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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The general objective of this study was to determine the effect of reward systems on private primary schools teachers’ retention in in Bukoba Municipality Kagera, Tanzania. Specifically, the study aimed at identifying the intrinsic and extrinsic rewards applied by Management to retain teachers in private primary schools in Bukoba Municipal Council, examining the effects of intrinsic and extrinsic rewards on teachers’ retention in private primary schools in Bukoba Municipal Council and to find out the ways to improve intrinsic and extrinsic reward system to retain teachers in private primary schools in Bukoba Municipal Council. A Mixed research approach with Convergent parallel mixed design was employed. The sample size was 166 respondents drawn from a population of 280 in 20 private primary schools chosen from purposive and random sampling techniques. Data were collected using questionnaires and interview guide. Descriptive statistics data analysis approach was used in the analysis of data with an aid of Statistical Package for Social Sciences (SPSS) to calculate replies on frequencies, percentage mean and standard deviation outcomes. Eventually, Multiple Linear Regression model was applied to determine the predictors’ variables for teachers’ retention. The results indicated that praise, recognition, teachers’ empowerment, good promise, allowances, bonuses, transport facilities, fringe benefits and working environment were the key determinants for teachers’ retention in private primary schools in Bukoba Municipality, Tanzania. The study concluded that the mentioned rewards are key determinants for teachers’ retention in private primary schools in Bukoba Municipality, Tanzania. The study recommends private primary school managements to provide fairly the identified intrinsic and extrinsic rewards to private primary schools’ teachers in order to keep teachers motivated and satisfied for them to stay. 
Keywords: Intrinsic; Extrinsic; Reward; Systems; Teachers’ Retention; Private Primary Schools.  
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION AND BACKGROUND TO THE PROBLEM TC "INTRODUCTION AND BACKGROUND TO THE PROBLEM" \f C \l "1"  
1.0 Introduction TC "1.0 Introduction" \f C \l "1" 
The retention of teachers especially in private schools remains a central and serious challenge globally and also remarkable in private schools in Tanzania. The problem of retention of teachers brings more concern when it affects primary schools where great learning foundation of a pupil is laid. There have been attempts for schools’ managers in private schools in Tanzania to combat the challenge of retention of teachers by administration of rewards, hence the need to study how the reward systems used have effects in motivating teachers to stay in private primary schools, in Bukoba Municipal, Tanzania. This chapter presents the background to the study including various aspects related to reward systems used in various educational systems in the world and in Tanzania specifically, it also presents the statement of the problem, objectives, and research questions, significance of the study, scope and organization of the study.
1.1 Background to the Problem TC "1.1 Background to the Problem" \f C \l "1" 

Reward systems have great effect on the employees in all aspects of their undertakings. As various authors point out, proper administered of reward system can provide incentive for the quality of workmanship and staff performance (Liu, 2007; Jakada, 2017; Nakiyimba, Emouron & Hope, 2020). Likewise, when poorly administered can lead to the low morale, unproductive performance and even lead to the high percentage of turnover (Armstrong & Murlis, 2000; Terera &Ngirande, 2014). 
The proper rewarding system motivates creativity, sense of recognition of the work performed and desire to do better and job satisfaction. As Borman and Dowling (2008) carried out their study in USA and suggested that, teachers can be retained successfully only if they are satisfied with their jobs and working environments. In that case, reward system is an instrument to create teachers’ job satisfaction and intent to stay working in schools. Worldwide rate of retention of teachers in education industry is of great concern, Liu and Meyer (2005) maintain that teachers’ attrition is higher-ranked than for any other industry. 
Although the problem is both evident in public and private schools (Ingersoll, 2001), turnover rates are higher in private schools than in public schools (Ingersoll 2001; Halton, 2003). Ingersoll and Smith (2003) conducted their study in USA titled wrong solution to the teachers shortage  also argue that between 40% and 50% of  entire young teaching professionals normally get off from this industry in  the first five years  of service. It is in this period some newly trained teachers are recruited by teachers Servive Commission(TSC) for public school (Acom, 2010). While others move out for a better private school where job security, stability of income and better rewarding policy are assured. 
Several studies from developed countries have provided an indication of teachers’ retention problems in schools. For instance, Edgar & Pair, (2005) argue that safe and comfortable school working conditions play essential role in reducing leaving intention for new teachers. It was also reported by Liu and Meyer (2005) that in Hong Kong teachers’ retention in schools has been the result of students’ discipline problems, low compensation and lower salary base. 
Choi and Tang (2009) also concurred with Liu and Meyer that high retention level of teachers is characterized with psychological attachment to the commitment objects such provision of accommodations, good remuneration package and health insurance.  If the role played by head teachers and managers in rewarding of their teachers is not well established, it is easy to accelerate leaving intentions (Tigchelaar, Brouwer, & Korthagen, 2008). These scholars maintained that the rewarding system in schools is a critical issue, which should be sustained by administrators and managers’ to influence teachers’ job retention.
The issue of teachers’ retention in school has also been highlighted by various studies from different countries like USA, Australia and Sweden (Goddard, O’Brien, & Goddard, 2006; Upssala, 2019). For example, throughout the United States of America it is estimated that, approximately half a million teachers quit their schools every year. It is reported that the major setback to effective teachers’ retention in United States of America were poor remuneration and lack of incentive policy (Nakiyimba, Emouron & Hope, 2020). 
Similarly, Johnson, Chang, and Yang, (2010) in their study on commitment and motivation at work, in South Florida also conclude that there is effect on the administration reward system on achievement of full employee retention if it is done fairly and equitably. They further, insisted that the aims of reward systems include attracting, retaining and motivating employees. Some other studies however have reported that some incentive elements such as allowances, salary, working environment and recognition among others have positive influence on teachers’ job satisfaction which result into school staying intention as well (Bello  & Bello, 2021). 
Thus, the notion of reward systems in schools is conceptualized as an aspect that is supposed to be given a special attention by every school leadership and management in order to enhance teacher’s retention and achievement of school academic goals as well.  This is because scholars hold that teacher’s poor retention could affect children's academic development, manner, language abilities, social skills and general perception about life (Hanushek, Kain & Rivkin, 2004; Liu, 2007). The impact may be great  when experienced by primary pupils in their first stage of formal education.
A report by Education Intenational on teacher supply, recruitment and retention in six Anglophone Sub-Sahara African Countries indicated that teachers’ retention as a serious problem in both private and public primary schools. Furthermore, the report shows that majority of private primary schools have experienced professional teachers’ attrition as the rate ranges from 15% to 70% in private primary school teachers have been leaving their career within their first two years (Education International, Report,2007). 
In Sierra Leone, the assessment done by Kwame and Bennell (2018) on teachers’ recruitment and retention revealed that the situation was worse on teachers’ retention, since early job attrition rate was averaging up to 30% in private primary schools. The situation is similar in Uganda where the teachers leaving their  teaching stations and teching professions  have continued to baloon, mostly as the results of poor rewarding systems and poor working conditions (Turinawe, 2011). 
Boniface (2016) identified the predominant factors leading the teachers to leaving intention in Tanzania private primary schools including job dissatisfaction with low salary paid by the particular private school along with the accessibility of other options that pay higher salaries, poor management, and lack of support from colleagues, lack of fair and equity reward system as well as poor working environment. This is supported by Fadhili (2016), who argues that unfavorable effect on teaching job generates negative attitude towards that particular job and thus, leads to retention process to be difficult. 
Furthermore, in Tanzania, it is estimated that about 60% of teachers leave their schools as well as shifting to other jobs in private primary schools per annum (Education International, Report,2007). Thus, this raises the concerns of education stakeholders towards teachers’ retention in private primary schools since these schools have been partners of the government of Tanzania in provision of basic education. Teachers’ retention in any school is allied with sustaining their motivational factors. For the sake of retaining teachers, it is essential for educational stakeholders to ensure that there is appropriate rewarding system to be used for granting teachers both intrinsic and extrinsic motivation aspects (Kafyulilo, 2013). 
Teachers’ retention is very crucial and urgent problem to be addressed and solved. The retention of teachers in primary school is a genuine concern because it is in this primary level of education the strong learning foundation of a child is laid.  This will not be achieved in private primary schools if there are no appropriate rewarding systems for attracting of teachers to remain in their teaching   profession. Salary makes workers do their jobs as per contracts but rewarding policy keeps them at work. For this reason, the ability to retain teachers in their schools will depend on the improved working environments and rewarding policy (Armstrong & Murlis, 2000; Terera &Ngirande, 2014). However, the effect of reward systems on teachers’ retention in private primary schools in Bukoba Municipal Council is not documented. Thus inspires the carrying out of this study.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
Reward System plays a critical role in flattering teachers’ retention. Reward system attracts, maintain and retain teachers. Poor retention of teachers ruins the good reputation of a school and affects school performance and attainment of national goals on education (Borman & Bowling, 2018). Despite various efforts that have been made by management and owners of private primary schools to retain teachers in their schools and Government efforts to protect private school teachers from arbitrary dismissal through tenure statues, contracts and labour laws, still teachers are quitting their working stations and some even their teaching profession. For instance, the data obtained from Tanzania Private schools’ Teachers Union-TPTU indicated that between 2000 and 2015 private primary schools in Bukoba Municipal recruited a total of 3,245. Furthermore, the data showed that a significant number of teachers 2,834 (87.3%) quitted from the service in the same period on the grounds related to poor remuneration in the (TPTU, 2015). z
If this retention dilemma will not be addressed timely is likely to affect negatively the realization of free education and Sustainable Development Goals (SDGs) in Bukoba Municipal Council as well as in Tanzania. Therefore, this study aims to find how reward systems are linked to aspects that cause retention of teachers in private primary schools in Bukoba Municipal in Tanzania.   
1.4 Research Objectives TC "1.4 Research Objectives" \f C \l "1" 
1.4.1 General objective TC "1.4.1 General objective" \f C \l "1"  
The main objective of this study was to explore the effects of reward system on teachers’ retention in private primary schools in Bukoba Municipal Council.
1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1"  
i. To identify the intrinsic and extrinsic rewards systems applied by Management to retain teachers in private primary schools in Bukoba Municipal Council.

ii. To examine the effects of intrinsic and extrinsic rewards systems on teachers’ retention in private primary schools in Bukoba Municipal Council.

iii. To assess teachers’ retention trend for years 2015 to 2020 in private primary schools in Bukoba Municipal Council.

iv. To identify out the ways to improve intrinsic and extrinsic reward systems to retain teachers  in private primary schools in Bukoba Municipal Council.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                 
1.5 Research Questions TC "1.5 Research Questions" \f C \l "1" 
This study was guided by the following research questions

i. What are intrinsic   and extrinsic rewards applied by Management to retain teachers in private primary schools in Bukoba Municipal Council?

ii. What are the effects of intrinsic and extrinsic rewards on teachers’ retention in private primary schools in Bukoba Municipal Council?
iii. What is the teachers’ retention trend for years 2015-2020 in private primary schools in Bukoba Municipal Council?                                                                                                                                                                                                                                                                                                                                                                                                                              
iv.  What are the ways to improve intrinsic and extrinsic reward systems to retain teachers in private primary Bukoba Municipal Council? 
1.6 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1" 
This study will be relevant to the following aspects: The study findings will benefit School proprietors and Head teachers and school managers gaining extensive knowledge on different reward systems to be applied on teachers’ retention. The suggestions of this study will furnish school owners with mitigation actions for any unfavorable effect regarding reward systems which may contribute to teachers’ turnover.
 Secondly, the study in particular will suggest reward systems suit for head teachers and managers in private primary schools and hence will help in strengthening teachers’ retention in Bukoba Municipal Council.  
Thirdly, this study is expected to add value to existing literature and knowledge to the researchers and scholars. Researchers will use these findings as a basis for hypothesis testing, or carrying out further studies and literature review as well. 
Finally, researchers conducting further studies will utilize them, or confirming findings through study of the same nature
1.7 Scope of the Study TC "1.7 Scope of the Study" \f C \l "1" 
The study focuses on determination of effects of reward system on teachers’ retention in private primary schools in Bukoba Municipal Council. It restricted itself to private primary schools because by their terms of employment, the most of contracts they make with their teachers are mainly on temporary basis which are likely resulting into teachers’ turnover. Furthermore, Bukoba Municipal has many private primary schools in comparison to other districts in Kagera Region.
1.8 Limitation of the  Study TC "1.8 Limitation of the  Study" \f C \l "1" 
The forecasted limitations include the time and financial resources. However, the researcher was well prepared to use the scarce fund available and the time scheduled for this study to ensure these challenges do not affect the validity and reliability of the study. The study concerned one and only district council, consequently, the results from that a tiny sample could not be generalized to all private primary schools in Tanzania.

