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ABSTRACT

This study intended to assess the effect of teacher engagement on public secondary school performance in the Nanyumbu District council. The study was guided by three specific objectives namely, to identify the role of teacher engagement on public secondary school performance in Nanyumbu; to assess the challenges facing teacher engagement in public secondary school performance in Nanyumbu and to establish a solution to the challenge of teacher engagement in public secondary school performance in Nanyumbu. The study employed an exploratory design. A total of 198 questionnaires were distributed to respondents via simple random sampling. The collected data was analysed using linear regression, The study has revealed that the role of teacher engagement influences teacher-student interaction; loves their jobs, care about their work and school performance; Active teachers feel connected to their teams. Also, the study shows the challenges facing teacher engagement, such as constant lack of training, lack of insight from the top management; lack of support from teachers themselves; schools trying a one-size-fits-all approach for their teachers and lack of resources allocated for teacher development. Moreover, The study shows a solution to the challenge of employee engagement in public secondary school performance, including; school culture which enables school principles to manage school change better for school performance; recognize teachers for their work, strategic leadership encourages teachers to engage in their duties; training and development and having a life-work balance development, As a result, the study suggested that the heads of secondary schools serve as instructional supervisors of schools based on their teaching expertise and experience,

Keywords: Teacher’s Engagement, School Performance, Public Secondary School, Training.
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CHAPTER ONE

INTRODUCTION
1.1 Chapter Overview

This chapter is provided background information. It further positions the statement of the problem, the study’s objectives, the research question, and the significance of the study.
1.2 Background of the Problem

In order to perform well in public secondary school, a student must reach the goals, milestones, and objectives outlined in the program or course they are enrolled in (Abdullah, Khadaroo & Napier, 2018). These are represented by grades, which are the outcome of an evaluation involving the passing or failing of particular exams, subjects, or courses (Gikonyo, 2018). The execution of the curriculum, student discipline, teacher-student ratio, school resources, and employee involvement are all thought to have an impact on student performance in public secondary schools. Tanzania's progress has been threatened by subpar performance in the majority of public schools (Loy, 2019). Teachers have the power to raise student achievement. The involvement of teachers at the school level would allow for student control and punishment, student records, advice, and counselling (Satata, 2021).

In the teaching and learning process, teacher involvement is a motivating factor that produces outcomes linked to safe attachments, such as perceived competence, abilities, and coping (Reynolds & McDonough, 2015). Additionally, when teachers are actively involved with their pupils, they care more about them, which helps them do well on national exams (Floyd, 2020; Giles-Merrick, 2021). Considering that these institutions were developed to support societal needs, such a situation is concerning (Budriene & Diskiene, 2020) A teacher's decision to invest energy resources in their profession is reflected in the multifaceted motivational construct known as teacher engagement. Many facets of a teacher's job can influence whether they are more or less engaged in their students. 
A high level of instructor involvement led to their dedication and zeal (Giles-Merrick, 2021). Engaged educators care about the standard of instruction they provide, which is evident in their approaches to teaching and learning (Shrestha, 2019). Engaged teachers adapt their lessons to match the needs of their students' learning, implement best teaching techniques, and seek out new ideas (Gikonyo, 2018; Loy, 2019; Mkoma, Robertson-Smith & Markwick, 2019). Have high expectations for their students, take ownership of their education, often check in on their progress, and give feedback to them (Bashir et al., 2019).
It has been observed that the performance of public school organizations worldwide is deteriorating (Satata, 2021). Their performance was characterized by absenteeism, inadequate lesson preparation, and rote-teaching. The Education for All Global Monitoring Report shared the consensus that performance in a public secondary organization was still poor, with millions of pupils leaving secondary schools without skills and failing results (UNESCO, 2015). Yet,  public secondary organization performance was a priority in every country for development to be meaningful  (Budriene& Diskiene, 2020). All that time, a public secondary school in Tanzania faced many problems, including insufficient salaries to cover the necessary costs of running their lives and poor training and development schemes. These may result in low engagement and, consequently, impair their performance. The perceived problem is that the above environment significantly impacts employee engagement, affecting the public organization’s performance (Uz & Eryilmaz, 2019).
In Tanzania, there was a concern about the quality of education being provided in secondary schools organization (Jeini Usoh et al., 2018). Different people have blamed the government for poor academic performance (Twaweza, 2018). The examinee judges low academic performance as falling below an expected standard (Satata, 2021). Poor academic performance of students not only frustrates the students and parents, but its effects are equally grave on the whole society in terms of the dearth of the workforce in all spheres of the economy and politics (Almpanis 2019). 
Aon Hewitt (2020) reported that teacher engagements are a significant problem in Tanzania and developing countries. The report revealed that 20% of public primary school teachers were disengaged and 43% on average in secondary schools. In some schools visited, 70%of the teachers were not present; consequently; it costs the country over a Tsh. 58.7 billion per year. Nanyumbu was among the districts with low secondary school performance, and in one way, it’s associated with teacher engagement. 
In Nanyumbu, teacher engagement issues are alarming; for example, the average teacher absence rate and lack of commitment to their duty are estimated to be 57.1% in 2018, declining to 48.8% in 2021(Satata, 2021). Teachers’ engagement is the issue that consequently can negatively affect an entire school system, from lowering students’ achievement and attendance to damaging the school’s reputation to broader economic losses (Twaweza, 2018). 

Recognized that teacher disengagement affects e-education access for students and functions as a school-based determinant of their academic performance (Hamid, 2021). Teacher disengagement drains school resources and increases administrative time spent replacing classrooms and managing attendance (Bashir et al., 2019). For example, researchers have revealed that some 10% to 24% of recurring primary education expenditures worldwide are lost to teacher disengagements, including an estimated $16 million in Ecuador and up to $2 billion in India  (Satata, 2021).
Despite related studies on Teacher engagement in school performance in Tanzania, studies that indicate the effect of teacher engagement on school performance in the Nanyumbu District are missing. Therefore, this study bridges the existing knowledge gap by assessing teacher engagement's effect on public secondary school performance. Identify the role of teacher engagement in public secondary school performance in Nanyumbu, consider the challenges faced by teacher engagement in public secondary school e performance in Nanyumbu, and establish a solution to the challenge of employee engagement in public secondary school performance in Nanyumbu.
The local governments benefited from the study, and it will help them to establish strategies which will improve teachers’ engagement also to; policymakers would allow them to adjust the policy to be friendly to the teacher’s needs as well policy which promote teacher engagement and academicians; the study has also added references in the body of knowledge whereby scholars especially who are interested in identifying Teacher engagements can use findings from this study as references and can as well apply the proposed model in their studies.
1.3 Statement of the Problem

Worldwide, Teacher engagement is currently a hot topic in students’ performance. It is reported that actively disengaged teachers outweigh the number of engaged ones by nearly 2:1 (Robertson-Smith & Markwick, 2019). Teacher engagement is an essential concern for governments and public secondary schools seeking to improve school performance (Zerin, 2019). The government of Tanzania has made some initiatives to ensure that teachers are well taken care of (Satata, 2021). These were done within reform in public secondary schools. The government of Tanzania established the Secondary Education Development Plan (SEDP) in July 2004 to improve access to management, equality, quality, and delivery of secondary education, targeting to boost secondary education performance in the country (Twaweza, 2018). SEDP was also developed within the context of the broad Education Sector Development Programmed (ESDP) of 1997 and the Secondary Master Plan (SMP) of 2000. The main aim of SEDP was to improve the pass rate of divisions I-III from 36% in 2004 to 70% by the year 2009(Bashir et al., 2019).

SEDP was involved in improving school libraries, reviewing curriculum, giving capitation grants for teaching and learning materials and other charges, improving examination structure, expanding the production of diploma and degree teachers, and sensitization and education on HIV/AIDS, environment, and gender. All these efforts were designed to improve the performance of the secondary school (Gikonyo, 2018). However, the pass rate at the Certificate level for Secondary Education Examination of Division I-III is still lower than 40% after some years of SEDP implementation. These made the government shift to the other initiative project, which is called SEQuIP (Kiige, 2019).
According to  MOEST (2019) Secondary Education Quality Improvement Program (SEQuIP), operated under the Ministry of Education, Science and Technology (MoEST) and President’s Office –Regional Administration Local Government (PO-RALG) in collaboration with the World Bank, is the five years program (2020/2021 – 2024/2025) which it third objective dealing with improving the quality of secondary education performance by improving teacher skills, reducing class sizes and providing adequate teaching and learning materials which this is among the catalyst of teachers engagements.

Despite all the initiative projects the government initiated to rescue the situation; still, teachers in Nanyumbu are facing poor housing conditions, the Unfriend leadership style of the heads of the school, poor infrastructure and equipment, high pupil-teacher ratio, inadequate supervision and inadequate in-service training programs all reduce teachers’ morale. For example, in 2021, Nanyumbu was the last District within the Mtwara region. About four of its schools appear on the list of previous top schools in the national examination result 2021. It is because of these reasons that this study assesses the effect of teacher engagement on public secondary school performance in the Nanyumbu District council. This study also primarily examines the role of teacher engagement on public secondary school performance in Nanyumbu. Assess the challenges facing teacher engagement in public secondary school e performance in Nanyumbu and establish a solution to the challenge of teacher engagement in public secondary school performance in Nanyumbu.
1.4 Research Objective

1.4.1 General Research Objectives
To assess the effect of teacher engagement on public secondary school performance in the Nanyumbu District council
1.4.2 Specific Objectives

i. To determine the role of teacher engagement on public secondary school    performance in Nanyumbu

ii. To assess the challenges facing   teacher engagement in public secondary school performance in Nanyumbu
iii. To establish a solution to the challenge of teacher engagement in public secondary school performance in Nanyumbu.

1.5 Research Question


i. What are the roles of teacher engagements in public secondary school performance in Nanyumbu? 

ii. What are the challenges facing teacher engagement in public secondary school e performance in Nanyumbu?

iii. What is the solution to the challenge of teacher engagement in public secondary school performance in Nanyumbu?

1.5 Significance of the Study

This study recognized the effects of teacher engagement in public secondary school performance and provided insights into the impact of teacher engagement in secondary school performance in Tanzania. In that sense, the study was; to identify the role of teacher engagement on public secondary school performance, assessed the challenges facing teacher engagement in public secondary school e performance, and established a solution to the challenge of teacher engagement in public secondary school performance.

Government and other stakeholders need empirical evidence to assist them in formulating appropriate strategies for teacher engagement issues affecting public secondary school performance. Satata (2021) longitudinal study of the differences between low and top-performing schools found that successful schools had teacher engagement which was observed through cohesion, passion, commitment, and extensive interactions among teachers. The engaged teacher will show a professional culture that includes a focus on students and their learning, support for new and innovative ideas, and dialogue and shared power among the staff; all of this accelerate school performance (Bashir et al., 2019).

The study also provided empirical evidence on the challenge facing teachers’ engagement in school performance as well insight into the strategies for teacher engagement in secondary school performance so the central governments, local government policymakers, and stakeholders can use the empirical evidence from the study to strategies the issues of teacher engagements. The study has also added references to the body of knowledge whereby scholars, especially those interested in identifying the effects of teacher engagements in school performance, can use findings from this study as references and apply the proposed model in their studies. 

CHAPTER TWO

LITERATURE REVIEW

2.1 Chapter Overview

This chapter presents the literature review related to the study.  This review examined the concept of teacher engagement.  The idea of school performance, theory of teacher engagements and its application, empirical research based on study objective and Conceptual framework; on the other hand, the practical study attempts to explain the theories deduced by different researchers on a similar subject to identify and bridge those gaps.
2.1 Definition of Key Concepts
2.1.1 Teacher Engagements
According to Shrestha (2019), teacher engagement is a human resource concept that describes the level of enthusiasm and dedication a teacher feels toward their job; teacher engagement relates to the story of a teacher’s commitment and connection to a school. Teacher engagement is absorbed by and enthusiastic about their work and takes positive action to further the school’s reputation and interests (Zerin, 2019). Teacher engagement describes the enthusiasm and dedication a teacher feels toward their job. Teacher engagement can be critical to a company’s success, given its links to job satisfaction and teacher morale(Bello, 2021). 
Engaged teachers are more likely to be productive and higher performing. Employers can foster teacher engagement through effective communication, offering rewards, and discussing career advancement (Nykiforuk et al., 2019). Teacher engagement has also become synonymous with teacher satisfaction and the experience, which is more about the complete teacher journey from hiring and teacher recognition to when they leave their job (Satata, 2021).
2.1.2 School Performance

It is a school’s actual output or outcomes compared to its expected outputs or goals and objectives(Tobin, 2018). Comprises the school’s existing work or results as measured against its intended outputs (Gikonyo, 2018). School performance refers to a school performance compared to its goals and objectives (Ngithi, 2019). School performance is the actual results or output of a school as measured against that school’s intended outcome (Shrestha, 2019).

