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ABSTRACT TC "ABSTRACT" \f C \l "1" 
Academic performance in public secondary schools continues to be a concern, despite continuous government initiatives to improve educational outcomes. This research explored how teachers’ motivation affects students’ academic performance in Nyamagana District Council, Tanzania. The study focused on three main objectives: evaluating the influence of teachers’ working conditions, professional training, and reward systems on student academic performance. The theoretical basis was Abraham Maslow’s Hierarchy of Needs, which highlights the importance of motivation in enhancing productivity. Using a descriptive survey design with a mixed-methods approach, the study involved 10 heads of schools, 1 District Secondary Education Officer, 1 District Secondary Academic Officers and 125 teachers. Data were collected using questionnaires and interviews. Findings revealed that fair treatment, conducive working conditions, access to professional development, and performance-based rewards significantly enhance teachers’ motivation, positively influencing student performance. However, inadequate working environments, limited training opportunities, and a lack of recognition hindered motivation. The study concluded that motivating teachers is essential for improving academic performance, with fair treatment, training opportunities, and structured rewards as key contributors to teacher satisfaction and productivity. It recommends that the government improve teachers’ incentives, including salary increments, transfer allowances, and promotions, while school administrations should ensure adequate resources, and teacher participation in decision-making, hence improving students’ academic performance in public secondary schools. 
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION AND BACKGROUND TO THE STUDY TC "INTRODUCTION AND BACKGROUND TO THE STUDY" \f C \l "1" 
1.1 Introduction TC "1.1 Introduction" \f C \l "1" 
This chapter introduces the background of the study, statement of the problem, outlines the purpose, specifies the research objectives and questions, highlights the significance of the study, limitations and delimitations, and definition of key terms.

1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1" 
Motivation is often defined as the enthusiasm and persistence with which an individual engages in a task, but in the educational context, it can be more specifically described as the effort a teacher is willing to invest in their teaching. Motivation affects the path an individual chooses and the goals they set for themselves (Beck, 2021). According to Ryan and Deci (2000), motivation can be intrinsic or extrinsic, with intrinsic motivation stemming from personal satisfaction and a sense of accomplishment, while extrinsic motivation is driven by external rewards or pressures. When these motivational drivers are not adequately supported within the school system, it can lead to negative outcomes for teachers, such as stress, burnout, and dissatisfaction, which ultimately diminish their ability to effectively engage students (Herzberg, 1966). 
According to Özbilen et al. (2020), teacher motivation is very crucial in education for improved academic performance of secondary school students. Therefore, considering the prominent role of teachers in the education process, it can be said that teacher motivation is an important factor affecting the quality of education. In this regard, teachers’ motivation is not merely about extrinsic rewards like salaries but involves creating an environment where teachers feel valued, satisfied, and supported. When teachers are motivated, they bring out their best, which benefits students, parents, and society as a whole. High levels of motivation ensure that teachers remain engaged in their work, leading to better student outcomes, improved students’ academic performance and an enhanced educational experience.

In essence, teacher motivation is anything that contributes to a teacher's sense of well-being, job satisfaction, and commitment to their work. It includes both internal factors, such as a passion for teaching and a desire to make a difference in students' lives, and external factors, such as professional development opportunities, support from school leadership, and recognition from peers and the community (Müller & Gupta, 2018). Without these motivational supports, teachers are more likely to experience frustration and disengagement, and teacher turnover, which can negatively impact the quality of education and the future of the students they teach.

Motivated teachers play a crucial role in shaping the educational experience, as their enthusiasm and commitment inspire students and contribute to the success of educational reforms. Several factors can significantly influence teacher motivation, including prompt payment of salaries, access to necessary facilities like laboratories, and verbal support for both teachers and students. These factors not only improve the teachers' morale but also enhance the overall learning environment, benefiting the students as well (Nyakundi, 2012). Motivated teachers tend to demonstrate greater persistence in their tasks, even when the tasks are challenging or lack immediate interest (The United Republic of Tanzania (URT, 2013). Their motivation directs their actions towards specific goals, increasing their energy, effort, and determination in their teaching activities. This heightened motivation leads to a more dynamic and productive learning environment, fostering both teacher and student success. Ultimately, teacher motivation is essential for creating a positive, effective educational atmosphere where all participants are empowered to achieve their best. According to various researchers' global studies on teachers' motivation, the status of teachers has deteriorated recently in many developed and developing nations (Cherry, 2016). In essence, the motivation of teachers varies depending on the country of origin, as seen from various angles. This means that views on teachers' motivation in Africa and Asia are essentially different.