1.9 Delimitation of the Study TC "1.9 Delimitation of the Study" \f C \l "1" 
The study carried out in Bukoba Municipal Council. Again, it was solely delimited to private primary reward systems on teachers’ retention. It confines itself in private primary schools and government schools exclusively as per this geographical location. Therefore, findings from this study will not be over generalized to reflect the conditions of all District councils in Tanzania.
1.10 Definition of Key terms TC "1.10 Definition of Key terms" \f C \l "1" 
For the intention of this study the following terms have been given operational definitions

Reward systems: Refers to private schools’ methods fairly gratifying intrinsically and extrinsically; administered to teachers according to their qualifications, experience and market demand for the purpose of retaining them. 
Intrinsic rewards: Refers to benefits gratified to private school teachers that bring state of feeling internally rewarded. Internal rewards are concerning to those rewards which are not in monetary form, but in psychological satisfaction such as recognition for the work well performed empowerment and promotion, sense of belonging, good promise, accomplished duty and sense of security at working place.
Extrinsic rewards: Refers to benefits gratified to private school teachers externally which are in monetary form. External rewards comprise of compensation pay, allowances, bonus, fringe benefits, salary earnings, accommodations, recreational services, and transport and health services.
Teachers’ retention: Refers to keeping private primary school teachers in schools and in their teaching profession for considerable enough time. 

1.11 Organization of the Study TC "1.11 Organization of the Study" \f C \l "1" 
The study is organized into six chapters: Chapter One is presenting background information to the study, a statement of the problem, objectives of the study and research questions, relevance of the study, scope, delimitation of the study and organization of the study. Chapter two is about a review of related literature that comprised of the theoretical and empirical review of literature on reward systems and teachers’ retention. Chapters three which is research design and methodologies and covers research strategies, population, study area, sampling designs and procedures, variables and measurement procedures, data collection methods, data processing and analysis. Chapter four is concerned with data presentation and analysis. Chapter five is about the discussion of the study findings. Lastly, chapter six provides the summary and conclusions of the study. It also presenting the innovations in knowledge and recommendation

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
 LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.0 Introduction TC "2.0 Introduction" \f C \l "1" 

This chapter provides critical review of related literature on effects of reward system on private primary schools teachers’ retention in in Bukoba Municipal Council basing on research objectives and questions. The chapter covers both theoretical and empirical literature. The first part covers theoretical and the second one on empirical literature review.

2.1 Theoretical Literature Review TC "2.1 Theoretical Literature Review" \f C \l "1" 
2.1.1. Theory of Employees’ Rewards TC "2.1.1. Theory of Employees’ Rewards" \f C \l "1" 
There are numerous theories which investigate rewards system for motivating employees. One of them is the Equity Theory which was proposed by Adam Stancy in 1963. In accordance with Adam Stancy the equity theory holds that an employee anticipates justice when being rewarded for the job done (Armstrong, 2001). There is a great relationship between fair reward system and employees’ retention in an organization. The critical aspect in this theory on motivating employee is whether an individual recognizes the reward system as being fair. Furthermore, the idea behind Adams’ Equity Theory is striking health balance here; with outputs in one side of the scale; inputs on other, hence weighing in a way that is regarded reasonably equal (Terera & Ngirande, 2014).
The theory has been chosen because it underlies the employees’ perception behavior towards the organization. This perception of fairness or unfairness is what makes an employee satisfied or unsatisfied at his/her working place. Retention of employees is all about satisfaction. (Cory, 2006; Davlembayeva, & Alamanos, 2023).  
2.1.2 Intrinsic  and extrinsic rewards system on teachers’ retention TC "2.1.2 Intrinsic  and extrinsic rewards system on teachers’ retention" \f C \l "1"  
Basically, the Equity Theory speaks about an employee’s own assessment regarding the fairness of the reward she/he got compared to the inputs (time, efforts, experience and education) and the output equity (extrinsic and intrinsic rewards) comparison with rest in the institution. If she/he discovers that is the opposite to what a fellow employee gets in the neighboring institution despite the similar job and same load this may lead to inequity perception and that may result in turnover intention. (Shaffer, 2015).   
According to Armstrong and Murlins (2000) the aspect of comparison is demonstrated by the following formula: -
Input (X) =Input (Y)

Reward (X) =Reward (Y)

An individual employee “A” compares the ratio of his/her input to his/her reward to that of an employee “B”. If he/she senses that the ratios are similar, he/she certainly will be satisfied with how handled. If he/she experiences inadequately handling, he or she is certainly to be unhappy. This unhappy situation is likely to reproduce disagreement and frustration among employees and consequently mounting to the leaving intention (Cory, 2006).  Whereas employees are to be rewarded, the mindfulness of employers should be justice-based rewards and should count on many elements such as education qualification, open performance appraisal system, an individual employee being in the right place at the right time, experiences, gender sensitivity, should be ethical that is not one being rewarded because of the relationship he/she has with the head teacher or school manager. Generally, a properly managed of rewards system can offer an incentive for quality staff performance and reducing leaving intention among employees. This theory underpins the basic assumption of the study that, reward system is deemed essential to teachers’ retention. In support of this theory different studies that were done using the theory concluded that fair reward systems were important in contributing to employees’ retention (Terera &Ngirande, 2014; Britton  (2016).

2.1.3 The effects of intrinsic and extrinsic rewards on teachers’ retention TC "2.1.3 The effects of intrinsic and extrinsic rewards on teachers’ retention" \f C \l "1" 
The theory shows how equity and inequity in administration of intrinsic and extrinsic rewards lead to satisfaction and dissatisfaction on the employees respectively. According to Sprecher (2018) discrepancy and inconsistence in the administration of rewards must be removed to as to eliminate unfavorable psychological discomfort and perception of favoritism that in turn may lead to turnover of the employees. 
It is expected that, regarding to this theory, the equity reward systems should be applied by all managers in a way to strengthen the school by making it a seductive place of work for all future teachers. This suggests proper application of the diversity intrinsic and extrinsic reward systems. From the aforementioned assumptions of Equity Theory, it is clear that the theory assumptions have attempted explaining the issues of reward from different points of view. Therefore, this study will be guided by this theory because fair intrinsic and extrinsic rewards are influencing one’s satisfaction, hence increases the desires of employee staying long in a certain organization
The main problem of this theory is subjectivism of the comparison rewarding procedures. There is a human tendency which distorts fairness regarding who deserves what during the process of rewarding. This propensity causes grievances and dissatisfaction among employees and thus leads to employee turnover (Thomas, 2008). Despite this weakness, the strengths of Equity Theory qualify to remain relevant for guiding this study.
2.2 Empirical Literature Review TC "2.2 Empirical Literature Review" \f C \l "1" 

The study consults different literature that relate to the specific objectives. The intention is getting informed of general information on rewarding system in private primary schools and retention of teachers, empirical linkage between the rewarding system and their effects on teachers’ retention and finally the gap in literature.  The study makes use of research journals, government circulars and policy documents. 

2.2.1 Intrinsic  and extrinsic rewards system on teachers’ retention TC "2.2.1 Intrinsic  and extrinsic rewards system on teachers’ retention" \f C \l "1"  

There are several studies that have been done relating intrinsic and extrinsic reward system and retention in elsewhere in the world. In the United States of America for instance, the recognition of the valuable effects reward system played on teachers’ retention is reflected in human resources management survey known as Schools and Staffing Survey (SASS). This study was designed by the National Center for Education Statistics (NCES) to collect data on various topics pertaining to recruitment and retention of teachers K-12 education level (Britton, 2016). Another study was conducted by Bennell and Akyeampong (2007) in Sub-Saharan Africa and South Asia with the intention to draw the understanding of education stakeholders about the notion of reward system and teachers’ retention issues. The focus was to study the impacts on the degree of attraction, motivation, job satisfaction and retention of teachers. The attention was more on types of reward system that is intrinsic and extrinsic on job performance. However, the study showed that most of countries in Sub-Saharan Africa and South Asia schools had no similar rewarding systems. It is learnt from the reviewed study that reward systems intending motivating teachers to remain long in their school especially in private schools may be determined by the particular school management. This study therefore seeks to identify the intrinsic and extrinsic reward systems applied by management in private primary schools in Bukoba Municipality.  

Bello, Bambale, Jakada, & Yakubu, (2020) did a study on the relationship between monetary rewards and teachers’ performance in selected public secondary schools in Kano State in Nigeria. The findings indicated that, three packages that is salary, allowances, and employee benefits and were employed as strategies by administration for teachers’ retention in public secondary schools. Bello et al., (2020) further suggested that school management should ensure that the teachers always they are fairly rewarded hence feel that they are significant resources of school. The study provides a lesson to private primary schools, that they design the system for enabling teachers to sense that they are essential components of a school with the aim of retaining them. 
Kamundi (2021) investigated the retention of teachers in secondary schools of the Seventh - Day Adventist (SDA) Church in East Kenya Union Conference (EKUC).  The findings indicated that majority teachers left from schools comparing to those employed in various schools in that particular period.  In general, it is obvious that some teachers left church schools employment. This turnover was increased every year.  Despite the fact that, teachers aimed for remaining in the school provided that management was collaborative, discernment and appreciative, recognizing their efforts. caring and ready to treat them fairly. However, in the above literature the issue of intrinsic   and extrinsic reward systems and its teachers’ retention did not fall in its scope. The proposed study intends to address those issues to broaden the understanding of the effects reward system on teachers’ retention private primary schools.
2.2.2 The effects of Intrinsic and Extrinsic Rewards on Teachers’ Retention TC "2.2.2 The effects of Intrinsic and Extrinsic Rewards on Teachers’ Retention" \f C \l "1" 
In USA, Britton  (2016) carried out a study on the impact monetary reward system on teacher retention in special needs schools. The findings indicated that the financial reward system contribute much for the teachers remaining working in schools in USA. The study sought to determine how extrinsic rewards systems were associated with teachers’ retention in USA. The study provided relationships between extrinsic rewarding system administered by a certain school (e.g. bonuses, meal allowances and accommodation allowances) and teachers’ retention. The findings indicated that more USA teachers were somewhat considerate in monetary rewarding their teachers than absolutely not rewarding, but the extent of extrinsic rewarding was different from one school to another. It is important to determine how extrinsic reward system influences teachers’ retention in private primary schools in Bukoba Municipal Council. 

Smith (2015) determined the impact of intrinsic and extrinsic rewards on employee motivation at a medical devices company in South Africa.  It was found that majority of school administrators were unable to administer reward system fairly. They were also unable to reduce serious leaving intention of teachers in their school because they were not able to make teachers feel the part of the school essential resources. The study further recommended that school administration has to make sure those teachers always feels that they are the part of school. The poor rewarding system status negatively affected the staying intention of teachers; though it was not clear to what extent does it affect the practice.  There is need to conduct a study to determine the relationship between intrinsic and extrinsic in Tanzania and particularly private primary schools in Bukoba Municipal Council.