2.2 Theoretical Literature Review
2.2.1 Employee Engagement Theory
Psychologist William Kahn developed the employee engagement theory during the 1990s (Budriene & Diskiene, 2020). The gist of the employee engagement theory is that each member of an organization must be fully invested and interested in their work to contribute their best efforts to accomplish the company’s strategic goals (Mulford, 2021). One of the main factors of the employee engagement theory is that devising this type of workplace culture relies on a two-way street involving both the employer and employee. Employers must adequately express their expectations and support an environment where workers feel empowered and equipped to fulfill their duties (Bello, 2021).
2.2.1.1 The Application of Theory to the Study

The theory pinpointed why teacher engagement should be a top priority because teacher engagement is closely related to teachers’ well-being (Samuel, 2019); when people show up to work and are aligned with the purpose they are meant to serve, their satisfaction and overall feelings about their life and school improvement. If a teachers is experiencing defeat, sadness, or stress (personally or professionally), they probably won’t be too focused on their work (Floyd, 2020). The schools can be virtually impossible to track every team member’s ever-changing situations and sentiments at all times without any hesitation for the teacher’s welfare (Doner, 2020). A well-being platform can provide teachers with a consistent knowledge of where to allocate resources to improve teacher health and mental state of mind, positively impacting teacher engagement levels (Heystek & Terhoven, 2020). 
Furthermore, applying theory to public educational schools will result in higher levels of teacher engagement, hence more robust school performance. The approach also suggests that teachers who feel more engaged have more positive perceptions of their strengths, vivacity, and self-efficacy (Mulford, 2021). Applying the theory will help teachers feel involved, have more confidence in their ability, and therefore, produce better outcomes for the school’s performance (Harter et al., 2020). According to the theory, engagement can be observed by intelligent teachers who can harness their whole selves. It will display loyalty and ownership, so if the public school applies the approach will foster the teacher to engage and tackle tasks without being asked simply because they want to and because they believe that their extra effort will benefit their school (Khan, 2020).
Kahn insisted on approaching the teachers as true partners. If the public school takes this action, they will involve them in continuous dialogues and processes about how to design and alter their roles, tasks, and work relationships, which means that education public school needs to make it safe enough for teachers to speak openly of their experiences at work.
Perhaps applying the theory in the study will help the public education school see why teacher engagement should be a top priority because teacher engagement is closely related to teachers’ well-being when teachers show up to work and are aligned with the purpose they are meant to serve, their satisfaction and overall feelings about their life and school improvement. If a teacher is experiencing defeat, sadness, or stress (personally or professionally), they probably won’t be too focused on their work.

A theory platform can provide public education schools with this insight to know where to allocate resources to improve the school team, positively impacting teacher engagement levels. Furthermore, the theory shows that higher levels of teacher engagement will result in more robust performance. The approach will help the teacher to prove it through their study.
2.3 Empirical Literature

2.3.1 The Role of Teacher Engagement on School Performance
Michelle, (2020), conducted a study on the patterns of relationships between Teacher Engagement and students’ academic performance. It further explains that, academic motivation decreases steadily as students move from elementary, to middle, to high school. The purpose of this study was to examine the relationship between teacher engagement and student engagement to determine whether the level of teacher engagement had an impact on the level of student engagement. Perspectives from both the teachers and students were examined to determine if agreement existed between teachers and students regarding the reported levels of teacher engagement and student engagement. This study found evidence that high levels of teacher engagement had a positive effect on student engagement levels. 
An analysis of student perception variables revealed weak to moderate relationships between most variables. Strong relationships existed between Belief about Self and autonomy and Belief about Self and relatedness. Data revealed that a disconnect existed between teacher and student perspectives regarding teacher and student engagement. It is recommended that teachers, students, and administrators have a common understanding of the definition of engagement and knowledge of what engagement looks, sounds, and feels like in the classroom. The use of engagement measurement/reflection tools should be used to assess engagement levels of teachers and students and to provide data which can influence decisions regarding teacher and student engagement.
Catherine, (2021) Took investigation on the relationship between teacher student engagement and student achievement. This study seeks to determine the relationship that exists between the average level of teachers’ perceived sense of agency in a given school and the achievement of that school’s students, with average levels of student engagement as a possible mediating variable. The research questions are: rq1 - do schools with higher contextual and relational support of teacher agency have higher student achievement and rq2 - does student engagement mediate the effects of contextual and relational support of teacher agency on student achievement. To answer these questions, survey data were collected from over 63,000 students and 10,000 educators in 231 public elementary and middle schools in 52 districts in Rhode Island. 
An exploratory factor analysis was first conducted to establish validity and reliability of the constructs of student engagement and contextual and relational support of teacher agency. Mediation analysis was then used to explore the relationship between these two constructs and student achievement. The results showed that the average contextual and relational support of teacher agency at the school-level is strongly and positively related to students’ math and English language arts achievement. The school’s average student engagement mediates this effect. This mediation effect is particularly strong in mathematics achievement. Implications for policy and practice as well as suggestions for future research are discussed.
Cheryl Dix Modlin (2018) conducted study on the teacher and students relationships and their effect on student achievement at the Secondary level. Previous research has demonstrated that adolescent learning increases with a proactive type of student-teacher relationship. However, due to the lack of common expectations for a positive student-teacher relationship, a disconnection occurs for some students, who then may become disengaged at school and may not reach their full potential academically, socially, or developmentally. 
This mixed method sequential, exploratory design focused on a Midwestern secondary school of approximately 250 students. The disconnection between students and teachers was addressed by investigating positive student-teacher relationships; student achievement; and the connection between student teacher relationships and achievement. Qualitative data were collected using focus groups of students and teachers who explored characteristics of positive student-teacher relationships and of student achievement. These data were then analyzed using data reduction that selected, focused, simplified, abstracted, and transformed the data as they appeared in field notes. 
Quantitative data were then collected using a survey that examined student perceptions of student-teacher relationships and their potential effect on student achievement. Descriptive analysis of survey data revealed themes that were then contrasted against the qualitative data. The overarching theme that emerged from the triangulated data suggested most students perceived that a relationship existed between student achievement and relationships they had with teachers, while most teachers’ perceptions were in contrast to the students’ perceptions. The research demonstrated that if students and teachers connect in the classroom with a more unified approach to building and sustaining positive student-teacher relationships, a more-prepared individual emerges contributing to the community, the workforce and society at large.
Kilonzo (2018) did a study to establish the influence of employee engagement on the performance of Teachers in secondary schools in Machakos County. The study was meant to benefit the Machakos County Government, researchers and scholars, HR practitioners, stakeholders, the Kenya government, school Principals, policy makers, and trade unions. 
The study adopted descriptive research design approach. The population of study was 5579 secondary school teachers working in Machakos County and a sample size of 359 respondents was selected through stratified random sampling. Primary data was collected using questionnaires which were issued to the respondents. Descriptive analysis was used, and this included weighted means, standard deviation, relative frequencies and percentages. 
Statistical Package for Social Scientist (SPSS) version 21.0 was used to generate data array that was used for subsequent analysis of the data. Inferential statistics using multiple linear regression model and vicariate correlation analysis was employed to examine the relationship between the research variables. Tables and graphical presentation were used to present the data that was collected for ease of understanding. The analyzed data was presented using tables, graphs and pie-charts. 
The study managed a response rate of 67%. The findings of the study showed that there existed a positive and significant relationship between Performance of Teachers and Employee engagement. The R- square value was 0.384 implying that 38.4% of Performance of Teachers was explained by Employee engagement. An F-Statistics value of 149.244 was recorded with a p-value of 0.000 which was less than 0.05. This implied that there existed a significant relationship between Employee engagement and Performance of Teachers in Secondary Schools in Machakos County. This means that Employee engagement influence the Performance of Teachers in Secondary Schools in Machakos County. T- Test was used to test the relationship between Employee engagement and Performance of Teachers and the study established that there existed a statistically significant relationship between the two variables supported by a p-value of 0.000 for the model and a Statistic value of 12.217. 
The study concluded that Employee engagement had statistically significant influence on Performance of Teachers in Secondary Schools in Machakos County. The study recommends that; the school management and TSC should adequately involve the teachers in decision making so that they can own up the policies put in place so as to boost the performance of teachers
Juan, (2017), conducted a study on the impact of engagement on the academic performance in school. Higher education stake holders and policy makers attach great importance to the accountability issue. Among the accountability measures, student academic performance and persistence are the two most commonly used college outcomes. Numerous studies have been focused on the factors affecting academic performance and persistence to provide implications for institution administrators in improving the accountability issue. Among the various factors, student engagement is a very popular variable that is demonstrated to be related to college outcomes. However, the engagement studies mainly looked at the outcomes throughout the college years. Few studies explored the relationship between engagement and student outcomes for freshmen. 
This study aims at expanding the research in this area. The purpose of this study is to explore the relationship between first year college student engagement and their outcomes academic performance represented by GPA and persistence. There are two guiding research questions to this study: 
1) Is there a significant relationship between student engagement and student persistence among first year college students? 
2) Is there a significant relationship between student engagement and student academic performance among first year college students? For the first question, since persistence was treated as a dichotomous variable in the study, binary logistic regression was used. For the second question, since GPA was treated as a continuous variable, multiple regressions were used. The study also explored the impact of certain student characteristics on student outcomes. The set of characteristics includes gender, race/ethnicity, high school GPA, scores, father’s education level, mother’s education level, financial aid, and enrolment status. 
The study utilized NSSE data from a south-eastern four years public institution, combining it with student records obtained from the registrar’s office from the same institution. There are 466 freshmen included in this study. These freshmen entered the university in the fall semester of 2004. They took part in the NSSE survey in the spring of 2005. The results of this study indicated that engagement did not have significant impact on student persistence at the end of first year and, when engagement was represented by NSSE total x scores, it was significantly correlated with student academic performance in the first year of college. 
However, when engagement was treated as five categorical variables, none of the variables showed significant impact on academic performance. It was found that student characteristics had limited impact on student persistence and academic performance. By the end of the first year in college, however, student academic performance and student persistence were significantly correlated. The findings of the study do provide implications for institution administrators and policy makers. They also provide directions for potential future research.
Gilbert, (2020), undertakes a study about the Teacher engagement and retention in rural public secondary schools in Uganda. Teacher turnover is persistently an international concern for policy makers, schools and communities. Globally, teacher turnover is seen more often in schools located within low socio-economic status populations, remote or rural areas and for subject specialties including science and mathematics. Teacher turnover imposes costs on education systems and disrupts continuity of students’ learning experience. While the research has been mostly conducted in Western countries, it raises the question of whether teacher retention may be understood differently in non-Western countries where the issue had been neglected. 
The study explored two research questions: 

i. Why do some teachers stay while others leave Ugandan rural public secondary schools? 
ii. How does school and community engagement influence teacher retention in Ugandan rural public secondary schools? 
The study design was an embedded-single case of rural public secondary school teacher retention in two ‘hard to reach’ districts. The study began with a reconnaissance and mapping exercise of 22 schools, followed by intensive study of four schools and finally looked beyond these schools to a further two schools for trustworthiness of the findings. Interviews were conducted involving teachers, head teachers, and community members, selected using a combination of purposeful and opportunistic sampling techniques. 
The data were analysed using an iterative thematic approach. Findings show that reasons behind teacher retention are multi-factored and interrelated. Major factors were that teachers perceive rural postings as a ‘golden ticket’ for securing and maintaining a desired Government job; teachers desired rural schools with suitable location amenities, proximity to large urban centres and school pay to supplement what they received from Government; and teachers’ desire to return to home community. 
Findings further show that a rural teacher’s engagement extends beyond school to community and this relationship vii is reciprocated by the wider community’s willingness to integrate teachers into community. Rural opportunities also allow for extra income to compensate for low wages, encouraging teachers to stay. ‘Unexpected’ findings include attraction and retention of low-quality teachers who in turn impacted negatively on rural school students’ performance. Schools reciprocated local community financial support by recruiting teachers recommended by, or who fit sociocultural values of, local community and later recommended these teachers to Ministry of Education for Government employment. 
A pattern of a homogenous staff of shared identity emerged as an unintended consequence of the disconnect of local practice from Government policies. This research contributes to previously limited research on teacher retention in non-Western countries and provides unique insights into staffing in Ugandan rural schools and therefore may be useful to African-country policymakers, schools and rural communities.
2.3.2 Challenges Affecting Teachers’ Engagement in Public Schools
Lack of training, which is continuous and multidimensional, will make teachers less effective in incorporating the school’s objectives (Eliya & ifeoma, 2015; Michael, 2017; Mungure, 2016; Veloo, et al., 2015). School problems, such as absenteeism and an uncommitted workforce, are byproducts of little or no teacher training; training staff boosts job motivation, satisfaction, and enrichment (kelly, 2020). Zerin (2019) points out that lack of insight or commitment from the top management is the problem in public education schools; there goes a lot in keeping the school afloat, and it might become difficult to prioritize concepts like teacher engagement over other more tangible issues. It requires a lot of groundwork to keep communication reliant and constant between different hierarchical levels, and the infrastructure needed might not be in place(Ngithi, 2019).

