSS. Considering this, all measurement scales showed high reliability, with Cronbach’s alpha coefficients for all quantitative variables of the study being 0.841, which was above 0.7.

3.13    Findings from the Pilot Study

The pilot study was conducted to test the feasibility, appropriateness, and effectiveness of the research design, methodology and procedures before conducting the main study (El Assar, Álvarez-Bustos, Sosa, Angulo and Rodríguez-Mañas, 2022). The pilot study involved three secondary schools in two wards of Misungwi district in the Mwanza Region, with ten teachers selected from each school. The pilot study aimed to validate the data collected and ensure consistency through cross-verification using data and methodological triangulation (Abdalla, Oliveira, Azevedo and Gonzalez, 2018). Data triangulation involved collecting data at different times, spaces and from different persons, while methodological triangulation involved using both qualitative and quantitative data collection techniques, including interviews, observations, questionnaires and documents (Abdalla et al., 2018; Bekhet & Zauszniewski, 2012).
The pilot study served several important purposes. First, it helped the researcher to identify potential problems and make necessary adjustments to the research design and procedures, ensuring a smooth and efficient data collection process for the main study. Second, the pilot study allowed the researcher to estimate the appropriate sample size required for the larger study. Third, it helped to refine the research questions and hypotheses, ensuring that the study focused on the most relevant and significant aspects related to occupational stress and job performance among secondary school teachers in the Mwanza region. The findings from the pilot study contributed to improving the accuracy and quality of data collection and analysis (Browne, 2021; Torgerson & Torgerson, 2018). After conducting the pilot study, the researcher examined the data and addressed any issues or challenges encountered during the pilot phase. This involved revising and refining the research instruments, making necessary modifications to the research design and enhancing the overall research methodology (Lancaster, Dodd & Williamson, (2018).
The researcher also assessed the reliability of the quantitative data using Cronbach's alpha, which provided a measure of internal consistency for the data collection instruments. Based on the findings from the pilot study, the researcher was able to make informed decisions and adjustments to optimize the research design and procedures for the main study. The pilot study served as a valuable preparatory phase, providing valuable insights that strengthened the subsequent data collection and analysis processes. It contributed to the development of a robust research plan and enhanced the researcher's confidence in the validity and reliability of the study findings.
According to Taber (2018), an acceptable level of Cronbach's alpha for internal consistency is 0.7 or above. This means that a Cronbach's alpha value of 0.7 or higher suggests that the items in the scale are highly correlated, indicating good reliability. Table 3.4 presents the reliability statistics of the quantitative data collection instruments. The reported Cronbach's alpha coefficient for all quantitative variables was 0.841, which is well above the threshold of 0.7, signifying high internal consistency and reliability of the instruments used in the study. The value of 0.841 indicates that, the items in the measurement scale were strongly correlated and consistently measure the underlying construct. This implies that the instruments used for data collection in the study were reliable and produce consistent results, providing confidence in the accuracy and validity of the data.
3.14    Ethical Consideration

The researcher followed the proper procedures to obtain research clearance from the Open University of Tanzania authority. This involved introductions to various administrative officials starting with the Mwanza Regional Administrative Secretary who then introduced the researcher to the District Administrative Secretaries of Nyamagana and Ilemela district councils. The researcher was then allowed to meet the District Education Officers who granted permission to conduct the study in selected secondary schools. Throughout the data collection and analysis processes, the researcher adhered to rules, regulations and research norms, ensuring privacy, confidentiality and protection for participants. Participants were given the option to withdraw from the study and their responses were treated with confidentiality and anonymity.
3.15    Chapter Summary

This chapter focused on the research methodology of the study by describing the approach as well as design of the study. It was also described the areas and the target population and sampling techniques that were employed by this study. Moreover, it had described how the collected data were analysed and how reliability and validity of the research instruments were maintained in this study. Ethical issues were also accommodated in this chapter. To ensure that the data collected were consistent, validation through cross-verification was done. This included both data as well as methodological triangulation. 
According to Abdalla et al. (2018), data triangulation involves collecting data at different times, spaces and persons. On the other hand, methodological triangulation involves using both qualitative and quantitative data collection techniques through more than one method like interviews, observations, questionnaires and documents Bekhet & Zauszniewski, 2012Abdalla et al., 2018; )
. This study, therefore, used a mixed approach as well as different data collection methods to align to those concepts.

CHAPTER FOUR
 DATA PRESENTATION, ANALYSIS AND DISCUSSION OF THE FINDINGS

4.1     Introduction

This chapter presents the procedures for data presentation, analysis and discussion of findings. The data analysis was organized basing on research objectives and questions that guided this study. The analysis and discussion included responses from the data collection instruments starting from the demographic characteristics of respondents and the objectives response. The objectives of the study were to: 
(i) Examine teachers’ perception on the causes of occupational stress in secondary schools, 
(ii) Assess the factors that determine levels of occupational stress among secondary school teachers, 
(iii)  Examine the relationship between occupational stress and job performance in secondary schools and 
(iv) Determine managerial interventions for alleviating occupational stress among secondary school teachers. 
4.2 Demographic Information of Participants
The provided demographic information offers valuable insights into the characteristics of the survey respondents who primarily consist of Heads of Secondary Schools, Secondary School teachers, Ward Education Officers, and District Education Officers. The data reflects the distribution of respondents by sex, age, years of experience and educational levels, providing a comprehensive overview of the study's participant profile. Understanding the demographic composition of the respondents is essential for interpreting the study's findings and their potential implications in the context of education.
Table 4.1: Demographic Information of Respondents

	CATEGORIES
	SCHOOL HEADS
	TEACHERS
	Ward Education Officers
	District Education Officers
	TOTAL

	Sex 
	Female
	56

65.12%
	129

37.94%
	15

44.124%
	 1

100%
	201

43.51%

	
	Male
	30

34.88%
	211

62.09%
	19

55.88%
	1

100%
	261

56.49%

	
	Total
	86

100%
	340

100%
	34

100%
	2

100%
	462

100%

	Age


	Below 20
	-
	-
	-
	-
	0

0%

	
	21-30
	14

16.3%
	120

35.3%
	10

29.4%
	-
	144

31.2%

	
	31-40
	60

69.8%
	194

57.1%
	21

61.8%
	1

50%
	276

59.7%

	
	41-50
	10

11.6%
	20

5.9%
	2

5.9%
	1

50%
	33

7.1%

	
	Above 50
	2

2.3%
	6

1.8%
	1

2.9%
	-


	9

1.9%

	
	Total
	86

100%
	340

100%
	34

100%
	2

100%
	462

100%

	Experience 
	0-5
	2

2.3%
	-
	-
	-
	2

0.4%

	
	5-10
	38

44.2%
	130

38.2%


	12

35.3%
	1

50%
	181

39.2%

	
	10-15
	36

41.8%
	118

34.7%
	15

44.1%
	1

50%
	170

36.8%

	
	15+
	10

11.6%
	92

27.1%


	7

20.6%
	-
	109

23.6%

	
	Total
	86

100% 
	340

100%
	34

100%
	2

100%
	462

100%

	Educational level 
	Form Four
	-
	-
	-
	-
	0

0%



	
	Diploma
	-

0%
	68

20%
	13

38.2%
	-

0%
	81

17.5%

	
	Degree
	86

100%
	272

58.9%
	21

61.7%
	2

40%
	34

30.1%



	
	Total
	86

100%
	340

100%
	34

100%
	2

100%
	462

100%

	Grand Total
	     86

100%
	340

100%
	34

100%
	2

100%
	462

100%


Source: Field Data (February, 2022)
Table 4.1 presents demographic information of 462 participants of this study. The first objective of the study was to examine teachers’ perception on the causes of occupational stress in secondary schools. The data shows that a higher percentage of female teachers (65.12%) participated in the study. This indicated that women were more willing to engage in discussions about stress and its causes. 
Their perspectives on stress could highlight gender-specific stressors and contribute to a comprehensive understanding of the sources of stress in secondary schools. Teachers aged 31-40 (69.8%) represent the largest age group. This mid-career phase could involve in participating in various responsibilities such as teaching, professional development and family life, potentially leading to increased stress levels. Their insights into stress causes could shed light on the challenges faced during this crucial career stage.

Teachers with 5-15 years of experience were a significant portion of the sample. This mid-career phase is often associated with increased responsibilities, leadership roles and potential burnout. Their perceptions on stress causes could reveal factors that accumulate over time and impact job performance. All Heads of secondary schools possessed a degree (100%), which might suggest that those in leadership roles have pursued higher education and could have distinct stressors related to managing schools. The distribution of diploma and degree holders among teachers may reflect varying levels of academic preparation, with potential implications for stress perception.

The second objective of the study was to assess the factors that determine levels of occupational stress among secondary school teachers. The distribution of teachers across different age groups allows researchers to examine how age-related factors contribute to stress levels. Teachers in the 31-40 age range might face unique stressors related to balancing career, family and personal growth. Teachers with 5-15 years of experience could be particularly vulnerable to stress due to their mid-career status. 
This group might encounter challenges related to workload, administrative responsibilities and the pressures of reaching career milestones. The third objective of the study was to examine the relationship between occupational stress and job performance in secondary schools. By comparing stress levels across different age and experience groups, researchers can explore whether there is a correlation between these factors and job performance. For example, the mid-career teachers (31-40 years, 5-15 years of experience) might demonstrate a stronger stress-performance relationship.

The last objective of the study was to determine managerial interventions for alleviating occupational stress among secondary school teachers. Teachers in the 31-40 age range and those with 5-15 years of experience could benefit from targeted interventions. Their perspectives on stress causes could guide the development of strategies that address their unique challenges and promote well-being. 
Generally, the demographic data provides a lens through which to interpret the findings and align them with the study's objectives. The distribution of respondents by sex, age, experience and educational level offers valuable insights into the potential causes of occupational stress among secondary school teachers in Mwanza Region, Tanzania. By examining these demographic factors in relation to teachers' perception of stress, the study can uncover patterns and trends that inform strategies for improving job performance and well-being.

4.3   Distribution of Data for Occupational Stress, Job Performance and Managerial Interventions
Kurtosis is a statistical measure that describes the degree of peakedness or flatness of a probability distribution compared to the normal distribution. In other words, kurtosis measures the extent to which a distribution has more or fewer outliers than a normal distribution (Zhang, 2018). A distribution with positive kurtosis has a higher peak and longer tails than a normal distribution, indicating that it has more outliers or extreme values. Conversely, a distribution with negative kurtosis has a flatter peak and shorter tails than a normal distribution, indicating that it has fewer outliers or extreme values (George & Mallery, 2018). 
However, it is important to interpret kurtosis in conjunction with other statistical measures, such as skewness and other descriptive statistics, to obtain a comprehensive understanding of the distribution of data. A positive or negative value of kurtosis alone does not indicate whether the data is good or bad, but rather provides information about the shape of the distribution. The interpretation of kurtosis should be done in the context of the specific dataset and research question at hand.
Table 4.2: Distribution Analysis of Occupational Stress using Kurtosis Measure
	Occupational Stress 

	N
	Valid
	460

	
	Missing
	0

	Kurtosis
	-.250

	Std. Error of Kurtosis
	.227


The results from table 4.2 of kurtosis analysis for the variable of occupational stress in a sample size of 460 who were given questionnaires indicates that, the value of kurtosis is -0.250 with a standard error of 0.227 (i.e. SE = 0.227).  indicating that the distribution of data is relatively flat compared to a normal distribution. According to George and Mallery (2018), a kurtosis value of 0 indicates that the distribution is mesokurtic, or normally distributed. A negative kurtosis value indicates a platykurtic distribution, which means that the data are more spread out and have fewer outliers or extreme values than a normal distribution. On the other hand, a positive kurtosis value indicates a leptokurtic distribution, which means that the data are more concentrated around the mean and have more outliers or extreme values than a normal distribution.
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Figure 4.1: Distribution Analysis of Occupational Stress using Kurtosis Measure
In the context of occupational stress among secondary school teachers, a platykurtic distribution suggests that the levels of occupational stress are relatively evenly distributed across the sample, with fewer extreme cases of either low or high stress levels. This finding is consistent with previous research by Yunsuk and Haeyoung (2019), who found a platykurtic distribution of occupational stress among Korean elementary school teachers. Overall, the kurtosis analysis provides valuable information about the distribution of data for the variable of occupational stress, which can inform the interpretation of other statistical analyses and help identify areas for future research. Figure 4.1 also indicates that; the level of occupational stress was moderate as stated by the majority. On the other hand, the two respondents from educational officials were interviewed so as to get their views on occupational stress among secondary school teachers.
Table 4.3: Distribution Analysis of Job Performance using Kurtosis Measure
	Job Performance 

	N
	Valid
	460

	
	Missing
	0

	Kurtosis
	-.196

	Std. Error of Kurtosis
	.227


Table 4.3 shows the results of a kurtosis analysis conducted on the variable of job performance. The sample size was 460 and there were no missing values. The kurtosis value for job performance was found to be -.196, with a standard error of .227 (i.e. SE = 0.227). Based on the negative value of kurtosis, the distribution of job performance data is slightly flatter than a normal distribution, indicating that there are fewer extreme values in the data. However, since the absolute value of kurtosis is less than 1, the distribution is considered to be relatively mesokurtic, or "normal-like." In recent studies, researchers have also used kurtosis analysis to examine the distribution of job performance data. For example, a study by Gupta, Singh, and Dhar (2019) investigated the influence of work-family conflict on job performance in the banking sector in India. They found that job performance data had a positive kurtosis value, indicating that the distribution was more peaked than a normal distribution. Another study by Hussin, (2022) used kurtosis analysis to examine the distribution of job performance data in Iranian hospitals. They found that job performance data had a negative kurtosis value, similar to the current study, suggesting a flatter distribution with fewer extreme values.
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Figure 4.2: Distribution Analysis of Job Performance using Kurtosis Measure
Based on the kurtosis value of -0.196 and the standard error of 0.227 (i.e. SE = 0.227). it can be said that the distribution of data for the variable job performance is relatively close to a normal distribution. The negative kurtosis value suggests that the distribution has flatter tails and fewer outliers than a normal distribution. However, the absolute value of kurtosis is less than 1, which indicates that the distribution is platykurtic, i.e., it has fewer extreme values compared to a normal distribution. Figure 4.2 also indicates that; the distribution of data was normal. 
Therefore, it can be inferred that the data for job performance is somewhat normally distributed but lacks extreme values. Overall, the findings suggest that the distribution of job performance data in this study is relatively normal-like. On the other hand, the two respondents from educational officials were interviewed so as to get their views on job performance among secondary school teachers.
Table 4.4: Distribution Analysis of Managerial Interventions using Kurtosis Measure
	Managerial Interventions 

	N
	Valid
	460

	
	Missing
	0

	Kurtosis
	-.034

	Std. Error of Kurtosis
	.227


Based on the findings indicated in table 4.4 it appears that the data relates to the distribution analysis of managerial interventions using the kurtosis measure. The study location, population, and timeframe are not provided in the table, so it is difficult to provide specific insights related to those factors. The table shows that there were 460 valid observations and no missing data. The 460 respondents were given questionnaires. The kurtosis of the data was -0.034, and the standard error of kurtosis was 0.227. (i.e. SE = 0.227).  
[image: image6.png]250

Frequency
g & 8

@
S

Managerial Interventions

Verylow

Low Moderate High
Managerial Interventions

Very High




Figure 4.3: Distribution Analysis of Managerial Interventions using Kurtosis Measure
A negative kurtosis indicates that the distribution is flatter than a normal distribution, which means that the data has fewer outliers than a normal distribution. Regarding recent citations related to distribution analysis of managerial interventions, a study by Abdullahi, et al. (2019) used kurtosis as a measure of the distribution of data related to quality management practices in the Nigerian construction industry. The authors found that the data had a platykurtic distribution, which is consistent with the negative kurtosis value in  table 4.4 and figure 4.3. Based on the findings, the negative kurtosis value suggests that there may be a consistent pattern of managerial interventions in the data, and the data may be more normally distributed. On the other hand, the two respondents from educational officials were interviewed so as to get their views on job performance among secondary school teachers.
4.4     Findings of the Study
The findings of this study obtained from four specific objectives namely; examining teachers’ perception on causes of occupational stress in secondary schools, identifying the factors for determining the levels of occupational stress among secondary school teachers, examining the relationship between occupational stress and job performance in secondary schools and proposing managerial interventions for alleviating occupational stress among secondary school teachers.

4.4.1   Teachers’ Perception on Causes of Occupational Stress in Secondary Schools
The first objective of this study was to examine teachers’ perception on causes of occupational stress in secondary schools. A total of 340 secondary school teachers were involved in this study. Table 4.5 indicates the results for quantitative data obtained on secondary school teachers’ perception on causes of occupational stress in secondary schools after descriptive analysis for 340 respondents.  
Table 4.5: Teachers’ Perception on Causes of Occupational Stress in Secondary Schools
	Causes of occupational stress
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Time pressure
	340
	1
	5
	2.97
	.837

	Discipline problems
	340
	1
	5
	2.96
	.866

	Lack of resources
	340
	1
	5
	3.27
	.865

	Lack of support
	340
	1
	5
	3.04
	.891

	Diversity of tasks required
	340
	1
	5
	3.05
	.925

	Lack of knowledge on assigned task
	340
	1
	5
	2.82
	.946

	Lack of on job training
	340
	1
	5
	3.10
	.962

	Low rate of job promotion
	340
	1
	5
	3.23
	1.092

	Low level of education
	340
	1
	5
	2.78
	1.015

	Family problems
	340
	1
	5
	3.21
	1.129

	Debts
	340
	1
	5
	3.15
	1.006

	Depressions
	340
	1
	5
	3.04
	.975

	Exhaustion
	340
	1
	5
	3.01
	1.023

	Fatigue
	340
	1
	5
	2.95
	.973

	Increase of conflicts
	340
	1
	5
	3.11
	1.062

	Job Pressure
	340
	1
	5
	3.11
	.981

	Harassments
	340
	1
	5
	3.14
	1.073

	Torture
	340
	1
	5
	2.95
	1.016

	Unfairness
	340
	1
	5
	3.19
	1.141

	High job demand
	340
	1
	5
	3.19
	.938

	Secrecy
	340
	1
	5
	3.10
	.944

	Employees’ classification system
	340
	1
	5
	3.18
	.982

	Increase of workloads
	340
	1
	5
	3.81
	.899

	Low salaries
	340
	1
	5
	3.80
	.971

	Poor relations
	340
	1
	5
	3.11
	.850

	Valid N (list wise)
	340
	
	
	3.13
	


Source: Field Data (February, 2022)
Table 4.5 provides the results of a study examining teachers' perception of the causes of occupational stress in secondary schools in Mwanza Region, Tanzania. The specific objective of the study was to examine teachers’ perception on the causes of occupational stress in secondary schools. The table presents various factors that were considered as potential sources of occupational stress for secondary school teachers. These factors include time pressure, discipline problems, lack of resources, lack of support, diversity of tasks, lack of knowledge on assigned tasks, lack of on-job training, low rate of job promotion, low level of education, family problems, debts, depressions, exhaustion, fatigue, increase of conflicts, job pressure, harassments, torture, unfairness, high job demand, secrecy, employees' classification system, increase of workloads, low salaries and poor relations.
The mean scores represent the average ratings given by teachers regarding the level of stress caused by each factor. The scores range from 1 to 5, with 1 being the minimum level of stress and 5 being the maximum level of stress. From the mean scores, it is evident that some factors are perceived to contribute more significantly to occupational stress among secondary school teachers. These key stress factors, based on their mean scores, include increase of workloads (mean: 3.81), low salaries (mean: 3.80), lack of resources (mean: 3.27), and low rate of job promotion (mean: 3.23). These factors scored the highest in terms of causing stress among teachers.
Other factors that received moderate scores (between 3 and 3.5) include lack of support, family problems, increase of conflicts, employees' classification system, high job demand, secrecy, lack of on-job training, harassments and depressions. On the other hand, factors like time pressure, discipline problems, diversity of tasks and lack of knowledge on assigned tasks, lack of education, exhaustion, fatigue, torture and unfairness were rated as comparatively lower stress factors by the teachers. The study's findings indicate that secondary school teachers in Mwanza Region, Tanzania, face various stressors that affect their job performance. 
Generally, the assumption that can be made is that teachers in secondary schools perceive a variety of factors as causes of occupational stress with moderate levels of stress being reported on average. The overall mean of 3.13 suggests that these factors collectively contribute to a moderate level of stress among teachers in the sample. Further analysis and research are required to delve deeper into the specific relationships between these factors and their impact on teacher well-being and job performance. The most significant stressors identified in this study were related to workload and compensation, suggesting that issues like excessive work demands and low salaries are major concerns for teachers in the region (Skaalvik & Skaalvik, 2016; Karakas & Tezcan, 2019; To, Gao & Leung, 2020). 
Furthermore, factors such as lack of resources and low job promotion opportunities were also perceived as significant stressors. These findings suggest that addressing these issues could potentially reduce occupational stress among teachers and improve their job performance (Britt, Canale, Fernatt, Stutz & Tibbetts, 2015; Faisal, Noor & Khair, 2019). It is essential for educational policymakers and school administrators to consider these findings while developing strategies to support teachers and create a conducive work environment. 
By addressing the identified stressors, schools can enhance teacher well-being which is likely to positively impact the overall quality of education (McKnight, Stewart, Mohun Himmelweit & Palillo, 2016; Pan, Chung & Lin, 2023). Table 4.6 presents diverse opinions on the causes of occupational stress in secondary schools including viewpoints from teachers and various school stakeholders. While some similarities may exist between teachers' perceptions and the opinions of others, the table captures a broader range of factors and insights enhancing the overall understanding of the complex issue of occupational stress in the working environment.
Table 4.6: Opinions on Teachers’ Perception on the Causes of Occupational Stress
	S/N
	Categories
	Themes
	Reasons/Explanations

	1.
	Working environment
	· Increase of workloads

· Lack of support from administration

· Limited autonomy and control
	· Improvement of working conditions among teachers

· Improvement of collaboration and collective action

	2.
	Management of rights and needs
	· Lack of professional development opportunities

·  Lack of on-job training

· Lack of collaborative decision-making
	· Improvement of school leadership support

· Improvement of Needs assessment and individualized training plans. 