Mkonongo (2019) studied about retention of graduate teachers in Secondary Schools in Tanzania. The study pointed out those urban secondary schools had greater retention of graduates comparing to rural secondary schools. The study recommended that, official steps should be taken to raise the status of the teachers professionally and financially, in order to reduce serious leaving intention and improve their staying intention. The findings also showed that other factors that influenced teachers’ retention included their recognition, praise, empowerment by school administration. The researcher suggested that the intrinsic and extrinsic reward system in education institutions would help the teachers feeling to be importance resource within the school. This notion is likely to increase the willingness of staying long in a particular school. The study concluded that the lack of proper rewarding system among school owners was not always the question of inadequate fund but on the preference of school managers and lack of willingness to reward their teachers because intrinsic reward system does not involve money.  

Boniphace (2016) conducted a study to determine teachers’ retention in Tanzanian remote secondary Schools. The study assessed whether younger professionals, well-educated and experienced teachers in remote Tanzanian secondary schools were satisfied to continue working in that area. Such a group of professionals are challenged to remain in remote areas, as it is rarely satisfying.  Their teaching career is highly susceptible to frequently changing of employers and working conditions. The study also showed that, although employers were aware in advance regarding the issue teachers’ turnover, and subsequent compensation but the problem was inadequate fund to fulfil their compensation needs of teachers. The findings showed that such turnover problem continued to be more frequent happening in most of remote schools. Very discouraging was that; the serious leaving intention was higher among schools of personal private owned schools than religious schools.

Moreover, Fadhil (2016) did a study on the relationships between reward system and teachers’ turnover in public secondary schools in Wete District, Pemba. The findings showed that major reasons for teachers’ retention included promise for good future, security of teachers and qualifications as well. On the other hand, absence of promotion opportunities, and career advancement, low pay and low ranks of teaching profession were accelerated the turnover.
2.2.3 Ways to improve  Intrinsic and Extrinsic System to Retain Teachers TC "2.2.3 Ways to improve  Intrinsic and Extrinsic System to Retain Teachers" \f C \l "1"  
In Kenya, Koech, Tikoko and  Chemwei (2014) researched to determine the Institutional factors that influence teacher turnover in public secondary schools in Baringo District, Kenya. The findings showed that more Kenyan teachers were of the opinion that timely remuneration was the best reward which likely to enhance their stay intention. 

Acom (2010) reported that in Uganda the trend of teachers’ turnover rate stood at 3% and it affected service delivery significantly. Both public and private schools acknowledged that teachers reward system was important for improving the quality of their children’s learning. The investigation recommended that reward system strategies suited to private schools in Uganda to succeed; it required the recognition of time, education, experience and efforts of an individual teacher (Acon, 2010). The implementation of such a strategy could enable teachers to become satisfied to justice made by school administration as practice and could help them to become more confident and able to play a meaningful role in the school, instead of thinking leaving for other schools.

Leeuwen (2016) explored the teacher supply, recruitment and retention in six Anglophone

Sub-Saharan African Countries namely Gambia, Kenya, Lesotho, Tanzania, Uganda and Zambia. In particular, the study examined teachers’ retention and reward systems and offered to teachers by school administration.  Among other specific objectives, the one was needed to examine the extent to intrinsic rewards enhanced teachers staying intention. Study by Leeuwen did not address the ways to improve intrinsic and extrinsic system in retaining teachers in private primary schools. 
In Tanzania, Malisa (2015) explored the teachers’ retention strategies in secondary schools in Hanang District Council. Basically, the study investigated the kind of strategies offered to by management to teachers. Among other objectives, one was the need to examine the extent to strategies used by Hanang’ District Council could retain secondary school teachers. The study showed that a good number of teachers were of the opinion that accommodation, professional development, induction courses to newly employed teachers, timely promotion, paying salaries on time and good working environments were mentioned. Malisa did his study in government secondary schools. There is need to conduct a study to find out teachers’ opinion on what they think can improve their stay intention particularly private primary schools in Bukoba Municipal Council.
2.3 The Research Gap TC "2.3 The Research Gap" \f C \l "1" 
Although the reviewed studies have, theoretically and empirically, illuminated the subject under study by showing the effects of reward system, though, they have not yet touched explicitly on the understanding of the effects of reward system on teachers’ retention in private primary schools. Some other studies conducted by researchers like Malisa (2015), Leeuwen (2016), Fadhil (2016), Boniphace and Mkonongo (2019) have dwelt on investigating the relationship between reward system and secondary schools. These studies demonstrate that reward systems can influence teachers staying intention in schools. However, none of those studies focused directly on effects of reward systems on teachers’ retention in private primary schools in Tanzania particularly in Bukoba Municipal Council. Therefore, this study intends to fill in that gap. 
2.4  Conceptual Framework TC "2.4  Conceptual Framework" \f C \l "1" 
Mugenda and Mugenda (2003) defines conceptual framework as a clearly logical sense of relationships among identified variables that can be expressed in terms of graphs or description structure.
This conceptual framework is guided by the equity theory, which holds that employees are becoming de-motivated, both in regarding to their job and their employer, if they sense that their inputs are greater than their outputs. In that case employees are likely to respond to this differently, some may be demotivated, disgruntled, or in more extreme cases be disruptive and quit the job. 
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Figure 3.1: The relationships between reward systems and teachers’ retention TC "Figure 3.1: The relationships between reward systems and teachers’ retention" \f F \l "1" 
Source: Researcher’s own design (2022)
Figure 2.1 shows how the rewards system can be emp loyed by management in private schools to retain teachers. To realize this, there is need for school owners to ensure that both intrinsic and extrinsic reward systems are applied while taking into consideration of their effort, time, education level, experience and unique contribution to the school as far as teachers’ retention is concerned and vice versa. 
Moreover, the operationalized intrinsic and extrinsic reward systems variables, for instance, praise recognition, good promise, compensation pay and allowances among others are key factors of teachers’ retention or turnover in any school organization. These reward systems are expected to increase the retention capabilities of a particular school and reduce teachers’ intention of quitting from that school. The relationship between independent variables (intrinsic and extrinsic reward systems) and dependent variables is that only satisfied teachers with the job can stay for a maximum period of time in that school, otherwise they are likely to quit from that school
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.0 Introduction TC "3.0 Introduction" \f C \l "1" 
This chapter describes the methodological process in which this study conducted. It offers the details of study location, the study paradigm and design, sampling procedures, and the instruments which have been used in collecting the data. It also highlights on reliability and validity of instruments and data analysis techniques.

3.1 Study Geographical Location TC "3.1 Study Geographical Location" \f C \l "1"  

The study has been carried out in Bukoba Municipal Council. The Bukoba Municipal Council is located between latitudes 1o6’0” to 1o8’42” south of the Equator and between longitudes 31o16’12” and 31o18’54” East of Greenwich. The reason behind choosing Bukoba Municipal Council as the area for this study is because this council has many private primary schools affected by the dilemma of high rate of teachers quitting from the service due to poor remuneration system (Tehseen & Hadi,2015). In addition, it is the district where study respondents could easily be accessed to due to the council good communication network. Therefore, the researcher has been able to collect adequate relevant data from the area in order to establish the effects of reward system on teachers’ retention in private primary schools in Bukoba Municipal Council.
 3.2 Research Paradigm TC "3.2 Research Paradigm" \f C \l "1" 
The study employed pragmatic research philosophical paradigm. According to Saunders, Lewis and Thornhill (2009) pragmatists presume that several realities exist in any given conditions. Again, they argue that the researcher’s option to employ a research philosophical paradigm depends on the research question the study is attempting to resolve. In order to study the effects of reward system on teachers’ retention in private primary schools in Bukoba Municipality the researcher applied the pragmatic research philosophical paradigm. An underlying rationale behind is that, it granted the possibility to the researcher for using the mixed methods in the collection, analyzing and presenting of quantitative and qualitative data in the trailing of research objectives of this study.
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1"    

Kothari (2004) defines research approach as an organization of suitable conditions for collecting and analyzing data in a style which reflects the research purpose.  The research approach can either be qualitative, quantitative, or mixed depending on the nature of the study to be carried out. This study employed a mixed approach in which both qualitative and quantitative methods were parallel used in collection, organizing, analyzing and presenting the data comparatively on the effects of reward systems on teachers’ retention in private primary schools in Bukoba Municipal Council. This is supported by Cresswel (2003) who argues that, the Mixed Approach provides the application of multiple methods and techniques in the collection of data and analysis as well, in order to countercheck and strengthening data reliability.

3.4  Research Design TC "3.4  Research Design" \f C \l "1" 
The study employed convergent parallel mixed design in which both quantitative and qualitative data was concurrently collected and the analysis was done independently in investigating the effects of reward systems on teachers’ retention in private primary schools in Bukoba Municipal Council. The reason for the choice of convergent parallel mixed research design was based on its strength of being able to help the researcher to concurrent timing the collection of both quantitative and qualitative data by using different instruments like questionnaires, interview and documentation guides as recommended by Creswell & Plano Clark ( 2018). Again, it enabled the researcher in describing and interpreting the data obtained from both methods. 
Furthermore, researcher resolved to employ this design because equivalent focus was given to both data sets taking into account the equal significance of both types of quantitative and qualitative data in addressing objectives of this study. 
In qualitative aspect this study used interview guide to get in-depth analysis from School Managers and Head Teachers on intrinsic and extrinsic rewards applied by them to retain teachers while in quantitative closed questions were structured and translated into numerical value by measuring or counted as recommended by Mugenda & Mugenda (2003).Generally, this allowed the researcher to triangulate the data collection methods, analysis and presentation of the findings on the effect of reward systems on teachers’ retention in private primary schools in Bukoba Municipal Council.
3.5 The Population, Sample Size and Sampling Techniques TC "3.5 The Population, Sample Size and Sampling Techniques" \f C \l "1" 
3.5.1 Target population TC "3.5.1 Target population" \f C \l "1"  
The target population for the study comprised of the following education
stakeholders:  240 school teachers employed in 20 private primary schools, 20 Head teachers, 20 managers or owners of the schools found in Bukoba Municipal Council. The Bukoba Municipal Council has 20 private primary schools. Out of these schools the population of the study have its origin. 

3.5.2 Sample size TC "3.5.2 Sample size" \f C \l "1" 
The sample size is a division of the target population which the researcher taking into consideration regarding the study for generalization basing on the target population (Nachmias & Nachmias, 1992).
The conclusive sample size per category or group controlled by De Vaus (2002) formula. Essentially, the use of this formula is basing on the suggestions made by Amin that the formula has been widely applied in various social science studies when the target population is finite (Amin, 2005). The formula is as follows: -
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Where; N= population, n =sample size, 1= Constant, e =Degree of confidence level at 95%
The findings are therefore as follows;
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In the interest of acquiring the sample size for each category (strata), the researcher calculated the sample size by splitting the sum of population of each stratum by target population and multiplied it by the sum of sample size with a view to get the representative allocation of sample as indicated in Table 3.1. 
Table 3. 1: Sample frame TC "Table 3. 1: Sample frame" \f T \l "1" 
	Category
	Stratum Size
	Stratum proportional
	Percentage

	Schools
	20
	12
	7

	School Managers/owners
	20
	12
	7

	Head Teachers
	20
	12
	7

	Teachers
	220
	130
	79

	Total
	280
	166
	100


Source: Bukoba Municipal Council (2022)
The sample size to be selected for this study was not less than 165 regarding to the suggestions made by Amin (2005)
3.5.3 Sampling Procedures. TC "3.5.3 Sampling Procedures." \f C \l "1" 
Sampling is a definite process of selecting individuals or items to incorporate the sample from a specified study population (Kothari, 2004). This study drew its sample from the study population by using the simple random and purposive sampling techniques. Purposive sampling technique employed intentionally in the selection of both the 12 School Managers, 12 Head teachers which is 60% of all Managers and Head teachers respectively. This is because by virtue of their positions they hold as employers and supervisors are most likely to possess the important data for this study (Mugenda and Mugenda, 2003).