In general, the school often tries a one-size-fits-all approach for their teachers, which might not work for everyone on a similar level (Mungure, 2016). Different things engage different people; for example, it could be anything from autonomy or variation in their scope of work to flexibility in their work schedule (Abdal-Haqq, 2019). Decipher the strengths and requirements of teachers based on their preferences and work accordingly(Bashir et al., 2019). Many schools do not heed work-life balance, expecting teachers to place their work first. (Harter et al., 2020; Floyd, 2020; Kelly, 2020).

Lack of appreciation is one of the principal reasons teachers lose morale in their jobs (Rutenberg, 2019). A culture that doesn’t promote recognition and rewards alienates the workforce disregarding one of the most fundamental needs of social distinction (Keser & Yavuz, 2018). Teachers also tend to leave the workplace and stifle their growth with the same monotonous line of work (Rutenberg, 2019). A work culture promoting recognition and rewards with a continual learning phase appeals to everyone,  leading to an engaged workforce (Satata, 2021). 
An engaged workforce and a sound work culture are secret recipes for the success of any school (Bashir, et al., 2019). Lack of acknowledgments of the teacher's contributions openly. According to Lunenberg et al. (2018), schools in sab Saharan Africa tend to lack a culture where every school member acknowledges each other’s good work. (Keser & Yavuz, 2018) pinpointed that the lack of solid school culture contributes to teacher disengagement in the school.
2.3.3 The Solution to the Challenge Facing Teacher Engagement in Public School Education School Performance
School Culture is one construct in management research that involves unspoken guidelines that influence teachers’ behavior and interactions(Korpershoek et al., 2019). School culture is the internal environment of a school’s operations that drives teacher engagement and school objectives and capitalize on the maximum use of human resources(Baran et al., 2018). School culture enables managers to manage school change better for school performance  (Simmons et al., 2015). Korpershoek et al. (2019)suggest that schools that build a culture of meaningfulness are more likely to have engaged teachers. Meaningfulness represents the sense of a return on investing the self and exerting energies into a task and occurs when people feel valued and make a difference. 

Culture is everything, which encompasses habits, relationships, teamwork, and school growth (Day et al., 2016). Because of the various types of school cultures,  school managements need to be more cognizant of the work climate they foster; the weather can either hinder or promote teacher performance and functionality (Keser & Yavuz, 2018). School culture is also vital to adequately deal with complex changing occurrences; preserving an influential school culture is part of good strategic leadership (Keser & Yavuz, 2018). 

Mulford (2021) confirms that rewarding and recognizing do not necessarily have to be monetary. It’s more about how much public schools care for teachers(Heystek & Terhoven,2020). When teachers are rewarded and recognized for their work, it builds teacher morale, productivity, and overall teacher satisfaction or job satisfaction aligns the leadership around a unified school strategy keeping in mind teacher engagement and the importance of positive workplace culture; Korpershoek et al., 2019)

.
(Kelly, 2020
Day, et al., (2018) propelling teachers to Maslow’s self-actualization level necessitates a motivational style of leadership that addresses teachers’ diversity whose integrity and respect for ethics are not influenced by environmental factors, such as time pressure, obedience to authority, and conformity bias. This leadership style must be grounded in Mill’s utilitarianism. This rational theory emphasizes the long-term benefits of pursuing the common good and is sufficiently strategic to get the job done. Strategic leadership, characterized by versatility, entails managing resources effectively to accomplish school goals (Palladian et al., 2016). Strategic leadership also includes multiple leadership perspectives and shares a nexus with transformational leadership, which can help the leader to bring teachers close to the school’s goal and objective hence the teacher engagement in school productivity (Tobin, 2018). 
Good management can bring people into the school with the potential to be highly engaged in their work(Floyd, 2020; Karuna et al., 2014; Leithwood, 2019; Sergiovanni, 2018). Throughout an individual’s employment in the school, it is the quality of the relationship between a manager and teacher that can be a crucial driver of engagement and satisfaction with the school: the right managers can have a direct impact on bringing people into the school who are committed to doing quality work and facilitating a fun and caring atmosphere, which can nurture friendships among teachers(Dachi et al., 2015; Day et al., 2016; Jaipersaud, 2015; Okeke & Drake, 2019).
Training and development as primary precursors to teacher engagement; leaders invest in training and development programs because they build knowledge, skills, and competencies that are pivotal to school success (Ayvaz-Tuncel, et al., 2018). In contemporary public schools, training in a Human Resource Development (HRD) practice is critical to teacher engagement because it augments personal and technical skills and overall school capacity (Andreas, 2021). Training is an empowering tool for teachers, which helps achieve school goals by building confidence and combating weaknesses (Ayvaz-Tuncel, et al., 2018, 2018; Lin, 2019; OECD, 2016; Osamwonyi, 2016; Sayedwali, 2015). Training coincides with school performance because teachers tend to be more productive when they are competent at their jobs (Keser & Yavuz, 2018). Therefore, training workshops should be to help teachers engage in their work. Furthermore, having good training would catalyst teacher-student relationship hence school performance.
Zerin (2019) suggests having a life‐work balance is an essential factor in enabling engagement and that sufficient recovery during leisure time supports physical and psychological well-being and equips people with the resources needed to be engaged and to show dedication, vigor, and absorption at work. The level of availability an individual has at work is determined by their resources, recovery during leisure time and participation in activities outside work. Such participation, research controversially suggests, can divert energy and focus away from work and thus reduce individual workplace investment (Baran, et al., 2018).

Teacher engagement is related to job resources in the school, such as supervision, support, and social atmosphere. Students’ appreciation of teachers’ efforts is also considered a job resource that supports teachers’ emotional engagement. Emotionally engaged teachers experience positive emotions, such as arousal, activation, happiness, energy, and enthusiasm. In addition, Klassen, et al. (2013) assert that teachers should be cognitively, emotionally, and socially engaged in their work. Social engagement includes having good relationships with colleagues and students. These are very important to motivate students ‘cognitive and social outcomes in the future (Davis, 2003). A positive atmosphere inside the school by being helpful, friendly, and understanding to teachers needs to stimulate teachers to engage in their profession and help them understand students with minimal strictness or restricted corrections of behaviors.

2.4 Research Gap

Even though there ware a significant number of studies addressing teachers’ engagements in the literature, most of the works have focused on addressing factors that affect public school performance. Rout.; Creemers, et al., (2013); Beijaard, et al. (2019) and (Bett, 2016), On top of that, most have generalized to the Tanzania context. None of the studies have addressed; the role of teacher engagement on public secondary school performance in Nanyumbu challenges facing teacher engagement in public secondary school e performance in Nanyumbuor solution to the challenge of employee engagement in public secondary school performance in Nanyumbu.
Also, none of the existing research work has analysed the information using Statistical Package for Social Scientists (SPSS) software. Qualitative data was analyzed by median and mode since ordinal scale data. A Chi-square test determined associations between motivated and demotivated variables. The results were displayed in tables and bar charts. The study was conducted in the semi-urban Nanyumbu District, where some places like Mangaka ward, Mikangaula ward, and Nangomba ward have good infrastructures. In contrast, other wards like Maratani, Mkonona, Mnanje, Nandate, Nangomba and Apache have poor infrastructures like electricity. Besides, the District still has a poor performance problem, so the data obtained would help to fill the knowledge gap.
2.5 Conceptual Framework








Figure 2.1: Conceptual Framework
Source: Researcher developed (2022)
CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Chapter Overview

 This chapter describes the methodology employed in the study; The methodology will be used concerning the studied objectives. It highlights the research design, area of the study, the population of the study, sample size and sampling techniques, and the methods used in data collection instruments and data analysis. Finally, it gives the reliability and validity of those instruments.
3.2 Research Philosophies

The study adopted the positivism idea. This are because positivism is used as an approach to studying society that relies specifically on empirical scientific evidence, such as controlled experiments and statistics (Creswell, 2014; Kothari & ebrary, 2004). In positivism, the researcher’s duty is to undertake the research by collecting the data and objectively analyzing them; thus, the research findings should be observable and quantifiable. The study used philosophy because positivism adheres to the use of scientific methods and systematic means in generating knowledge which is accompanied by measurable criteria that describe precise parameters and their relationships. Therefore, the objectives of the study were answered by the positivist stance.
3.3 Research Approach
Research approached inductive and deductive (Kothari and Garg, 2014). Inductive approaches start from specific to general guidelines arguments based on observation are regarded as induction, and arguments based on theories, rules, and principles are considered as deductive reasoning approaches. Therefore, this study adopted the deductive approach as the survey used employee engagements theory and tested the hypothesis in arriving to get the findings on understanding the effects of teacher engagement on the public secondary school performance of perceived trust, perceived ease of use, perceived online negotiation, perceived customers knowledge and Perceived usefulness in its relationships with mobile marketing adoption by customers in Tanzania.
3.4 Research Design and Strategy

The study used a descriptive research design; the descriptive design is a type of research used to describe a population's characteristics (Creswell, 2019). It collects data to answer a wide range of what, when, and how questions about a particular people or group.

3.5 Scope of the Study
The study was undertaken in thirteen wards of the Nanyumbu District, including Masuguru, Mikangaula, Maratani, Mkonona, Mnanje, Nandate, Napacho, and Sengenya. The reasons for selecting this study include the fact that several reforms have been implemented in the country, as witnessed in the massive overhaul of the education sector. These reforms include Education Sector Development Programme (ESDP), Secondary Education Development Plan (SEDP), and Secondary Education Quality Improvement Program (SEQuIP). Nanyumbu, the District with enough public secondary schools and a population of teachers, may represent the country. The finding may be generalized and used to improve education performance.
3.6 Targeted Population of the Study
Cohen, et al., (2015), a target population to that population to which the researcher wants to generalize the results of the study; the targeted population study was 391, including 1 District educational officer, 15 Ward educational officers, 15 heads of schools, and 360 teachers (Nanyumbu District office, 2018).
3.7 Sampling Design and Procedure 
This section involved the design used to select the study sample and determine the sample size.
3.7.1 Sampling Design 
Sampling is picking a portion of the population to represent the entire population in collecting information(Bowen, 2009). The researcher employed simply random sampling. There are certain distinct advantages to this sampling method, such as lack of bias. The use of simple random sampling removes all hints of preference or at least it should. Because individuals who make up the subset of the larger group are chosen at random, each individual in the large population set has the same probability of being selected. In most cases, this creates a balanced subset with the greatest potential for representing the larger group.
Simplicity, as its name implies, producing a simple random sample is much less complicated than other methods. No special skills are involved in using this method, which can result in a reasonably reliable outcome. These are in contrast to other sampling methods like stratified random sampling. This method involves dividing larger groups into smaller subgroups that are called strata. Members are divided up into these groups based on any attributes they share. Less knowledge is required; already established that simple random sampling is a straightforward sampling method to execute. But there's another similar benefit: It requires little to no special knowledge. These means that the individual conducting the research doesn't need to have any information or learning about the larger population to do their job effectively.
3.7.2 Sample size and Sampling Techniques

The sample size is the selected group of participants for the study specifically to generate primary data on the inquired issue(Kothari & Ebrary, 2004). The sample comprised different groups of people expected to be credible sources of information(Cohen et al., 2015). This study used a formula from  (Creswell, 2019)cited by Glenn (2013).in the Nanyumbu District, estimated the District has less than 10000 public secondary school teachers. 