	3.
	Intrapersonal emotions
	· Frustration and disappointment

· Depression

· Exhaustion


	· Promote a healthy work-life balance

·  Provide emotional support

· Implement effective communication channels

	4.
	Managerial failure
	· Lack of support and resources

·  Lack of recognition and appreciation:

·  Limited career advancement opportunities
	· Advocate for increased support and resources

· Strengthen professional development opportunities

· Develop a performance recognition system:

	5.
	Interpersonal relations
	· Poor relations

· Lack of flexibility and adaptability

·  Lack of patience and tolerance
	· Foster open communication  

· Promote a positive and inclusive school culture

· Provide conflict resolution and interpersonal skills training


Source: Field Data (February, 2022).
 Based on the study examining teachers' perception of the causes of occupational stress, the findings can be presented as follows: Teachers identified several factors within the working environment that contribute to their stress levels. One major concern is the increase in workloads. Many teachers expressed the need for improvement in managing excessive workloads to prevent overwhelming stress. Another issue is the lack of support from the administration. Teachers emphasized the importance of receiving adequate support, both in terms of resources and guidance, from school administration. Additionally, the limited autonomy and control over their work emerged as a stress factor. Teachers desired more autonomy and control to effectively manage their classrooms and teaching methods.

For the case of management of rights and needs, the study revealed several areas related to the management of teachers' rights and needs that contribute to occupational stress. Lack of professional development opportunities was a significant concern. Teachers emphasized the importance of continuous learning and access to professional development programs to enhance their skills and keep up with the evolving educational landscape. Similarly, the absence of on-job training was identified as a stressor with teachers expressing the need for training opportunities that are directly relevant to their roles. Lack of collaborative decision-making was also highlighted, indicating that teachers desire more involvement in decision-making processes particularly those that affect their teaching and working conditions.

Teachers acknowledged experiencing various intrapersonal emotions that contribute to their occupational stress. Frustration and disappointment were frequently mentioned stemming from factors such as challenging student behavior, administrative issues and workload pressures. Teachers also expressed concerns about depression, as the high levels of stress could potentially impact their mental health. Exhaustion was another prevalent emotion with teachers often feeling physically and mentally drained due to the demands of their profession. To address these intrapersonal emotions, teachers stressed the importance of promoting a healthy work-life balance providing emotional support and implementing effective communication channels.

Teachers identified several managerial issues that contribute to their occupational stress. A lack of support and resources emerged as a primary concern with teachers emphasizing the need for increased support from school administrators and access to necessary resources for effective teaching. The absence of recognition and appreciation for their efforts and contributions was also mentioned leading to feelings of undervaluation and demotivation. Limited career advancement opportunities further added to the stress with teachers expressing the desire for more avenues for professional growth and upward mobility within their careers.

Poor interpersonal relations were highlighted as a significant stressor among teachers. This encompassed strained relationships with colleagues and the wider school community. Lack of flexibility and adaptability in the work environment was identified as a contributing factor as it can lead to conflicts and challenges in collaboration. Additionally, a lack of patience and tolerance in interpersonal interactions added to the overall stress. Teachers stressed the importance of fostering open communication, promoting a positive and inclusive school culture and providing conflict resolution and interpersonal skills training to improve interpersonal relations. 
These findings shed light on the various factors that contribute to teachers' occupational stress and provide insights into potential strategies and interventions to alleviate their stress levels and enhance their overall well-being.

The working environment was identified as a significant factor contributing to occupational stress among teachers. The increase of workloads was a prevalent concern mentioned by participants, with many expressing feelings of being overwhelmed and having limited time to plan and deliver quality lessons. Lack of support from administration was another issue raised where teachers felt a lack of guidance and assistance when facing challenges. Limited autonomy and control over decision-making processes were also cited as sources of stress. To address these issues, there is a need for improvement in working conditions among teachers including workload management as well as fostering collaboration and collective action within the school environment (Singh. 2021).  
For the case of management of rights and needs was another category highlighted in the study. Teachers expressed concerns about the lack of professional development opportunities, feeling that their growth and learning were hindered. On-job training was also identified as insufficient leaving teachers to navigate their responsibilities without adequate support. Additionally, the absence of collaborative decision-making processes was mentioned with teachers feeling excluded from important discussions and decision-making. To address these issues, participants emphasized the importance of improved school leadership support; the implementation of needs assessment and individualized training plans to meet the specific needs of teachers (Barrett, Treves, Shmis, Ambasz & Ustinova, 2019).  
Intrapersonal emotions were found to play a significant role in occupational stress among teachers. Frustration and disappointment stemming from constant policy changes and lack of clarity were common sentiments expressed by participants. Depression, linked to the immense workload and pressure, was also reported. Exhaustion, both physically and mentally, was another emotional state experienced by teachers. To alleviate these emotions and reduce stress, participants suggested promoting a healthy work-life balance, providing emotional support mechanisms and implementing effective communication channels to enhance understanding and transparency (Teoh, Wang & Kwek, 2019).  
During field interview, one of educational officials (no. 01) from District Council Y had the following to say when was asked on the reasons that cause teachers to have emotions and depression:

“…Constant changes in policies and lack of clarity lead to frustration and disappointment among teachers. It affects their motivation and job satisfaction. The immense workload and pressure contribute to feelings of depression. It's important to address mental health and provide support to teachers." (Educational official no. 01).

Managerial failure emerged as another prominent category affecting teachers' occupational stress. Teachers expressed concerns about the lack of support and resources available to them, which hampered their ability to deliver quality education and meet students' needs effectively. The absence of recognition and appreciation for their efforts was also a significant stressor leading to feelings of undervaluation. 
Limited career advancement opportunities were mentioned as an additional source of stress as teachers felt stagnant and without clear pathways for growth. Recommendations to address these issues included advocating for increased support and resources, strengthening professional development opportunities and developing a performance recognition system to acknowledge and appreciate teachers' contributions (Woo, LeTendre, Byun & Schussler, 2022).   
Finally, interpersonal relations were identified as contributing factors to occupational stress among teachers. Poor relations among staff members were cited as creating a negative work environment hindering collaboration and teamwork. The lack of flexibility and adaptability in policies and practices was also mentioned, making it difficult for teachers to navigate changing circumstances. 
Additionally, the absence of patience and tolerance among colleagues was reported, leading to a toxic work environment. To address these issues, participants highlighted the importance of fostering open communication, promoting a positive and inclusive school culture and providing conflict resolution and interpersonal skills training to improve relations and create a supportive work environment (Durlak, Weissberg, Dymnicki & Taylor, 2011).   
Again, another interviewee from District Council X (no. 02) among of the educational official when asked to mention the causes of occupational stress that that affect teachers job performance, had the following to narrate:

“…Occupational stress significantly impacts teachers' job performance, arising from various causes. Heavy workloads, time constraints, and limited resources create pressure to meet curriculum demands. Student behavior issues and high-stakes testing contribute to the stress burden. Poor work-life balance and limited professional development opportunities further hinder performance. Additionally, the lack of career advancement prospects can lead to dissatisfaction. Collectively, these factors undermine teachers' effectiveness and compromise the quality of education they provide.’’ (Educational official no. 02)
These findings shed light on the various factors that contribute to teachers' occupational stress and provide insights into potential strategies and interventions to alleviate their stress levels and enhance their overall well-being. The findings of this study have several implications for policy and practice development, teacher well-being and retention, the quality of education, professional development and growth, as well as organizational culture and communication. 
Understanding the causes of occupational stress among teachers can guide the development of targeted strategies and interventions to address these stressors, ultimately improving the well-being of teachers and the quality of education. By investing in teachers' well-being, providing support and resources, and promoting a positive work environment, educational institutions can foster a conducive atmosphere for effective teaching and learning. 
Furthermore, recognizing and promoting teachers' professional development and growth can enhance their job satisfaction, commitment, and effectiveness as educators. Addressing managerial failures and fostering positive interpersonal relations can contribute to a respectful and inclusive organizational culture, promoting collaboration and teamwork among teachers.

As part of this objective was concerned, the respondents were also asked to provide their views whether there is an existence of occupational stress among secondary school teachers or not. The WEOs, HSS and SSTs were required to rate the given factors on existence of occupational stress among secondary school teachers while the DEOs were interviewed. Table 4.7 summarizes the responses from respondents on existence of occupational stress among secondary school teachers.
Table 4.7: Existence of Occupational Stress among Secondary School Teachers
	S/no
	Category of Respondents
	Responses
	Frequency
	Cumulative Frequency
	Percentage

	1
	Ward Education Officers (WEOs)
	Yes
	34
	34
	100.0

	
	
	No
	0
	34
	0.0

	
	
	Not aware
	0
	34
	0.0

	2
	Heads of Secondary Schools (HSS)
	Yes
	86
	86
	100.0

	
	
	No
	0
	86
	0.0

	
	
	Not aware
	0
	86
	0.0

	3
	Secondary School Teachers (SSTs)
	Yes
	318
	318
	93.5

	
	
	No
	14
	332
	4.1

	
	
	Not aware
	8
	340
	2.4


Source: Field data (February, 2022)

The data collected for this objective were analysed using descriptive statistics to determine the frequency and percentage of respondents who indicated the existence of occupational stress among secondary school teachers. The results show that the vast majority of respondents from all categories believe that occupational stress exists among secondary school teachers. This indicates that occupational stress is a recognized issue in secondary schools, and it is important to explore its causes and potential solutions. The results highlight the need for interventions that target the specific needs and experiences of teachers in order to reduce occupational stress and promote well-being in the teaching profession. 
For example, during the interview, one of educational officials (no. 01) in District Council X when was asked on the existence of occupational stress among secondary school teachers; he had the following to say:     
“…Occupational stress among secondary school teachers is highly contributed by salary arrears claims from secondary school teachers and payments by intervals among secondary school teachers. This situation may hinder the job performance among secondary school teachers because once they are not paid on time with others may become stressed”(Educational official no. 01) 
Table 4.7 shows the responses of different opinions of respondents on the existence of occupational stress among secondary school teachers. Among the Ward Education Officers, all 34 (100.0%) respondents indicated that occupational stress exists among secondary school teachers. Similarly, among the Heads of Secondary Schools, all 86 (100.0%) respondents also indicated that occupational stress exists among secondary school teachers. Among the Secondary School Teachers, 318 (93.5%) respondents indicated that occupational stress exists among secondary school teachers, while 14 (4.1%) respondents indicated that it does not exist, and 8 (2.4%) respondents were not aware.

In sum, findings indicate that, occupational stress is a serious problem and existing among secondary school teachers as what had been indicated by 318 (93.5%) majority of respondents. These findings are in line with that of Kurian & Varghese, (2020) who suggested that, as occupational stress can influence various aspects of the performance of teachers, school authorities should give high priority to reduce the stress levels among teachers and creating teacher friendly work policies and a positive work environment that help in fostering amiable working relationship among teachers and between students and teachers. 
Due to its severity, other researchers are needed to conduct different researches to this area so as to come up with different solutions on how reduce occupational stress among secondary school teachers purposely to improve their job performance.  The findings suggest that there is a high level of agreement among respondents that occupational stress exists among secondary school teachers. This is consistent with previous research that has identified teaching as a highly stressful occupation (Kyriacou, 2018; Salanova et al., 2021). The high percentage of Secondary School Teachers who reported the existence of occupational stress is particularly concerning, as it indicates that teachers themselves are experiencing high levels of stress. 
"Occupational stress" has a significant positive relationship with job performance, indicating that occupational stress is a factor that affects job performance among secondary school teachers. Literature review: Previous studies have identified various factors that contribute to occupational stress among teachers, including workload, lack of support, administrative demands, and student behaviour (e.g., Van Horn, Schaufeli & Enzmann, 2019; Yan, Yao, Zhang, Wang & Wei, 2021).

Based on the descriptive statistical analysis, the findings show that occupational stress has an impact on job performance among secondary school teachers. However, to gain a deeper understanding of the causes of occupational stress, the findings from interviewees indicates that, some of the factors mentioned includes time pressure. Some of the aspects that indicate time pressure among secondary school teachers include; workloads. 
Teachers often have a significant workload, with numerous responsibilities such as lesson planning, grading papers, preparing materials and administrative tasks. When faced with limited time to accomplish these tasks, teachers may experience time pressure. Curriculum demands is also another aspect that indicates time pressure. Teachers need to cover a specific curriculum within a given timeframe. This can create pressure to deliver lessons effectively, ensure students' understanding, and meet the curriculum requirements, all within limited time constraints.

Administrative tasks: Teachers are often required to handle administrative duties alongside their teaching responsibilities. These tasks can include attendance records, reporting, meetings, and paperwork, which add to their workload and time pressure. Examinations and assessment deadlines are also aspects that indicate time pressure among secondary school teachers. Teachers have to prepare and administer examinations and assessments adhering to strict deadlines. 
Ensuring proper examination preparation, grading and providing timely feedback to students can contribute to time pressure. Co-curricular activities also indicate time pressure. Teachers are often involved in organizing and supervising extracurricular activities, such as sports events, clubs, or field trips. Balancing these activities with regular teaching duties can create time constraints and increased pressure. 
Lack of resources also indicate time pressure. Teachers often face a lack of resources such as materials, equipment and support staff, which can lead to increased workload and stress.  These findings are supported by Sáenz-Lozada and Hernández-Pozo (2019) who found that time pressure was a significant predictor of occupational stress among Mexican teachers. Additionally, these findings concur with Khajehnasiri, Khazarloo, Poursadeghiyan and Dabiran (2022) who found that time pressure was associated with higher levels of burnout among teachers.  
On the same study it was noted that time pressure is a common cause of occupational stress among teachers, as they often have to manage multiple tasks and meet strict deadlines. These findings are also similar with that of Chen and Kao (2018) who conducted a study on job stress among teachers in China and found that lack of resources was a significant predictor of job stress among teachers. These findings also concur with Suryani and Sumaryati (2021) who found that teachers' perception of inadequate resources was associated with higher levels of occupational stress.

For the case of lack of professional recognition, which makes teachers may feel undervalued and unappreciated if they do not receive professional recognition, such as promotions or awards. These findings concur with a study by Jiang, Wang, Li and Li (2021) who found that lack of professional recognition was a significant predictor of occupational stress among teachers. Additionally, O'Connor, Ng-Knight & Conner, (2018) support the study as the findings indicates that, lack of recognition and support from colleagues and management was associated with higher levels of burnout among teachers. 
For the case of lack of support, teachers may feel stressed and overwhelmed if they do not receive adequate support from their colleagues, supervisors, or families. These findings are similar with Zhang (2022) who found that lack of social support was a significant predictor of occupational stress among teachers. Likewise, Seibt & Hakanen (2020) support the study as the findings indicate that lack of support from colleagues and supervisors was associated with higher levels of burnout among teachers.

Likewise, the case of low salaries: teachers may feel undervalued and financially insecure if they receive low salaries, which can contribute to occupational stress. The finding concurs with Streb et al. (2021) who found that low salaries were associated with higher levels of stress and burnout among teachers. The findings are also similar with that of Fang,  Hu, Liu, Wang and Zhu (2019). Who found that low salaries were a significant predictor of occupational stress among teachers. Overall, these studies suggest that a range of factors contribute to occupational stress among teachers, including time pressure, lack of resources and support, low salaries and lack of professional recognition. Addressing these factors may be important for reducing occupational stress and promoting teacher well-being.

The results have important implications for policy and practice in secondary schools. It is crucial that school administrators and policymakers take steps to address the causes of occupational stress among teachers, as it can have negative effects on both teachers' well-being and student outcomes (Skaalvik & Skaalvik, 2018). The high percentage of teachers who reported the existence of occupational stress also highlights the need for interventions that target the specific needs and experiences of teachers.

Overall, the findings of this study suggest that occupational stress is a recognized issue among secondary school teachers, and that further research is needed to explore its causes and potential solutions. The results highlight the need for interventions that target the specific needs and experiences.

Based on research and studies, the causes of occupational stress among secondary school teachers are numerous and multifaceted, and they can vary depending on individual and environmental factors. Some of the most common causes of occupational stress among secondary school teachers include time pressure, lack of resources, low professional recognition, lack of support, diversity of tasks required, lack of knowledge and training, low rate of job promotion, low salaries, and poor relationships. Additionally, personal factors such as family problems, debts, depression, exhaustion, and fatigue can also contribute to occupational stress among teachers. It is important to recognize that occupational stress can have significant negative impacts on teachers' mental and physical health, as well as their job performance and student outcomes. Therefore, addressing the causes of occupational stress among teachers and promoting healthy coping mechanisms and support systems are critical for improving the well-being of both teachers and students. 
Therefore, based on the findings of objective one, it can be concluded that most of the Ward Education Officers and Heads of Secondary Schools in the study were aware of the causes of occupational stress among teachers, while a significant percentage of Secondary School Teachers were either not aware or unsure. To address this, it is recommended that awareness campaigns and training programs on the causes of occupational stress be conducted for Secondary School Teachers. This can help them to identify the sources of stress and take proactive measures to manage or cope with them. Additionally, it is important for school administrators and leaders to continue to prioritize the well-being of their teachers by providing support, resources, and a conducive working environment that can minimize the negative effects of occupational stress.
4.4.2 Factors for Determining the Levels of Occupational Stress among Secondary School Teachers
The second objective aimed at assessing factors for determining the level of occupational stress among secondary school teachers. A five-point Likert scale was used to rate the level of agreement among respondents. The data was collected from 460 respondents, which included Ward education officers, secondary school teachers and heads of secondary schools who were given questionnaire. On the other hand, two DEOs were interviewed by the researcher on the factors for determining the stress levels. 
During field interview, one of the interviewees (no. 02) from educational officials in district X had the following to say:
“...stress among teachers can be high due to a lack of various factors for example; difficult working conditions for some teachers, poor co-operation among teachers and poor leadership in the workplace and lack of basic needs that they demand from the employer such as payment of salaries, deployment of promotions and favouritism of promotions to some of employees by the bosses.” (Educational official no. 02)
Generally, the findings from interviews revealed that, working conditions for some teachers, poor co-operation among teachers, poor leadership in the workplace, lack of basic needs, low salaries and lack of promotion were some of the reported causes of occupational stress among secondary school teachers. Similarly, another educational officials (no. 01) at District council Y was asked to explain the factors from the employers that cause teachers to have stress in their job, the interviewee had the following to say:

 “…The factors from the employers that cause teachers to have stress during job performance include; excessive workload and unrealistic expectations, inadequate resources and support, lack of effective communication and feedback, insufficient recognition and appreciation and a rigid and inflexible work environment. To alleviate stress and enhance teacher job performance, employers should address workload issues, provide sufficient resources and support, foster open communication, acknowledge teachers' efforts and promote a flexible and supportive work environment. By addressing these factors, employers can create conditions that allow teachers to perform their jobs with reduced stress and increased effectiveness” (Educational official no. 01).