Furthermore, the random sampling method was used to sample teachers. This involved the blind folded technique in which pieces of papers were prepared according to the numbers of teachers per school. These papers were folded and mixed and then the researcher picked at least 11 teachers from the sampled schools (Nachmias & Nachmias, 1992).
3.6  Data Collection Methods and Instruments TC "3.6  Data Collection Methods and Instruments" \f C \l "1" 
In this study various research instruments for data collection have been employed, these included questionnaires, interview and documentary review guides.
3.6.1 Questionnaire TC "3.6.1 Questionnaire" \f C \l "1" 
A structured questionnaire employed in this study as a tool to obtain the data on effects of reward system on teachers’ retention in private primary schools in Bukoba Municipal Council. These questionnaires were available to the teachers had given reasonable time to answer the questions basing on their views at the school. The questionnaire comprises of opened and closed questions.

3.6.2 Interview guide TC "3.6.2 Interview guide" \f C \l "1" 
The interview guide is a device consisting of a set of questions, which are asked and filled in by an interviewer in a face-to-face situation with the interviewee. Since it is administered personally, it provided the researcher with an opportunity to establish rapport with the respondents (Nachmias & Nachmias, 1992).
In this study, the researcher used semi-structured type of questions that generated the data on the effects of intrinsic and extrinsic rewards on teachers from the interviewees through dialogue. A face-to-face interview was therefore held between the researcher and school managers and Head teachers. These interviews took between 20 minutes to 35 minutes per session. The interview aimed at seeking teachers’ opinion on the kind of rewards they think can assist their retention and state of fairness on the rewards systems
3.7 Variable Measurements TC "3.7 Variable Measurements" \f C \l "1" 
In this study the dependent variable is teachers’ retention. It was measured basing on 5 points Likert scale. The independent variables are the intrinsic and extrinsic rewards; they were measured by using a 5 point Likert scale. (1= Strongly Disagree, 2= Disagree, 3= No Option, 4= Agree, 5= Strongly Agree).
The reason behind using the Likert scale is based on recommendations made by Kumar (2011) who argued that being attitudinal scale, Likert scale give simple rating common to researchers of all kinds in social science studies. For instance, in a study by Boniface (2016), on teachers’ retention in Tanzanian Remote Secondary Schools, the study report published by Linnaeus University Press in Sweden the researcher employed Likert scale in measuring the construct.

3.8 Validity of Research Instruments TC "3.8 Validity of Research Instruments" \f C \l "1" 
Researcher is considering carefully that the study instruments measure what they intend to measure (Nachmias & Nachmias, 2003). Face and content validity are essential in ensuring that the measuring instrument basically measures what planned to measure. In order to establish the content validity, researcher discussed the instrument with the Subject Matter Experts (SMEs) and supervisor who were knowledgeable in the field of social science research. The two Subject Matter Experts (SMEs) with their expertise were asked to rate each question on a point rating. A two-point scale was opted for indicating Relevant (R) or Not Relevant (NR).
Then content validity was determined using the formula:
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 Where: CVR is the Content Validity Ratio

ne: Is the number of experts rating the item very relevant

N: Is the total number of experts

The average [CVI] computed using the formula

Where:

CVI
=
Content Validity Index



R
=
Items rated Relevant



NR
=
Items rated Not Relevant
Table 3.2: Content Validity Index Results TC "Table 3.2: Content Validity Index Results" \f T \l "1" 
	
	Relevant Items (R)
	   Not Relevant    (NR)
	  Total

	Expert 1
	28
	5
	33

	Expert 2
	29
	4
	33

	
	57
	9
	66


CVI[image: image9.png]


 0.863

The computed Content Validity Index (CVI) was 0.863. The instrument regarded as valid because the value was beyond 0.7 as recommended by Amin, (2005).

3.9  Reliability of Research Instruments TC "3.9  Reliability of Research Instruments" \f C \l "1" 
Reliability of an instrument is the trustworthiness of the research tool. In other words is the degree to which the tool constantly measures what it presumed to measure (Mugenda & Mugenda, 2003). It frequently measured to estimate if the instrument can yield the same results when administered many times to a similar group. For the sake of establishment of the reliability of the items in the questionnaires, the researcher conducted piloting test in which the reliability of the items in the questionnaires were done.  In this technique a split-half computation of the reliability by employing Spearman Brown Formula was done (Mugenda & Mugenda, 2003). The formula is as follows:-
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= reliability co-efficient;
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 = One person’s score on the first half of items; 
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= One person’s score on the second half of items;
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= the mean of score on the first half of items;
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= the mean score on the second half of items.
The questionnaire was divided into two equivalent halves and then a correlation coefficient for the two halves (odd items and even items) of each person of the questionnaire and the correlation coefficient computed by using the Spearman’s Brown Prophesy formula. The coefficient indicated the degree to which both halves of the test provided the same outcomes and consequently explained the internal consistency of the test value of 0.63. Basing on Mugenda and Mugenda (2003) recommendations that the instrument applied if the reliability co efficient is over 0.5, it was concluded that the instrument was reliable 
3.10 Data Analysis Procedure TC "3.10 Data Analysis Procedure" \f C \l "1" 
A couple of qualitative and quantitative data analyses were employed as follows
3.10.1 Quantitative Data Analysis TC "3.10.1 Quantitative Data Analysis" \f C \l "1"  

The quantitative data from the questionnaires were analysed through descriptive and inferential statistics basing on the nature of this study.  Multiple Regression analysis was conducted to determine the effects of intrinsic and extrinsic rewards on teachers’ retention as it helped to explore the beta weight of each variable against dependent variable (Stevens, 1996). Teachers’ retention was regressed against intrinsic and extrinsic variables.  Data were analyzed with the aid of software known as Statistical Package of the Social Sciences (SPSS) version 23. The equation employed is expressed as follows: -
  Y = β 0 + β1X1 + β 2 X 2 +...........+ βn Xn +ε (1)…………………..equation (1)
Whereby β0 is the constant term of the model, β1to β4 are coefficients of independent variables and ε is the error term.
Where: 

Y = Teachers’ retention (the outcome or dependent variable)

β0 = constant of regression (Independent Variable)

βn is the coefficient of the nth predictor Xn 

εi error term is the difference between the predicted and observed value of Y for the ith subject.

β1= Praise (the coefficient of the first predictor X1)

β2= Recognition (the coefficient of the second predictor X2) 

β3 = Empowerment (the coefficient of the third predictor X3)

β4= Training opportunities (the coefficient of the fourth predictor X4) 

β5= Promotion (the coefficient of the fifth predictor X5) 

β6= Sense of belonging (the coefficient of the sixth predictor X6) 

β7= Good promise (the coefficient of the seventh predictor X7) 

β8= Compensation pay (the coefficient of the eighth predictor X8) 

β9= Allowances (the coefficient of the ninth predictor X9) 

β10= Bonuses (the coefficient of the tenth predictor X10) 

β11= Fringe benefits (the coefficient of the eleventh predictor X11) 

β12= Accommodation (the coefficient of the twelfth predictor X12) 

β13= Working environment (the coefficient of the twelfth predictor X13) 

β14= Transport facilities (the coefficient of the twelfth predictor X14) 

Prior to conducting the Multiple Regression analysis, several calculations were done to test the four basic assumptions for conducting a regression analysis as follows:- 
3.11.1 Test of rudimentary assumptions of multiple regression model TC "3.11.1 Test of rudimentary assumptions of multiple regression model" \f C \l "1" 
A regression model is a numerical depiction of what and how predictor variables are allied with the dependent variables. Entire regression patterns have assumptions, and transgressions of such assumptions can result in unreliable outcomes. The subsequent assumptions which underscore multiple regression patterns of analysis were assessed as follows:-

3.11.2 The Test on Normality Distribution TC "3.11.2 The Test on Normality Distribution" \f C \l "1" 
The checking for normality was carried out through Lilliefors test for normality which is the adaptation of Kolmogorov-Smirnov (K-S) and Shapiro-Wilk (S-W). The results are shown in Table 3.3
Table 3.3: Test results for the Normality TC "Table 3.3: Test results for the Normality" \f T \l "1" 
	Reward system variables
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	Df
	Sig.

	Praise
	.332
	125
	.000 ⃰
	.762
	125
	.620

	Recognition
	.333
	125
	.000 ⃰
	.780
	125
	.620

	Empowerment
	.312
	125
	.000 ⃰
	.837
	125
	.620

	Training opportunities
	.295
	125
	.000 ⃰
	.728
	125
	.620

	Promotion
	.330
	125
	.000 ⃰
	.648
	125
	.620

	Sense of belonging
	.304
	125
	.000 ⃰
	.667
	125
	.620

	Good promise
	.298
	125
	.000 ⃰
	.738
	125
	.620

	Compensation
	.371
	125
	.000 ⃰
	.726
	125
	.620

	Allowances
	.330
	125
	.000 ⃰
	.827
	125
	.620

	Bonuses
	.360
	125
	.000 ⃰
	.778
	125
	.620

	Fringe benefits
	.312
	125
	.000 ⃰
	.766
	125
	.620

	Accommodations
	.323
	125
	.000 ⃰
	.693
	125
	.620

	Transport facilities
	.250
	125
	.000 ⃰
	.729
	125
	.620

	Working environments 
	.315
	125
	.000 ⃰
	.844
	125
	.620


a. Lilliefors Significance Correction

⃰ This is a lower bound of the true significant
Results in Table 3.3 Shapiro- Wilk’s (S-W) test outputs indicates that the p-value of 0.620 condition is higher than 0.05 in that case, it can be concluded that the data was collected from normal distributed group. Shapiro-Wilk’s W test is suggested for intermediate sample up to population (n) = 2000 (Fields 2000; Pallant,2011). 
3.11.3 Multi-collinearity test on Independent Variables TC "3.11.3 Multi-collinearity test on Independent Variables" \f C \l "1" 
As far as computation of regression is concern, the test of multi-collinearity analysis amid independent variables was done.  Multicollinearity is a statistical issue that tests whether exact relationship among the predictor variables exists. The Variance Inflating Factor (VIF) is an indicator that measures how far the variance of an independent variable is increasing and thus contributing to standard error in the regression. 
Table 3.4: Results of multi-collinearity test on predictor variables TC "Table 3.4: Results of multi-collinearity test on predictor variables" \f T \l "1" 
Coefficientsa
	Model
	Reward system variables
	Collinearity statistics

	
	
	Tolerance
	VIF

	1
	Praise
	.233
	3.222

	
	Recognition
	.243
	2.657

	
	Empowerment
	.242
	2.846

	
	Training opportunities
	.223
	3.327

	
	Promotion
	.213
	3.445

	
	Sense of belonging
	.377
	3.132

	
	Good promise
	.214
	2.643

	
	Compensation
	.223
	3.138

	
	Allowances
	.247
	2.651

	
	Bonuses
	.263
	3.225

	
	Fringe benefits
	.248
	2.257

	
	Accommodations
	.243
	3.123

	
	Transport facilities
	.234
	2.646

	
	Working environments 
	.283
	3.271

	a. Dependent Variable: Teachers’ retention
	
	


Table 3.4 indicates that the tolerance is more than 0.1 (10%) as well as the Variance Inflating Factor (VIF) do not in any way surpass 5 or 10. This study suggested that there is no issue of multi-collinearity among independent variables. Thus, the related regression coefficients are evidently estimated and stable (Pallant, 2011).

3.11.4 Test of autocorrelation assumption (Durbin Watson Test) TC "3.11.4 Test of autocorrelation assumption (Durbin Watson Test)" \f C \l "1" 
The verification of independence of observations was done by application of Durbin Watson test.