For that reason, the formula used / (1+Ne2) to obtain a sample for this study. This sample size was modified (given a target population of less than 10,000) using the following formula by Zikmund, et al. (2010). 
 In that case:



S =           N




1+N (e2) But the e= 0.05%



S = 391



      1+391 (0.05)2

   S =   198. Therefore, the sample size of this study was 198 respondents. 

3.8   Variables of the Study
3.8.1 Dependent Variables 
Teacher engagement adopted for this study was measured by a 5-point Likert scale, ranging from (‘’strong agree” to ‘’strong disagree’’) adopted by Lunenberg et al. (2018); Bashir et al. (2019); Abdal-Haqq, (2019)in Table 3.1.
3.8.2 Independent Variables

Independent variables were the challenge facing teacher engagement in public secondary school performance and the solution to the challenge of teacher engagement in public secondary school performance. Used a 5-point Likert scale ranging from (‘’ strong agree” to ‘’strong disagree’’) adopted from Pierrakos et al. (2019); Kelly (2020);  Abdal-Haqq, (2019); Evans (2021). Table 3.1 below describes the Constructs, item, and scale, reference, and Item numbers adopted.
Table 3.1: Scale and Measurement of Variables
	Construct
	Number of items and Scale
	References, item number

	Role of teacher engagements in public secondary school performance in Nanyumbu
	5, Likert scale
	Simmons, Carpenter, Crenshaw & Hinton (2015); Thoman, E. (2015); Tobin (2018);

Twaweza. (2018);Uz, H. & Eryilmaz, (2019).

	Challenges facing   teacher engagement in public secondary school e performance in Nanyumbu


	5, Likert scale
	Pierrakos et al., (2019); Kelly, (2020);  Abdal-Haqq, (2019); Evans, (2021)

	A solution to the challenge of employee engagement in public secondary school performance in Nanyumbu
	5, Likert Scale
	Lunenberg, et al., (2018);Han & Yin, (2020); Bashir, et al., (2019); 

Foundation, (2021).



The scale will be used; 5 points Likert scale, ranging from 1 strong agree;2= agree;3= Neutral;4= Disagree Neither agree nor disagree;5= Strong Disagree.

Source: Davis, 1989: Duzevi, et al., 2016; Gao, et al., 2011; Kim et al., 2010: Venkatesh, et al., 2012; Wang et al., (2003).

3.9 Primary Data Collection
Using a survey approach, primary data were gathered by administering questionnaires. The research used a questionnaire. Adapted from and Lunenbu, et al., (2020), Ha & Yin (2020) and Bashir, et al. (2019). To fit the desired precise aims and the study setting, some changes were made to the questionnaire (see appendix I). Respondents were given the surveys to complete for 20 to 30 minutes. Section A of the questionnaire includes questions about demographic information such gender, age, experience, wards, and teaching specialties. The topics covered in Section B through Section C will be teacher engagements items, obstacles for teacher engagements items, and solutions for teacher engagements items.
3.10 Secondary Data Collection
Secondary data were also collected regarding Teacher engagements and public secondary school performance. Secondary data were retrieved from various journals, books, articles, and official documents. Secondary data was recovered, except for a few cases; most data from 2018 to 2021 will be used. The information collected was used to improve and compare with the primary data collected, thus assisting in improving the research design of the studied objectives. 

3.11 Data Analysis Procedures
Researcher’s utilized descriptive analysis in the study to assist them comprehends and organizes the data they had gathered and provide conclusions that were useful. The following happened throughout the data analysis process.
3.11.1 Data Entry

Data are directly entered into SPSS, a statistical tool. During and after entry, the entered data were routinely reviewed for accuracy by sporadic spot checks on a group of objects or observations. Additionally, the researcher kept an eye out when respondents entered data for obvious signs of incomplete information, such as choosing "strongly agree" for all things regardless of content, even reverse-coded items. If so, such data may be inputted but should not be included in the analysis that follows.
3.11.2 Data Analysis

The data collected was used quantitatively arranged whereas first was used computed in the SPSS regression model to generate relevant statistical analytical tests to present the results and foster a knowledge gap-filling process (Kothari, 2008). With that, descriptive statistics were first to be generated to show the profile of the respondents. After that, multiple regression analysis was used performed to establish the relationship between study variables

3.11.3 Quantitative Analysis 
In light of specific objectives, which aim to determine the effect of teacher engagement on public secondary school performance in Tanzania. The information collected by the researcher through questionnaire were double checked, coded and transferred to the software “Statistical Package for Social Sciences” (SPSS) software. Quantitative data analysis followed by multiple linear regression models and correlation were used to determine the effect of teacher engagement; on the other hand, public secondary school performance as a dependent variable.
 3.11.4 Multiple Regression Analysis 
The study analysed the effect of teacher engagement on public secondary school performance in Tanzania; effect analysis was employed to sort the data towards regression analysis. Thus, multiple linear regressions were employed to assess teacher engagement's effectt on public secondary school performance in Tanzania. Cronbach’s alpha coefficients were calculated to test reliability. Thus, due to the nature of the dependent variable, the study employed the multiple liner regression models, which show the relationship/estimation between dependent and independent variables. The model used in this study is shown in the form of a general linear regression as follows:
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 = regression coefficient that describes the changes in the dependent variable are caused by explanatory variables.
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= Regression errors term or random errors

ith and kth is a number of observation and parameter to be estimated, respectively.

This part of the analysis includes a regression model to test the hypotheses. Three extracted dimensions were taken as independent variables (role of teacher engagement, challenges facing teacher engagement, established solution to the challenge of employee engagement) against performance-dependent variables in a multiple regression model. All the hypotheses of the study were tested at a 95% confidence interval. The multiple regressions used the following model to determine the influence of these factors.
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Where:
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 Challenges facing teacher engagement
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 The established solution to the challenge of employee engagement

3.12 Data Reliability and Validity

3.12.1 Data Reliability

To gauge the objects' internal consistency, Cronbach's alpha was used. In all metrics, a value of at least 0.7 was necessary. Rajasekar, 2014; Geffen, et al., 2000). The cutoff point, 0.7, utilized the alpha coefficient's minimal value. As a result, every research variable has a Cronbach's Alpha value above 0.7 and fits the desired model
According to this study the Reliability results was as:

Coding mistakes and instrument ambiguity are found using reliability. The study's internal consistency and reliability were good, according to the results. Additionally, the outcome demonstrates that the influence of teacher engagement has a Cronbach's alpha of 0.631, hurdles to teacher engagement have a Cronbach's alpha of 0.529, and a proven solution to the difficulty of employee engagement has a Cronbach's alpha of 0.514. The reliability findings are summarized in Table 3.1.

Table 3.1: Reliability Test Result
	Variables
	Cronbach's Alpha
	 No.  of Items

	influence role of teacher engagement
	0.631
	5

	 challenges facing teacher engagement
	0.529
	7

	 the established solution to the challenge of employees
	0.514
	7


Source: Field data (2022)

3.12.2 Data Validity
A pilot study was carried out to assess the validity of the research, and components analysis was used to cut down on extraneous justifications for the study's constructs while maintaining the crucial ones. Additionally, the Exploratory Factor Analysis (EFA), which was carried out with the aid of the Statistical Package for Social Science software (SPSS) version 20, was used to verify the construct validity.

3.13 Ethical Research Consideration
The planning and execution of the study adhered to ethical norms. First, after informing individuals of the study's goals and letting them know whether participating in it was their decision, data collecting began with their agreement. Second, the researcher upheld the participants' right to privacy and the information's secrecy. The researcher also made sure that all the research, writing, and materials from other authors were credited in this work. Research clearance letters were received from the Open University of Tanzania, who would be in charge of the researcher's responsibility for the protection and safekeeping of material.

CHAPTER FOUR

DATA ANALYSIS AND FINDINGS

4.1 Chapter Overview

The study's objective was to assess teacher engagement's effect on public secondary school performance. The specific objectives of the study were; to identify the role of teacher engagement in public secondary school performance; to assess the challenges facing teacher engagement in public secondary school performance, and to establish a solution to the challenge of employee engagement in public secondary school performance in Nanyumbu. 

Descriptive analysis of the survey was done initially in this chapter before describing the study's findings. The goal of the descriptive analysis of the findings was to evaluate the types of respondents who participated in the study. This assessment aided in the discussion of the results and the comprehension of the respondent groups. By displaying the respondents' demographic traits used in this study, the section describes the different types of respondents. The chapter also discusses factor analysis, which was necessary to determine whether the constructs were meant to belong in the same category because each objective had a unique collection of independent variables that were used to measure a particular construct. The chapter also provides the findings of the study of the tested theory and the specific objective

4.2 Descriptive Analysis of the Findings

4.2.1 Respondents' Demographic Characteristics 
The study takes into consideration the respondents’ demographic characteristics. The study focuses on the following variables: the respondents’ age, the respondents’ sexism or gender category, also the respondent’s education levels acquired, and the respondents working experiences. 
From table 4.1, this study classified the participant into four groups as indicated in the table below. The study shows the variation in terms of age groups whereby 36%   were aged between 33-40 years and 18-25 years 22%.  In addition to that second age group was 19% who had the age between 26-32 and 46-50+ years were13% and 41-45 10%. The participants’ characteristics indicate that 62% were males while 38% were females. 62% had a Bachelor education level, and 27% had a Diploma education level, and 11% of participants had a Master’s education. However, 42% had working experience of 1-5 years, 25% were between 6-10 years in the office, 21% between 11-15 years, and 12% had between 16- and + years in the office. The participants as illustrated in Table 4.1:
Table 4.1: Respondents’ Demographic Characteristics
	Variables
	Participants
	Percentages (%)

	    Age in years 
	
	

	    18-25
	44
	22

	     26-32
	39
	19

	     33-40
	72
	                    36

	     41-45
	17
	10

	     46-50and above         
	        26
	13

	       Total
	198
	100

	      Sex 
	
	

	    Female
	76
	38

	     Male
	122
	62

	    Total 
	198
	100

	      Education: 
	
	

	    Diploma education 
	53
	                    27

	    Bachelor education 
	112
	62

	    Master’s education and above
	33
	11

	    Total 
	198
	100

	   Duration in the office
	
	

	   Between 1-5 years
	81
	                   42

	   Between 6-10 years
	50
	                   25

	   Between 11-15 years
	41
	                   21

	   Between 16- and + years
	        23
	                   12

	   Total 
	198
	100


Source: Field data (2022).
4.3 Reliability Results

Coding mistakes and instrument ambiguity are found using reliability. The study's internal consistency and reliability were good, according to the results. Additionally, the outcome demonstrates that the influence of teacher engagement has a Cronbach's alpha of 0.631, hurdles to teacher engagement have a Cronbach's alpha of 0.529, and a proven solution to the difficulty of employee engagement has a Cronbach's alpha of 0.514. The reliability findings are summarized in Table 4.2.