In many developing countries, teachers face significant challenges that lead to under-motivation and negatively impact their professional performance. Empirical studies have highlighted factors such as inadequate incentives, unfair promotion practices, poor working conditions, and insufficient reward systems as primary contributors to low teacher morale. For example, research by Nyakundi (2012) in Kenya revealed that lack of access to teaching resources, combined with minimal financial support, directly impacted teachers’ job satisfaction and classroom effectiveness. 
Similarly, Müller and Gupta (2018) found that poor working conditions and persistent shortages in school facilities further demotivate teachers, particularly in rural and underfunded areas. The attitudes and behaviours of school heads, often marked by favouritism and lack of support, further aggravate the situation, creating a hostile work environment. This cycle of under-motivation not only reduces teacher performance but also negatively affects student learning outcomes, perpetuating the challenges within the education system (Kelly, 2021).

In contrast, European countries provide valuable lessons on addressing teachers’ motivation through supportive policies and practical interventions. Empirical evidence shows that top-level authorities in many European nations have implemented regulations that ensure fair salaries, equitable promotion opportunities, and positive working environments. 
Hargreaves (2003) noted that favourable education policies and community respect for the teaching profession contribute significantly to teachers’ morale. Additionally, data from the European Commission indicates that over 50% of teachers in the European Union report being satisfied or very satisfied with their salaries, reflecting efforts to address financial concerns (Kelly, 2021). These measures are complemented by investments in school facilities and professional development opportunities, which further empower teachers to perform effectively. Motivated teachers in these environments are more likely to adopt innovative teaching practices and foster a positive classroom atmosphere, ultimately improving student achievement and education quality. Such findings emphasise the importance of prioritising teacher motivation as a critical component of educational reform worldwide.
In Asia, low motivation levels lead to lower-quality education, with irregularly paid teacher salaries, declining social respect, weak accountability, unclear policies, poor management, and limited learning materials and facilities. Teachers face weak support, lack accountability, unclear policies, and poor management (DoubleGist 2013). The literature in Africa shows low teacher job satisfaction and motivation in secondary schools, primarily due to poor remuneration and working conditions. Stakeholders, including community members, parents, and students, agree that these factors reduce teacher morale and lead to poor performance.

A United Nations Educational, Scientific and Cultural Organisation (UNESCO) paper by Lauwerier and Akkari (2015) highlights the crucial role of teachers in the quality of basic education in Sub-Saharan Africa, revealing that teachers often work under challenging conditions, including low pay and a loss of motivation. Also, many teachers struggle with low job performance and satisfaction due to poor motivation, leading to inadequate teaching and education for children (Bennell & Akyeampong, 2007). 

The World Bank (2017) recommends enhancing teachers' motivation in the Sub-Saharan region through salary increases, enhanced physical, social, and professional experience, improved school facilities, accommodation, and increased responsibilities for educational decisions. It also suggests reducing class sizes, fostering parental and community support, and fostering collegial relationships among teachers and administration (Nyakundi, 2012).

In Tanzania, studies have shown that inadequate teacher promotion and poor working conditions significantly affect their ability to organise and implement their duties effectively. This has resulted in a low standard of living for many teachers, which in turn negatively impacts students' academic performance. These challenges stem from systemic inefficiencies in the administration and limited budgets allocated to the Ministry of Education. Bennell (2007) highlighted that public secondary school teachers in Tanzania face multiple demotivating factors, including low salaries, neglected educational and training needs, and bureaucratic challenges that hinder their performance and career progression. These issues contribute to high attrition rates, frequent teacher turnover, and a lack of confidence and professional commitment within the teaching workforce.

In the Nyamagana district, the performance of students is moderate, with an average pass rate of approximately 55% in national examinations (URT, 2023). This performance level is partly attributed to the insufficient motivation of teachers. A study conducted in the region revealed that key factors affecting teacher motivation include a lack of essential physical facilities like laboratories and limited recognition or verbal encouragement from school administrators (Nyakundi, 2012). 
These deficiencies not only reduce teachers' morale but also limit their ability to effectively engage students and foster a positive learning environment. Furthermore, schools that invest in improving teacher motivation, such as providing better facilities and timely salary payments, tend to see a marked improvement in student outcomes. For instance, schools that implemented targeted motivational strategies recorded an increase in pass rates to approximately 70%, demonstrating the strong correlation between teacher motivation and student academic performance (Bennell & Akyeampong, 2007). Addressing these issues is critical for improving the quality of education in Tanzania. Investments in teacher welfare, fair promotion practices, and adequate facilities can significantly enhance the effectiveness of teachers, leading to higher student achievement and better educational outcomes overall.