Table 3.5: Autocorrelation assumption (Durbin Watson Test) TC "Table 3.5: Autocorrelation assumption (Durbin Watson Test)" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.766a
	.651    
	.584
	.50146
	2.088


a. Predictors: (Constant), Reward systems

b. Dependent Variable: Teachers’ retention
Table 3.5 shows the multiple linear regression model summary and overall fit statistics. It was found that the adjusted R² of our model is .651. This is an indication that the linear regression expounds 65.1% of the variation of retention.  The Durbin-Watson statistic d = 2.088, which is between the two critical values of 1.5 < d < 2.5. It was presumed that there was no first order linear auto-correlation in our multiple linear regression data (Pallant, 2013). 

3.11.5 Test of Homoscedasticity Assumption TC "3.11.5 Test of Homoscedasticity Assumption" \f C \l "1" 
 Berry and Feldman, (2000) define homoscedasticity as the variance of errors is the same across all levels of the independent variables. The absence of homoscedasticity is indicated by great error (residual) for some portion of the range comparing to others White’s Test was conducted by comparing the value of computed and observed Chi-square values by employing the following formula:
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= is the computed Chi-square,

 N= is observation times and 

R2 = R-Square or coefficient of determination. 

The rule of thumb is: Where Chi-square computed is smaller than Chi-square observed there are no heteroscedasticity issues in the model, the evidence is shown by computation outputs in Table 4.8

F statistic = 99.17; p value = 0:000

LM statistic = R2 = 125 (0.651) = 81.375 and the p value is less than 0.05 (5% critical value from 
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distribution with 12 degree of freedom.

The outputs show that computed Chi-square (LM) is smaller than observed Chi-square (F) which can be concluded that the model doesn’t indicating heteroscedasticity issues.

3.12.0 Qualitative Data Analysis TC "3.12.0 Qualitative Data Analysis" \f C \l "1"  
Qualitative data and information collected by means of interviews were sorted out and subjected to content analysis method as recommended by Thagaard (2009) who argues that the nature of the data collected drives the analysis method.
3.12.1 Content  Analysis  Method TC "3.12.1 Content  Analysis  Method" \f C \l "1" 
This method involved identification and interpretation of views, ideas citation and opinion mainly from School Managers and Head teachers basing on the following objectives of this study: -  
Identification of the intrinsic and extrinsic rewards systems applied by Management to retain teachers, examining the effects of intrinsic and extrinsic rewards on teachers’ retention, assessment of trend of teachers’ retention between 2015 and 2020 and finding out the ways to improve intrinsic and extrinsic rewards reward system to retain teachers in private primary Bukoba Municipal Council
3.11 Ethical Issues and Considerations TC "3.11 Ethical Issues and Considerations" \f C \l "1" 
Mugenda and Mugenda (2003) suggest that in conducting a study, there is a need to consider the conduct of the research and put into considerations ethical issues.  The researcher was guided by the following research ethics. Those include privacy, confidentiality, and sensitivity to cultural differences, gender and anonymity (Nachmias & Nachmias,  1992). The researcher sought a clearance letter from the Open University of Tanzania and permission from the Director of Bukoba Municipal Council before conducted this study. The researcher provided a clear explanation to participants the purpose of the study. The researcher assured them confidentiality in all circumstances. To prevent plagiarism and fraud, the researcher acknowledged all the scholars of the works that quoted in this study.

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
DATA PRESENTATION AND ANALYSIS TC "DATA PRESENTATION AND ANALYSIS" \f C \l "1"  
4.0 Introduction TC "4.0 Introduction" \f C \l "1"  

This chapter presents analyses of the data collected from the field and findings obtained on the effects of reward systems on teachers’ retention in private primary schools in Bukoba Municipality, Tanzania. More, the research questions as articulated in chapter one underlay this presentation of the findings. Basing on the aforementioned introduction, the following sections and sub-sections are limited to the presentation and analysis of research data.
4.1 Rate of Respondents Responses TC "4.1 Rate of Respondents Responses" \f C \l "1" 
In this study twelve private primary schools were chosen. The target population included 149 stakeholders of education from private primary schools. Questionnaires were distributed to 130 teachers.  125 survey questionnaires of teachers equal to 96.2% spread across the schools returned.

 Moreover, the researcher has been able to reach 100% all interviewees.  That is, 12 School Managers and 12 Head teachers. As Amin (2005) suggests a response rate of 50% and above is reasonable and forms a commendable ground for data analysis. Consequently, the feedback in this study is acceptable considering that the return rate is surpassing 50%. The data displayed is in terms of tabular and textural forms.
4.2 Demographic Characteristics of Teachers TC "4.2 Demographic Characteristics of Teachers" \f C \l "1" 
Four variables were involved in the analysis of demographic characteristics of the
teachers that included academic qualifications, age, teaching experience and working duration in a particular school. The analysis was done through descriptive statistics measuring (frequency and percentage) as shown in Table 4.1.
Table 4.1: Demographic Characteristics
	Variable
	Category
	Frequency
	Percentage

	Academic Qualifications
	Certificate Grade A
	34
	27.2

	
	Diploma
	67
	53.6

	
	Bachelor Degree
	24
	19.2

	Age Brackets
	21-30 years
	82
	65.6

	
	31-40 years
	38
	30.4

	
	41-50 years
	3
	2.4

	
	50 +
	2
	1.6

	Experience in Teaching Profession
	Less than two years

2-5 years
	36

63
	28.8

50.4

	
	6-10 years
	19
	15.2

	
	11-15 years
	6
	4.8

	
	Over 15 years
	1
	8

	Working duration at current school
	Less than two years
	75
	60

	
	2-5 years
	40
	32

	
	6-10 years
	6
	4.8

	
	11-15 years
	3
	2.4

	
	Over 15 years
	1
	0.8


Source: Field Data, 2022
In this study academic qualification refers to the highest level of education attained by teachers in private primary schools in Bukoba Municipality. Several studies have shown the relationship between the retention rate and academic qualification.

This study was interested to understand academic qualifications of respondents in Bukoba Municipality Council. Table 4.1 supplies the information of study participants’ reactions to this study. The findings indicated that a good number of teachers had Diplomas (53.6%), followed Grade A Certificate (27.2%). Some teachers had Bachelor Degrees (19.2%). It was interesting that majority of teachers had qualification to teach in primary schools as recommended by Tanzania Education and Training Policy of 2014 (URT, 2015).
Furthermore, Table 4.1 indicate that, majority of teachers were aged between 21and 30 years (65.6%), succeeded by teachers aged between 31and 40 years (30.4%). Only 2.4% and 1.6% of teachers were over 41 and above 50 years old respectively. This implies that majority of teaching staff were youths who are definitely a working force seeking the job. Therefore, if this age cohort of young professionals who are perpetually looking elsewhere with good pasture will be effectively rewarded are likely to stay very long in a private primary schools.
Results also provide the information on the distribution of teachers by their years of teaching experience. In this study years of teaching work experience refers to the period between the first years of employment to the period when the study was done. Data in Table 4.1 adds that 50.4% of teachers fall within two to five years in the teaching industry, followed by 28.8 percent who had less than two years. However, 0.8 was only one teacher with over fifteen years in teaching career. 

In addition to that basing on Table 4.1, results revealed that participant’s duration of service at their current primary schools. Majority of teachers (60%) had worked at the current private schools for period less than two years, while 32% of the teachers had worked in their current schools for periods between two and five years, 4.8% of the respondents had worked for less between six and ten years and 2.4% of the teachers had worked for eleven to fifteen years and only 0.8 had worked over fifteen years. These findings imply that majority of the respondents had worked at their current stations for enough period to be familiar with reward systems that influence teachers’ retention in private primary schools.
4.3 The Rewards System Applied by the Management on Teachers’ Retention TC "4.3 The Rewards System Applied by the Management on Teachers’ Retention" \f C \l "1"  
The first objective aimed at identifying the intrinsic and extrinsic rewards applied by Management to retain teachers in private primary schools in Bukoba Municipality Council. Data collected were classified into two classes, intrinsic and extrinsic rewards’. Responses to the statements in Table 4.2 were rated on a five point Likert scale on which 1=strongly disagree, 2=disagree, 3= no option, 4=agree and 5=strongly agree. The mean and standard deviation were calculated by means of Statistical Package for the Social Sciences (SPSS) and the results presented in Table 4.2. 
Table 4.2: The intrinsic rewards system applied by managers on teachers’ retention TC "Table 4.2: The intrinsic rewards system applied by managers on teachers’ retention" \f T \l "1"  
	Types of intrinsic rewards variables
	Mean
	Standard Deviation

	Praise
	4.128
	0.253

	Recognition
	3.640
	0.265

	Empowerment
	2.712
	0.231

	Training Opportunities
	1.416
	0.547

	Promotion
	1.296
	0.389

	Sense of belonging
	2.742
	0.412

	Good promise
	4.264
	0.231


Source: Primary Field-Data, 2022
The findings in Table 4.2, indicate that majority of teachers identified praising teachers as regarding their daily performance has been mainly practiced by Managements in private primary schools in Bukoba Municipality Council in Tanzania in order to retain them (M=4.128, SD=0.253), good promise given to teachers by Management also strengthen teachers’ retention as well (M=4.264, SD=0.231). In the same subsection a good number of respondents identified the recognition of teachers by Management as intrinsic reward system to retain them (M=3.640, SD=0.265). However, teachers largely dissented that training opportunities being one of reward system applied by School Managers to maintain teachers in private primary schools (M=1.416, SD=0.547) and the same to promotions (M=1.296, SD=0.389).
The study findings became apparent that teachers perceive the applaud granted to them by Management in their schools as major support to their retention. Teachers comprehended the application of good promise provided by School Managers. Additionally, the teachers hold the views that promotions and training in private schools have been not applied as reward practice to retain them. 
Sharing the issue of intrinsic reward systems applied by School Management to retain teachers with Head teachers who interviewed in one of the private primary schools explained that, “appreciation and care of teachers who perform duties effectively have been applied by our School Management to retain teachers in our school” The School Manager also identified the need for reward system as the purpose for strengthening teachers’ retention. In one of the interview a School Manager said:
“There are some teachers whom we are compelled to retain because of their unique contribution to our school for instance teachers who teach Mathematics. These teachers are given good promises which encourage them to continue working with us” (School Manager, August 19, 2022).
Table 4.3: The extrinsic rewards system applied by managers on teachers’ retention TC "Table 4.3: The extrinsic rewards system applied by managers on teachers’ retention" \f T \l "1"  
	Types of extrinsic rewards variables
	Mean
	Standard Deviation

	Compensation
	2.000
	0.443

	Allowances
	3.608
	0.265

	Bonuses
	3.792
	0.245

	Fringe benefits
	1.640
	0.347

	Accommodations
	1.728
	0.129

	Transport facilities
	4.328
	0.132

	Working environment
	4.264
	0.231


Source: primary Field-Data, 2022
From the findings in Table 4.3 on the extrinsic reward system applied by private school Managers on retaining teachers, the study established that transport facilities have been well practiced (M=4.328, SD=0.132). Majority of teachers also showed that the conducive working environment for them is one of the reward systems applied managers that affect teachers’ decision to stay with the private primary schools (M=4.264, SD=0.231).  
The study results indicate that teachers perceive the support for transport facilities provided by the School Managers as an extrinsic reward system that leads to retention of teachers in private primary schools. Results also indicate that bonuses provided by employers lead to retain teachers in private primary schools in Bukoba Municipal Council in Tanzania. However, the exploration results indicate that teachers perceive the accommodation as the reward system that applied by employers at minimal level (M=1.728, SD=0.129).
Any reward system that is applied by School Management regarding teachers’ retention has far reaching effects and consequences for an individual teacher. The qualitative information collected from school managers and heads did tally with those quantitative data on types of rewards system employed in private primary schools in Bukoba Municipality. For instance, the researcher interviewed one of Head teachers on what was thinking about specific intrinsic rewards do managers applied to support teachers’ retention, the School manager from school P1 had this to say:

“Our school has been providing transport facilities through ours school buses for teachers who are in need of transport support to and from their places of residence for the reason of attracting and lessening their transport costs” (School manager, August 12, 2022).
Another participant, a school Head teacher, asserted as the follows on the question of the specific extrinsic reward applied by school management to strengthen teachers’ intention to stay in private primary schools:
“Teachers’ who have demonstrated special commitment in performing their duties have been rewarded bonuses from time to time... For example, during workers’ day celebration this year five teachers were awarded certificate of appreciation and bonuses. These gifts strengthen teachers’ morale and retention”.  (A school Head teacher, August 19, 2022) 
4.4 The Effects of Intrinsic and Extrinsic Rewards on Teachers’ Retention TC "4.4 The Effects of Intrinsic and Extrinsic Rewards on Teachers’ Retention" \f C \l "1"  

Objective two of this study aimed at examining the effects of intrinsic and extrinsic rewards on teachers’ retention. Multiple Linear Regression analysis was conducted to ascertain the effects of reward systems on the teachers’ retention. The following results representing a multiple regression to establish effects of reward systems on the teachers’ retention: study evidence from Bukoba Municipality in Kagera Tanzania. The outputs of regression of predictors’ variables against outcome variables and the results are presented in the following Tables: -
Table 4.4: Model Summaryb TC "Table 4.4: Model Summaryb" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.766a
	.609    
	.554
	.5235


a. Predictors: (Constant), Reward systems
b. Dependent Variable: teachers’ retention
The regression analysis outcome of the model on the factors influencing teachers’ retention indicated that the coefficient of determination R2 = 0.609 and R= 0.766 viewing at significant level of 0.05.

As indicated in Table 4.4, the beta weight and statistical significance were analyzed and investigated. 
The study regression model in Table 4.4 indicates that the coefficient of determination R is 0.776 and R2 is 0.609 at 0.05 significance level, this is evidence that the nine predictor variables remarkably; praise (P), recognition(R), empowerment (E), good promise (Gp), allowances (A), bonuses (B), fringe benefits (Fb), transport facilities (Tf) and working environment (We) significantly determined the outcome variable (Y) teacher’ retention. The coefficient of determination (R2= 0.609) indicates that 60.9% of the variation on teachers’ retention was influenced by nine independent variables. The rest 39.1% of the changes on teacher’ retention was determined by other variables. This signifies that the model has a good fit because the value is above 50%. Generally, the greater the (R2) the better the model fits the data (Stevens, 1996).
Table 4.5:  Model Summary TC "Table 4.5:  Model Summary" \f T \l "1" 
	Model
	
	Sum of Squares
	df
	Mean Square
	F
	Sig

	1
	Regression
	48.216
	12
	
	106.22
	.000

	
	Residual
	46.217
	113
	
	
	

	
	Total
	94.433
	125
	
	
	


a. Predictors: Reward systems
b. Dependent Variable: Teachers’ retention
F statistic = 106.22; p value = 0:000

The results of Analysis of Variance (ANOVA) in Table 4.5 exhibits that the independent variables exceptionally; praise (P), recognition(R), empowerment (E), good promise (Gp), allowances (A), bonuses (B), fringe benefits (Fb), transport facilities (Tf) and working environment (We) as the key drivers of teachers’ retention, considering the P value is actual 0.000 which is lower than 5% level of significance. Moreover, in Table 4.5, the great value of F statistics 106.22) with significant level of 0.00 is fairly wide in conclusion that all nine predictor variables considerably determine teachers’ retention

Table 4.6:  Coefficientsa TC "Table 4.6:  Coefficientsa" \f T \l "1" 
	Model
	Unstandardized Coefficient
	Standardized Coefficients 

	T
	
	Sig

	
	
	
	
	
	

	
	B
	Std Error
	Beta
	
	
	

	Constant
	.378
	.004
	
	2.054
	
	.000

	Praise (P)
	.341
	.021
	.032
	2.042
	
	.000

	Recognition (R)
	.153
	.031
	.021
	.041
	
	.000

	Empowerment (E)
	.186
	.025
	.036
	.023
	
	.032

	Training opportunities(To)
	.264
	.013
	.051
	.018
	
	.062

	Promotion (Pr)
	.101
	.026
	.016
	.011
	
	.070

	Sense of belonging (Sb)
	.153
	.018
	.042
	.022
	
	.060

	Good promise (Gp)
	.356
	.014
	.033
	1.068
	
	.032

	Compensation (C)
	.104
	.021
	.024
	.024
	
	.071

	Allowances (A)
	.239
	.032
	.058
	.037
	
	.026

	Bonuses (B)
	.143
	.024
	.031
	.015
	
	.022

	Fringe benefits (Fb)
	.211
	.034
	.022
	.019
	
	.025

	Accommodations (Ac)
	.013
	.026
	.034
	.042
	
	.078

	Transport facilities (Tf)
	.354
	.028
	.021
	2.075
	
	.000

	Working environments (We)
	.321
	.052
	.043
	1.063
	
	.200


a. Dependent Variable: Teachers’ retention
Teachers’ retention = 0.341P+ 0. 153R + 0.186E +0.264To +0.101Pr+ 0. 153Sb + 0.356Gp +0.104C + 0. 239A + 0.143B +0.211Fb + 0. 013Ac + 0.354Ft+0.321We + ε.
Basing on the output of the beta weights only nine of the fourteen predictor variables displayed significance; namely; praise, (p-value= .000) recognition, (p-value= .000) empowerment, (p-value= .032) good promise (p-value= .022), allowances (p-value= .026), bonuses (p-value= .022), fringe benefits (p-value= .025), transport facilities (p-value= .000) and working environment (p-value= .022) significantly determined the dependent variables (Y) teachers’ retention.

Results in Table 4.9 indicate that the analysis of co-efficient value for praise was 0.341. This implies that all things being equal, when the other thirteen independent variables are held constant, praise reward system could determine by 34.1% if there is 100% good practice in reward system. It was statistically significant (0.00<0.05) i.e. the variable (praise reward system) was making a significant unique contribution to the prediction of the dependent variable (teachers’ retention). Teachers participated in the study were of the opinion that when teachers receive praise reward system stay long in their working stations.
In addition to that, co-efficient value analysis for recognition was 0.153. It was statistically significant (0.000<0.05). This means that all things being equal, when the other independent variables are held constant, recognition by school head in private primary schools in Bukoba Municipal Council would increase by 15.3% if there is 100% recognition reward practice. This implies that recognition could make a significant effect to teachers’ retention in Bukoba municipal. 

On top of that, co-efficient value analysis for empowerment for teachers was 0.186, which is statistically significant (0.032<0.05) This means that all things being equal, when the other independent variables are held constant, empowerment of teachers by managers would increase by 18.6% if there is 100% empowerment reward system. i.e. the variable (empowerment) could make a significant effect to the prediction of the dependent variable (teachers’ retention). 

Furthermore, the co-efficient value analysis carried out for good promise was 0.356. This implies that all things being equal, when the other independent variables are held constant, good promise could improve by 35.6% if there is 100% application of good promise as a reward system by school managers in private primary schools in Bukoba Municipality. It was statistically significant (0.032<0.05) i.e. the variable (good promise) is influencing exceptionally teachers’ retention.  

Another, co-efficient value analysis carried out was for allowance which accounted 0.239 This implies that all things being equal, when the other independent variables are held constant, teachers’ retention could be determined by 23.9.4% if there is 100% seriousness of various school managers on application of allowances as a rewarding system. It was statistically significant (0.0326<0.05) i.e. the variable (allowance paid by school managers) is influencing teachers’ retention.  

With regard to co-efficient value analysis for bonuses it was accounted 0.143. This implies that all things being equal, when the other independent variables are held constant, teachers’ retention could be determined by 14.3% if there is 100% seriousness of various school owners were able apply bonuses as a rewarding system. It was statistically significant (0.022<0.05) i.e. the variable (bonuses applied by school owners) is influencing teachers’ retention.  

The fringe benefits co-efficient value analysis was found to be positive in explaining teachers’ retention by 21.1%. This implies that if there is a 100% school owner were able apply fringe benefits as a rewarding system in their schools. It was statistically significant (0.025<0.05) i.e. the variable (fringe benefits applied by school owners) is determining factor for teachers’ retention.  

Regression of coefficients value also showed that transport facilities had positive effect on teachers’ retention by 0.354. This implies that all things being equal, when the other predictors’ variables are held constant, transport facilities could increase retention by 35.4% if there is 100% provision of transport facilities to teachers by school owners. It was statistically significant (0.000<0.05) i.e. the variable (transport facilities) could make a significant effect to the prediction of the dependent variable (teachers’ retention). 
Finally, the co-efficient value analysis carried out for working environment was 0.321. This implies that all things being equal, when the other independent variables are held constant, teacher retention could be improved by 32.1% if there is 100% conducive working environment for primary school teachers is provided. It was statistically significant (0.0200<0.05) i.e. the variable (working environment) is influencing teachers’ retention.
4.5  Teachers’ Retention Trend Between 2015 and 2020 TC "4.5  Teachers’ Retention Trend Between 2015 and 2020" \f C \l "1"   
 The third objective aimed at assessing teachers’ retention trend for six years in private primary schools Bukoba Municipal Council. The researcher acquired the data from school managers by means of documents analysis. Results are shown in Figure 4.1
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Figure 4.1: Teachers’ retention trend between 2015 and 2020 measured in numbers TC "Figure 4.:1: Teachers’ retention trend between 2015 and 2020 measured in numbers" \f F \l "1" 
Source: primary Field-Data, 2022

The findings in Figure 4.1 denote that the good number teachers have been voluntarily and involuntary leaving from private primary schools than those being recruited for the period of six years. Some of reasons obtained during interview from head teachers is that some were no longer willing to renew their contract with the school again, obtain another job in the next private primary or secondary school, got government employment, and others the school itself were no longer willing to renew contract with them. In the year 2019, for instance, the number of teachers left and those recruited were the same (44). Unsurprising average of teachers left, for the six years, was 44 whereas the average number of teachers recruited in private primary schools was 33. 
4.6 The Ways to Improve Intrinsic and Extrinsic Rewards Systems on Teachers’ Retention TC "4.6 The Ways to Improve Intrinsic and Extrinsic Rewards Systems on Teachers’ Retention" \f C \l "1" 
The third objective aimed at finding out the ways to improve intrinsic and extrinsic rewards reward system to retain teachers in private primary Bukoba Municipal Council. The researcher obtained the data from Teachers through questionnaires. In addition to that, the data were also collected by means of interview from School Managers and Head teachers. Results are shown in Figure 4.1 
Two of the School Managers interviewed had this to say. “Some of our teachers we support them financially by giving loans as low-risk funds. Loans help our teachers to alleviate financial stress and feel comfortable at work when they are able to pay fees of their children and even constructing their houses” (School Manager, August 26, 2022)
The School Manager’s response through interview on ways to improve reward system to retain teachers, he claimed: 
“Despite the fact that intrinsic and extrinsic reward systems are very essential, it is not an easy exercise pleasing each and every teacher in our school because of the diversity of their needs and scarcity of resources, some we subsidize the fee of their children and those with outstanding performance we have been providing bonuses in terms of money” (School Manager, August 26, 2022)

Figure 4.2: Suggested ways to improve reward system on teachers’ retention TC "Figure 4.2: Suggested ways to improve reward system on teachers’ retention" \f F \l "1" 
Source: primary Field-Data, 2022
The findings in Figure 4.2 show that majority of participants 35 % suggested that if managers want teachers in private primary schools to remain in their job for long period they should promote them accordingly. A good number of participants 25% were of the views that if private primary schools in Bukoba Municipality managers and owners intend to strengthen teachers’ retention are required to design and implement loan scheme for teachers effectively. Similarly, the investigation from Figure 4.1 shows that 22% of respondents were of the suggestions that competitive financial reward plays a significant role among of ways to improve teachers’ retention in our private primary schools.  Again, of the 10% respondents appeared to feel that the issue of teachers’ retention in private of primary schools can be improved through certainty job contract and which in turn the trend of teachers’ turnover is likely to decline. Finally, the findings also established that 8% of respondents were of the views that school owners should provide training opportunities to teachers as a strategy to meet their job demands and   a rapid changing the world in science and technology.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
 DISCUSSION OF THE RESEARCH FINDINGS TC "DISCUSSION OF THE RESEARCH FINDINGS" \f C \l "1" 
5.0 Introduction TC "5.0 Introduction" \f C \l "1" 
This chapter is the presentation of the discussion of the study findings. It has discussed what was identified after the analysis of the research data in relation to the topic and literature reviewed. Furthermore, it critically highlights and interprets the research findings. 