Table 4.2: Reliability Test Result
	Variables
	Cronbach's Alpha
	 No.  of Items

	Influence role of teacher engagement
	0.631
	5

	 Challenges facing teacher engagement
	0.529
	7

	 The established solution to the challenge of employees
	0.514
	7


Source: Field data (2022).
4.4 The role of Teacher Engagement on Public Secondary School Performance in Nanyumbu
The respondent was required to identify to what extent they agreed on the role of teacher engagement in public secondary school performance in Nanyumbu. By circle 1=strongly disagree, 2=disagree, 3=neutral 4 =agree and 5=strongly agree. From the below Table 4.3, respondents gave their responses according to the questions asked. Based on the respondent's results as shown;
Table 4.3: Role of Teacher Engagement on Public Secondary School Performance
	role of teacher engagement in public secondary school performance
	1
	2
	3
	4
	5

	Teacher engagement influences teacher-student interaction
	5%
	2%
	2%
	26%
	65%

	Engaged teachers care about their work and school performance
	2%
	1%
	2%
	17%
	78%

	Engaged teachers feel connected to their teams, 
	4%
	3%
	3%
	23%
	67%

	Engaged teacher love their jobs
	3%
	2%
	1%
	34%
	60%

	Engaged teachers put effort into helping the school encourage Others to do their best,
	3%
	2%
	5%
	39%
	51%


Source: Field data (2022)
Teacher engagement influences teachers-students interaction on public secondary school performance practice in Tanzania was tested against the respondents in the field study whereby 65% of respondents had strongly agreed that teacher engagement influences teachers-students interaction on public secondary school performance practice in Tanzania, 26% had agreed and 2% had disagreed, while 2% of respondents had strongly disagree as this had not positively affected by teacher engagement influences teachers-students interaction on public secondary school performance practice in Tanzania.

The engaged teachers' care about their work and school performance was a tested variable in this study in which respondents had a chance to provide the opinion. Based on their response’s respondents had these findings, 78% of respondents strongly agreed, and 17% decided that engaged teachers care about their work and school performance had a positively role in public secondary school performance. While 2% of the respondents strongly disagreed, engaged teachers care about their work and school performance had not played any role in Tanzania's public secondary school performance. 

Engaged teachers put effort into helping the school encourage other to do their best was another tested variable in this study in which respondents had the chance to respondents. 67% of respondents had strongly agreed that 23% had decided that engaged teachers put effort into helping the school encourage others to do their best had a positive role on public secondary school performance. While 3% of the respondents had become neutral, which they neither agreed nor disagreed, and 3% of respondents strongly disagreed engaged teachers putting effort into helping the school encourage others to do their best had not played a positively role in public secondary school performance.

4.5 Assumptions of Linear Regression Results
Regardless of the intricacy of the plan, the first stage in any analytic strategy is a regression analysis (along with data cleaning, preparation, and descriptive studies). It is important to recognize that the outcomes and future directions of any investigation might be negatively impacted by the selection and application of the incorrect regression model or by the violation of its underlying assumptions. In a linear regression analysis, the dependent (criterion) variable is examined to see if one or more predictor variables can adequately account for it. Five fundamental assumptions govern this form of regression: linear relationship, multivariate normality, absence of multicollinearity, and minimal multicollinearity.
For this kind of regression model, it is also important to take care of the sample size. According to the general rule for sample size in linear regression, each independent variable in the study must include at least a few examples. The relationship between the independent and dependent variables must be linear for linear regression to satisfy the assumption of a linear relationship. Due to the sensitivity of linear regression to outlier effects, it is also crucial to look for outliers. Examining scatter plots is one technique to verify the linearity assumption. Any level of SPSS user is welcome to read this essay. The information is provided in such a way in this study that it is also intended for a readership with a background in theoretical and practical statistics.
4.6 Linear Regression Analysis Results
4.6.1 Role of Teacher Engagement in Public Secondary School Performance
The Correlation result shows that R = 0.647, which means that there is a strong positive relationship between the role of teacher engagement on public secondary school performance, the relationship between the challenges facing teacher engagement in public secondary school performance. Whereby R square = 0.418 influences the established solution to the challenge of employee engagement in public secondary school performance and adjusted R court = 0.391 shows that role of teacher engagement, challenges facing teacher engagement, established solution to the challenge of employee engagement in public secondary school performance are fit to this model.
Table 4.4: Linear Regression Results Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. The error of the Estimate

	1
	0.647a
	0.418
	.391
	.53764


Source: field data (2022).
Predictors: (constant), the role of teacher engagement, challenges facing teacher engagement, established solution to the challenge of employee engagement on public secondary school performance 

4.5.2 ANOVA Test
The significant level of the model is 0.000, and the significant value of the model is F=15.569, indicating that the model is acceptable. Additionally, the results indicate that this model is superior and more effective for this research. Consequently, the impact of employee engagement difficulties and proven remedies on public secondary school performance in Nanyumbu has been accounted for by this model.
Table 4.5: ANOVA Test
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	13.501
	3
	4.500
	15.569
	.000a

	
	Residual
	18.789
	65
	.289
	
	

	
	Total
	32.290
	68
	
	
	


Source: Field data (2022)
Predictors: (constant), the role of teacher engagement, challenges facing teacher engagement, established solution to the challenge of employee engagement—dependent public secondary school performance.

Table 4.6: Coefficient of Effect of Teachers Engagement on Public School Performance
	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	0.910
	 0.471
	
	1.931
	0.058
	
	

	
	Role of teacher engagement
	0.179
	0.097
	0.198
	1.849
	0.069
	0.608
	1.285

	
	Challenges of teacher engagement
	0.051
	0.117
	0.046
	0.437
	0.066
	0.402
	1.246

	
	The solution to challenge of employee
	0.054
	0.119
	0.049
	0.428
	0.069
	0.505
	1.237


Source: field data (2022).
Interpretation of this model means that a unit of role of teacher engagement increases would result in an increase of 0.179 in Public secondary school performance. A team of the effect of challenges facing teacher engagement increases would lead to an increase of 0.051 in public secondary school performance; A team of the effect of established solution to the challenge of employee engagement increases would lead to an increase of 0.054 to public secondary school performance

Table 4.7: Dependent Variable: Public Secondary School Performance
	Collinearity Diagnostics

	
	Model

Dimension
	Eigen value
	Condition Index
	Variance Proportions

	
	
	
	
	Constant
	Role of teacher engagement
	Challenges of teacher engagement
	The solution to challenge of employee

	
	1
	3.943
	1.000
	.00
	.00
	.00
	.00

	
	2
	.023
	13.035
	.02
	.86
	.01
	.01

	
	3
	.021
	13.574
	.15
	.14
	.28
	.29

	
	4
	.013
	17.681
	.83
	.00
	.71
	.74


Dependent Variable public secondary school performance;
The result from Table 4.7 shows that there is positive Collinearity between roles of teacher engagement in public secondary school performance; 0.608 is a coefficient Tolerance of this effect. However, the positive sign of the collinearity implies that parts of teacher engagement significantly affect public secondary school performance. The result from Table 4.7 shows that there is positive Collinearity between challenges of teacher engagement in public secondary school performance 0.402 is a coefficient Tolerance of this factor. However, the positive sign of the co-linearity implies that effect of challenges of teacher engagement has a significant impact on public secondary school performance.

The result from Table 4.7 shown that there is positive Co linearity between solutions to the challenge of the employee in public secondary school performance 0.505 is a coefficient Tolerance of this factor. However, the positive sign of the co-linearity implies that the effect of solutions to challenge of employee has a significant effect on public secondary school performance. Therefore, assess the impact of teacher engagement on public secondary school performance in the Nanyumbu District council

4.6 Challenges Facing  Teacher Engagement in Public Secondary School E Performance in Nanyumbu
The respondent is required to identify challenges facing teacher engagement in public secondary school e performance in Nanyumbu. By circle 1=strongly disagree, 2=disagree, 3=neutral, 4 =agree, and 5=strongly agree from the below Table 4.8, respondents had given their responses according to the nature of questions asked. Based on the respondent's results as shown;
Table 4.8: The Challenges Facing Teacher Engagement in Public Secondary School Performance in Nanyumbu
	

	the challenges facing   teacher engagement in public secondary school  performance
	1
	2
	3
	4
	5

	Lack of training
	2%
	5%
	15%
	28%
	50%

	Lack of insight from the top management
	3%
	6%
	8%
	20%
	63%

	Lack of support from teachers themselves
	4%
	1%
	12%
	16%
	67%

	Schools try a one-size-fits-all approach for their teachers
	3%
	9%
	16%
	24%
	48%

	Lack of resources allocated for teacher development,
	4%
	5%
	7%
	24%
	62%


 Source: field data (2022)
This model shows that the influence role of teacher engagement, challenges facing teacher engagement, and established solutions to the challenge of employee engagement had a significant level of 0.000, so these effects have the most considerable influence on public secondary school performance

Linear Regression Model obtained from 

PSSP` = 0.910   + 0.179 RTE+ 0.051 CFTE+ 0.054 ESCTE
Whereby 

PSSP:
Public secondary school performance
RTE
Role of teacher engagement
CFTE
Challenges facing teacher engagement 

ESCTE   Established a solution to the challenge of employee engagement
Lack of training is the challenge facing teacher engagement in public secondary school performance has been tested against the respondents in the field study. Whereby 50% of respondents strongly agreed, and 28% decided that Lack of training is the challenge facing teacher engagement in public secondary school performance. While 15% of the respondents had become disagreed, and 5% of respondents strongly disagreed. Lack of training is the challenge facing teacher engagement has not positively on public secondary school performance in Tanzania.
Another issue that has been identified as hindering teachers' participation in public secondary school performance has been tested against the respondents in the field study. This issue is a lack of insight from the top management. While 20% of respondents decided that lack of understanding from top management is another identified challenge faced by teachers' attention on public secondary school performance, 63% of respondents strongly agreed that lack of insight from top management is another challenge faced by teachers' engagement in public secondary school performance. Another highlighted impediment to teachers' engagement in public secondary school success is a lack of insight from the top administration, but only 8% of respondents agreed with this statement, and 6% strongly disagreed.
Lack of support from teachers themselves is seen as fundamental challenge facing teacher engagement in public secondary school performance. Whereby 67% of respondents strongly agreed as lack of support from teachers themselves is seen as real challenge facing teacher engagement in public secondary school performance, 16% decided as lack of support from teachers themselves is seen as real challenge facing teacher engagement in public secondary school performance. While 12% of the respondents had become strongly disagreed and 4% of respondents disagreed and agreed as lack of support from teachers themselves, seen as fundamental challenge facing teacher engagement has not influenced public secondary school performance.

Lack of resources allocated for teacher development challenges facing teacher engagement in public secondary school  performance has been tested against the respondents in the field study whereby 62% of respondents had strongly  agreed that lack of resources allocated for teacher development, challenges facing teacher engagement on public secondary school  performance, 24% had agreed and 7% had provided disagreed, while 5% of respondents had firmly disagreed and 4% had become neutral on lack of resources allocated for teacher development, challenges facing teacher engagement on public secondary school  performance.
4.7 Established a Solution to the Challenge of Employee Engagement in Public Secondary School Performance in Nanyumbu

The respondent must identify solution to the challenge of employee engagement in public secondary school performance in Nanyumbu. By circle 1=strongly disagree, 2=disagree, 3=neutral 4 =agree, and 5=strongly agree from the below Table 4.6, respondents had given their responses according to the nature of based on the respondent's results as shown;
Table 4.9: Solution to the Challenge of Employee Engagement in Public Secondary School Performance 
	They established a solution to the challenge of employee engagement
	1
	2
	3
	4
	5

	 School culture which enables school principles to manage school change better for school performance
	1%
	4%
	10%
	34%
	50%

	Recognize teachers for their work,
	3%
	6%
	8%
	20%
	63%

	Strategic leadership encourages teachers to engage in their duties
	3%
	2%
	9%
	18%
	68%

	Training and development
	1%
	9%
	17%
	23%
	49%

	Having a life-work balance
	2%
	7%
	5%
	25%
	63%


Source: Field data (2022)
School culture, enables school principals to manage school change better for school performance, has established a solution to the challenge of employee engagement in public secondary school performance. Whereby 50% of respondents strongly agreed, and 34% decided that School culture which enables school principles to manage school change better for school performance, is established a solution to the challenge of employee engagement in public secondary school performance. While 10% of the respondents had become agreed, and 4% of respondents had strongly not agreed that school culture, which enables school principals to manage school change better for school performance, is established a solution to the challenge of employee engagement in public secondary school performance.