1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
Poor academic performance among secondary students remains a significant problem in Tanzania, particularly in Nyamagana district. Nyamagana District records moderate academic performance among secondary school students, with an average pass rate of about 55% in national examinations (URT, 2023). Various factors may contribute to this problem may including poor motivation, poor working conditions, inadequate teaching and learning resources, and limited opportunity for career development among the teachers. According to (MoEST, 2020; Mtahabwa, 2016), the government has made various initiatives, such as establishing various efforts, such as the Education and Training Policy (ETP) of 1995 and the Big Results Now (BRN) Education programmes, to improve students’ academic performance and quality education for all (Mhagama, 2020). Despite the efforts and initiatives made to improve the quality of education, many schools, particularly in Nyamagana District Council, continue to record fluctuating and often unsatisfactory students’ academic performance. This study, therefore, seeks to examine the effects of teachers’ motivation on students’ academic performance in public secondary schools in Nyamagana District.

1.4 Objectives of the Study TC "1.4 Objectives of the Study" \f C \l "1" 
The general objective of this study was to investigate the effects of teachers’ motivation on students’ academic performance in public secondary schools in the Nyamagana district council, Tanzania.

1.4.1 Specific Objectives of the Study TC "1.4.1 Specific Objectives of the Study" \f C \l "1" 
This study was guided by the following specific objectives;

i. To determine how teachers' working conditions affect students' academic performance in Nyamagana District.

ii. To assess the impact of teachers' training on students' academic performance in Nyamagana District.

iii. To explore the influence of teachers' reward systems on students' academic performance in Nyamagana District.

1.4.2 Research Questions TC "1.4.2 Research Questions" \f C \l "1" 
This study was guided by the following questions. 

i. How do teachers' work conditions influence students' academic performance in Nyamagana District?

ii. What is the impact of teachers' training on students' academic performance in Nyamagana District?

iii. How do teachers' reward systems affect students' academic performance in Nyamagana District?

1.5 Significance of the Study TC "1.5 Significance of the Study" \f C \l "1" 
This study investigated the impact of teacher motivation on the academic performance of students in public secondary schools in Nyamagana District. It aims to examine how teachers’ motivation improves student achievement and to provide stakeholders within the district with effective strategies for motivating teachers. Furthermore, the findings will inform the Ministry of Education, Science and Technology (MoEST) and policymakers about the influence of teacher motivation on student performance, enabling them to implement appropriate measures to enhance academic outcomes in public secondary schools.

1.6 Limitations and Delimitations of the Study TC "1.6 Limitation and Delimitation of the Study" \f C \l "1" 
1.6.1 Limitations of the Study TC "1.6.1 Limitations of the Study" \f C \l "1" 
The study faced a limitation as teachers were required to provide necessary information, which was resolved after confidentiality was assured. Some headmasters were out of their offices due to their official duties, so the researcher conducted telephone interviews to address this issue.

1.6.2 Delimitations of the Study TC "1.6.2 Delimitations of the Study" \f C \l "1" 
The study, delimited in Nyamagana District, aimed to investigate the impact of teachers' motivation on students' academic performance in selected public secondary schools, involving the District Secondary Educational Officer, District Secondary Academic Officers, Heads of school, and teachers.
1.7 Operational Definition of Terms TC "1.7 Operational Definition of Terms" \f C \l "1" 
Academic Performance: In this study refers to the ranking of schools based on students’ scores in the Form Four National Examinations. It reflects the effectiveness of teaching strategies, resource availability, and teacher motivation. High performance signals quality education, while poor performance highlights issues like inadequate resources or teacher dissatisfaction, helping stakeholders identify areas for improvement.

Motivation- In this study, motivation is referred to as an internal drive that compels an individual to take action to accomplish a goal. Specifically, motivation refers to the psychological processes that affect teachers’ behaviour concerning the achievement of workplace objectives and tasks, particularly the improvement of academic performance in schools.

Public School:  These are government-owned and funded institutions that provide affordable education, aiming to ensure equitable access, especially for marginalised communities. Despite their role in promoting universal education, they often face challenges like overcrowding, limited resources, and varying teacher motivation, impacting education quality.

Reward System:  In this study, the reward system refers to the compensation and incentives provided to teachers, including salary, recognition, promotions, and overall quality of life. A well-structured reward system motivates teachers, boosts their job satisfaction, and encourages high performance, ultimately leading to improved educational quality.
Secondary Schools: In this study, are government-owned institutions that provide education to students aged 14 to 21, covering Form I to Form VI. They focus on preparing students for higher education or the workforce by teaching core subjects and fostering personal development. Despite their importance, challenges such as limited resources, overcrowded classrooms, and teacher shortages can impact the quality of education.