5.1 The Intrinsic and Extrinsic Rewards Applied by Management to Retain Teachers TC "5.1 The Intrinsic and Extrinsic Rewards Applied by Management to Retain Teachers" \f C \l "1"  
This study sought to identify the intrinsic and extrinsic reward systems applied by managers to retain teachers in private primary schools in Bukoba Municipality in Kagera, Tanzania. The variables analyzed were list of sources of retention extracted from literature reviewed in relation to teachers’ retention. Majority of the participants were of the views that praising teachers is a great predictive variable on teachers’ retention in private primary schools in Bukoba Municipal Council. Furthermore, the critical analysis done on recognition influences teachers’ retention, it was found that acknowledging some teachers before their colleague for desired performance or even for good behaviours, actions having a positive attitude has the significant effect on teachers’ retention. Benell and Akayeapong (2007) support the findings by drawing the statement that the understanding of education stakeholders about the notion of reward system and teachers’ retention issues seem to be crucial. Moreover, Bello, Bambale, Jakada, & Yakubu, (2020) supports this study when they said that three packages that is salary, allowances, and employee benefits and were employed as strategies by administration for teachers’ retention in public secondary schools
 Supporting to this study findings, Kamundi (2021) observed that, teachers aimed at remaining in the school provided that management was collaborative, discernment and appreciative, recognizing their efforts have been made, caring and ready treating them fairly. This issue of fair administration rewards underlies the theory of employees’ reward where an employee assesses the reward received in comparison to his /her time, efforts and contribution sometimes even with the nearby school. 
5.2 The Effects of Intrinsic and Extrinsic Rewards on Teachers’ Retention TC "5.2 The Effects of Intrinsic and Extrinsic Rewards on Teachers’ Retention" \f C \l "1"  

The study sought to establish the effects of intrinsic and extrinsic reward systems on teachers’ retention in private primary schools in Bukoba Municipality in Kagera, Tanzania. This study analyzed different variables on reward systems in relation to teachers’ retention. 

Table 4.7 displayed the results on the responses from teachers to what extent they agree on the effects of reward system being provided with intention of retaining them. The findings showed that adjusted R2 of 0.409 between rewards and teachers’ retention in private primary schools. Suggesting that reward systems predicted 40.9% of the variance on teachers’ retention. The adjusted R2 of 0.554 also meant that improving on reward systems rewards by 100% would result into retention of 55.4% teachers in private primary schools. 

Again, data in Table 4.8 indicated that findings from descriptive and inferential statistical analysis, generally reward systems that could make a great significant influence to teachers’ retention were praise with beta weight coefficient 0.341 (p-value 0.000<0.05), recognition 0.153 (p-value 0.000<0.05) and transport facilities 0.354 (p-value 0.000>0.05), shows that that the analysis of co-efficient value for praise was 0.341. This implies that all things being equal, when the other thirteen independent variables are held constant, praise reward system could determine by 34.1% if there is 100% good practice in reward system. It was statistically significant (0.00<0.05). From the results, it showed that many private primary schools in Bukoba Municipality have been appreciating teachers through praise for what have been done. 

The findings of this study are in line with the studies done by Britton (2016) who conducted the study in USA and suggested for effective reward systems that can consider all teachers like high performers and that a reward should be related to strengthening their intention to stay. Similarly, the findings concurred with the studies by Smith (2015) and Mkonongo (2019) that carried out a study in relation to factors influencing teachers’ retention in South Africa and Tanzania respectively and found that praise, recognition and empowerment increased the willingness of teachers staying long in a particular school.  Again, the findings are supported by Fadhil (2016) who did a study on the relationships between reward system and teachers’ turnover in public secondary schools in Wete District, Pemba and found that teachers’ retention included promise for good future, security of teachers and qualifications as well. On the other hand, absence of promotion opportunities, and career advancement, low pay and low ranks of teaching profession accelerated the turnover. 

Furthermore, in supporting of these findings, Fadhil (2016) points out that good promise and praise are one of the greatest predictors for the retention of teachers and are playing a significant role in attracting and retaining good teachers especially those who demonstrate outstanding performance of their duties or have special skill which is indispensable to primary schools. In addition, Boniphace (2016) found that discouraging situation among schools of personal private owned schools than religious schools because of poor extrinsic motivation especially compensation. This reality explains why few teachers about 8%   with working duration of 6 years and above in their teaching stations in Bukoba Municipality were found more in religious schools than in personal owned private primary schools.  
5.3 Teachers’ Retention Trend Between 2015 and 2020 TC "5.3 Teachers’ Retention Trend Between 2015 and 2020" \f C \l "1"  

The study attempted to assess teacher’ retention trends between for six years between 2015 and 2020 in private primary schools in Bukoba Municipality. The findings showed that there have been more teachers’ exit from private primary schools in Bukoba Municipality than those being recruited in the period of six years between 215-2020. This study gratifies with the findings of Kamundi (2015) that independent schools in Kenya, for instance, Seventh-Day Adventist (SDA) Church schools, were mostly affected by the poor retention teachers.
5.4 The Ways to Improve Intrinsic and Extrinsic Reward System to Retain Teachers TC "5.4 The Ways to Improve Intrinsic and Extrinsic Reward System to Retain Teachers" \f C \l "1"  

The study sought to explore what ways could contribute to improve intrinsic and extrinsic reward system in private primary schools in Bukoba Municipality. The findings showed that 35 % of respondents were of the views that teachers should be promoted, loan scheme was also recommended by (25%), and competitive financial rewards system (22 %). On top of that 10% of teachers were of the suggestions that managers should consider providing job contract and (8%) training opportunities as well, in order to strengthen teachers’ retention. The findings of this study are in tandem with the study done by Koech, et al., (2014) who conducted the same study in Baringo Constituency in Kenya and provided empirical evidence that in order to address the challenges of teachers’ retention, timely remuneration for teachers was the best reward which showed to enhance their stay intention.  In addition, this is also in line with Leeuwen (2016) who recommended that private schools that have been using attractive salary package as a retention tool have succeeded in retaining teachers in their schools for so long. 
Again, this was also identified by Malisa (2015) who did the study on teachers’ retention strategies in secondary schools in Hanang District Council and contends that accommodation, professional development, induction courses to newly employed teachers, timely promotion, paying salaries on time and good working environments were mentioned as strategies for teachers’ retention. The findings in Figure 4.1 correlate with the study made by Acom (2010) who suggested that reward system strategies suited to private schools in Uganda to succeed; required the recognition of time, education, experience and efforts of an individual teacher.
CHAPTER SIX TC "CHAPTER SIX" \f C \l "1" 
SUMMARY, CONCLUSION AND RECOMMENDATIONS TC "SUMMARY, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
6.0 Introduction TC "6.0 Introduction" \f C \l "1" 
This chapter presents the summary, conclusions and recommendations of the study. The chapter on one hand sum up the most crucial issues found out in the study. On the other hand, recommendations and suggested ways for improving intrinsic and extrinsic reward system on teachers’ retention in private primary schools in Bukoba Municipality Council in Kagera, Tanzania are provided. 

6.1 Summary of the Study TC "6.1 Summary of the Study" \f C \l "1" 
This study investigated effects of reward systems on teachers’ retention in private primary schools in Bukoba Municipal Council. The researcher was motivated to carry out this study due to poor retention rate in private primary schools. This study was guided by three research questions as indicated in chapter one. A convergent parallel mixed design was used in which both quantitative and qualitative were used in cross-sectional manner in order to gain the insight of teachers on effects of reward systems on teachers’ retention.
The target population of this study included School Managers, Head teachers and teachers from private primary schools in Bukoba Municipality. Simple random sampling method was employed to select a sample of 130 teachers. Purposive sampling method employed to identify 12 School Managers and 12 Head teachers respectively.

Research instruments applied in this study were questionnaire, interview and document analysis guides. The interview instrument was employed for School Managers as well as for Head teachers and the questionnaire was employed to collect data from teachers. Reliability of instruments determined by means of split-half test coefficient computation method. Pearson Product Moment Correlation formula employed to test the instrument and scores indicated 0.679.

In this study data were collected and analyzed by means of descriptive statistics (frequencies, means and standard deviation) and inferential statistics employed multiple regression model. The findings were presented in tables, pie charts. The study data were presented, interpreted and discussed with a help of appropriate statistics and quotes. 

Following data analysis and discussion the study is presenting a summary of research findings. The results showed that stakeholders involved teaching industry in private primary schools were recruited basing on appropriate qualifications. The results indicated that 53.6% of the participants had their education qualification up to Diploma level, 27.2% of them had their academic qualification up to the Certificate of Teaching Grade A, and 19.2% of them had their academic qualification up to Bachelor degree level. This is an indication that a good number of participants had their academic qualification beyond the recommended qualification to teach in primary schools which implies that they are well qualified.

The similar results showed that most of respondents’ age falling in bracket of 21-30; in that case they are expected to be mature enough to comprehend issues of reward system and teachers’ retention. Furthermore, most of respondents were youth seeking for better jobs and good pastures, so the need to be motivated to stay. In addition to that, a good number of participants were of working experience between 2 and 5 years. In that case it is obvious that they had adequate experience on issues related to reward systems and retention.

6.2.1 The intrinsic and extrinsic reward applied by managers on teachers’ retention TC "6.2.1 The intrinsic and extrinsic reward applied by managers on teachers’ retention" \f C \l "1" 
As stated in the results of intrinsic rewards employed by managers on teachers’ retention, it has shown that majority of teachers identified praising teachers regarding their daily duties as a major reward to retain them in private primary schools in Bukoba Municipality Council in Tanzania (M=4.128, SD=0.253. The similar results indicated that good promise also applied by managers as a proper reward system to retain teachers (M=4.264, SD=0.231).  

On the question of extrinsic reward system applied by school management on retaining teachers, majority of teachers identified that they have been given transport facilities (M=4.328, SD=0.132) and conducive working environment has been strengthening their intention to stay in private primary schools (M=4.264, SD=0.231) as well.  

6.2.2 The effects of intrinsic and extrinsic rewards on teachers’ retention TC "6.2.2 The effects of intrinsic and extrinsic rewards on teachers’ retention" \f C \l "1" 
The regression analysis outcome of the model on the effects of reward system on teachers’ retention indicated that the coefficient of determination R2 was 0.409 and R is 0.766 viewing at significant level of 0.05.

The scope of the coefficients of the independent variables signified the power of the influence that they have on the dependent variable. The outcomes indicate that teachers’ retention is vigorously determined by potential for praise with beta weight (coefficient 0.341), recognition (coefficient 0.153) followed by transport facilities (coefficient 0.354) and conducive working environment (coefficient 0. 321).