Recognizing teachers for their work, as established a solution to the challenge of employee engagement in public secondary school performance in Nanyumbu, has been tested against the respondents in the field study. Whereby 63% of respondents strongly agreed that recognizing teachers for their work as established a solution to the challenge of employee engagement in public secondary school performance, 20% agreed that Recognizing teachers for their work as found a solution to the challenge of employee engagement in public secondary school performance. While 8% of the respondents had become disagreed, and 6% of respondents strongly disagreed that not recognizing teachers for their work as established a solution to the challenge of employee engagement in public secondary school performance.

Strategic leadership encourages teachers to engage in their duties and has been tested against the respondents in the field study. Whereby 68% of respondents had strongly agreed that Strategic leadership encourages teachers to engage in their obligations has been tested against the respondents in the field study, 18% had agreed that strategic leadership encourages teachers to engage in their obligations has been tested against the respondents in the field study on public secondary school performance.

Training and development on establishing a solution to the challenge of employee engagement in public secondary school performance has been tested against the respondents in the field study whereby 63% of respondents had strongly  agreed that, Training and development on establishing a solution to the challenge of employee engagement in public secondary school performance, 25% had decided as training and result on based a solution to the challenge of employee engagement has to influence in public secondary school performance

4.8 Discussion of Findings
4.8.1 Roles of Teacher Engagements in Public Secondary School Performance
The respondent must identify to what extent you agree on the role of teacher engagement on public secondary school performance in Nanyumbu. Teacher engagement influences teachers-students interaction on public secondary school performance practice in Tanzania was tested against the respondents in the field study whereby 65% of respondents strongly agreed that teacher engagement influences teachers-students interaction on public secondary school performance practice in Tanzania, 26% had agreed.  
The above explanation has supported by (Richards 2021), who explains how students should participate in classroom activities based on a cooperative rather than individualistic approach to learning and how they are a negotiator in the learning progress and objective. According to (Mishra, 2019) provided that the standing point signifies Teacher engagement influences teachers-students interaction ought to strive for to achieve their goals.
Teacher engagement is essential to the competitiveness of any school, particularly in the current business environment(Harter et al., 2020). Teachers engaged at work are more likely to be produced consistently, which leads to a higher-performing workforce(Zerin, 2019). The Workplace Research Foundation (2020) found that engaged teachers are likelier to have above-average productivity. Active teachers believe that their work is meaningful, that they are appreciated and backed by their supervisors, and that they have been entrusted with the success of their company (Bashir, et al., 2019). The level of teacher engagement and the school culture that leaders foster determine how well a school performs. A school's leadership's views and ideals will always affect the school's performance (Bashir et al., 2019; Robertson-Smith & Markwick, 2019; Satata, 2021; Simmons, et al., 2015). 
According to Rodgers (2017), a teacher should also be a counsellor, a facilitator of group activities, and a skilled communicator in the classroom. Teachers must consider how they may help their pupils succeed in this way. These are a crucial part of upholding better standards for each student. Additionally, they play a big part in fostering student communication so that each student may contribute independently to the learning environment and are motivated to think differently about their futures.
In relation to the aforementioned, Macpherson (2017) pointed out that cooperative learning is a type of teaching and learning strategy where students collaborate to learn and practice subject matter components in order to achieve shared learning objectives. Cooperative learning is described as a fairly formal structuring of activities in a learning setting that contains certain elements intended to maximize the potential for rich and deep learning. It gives people a chance to assist and encourage one another in a learning setting. I wholeheartedly agree with this statement since it demonstrates how interdependent the group is and how each member is accountable for the success of the others.
To make sure the work is completed correctly, the teacher may watch and take appropriate action as needed. Another element of the teacher-student interaction in secondary schools is the quality of the learning environment; the social and emotional climate that a teacher creates with students will help them feel at ease in the classroom and involved in the learning process. According to Ticket and Moos (2018), cited in Myers and Claus (2019), the classroom environment has three main components: the degree to which students can participate in learning activities, the general framework the instructor provides for the classroom, and the ability for students to form relationships with their instructors and peers.
Public secondary school performance was positively impacted by engaged teachers' care for their work and school performance. The notion that teacher engagement is a motivating concept reflecting the voluntary allocation of teachers' resources and energy across teaching-related activities has therefore been similarly reinforced by (Klassen et al., 2012),who concurred with the fact that it is. There has been a spike in interest in teacher engagement in recent years. This was brought on by the desire to better comprehend the issue of profession attrition, which has been linked to low levels of engagement and job satisfaction (Bao et al., 2022).

The relationship between teachers and students may also have an impact on teacher engagement. Teacher engagement influences teacher-student interaction (Robertson-Smith & Markwick, 2019). The nature of these jobs may alter with time: "A teacher may initially display high levels of social involvement but low levels of cognitive engagement (Gikonyo, 2018). According to Kelly (2020), motivated teachers are concerned about their profession, the success of the schools, and believe that what they do matters. A motivated teacher is in it for more than just the money and may believe that their performance and, by extension, the success of the school, are correlated with their well-being (Tobin, 2018).
According to Foundation (2021), teachers who are involved in their work have very positive views of their workplace. Teachers will want to stay and put forth extra effort to help the school succeed as well as motivate other teachers around them to do their best, which will result in higher teacher engagement across the board for the entire team when they feel connected to their teams, love their jobs, and have positive feelings about the school. Once instructors are involved, they voluntarily feel a sense of ownership over the school, absorb its goals, and want to stay. (Han & Yin, 2020; Loy, 2019; Han).
The data showing that teacher engagement is an essential component of contextual antecedents that would affect student-level achievements (Farhan et al., 2016). Students are more likely to have better levels of academic motivation if they comprehend how teachers express their opinions, feelings, and enthusiasm in instructional activities (Perera and John, 2020). However, in l teaching context, teacher involvement has seldom been studied, even though most studies have focused on foreign/s language instructors' job burnout (Zhaleh, et al., 2018; Li, et al., 2021). (Siyyari, 2018; Greenier, et al., 2022). Results indicate that in public secondary schools, engaged teachers are concerned with their students' academic success.

Another examined feature in this study that positively impacted performance in public secondary schools was the presence of engaged instructors who make an effort to support the school and encourage students to provide their best effort. The most recent model of teacher engagement identifies three dimensions for this construct, including cognitive, emotional, and social components (Klassen et al., 2019).When a person is immersed in their work and spends mental energy to career-related duties, the cognitive dimension is present.
The puzzle of teacher satisfaction must be completed by engaging teachers in order to retain outstanding talent (Perera, et al., 2018a; Yerdelen, et al., 2018).Schools with disengaged teachers, on the other hand, waste time and lose talent, have less dedication from the faculty, deal with higher absenteeism, place less emphasis on the needs of the customer, produce less, and have lower operational and net profit margins (Baran, et al., 2018). Schools should always endeavor to engage teachers and turn non-engaged and disengaged ones into engaged ones by putting the identified engagement determinants into practice in order to reap the benefits of teacher engagement (Abdal-Haqq, 2019).
According to Bello (2021), teacher involvement may be crucial to the implementation of school transformation and may be especially crucial in fostering agility in a school culture that must adjust to student performance. For instance, Bello (quoted in Scottish Executive Social Research, 2017) discovered that attempts to promote teacher participation had resulted in time savings when adopting new policies. According to the study, when teacher performance affects a school's bottom line profit, engagement may be able to help.
According to Schaufeli, et al., (2019), Work engagement, is a "positive, rewarding state of mind associated to work, marked by vigour, dedication, and immersion." Klassen, et al., (2017) noted that the emotional magnitude corresponds to the dedication dimension, while the cognitive dimensions correspond to the vigour and absorption dimensions. Earlier models of work engagement, according to Klassen et al., (2013) is justification for this conceptual addition, did not take into account teachers' efforts to connect with and maintain relationships with students and colleagues, even though building social relationships is an essential component of teachers' work (Jennings and Greenberg, 2009). Klassen, et al., (2013) support the most common understanding of teacher engagement is represented by this multifaceted conceptualization. Other researches have identified significant connections between the four factors.
According to the findings, burnout and teacher involvement were inextricably linked. Additionally, teachers with more experience were more engaged at work. In a recent study, Greenier, et al., (2022) used 108 British and 255 Iranian English language teachers as a sample to examine the impact of emotion control and psychological well-being on teacher engagement. They discovered that emotion management was a greater predictor of teacher involvement and strongly predicted it for Iranian and British teachers. Additionally, they discovered some intercultural variations in the regression coefficients. The relationship between teacher involvement and British language teaching was stronger.
The present study explored the effects of teacher engagement on students’ achievement and the mediating roles of autonomous motivation and positive academic emotions in the association between teacher engagement and students’ achievement. Teacher involvement is the culmination of a teacher's commitment to their work as well as their concerns, trust, and encouragement for their students. According to Mayer (2014), teachers' participation and engagement can improve the interactive quality of online learning and elicit social responses from students, encouraging them to choose, organize, and integrate learning materials and boosting their academic performance.

4.8.2 Challenges Facing Teacher Engagement in Public Secondary School
Lack of training is the challenge facing teacher engagement in public secondary school performance has been tested against the respondents in the field study. Zeichner (2017) conducted a study on the lack of improving teacher education (training) in the United States and came up with the findings that teachers who miss continuous training have faced significant challenges to teacher engagement. The results demonstrate how participants' ability to actively participate both within and outside of the classroom is impacted by fear. The researcher came to the conclusion that kids lose their sense of freedom when teachers are not properly trained in how to engage students in the classroom and make them feel like friends in order to achieve academic success in public secondary schools.
Lack of training, which is continuous and multidimensional, will make teachers less effective in incorporating the school’s objectives (Eliya & Ifeoma, 2015; Michael, 2017; Mungure, 2016; Veloo, et al., 2015). School problems, such as absenteeism and an uncommitted workforce, are byproducts of little or no teacher training; training staff boosts job motivation, satisfaction, and enrichment (kelly, 2020).
Lack of insight from the top management is another identified challenge faced by teacher’s engagement on public secondary school performance. Downey (2018) Conducted a study on the recommendations for fostering educational resilience in the classroom, preventing school failure, and reported that in order for learning to occur teachers should show a good relationship with their learners as well as most of the schools’ administrative organs consistently lack insight as top management is another identified challenge faced teacher's engagement. The research demonstrates that a teacher's relationship with their top management students is crucial to their success Zerin (2019) points out those public education institutions suffer from a lack of leadership that is either inattentive or uncommitted. Because of this, it can be challenging to give ideas like teacher engagement precedence over other, more pressing problems. The infrastructure necessary may not be in place, and it takes a lot of work to make communication dependable and regular between different organizational levels (Ngithi, 2019).
The majority of students experienced issues such as sub par performance, a lack of friends and support, a lack of self-assurance, loneliness, stress, and dropout. According to what Damian (2020) saw, students are the ones who suffer the most if teachers do not develop strong bonds with their students. This is because teachers' lack of insight from top management is another issue that has been identified as a barrier to teacher engagement in public secondary school performance.
Lack of support from teachers themselves, seen as fundamental challenge facing teacher engagement in public secondary school performance, has not influenced public secondary school performance. To provide secure environments, install trust in students' abilities to work independently, and inspire learning, a positive and professional relationship is necessary. Students are better able to recall recently learned knowledge when guided by pleasant emotional stimuli, in particular (Nelson, 2019). But if their apparent Lack of support from teachers themselves is seen as fundamental challenge facing teacher engagement in public secondary school performance. Here, it should be emphasized that teachers feel motivated, influenced, and stimulated to actively participate with their teachers when the teaching and learning environment is safe and supportive. That’s to note that the teacher to teacher’s relationship is vital to learning and academic performance.
Lack of appreciation is one of the principal reasons teachers lose morale in their jobs (Rutenberg, 2019). A culture that doesn’t promote recognition and rewards alienates the workforce disregarding one of the most fundamental needs of social distinction (Keser & Yavuz, 2018). Teachers also tend to leave the workplace and stifle their growth with the same monotonous line of work (Rutenberg, 2019). A work culture promoting recognition and rewards with a continual learning phase appeals to everyone, leading to an engaged workforce (Satata, 2021). An engaged workforce and a sound work culture are secret recipes for the success of any school (Bashir, et al., 2019). Lack of acknowledgments of the teacher's contributions openly. According to Lunenburg et al. (2018), schools in sub–Saharan Africa tend to lack a culture where every school member acknowledges each other’s good work. (Keser & Yavuz, 2018) pinpointed that the lack of solid school culture contributes to teacher disengagement in the school.
Lack of resources allocated for teacher development and challenges facing teacher engagement in public secondary school performance have been tested against the respondents in the field study on the effect of concentration on teacher productivity, attendance, safety, well-being, and general happiness with life is genuinely positive and transformational (Krueger & Killham, 2015). Researching the influence administrators have on creating a culture that Promotes teacher engagement that affects the overall well-being of the campus which has interested in this subject has been sparked by the research on how administrators may impact the development of a culture that fosters teacher engagement and improves the campus's general wellbeing. Understanding the Q12 Survey from The Gallup Organization and the significance of the study's execution is essential to an organization's strategy for addressing the demands of its audience (Harter, Schmidt & Hayes, 2002; Krueger & Killham, 2015; Thackray, 2017; Wagner & Harter, 2019). 
4. 8.3 Solution to the Challenge of Employee Engagement in Public Secondary School Performance 
The respondent must identify solution to the challenge of employee engagement in public secondary school performance in Nanyumbu. School culture, enables school principals to manage school change better for school performance, has established a solution to the challenge of employee engagement in public secondary school performance. 
According to Korpershoek et al. (2019), one concept in management study that includes unwritten rules that affect teachers' interactions and conduct is school culture. The internal atmosphere of a school's operations, or "school culture," is what motivates teacher involvement and school goals and makes the best use of its human resources (Baran et al., 2018). For greater school performance, managers can better manage change thanks to school culture (Simmons, et al., 2015). According to Korpershoek, et al. (2019), schools that foster a culture of significance are more likely to have instructors who are engaged. When people feel appreciated and make a difference, they experience meaning, which is the sensation of a reward for spending their time and efforts in a task.
Recognizing teachers for their work, as established a solution to the challenge of employee engagement in public secondary school performance in Nanyumbu, has been tested against the respondents in the field study. Whereby of respondents strongly agreed that recognizes teachers for their work as established a solution to the challenge of employee engagement in public secondary school performance. Connected to the above, Mulford (2021) confirms that rewarding and recognizing do not necessarily have to be monetary. It’s more about how much public schools care for teachers (Heystek & Terhoven,2020). When teachers are rewarded and recognized for their work, it builds teacher morale, productivity, and overall teacher satisfaction or job satisfaction aligns the leadership around a unified school strategy keeping in mind teacher engagement and the importance of positive workplace culture ; Korpershoek, et al., 2019)