Teachers’ motivation- In this study refers to the factors that influence their performance, including working conditions, training, and the reward system. Good working conditions, continuous professional development, and fair recognition through rewards help teachers feel valued and motivated, leading to improved performance and better student outcomes.

Working Conditions:  In this study refers to the overall environment in which teachers work, including adequate housing, high status, proper school facilities, and support for their professional and personal welfare. When these conditions are met, teachers feel valued and motivated, leading to improved job satisfaction and better performance, which positively impacts student learning.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Introduction TC "2.1 Introduction" \f C \l "1" 
The chapter began by presenting the review of related theories/ theoretical literature review, review of empirical literature in relation to the research questions, literature summary and gap, and the conceptual framework of the study to respond properly to the research questions.
2.2 Theoretical Literature Review TC "2.2 Theoretical Literature Review" \f C \l "1" 
2.2.1 Abraham Maslow’s Hierarchy of Needs TC "2.2.1 Abraham Maslow’s Hierarchy of Needs" \f C \l "1" 
According to Muhai & Saparow (2021), hierarch of needs theory is the theory developed by Abraham Maslow in 1943. The theory suggests that people's needs are organized in a pyramid with five levels. These levels, starting from the bottom to the top, include: basic needs, safety needs, social needs, esteem needs, and self-actualization (Muhai & Saparow, 2021). The theory states that people need to meet their basic needs first before they can meet the needs that are higher up. The highest aim is to achieve self-actualization, where an individual reaches their complete potential (Mustofa & Maslow, 2022). This idea has important consequences for how motivated teachers are. To ensure that teachers are dedicated and effective, their essential physical needs should be satisfied first; this means they need a decent paycheck to cover necessities like food, a place to live, and transportation. If teachers struggle financially, they might feel too overwhelmed or distracted to give their full attention to their classroom duties.

In addition to basic needs, feeling safe is also very important. Teachers need a reliable workplace where they have job security, clear rules, and a secure environment. Having supportive leadership and protection from threats, whether they are physical or emotional, fosters a setting where teachers can concentrate on teaching without fear or doubt. When there is a lack of safety, teachers might feel anxious and disconnected from what they do. A strong feeling of being part of a group greatly affects motivation. Educators succeed in places where they have bonds with fellow staff, learners, and the larger school community. Friendly relationships, teamwork, and shared respect create a feeling of unity, making teachers feel appreciated and involved in a common purpose. This emotional link to their job often results in greater excitement and commitment.

Acknowledgement and respect meet the desire for self-esteem. Educators who get encouraging feedback, public praise, and chances to take on leadership positions are more likely to feel assured and driven. Self-esteem is vital for feeling valuable; when educators are often ignored or criticized, their spirit and dedication can drop significantly. At the top level, educators aim for self-actualization, which is the wish to develop in their careers and achieve their complete potential. This can include seeking additional training, starting programs, experimenting with new teaching approaches, or guiding others. Institutions that promote inventiveness, independence, and professional growth assist teachers in achieving this level. When teachers get help for their personal advancement, they often feel more motivated and committed to their jobs.

In conclusion, Maslow’s Hierarchy of Needs provides a clear and structured framework for understanding the diverse factors that motivate teachers. Addressing teachers’ needs across all levels, from basic safety to self-actualization, is essential for cultivating a motivated, effective, and committed teaching workforce. Schools and educational policymakers must adopt this holistic perspective to ensure that teachers feel supported, valued, and empowered in their professional roles. To positively impact teachers' work environments, it is essential to improve working conditions, regularly attend training, and implement a reward system to motivate them and improve their overall performance.

2.3 Review of Empirical Literature TC "2.3 Review of Empirical Literature" \f C \l "1"  

2.3.1 Teachers' Working Conditions and Students’ Academic Performance TC "2.3.1 Teachers Working Condition and Students’ Academic Performance" \f C \l "1" 
Supportive services and facilities in a work environment include staff housing, classrooms, and materials that enhance the teaching and learning process in schools.

Shonje (2016) examined the impact of working conditions on job satisfaction among public secondary school teachers in Kisarawe District, Tanzania. The research employed a descriptive survey design combined with a case study approach, gathering data from 107 participants through questionnaires, interviews, observation checklists, and document analysis. The study found that teachers faced unfavourable working conditions, including limited access to in-service training, lack of promotion opportunities, and insufficient educational resources, all of which were linked to reduced professional performance. However, the study’s focus was primarily on the influence of the school environment on teachers’ job satisfaction, rather than investigating how working conditions function as motivational factors that could also affect students’ academic performance.