Based on the findings, excessive workload and unrealistic expectations, inadequate resources and support were some of the causes of occupational stress, this finding is similar with Faisal, Noor and Khair, (2019) who conducted a study on causes and consequences of workplace stress among Pakistan University teachers. They found out that, sources of stress at workplace include inherent factors of job, role in organization, relationship at work and career development. Their findings also indicated that, work load, impaired communication, job insecurity and organizational conflict were potential sources of stress among teachers. 
The findings on excessive workload, unrealistic expectations, inadequate resources, and support as causes of occupational stress. These consistent findings emphasize the importance of addressing these factors to mitigate occupational stress and promote a healthier work environment for teachers. Table 4.8 presents the descriptive statistics for factors for determining the levels of occupational stress among secondary school teachers. The study used a five-point Likert scale ranging from "strongly disagree" to "strongly agree"
Table 4.8:  Factors for Determining Levels of Occupational Stress among Secondary School Teachers
	Factors for Determining Levels of Occupational Stress
	M
	SD
	Skewness
	Kurtosis

	Absence of freedom among employees when performing their job 
	3.85
	.986
	-1.510
	2.271

	Lack of freedom of making own decision about job performance among employees
	3.68
	1.212
	-.970
	-.073

	Lack of freedom to use own knowledge on job performance among employees
	3.63
	1.071
	-.903
	.069

	Accepting challenge when performing a job
	3.84
	.995
	-1.047
	.571

	Absence of freedom to decide when to do a job among employees
	3.12
	1.052
	-.159
	-.283

	Time pressure from the management 
	3.16
	1.041
	-.473
	-.268

	The work schedule being done by supervisors
	3.13
	1.094
	-.315
	-.410

	Absence of rewarding efforts of the employees based on job performance
	3.92
	1.109
	-1.284
	1.086

	Presence of supervision when performing a job
	2.24
	1.019
	.788
	-.201

	Presence of deadline on job completion 
	2.16
	1.006
	.939
	.459


Source: Field Data (2022)

Table 4.8 indicates the factors for determining the levels of occupational stress among secondary school teachers. For the case of absence of freedom among employees when performing their job, the high mean (M) score value of 3.85 suggests that, on average, respondents agreed or strongly agreed that there is an absence of freedom among employees when performing their job. This indicates that teachers perceive a lack of autonomy and freedom in their work, which can contribute to occupational stress. 
The relatively low standard deviation (SD) value of (0.986) suggests that there is a moderate level of agreement among the respondents regarding this factor. The negative skewness value of -1.510 indicates that a significant proportion of respondents strongly disagreed or disagreed with the statement, highlighting the concern and dissatisfaction among teachers regarding the absence of freedom in their job. The positive kurtosis value of 2.271 indicates that the distribution of responses is moderately peaked, suggesting that there is a concentration of responses around the mean with some outliers. This suggests that the issue of absence of freedom is significant to a majority of teachers, but there may be some variations in their perception.

Likewise, for the case of lack of freedom of making own decision about job performance among employee, the mean (M) score value of 3.68 indicates that, on average, respondents moderately agreed that there is a lack of freedom in making their own decisions about job performance. This suggests that teachers perceive a limited ability to make autonomous decisions related to their work, which can contribute to occupational stress. The relatively high standard deviation (SD) value of 1.212 indicates a higher level of variability in responses compared to the previous factor. The negative skewness value of -0.970 indicates that a significant proportion of respondents disagreed or strongly disagreed with the statement, suggesting that the lack of freedom to make decisions is a concern among teachers. The near-zero kurtosis value of -0.073 suggests a distribution that is close to a normal distribution, indicating a relatively even spread of responses without a significant concentration around the mean.
For the case of lack of freedom to use own knowledge on job performance among employees.  The mean (M) score value of 3.63 suggests that, on average respondents moderately agree that there is a lack of freedom to use their own knowledge on job performance while the standard deviation (SD) value of 1.071 indicates a moderate level of variability in responses. The negative skewness value of -0.903 indicates that a significant proportion of respondents disagreed or strongly disagreed with the statement. The positive kurtosis value of 0.069 suggests a slightly peaked distribution indicating a concentration of responses around the mean with some outliers.

Likewise, for the case of accepting challenge when performing a job: The mean (M) score value of 3.84 suggests that, on average, respondents moderately agree that accepting a challenge is important when performing a job. The standard deviation (SD) value of 0.995 indicates a moderate level of variability in responses. The negative skewness suggests that a significant proportion of respondents disagreed or strongly disagreed with the statement. The positive kurtosis indicates a slightly peaked distribution, implying a concentration of responses around the mean with some outliers. 
Furthermore, for the case of absence of freedom to decide when to do a job among employees, the mean (M) score value of 3.12 suggests that on average, respondents moderately agree that there is an absence of freedom to decide when to do a job. The standard deviation (SD) value of 1.052 indicates a moderate level of variability in responses. The skewness value of -0.159 close to zero suggests a relatively symmetrical distribution of responses. The negative kurtosis value of -0.283 indicates a slightly flattened distribution compared to a normal distribution. 

For the case of time pressure from the management, the mean (M) score value of 3.16 suggests that, on average, respondents moderately agree that there is time pressure from the management. The standard deviation (SD) value of 1.041 indicates a moderate level of variability in responses. The skewness value of -0.473 close to zero suggests a relatively symmetrical distribution of responses. The negative kurtosis value of -0.268 indicates a slightly flattened distribution compared to a normal distribution. Again, for the case of the work schedule being done by supervisors, the mean (M) score value of 3.13 suggests that, on average, respondents moderately agree that the work schedule is determined by supervisors. 
The standard deviation (SD) value of 1.094 indicates a moderate level of variability in responses. The skewness value of -0.315 close to zero suggests a relatively symmetrical distribution of responses. The negative kurtosis value of -0.410 indicates a slightly flattened distribution compared to a normal distribution. Likewise, for the case of absence of rewarding efforts of the employees based on job performance, the mean (M) score value of 3.92 suggests that, on average, respondents moderately agree that there is an absence of rewarding efforts based on job performance. The standard deviation (SD) value of 1.109 indicates a moderate level of variability in responses. The negative skewness value of -1.284 suggests that a significant proportion of respondents disagreed or strongly disagreed with the statement. The positive kurtosis value of 1.086 indicates a moderately peaked distribution, implying a concentration of responses around the mean with some outliers.
On the other hand, presence of supervision when performing a job, the mean (M) score value of 2.24 suggests that, on average, respondents slightly disagreed with the presence of supervision when performing a job. The standard deviation (SD) value of 1.019 indicates a moderate level of variability in responses. The positive skewness value of 0.788 suggests that a significant proportion of respondents agreed or strongly agreed with the statement. The negative kurtosis value of -0.201 indicates a slightly flattened distribution compared to a normal distribution. 
Likewise, for the case of presence of deadline on job completion, the mean (M) score value of 2.16 suggests that, on average, respondents slightly disagreed with the presence of deadlines on job completion. The standard deviation (SD) indicates a moderate level of variability in responses. The positive skewness value of 0.939 suggests that a significant proportion of respondents agreed or strongly agreed with the statement. The positive kurtosis value of 0.459 indicates a moderately peaked distribution, implying a concentration of responses around the mean with some outliers.
One of the significant findings from this study is that time pressure from the management is a significant factor contributing to the increase level of occupational stress among secondary school teachers. This finding is consistent with the results of a recent study by Zhang et al. (2021), which found that time pressure is a significant predictor of job burnout among primary school teachers in China. The authors suggest that reducing time pressure through more flexible work schedules and time management training could help to reduce job burnout.

Absence of rewarding efforts of the employees based on job performance is a significant factor contributing to occupational stress among secondary school teachers. This finding is consistent with the results of a recent study by Khan and Mahmood (2020), which found that perceived organizational justice including rewards for performance is a significant predictor of job satisfaction and well-being among Pakistani teachers. The authors suggest that organizations should develop fair and transparent systems for evaluating and rewarding employee performance to enhance job satisfaction and reduce stress. 
These findings concur with that of Zohoori, (2017) who also found that, reward can affect job satisfaction and thereby employee performance. The findings also are similar with that of Bouguila, (2019)  who also  found that, freedom is one of the essential elements in building true employee engagement on job performance. In addition to that, Osborne, (2017) also found that, employee engagement is critical to any organization performance.

Overall, these results suggest that there are several factors that contribute to occupational stress among secondary school teachers, including lack of freedom and autonomy in decision-making, time pressure, and lack of recognition and reward for job performance. These findings are in line with previous research on occupational stress among teachers (e.g., Hong and Raudenbush (2019; Melamed,  Shirom, Toker,  Berliner and Raudeliunaite  & Volff  (2020) and Shapira (2019). The studies highlight the need for interventions such as empowering teachers by involving them in decision-making processes, implement time management strategies and workload distribution mechanisms to ensure that teachers have a reasonable workload and adequate time to complete their tasks, establish a system to recognize and reward teachers for their hard work and outstanding performance, offering regular professional development opportunities to help teachers enhance their skills and knowledge and implement stress management workshops, wellness programs, and resources for teachers to improve their physical and mental well-being. 
The results of the current study suggest that the presence of supervision when performing a job is a significant factor contributing to occupational stress among secondary school teachers. This finding is also consistent with the results of a recent study by Khan, Yusoff and Azam, (2014) which found that excessive monitoring and control by supervisors is a significant predictor of job stress among teachers in Pakistan. 
The authors suggest that organizations should promote a culture of trust and autonomy, allowing teachers to have more control over their work and reducing excessive monitoring and control.  The results align with the research conducted by Davidescu, Apostu, Paul  and Casuneanu (2020) which posited that, work flexibility can help employees strike a balance between their personal and professional lives leading to increased job satisfaction and performance and ultimately contributing to the overall improvement of the organization. 
Similarly, the findings of Sandhu,  Iqbal,  Ali  and Tufail (2017) who examined the impact of employee engagement on occupational stress among secondary school teachers are also consistent with these results. The results explain a research of Tunio, Nabi,  Salman and Ullah (2021) in Pakistan which investigated the factors affecting job performance among academic staff and concluded that, employee job satisfaction and personality are critical factors that contribute to improved job performance. Similarly, the findings are consistent with Hee et al. (2020) in Malaysia who also examined the factors influencing job satisfaction among academic staff and found that leadership plays a significant role in enhancing their job satisfaction.
The findings of this study suggest that the absence of freedom among employees when performing their job and time pressure from management are the most significant factors contributing to occupational stress among secondary school teachers. These factors may result in a lack of job satisfaction, decreased motivation, and poor job performance. The study has important implications for school management and policymakers. Management should ensure that teachers have the freedom to perform their job without undue pressure or interference. They should also provide support to teachers and recognize their efforts based on job performance.
4.4.3   The Relationship between Occupational Stress and Job Performance
Objective three aimed to examine the relationship between occupational stress, managerial interventions and job performance in secondary schools. A total of 460 respondents, consisting of a range of job roles, including Ward Education Officers (WEOs), Head of School Sections (HSS) and Secondary School Subject Teachers (SSTs) who were given questionnaires. Moreover, the two DEOs were interviewed due to their managerial positions so as to get the views on relationship between occupational stress and job performance in secondary schools. The respondents were given questionnaires to examine the relationship between occupational stress and job performance in secondary schools.

The data collected using these measures were then analysed to determine any significant relationships between the two variables. To achieve this relationship, the study used simple linear regression analysis to determine whether there is a positive relationship between occupational stress and job performance. Table 4.9 indicates mean, standard deviation and correlations.
Table 4.9: Mean, Standard Deviation and Correlations
	
	M
	SD
	1
	2
	3

	1. Job Performance
	3.27
	.609
	
	
	

	2. Occupational Stress
	3.14
	.556
	.162**
	
	


Correlation is significant at p < .01.

Source: Field Data (February, 2022).
Table 4.9 presents the means, standard deviations and correlations between job performance and occupational stress. The mean (M) value for job performance is 3.27, indicating a moderate level of job performance. The job performance scores have a standard deviation (SD) of 0.609, suggesting some variability in the level of job performance among the participants. The mean (M) value of occupational stress is 3.14, indicating a moderate level of occupational stress. The occupational stress have a standard deviation (SD) of 0.556, suggesting some variability in the level of occupational stress experienced by the participants. The correlation between occupational stress and job performance was positive and statistically significant (r = .162, p < .01). This implies that higher levels of occupational stress are associated with higher job performance scores.

Occupational Stress: The positive correlation between occupational stress and job performance suggests a complex relationship. While higher levels of occupational stress are associated with higher job performance scores, it's important to consider that excessive stress can have detrimental effects on job performance and well-being. Organizations should prioritize strategies to minimize and manage occupational stress to optimize job performance.

The effectiveness of job performance among secondary school teachers is highly dependent on the management's ability to manage occupational stress. Studies conducted by Mbonea, Eric, Ounga and Nyarusanda (2021) have shown that job satisfaction plays a crucial role in determining the quality of academic performance in secondary schools. Poor job satisfaction leads to poor academic performance while good job satisfaction leads to good academic performance. 
Respondents in the study also highlighted several factors that contribute to good job performance among secondary school teachers such as motivation, timely promotion, support from management, availability of teaching and learning materials, good cooperation between management and teachers, reduced workload, conducive working environment, job security, timely salary payment, and good leadership. These findings are consistent with other studies by Johnpray (2018) and Frenkel, Guan and Frenkel, (2020) which found that supporting employees has a direct positive relationship with their job satisfaction and thriving at work. Research is needed to confirm this finding and explore the underlying mechanisms involved.

The weak positive correlation observed in the current study may also be influenced by other factors not included in the analysis such as individual differences in coping strategies or contextual factors such as school culture or resources. Future research could explore these factors to gain a more comprehensive understanding of the relationship between occupational stress and job performance among secondary school teachers. The implications of the findings for secondary school settings are complex and require careful consideration. On the one hand, if higher levels of occupational stress are associated with higher levels of job performance, it may be tempting for school administrators to maintain a stressful work environment to maximize teacher performance. However, this approach may ultimately be counterproductive, as high levels of stress can lead to burnout and negative health outcomes for teachers (Collie, Shapka,  Perry  & Martin, 2015;  Kim, Asbury & Anthony,  2018). 

To improve job performance and reduce the negative effects of occupational stress, the study recommends that school managers and policymakers focus on creating supportive work environments, providing opportunities for professional development and career advancement and implementing policies and programs to support teacher well-being (Guglielmi et al., 2020). Additionally, providing teachers with training and resources to manage stress and cope with challenging situations may be beneficial (Van Dick, Ullrich, Tissington & Lom, 2018). 

The findings of objective three revealed that occupational stress has a significant positive impact on job performance among secondary school teachers. This is consistent with the results of previous studies such as Amoako et al. (2017) and Daniel (2019) who found that stress among employees reduces their job performance. 
Additionally, the study found that support from employers, good cooperation between management and teachers, and the availability of teaching and learning materials were factors that positively impacted job performance among teachers. These findings align with the results of studies by Hafeez et al. (2019) and Alase and Akinbo (2021) who demonstrated that employee motivation, support from management, and access to resources were essential for enhancing job performance. 

Factors such as poor motivation, lack of transparency, strict rules and regulations from management, and lack of recognition among teachers were identified as reasons for poor job performance. These findings are consistent with the results of studies by Aslam et al. (2018) and Hussain et al. (2019) who found that leadership style and employee recognition and rewards had a significant impact on job performance, and that poor working conditions and lack of support from management were detrimental to employee performance. 
Generally, the findings suggest that there is a relationship between occupational stress and job performance among secondary school teachers. Organizations should aim to reduce occupational stress levels.  Table 4. 6 shows the findings of the regression model shown on the coefficients table on relationship between occupational stress, managerial interventions and job performance among secondary school teachers.
Table 4.10: Coefficients Table on Relationship between Occupational Stress and Job Performance
	Model
	b
	SE
	t
	p

	1
	(Constant)
	2.496
	.181
	13.814
	.000

	
	Occupational stress
	.131
	.053
	2.467
	.014


Notes: *p < .05, **p < .001, Model 1: F = 9.726, p < .0000, R-squared = .037.

Source: Field Data (February, 2022)
The coefficients table 4.10 presents the estimated regression coefficients for the relationship between occupational stress and job performance among secondary school teachers.  In this case, the job performance was the response variable whereas occupational stress was the predictor variable. The constant term represents the intercept of the regression equation when all predictor variables are zero. In this case, the constant is 2.496. This means that when both occupational stress is absent; the estimated average job performance is 2.496 units. The p-value associated with the constant term (p = .000) indicates that the intercept is statistically significant.
The coefficient for occupational stress is 0.131. This suggests that, on average, a one-unit increase in occupational stress is associated with a 0.131-unit increase in job performance. These findings are similar with that of Amoako, Gyamfi, and Emmanuel & Batola, (2017) who conducted a study on the effect of occupational stress on job performance in Ghana. Their findings indicated that, stress among employees does enhance their job performance in a positive manner. This gives the indication that as employee stress increases; their job performance also tends to increase. 
Therefore, the study concluded that, on the premise that stress to an extent enhances job performance contrary to the notion that stress always has negative consequences on job performance. The findings of this study are also in line with that of Ismail, Rahman & Osman, (2022) who conducted a study on the contribution of occupational stress on job performance in Malaysia and found that, job stress had a positive significant relation with job performance. 
In addition, their study found that, time pressure had a strong positive significant relationship with job performance with a beta value of .903. The results indicated that every increase of one standard deviation of time pressure, the job performance increased by .903 standard deviations. Their results also revealed that, lack of motivation and work overload had strong positive significant relation with job performance.
The findings of this study also concur with Deng, Guo, Ma, Yang & Tian, (2019) who conducted a cross-sectional study on how job stress influences job performance among Chinese healthcare workers and found that, challenge stress was significantly positively associated with public service motivation. The revealed partial positive relationship between occupational stress and job performance suggests that, to a certain level stress may have a motivating effect on performance. 
The findings of this study are also similar with Mathur, Vigg Kushwah, Sandhar & Holani, (2007) who conducted a study in India on stress as a correlate of job performance and found that, stress had a positive effect on job performance (i.e. job performance increases with the increase in stress). Organizations should consider the concept of the level of stress that promotes optimal performance (Bodeker, Pecorelli, Choy, Guerra & Kariippanon, 2020). 
These findings have implications for educational institutions and policymakers in Tanzania. Recognizing the potential positive effects of occupational stress on job performance, strategies can be developed to manage stress levels effectively, providing teachers with the necessary support, resources and training to cope with occupational stressors. Identifying and managing stress levels effectively can help employees achieve peak performance without experiencing excessive stress that could lead to negative outcomes. 
The findings highlight the significance of implementing stress management strategies in the workplace. Organizations should provide resources and support systems to help employees effectively manage and cope with occupational stress. This may include offering stress reduction programs, providing access to mental health services, promoting work-life balance and fostering a supportive work environment (Riva & Chinyio, 2018).

Recognizing the individual nature of stress responses, organizations should adopt a personalized approach to stress management. Identifying employees who are more susceptible to negative effects of stress and providing targeted interventions can help mitigate its impact on job performance. This may involve conducting individual assessments, offering stress management training and providing resources to enhance coping skills. Organizations should promote a culture that encourages open communication, work-life balance and employee well-being. Creating supportive policies and managerial practices such as flexible work arrangements, opportunities for skill development and recognition of employee achievements can contribute to reducing occupational stress and improving.

By addressing stressors appropriately, it may be possible to enhance overall job performance and job satisfaction among secondary school teachers leading to better educational outcomes for students. To better understanding and predict job performance, it is crucial to consider a broader range of variables such as individual characteristics, job satisfaction, organizational climate and task-related factors. Based on the findings presented in the coefficients table, it is evidently shown that there is a statistically significant relationship between occupational stress and job performance among secondary school teachers in Tanzania. 
The positive coefficient for occupational stress suggests that increased levels of stress are associated with higher job performance. The findings of this study challenge the common perception that all stress have negative impact on job performance (Amoako, et al. 2017; Ismail, et al. 2022 & Deng, et al. 2019). They highlight the possibility that a certain level of stress can motivate teachers to perform better or enhance their focus and engagement in their job responsibilities. This insight can be valuable in shaping policies and interventions to support teachers and manage their stress levels effectively. 

The standard error (SE) for this coefficient is 0.053, which indicates the precision of the estimate. The t-value of 2.467 and the associated p-value of .014 indicate that the relationship between occupational stress and job performance is statistically significant at the 0.05 level. The coefficient for managerial interventions is 0.107. 
This implies that, on average, a one-unit increase in managerial interventions is associated with a 0.107-unit increase in job performance. The SE (0.041) reflects the precision of this estimate. The t-value of 2.636 and the associated p-value of .009 indicate that the relationship between managerial interventions and job performance is statistically significant at the 0.05 level. Overall, these findings suggest that occupational stress has a positive and statistically significant relationship with job performance among secondary school teachers. An increase in either occupational stress is associated with an increase in job performance. 
However, it is important to note that the coefficients are relatively small (0.131 for occupational stress indicating that the effect size of this factor on job performance may not be substantial). The model's R-squared value of 0.037 indicates that only 3.7% of the variance in job performance is explained by the combined effects of occupational stress. This implies that there are other factors not included in the model that may have a more significant influence on job performance among secondary school teachers.