6.2.3 The ways to improve intrinsic and extrinsic reward system to retain teachers TC "6.2.3 The ways to improve intrinsic and extrinsic reward system to retain teachers" \f C \l "1"  

Referring to an issue of what should be done improve intrinsic and extrinsic reward system for the purpose of retaining teachers in the school, the results indicated that majority of respondents (35%) were of the views that teachers should be promoted. Moreover, a good number of respondents (25%) were of recommended that managers should establish loan scheme, while 22% were suggested competitive financial package. Others (10%) were of the view that job contract should be in place and 8% suggested training opportunities.
6.2.4 Teachers’ retention trend for years 2015-2020 TC "6.2.4 Teachers’ retention trend for years 2015-2020" \f C \l "1"           
The results of teachers’ retention trend in six consecutive years by documents analysis indicated that there is a lot of exit of teachers from private primary schools in comparison to the number of teachers employed per unum in Bukoba Municipality, Tanzania. For instance, for six years the average number of teachers who left was 44 while the number of teachers recruited were 33. Some of reasons obtained during interview from head teachers is that some were no longer willing to renew their contract with the school again, obtain another job in the next private primary or secondary school, got government employment, and others the school itself were no longer willing to renew contract with them. 
6.3 Conclusions TC "6.3 Conclusions" \f C \l "1" 
The degree of success of teachers’ retention depends upon reward systems applied, their power to influence one’s satisfaction and in the manner teachers comprehend them as being fair. The study concluded that praising has the significant influence on teachers’ retention in private primary schools in Bukoba Municipal Council. Again recognition of individual’s exemplary performance has a great effect on teachers’ retention in private primary schools in Bukoba Municipality. 
The study draws conclusion that there is a significant positive effects among the praising, recognition, Empowerment, Good promise, Allowances, Bonus, Fringe benefits, transport facilities and working environment reward system as crucial predictor variables in teachers’ retention in private primary schools in Bukoba Municipality.
 The trends of teachers’ retention have been assessed between 2015 and 2020 in private primary schools. The findings show that teachers have been quitting from private schools than those being hired for the period of six years between 2015 and 2020.  So, private primary school management should provide praising, recognition, Empowerment, Good promise, Allowances, Bonus, Fringe benefits, transport facilities and working environment so as to retain their good teachers. Furthermore, private schools should have loan schemes and competitive financial packages to survive their neighboring competitive schools.
6.4 Recommendations and Policy Implication TC "6.4 Recommendations and Policy Implication" \f C \l "1" 
The study recommends Private school managements to provide both intrinsic and extrinsic rewards that have been tested to decide retention namely, praising, recognition, Empowerment, Good promise, Allowances, Bonus, Fringe benefits, transport facilities and working environment. 
Most primary private schools in Bukoba municipality, are result orientated in order to survive competitive pressure from the neighboring private primary schools, so much is demanded from their teachers. The study recommends private primary school managements to regularly empower their teachers to meet their daily work demand.
The government through the Ministry of Education, Science and Technology and PO-RALG should ensure private school teachers are qualified, recognized and entitled to same payment. And they should enjoy similar opportunities work security. 

Loan scheme is very important for employees’ life sustainability.  However, loans involve a lot of risks. Thus the study recommends low risky loan scheme in form of monthly deductions from their salaries as paycheck advance for short term financial need of teachers. Good and fare provision of both intrinsic and extrinsic rewards in private primary schools will motivate and bring satisfaction and consequently increasing teachers’ retention.
6.5 Recommendations for Furthers Research TC "6.5 Recommendations for Furthers Research" \f C \l "1" 
The praising, recognition, Empowerment, Good promise, Allowances, Bonus, Fringe benefits, transport facilities and working environment reward systems in private primary schools appeared to key predictor variables leading to teachers’ retention and vice versa if the rewards systems are not well managed or ineffective. The researcher however, recommends further study to investigate on how long term job contract can be a reward system that may influence teachers’ retention in private schools.
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APPENDICES

APPENDIX A: QEUSTIONNAIRE FOR TEACHERS

REF: REQUEST TO PARTICIPATE IN MY RESEARCH STUDY

Dear Sir/Madam

My name is Denis Rweyunga, I am a student of Master of Education in Administration, Planning and Policy Studies (M.ED-APPS) at the Open University of Tanzania. I am carrying out a study on the effect of reward systems on teacher’s retention in private primary schools in Bukoba Municipal Council. You have been chosen to participate in this study and your contribution will be highly appreciated. Your assistance in answering all questions in the questionnaire will generate vital information for the study. Your personality will be kept with much confidentiality. Your freedom to accept to participate in this study is highly respected

Thank you very much for accepting to cooperation.

Yours Faithfully

                          Denis Rweyunga
SECTION A: DEMOGRAPHIC INFORMATION:

Please tick your identification features in this questionnaire. 

1. What is your highest academic qualification?   Certificate Grade A (  
 )     

Bachelor Degree (  
)       Diploma (      ) 

 Any other specify……………………….

2. Indicate your Age in Bracket 21-30 Years (     ) 31-40 Years (    ) 41-50 Years (    )    

51+ (
)

3. How long have you been in the teaching profession?

 Less than two years (     )   2-5 years (     )    6-10 years (       )    

11-15 years (      ) Over 15 years (      ) 

4. How long have you been working in this school?

 Less than two years (     )   2-5 years (     )    6-10 years (        )    

11-15 years (      ) Over 15 years (      ) 

SECTION B: TYPES OF THE INTRINSIC AND EXTRINSIC REWARDS APPLIED BY MANAGEMENT TO RETAIN TEACHERS IN YOUR SCHOOL

a. For each of the following intrinsic rewards, please select a number that best represents your answer by putting a ‘v’ mark; that shows to what extent   you agree or disagree that a named reward is provided by your school . Use the following Key: 1=Strongly Disagree (SD),  2=Disagree (D), 3=No option (N), 4=Agree (A), 5=Strongly Agree (SA). 
	No.
	Types of  intrinsic rewards
	1
	2
	3
	4
	5

	i. 
	Praise
	
	
	
	
	

	ii. 
	Recognition
	
	
	
	
	

	iii. 
	Empowerments
	
	
	
	
	

	iv. 
	Training opportunities
	
	
	
	
	

	v. 
	Promotion
	
	
	
	
	

	vi. 
	Sense of belonging
	
	
	
	
	

	vii. 
	Good promise
	
	
	
	
	


Please provide any other way(s) you think school management could use to support teachers’ retention in private schools…………………………………..
b. Please for each of the following extrinsic rewards below select a number and put ‘v’ mark that best represents your answer. That shows to what extent you agree or disagree that your school provides a certain extrinsic reward to teachers   Use the following Key: 1=Strongly Disagree (SD),   2=Disagree (D), 3=No option (N), 4=Agree (A), 5=Strongly Agree (SA). 
	No.
	Types of extrinsic rewards
	1
	2
	3
	4
	5

	i. 
	Compensation
	
	
	
	
	

	ii. 
	Allowances
	
	
	
	
	

	iii. 
	Bonuses
	
	
	
	
	

	iv. 
	Fringe benefits
	
	
	
	
	

	v. 
	Accommodations
	
	
	
	
	

	vi. 
	Transport facilities
	
	
	
	
	

	vii. 
	Working environment
	
	
	
	
	


Please provide any other way(s) you think school management could use to

support teachers’ retention in private schools…………………………………..
SECTION C:  EFFECTS OF INTRINSIC REWARDS ON TEACHERS’ RETENTION

For each of the following statements, please select a number and put ‘v’ mark that best represents your answer; that shows to what extent you agree or disagree with them. Use the following Key: 1=Strongly Disagree (SD)2= Disagree (D), 3=No option (N), 4=Agree (A), 5=Strongly Agree (SA). 

	No
	Indices for intrinsic practices
	1
	2
	3
	4
	5

	i. 
	Praising from management enhances my stay intention
	
	
	
	
	

	ii. 
	Recognition as an individual by management enhances my stay intention
	
	
	
	
	

	iii. 
	Empowerment by management enhances my stay  intention
	
	
	
	
	

	iv. 
	Training provided by management enhances my stay intention
	
	
	
	
	

	v. 
	Promotion done  by management enhances my stay  intention
	
	
	
	
	

	vi. 
	Management regarding me as one most important stakeholders enhances my stay intention
	
	
	
	
	

	vii. 
	Good promise given  by management enhances my stay intention
	
	
	
	
	


SECTION D:  EFFECTS OF EXTRINSIC REWARDS ON TEACHERS’ RETENTION

For each of the following statements, please select a number and put ‘v’ mark that best represents your answer, that shows to what  extent  you agree or disagree them, Use the following Key: 1=Strongly Disagree (SD),   2=Disagree (D), 3=No option (N), 4=Agree (A), 5=Strongly Agree (SA). 

	No
	Indices for  extrinsic practices
	1
	2
	3
	4
	5

	i. 
	Compensation paid   enhances my stay intention
	
	
	
	
	

	ii. 
	Allowances paid enhances my stay intention
	
	
	
	
	

	iii. 
	Bonuses paid  enhances  my stay intention
	
	
	
	
	

	iv. 
	Fringe benefits provided  enhances my stay intention
	
	
	
	
	

	v. 
	Accommodations provided  enhances my stay intention
	
	
	
	
	

	vi. 
	Working environments  enhances my stay intention
	
	
	
	
	

	vii. 
	Transport facilities  enhances my stay intention
	
	
	
	
	


SECTION E:  WAYS TO IMPROVE INTRINSIC AND EXTRINSIC REWARD SYSTEM TO RETAIN TEACHERS’ 

What are the ways you think can improve intrinsic reward system to retain teachers in your school? Mention three……………………………………………………

1. What are the ways you think can improve extrinsic reward system to retain teachers in your school?

Mention three…………………………………

APPENDIX C: INTERVIEW GUIDE –TO SCHOOL MANAGERS AND HEAD TEACHERS

I am Denis Rweyunga student at the Open University of Tanzania, pursuing a Master of Education in Administration, Planning and Policy Studies (M.ED-APPS). I am carrying out a study titled, “the effect of reward systems on teacher’s retention in private primary Schools in Bukoba Municipal Council” kindly request you to provide me with information. It will be treated as confidential and used for academic purposes only

Indicate your Age in Bracket 21-30 Years (      ) 31-40 Years (     ) 41-50 Years (     )    

51+ (
)

i. How long have you been in the teaching profession?

Less than two years (     )   2-5 years (     )    6-10 years (        )    

11-15 years (      ) Over 15 years (      )

ii. How long have you been working or managing in this school?

Less than two years (     )   2-5 yrs (     )    6-10 yrs   (        )    

11-15 years (      ) Over 15 years (      ) 

iii. What are specific intrinsic rewards do you think school management could apply to support teachers’ retentions in your school?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
iv. What are specific extrinsic rewards do you think school management could apply to support teachers’ retentions in your school?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
v. What do you think are likely effects of the school not having a good reward system?

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

vi. What are the ways you think can improve intrinsic reward system to retain teachers in your school?

.............................................................................................................................
vii. What are the ways you think can improve extrinsic reward system to retain teachers in your school?

.............................................................................................................................
THE END 

Thank you for your cooperation

APPENDIX D:  DOCUMENT REVIEW GUIDE

School identification………………………….
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	YEAR
	DESCRIPTION
	TOTAL

	2015
	Number of teachers recruited
	

	
	Number of teachers left
	

	2016
	Number of teachers recruited
	

	
	Number of teachers left
	

	2017
	Number of teachers recruited
	

	
	Number of teachers left
	

	2018
	Number of teachers recruited
	

	
	Number of teachers left
	

	2019
	Number of teachers recruited
	

	
	Number of teachers left
	

	2020
	Number of teachers recruited
	

	
	Number of teachers left
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