Ouma and Munyua (2018) explored how teachers’ working conditions influence student academic performance in public day secondary schools within Nyando Sub-County, Kenya. Adopting a correlational research design and employing stratified random sampling, the study identified a statistically significant relationship between the working environment of teachers and student achievement. Key challenges, such as inadequate teaching materials and substandard working conditions, were highlighted as major sources of teacher demotivation. The researcher concluded that enhancing the professional environment through the provision of adequate instructional resources and reasonable workloads contributes positively to teacher motivation and, by extension, student academic outcomes. Nonetheless, the study primarily focused on general workplace conditions and did not delve deeply into specific motivational drivers such as professional development, recognition, or incentive structures (Chantal, 2022).

Gitonga (2012) examined how teacher motivation affects student achievement in the Kenya Certificate of Secondary Education within public secondary schools in Imenti South District. Employing a descriptive survey design, the study sampled 100 respondents and collected data through questionnaires. Statistical analyses, including Pearson Correlation Coefficient and Linear Regression, indicated that favourable working conditions created an environment conducive to effective learning, which in turn contributed to improved student performance in examinations. These findings highlight a significant positive relationship between the quality of working conditions and academic outcomes in secondary schools. Furthermore, the literature reviewed indicates that many teachers operate under challenging conditions, often lacking necessities such as healthcare, transportation, and adequate housing, and frequently do not receive sufficient financial incentives to motivate their work. The literature consistently indicates that many teachers operate under challenging conditions, frequently deprived of fundamental necessities such as healthcare, transportation, and adequate housing, and often receive minimal financial incentives to motivate their performance. However, it is important to note that Gitonga’s (2012) study was confined to a single district in Kenya, which limits the extent to which its findings can be generalized to other regions, especially those with differing educational systems or socio-economic environments, such as Tanzania.

2.3.2 Teachers' Training and Students’ Academic Performance TC "2.3.2 Teachers Training and Students’ Academic Performance" \f C \l "1" 
Empirical studies have consistently shown that teacher training plays a critical role in enhancing students’ academic performance. Well-trained teachers are better equipped with pedagogical skills, subject knowledge, and classroom management strategies that directly influence students' learning outcomes. 

A study by Paul (2013) explored how training and development initiatives for secondary school teachers influenced student achievement in several schools in Dar es Salaam, Tanzania. The research focused on understanding the relationship between professional development for teachers and academic performance in Tanzanian secondary education. It assessed the extent to which these programs improved job performance, the teachers' experiences, and their commitment to their profession. The results revealed that most schools did not implement or lacked clear policies on teachers' training and development, which negatively affected both teachers' and students’ performance. However, the study primarily focused on capacity building through formal training programs and did not explore the influence of teachers’ motivational states, such as morale, job satisfaction, and self-efficacy, on students’ academic performance.

 Similarly, Ikram et al. (2020) conducted a study on the effect of teachers’ training on students’ academic performance in Punjab, Pakistan. The study involved 260 respondents, comprising 80 teachers and 180 Grade VIII students from public schools. Data were collected using a five-point Likert scale, and the results were analysed through correlation and regression techniques. The findings revealed a significant positive relationship between teacher training and students' academic performance. However, the study mainly concentrated on the academic content and delivery methods imparted through training programs, without examining how internal motivational factors such as passion for teaching, professional commitment, and job satisfaction affect teachers’ performance.
Furthermore, Sattar and Ghafoor (2019) investigated the impact of teachers’ training on the academic achievements of students in 20 schools in District Khanewal, Pakistan. The study aimed to assess whether training provided to teachers had a measurable effect on students’ academic outcomes. Data were collected through questionnaires, and students were divided into two groups: those taught by trained teachers and those taught by untrained teachers. The findings revealed a significant difference in academic performance in Favor of students taught by trained teachers, while no notable improvement was observed among students taught by untrained teachers. However, the study adopted a binary approach by categorizing teachers as either trained or untrained, without examining the underlying motivational factors that sustain or hinder the application of training in actual classroom practice.

Obiekwe (2021) examined the impact of teachers' training on the academic performance of secondary schools in Port Harcourt, Rivers State, Nigeria. The study used a purposive sampling technique and the Pearson Product-Moment Correlation Coefficient to test a hypothesis at a significance level of 0.05 per cent. It suggests that government programs for teacher training and re-training can enhance teaching skills, new teaching strategies, and ultimately improve students' academic performance. However, the study focused only on government training programs without exploring other influential factors such as teacher motivation, school resources, or the frequency and quality of training, which may also affect academic performance.