Based on the information provided in the coefficients table, several implications can be drawn for the study on occupational stress and job performance among secondary school teachers: For the case of relationship with Job performance, the positive coefficient of occupational stress indicates that this factor is associated with higher job performance among secondary school teachers. This suggests that efforts to reduce occupational stress and implement effective managerial interventions can potentially lead to improved job performance. 
The statistically significant coefficient for occupational stress implies that it plays a role in determining job performance. This finding highlights the significance of supportive leadership, communication and resource allocation in promoting better performance among teachers.  The narrative findings on factors that cause employee’s job performance to be good are similar with that of Germuth, (2018) who conducted a study on professional development that changes teaching and improves learning and found that, teacher’s desire professional development that supports their autonomy, mastery and purpose. Additionally, the findings insisted that, for professional development to be effective, it must be based on research findings about theories of motivation and learning.  
Based on these findings, it appears that there is a significant positive relationship between occupational stress and job performance among secondary school teachers. This means that as occupational stress increases, job performance tends to improve. However, it is essential to interpret these findings cautiously. While the relationship is statistically significant, the coefficient (0.131) suggests a relatively small effect size. This means that while there is a positive association between occupational stress and job performance, the impact of occupational stress on job performance might not be substantial.

Additionally, other factors not accounted for in this model may also influence the relationship between occupational stress and job performance. For instance, individual differences, work environment and personal coping mechanisms could also play a role in how teachers' job performance is affected by occupational stress. Further research and studies may be needed to delve deeper into this relationship and to identify potential strategies for managing occupational stress among secondary school teachers to enhance their overall job performance and well-being.
4.4.4   Managerial Interventions for Alleviating Occupational Stress among Secondary School Teachers
On the other hand, the fourth objective intended to find out the managerial interventions for alleviating occupational stress among secondary school teachers. The respondents were given a list of managerial interventions for addressing the effects of occupational stress on job performance among secondary school teachers. Respondents were asked to rate the interventions on a scale of 1 (Strongly Disagree) to 5 (Strongly Agree). Table 4.11 indicates the results obtained after running the data using descriptive statistics.
Table 4.11: Managerial Interventions for Alleviating Occupational Stress
	Managerial Interventions
	N
	Mean
	Std. Deviation
	Kurtosis

	
	Statistic
	Statistic
	Statistic
	Statistic

	Proper remuneration among employees
	460
	3.03
	1.148
	.058

	On job training
	460
	3.53
	1.073
	-.510

	Delegation of power
	460
	3.59
	.996
	-.759

	Promotion among employees
	460
	3.29
	1.043
	-.078

	Clear Policy in institutions
	460
	3.26
	1.038
	-.093

	Recognition among employees
	460
	3.68
	.945
	-.863

	Improvement of superior-subordinate relationship
	460
	3.64
	1.041
	-.898

	Reducing workload
	460
	3.57
	1.010
	-.782

	Spending time with family
	460
	3.01
	.903
	.001

	Improvement of working environment
	460
	3.61
	.998
	-.697

	Valid N (list wise)
	460
	
	
	


Source: Field Data (February, 2022)

The survey findings on managerial interventions for reducing occupational stress among secondary school teachers indicated in table 4.11 revealed important insights. Among the interventions assessed, recognition among employees received the highest mean rating of 3.68 indicating that teachers perceive it as an effective approach. This highlights the significance of acknowledging teachers' efforts and achievements in alleviating stress. Additionally, improvement of the superior-subordinate relationship (mean rating: 3.64) and delegation of power (mean rating: 3.59) were also rated highly indicating their potential to reduce stress levels. 
These results underline the importance of positive interactions with superiors and granting teachers decision-making authority to alleviate occupational stress. On-job training with a mean rating of 3.53 was also recognized as beneficial emphasizing the role of continuous professional development in equipping teachers with the necessary skills to manage job demands effectively. Lastly, the improvement of the working environment with a mean rating of 3.61 emerged as a critical factor in reducing stress. Creating a supportive and conducive working environment can significantly impact teachers' stress levels and overall job satisfaction. 
The findings from the survey reveal that certain managerial interventions are perceived as effective in reducing occupational stress among secondary school teachers. Recognition among employees emerged as the most highly rated intervention suggesting that acknowledging teachers' efforts and achievements can have a positive impact on their well-being and job satisfaction. The finding is in line with Hussain, Khaliq, Nisar, Kamboh & Ali, (2019) who conducted a study on impact of employees' recognition, rewards and job stress on job performance and found that, employees not only want compensation but also need to be valued by their supervisors because it will increase the employees’ morale. Additionally, their findings indicated that, through recognition, employees will be well motivated if they are recognized by the supervisors.

The findings of this study also indicated that, improvement of the superior-subordinate relationship and delegation of power were also highly rated, indicating the importance of positive interactions with superiors and granting teachers decision-making authority in alleviating stress. The finding is similar with Sev, (2017) who conducted a study on effective delegation of authority as a strategy for task accomplishment and performance enhancement in business organizations in Nigeria and found that, a superior who refuses to delegate frustrates his subordinates as he denies them the intrinsic and extrinsic satisfaction derived from accomplishing a task. His finding also insisted that, delegation helps in training employees to assume responsibility and learn to be accountable for assigned tasks. 

On-job training was recognized as beneficial emphasizing the significance of continuous professional development in equipping teachers with the necessary skills to manage their job demands. The findings concur with that of Korpi and Tåhlin, (2021) who conducted a study on on-the-job training in Sweden and found that, job requirements are strongly correlated with the incidence of both formal and informal training. Creating a supportive working environment including adequate resources and a culture of respect was perceived as critical in reducing occupational stress. Overall, these findings highlight the importance of recognizing and addressing various aspects of teachers' working conditions and relationships to promote their well-being and job performance.

Generally, the findings suggest that a combination of recognition, positive relationships, empowerment, continuous professional development, and a supportive working environment can effectively alleviate occupational stress among secondary school teachers. Implementing these managerial interventions has the potential to enhance teacher well-being, job satisfaction, and ultimately improve overall job performance. The researcher conducted an in depth interview with one of the interviewees (no.2) from educational officials on the kind of managerial interventions that can alleviate occupational stress among secondary school teachers. 
During the interview session, he had the following to say:
“...Managerial interventions that can alleviate occupational stress among secondary school teachers are as follows: The government should improve the environment for secondary school teachers, the community should also provide good cooperation among secondary school teachers in schools, on the part of head of secondary schools, they should consider teachers as not enemies, instead they should know it is their responsibilities to guide them and provide good cooperation to them.”(Interviewee no.02) 
On the other hand, another interviewee from District Council Y (no. 01) from educational officials when asked to mention some of the managerial interventions that can reduce occupational stress and improve job performance among secondary school teachers, he had the following to say:
“…Promotion and salary can act as effective stress reducers in the workplace. When teachers are rewarded with promotions and salary increases, it provides a sense of accomplishment and recognition for their hard work. This recognition can alleviate feelings of stress and boost morale, leading to increased job satisfaction and improved performance. Additionally, higher salaries can reduce financial concerns and provide a sense of security, reducing stress related to financial pressures and allowing teachers to focus more on their job responsibilities.” (Educational official, no 01).
Regarding managerial interventions for alleviating occupational stress among employees, the findings of this study suggest that promotion opportunities may be an effective approach. These results are consistent with previous research conducted by Butt, Wen,  Hussain  & Pervaiz, (2020) who found a positive relationship between benefits, salary and job satisfaction with the work environment mediating this relationship. Similarly, Daramola and Daramola (2019) found that good salaries and rewards improve job performance among employees. 
Additionally, in schools where teachers experience job satisfaction, there is often good academic performance and reduced occupational stress among teachers. These results align with Marewo, Mutongi, Nyoni & Nyoni, (2020) who found that employee motivation and management practices are crucial for enhancing organizational effectiveness and employee commitment. Another interviewee from District Council X among the educational officials (no. 02) when was asked to contribute on the managerial interventions that can be applied to reduce stress among secondary school teachers, the interviewee had the following to speak:   
“…Implementing managerial interventions to reduce stress among secondary school teachers involves several key strategies. Firstly, promoting open communication and providing emotional support allows teachers to express concerns and receive assistance. Fair workload distribution and resource provision help alleviate excessive work demands. Stress management and resilience training equip teachers with coping mechanisms. Recognition and appreciation for teachers' efforts boost morale and job satisfaction. Flexible scheduling facilitates work-life balance. Fostering a collaborative and supportive culture encourages teamwork and sharing of resources. These interventions collectively create an environment that prioritizes teachers' well-being and reduces stress levels (Educational official no. 02)
The study also collected information from the respondents about other potential managerial interventions for alleviating occupational stress among secondary school teachers. Respondents suggested several strategies, including promoting teacher motivation, timely promotion, providing support from management, ensuring adequate teaching and learning materials, encouraging cooperation between management and teachers, reducing workload, providing a conducive working environment, recognizing teacher contributions, ensuring job security, timely salary payments, timely resolution of teacher problems, and good leadership. These findings suggest that a range of managerial interventions may be effective for reducing occupational stress among secondary school teachers and that a multifaceted approach may be necessary.  
4.5      Chapter Summary

Chapter Four presents the results of the data analysis and a discussion of the findings. The chapter begins with an introduction that provides an overview of the procedures used for data analysis and the structure of the chapter. The data analysis is organized according to the research objectives and questions that guided the study, and the chapter includes responses from the data collection instruments, starting from the demographic characteristics of respondents and moving on to the objectives of the study. 
The analysis and discussion of the findings are presented in a clear and concise manner with the use of tables, charts, and graphs to aid in the interpretation and presentation of the data. The chapter provides a thorough examination of the research questions, including an exploration of the causes of occupational stress among secondary school teachers, factors that contribute to the determining of stress levels, the relationship between occupational stress and job performance, and proposed managerial interventions for alleviating stress. Overall, Chapter Four provides a comprehensive analysis of the data collected and presents the key findings of the study in a clear and concise manner. The chapter demonstrates a thorough understanding of the research objectives and questions; and effectively uses data analysis techniques to explore the research questions and objectives.

CHAPTER FIVE
 SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1     Introduction 
Chapter five of this research report examined the influence of occupational stress on secondary school teachers' job performance in Mwanza Region, Tanzania. It explored teachers' perception of stress causes, factors determining stress levels and the relationship between stress, managerial interventions, and job performance. Lastly, the research report proposed managerial interventions for alleviating occupational stress among secondary school teachers. The insights derived from this chapter offer valuable recommendations to improve the well-being and job performance of teachers, contributing to the overall enhancement of the educational environment in Mwanza Region, Tanzania.
5.2     Summary of the Study 
Occupational stress has been recognized as a significant concern affecting the well-being and job performance of employees in work organizations. This study aimed to investigate the influence of occupational stress on job performance among secondary school teachers in Mwanza region, Tanzania. The study aimed to provide a comprehensive understanding of the causes of occupational stress, factors contributing to the raise occupational stress, the relationship between occupational stress and job performance and propose managerial interventions to address these issues among secondary school teachers. The study focused on secondary school teachers in Mwanza region of Tanzania. By investigating the impact of occupational stress on job performance, the study aimed to contribute to the understanding of teacher well-being and effectiveness. The findings of this study can inform educational institutions, policymakers and stakeholders in developing strategies to reduce occupational stress and improve the overall performance of secondary school teachers.
The study was based on Job Demand-Control Model, which provided a theoretical framework to understand the relationship between job demands, control and occupational stress. By adopting a mixed research approach, combining quantitative and qualitative methods, the study aimed to gather comprehensive data on occupational stress and job performance. 
This approach allowed for a deeper exploration of the research problem capturing both numerical data through questionnaires and in-depth insights through interviews. A descriptive research design was employed to describe and analyse the relationship between occupational stress and job performance. The study was conducted in the Mwanza region of Tanzania, specifically focusing on the Mwanza Council and Ilemela Municipal Council. These areas were selected to provide a representative sample of secondary school teachers in the region.  
5.3      Summary of the Findings

The study examined the perceptions of secondary school teachers regarding the causes of occupational stress within their work environment. It was discovered that a substantial majority of these teachers pinpointed several key factors as significant contributors to their occupational stress. These included heavy workloads, a lack of support from school administration, issues with student behavior and inadequate access to essential resources. Additionally, time pressures, high expectations, a lack of work-life balance and limited opportunities for professional development were identified as supplementary stressors.

Furthermore, the study sought to assess the factors that determined the levels of occupational stress experienced by secondary school teachers. The findings illuminated that high job demands, such as increased class sizes, multiple responsibilities and additional administrative tasks, were associated with heightened levels of occupational stress among these educators. Additionally, the study revealed that a lack of control over decision-making processes and limited autonomy in their roles were further factors contributing to elevated stress levels.

The study also examined the relationship between occupational stress and job performance among secondary school teachers was another focal point of the study. It was evident from the findings that a noteworthy positive relationship existed between occupational stress and job performance, underlining the profound impact of stress on the professional effectiveness of teachers in secondary schools.

In the search of determining the managerial interventions to alleviate the occupational stress experienced by secondary school teachers, the study provided valuable insights. The findings suggested that implementing managerial interventions could be an effective means of mitigating occupational stress in this group. These interventions included the provision of adequate support and resources, the cultivation of a positive work environment, the promotion of work-life balance and the facilitation of professional development opportunities for teachers. In sum, the study's comprehensive findings emphasize the critical importance of addressing and alleviating occupational stress among secondary school teachers to enhance their overall job performance and well-being.

5.4      Conclusions
 In conclusion, the study has shed light on the complex nature of occupational stress among secondary school teachers. The findings have illuminated the various factors that contribute to the high levels of stress experienced by teachers in this educational context, including heavy workloads, a lack of administrative support, student behavior issues and insufficient resources. Additionally, the study has highlighted the impact of job demands, limited decision-making control, and a lack of autonomy on elevating stress levels.

The positive relationship between occupational stress and job performance underscores the urgency of addressing this issue. It is clear that occupational stress have detrimental effects on the job performance and well-being of secondary school teachers. Therefore, addressing and alleviating this stress is not only crucial for the teachers themselves but also for the overall quality of education in secondary schools. 
The proposed managerial interventions, such as providing support, fostering a positive work environment, promoting work-life balance and offering professional development opportunities, hold promise for mitigating occupational stress among secondary school teachers. These interventions can contribute to improved job performance, job satisfaction and overall well-being among teachers. In light of these findings, it is imperative for educational institutions and policymakers to recognize the significance of addressing occupational stress among secondary school teachers. By implementing the recommended interventions and creating a supportive and conducive work environment, it is possible to enhance the teaching profession, ultimately benefiting both educators and students. This study serves as a valuable resource for stakeholders in the education sector seeking to improve the working conditions and job satisfaction of secondary school teachers.
5.5   Implications of the Findings for the Existing Knowledge, Policy and Practice

The implications of the findings for existing knowledge, policy, and practice are as follows:

Existing Knowledge: The findings contribute to the existing knowledge on the causes and impact of occupational stress on job performance among secondary school teachers in Tanzania. The study validates and expands upon previous research by providing specific insights into the context of the Mwanza region. The identified causes of occupational stress and their impact on job performance align with the existing literature, reinforcing the understanding that factors such as heavy workload, lack of support and inadequate resources significantly affect teacher well-being and effectiveness.  
Policy Implications: The study findings have important implications for education policy in Tanzania. Policymakers can use the results to develop and implement evidence-based strategies to address occupational stress among secondary school teachers. Policies should focus on improving working conditions such as reducing excessive workload, providing necessary resources and enhancing support from school administration. By prioritizing teacher well-being, policies can contribute to improved job satisfaction and performance.

Practice Implications: The study provides practical implications for educational practice at the school level. School administrators and leaders can utilize the findings to create a supportive and conducive work environment for teachers. Implementing managerial interventions such as promoting work-life balance, facilitating professional development opportunities and fostering a positive school climate can help alleviate occupational stress and enhance teacher job performance. Training programs and workshops can be developed to equip school administrators with the necessary skills to support and manage the well-being of teachers effectively.

Teacher Support: The findings emphasize the need for comprehensive support mechanisms for teachers including mentoring programs, peer support networks and regular communication channels. These initiatives can enhance teacher resilience, provide opportunities for collaboration and reduce feelings of isolation.

Future Research: The study findings indicate the need for further research to explore additional factors influencing job performance and occupational stress among teachers. Future studies could investigate the effectiveness of specific managerial interventions and evaluate their long-term impact on teacher well-being and performance. Exploring the experiences of teachers in other regions of Tanzania or different educational contexts would provide a more comprehensive understanding of the issues related to occupational stress and job performance. 

Overall, the implications of the study findings suggest the importance of prioritizing teacher well-being and implementing evidence-based strategies to alleviate occupational stress. By incorporating these findings into policies and practices, education systems can create a supportive and conducive environment for teachers, ultimately leading to improved job satisfaction and enhanced educational outcomes.
5.6      Recommendations of the Study

The study recommends implementing a supportive work environment with adequate resources and administrative support, enhancing professional development opportunities and promoting work-life balance to reduce occupational stress among secondary school teachers in Mwanza Region, Tanzania. It suggests establishing a performance recognition system, reducing workload and strengthening interpersonal relations to improve teachers' job satisfaction. Additionally, ensuring proper remuneration and encouraging collaborative decision-making can contribute to alleviating stress and enhancing overall job performance in the educational setting.
5.6.1   Recommendations for Action

Heavy workloads, lack of support, student behavioural issues, and inadequate access to essential resources have been noted as the major findings of the study and are significant contributors to occupational stress among secondary school teachers. Based to these major findings the following recommendations for action are to be made:

Schools and educational institutions should focus on reducing teacher workloads by providing necessary support and resources. Implement strategies to improve student behavior and ensure that teachers have access to essential teaching resources. This may include improved classroom management techniques, resource allocation and administrative support. High job demands, such as increased class sizes, multiple responsibilities, and additional administrative tasks, contribute to elevated levels of occupational stress among secondary school teachers. Schools should consider strategies to reduce the burden of high job demands. This may involve hiring additional staff to manage administrative tasks or reducing class sizes where possible.
Providing teachers with more manageable workloads can help alleviate stress. Lack of control over decision-making processes and limited autonomy in their roles contribute to elevated stress levels among secondary school teachers. Schools should empower teachers by involving them in decision-making processes and giving them more autonomy in their roles. Teachers should have a say in educational policies and the way the curriculum is delivered. This can enhance job satisfaction and reduce stress.

There is a notable positive relationship between occupational stress and job performance among secondary school teachers. Schools should recognize the impact of occupational stress on job performance and take steps to support teachers in managing stress. This may include stress management training, counselling services, and creating a supportive work environment.

Managerial interventions, such as providing support and resources, creating a positive work environment, promoting work-life balance, and offering professional development opportunities, can effectively mitigate occupational stress among secondary school teachers. School administrators and educational policymakers should implement managerial interventions to address occupational stress. These interventions should include providing adequate support, creating a positive and supportive work environment, promoting work-life balance through flexible schedules, and offering profession development opportunities to help teachers cope with stress and improve their overall well-being. Generally, the recommendations align with the major findings of the study and emphasize the importance of addressing the identified factors contributing to occupational stress among secondary school teachers to enhance their job performance and overall well-being.
Bottom of Form

5.6.2 
Recommendations for Further Studies
The findings of the study on the impact of occupational stress on job performance among secondary school teachers in Tanzania shed light on significant insights into the relationship between stress levels and teachers' effectiveness in fulfilling their professional responsibilities.
Firstly, basing to the impact of occupational stress, the study revealed a significant impact of occupational stress on job performance among secondary school teachers. Teachers who reported higher levels of occupational stress tended to have lower job performance scores. This finding highlights the detrimental effects of stress on teachers' ability to effectively carry out their duties and responsibilities.

Secondly, basing on causes of occupational stress, the study examined the perception of secondary school teachers regarding the causes of occupational stress. The findings indicated that heavy workload, lack of support from school administration, inadequate resources and limited professional development opportunities were key factors contributing to occupational stress among teachers. These findings are consistent with existing literature on occupational stress in the education sector.
Thirdly, basing to managerial interventions, the study also explored the impact of managerial interventions on job performance. It was found that managerial interventions such as promoting work-life balance, providing support and resources and fostering a positive school climate, had a significant positive impact on job performance. This suggests that effective management strategies and interventions can help alleviate occupational stress and enhance teacher performance.

Fourthly, basing on contextual factors, the study took place in the Mwanza region of Tanzania specifically involving the Mwanza City Council and Ilemela Municipal Council. The findings provide insights into the specific contextual factors influencing occupational stress and job performance among secondary school teachers in this region. Understanding the unique challenges faced by teachers in this context is crucial for developing targeted interventions and support systems.