.(Kelly, 2020
According to the field study's respondents, strategic leadership motivates teachers to perform their tasks. Strategic leadership's ability to motivate teachers to fulfil their responsibilities has been put to the test in the field study, where respondents highly agreed with this statement. In addition to emphasizing the long-term advantages of seeking the common good, this rational theory is sufficiently well-planned to accomplish the task at hand (Lin, 2019). Effective resource management is a key component of strategic leadership, which is characterized by adaptability (Wagner & Harter, 2019).
Palladian et al. (2016) claim that strategic leadership has a connection to transformational leadership and incorporates a variety of leadership approaches which can help the leader to bring teachers close to the school’s goal and objective hence the teacher engagement in school productivity (Tobin, 2018). Training and development on establishing a solution to the challenge of employee engagement in public secondary school performance have been tested against the respondents in the field study, and respondents strongly agreed that, Training and development on finding a solution to the issue of teacher involvement in the performance of public secondary schools. Leaders should invest in training and development programs because it helps students gain knowledge, skills, and competencies that are essential for academic achievement. Training and development as the key predecessors of teacher engagement (Ayvaz-Tuncel, et al., 2018).

In modern public schools, training in a Human Resource Development practice is essential to teacher involvement since it improves their technical and personal abilities as well as the ability of the entire institution (Andreas, 2021). By fostering confidence and overcoming inadequacies, training is a powerful instrument for instructors that aids in the achievement of educational objectives (Ayvaz-Tuncel, et al., 2018, 2018; Lin, 2019). Since instructors are more productive when they are skilled at their occupations, training and academic performance go hand in hand (Keser & Yavuz, 2018). Therefore, the purpose of training workshops should be to aid teachers in their work. Additionally, having adequate training would promote the teacher-student relationship and thus, academic success.

4.9 Chapter Summary
Based on the study's objective, the findings are discussed in this chapter. The study's findings are reported using quantitative techniques. The table serves as a summary and presentation of the quantitative data. The overall goal was to assess the effect of teacher engagement on public secondary school performance; the next chapter is concerned. The next chapter, five presents the conclusion, implications of the study, recommendations, and areas for further studies.
CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction
This chapter presents a summary of study, findings, then highlights important conclusions and makes recommendations based on the research findings. In this concluding chapter, the findings are presented in summary, conclusions and recommendations of the research findings as presented and discussed in the previous chapter four.

5.2 Summary of the Findings 
The study revealed that the role of teacher engagement on public secondary school performance, including teacher engagement, influences teacher-student interaction; engaged teachers care about their work and school performance; active teachers feel connected to their teams; active teacher loves their jobs; active teachers put effort to help the school encourage other to do their best, had significant influencing on public secondary school performance. 
The study produced knowledge about the role of the engaged teacher in student performance and instructional strategies that engage students, despite its limited scope, it is concluded. The study discovered engaged teachers played a big role to motivate and engage their students, few believed they were doing so. Teachers can more readily identify behavioural involvement than cognitive and emotional engagement. There are three different types of involvement, according to earlier research: emotional, cognitive, and behavioural engagement (Cooper, 2019). A full picture of teacher engagements to student’s performance t is presented by taking into account all three dimensions of engagement: behavioural, mental, and emotional (Fredricks, et al., 2004). Additionally, teachers are intensely engaged in their students' performance and have varied views on the teaching and learning process. Knowing the material inside and out, as well as being more self-aware and sympathetic to the teacher, helps to direct students' instructional methods.
The challenges facing teacher engagement in public secondary school performance the respondents identified challenges facing teachers, meeting in public secondary school e performance such as constant lack of training, lack of insight from the top management; lack of support from teachers themselves; schools trying a one-size-fits-all approach for their teachers, and lack of resources allocated for teacher development had significant negative influencing on public secondary school performance.
As a result, the amount to which teachers are under motivated would depend on how successfully the government works to address these aspects in an effort to address teachers' issues. The study's findings indicated that teachers' challenges appeared to depend on several elements, as noted above. Teachers' low levels of motivation are correlated with their high levels of dissatisfaction with motivational factors, including working conditions, secondary education policies, financial compensation, work promotion, community perception of teaching professionals, and recognition. These issues should be solved

Challenge of employee engagement in public secondary school performance. Moreover, the results have to show the established a solution to the challenge of employee engagement in public secondary school performance in Nanyumbu, among them including the following; school culture which enables school principles to manage school change better for school performance; recognize teachers for their work, strategic leadership encourages teachers to engage in their duties; training and development and having a life-work balance development had significant influencing on public secondary school performance. 
5.3 Implications of the Study

5.3.1 Implications to the Ministry of Education Science and Technology and High Learning  
The study was carried out of understanding teacher engagement strategies in Tanzania hence acknowledging of this work can be used with stakeholders in the ministry in improving their policies, and all matter related to teaching services and see how they could assist the public secondary schools in the future.
5.3.2 Implications of the Study to Nanyumbu Secondary Schools

The practical significance of this study's results contributed to the Nanyumbu secondary school added existing body of knowledge in the area of teacher engagement strategies helps to achieve sustainable effectiveness. The school management can use this study result to review their teacher engagement strategies in improving the public secondary management target.

5.3.3 Implications of the Study to Community

The study contributes to audit experts and body of knowledge by providing in-depth understanding of the importance of teacher engagement strategies activities in this era of cutthroat competition and help upcoming researcher to get reference in their studies that will relate teacher engagement strategies ineffective in Tanzania. 

5.4 Recommendations

In view of the findings as well as the conclusion deduced from the study, recommendations that may be useful to policy makers and stakeholders were made. First, to address employee engagement, the school management should adequately involve the teachers in decision making so that they can own up the policies put in place. Teachers should also be involved through some representatives in strategic policy decisions by both the Ministry of Education Science and Technology and Teachers Services Commission. The outcome of this will be; the teachers will get committed, have vigor in the work place and the overall goal of performance will be achieved. The study has mainly focused employee engagement and its influence on the performance of teachers in Tanzania and Nanyumbu in particular
i. It is suggested that a comparison of curricula, tactics, and resources might have improved the teacher's participation in public secondary schools. It is advised that arrangements based on the curriculum and any external provisions intended to serve the academic needs of students be taken into account. 
ii. It is recommended that it would be more fruitful to observe and record instructor behaviours during instruction in addition to monitoring and documenting student on-task and off-task behaviours since this would allow for a more thorough investigation of the instructional strategies that engage students and how they react to them. 
iii. It is recommended that future research should provide the teachers a chance to share their concept of engagement in order to really understand their responsibilities in student engagement, it is advised. Different definitions and a wide range of factors might be included in engagement.
iv. It is recommended that challenges facing teacher engagement in public secondary schools should be compellingly solved and creates expectations for success, so scales should be constructed by aggregating student responses to a set of individual survey items.
v. It is recommended that is necessary to identify additional controls for student performance in light of both previous and current studies. For instance, factors such as gender, being raised by a single parent, parental education, and a measure of household goods that roughly reflects socioeconomic level all affect a student's academic achievement.
vi. It is recommended that working conditions have a great impact on teachers’ engagement; the government should continue putting more efforts into improving the working conditions by building more houses with the availability of such services as electricity and water for teachers, health facilities (NHIF) and improving classrooms conditions and teaching facilities to facilitate easy teaching-learning processes. 
5.5 Study Limitations

Despite its various contributions, this research has several limitations that should be noted. First, the data were collected at a particular point in time, namely, between March to October 2022, from rural public secondary schools in only Nanyumbu district; therefore, the findings apply to this specific point in time and these districts. The findings of this qualitative research should not be judged based on quality criteria for quantitative research but based on qualitative criteria of trustworthiness, transferability, credibility and comparability. Second, the researcher found few prior studies that investigated teacher engagement in Tanzanian context and African context and, therefore, much of the reviewed literature was conducted in wealthier urbanised countries. Third, this research has explored school ‘covert’ activities done without deliberate disruptive intent, but which subvert MoEST policies. However, much of these activities were not in the public domain for the researcher to analyse their trends.
5.6 Area for Further Research
It provides a basis for future studies on how the effect of teacher engagement on public secondary school performance in the Nanyumbu District council in Tanzania. Related research can be done with employees in the MoEST and TSC to address employee engagement issues. Further research should be carried out to investigate how each of the predictor variables in the study can be made more effective.
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APPENDICES

APPENDIX I: Questionnaire
Introduction

I am Martin Muyomba, and I am a student at the Open University of Tanzania (OUT). You are kindly requested to respond to this questionnaire to help me to undergo the study topic that “assessments of teacher engagement on the performance of the public secondary school in Tanzania; a case of Nanyumbu district” The information to be provided in this questionnaire will be used only for academic purposes and kept with high confidential status from unauthorized uses. I thank you in advance for your time, cooperation, opinions, completion and return of these questionnaires. May God bless you. 

Section A: Respondent's Demographic Information 

1. Respondent’s gender 

i. Male ( )

ii. Female ( )

2. Respondent’s age group 

i. 18-25

ii. 26-33

iii. 34-41

iv. 42-49

v. 50- Above

3. What is the respondent’s highest level of education?

i.       Certificate ( )

ii. Diploma ( )

iii. Bachelor ( )

iv. Masters ( )

4. Respondent’s work experience

i. Below 5 years ( ) 

ii. 6-10 years ( ) 

iii. 11-15 years ( ) 

iv. 16-20 years ( ) 

v. Over 21 years ( )

5. SECTION B: Teacher engagements

The heading should read SECTION B: TEACHER ENGAGEMENT.