All the reviewed literature above reveals that teachers' training significantly impacts students' academic performance. However, some studies used neither qualitative nor quantitative approaches to confirm this effect. This research, which shares the same objective as previous studies, used a literature review to gather expert views and was conducted outside Tanzania. The researcher used both qualitative and quantitative approaches to uncover the hidden truth about teachers' training and its effects.

2.3.3 Teachers’ Reward System and Students’ Academic Performance TC "2.3.3 Teachers’ Reward System and Students’ Academic Performance" \f C \l "1" 
It is clear that, reward system is very crucial to teachers as it brings positive outcomes in the whole process of teaching and learning. Kiprop (2018) examined the relationship between reward systems and teacher performance in secondary schools across Kericho County, Kenya, using a descriptive research design. The study, which surveyed 40 participants via questionnaires, identified that while base salaries and overtime compensation significantly enhanced teacher productivity, alternative incentives, such as performance-based bonuses, public recognition, and workplace conditions, demonstrated negligible effects. Non-monetary rewards exhibited a modest yet statistically insignificant correlation with performance outcomes. Notably, the research highlighted that fair remuneration for overtime and adequate base pay positively influenced teacher efficacy. A key limitation of the study was its narrow focus on teachers’ performance, omitting any assessment of how these motivational factors might indirectly affect student learning processes.

Adhiambo (2016) examined the effects of institutional teacher reward systems on students’ performance in the Kenya Certificate of Secondary Education (KCSE) in Rongo District, Kenya. His research utilised survey instruments administered to a sample of 11 school principals, 11 vice-principals, and 22 educators from 11 secondary institutions in Migori County. The analysis revealed a measurable relationship between the adoption of structured incentive mechanisms and enhanced learner achievement, indicating that organisational policies prioritizing educator compensation and recognition contribute to measurable gains in student performance metrics.

However, the study concentrated primarily on the existence of reward structures at the institutional level, without critically examining the types and effectiveness of specific reward mechanisms, whether monetary, non-monetary, intrinsic, or extrinsic and how they individually influence student achievement through teacher motivation.

Theopiste (2017) investigated the contribution of teacher rewards and academic performance in senior six examinations, focusing on the three schools located in Rusizi District in Rwanda as a survey study. 
The study used both quantitative and qualitative methods. A sample of 79 participants was selected through purposive and simple random sampling. Data were collected using self-administered questionnaires, interviews, and documentary reviews. Teachers are offered various rewards, including good salaries, wages, and bonuses, in line with research objectives. They also receive health care schemes, such as medical insurance and funeral grants, which help cover medical expenses for them and their families in case of death. However, the study's reach was curtailed to only three schools in Rusizi District, which may not provide a comprehensive picture of the reward system's impact across Rwanda. Furthermore, the findings' applicability to larger populations is circumscribed by the modest number of participants in the research.

Gitonga (2012) investigated the influence of teachers' motivation on the performance of students in the Kenya Certificate of Secondary Education in public secondary schools in South Imenti District in Meru County, Kenya. The study aimed to explore five key research questions, one of which examined whether the level of teachers’ compensation impacts student academic achievement in the Kenya Certificate of Secondary Education (KCSE) within public secondary schools located in South Imenti district, Meru County, Kenya. A descriptive survey design was employed for the research. The underlying assumption was that adequate and fair compensation could enhance teacher motivation, which in turn may lead to improved student outcomes in national examinations. In essence, motivated teachers, supported through appropriate recognition and reward, are more likely to contribute to better academic results. However, the study mainly emphasized teachers’ remuneration as a motivational factor, without sufficiently examining other key dimensions of motivation, such as professional development, recognition, or working environment, which may also significantly influence student performance.

2.4 Literature Summary and Gap TC "2.4 Literature Summary and Gap" \f C \l "1" 
Though the relationship between teacher-related factors and students’ academic performance has been widely explored, the reviewed literature reveals that the influence of teachers’ working conditions, training, and reward systems on students’ academic achievement remains inadequately addressed in a comprehensive and context-specific manner. Most reviewed academic studies have directed their attention toward either teacher satisfaction or performance, paying limited attention to how these factors collectively shape students' academic outcomes. Additionally, the direct linkage between teachers’ motivational elements, such as conducive working environments, adequate training, and effective reward systems and student academic performance has not been systematically explored.

Furthermore, while studies have acknowledged that poor working conditions, lack of teaching materials, and absence of professional support affect teacher morale, they have not gone further to evaluate how these demotivating conditions influence learning outcomes at the student level. In this regard, the current study recognises the need to move beyond general evaluations of teachers’ motivation to examine the extent to which motivational factors rooted in the working environment contribute to students' academic performance.