These findings contribute to the understanding of the relationship between occupational stress and job performance among secondary school teachers in Tanzania. They highlight the importance of addressing the underlying causes of stress and implementing effective managerial interventions to support teacher well-being and enhance job performance. Further studies are necessary to expand on these findings and address any limitations of the current study. 
Additional research could investigate the long-term effects of specific interventions, explore the experiences of teachers in other regions of Tanzania, or examine the impact of occupational stress on other aspects of teachers' professional lives. Conducting such studies will provide a more comprehensive understanding of the complex dynamics between occupational stress and job performance, ultimately informing evidence-based strategies and interventions to support teachers in their work.
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APPENDICES

Appendix I: Research Activities or Schedule 
Proposal writing began from January to December on academic year of 2019/20 and from January to November on academic year of 2020/21. Literature review also began from January to December on academic year of 2019/20 and from January to December on academic year of 2020/21. The reviewing of literature continued from January to May on academic year of 2021/22. Data collection began from December on academic year of 2020/21 up to February on academic year of 2021/22. Data analysis began from January to March on academic year of 2021/22; while Thesis writing began from February to May on academic year of 2021/22. Lastly, thesis submission was done in July on academic year of 2022/23. 
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Appendix III: Questionnaire for Secondary School Teachers 
QUESTIONNAIRE FOR SECONDARY SCHOOL TEACHERS ON EXAMINING THE INFLUENCE OF OCCUPATIONAL STRESS ON SECONDARY SCHOOL TEACHERS’ JOB PERFORMANCE IN MWANZA REGION, TANZANIA

Dear respondent: 
I am a postgraduate student at the Open University of Tanzania, pursuing a Doctor of Philosophy Degree (PhD) in Education. I am carrying out research on “
“Examining the Influence of Occupational Stress on Secondary School Teachers’ Job Performance in Mwanza Region, Tanzania”
”. I kindly request you to provide me with information which is necessary in achieving the research objectives. The information will be treated as confidential and will be used for academic purposes only.

SECTION A – SOCIAL DEMOGRAPHIC INFORMATION

(Tick the right option)

Name of school …………………………………………………………………… 

1. Sex: Male (a) [  ] Female (b) [  ] 

2. Age: (a) below 21 [  ]  (b) 21-25 [  ] (c) 26-30 [  ] (d) 31-35 [  ] (e) 36-40 [  ] (f) 41-50 [  ] g) 51-55   [  ] (h) 56 and above [  ] 

3. Working experience: (a) Less than 6 years [  ] (b) 6-10 years [  ] (c) 11-15 years [  ]  (d) 16-20 years [  ] (e) 21-25 years [  ]  (f) 26 years and above [  ] 

4.  Level of education: (a) Certificate [ ] (b) Diploma [ ] (c) Bachelor degree [ ] (d) Post Graduate Diploma [  ] (e) Masters [  ]  (f) PhD [   ]

SECTION B – TEACHERS’ PERCEPTION ON CAUSES OF OCCUPATIONAL STRESS IN SECONDARY SCHOOLS

5. Do you think occupational stresses exist among secondary school teachers?

Put a Tick (√) on the right option in the provided box

	Yes
	

	No
	

	Not aware
	


6. Indicate the level of each cause of occupational stress on secondary school teachers’ job performance. (1=Very Low, 2=Low, 3=Moderate, 4=High, 5=Very High)

Put a Tick (√) on the rating of your choice

	SN
	Causes of Occupational Stress
	Rating

	
	
	Very Low
	Low
	Moderate
	High
	Very High

	1
	Time pressure
	
	
	
	
	

	2
	Discipline problems 
	
	
	
	
	

	3
	Lack of resources 
	
	
	
	
	

	4
	Lack of professional recognition
	
	
	
	
	

	5
	Lack of support 
	
	
	
	
	

	6
	Diversity of tasks required
	
	
	
	
	

	7
	Lack of knowledge on assigned task
	
	
	
	
	

	8
	Lack of on job training
	
	
	
	
	

	9
	Low rate of job promotion
	
	
	
	
	

	10
	Low level of education
	
	
	
	
	

	11
	Family problems
	
	
	
	
	

	12
	Debts
	
	
	
	
	

	13
	Depressions
	
	
	
	
	

	14
	Exhaustion
	
	
	
	
	

	15
	Fatigue 
	
	
	
	
	

	16
	Increase of conflicts 
	
	
	
	
	

	17
	Job Pressure
	
	
	
	
	

	18
	Harassments
	
	
	
	
	

	19
	Torture
	
	
	
	
	

	20
	Unfairness
	
	
	
	
	

	21
	High job demand
	
	
	
	
	

	22
	Secrecy
	
	
	
	
	

	23
	Employees ‘classification system
	
	
	
	
	

	24
	Increase of workloads
	
	
	
	
	

	25
	Low salaries
	
	
	
	
	

	26
	Poor relations
	
	
	
	
	


7. Give other causes of occupation stress that affect teachers’ job performance…………..……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
SECTION C: FACTORS FOR DETERMINING THE LEVELS OF OCCUPATIONAL STRESS AMONG SECONDARY SCHOOL TEACHERS

8. Indicate the level of each item on occupational stress among secondary school teachers. (1=Strongly Disagree, 2=Disagree, 3=Undecided, 4=Agree, 5=Strongly Agree)

Put a Tick (√) on the rating of your choice

	SN
	ITEMS
	Rating

	
	
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1
	Freedom among employees when performing their job is important
	
	
	
	
	

	2
	Freedom of making own decisions about job performance is important among employees
	
	
	
	
	

	3
	Freedom to use own knowledge on job performance among employees is important
	
	
	
	
	

	4
	Accepting challenge when performing a job is important
	
	
	
	
	

	5
	Freedom to decide when to do a job is important among employees
	
	
	
	
	

	6
	Time pressure from the management is important for job performance
	
	
	
	
	

	7
	Work schedule should be done by supervisors
	
	
	
	
	

	8
	There should be rewarding efforts of the employees on job performance
	
	
	
	
	

	9
	There should be absence of supervision when performing a job 
	
	
	
	
	

	10
	There should be absence of deadline on job completion among employees
	
	
	
	
	


9. Give other demands that you think are required by employees to perform his/her job without Stress 

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

10. What do you think are the employer’s factors that cause the employee to have stress? ............................................................................................................................................................................................................................................................................................................................................................................................................

SECTION D: RELATIONSHIP BETWEEN OCCUPATIONAL STRESS AND JOB PERFORMANCE IN SECONDARY SCHOOLS

11. For each of the following statements, please indicate the extent of the effects of occupation stress to job performance in secondary schools.

(1=Strongly Disagree, 2=Disagree, 3=Undecided, 4=Agree, 5=Strongly Agree)

Put a Tick (√) on the rating of your choice

	SN
	ITEMS
	Rating

	
	
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1
	With occupation stress employee can work hard
	
	
	
	
	

	2
	When an employee becomes angry, he/she isolates himself/herself thus completes the job with no interference
	
	
	
	
	

	3
	With pressure from the boss the work will be completed with high standard
	
	
	
	
	

	4
	With no supervision the employees work comfortably
	
	
	
	
	

	5
	With no timetable, the employees can control themselves and accomplish a job early
	
	
	
	
	

	6
	If there is a promise of reward, employees’ effort increases 
	
	
	
	
	

	7
	When there is support from the employer the employees perform well
	
	
	
	
	

	8
	If the employee lacks knowledge on the assigned task, he/she may not perform the job properly 
	
	
	
	
	

	9
	Absence of job promotion leads to low job performance
	
	
	
	
	

	10
	If the employee is exhausted, he/she cannot perform well the job
	
	
	
	
	

	11
	Unfairness in decisions may lead to poor job performance
	
	
	
	
	

	12
	Confidentiality among employee and employers may lead to low job performance 
	
	
	
	
	


12. Give other factors that may cause employees’ job performance to be good…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….

13. Give other factors that may cause employees’ job performance to be poor................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................

SECTION E – MANAGERIAL INTERVENTIONS FOR ALLEVIATING OCCUPATIONAL STRESS AMONG SECONDARY SCHOOL TEACHERS

14. To what extent are the following managerial interventions address the effects of occupational stress on job performance among secondary schools’ teachers?

(1=Strongly Disagree, 2=Disagree 3=Undecided, 4=Agree, 5=Strongly Agree)

Put a Tick (√) on the rating of your choice

	SN
	Managerial Interventions
	Rating

	
	
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1
	Proper remuneration among employees
	
	
	
	
	

	2
	On job training
	
	
	
	
	

	3
	Delegation of power
	
	
	
	
	

	4
	Promotion among employees
	
	
	
	
	

	5
	Clear Policy in institutions
	
	
	
	
	

	6
	Recognition among employees
	
	
	
	
	

	7
	Improvement of superior-subordinate relationship
	
	
	
	
	

	8
	Reducing workload
	
	
	
	
	

	9
	Spending time with family
	
	
	
	
	

	10
	Improvement of working environment
	
	
	
	
	


15. Give other managerial interventions that you think can be applied to reduce stress among secondary school teachers 
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

Thank you very much for your cooperation

Appendix IV: Interview Guide for District Education Officers 
INTERVIEW GUIDE FOR DISTRICT EDUCATION OFFICERS EXAMINING THE INFLUENCE OF OCCUPATIONAL STRESS ON SECONDARY SCHOOL TEACHERS’ JOB PERFORMANCE IN MWANZA REGION, TANZANIA
Name of school …………………………………………………………………… 

1. Sex: Male (a) [   ] Female (b) [   ] 

2. Age:  (a) below  21 [   ]  (b) 21-25 [  ] (c) 26-30 [  ] (d) 31-35 [  ] (e) 36-40 [  ] (f) 41-50 [  ] g) 51-55   [  ] h) 56 and above [  ] 

3. Working experience: (a) Less than 6 years [  ] (b) 6-10 years [  ] (c) 11-15 years [  ]  (d) 16-20 years (e) 21-25 years (f) 26 years and above [  ] 

4.  Level of education: a) Certificate [ ] b) Diploma [ ] c) Bachelor degree [ ] Post Graduate Diploma [  ] d) Masters [  ]  e) PhD [   ]

5. Do you think occupational stress exist among secondary school teachers?

6. What are the common types of occupational stress affecting secondary school teachers’ job performance?

7. Give your perception/opinion on the how occupational stress affects secondary school teachers’ job performance.

8. What are the secondary school teachers’ perception on the causes of occupational stress?

9. To what extent does occupational stress affect job performance among secondary school teachers’ job performance?

10. To what extent are the existing managerial interventions address the effects of occupational stress on job performance among secondary school teachers? 

11. What are the levels of occupational stress among secondary school teachers?

12. From the managerial perspective, what are the relevant proposed interventions for addressing the problem of occupational stress among secondary school teachers?

13. What are the roles of the head of secondary schools in reducing occupational stress among secondary schools? 

14. What is your role on reducing occupational stress among secondary school teachers as the district education officer? 

15. How do you ensure that secondary school teachers are well motivated and committed to improve job performance?

16. How do you ensure that the physical and social environment of secondary schools are conducive for working? 

Thank you very much for your cooperation

Appendix V: Questionnaire for Heads of Secondary Schools 

QUESTIONNAIRE FOR HEADS OF SECONDARY SCHOOLS ON EXAMINING THE INFLUENCE OF OCCUPATIONAL STRESS ON SECONDARY SCHOOL TEACHERS’ JOB PERFORMANCE IN MWANZA REGION, TANZANIA

Dear respondent:
I am a postgraduate student at the Open University of Tanzania, pursuing a Doctor of Philosophy Degree (PhD) in Education. I am carrying out research on “Examining the Influence of Occupational Stress on Secondary School Teachers’ Job Performance in Mwanza Region, Tanzania”

”. I kindly request you to provide me with information which is necessary in achieving the research objectives. The information will be treated as confidential and will be used for academic purposes only.

SECTION A – SOCIAL DEMOGRAPHIC INFORMATION

(Tick the right option)

Name of school …………………………………………………………………… 

1. Sex: Male (a) [  ] Female (b) [  ] 

2. Age: (a) below 21 [  ]  (b) 21-25 [  ] (c) 26-30 [  ] (d) 31-35 [  ] (e) 36-40 [  ] (f) 41-50 [  ] g) 51-55   [  ] (h) 56 and above [  ] 

3. Working experience: (a) Less than 6 years [  ] (b) 6-10 years [  ] (c) 11-15 years [  ]  (d) 16-20 years [  ] (e) 21-25 years [  ]  (f) 26 years and above [  ] 

4.  Level of education: (a) Certificate [ ] (b) Diploma [ ] (c) Bachelor degree [ ] (d) Post Graduate Diploma [  ] (e) Masters [  ]  (f) PhD [   ]

SECTION B – TEACHERS’ PERCEPTION ON CAUSES OF OCCUPATIONAL STRESS IN SECONDARY SCHOOLS

5. Do you think occupational stresses exist among secondary school teachers?

Put a Tick (√) on the right option in the provided box

	Yes
	

	No
	

	Not aware
	


6. Indicate the level of each cause of occupational stress on secondary school teachers’ job performance. (1=Very Low, 2=Low, 3=Moderate, 4=High, 5=Very High)

Put a Tick (√) on the rating of your choice

	SN
	Causes of Occupational Stress
	Rating

	
	
	Very Low
	Low
	Moderate
	High
	Very High

	1
	Time pressure
	
	
	
	
	

	2
	Discipline problems 
	
	
	
	
	

	3
	Lack of resources 
	
	
	
	
	

	4
	Lack of professional recognition
	
	
	
	
	

	5
	Lack of support 
	
	
	
	
	

	6
	Diversity of tasks required
	
	
	
	
	

	7
	Lack of knowledge on assigned task
	
	
	
	
	

	8
	Lack of on job training
	
	
	
	
	

	9
	Low rate of job promotion
	
	
	
	
	

	10
	Low level of education
	
	
	
	
	

	11
	Family problems
	
	
	
	
	

	12
	Debts
	
	
	
	
	

	13
	Depressions
	
	
	
	
	

	14
	Exhaustion
	
	
	
	
	

	15
	Fatigue 
	
	
	
	
	

	16
	Increase of conflicts 
	
	
	
	
	

	17
	Job Pressure
	
	
	
	
	

	18
	Harassments
	
	
	
	
	

	19
	Torture
	
	
	
	
	

	20
	Unfairness
	
	
	
	
	

	21
	High job demand
	
	
	
	
	

	22
	Secrecy
	
	
	
	
	

	23
	Employees’ classification system
	
	
	
	
	

	24
	Increase of workloads
	
	
	
	
	

	25
	Low salaries
	
	
	
	
	

	26
	Poor relations
	
	
	
	
	


7. Give other causes of occupation stress that affects teachers performance:……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….

SECTION C: FACTORS FOR DETERMINING THE LEVELS OF OCCUPATIONAL STRESS AMONG SECONDARY SCHOOL TEACHERS

8. Indicate the level of each item on occupational stress to secondary school teachers’ job performance. (1=Strongly Disagree, 2=Disagree, 3=Undecided, 4=Agree, 5=Strongly Agree)

Put a Tick (√) on the rating of your choice

	SN
	Factors
	Rating

	
	
	Strongly Disagree
	Disagree
	Undecided
	Agree
	 Strongly Agree

	1
	Freedom among employees when performing their job is important
	
	
	
	
	

	2
	Freedom of making own decision about job performance is important among employees
	
	
	
	
	

	3
	Freedom to use own knowledge on job performance among employees is important
	
	
	
	
	

	4
	Accepting challenge when performing a job is important
	
	
	
	
	

	5
	Freedom to decide when to do a job is important among employees
	
	
	
	
	

	6
	Time pressure from the management is important for job performance
	
	
	
	
	

	7
	Work schedule should be done by supervisors
	
	
	
	
	

	8
	There should be rewarding efforts of the employees on job performance
	
	
	
	
	

	9
	There should be absence of supervision when performing a job 
	
	
	
	
	

	10
	There should be absence of deadline on job completion among employees
	
	
	
	
	


9. Give other demands that you think are required by employees to perform his/her job without stress
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….

10. What do you think are the employer’s factors that cause the employee to have stress during job performance?
...........................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................

SECTION D: RELATIONSHIP BETWEEN OCCUPATIONAL STRESS AND JOB PERFORMANCE IN SECODARY SCHOOLS

11. For each of the following statements, please indicate the extent of the effects of occupation stress to job performance.

(1=Strongly Disagree, 2=Disagree, 3=Undecided, 4=Agree, 5=Strongly Agree)

Put a Tick (√) on the rating of your choice

	SN
	ITEMS
	Rating

	
	
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1
	With occupation stress employee can work hard
	
	
	
	
	

	2
	When an employee becomes angry, he/she isolates himself/herself thus completes the job with no interference
	
	
	
	
	

	3
	With pressure from the boss the work will be completed with high standard
	
	
	
	
	

	4
	With no supervision the employees work comfortably
	
	
	
	
	

	5
	With no timetable, the employees can control themselves and accomplish a job early
	
	
	
	
	

	6
	If there is a promise of reward, employees’ effort increases 
	
	
	
	
	

	7
	When there is support from the employer the employees perform well
	
	
	
	
	

	8
	If the employee lacks knowledge on the assigned task, he/she may not perform the job properly 
	
	
	
	
	

	9
	Absence of job promotion leads to low job performance
	
	
	
	
	

	10
	If the employee is exhausted, he/she cannot perform well the job
	
	
	
	
	

	11
	Unfairness in decisions may lead to poor job performance
	
	
	
	
	

	12
	Confidentiality among employee and employers may lead to low job performance 
	
	
	
	
	


12. Give other factors that may cause employees’ job performance to be good…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….

13. Give other factors that may cause employees’ job performance to be poor.............................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................

SECTION E – MANAGERIAL INTERVENTIONS FOR ALLEVIATING OCCUPATIONAL STRESS AMONG SECONDARY SCHOOL TEACHERS

14. To what extent are the following managerial interventions address the effects of occupational stress on job performance among secondary schools’ teachers?

(1=Strongly Disagree, 2=Disagree, 3=Undecided, 4=Agree, 5=Strongly Agree)

Put a Tick (√) on the rating of your choice

	SN
	Managerial Intervention
	Extent

	
	
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1
	Proper remuneration among employees
	
	
	
	
	

	2
	On job training
	
	
	
	
	

	3
	Delegation of power
	
	
	
	
	

	4
	Promotion among employees
	
	
	
	
	

	5
	Clear Policy in institutions
	
	
	
	
	

	6
	Recognition among employees
	
	
	
	
	

	7
	Improvement of superior-subordinate relationship
	
	
	
	
	

	8
	Reducing workload
	
	
	
	
	

	9
	Spending time with family
	
	
	
	
	

	10
	Improvement of working environment
	
	
	
	
	


15.  Give other managerial interventions that you think can be applied to reduce stress among secondary school teachers
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Thank you very much for your cooperation

Appendix VI:  Questionnaire for Ward Education Officers 

QUESTIONNAIRE FOR WARD EDUCATION OFFICERS ON EXAMINING THE INFLUENCE OF OCCUPATIONAL STRESS ON SECONDARY SCHOOL TEACHERS’ JOB PERFORMANCE IN MWANZA REGION, TANZANIA
Dear respondent: 
I am a postgraduate student at the Open University of Tanzania, pursuing a Doctor of Philosophy Degree (PhD) in Education. I am carrying out research on “
 “Examining the Influence of Occupational Stress on Secondary School Teachers’ Job Performance in Mwanza Region, Tanzania”

I kindly request you to provide me with information, which is necessary in achieving the research objectives. The information will be treated as confidential and will be used for academic purposes only.