Based on teacher engagement, please indicate the extent to which you agree or disagree with the following statements. Use a 5-point scale where 5strongly agree, 4=Agree 3=Neutral, 2=Disagree and 1strongly disagree. Tick once in the appropriate option

	ITEM
	1
	2
	3
	4
	5

	Teacher engagement influences teacher-student interaction
	
	
	
	
	

	Engaged teachers care about their work and the performance of the schools
	
	
	
	
	

	Engaged teachers feel connected to their teams, 
	
	
	
	
	

	Engaged teacher love their jobs
	
	
	
	
	

	The engaged teachers put in extra effort to help the school succeed as well as encourage other teachers around them to do their best,
	
	
	
	
	

	Once teachers are engaged, they willingly feel ownership of the school
	
	
	
	
	

	The engaged teachers can understand social cues from others
	
	
	
	
	

	The engaged teachers can choose how to improve professional skills to achieve school goals
	
	
	
	
	

	Engaged teachers have higher teacher retention due to reduced turnover
	
	
	
	
	

	Engaged teachers increased commitment to their duties
	
	
	
	
	

	 Engaged teachers enabling agility in school culture forced to adapt to school performance
	
	
	
	
	

	Engaged teachers are likelier to have above-average productivity
	
	
	
	
	


7. SECTION C: challenges are facing teacher engagement.

Based on your opinion on challenges facing teacher engagement, please indicate the extent to which you agree or disagree with the following statements. Use a 5-point scale where 5strongly agree, 4=Agree 3=Neutral, 2=Disagree and 1 =strongly disagree. Tick once in the appropriate option 

	Items
	1
	2
	3
	4
	5

	Lack of training
	
	
	
	
	

	Lack of insight from the top management
	
	
	
	
	

	Lack of support from teachers themselves
	
	
	
	
	

	Schools try a one-size-fits-all approach for their teachers
	
	
	
	
	

	Lack of resources allocated for teacher development,
	
	
	
	
	

	Lack of appreciation from management
	
	
	
	
	

	Lack a culture where every member of the school acknowledges each other’s good work
	
	
	
	
	

	Difficulties in teacher development timetabling
	
	
	
	
	

	The unclear vision of teacher engagements strategies
	
	
	
	
	

	Lack of harmonized scheme for teacher engagements
	
	
	
	
	

	Lack of supporters from other education stakeholders on the matter of teacher engagements
	
	
	
	
	

	Lack of Cleary policy statements on teacher engagements issues
	
	
	
	
	

	Lack of good working environment
	
	
	
	
	

	Lack of awareness among heads of the school toward their role in teachers’ engagements
	
	
	
	
	


8. SECTION D: SOLUTION TO THE CHALLENGE OF EMPLOYEE ENGAGEMENT

Based on your opinion regarding the solution to improve challenges facing employee engagement, please indicate the extent to which you agree or disagree with the following statements. Use a 5-point scale where 5strongly agree, 4=Agree 3=Neutral, 2=Disagree and 1strongly disagree. Tick once in the appropriate option
	ITEMS
	1
	2
	3
	4
	5

	 School culture which enables school principles to manage school change better for school performance
	
	
	
	
	

	Recognize teachers for their work,
	
	
	
	
	

	Strategic leadership encourages teachers to engage in their duties
	
	
	
	
	

	Training and development
	
	
	
	
	

	Having a life work balance
	
	
	
	
	

	Availability of teacher job resources.
	
	
	
	
	

	A positive atmosphere inside the school catalyst teachers to engage in their professional
	
	
	
	
	

	Students' appreciation of teachers’ efforts
	
	
	
	
	

	An effective strategy for teacher engagement.
	
	
	
	
	

	The need for teacher engagements must be identified and pioneered by stark educational holders.
	
	
	
	
	

	Schools to collaborate with other educational stakeholders on the matter related to teachers’ engagements 
	
	
	
	
	

	collegiality (form subculture to boost teacher engagements among teachers within departments)
	
	
	
	
	

	Allocate school resources for Teacher engagements.
	
	
	
	
	

	Educational administrators creating a structure for teacher engagement
	
	
	
	
	

	Educational policy to influence teacher engagements initiatives 
	
	
	
	
	


Appendix II: Description of the Constructs, Item, Reference and Items Numbers Adopted

	Construct
	Number of items and Scale
	References, item number

	Role of teacher engagements in public secondary school performance in Nanyumbu
	5,Likert scale
	Simmons, Carpenter, Crenshaw, & Hinton,  (2015); Thoman, E. (2015); Tobin, (2018);

Twaweza. (2018);Uz, H., & Eryilmaz, (2019).

	Challenges facing   teacher engagement on public secondary school e performance in Nanyumbu


	5,Likert scale
	Pierrakos, et al., (2019); Kelly, (2020);  Abdal-Haqq, (2019); Evans, (2021)

	A solution to the challenge of employee engagement in public secondary school performance in Nanyumbu
	5,Likert Scale
	Lunenberg et al., (2018);Han & Yin, (2020);Bashir et al., (2019);

Foundation,(2021).




The scale will be using; 5 points Likert scale, ranging from 1 strong agree;2= agree;3= Neutral;4= Disagree

Neither agree nor disagree;5= Strong Disagree.

Source: from (Davis, 1989: Duzevi et al, 2016; Gao et al., 2011; Kim et al., 2010: Venkatesh et al., 2012; Wang et al., 2003).

Appendix III: Format of the questionnaire with a description of its Sections, Question Type and Scales used

	Section (Question Type)
	Question
	Question Format
	Scale used

	A (Respondents Profiles)
	1(a)(b), (c), (d), (e). 
	Structured
	Interval

	 B (role of teacher engagements)
	1-12.
	Structured
	Likert

	C(challenge of teacher engagements)
	1-14
	Structured
	Likert

	D (Solution to teacher engagements challenge)
	1-15.
	Structured
	Likert


Source: Adapted fromLunenberg et al., (2018);Han & Yin, (2020); Bashir et al., (2019);

Foundation, (2021)
Appendix IV: Questionnaire
Introduction

I am Martin Muyomba, and I am a student at the Open University of Tanzania (OUT). You are kindly requested to respond to this questionnaire to help me to undergo the study topic that “assessments of teacher engagement on the performance of the public secondary school in Tanzania; a case of Nanyumbu district” The information to be provided in this questionnaire will be used only for academic purposes and kept with high confidential status from unauthorized uses. I thank you in advance for your time, cooperation, opinions, completion and return of these questionnaires. May God bless you. 

Section A: Respondent's Demographic information 

6. Respondent’s gender 

iii. Male ( )

iv. Female ( )

7. Respondent’s age group 

i. 18-25

ii. 26-33

iii. 34-41

iv. 42-49

v. 50- Above
8. What is the respondent’s highest level of education?

v. Certificate ( )

vi.  Diploma ( )

vii. Bachelor ( )

viii. Masters ( )

9. Respondent’s work experience

vi. Below 5 years ( ) 

vii. 6-10 years ( ) 

viii. 11-15 years ( ) 

ix. 16-20 years ( ) 

x. Over 21 years ( )

10. SECTION B: Teacher Engagements

The heading should read SECTION B: TEACHER ENGAGEMENT.

Based on teacher engagement, please indicate the extent to which you agree or disagree with the following statements. Use a 5-point scale where 5strongly agree, 4=Agree 3=Neutral, 2=Disagree and 1strongly disagree. Tick once in the appropriate option

	ITEM
	1
	2
	3
	4
	5

	Teacher engagement influences teacher-student interaction
	
	
	
	
	

	Engaged teachers care about their work and the performance of the schools
	
	
	
	
	

	Engaged teachers feel connected to their teams, 
	
	
	
	
	

	Engaged teacher love their jobs
	
	
	
	
	

	The engaged teachers put in extra effort to help the school succeed as well as encourage other teachers around them to do their best,
	
	
	
	
	

	Once teachers are engaged, they willingly feel ownership of the school
	
	
	
	
	

	The engaged teachers can understand social cues from others
	
	
	
	
	

	The engaged teachers can choose how to improve professional skills to achieve school goals
	
	
	
	
	

	Engaged teachers have higher teacher retention due to reduced turnover
	
	
	
	
	

	Engaged teachers increased commitment to their duties
	
	
	
	
	

	 Engaged teachers enabling agility in school culture forced to adapt to school performance
	
	
	
	
	

	Engaged teachers are likelier to have above-average productivity
	
	
	
	
	


7. SECTION C: challenges are facing teacher engagement.

Based on your opinion on challenges facing teacher engagement, please indicate the extent to which you agree or disagree with the following statements. Use a 5-point scale where 5strongly agree, 4=Agree 3=Neutral, 2=Disagree and 1 =strongly disagree. Tick once in the appropriate option 

	Items
	1
	2
	3
	4
	5

	Lack of training
	
	
	
	
	

	Lack of insight from the top management
	
	
	
	
	

	Lack of support from teachers themselves
	
	
	
	
	

	Schools try a one-size-fits-all approach for their teachers
	
	
	
	
	

	Lack of resources allocated for teacher development,
	
	
	
	
	

	Lack of appreciation from management
	
	
	
	
	

	Lack a culture where every member of the school acknowledges each other’s good work
	
	
	
	
	

	Difficulties in teacher development timetabling
	
	
	
	
	

	The unclear vision of teacher engagements strategies
	
	
	
	
	

	Lack of harmonized scheme for teacher engagements
	
	
	
	
	

	Lack of supporters from other education stakeholders on the matter of teacher engagements
	
	
	
	
	

	Lack of Cleary policy statements on teacher engagements issues
	
	
	
	
	

	Lack of good working environment
	
	
	
	
	

	Lack of awareness among heads of the school toward their role in teachers’ engagements
	
	
	
	
	


8/ SECTION D: SOLUTION TO THE CHALLENGE OF EMPLOYEE ENGAGEMENT

Based on your opinion regarding the solution to improve challenges facing employee engagement, please indicate the extent to which you agree or disagree with the following statements. Use a 5-point scale where 5strongly agree, 4=Agree 3=Neutral, 2=Disagree and 1strongly disagree. Tick once in the appropriate option
	ITEMS
	1
	2
	3
	4
	5

	 School culture which enables school principles to manage school change better for school performance
	
	
	
	
	

	Recognize teachers for their work,
	
	
	
	
	

	Strategic leadership encourages teachers to engage in their duties
	
	
	
	
	

	Training and development
	
	
	
	
	

	Having a life work balance
	
	
	
	
	

	Availability of teacher job resources.
	
	
	
	
	

	A positive atmosphere inside the school catalyst teachers to engage in their professional
	
	
	
	
	

	Students' appreciation of teachers’ efforts
	
	
	
	
	

	An effective strategy for teacher engagement.
	
	
	
	
	

	The need for teacher engagements must be identified and pioneered by stark educational holders.
	
	
	
	
	

	Schools to collaborate with other educational stakeholders on the matter related to teachers’ engagements 
	
	
	
	
	

	collegiality (form subculture to boost teacher engagements among teachers within departments)
	
	
	
	
	

	Allocate school resources for Teacher engagements.
	
	
	
	
	

	Educational administrators creating a structure for teacher engagement
	
	
	
	
	

	Educational policy to influence teacher engagements initiatives 
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TEACHER  ENGAGEMENT


. Commitment


. Punctuality


. Feel owerneship


. Internalize school objective


. Productive consistency





PUBLIC  SECONDARY SCHOOL PERFORMANCE


. Productivity


. School agility


. Reduce teacher turnover


. Bottom line reasult











STRATEGIES FOR TEACHER ENGAGEMENT


. Training and development


. Reward


. Apreciation and recognition


. Positive school culture


. Good leadership


. Good communication


. Life work balance
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Role of teacher engagement 








Challenges facing teacher 


engagement 











Public secondary school performance








Solution to the challenge of 


Teacher’s engagement 