On the aspect of teacher training, the reviewed studies consistently confirm its importance in improving teaching quality. However, most have narrowly focused on training as a binary condition, trained versus untrained, without exploring how motivational factors such as self-efficacy, job commitment, and professional development aspirations affect the utilisation of acquired skills to improve student learning. Moreover, there is limited consideration of how training impacts student outcomes when embedded within a broader motivational framework.

In terms of reward systems, while existing studies affirm the role of financial and non-financial incentives in boosting teacher performance, many have failed to disaggregate the effects of specific rewards, such as recognition, promotion, and benefits, on student performance. The tendency has been to assess teacher performance in isolation, without fully linking it to the actual academic achievement of learners. There also appears to be a narrow institutional lens, with little exploration of how individual motivation driven by reward systems translates into classroom effectiveness and student success.

Methodologically, the majority of the reviewed studies have employed descriptive or single-strategy approaches; they lacked the depth that mixed methods research can provide in uncovering the nuanced relationship between teacher motivation and student academic outcomes. In addition, much of the existing literature originates from regions outside the Tanzanian context, raising questions about its applicability to local realities where systemic and cultural factors may influence both teacher motivation and educational performance differently. Therefore, the current study seeks to fill these gaps by holistically examining how teachers’ working conditions, training, and reward systems affect their motivation and how this, in turn, influences students’ academic performance in public secondary schools. By adopting a mixed-methods approach and focusing on the Tanzanian context, the study aims to provide a more contextualised and comprehensive understanding of the motivational factors that contribute to student academic success.

2.5 The Conceptual Framework TC "2.5 The Conceptual Framework" \f C \l "1" 
This conceptual framework links two variables, including teachers’ motivation (teachers' working conditions, teachers' training and teacher reward system) as independent variables and students’ academic performance as a dependent variable. This conceptual framework believes that teachers’ motivation (teachers' working conditions, teachers' training and teacher reward system) is a significant factor that can prevent teachers’ absenteeism, teacher turnover, and eventually improve the academic performance of secondary school students.


Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
Source: Syntheses of Literature Review (2021)

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Introduction TC "3.1 Introduction" \f C \l "1" 
This chapter presents the research approach, research designs, research location, target population, sample and sampling procedures, data collection procedures and methods of data collection.

3.2 Study Approach TC "3.2 Study Approach" \f C \l "1" 
Based on the research objective, the current study used a mixed research methodology. Hence, both quantitative and qualitative methods were used to compensate for the weaknesses of one method with the strengths of the other (Kothari, 2007). A mixed methods research approach was used because it provides a deeper understanding of the phenomenon by combining both qualitative and quantitative approaches in a single study. Therefore, a qualitative approach allows the researcher to gain a deeper insight into respondents’ personal experiences and feelings. In contrast, the quantitative approach allows specific study aspects to be analysed quantitatively, giving frequencies and percentages.

3.3 Research Design TC "3.3 Research Design" \f C \l "1" 
The researcher utilised a descriptive survey research design, which involved surveying people and recording their responses. This design combined quantitative and qualitative research methods to better understand the relationship between variables in the research problem. The purpose of the research design was to facilitate efficient research operations, yielding maximum information with minimal effort, time, and money expenditure.
3.4 Study Location TC "3.4 Study Location" \f C \l "1" 
This study was conducted in the Nyamagana District Council, one of the six administrative districts in the Mwanza Region of Tanzania. The district has been documented as facing persistent challenges related to low teacher motivation, which has been associated with poor educational outcomes in public secondary schools (Nyamagana District, 2019). Specifically, schools in the district experience inadequate working conditions, including overcrowded classrooms, insufficient teaching and learning materials, and poor infrastructure. In addition, there is limited access to regular in-service training and professional development programs, and teachers often report dissatisfaction with the reward systems in place, including delayed promotions and minimal financial or non-financial incentives (Mgaya, 2024). These conditions have contributed to decreased teacher morale, reduced instructional quality, and increased absenteeism.

Nyamagana District was purposively selected as the study area for this study due to its representativeness of the significant challenges facing teachers’ motivation and students’ academic performance in Tanzanian public secondary schools, National Examination Council Report (2021). Nyamagana District records moderate academic performance among secondary school students, with an average pass rate of about 55% in national examinations (URT, 2023). This performance indicates that there are underlying factors affecting the efficiency and commitment of teachers in facilitating improved student learning outcomes. One of the most significant factors identified in previous studies is the low level of teacher motivation, which has been linked to limited access to essential teaching facilities and insufficient recognition or support from school management (Nyakundi, 2012). Hence, examining this district provides a relevant setting to assess how these motivational challenges influence students’ academic achievement. Therefore, the results of this study will not only contribute to improving teacher motivation and student performance within Nyamagana but also inform policy interventions in other districts facing similar issues.