SECTION A – SOCIAL DEMOGRAPHIC INFORMATION

(Tick the right option)

Name of Ward…………………………………………………………………… 

1. Sex: Male (a) [  ] Female (b) [  ] 

2. Age: (a) below 21 [  ]  (b) 21-25 [  ] (c) 26-30 [  ] (d) 31-35 [  ] (e) 36-40 [  ] (f) 41-50 [  ] g) 51-55   [  ] (h) 56 and above [  ] 

3. Working experience: (a) Less than 6 years [  ] (b) 6-10 years [  ] (c) 11-15 years [  ]  (d) 16-20 years [  ] (e) 21-25 years [  ]  (f) 26 years and above [  ] 

4.  Level of education: (a) Certificate [ ] (b) Diploma [ ] (c) Bachelor degree [ ] (d) Post Graduate Diploma [  ] (e) Masters [  ]  (f) PhD [   ]

SECTION B – TEACHERS’ PERCEPTION ON CAUSES OF OCCUPATIONAL STRESS IN SECONDARY SCHOOLS

5. Do you think occupational stresses exist among secondary school teachers?

Put a Tick (√) on the right option in the provided box

	Yes
	

	No
	

	Not aware
	


6. Indicate the level of each cause of occupational stress on secondary school teachers’ job performance. (1=Very Low, 2=Low, 3=Moderate, 4=High, 5=Very High)

Put a Tick (√) on the rating of your choice

	SN
	Causes of Occupational Stress
	Rating

	
	
	Very Low
	Low
	Moderate
	High
	Very High

	1
	Time pressure
	
	
	
	
	

	2
	Discipline problems 
	
	
	
	
	

	3
	Lack of resources 
	
	
	
	
	

	4
	Lack of professional recognition
	
	
	
	
	

	5
	Lack of support 
	
	
	
	
	

	6
	Diversity of tasks required
	
	
	
	
	

	7
	Lack of knowledge on assigned task
	
	
	
	
	

	8
	Lack of on job training
	
	
	
	
	

	9
	Low rate of job promotion
	
	
	
	
	

	10
	Low level of education
	
	
	
	
	

	11
	Family problems
	
	
	
	
	

	12
	Debts
	
	
	
	
	

	13
	Depressions
	
	
	
	
	

	14
	Exhaustion
	
	
	
	
	

	15
	Fatigue 
	
	
	
	
	

	16
	Increase of conflicts 
	
	
	
	
	

	17
	Job Pressure
	
	
	
	
	

	18
	Harassments
	
	
	
	
	

	19
	Torture
	
	
	
	
	

	20
	Unfairness
	
	
	
	
	

	21
	High job demand
	
	
	
	
	

	22
	Secrecy
	
	
	
	
	

	23
	Employees’ classification system
	
	
	
	
	

	24
	Increase of workloads
	
	
	
	
	

	25
	Low salaries
	
	
	
	
	

	26
	Poor relations
	
	
	
	
	


7. Give other causes of occupation stress that affects teachers job performance:……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….

SECTION C: FACTORS FOR DETERMINIG THE LEVELS OF OCCUPATIONAL STRESS AMONG SECONDARY SCHOOL TEACHERS

8. Indicate the level of each item on occupational stress to secondary school teachers’ job performance. (1=Strongly Disagree, 2=Disagree, 3=Undecided, 4=Agree, 5=Strongly Agree)

Put a Tick (√) on the rating of your choice

	SN
	ITEMS
	Rating

	
	
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1
	Existing level of stress among teachers
	
	
	
	
	

	2
	Freedom of making own decision about job performance is important among employees
	
	
	
	
	

	3
	Freedom to use own knowledge on job performance among employees is important
	
	
	
	
	

	4
	Accepting challenge when performing a job is important
	
	
	
	
	

	5
	Freedom to decide when to do a job is important among employees
	
	
	
	
	

	6
	Time pressure from the management is important for job performance
	
	
	
	
	

	7
	Work schedule should be done by supervisors
	
	
	
	
	

	8
	There should be rewarding efforts of the employees on job performance
	
	
	
	
	

	9
	There should be absence of supervision when performing a job 
	
	
	
	
	

	10
	There should be absence of deadline on job completion among employees
	
	
	
	
	


9. Give other demands that you think are required by employees to perform his/her job without stress
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

10. What do you think are the employer’s factors that cause the employee to have stress during job performance?
.........................................................................................................................................................................................................................................................................................................................................................................................................

SECTION D: RELATIONSHIP BETWEEN OCCUPATIONAL STRESS AND JOB PERFORMANCE IN SECODARY SCHOOLS

For each of the following statements, please indicate the extent of the effects of occupation stress to job performance.

(1=Strongly Disagree, 2=Disagree, 3=Undecided, 4=Agree, 5=Strongly Agree)

Put a Tick (√) on the rating of your choice

	SN
	ITEMS
	Rating

	
	
	Strongly Disagree
	 Disagree
	Undecided
	Agree
	Strongly Agree

	1
	With occupation stress employee can work hard
	
	
	
	
	

	2
	When an employee becomes angry, he/she isolates himself/herself thus completes the job with no interference
	
	
	
	
	

	3
	With pressure from the boss the work will be completed with high standard
	
	
	
	
	

	4
	With no supervision the employees work comfortably
	
	
	
	
	

	5
	With no timetable, the employees can control themselves and accomplish a job early
	
	
	
	
	

	6
	If there is a promise of reward, employees’ effort increases 
	
	
	
	
	

	7
	When there is support from the employer the employees perform well
	
	
	
	
	

	8
	If the employee lacks knowledge on the assigned task, he/she may not perform the job properly 
	
	
	
	
	

	9
	Absence of job promotion leads to low job performance
	
	
	
	
	

	10
	If the employee is exhausted, he/she cannot perform well the job
	
	
	
	
	

	11
	Unfairness in decisions may lead to poor job performance
	
	
	
	
	

	12
	Confidentiality among employee and employers may lead to low job performance 
	
	
	
	
	


11. Give other factors that may cause employees’ job performance to be good…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

12. Give other factors that may cause employees’ job performance to be poor.......................................................................................................................................................................................................................................................................................................................................................................................................................................................................

SECTION E – MANAGERIAL INTERVENTIONS FOR ALLEVIATING OCCUPATIONAL STRESS AMONG SECONDARY SCHOOL TEACHERS

13. To what extent are the following managerial interventions address the effects of occupational stress on job performance among secondary schools’ teachers?

(1=Strongly Disagree, 2=Disagree 3=Undecided 4=Agree, 5=Strongly Agree
Put a Tick (√) on the rating of your choice

	SN
	Managerial Intervention
	Extent

	
	
	Strongly Disagree
	Disagree
	Undecided
	Agree
	Strongly Agree

	1
	Proper remuneration among employees
	
	
	
	
	

	2
	On job training
	
	
	
	
	

	3
	Delegation of power
	
	
	
	
	

	4
	Promotion among employees
	
	
	
	
	

	5
	Clear Policy in institutions
	
	
	
	
	

	6
	Recognition among employees
	
	
	
	
	

	7
	Improvement of superior-subordinate relationship
	
	
	
	
	

	8
	Reducing workload
	
	
	
	
	

	9
	Spending time with family
	
	
	
	
	

	10
	Improvement of working environment
	
	
	
	
	


14. Give other managerial interventions that you think can be applied to reduce stress among secondary school teachers 
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Thank you very much for your cooperation

Appendix VII:  Research Clearance Letter
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MWANZA CITY COUNOL 
(All Correspondence Should be Add.-essed to the City Director) 



TEL: OTY DIRECTOR· 225 28 2501375 
ALL OFFJCES: 255-28-40334 
FAX: 255 -028 -2500785 
Email: c.d@mwo.ozaJ;UJo_L12 



REF.NO .T.40/7/ 178 



111 i\D t)I· SC IIOOLS 



/\ JW,\ N7 A CITY COU NCIL 



~l\\ 'ANZA. 



P. 0 . Box l333, 
MWANZA 



Friday, January 14, 2022. 



RE: RESEARCH PERMISSION FOR MR .FR<\NCIS NY AKEKO TO UNDERTAKE 
DATA COLLECTION. 



l'kasr refe rs l o lhc ci1plioned subjccl. 



The office rccdvctl rhc Jcrrcr Rd. Nu. Fil. 277/JJJ/018/3 dated 201•dccc,mber, 2021 from lbe 
H<"ginru1f Co1u111bsfon c r •~ ufnc'-' Mwunz.H. 



On rbr hue o(lbe p11rllcul11r leller, lhc nffice has been 1trantecJ lhe pcrmis,lon to Mr. l~rancis 
Ny11kekr, (91ucJcnt) to coll,·cl rlu, academic research data concerning Rc,scarcb dttlc 
"ln•·rsl iga1ion on Effecl 11( occup111ional s lreH on Job prrformanec: Te11chers 
p er spccli>'e in Taanz.aanlaa". 



The p eriod or Che rcsc11rch is from ,J1mu11ry, 2022 to February, 2022. 



Cc : Fri.nets N:vakrko 



For: CITY OIRECTOR 
MWANZA CITY COUNCIL. 



Por Ci ty D•r- ~ . ~• ,. 
M w:,n 











[image: image29.emf]


THE OPEN UNIVERSITY OF TANZANIA 



DIRECTORATE OF POSTGRADUATE STUDIES 



P.O. Sox 23409 
Oar c~ Salaam, T3nJ~nlA 
!!.Un .11 www. open u n Ive•~ IIY. a c, 1, 



Our 1-lcf: l'G20 I IJ022J I 



Rcgionul I\Jministrnt ivc Sccrctury. 
Mwan1.u Regio n. 
P.O.J3ox 119. 
MWANZA 



RE: RESEARCH CLEARANCE 



Tel: 255•22·2668992/2668445 
c•U 10\ 
Fn•: 255-U -2668759 
E-mnll : dpgs@out.ac.u 



09'h Occembcr, 2021 



rhc Open University of Tanzania was established by an Act of Parliament No. 17 of 1992, which became 
operational on the I" March 1993 by public notice No.SS in the official Gazene. The Act was however 
replaced by the Open University of Tanzania Charter o f 200S, which became operational on 1'1 January 
2007.ln line with the Chaner, the Open University o f Tanzania mission is to generate and apply knowledge 
through research. 
To facilitate and lo simplify research process therefore, lhc act empowers the Vice Chancellor of the Open 
I lnivcrsity o f Tanzania to issue research clearance. on behalf of lhe Government of Tanzania and Tanzania 
Commission for Science and Technology. to hnlh it.$ staff and students who arc doing research in Tanzania. 
With this brief background, the purpose of this letter is to introduce to you Mr. Francis, Nyakeko, Reg No: 
l'G20l902231 pursuing PhD. We here by grant this clearance to conduct a research titled "Investigation on 
Effect of Occupational Stress on Job Performance: Sccondal')' School Tcacben' Perspective in 
Tanzania". I le will collect his data al your o ffice from December 202 1 to February 2022. 



In case you need any further infonnation, kindly do not hesitate to contact lhc Deputy Vice Chancellor 
(Academic) of the Open University or Tanzania, P .O.Box 23409. Dar c s Salaam. Tel: 022-2-~6688!~-We 
lastly thank you in advance for your assumed coopen1lion and facilitation of this research academic act1vtty. 



Yours. 
THE OPEN UNIVERSITY OF TANZANIA 



~l~<.L,...__,f 



Prof. Magrcth Bushesha 
DIRECTOR OF POSTGRADUATE STUDIES. 
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YAH: KUFANYA UTAFITI KATIKA MANISPAA YA ILEMELA BW.
FRANCIS NYAKEKO

Tafadhali husika na somo tajwa hapo juu, pia rejea barua yako yenye
Kumb, Na. AB.65/209/01/ ya tarche 30 December, 2021 yenye mada
tajwa hapo juu

Kwa barua hii napenda kukujulisha kuwa, kibali kimetolewa kwa
miajwa hapo juu kufanya utahti wa “Investigation on effect of
occupational “stress on Job Performance Secondary Teachers
Perspective in Tanzania” katika Shule sa Sekondari Manispaa ya
[Tlemela kuanzia mwezi Desemba, 2021 hadi mwezi Februard, 2022.

Aidha ikumbukwe kuwa Halmashauri haitahusika na gharama zozote

4.0

Kny: MKURUGENZI WA MANISPAA
ILEMELA

Nakutakia kazi njema.

Nakala:  Bw. Francis Nyakeko
MTAFITL.
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REF: RESEARCH CLEARANCE

Refer to the heading above.

2 1 have honour lo introduce to you, Mr. Francis, Nyakeko who is
pursuing Doctor of Philosophy (PhD) at Open University of Tanzanzia

3 He has been granted a permit to conduct research in our Region
particularly in your area, the title of the. research is “Investigation on Effect
of Occupational Stress on Job Performance: Secondary Teachers
Perspective in Tanzania'

4 The period for Ihis research permission is from December, 2021 to
February, 2022.

Please accord him your cooperation for expected results.
S ppers —
ok Sratma -

For: REGIONAL ADMINISTRATIVE SECRETARY
MWANZA W

-

Copyto:  Director of Postgraduate Studies,
TheOpen Universtiy of Tanzania,
P.0.BOX 23409,
DAR ES SALAAM.

“ Mr. Francis, Nyakeko
STUDENT.
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Municipal Director,
P.0. Box 735,
ILEMELA.

REF: RESEARCH PERMIT FOR MR. FRANCIS NYAKEKO

Please reference made to the subject captioned above.

The named person above has been granted permission to conduct a research
project with title “INVESTIGATION ON EFFECT OF OCCUPATIONAL
STRESS ON JOB PERFORMANCE SECONDARY ~TEACHERS
PERSPECTIVE IN TANZANIA” A CASE STUDY OF ILEMELA DISTRICT"

‘The permission starts from December 2021 to February, 2021.
Please accord him with assistance for expected result.

i

DISTRICT ADMINISTRATIVE SECRETARY
ILEMELA

DISTRICT ADUNISTRATIVE
‘SECRETARY -ILEMELA

Copy to:
District Commissioner,
ILEMELA.

Mr. Francis Nyakeko
STUDENT.
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REF: PERMISION TO MR. FRANCIS NYAKEKO
TO UNDERTAKE DATA COLLECTION

Please refers to the captioned subject.

The office received the letter Ref. No. FB.277/333/018/3 dated 20"
December, 2021 from the Regional Commissioner’s office Mwanza.

On the base of the Particular letter, the office has been granted the
permission to Mr Francis Nyakeko (student) to collect the academic research
data concerning his Research tittle “Investigation on Effect of
Occupational Stress on Job Performance: Secondary Teachers
Perspective in Tanzanlia”.

The period of the research is from December, 2021 to February, 2022.

Please accord him your cooperation for expected results.

J Gk
Magreth L. John
For: District Administrative Secretary

NYAMAGANA
Copy: Distict Commissioner " DISTRIT £0HSTRATIE <
NYAMAGANA MR MALA

ETARY

Mr. Francis Nyakeko
Researcher
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Ref. No. FB.277/333/01813
District Administrative Secretary.
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REF: RESEARCH CLEARANCI

Refer to the heading above.

2. 1 have honour to introduce to you, Mr. Francls, Nyakeko who is
‘pursuing Doctor of Philosophy (PhD) at Open University of Tanzanzia.

3. He has been granted a permit to conduct research in our Region
particulary in your area, the tille of the research is “Invstigation on Effect
of Occupational Stress on Job Performance: Secondary Teachers

Perspoctive in Tanzania”.

4. The period for this research permission is from December, 2021 to
Fobruary, 2022.

Please accord him your caoperation for expected resulls.

el
B.K. Nyamsenda ot

For: REGIONAL ADMINISTRATIVE SECRETARY
MWANZA

Copyto:  Director of Postgraduate Studies,
TheOpen Universtiy of Tanzania,
P.0.BOX 23409,
DAR ES SALAAM,

" Mr. Francis, Nyakeko
STUDENT.
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East African Journal of Education and Social Sciences 



Abstract: This study was about the relationship between Occupational Stress and Job Performance 
among Secondary School Teachers in Mwanza, Tanzania. The study was guided by the Descriptive 
Correlational Design. The sample for this study was 86 out of 110 heads of schools, 340 out of 2274 
teachers  and  34  out  of  37  Ward  Officers  through  simple  random  sampling.  The  study  used  a 
questionnaire  as  source  of  data,  which was  treated  through  the  Pearson  Correlations  statistical 
tool. Based on the  findings,  the study concluded that not all  stress  is detrimental. As  revealed  in 
this study, limited stress may act as a motivator for effective performance, enhancing alertness and 
productivity for individuals to survive in their working places. The existing stress in schools may call 
for immediate intervention since excessive stress may lead to burnout which may seriously affect 
the  performance  of  employees.  Therefore,  schools  under  investigation  should  come  up  with 
programs for managing the stress among teachers so that teachers can be stress free and do their 
work under safe working relationships.  
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Introduction 
Job performance is a crucial aspect of an employees’ 
work that refers to effectiveness and efficiency level 
expected.  Empirical  studies  identify  factors  that 
affect  job  performance  to  include  occupational 
stress, job demands, job control, social support and 
job insecurity (Huang et al., 2017; Hussein & Yaseen, 
2022;  Tuckey  et  al.,  2015).  In  mitigation, 
organizations  have  embraced  various  strategies 



such as providing employees with feedback on their 
performance,  offering  training  and  development 
opportunities,  promoting  a  positive  work 
environment  and  enhancing  the  employee 
motivation  and  engagement  (Bakker  &  Demerouti, 
2017; Chen & Wang, 2019). These interventions aim 
to  reduce  occupational  stress  and  enhance 
employee  well‐being  through  providing  social 
support  and  increasing  job  control  (Clough  et  al., 
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Introduction

 

Job performance is a crucial aspect of an employees’ 

work that refers to effectiveness and efficiency level 

expected. Empirical studies identify factors that 

affect job performance to include occupational 

stress, job demands, job control, social support and 

job insecurity (Huang et al., 2017; Hussein & Yaseen, 

2022;  Tuckey  et  al.,  2015).  In  mitigation, 

organizations have embraced various strategies 

such as providing employees with feedback on their 

performance, offering training and development 

opportunities,  promoting  a  positive  work 

environment  and  enhancing  the  employee 

motivation and engagement (Bakker & Demerouti, 

2017; Chen & Wang, 2019). These interventions aim 

to  reduce  occupational  stress  and  enhance 

employee  well‐being  through  providing  social 

support and increasing job control (Clough et al., 
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2017;  Montano  et  al.,  2017).  In  consequence, 
organizations tend to prioritize job performance as a 
critical  determinant  of  the  overall  organizational 
success. 
 



Job  performance  is  a  fundamental  requirement 
within the context of secondary schools. The role of 
secondary school teachers has become a subject of 
extensive research in recent years, with a particular 
emphasis  on  well‐being  and  job  satisfaction. 
Consequently, Teacher enthusiasm has evolved as a 
concept over time and some researchers claim that 
it  is  first  experienced  and  then  expressed  in  their 
actions.  As  a  result,  it  now  includes  both 
experienced  enthusiasm  (a  sense  of  being  happy, 
enthusiastic,  pleased  and  enjoying  teaching)  and 
demonstrated  enthusiasm  (nonverbal 
expressiveness)  as  complementary elements  (Punia 
& Bala, 2023). This highlights the crucial connection 
between teachers’ well‐being and job effectiveness. 
Among  the  various  factors  that  affect  teachers' 
performance,  occupational  stress  emerges  as  a 
noteworthy consideration. Occupational stress, as a 
pivotal  aspect  of  teachers’  well‐being  has  a 
substantial  impact  on  morale,  job  satisfaction  and 
consequently performance.  
 



Stress  is a psychological and physiological  response 
to  environmental  demands  that  exceed  an 
individual's adaptive capacity (Onochie, 2020). It is a 
natural  and  normal  part  of  life;  everyone 
experiences stress to some degree. Stress can stem 
from work‐related pressures, personal relationships, 
financial  difficulties  and  major  life  events. 
Specifically,  occupational  stress  refers  to  the 
psychological  and  physiological  response  of 
individuals to demands and challenges of their work 
environment (Houdmont & Leka, 2010). Stress in an 
organizational  context  refers  to  the  physiological, 
psychological  and  behavioral  responses  that 
individuals  experience  when  they  perceive  a 
discrepancy between the demands placed on them 
by  their organization and  their  ability  to  cope with 
those demands  (Onochie, 2020). Numerous  studies 
have  highlighted  the  negative  consequences  of 
occupational  stress  on  job  performance.  Such 
occupational  stress  can  have  a  significant  negative 
effect  on  employees’  well‐being,  including  mental 
and  physical  health,  job  satisfaction  and  job 
performance  (Coimbra  et  al.,  2020;  Daniel,  2019).  
Kyriacou  and  Sutcliffe  (2017)  demonstrated  that 
high  levels  of  occupational  stress  among  teachers 
can  puncture/deflate  job  satisfaction,  heighten 
burnout and erode teaching effectiveness.  



In  China,  Xie  et  al.  (2021)  found  that  job  demands 
such  as  workload  and  administrative  duties  are 
negatively  associated  with  teachers’  well‐being 
whereas  job  resources  such  as  social  support  and 
autonomy  are  positively  associated  with  teachers’ 
well‐being. The study of Wang et al. (2020) in China 
found  a  positive  association  between  job 
satisfaction  among  secondary  school  teachers  and 
perceived organizational support and job autonomy. 
The study also found a negative correlation between 
job satisfaction and job stress. Similarly, Zhang et al. 
(2019)  found  a  significant  negative  correlation 
between  occupational  stress  and  job  performance 
among  secondary  school  teachers  in  China.  The 
common  thread  in  these  studies  is  how  a 
multiplicity  of  factors  can  contribute  to  stress. 
Implicitly,  interventions  aimed  to  improve  the 
teachers’  well‐being  should  focus  on  providing 
adequate  resources  and  support  to  reducing  job 
stressors.  
 



Key  stressors  for  teachers  include  excessive 
workloads,  time  pressure,  lack  of  resources  and 
limited  decision‐making  authority  (Borg  &  Riding, 
2017).  These  stressors  can  result  in  emotional 
exhaustion,  reduced  motivation  and  compromised 
job  performance.  Subsequently,  the  COVID‐19 
pandemic  introduced  additional  stressors  in  terms 
of  adapting  to  online  teaching,  managing  hybrid 
classrooms, and addressing the emotional needs of 
students (Poon, 2021).  Conversely, the study of Asif 
et  al.  (2023)  in  Pakistan  found  that  teachers’  job 
satisfaction  positively  correlates  with  perceived 
supervisor  support  and  trust.  This  finding 
underscores  the  importance  of  positive 
relationships  between  teachers  and  their 
supervisors  in  promoting  job  satisfaction  among 
secondary school teachers.  
 



In  the  context  of  Tanzania,  recent  studies  on 
occupational  stress  among  secondary  school 
teachers such as that of Mbonile et al. (2019) found 
that, teachers experience high levels of occupational 
stress because of heavy workloads, rowdy students’ 
behavior  and  inadequate  resources,  which 
negatively  impacted  their  well‐being  and  their  job 
performance.  Similarly,  Mwakasangula  and  Mwita 
(2020) reported detrimental effects of occupational 
stress on  teachers' mental  and physical health,  job 
satisfaction and overall  performance. On  the other 
hand,  Mwakasangulai  (2021)  underscored  the 
importance  of  effective  coping  strategies  and 
support  systems  in  managing  occupational  stress 
among teachers. These findings are consistent with 
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those  from  Francis  et  al.(2021),  which  exposed 
negative  impact  of  occupational  stress  on  various 
professionals'  job  performance.  Impliedly, 
occupational stress remains a significant concern for 
secondary  school  teachers  in  Tanzania  and  it 
suggests  a  need  for  intervention  and  support 
mechanisms  to  effectively  address  and  manage 
stress.  
 



Overall,  the  studies  reviewed  suggest  that 
secondary school teachers need improvement of job 
resources,  reduction of  job  stressors, promotion of 
positive  relationships  with  their  supervisors  and 
fostering  positive  relationships  with  students  to 
enhance  their  well‐being,  performance  and  job 
satisfaction.    This  study,  therefore,  assessed  the 
relationship  between  occupational  stress  and  job 
performance  among  secondary  school  teachers  in 
Tanzania,  primarily  because  of  limited  research  on 
the topic  in  the  local  context. The valuable  insights 
into  the  specific  stressors  Tanzanian  teachers  face 
and their impact on job performance can inform the 
developing  of  evidence‐based  interventions  and 
support  mechanisms  to  enhance  teachers’  well‐
being and educational outcomes. 
 



This  study  was  informed  by  Karasek’s  (1979)  Job 
Demand‐Control  (JDC)  and  Johnson  and  Hall’s 
(1988)  Job  Demand‐Control‐Support  (JDCS)  models 
that  have  dominated  in  research  on  occupational 
stress.  The  JDC model  proposed  that  job  demands 
and  job  control  have  a  significant  bearing  on  job‐
related  outcomes  such  as  job  satisfaction,  mental 
health and job performance. Under this model, high 
job demands coupled with low job control can lead 
to  increased  occupational  stress  that  can  have 
negative  consequences  for  employees.  In  this 
context,  job  demand‐control  model  provided  a 
useful  framework  for  understanding  factors  that 
contribute  to  occupational  stress  among  teachers. 
Job demands for teachers could include factors such 
as heavy workload, administrative duties and lack of 
resources whereas job control refers to the level of 
autonomy  and  decision‐making  power  teachers 
have  in  their  job  tasks.  Using  the  job  demand‐
control  model,  this  study  sought  to  establish  the 
impact  of  job  demands  and  job  control  on 
occupational  stress  among  secondary  school 
teachers in Tanzania.  
 



The  expanded  JDCS  model,  on  the  other  hand, 
additionally  proposes  that  social  support  can 
moderate the negative impact of high strain on the 
well‐being of employees and hence mitigate against 



potential negative outcomes. As such,  Johnson and 
Hall’s  (1988) expanded model  informed the  study’s 
exploration  of  how  social  support  from  colleagues 
and  supervisors  can  safeguard  against  negative 
effects  of  occupational  stress  on  the  teachers’  job 
performance.  Generally,  applying  the  job  demand‐
control  model  allows  researchers  to  gain  a  better 
understanding of how job demands, job control and 
social  support  affect  occupational  stress  and  job 
performance  among  secondary  school  teachers  in 
Tanzania. 
 



Methodology 
Design 
This  study  was  guided  by  the  Descriptive 
Correlational  Design  that  aims  to  describe  the 
relationships and associations between two or more 
variables  without  manipulating  them.  It  is  used  to 
establish  connection,  correlation  or  association 
between variables (Saro et al., 2023). 
 



Population and Sampling 
The sample for this study was 86 out of 110 heads of 
schools, 340 out of 2274 teachers and 34 out of 37 
Ward Officers through simple random sampling. 
 



Validity and Reliability 
The  researchers  tested  the  research  instruments 
with 30 secondary school teachers in schools which 
were not part of the sample to determine whether 
the  tools  were  appropriate  for  data  collection. 
According  to  Taber  (2018),  the  acceptable 
Cronbach’s alpha (α) level for internal consistency of 
an  instrument  is 0.7 or  above. During  the  test,  the 
test  showed  high  reliability,  with  the  Cronbach’s 
alpha (α) coefficients of 0.83.   
 



Ethical Considerations 
The  study  adhered  to  all  research  protocols. 
Research  clearance  was  obtained  from  the  Open 
University of  Tanzania  (OUT).    The  research permit 
facilitated  the  obtaining  of  further  permissions  at 
both  the  regional  and  district  levels.  The  study 
participants were informed about the nature of the 
study  before  obtaining  their  written  informed 
consent. Participation was voluntary and hence the 
participants  could withdraw  at  any  time  if  they  so 
wished.  Furthermore,  a  high  degree  of 
confidentiality  was  maintained  with  the 
respondents not linked in any way to the data they 
provided. 
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consent. Participation was voluntary and hence the 

participants could withdraw at any time if they so 

wished.  Furthermore,  a  high  degree  of 

confidentiality  was  maintained  with  the 

respondents not linked in any way to the data they 

provided. 
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Results and Discussion 
This  section  presents  and  discusses  the  study 
findings.  It  starts  by  presenting  demographic 
information of respondents.  
 



Demographic Information of Respondents 
Most  of  the  respondents  were  male  (n=  276) 
compared to female (n= 184) and the majority were 
aged between 31 and 40 years (n= 285). Most of the 
respondents  had  undergraduate  degrees  (n=  345), 
with  a  few  others  possessing  postgraduate 
qualifications at the master’s degree (n= 23). Other 
qualifications  included  postgraduate  diplomas  (n= 



13),  ordinary  diplomas  (n=  70)  and  occupational 
certificates (n=9).  
 



Research  Question  1:  is  there  a  significant 
relationship  between  job  performance  and 
occupational stress? 
 



In order to determine the relationship between job 
performance and occupational  stress,  this  research 
question  called  for  testing  of  the  following  null 
hypothesis:  there  is  no  significant  relationship 
between  job  performance  and  occupational  stress. 
This hypothesis was tested through Pearson Product 
Moment  Correlational  Coefficient  as  appears  in 
Table 1:  



 



Table 1: Correlation between Job Performance and Occupational Stress 
  Job Performance  Occupational stress 
Job Performance  Pearson Correlation  1  .162** 



Sig. (2‐tailed)    .000 
N  460  460 



Occupational stress  Pearson Correlation  .162**  1 
Sig. (2‐tailed)  .000   
N  460  460 



**. Correlation is significant at the 0.01 level (2‐tailed). 
 
The  nature  of  the  possible  existing  correlations 
between  the  independent  and  the  dependent 
variables  would  be  either  positive  or  negative  and 
was  interpreted  based  on  the  following  criteria:\≥ 
.70 = strong relationships 
≥ .50 = moderate relationship and  
≤.50= weak relationship 
 



Table 1 indicates the p‐value of .000 which is lesser 
than  the  critical  value.  Therefore,  the  null 
hypothesis  is  rejected,  maintaining  that  there  is  a 
significant  correlation  between  the  independent 
and the dependent variables. Since this relationship 
is  positive,  the  more  the  occupational  stress,  the 
higher the score of the job performance. This finding 
implies  that  occupational  stress  improves  job 
performance.  The  findings  are  similar  to  that  of 
Amoako et al.  (2017)  in Ghana which revealed  that 
stress  among  employees  enhanced  job 
performance. The findings are also in  line with that 
of  Ismail  et  al.  (2022)  on  the  contribution  of 
occupational stress on job performance in Malaysia.  
 



It  is  important  to  note  that  though  the  correlation 
was  significant,  it was weak  (r  =  0.162). While  this 
suggests  a  positive  relationship,  its  practical 
significance may be limited due to its weak nature. 
While  some  level  of  stress  might  be  beneficial 
(Travis et  al.,  2020) excessive or  chronic  stress  can 



lead  to  burnout,  decreased  job  performance  and 
adverse health effects (Faisal et al., 2019). 
 



The findings, however, are intriguing and may raise 
several  questions.  In  response,  the  positive 
correlation  between  job  performance  and 
occupational  stress  could  be  attributed  to  the  fact 
that  some  level  of  stress  may  act  as  a  motivator, 
encouraging  employees  to  remain  focused  and 
dedicated to  their  tasks. A moderate level of stress 
can  enhance  alertness  and  performance  by 
increasing  the  release  of  stress  hormones  such  as 
adrenaline,  which  can  boost  productivity  in  the 
short  term  (Sapolsky,  2015).  Secondly,  certain  job 
roles or professions may require a degree of stress 
to  maintain  a  heightened  state  of  vigilance  and 
responsiveness,  such  as  in  emergency  medical 
services  or  crisis management  (Quick  et  al.,  2013). 
Due  to  the  findings  in  this  study,  this may  also  be 
applicable in the teaching profession.  
 



Conclusions and Recommendations 
Based on the findings, the study concludes that not 
all  stress  is  detrimental.  As  revealed  in  this  study, 
limited  stress may  act  as  a motivator  for  effective 
performance,  enhancing  alertness  and  productivity 
for individuals to survive in their working places. The 
existing  stress  in  schools  under  investigation  may 
call  for  immediate  intervention  since  excessive 
stress  may  lead  to  burnout  which  may  seriously 
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affect  the  performance  of  employees.  Therefore, 
schools  under  investigation  should  come  up  with 
programs  for managing  the  stress  among  teachers 
so that teachers can be stress free and do their work 
under safe working relationships.  
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affect the performance of employees. Therefore, 

schools under investigation should come up with 

programs for managing the stress among teachers 

so that teachers can be stress free and do their work 
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ABSTRACT 
 
This paper presents findings of the study that had examined the teachers' perception of the causes 
of occupational stress in Tanzania’s secondary schools. Grounded in the job-demand control model, 
the study employed a mixed methods research approach and specifically a descriptive design. The 
study collected data from a sample of 460 participants drawn from secondary schools in Mwanza 
city and Ilemela municipality, Mwanza region of Tanzania. The data were collected between 
December 2021 and June 2023 using a questionnaire with both open-ended and closed-ended 
questions to generate both qualitative and quantitative data. Interviews were also held with some of 
the purposively selected teachers to provide complementary in-depth explanation. The results show 
an  increase  in  teachers’ heavy workload,  low salaries, mounting debts,  family problem, and a  low 
rate of job promotion emerged to be major causes of occupational stress. These causes were 
mainly classified as environment, management, and interpersonal stressors. The secondary school 
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teacher respondents identified other stressors as lack of support from administration and limited 
autonomy and control (work environment stressors), managing rights and needs, lack of 
professional development opportunities, insufficient on-the-job training and a lack of collaborative 
decision-making, and lack of support and resources (management); emotions, participants reported 
experiencing frustration, disappointment, depression and exhaustion (intrapersonal); and. poor 
relations, a lack of flexibility and adaptability, and a lack of patience and tolerance (interpersonal 
stressors). On the other hand, they suggested counter-strategies that included promoting a healthy 
work-life balance, providing emotional support and ensuring effective communication channels are 
in place. The study, therefore, recommends advocating for increased support and resources, 
strengthening professional development opportunities and developing a performance recognition 
system to address; fostering open communication, promote a positive and inclusive school culture, 
and providing conflict resolution and interpersonal skills training; enhancing the work conditions 
among teachers and promoting collaboration and collective action. Overall, addressing these 
stressors could allow educational institutions to create a conducive and supportive work 
environment capable of enhancing teacher satisfaction and effectiveness. 
 



 
Keywords: Employee stress; occupational stress; causes of occupation stress; secondary school 



teachers. 
 
1. INTRODUCTION 
  
Occupational stress among teachers remains a 
seemingly intractable problem globally that can 
have detrimental effects on their well-being, job 
satisfaction, and overall performance. Thus, 
understanding the cause of occupational stress 
is essential in developing effective strategies and 
interventions aimed to alleviate stress and 
improve teachers' work conditions. As such, this 
study applied the job-demand control model as a 
theoretical framework to examine the teachers' 
perceptions of occupational stress causes in 
Tanzania’s  secondary  schools. Empirical 
evidence contend that the interaction between 
job demands and job control can influence 
occupational stress (see, for example, Bakker 
and Demerouti [1]; Demerouti et al. [2]; Di Fabio 
& Kenny [36]. On the one hand, job demands 
such as workload, time pressure, and emotional 
demands, play a crucial role in individuals' work 
environment and can contribute to occupational 
stress. On the other hand, job control has to do 
with the level of decision-making authority and 
autonomy individuals exert over their work tasks 
(Demerouti, Bakker, Nachreiner & Nashaufeli) 
[3]; Di Fabio & Kenny [36]. The model suggests 
that high job demands combined with low job 
control can lead to increased stress levels. In 
recent years, several studies have explored the 
causes of occupational stress among teachers 
and exposed various contributory factors that 
contribute to their stress levels.  
 
On their part, Skaalvik and Skaalvik [40] found 
excessive workload, lack of support from 
colleagues and administrators, student behaviour 
issues and time pressure to be significant 



sources of stress for teachers. Other key 
stressors for teachers include limited resources, 
administrative demands and emotional labour [4]. 
In the Tanzanian context, occupational stress 
among teachers has received limited research 
attention. Yet only few studies (e.g. Cheung et al. 
[5]; Masath [6]; Pascoe et al. [7]) have 
highlighted the presence of significant stressors 
in secondary schools. Danish et al. [8] identified 
high workload, large class sizes, limited 
resources and inadequate support from school 
administration as major stressors. These findings 
underline the importance of further investigation 
into the causes of occupational stress specifically 
in Tanzanian secondary schools. To address this 
lacuna, the present study examined the teachers' 
perceptions of the causes of occupational stress 
in Tanzania’s secondary schools.  
 
The study used a mixed methods approach to 
explore the interplay among job demands, job 
control, and occupational stress among teachers. 
By exploring the teachers' perception, the study 
aims to provide valuable insights into the specific 
causes of stress in the Tanzanian secondary 
school context. These insights can inform the 
development of targeted interventions and 
policies to mitigate occupational stress and 
enhance teacher well-being.  
 
2. LITERATURE REVIEW 
 
2.1 Employee Stress 
 
Employee stress has become a thorny issue in 
today’s  fast-paced and demanding work 
environments. It negatively affects individuals' 
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well-being, job satisfaction and overall 
performance [9]. Understanding the cause of 
occupational stress is crucial for organisations to 
develop effective strategies and interventions 
aimed to promote employee well-being and 
organisational success. In this regard, 
organisational studies have highlighted various 
causes of occupational stress among employees 
analysed thusly. 
 
2.2 Workload and Time Pressure 
 
Heavy workload and time pressure consistently 
emerged as significant contributors to employee 
stress.  Schonfeld  and  Chang’s [10] study 
associated increased workload with higher levels 
of stress among employees and a negative 
impact  of  time  pressure  with  employees’  stress 
levels [11]. 
 
2.3 Job Insecurity 
 
Job insecurity, resulting from organisational 
changes, layoffs, or uncertain employment 
conditions, significantly contribute to employee 
stress [12]. De  Witte’s [13] study affirmed 
perceived job insecurity to be a significant 
predictor of higher stress levels among 
employees.  
 
2.4 Role conflict and Role Ambiguity 
 
Role conflict and role ambiguity, arising from 
conflicting or unclear job expectations, have 
emerged as stressors for employees. In their 
study, Karatepe and Karadas [14] found a 
positive association between role conflict and 
role ambiguity with employees' stress levels. 
 
2.5 Lack of Support 
 
The perception of inadequate support from 
supervisors, colleagues, or the organisation is a 
significant source of employee stress [1]. 
Similarly, Nielsen and Miraglia [15] related lack of 
support at work with higher stress levels among 
employees. 
 
2.6 Work-life Balance 
 
Imbalances between work and personal life 
responsibilities can lead to increased stress 
levels [16]. Also,  Allen  et  al.’s [16] study 
determined work-life conflict to be a significant 
predictor of employee stress. 



2.7 Job Control 
 
Lack of control or decision-making authority over 
work processes and outcomes is a key stressor 
for employees [17]. In this regard, workload and 
time pressure, job insecurity, role conflict and 
ambiguity, lack of support, work-life balance, 
organisational culture and climate and job control 
emerged to as key factors contributing to 
employee stress. Understanding these causes 
can enable organisations to develop strategies 
and interventions that address these stressors 
and create a healthier and more supportive work 
environment for employees. 
 
2.8 Occupational Stress 
 
Occupational stress has garnered significant 
attention due to its adverse effects on employee 
well-being and organisational performance. 
Usually, occupational stress is a complex 
phenomenon that arises because of an 
imbalance between job demands and an 
individual's ability to cope with those demands. 
The measurement of occupational stress often 
involves self-report scales that assess various 
dimensions such as workload, role conflict and 
job control. Researchers have applied 
established scales such as the Job Demand-
Control-Support model Karasek [38] and the 
Effort-Reward Imbalance model to examine 
different aspects of occupational stress. 
Moreover, occupational stress has wide-ranging 
consequences for both employees and 
organisations. It negatively impacts on employee 
well-being, hence leading to increased 
psychological distress, burnout and eroded job 
satisfaction. Furthermore, occupational stress is 
also associated with physical health problems 
such as cardiovascular disorders and 
musculoskeletal issues. Also, organisational 
outcomes such as lowered productivity, higher 
absenteeism rates and high turnover have been 
linked to occupational stress. Additionally, both 
individual and organisational factors influence 
occupational stress. Individual characteristics 
such as personality traits, coping styles and 
work-related beliefs interact with organizational 
factors including leadership style, job design and 
organisational culture to shape the experience of 
occupational stress. As a complex concept, 
occupational stress with diverse causes and 
consequences. Overall, heavy workload, time 
pressure, job demands, job insecurity, lack of 
control, interpersonal conflicts and work-life 
imbalance are key contributory factors to 
occupational stress with detrimental effects on 
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employee well-being and organisational 
outcomes.  
 
2.9 The Job-demand Control Model 
 
The Job-demand control model (JDCM) presents 
a theoretical framework suggesting that job 
demands and job control play a pivotal role in 
influencing various job-related outcomes 
including job satisfaction, mental health and job 
performance [2].  Under  this  model,  employees’ 
experiencing of high job demands coupled with 
low job control can elevate the levels of 
occupational stress, hence inviting detrimental 
effects [18]. In the specific context of examining 
the  teachers’  perception  of  causes  of 
occupational stress in secondary schools in 
Tanzania, employing the job-demand control 
model could offer valuable insights into the 
factors contributing to occupational stress in the 
teaching profession.  
 
3. METHODS 
 
3.1 Research Approach and Design 
 
This study employed a mixed methods research 
approach to benefit from both qualitative and 
quantitative research dimensions to gain a 
comprehensive understanding of the research 
topic. This mixed methods approach allows a 
researcher to analyse both numerical and textual 
data thereby providing a more holistic 
perspective on the research topic [19]. Under  
the qualitative approach, researchers aim to 
explore the subjective experiences, perspectives 
and meanings attributable to a particular 
phenomenon through interviews, observations, 
and textual analysis (Creswell & Plano Clark) 
[19] Under the quantitative approach, 
researchers collect and analyse numerical data 
to test hypotheses, identify patterns and 
establish statistical relationships between 
variables [20]. 
 
Specifically, the study employed descriptive 
design that describes the characteristics, 
behaviours and phenomena of a particular 
population or sample without manipulating or 
controlling any variables (Creswell & Creswell) 
[20] This design helped to examine the teachers’ 
perception of the major causes of occupational 
stress in addition to providing a detailed     
account of the causes of occupational stress as 
perceived  by  teachers  in  Tanzania’s  secondary 
schools.  



3.2 Sample and Sampling Procedures 
 
The systematic and logical procedures used to 
address a research problem on occupational 
stress among secondary school teachers 
(Ngirwa) [44]. The study had collected data from 
a sample of 460 comprising secondary school 
teachers. The study sample of secondary school 
teachers was drawn from Mwanza city and 
Ilemela Municipality in Mwanza region using 
random sampling. This sampling involves 
selecting a sample from a population in a 
completely random manner that accords each 
member an equal chance of being included in the 
sample [21]. On the other hand, a few teachers 
simultaneously participated in interviews based 
on their readiness to answer supplemental 
question. As such, their inclusion was purposive 
until the study reached a data saturation point. 
 
3.3 Measures 
 
This study used the questionnaires as the main 
data collection tool. It had both open-ended and 
closed ended questions to collect requisite data. 
To ensure the reliability of the questionnaires the 
study utilised Cronbach's alpha to determine 
whether the instruments were reliable at an 
acceptable level or if any adjustments were 
necessary. Taber [45] states that, a Cronbach's 
alpha level of 0.7 or higher indicates acceptable 
internal consistency for an instrument. All the 
measurement scales in this study demonstrated 
high reliability, as evidenced by Cronbach's 
alpha coefficients of 0.830 for all quantitative 
variables (i.e. time pressure, lack of resources, 
family problems and unfairness). This exceeded 
the acceptable threshold of 0.7, implying that the 
instruments were dependable and consistent in 
measuring the intended constructs. 
Consequently, the study results were trustworthy 
and accurate. The questionnaire items for 
assessing  teachers’  perception of  the causes of 
occupational stress were pre-tested during the 
pilot study, whose outcome helped to reframe the 
item questions for use in the field.  
 
3.4 Demographic Information of Teacher 



Respondents 
 
The  participants’  gender,  age,  and  educational 
qualifications revealed that a larger number of 
respondents were male (n=276) in comparison 
with female (n=184). Also, a significant portion of 
the participants were aged 31-40 years (n=285). 
Education-wise, most of the respondents held a 
1st degree (n=345), while a smaller number
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Table 1. Demographic information of teacher respondents 
 



Variables  Categories Frequencies Percentage 
Gender Male 276 60.0 



Female 184 40.0 
Age  
(in years) 



Below 21 2 0.4 
21-30 59 12.8 
31-40 285 62.0 
41-50 112 24.4 
Above 50 2 0.4 



Experience  
(in years) 



Less than 6  50 10.9 
6 -10 110 23.9 
11-15 184 40.0 
16 -20 77 16.7 
21- 25 29 6.3 
26 and Above  10 2.2 



Academic 
qualification 



Certificate 9 2.0 
Diploma 70 15.2 
Bachelor degree 345 75.0 
Post Graduate Diploma 13 2.8 
Master’s degree 23 5.0 



Source: Field Data (2023) 
 
possessed a master's degree (n=23), 
postgraduate diploma (n=13), diploma (n=70), or 
certificate (n=9). These demographic details are 
pertinent to the study's objective of exploring the 
causes of occupational stress occupational 
stress among secondary school teachers in 
Tanzania. The gender distribution offers insights 
into potential evaluation of levels of occupational 
stress between male and female teachers. 
Similarly, the distribution of age groups provides 
a glimpse into possible differences in 
occupational stress across different age 
brackets. Moreover, the diverse educational 
qualifications held by the participants shed light 
on the potential influence of academic 
credentials on levels of occupational stress and 
job performance among secondary school 
teachers. Table 1 presents the demographic 
information of the teacher respondents. 
 
These demographic details are pertinent to the 
study focus of exploring the causes of 
occupational stress among secondary school 
teachers in Tanzania. For instance, the gender 
distribution offers insights into potential 
evaluation of levels of occupational stress 
between male and female teachers. Similarly, the 
distribution of age groups provides a glimpse into 
possible differences in occupational stress 
across different age brackets. Moreover, the 
diverse educational qualifications held by the 
participants shed light on the potential influence 
of academic credentials on levels of occupational 
stress and job performance among secondary 
school teachers.  



4. RESULTS 
 
This study had recourse to two kinds of data: 
Quantitative and qualitative data. The 
quantitative data were analysed using descriptive 
statistics. Table 2 indicates the quantitative data 
on causes of occupational stress among 
secondary school teachers. 
 
As Table 2 illustrates, the causes of occupational 
stress among the employees surveyed. The data 
is summarised in terms of the number of 
respondents (N), minimum and maximum scores, 
mean scores, and standard deviation for each 
cause of stress. Several factors reportedly 
contributed to occupational stress and the table 
provides insights into their impact based on the 
mean scores. Among the highest causes of 
occupational stress, the data revealed that an 
increase in workloads had the highest mean 
score of 3.73. In other words, employees 
experienced significant stress due to heavy 
workloads, suggesting that they might face 
excessive demands and struggle to cope with the 
volume of tasks assigned to them. Addressing 
the workload management problem and finding 
ways to distribute tasks more effectively could 
help alleviate this source of stress. Also, low 
salaries emerged as another prominent cause of 
occupational stress with a mean score of 3.76. 
This indicates that employees feel financially 
strained and dissatisfied with their compensation. 
Inadequate salaries can lead to financial 
insecurity and affect overall job performance, 
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One of the key findings is the high level of stress 
related to time pressure (mean = 3.02). This 
aligns with previous studies highlighting the 
demanding nature of the teaching profession and 
the challenges teachers face in managing their 
time effectively [23]. The high workload and time 
constraints may negatively impact on the 
teachers' job satisfaction and well-being 
emphasising the need for effective workload 
management strategies [24]. Another significant 
finding is the role of inadequate resources as a 
source of stress (mean = 3.31). This finding is in 
line with previous research indicating that 
teachers often face resource constraints such as 
limited classroom materials and outdated 
technology. The lack of resources can hinder the 
teachers' ability to deliver quality instruction and 
meet students' diverse needs, hence heightening 
stress levels. 
 
The study further highlights the importance of 
social support in reducing occupational stress. 
Specifically, the results show that lack of support 
(mean = 3.03) and lack of professional 
recognition (mean = 2.98) contribute to teachers' 
stress. These findings are consistent with 
research emphasising the significance of 
supportive relationships with colleagues and 
administrators in mitigating teacher stress [25]. 
Indeed, strengthening support systems and 
creating a positive work culture that values 
teachers' contributions can help alleviate stress 
and improve job satisfaction [26]. 
 
Furthermore, the study identified personal well-
being factors such as depression (mean = 3.08) 
and exhaustion (mean = 2.98) as significant 
sources of occupational stress. In fact, there is a 
growing body of research highlighting the effect 
of teacher burnout on mental health and overall 
well-being. In this regard, Carroll et al. [27] have 
highlighted the significance of addressing the 
emotional well-being of teachers through 
initiatives such as promoting work-life balance 
and providing access to counselling services to 
ease stress and improve teacher retention. 
Overall, the study findings shed light on the 
causes of occupational stress among teachers in 
the specific context of the study. The stressors 
identified including time pressure, lack of 
resources, lack of support and personal well-
being factors have important implications for 
policy and practice development in education 
[27]. Interventions aimed to improve the work 
conditions, provide professional development 
opportunities, foster supportive environments 
and  promote  teachers’  well-being are vital in 



reducing stress and enhancing teacher 
satisfaction and effectiveness [28]. On the other 
hand and in complementary fashion, the 
qualitative data were recorded and categorised 
with the themes identified based on the 
narrations of teachers. Table 3 presents the 
teachers’  perception  of  the causes of 
occupational stress in  Tanzania’s  secondary 
schools. 
 
As Table 3 demonstrates, teachers identified 
several factors applicable to the work 
environment that contribute to their stress levels. 
One major concern is the increase in workload. 
Many teachers expressed the need for improving 
the management of the excessive workloads to 
prevent overwhelming stress. Another issue is 
lack of support from the secondary school 
administration. Teachers also emphasised 
receiving adequate support in terms of resources 
and guidance from the school administration. 
Additionally, the limited autonomy and control 
over their work emerged as a stress factor since 
teachers desired more autonomy and control to 
effectively manage their classrooms and 
teaching methods. 
 
For the management of rights and needs 
stressors, the study identified lack of professional 
development opportunities as a factor contribute 
to occupational stress. Not surprisingly, teachers 
stressed the importance of continuous learning 
and access to professional development 
programmes to enhance their skills and stay 
abreast of the evolving educational landscape. 
Similarly, the absence of on-the-job training 
emerged as a stressor with teachers expressing 
the need for training opportunities directly 
relevant to their roles. Lack of collaborative 
decision-making also emerged as a contributory 
factor, indicating that teachers desire more 
involvement in decision-making processes 
particularly those that affect their teaching and 
working conditions. 
 
Teachers also acknowledged experiencing 
various intrapersonal emotions that contribute to 
their occupational stress. Frustration and 
disappointment were frequently mentioned as 
stemming from factors such as challenging 
students’  behaviour,  administrative  issues  and 
workload pressures. Teachers also expressed 
concerns about depression, as the high levels of 
stress could potentially impact on their mental 
health. Exhaustion was another prevalent 
emotion with teachers often feeling physically 
and mentally drained due to the demands of their  











[image: image21.emf]


 
 
 
 



Francis et al.; Asian Res. J. Arts Soc. Sci., vol. 20, no. 3, pp. 1-13, 2023; Article no.ARJASS.103130 
 
 



 
8 
 



Table 3. Teachers’ perception of occupational stress causes 
 
S/N Categories Themes Reasons/Explanations 
1. Working 



environment 
 Increase of workloads 
 Lack of support from 



administration 
 Limited autonomy and 



control 



 Improvement of working 
conditions among teachers 



 Improvement of collaboration 
and collective action 



2. Management of 
rights and needs 



 Lack of professional 
development opportunities 



  Lack of on-job training 
 Lack of collaborative 



decision-making 



 Improvement of school 
leadership support 



 Improvement of Needs 
assessment and individualized 
training plans.  



3. Intrapersonal 
emotions 



 Frustration and 
disappointment 



 Depression 
 Exhaustion 



 



 Promote a healthy work-life 
balance 



  Provide emotional support 
 Implement effective 



communication channels 
4. Managerial failure  Lack of support and 



resources 
  Lack of recognition and 



appreciation: 
  Limited career 



advancement 
opportunities 



 Advocate for increased 
support and resources 



 Strengthen professional 
development opportunities 



 Develop a performance 
recognition system: 



5. Interpersonal 
relations 



 Poor relations 
 Lack of flexibility and 



adaptability 
 Lack of patience and 



tolerance 



 Foster open communication  
 Promote a positive and 



inclusive school culture 
 Provide conflict resolution and 



interpersonal skills training 
Source: Field Data (2023) 



 
profession. To address these intrapersonal 
emotions, teachers underscored the importance 
of promoting a healthy work-life balance 
providing emotional support and implementing 
effective communication channels. 
 
Teachers further identified several managerial 
issues that contribute to their occupational 
stress. Particularly, lack of support and resources 
emerged as a primary concern with teachers 
emphasising on the need for increased support 
from school administrators and access to 
necessary resources for effective teaching. The 
absence of recognition and appreciation for their 
efforts and contributions was also mentioned in 
connection with feelings of undervaluation and 
demotivation. Regarding the limited career 
advancement opportunities further relative to 
stress, teachers expressed the desire for more 
professional growth and upward mobility 
avenues in their careers. 



Poor interpersonal relations such as strained 
relationships with colleagues and the wider 
school community emerged as a significant 
stressor among teachers. Lack of flexibility                
and adaptability in the work environment                  
was another contributing factor since it                
can lead to conflicts and challenges in 
collaboration. Moreover, a lack of patience and 
tolerance in interpersonal interactions further           
compounded the stress levels teachers endured. 
Finally, the teachers stressed the importance of 
fostering open communication, promoting a 
positive and inclusive school culture and 
providing conflict resolution and interpersonal 
skills training to improve interpersonal            
relations. These findings shed light on the factors 
that contribute to the teachers' occupational 
stress and provide insights into potential 
strategies and interventions to alleviate their 
stress levels and enhance their overall well-
being. 
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5. DISCUSSION 
 
The work environment emerged as a significant 
factor contributing to occupational stress among 
teachers in the secondary schools under review. 
Specifically, the participants mentioned an 
increase of workloads was a prevalent concern, 
with many of them expressing signalling being 
overwhelmed and having limited time to plan for 
and deliver quality lessons [34,35]. Additionally, 
lack of support from administration made the 
teachers feel that they lacked guidance and 
assistance when facing challenges. Limited 
autonomy and control over decision-making 
processes were also cited as sources of stress. 
To address these issues, they called for 
improving the work conditions among teachers 
particularly workload management, and fostering 
collaboration and collective action in the school 
environment [29]. During an interview, one of the 
teachers (no.20) from school C lamented:  
 



The heavy workloads in our profession are 
overwhelming. We are constantly 
bombarded with administrative tasks, lesson 
planning, grading papers and managing 
classroom dynamics. It feels like there's 
never enough time to catch our breath. The 
workload consumes a lot of time on our well-
being, making it challenging to provide 
quality education to our students. It's like a 
never-ending cycle of stress and it's affecting 
our mental and physical health. (Teacher no. 
20) 



 
This statement also resonates with stressors 
associated with the management of rights and 
needs. The teachers expressed concerns about 
lack of professional development opportunities, 
which hindered their growth and learning. 
Moreover, they insisted on-the-job training was 
insufficient; as leaving teachers to navigate their 
responsibilities without adequate support [37,39]. 
Furthermore, the absence of collaborative 
decision-making processes made teachers feel 
excluded from important discussions and 
decision-making. To address these stress-
causing issues, participants emphasised                       
on the importance of improved school            
leadership support, needs assessment and 
individualised training plans aimed to                          
meet the specific needs of teachers [30].                          
In this regard, a teacher (no. 47) from                       
school  B  said:  “We  need  more  workshops  and 
training programmes to enhance our teaching 
skills. On-the-job training is almost non-existent. 
We have to figure things out on our own, which 



can be stressful and disturbing at the working 
places.”  
 
Also, intrapersonal emotions contributed 
significantly to occupational stress among 
teachers. The teachers reported that frustration 
and disappointment stemming from constant 
policy changes and lack of clarity were common 
sentiments. They further cited depression linked 
to the immense workload and pressure. The 
teachers also experienced both physical and 
mental exhaustion. To alleviate these emotions 
and reduce stress, the participants suggested 
promoting a healthy work-life balance in addition 
to providing emotional support mechanisms and 
effective communication channels to enhance 
understanding and transparency [31]. Another 
teacher (no. 50) described the reasons behind 
the teachers’ depression thusly: 
 



Continual changes in policies and lack of 
clarity lead to frustration and disappointment 
among teachers. It affects their motivation 
and job satisfaction. The immense workload 
and pressure contribute to feelings of 
depression. It is thus important to address 
mental health and provide support to the 
teachers. (Educational official no. 50). 



 
The situation was also compounded by 
managerial failure that the teachers cited as a 
cause of teachers' occupational stress, 
specifically lack of support and resources 
available to them which hampered their delivery 
of quality education and meet students' needs. 
The absence of recognition and appreciation for 
their efforts also emerged a significant stressor 
that made them feel undervalued. Also, there 
were limited career advancement opportunities 
that made teachers stagnant without clear growth 
pathways. A teacher (no. 62) from school A said.  
 



We often struggle with insufficient resources 
and support, which makes it difficult to 
deliver quality education and meet students' 
needs. The lack of recognition and 
appreciation for our efforts demotivates us. It 
is important to acknowledge and value the 
hard work teachers put in. The limited 
opportunities for career advancement make 
us feel stuck and undervalued. There should 
be clear pathways for growth and promotion 
career advancement opportunities among 
teachers (Teacher no. 62). 
 



Recommendations to address these stress-
causing issues included advocating for increased 
support and resources, strengthening 
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professional development opportunities and 
developing a performance recognition system to 
acknowledge and appreciate teachers' 
contributions, much in line with Woo et al. [32].  
 
Finally, interpersonal relations also emerged as 
contributory factors to occupational stress among 
the secondary school teachers. They reported 
that poor relations among staff members were 
created a negative work environment that 
hindered collaboration and teamwork. The lack of 
flexibility and adaptability in policies and 
practices also made it difficult for the teachers to 
navigate the changing circumstances. 
Additionally, the absence of patience and 
tolerance among colleagues led to a toxic work 
environment. To address these issues, 
participants highlighted the importance of 
fostering open communication, promoting a 
positive and inclusive school culture and 
providing conflict resolution and interpersonal 
skills training to improve relations and create a 
supportive work environment, which was 
consistent with suggestions by Durlak et al. [33]. 
Another teacher (no. 52) from school D 
explained: 
 



Poor relations among staff create a negative 
work environment. It is crucial to promote 
teamwork and build positive relationships for 
better collaboration. The lack of flexibility in 
policies and practices hinders our ability to 
adapt to new challenges and changes in the 
education landscape. A lack of patience and 
tolerance among colleagues leads to a toxic 
work environment. We need to cultivate 
empathy and understanding within the 
school community. (Teacher no. 52) 



 
These findings shed light on the factors that 
contribute to teachers' occupational stress and 
provide insights into potential strategies and 
interventions to alleviate their stress levels and 
enhance their overall well-being [41-43].  
 
6. CONCLUSION 
 
Occupational stress among teachers in 
Tanzania’s secondary schools under  review can 
be attributable to factors related to their work 
environment, management of the rights and 
needs, intrapersonal emotions, managerial 
failures, and interpersonal relations. The work 
environment stressors comprised increased 
workload, lack of support from administration, 
and limited autonomy and control contribute to 
occupational stress and, hence, required 



improving work conditions, enhancing 
collaboration among teachers and promoting 
collective action to address the root causes of 
stress. The management of rights and needs 
stressors, on the other hand, emphasises the 
importance of providing professional 
development opportunities, on-the-job training 
and collaborative decision-making in addition 
prioritising improving school leadership support 
and implementing needs assessment and 
individualized training plans. Also, intrapersonal 
emotions such as frustration, disappointment, 
depression and exhaustion significantly impacted 
on occupational stress, whose mitigation could 
include promoting a healthy work-life balance, 
providing emotional support, and establishing 
effective communication channels to create a 
supportive environment for teachers. The study 
found managerial failures to include lack of 
support and resources, recognition and 
appreciation including limited career 
advancement opportunities contribute to stress 
among teachers. As such, it is imperative to 
advocate for increased support and resources, 
strengthening of professional development 
opportunities and developing performance 
recognition systems aimed to address these 
issues and boost teacher morale. Finally, 
interpersonal relations in the school community 
such as poor relations, lack of flexibility and 
adaptability, lack of patience and tolerance 
among colleagues also aggravated occupational 
stress the teachers experienced. Such an 
atmosphere would require creating an 
environment that fosters open communication, a 
positive and inclusive school culture, and conflict 
resolution. Indubitably, in such cases 
interpersonal skills training could help improve 
interpersonal relationships and reduce stress 
levels among the secondary school teachers. 
 
7. IMPLICATIONS, LIMITATIONS AND 



SUGGESTIONS FOR FURTHER STUDY 
 
The study findings have several implications for 
policy and practice development, teacher well-
being and retention, the quality of education, 
professional development and growth, as well as 
organizational culture and communication. 
Understanding the causes of occupational stress 
among teachers can guide the development of 
targeted strategies and interventions to address 
these stressors, ultimately, improving the well-
being of teachers and the quality of education. 
 
On the other hand, the generalizability of the 
study findings may be limited due to the nature of 
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the sample and the specific context of the study. 
Thus, further research with larger and more 
diverse samples from various educational 
settings can enhance the generalizability of the 
findings. However, the findings of the current 
study are still valid and useful and opening the 
ways to mitigate occupational stress in 
educational settings. Also, since the data 
collected for this study are self-reported and 
based on teachers' perception, there is a 
possibility of response bias, where participants 
may provide socially-desirable responses                  
or may not accurately represent their 
experiences. Nevertheless, the study provides             
a snapshot of teachers' perception of 
occupational stress at a specific point in                  
time without necessarily capturing the dynamic 
nature of occupational stress and its changes 
over time. As such, longitudinal studies that 
follow teachers over an extended period can 
provide a deeper understanding of the causes of 
occupational stress and its impact on teachers' 
well-being. 
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Managerial Interventions


-On-Job Training


-Promotion


-Recognition


-Improvement of Working Environment


-Manage workload


-Improvement of superior-subordinate relationship


























 Job Performance


-Effectiveness


-Efficiency


-Commitment








 Occupational Stress


-Conflicts


-Workloads


-Low salaries


-Poor relations with superiors




