3.5 Targeted Population TC "3.5 Targeted Population" \f C \l "1" 
The study surveyed District Secondary Education Officer (DSEO), District Secondary Academic Officer (DSAO), Heads of School of public secondary schools, and teachers in Nyamagana District Council. The district comprises one DSEO, one DSAO, 30 Heads of School in public secondary schools, and a total of 1247 teachers (Nyamagana Academic Report, 2022). The District Secondary Education Officer was included due to their key role in overseeing teachers’ performance and implementing strategies for motivation. Heads of school were selected because of their central function in shaping the school environment, supervising teaching practices, and establishing internal reward systems to support teacher performance. Teachers were also included in the study as they are directly involved in instructional delivery and are the primary agents through whom educational outcomes are realised.

3.6 Sampling Techniques and Sample Size TC "3.6 Sampling Techniques and Sample Size" \f C \l "1" 
3.6.1 Sampling Techniques TC "3.6.1 Sampling Techniques" \f C \l "1" 
In this study, simple random sampling was used to select 125 teachers from public secondary schools in Nyamagana District. This technique was chosen to give every member of the target population an equal chance of being included in the sample, thus minimising selection bias and ensuring the sample represents the larger population of teachers and school heads. Conversely, purposive sampling was employed to select Nyamagana district, ten (10) schools, such as Igelegele, Bugarika, Mahina, Igoma, Nyegezi, Nyakurunduma, Mhandu, Mirongo, Nyamagana and Shamaliwa secondary schools, ten (10) Heads of Schools, one (1) District Secondary Education Officer, and one (1) District Secondary Academic Officer, due to their roles and expertise concerning teacher motivation and wellbeing. This purposive sampling allowed the researcher to gather detailed and relevant information from individuals with substantial experience and direct involvement in managing and supporting teachers within the district education system. The sample selected was information-rich about the problem under investigation.
3.6.2 Sample Size TC "3.6.2 Sample Size" \f C \l "1" 
Memon et al. (2020) described sample size as the number of individuals included in a research study to represent the whole population. Since the population of this study was 1,247 teachers, the study employed the guidelines provided by Bartlett et al. (2001) to determine the sample size. The guideline recommends that for smaller populations, which are fewer than 5,000 units, the sample size will be 10% of the population (Mohanasundaram, 2024). Therefore, the sample size of this study was 125 respondents drawn to constitute the teacher sample.
Table 3.1: The proposed Sample Size in each Category from the Target  

                   Population TC "Table 3.1: The proposed Sample Size in each Category from the Target Population" \f T \l "1" 
	SN
	Categories of Population
	Target population
	Sample size
	Percentage

	1
	District Secondary Education Officer  
	1
	1
	100

	2
	District Secondary Academic Officers
	1
	1
	100

	3
	Heads of schools
	10
	10
	100

	4
	Teachers
	1247
	125
	10

	
	Total
	1259
	137
	11


3.7 Data Collection Methods TC "3.7 Data Collection Methods" \f C \l "1"  

This study used two different data collection methods these are interviews and questionnaires.

3.7.1 Questionnaires TC "3.7.1 Questionnaires" \f C \l "1"  

A structured questionnaire with both closed-ended and open-ended questions was used to gather data on the teachers' perspectives regarding their motivation, working conditions, and the overall impact on their performance. The primary purpose of incorporating the questionnaire was to efficiently collect data from a larger group of teachers, which would provide a broad understanding of their views. The use of both closed-ended questions, which ensured quantifiable responses, and open-ended questions, which allowed for more detailed input, was chosen to balance the need for generalizable data and richer qualitative insights.

The questionnaire was administered to selected teachers during their working hours. Teachers were informed of the purpose of the study and asked to participate voluntarily. The structured format of the questionnaire made it easier for respondents to provide their answers clearly and systematically. Although there is the potential for response bias, where participants may provide socially acceptable responses, triangulation was applied by including other data collection methods, such as interviews, to corroborate the findings and ensure the robustness of the data. The revised and clarified questionnaire was effective in obtaining valuable insights into the teachers' working conditions, training and rewards system, which are essential for understanding the relationship between teacher motivation and student outcomes.

3.7.2 Interview TC "3.7.2 Interview" \f C \l "1" 
In this study, a semi-structured, one-on-one interview approach was used to collect in-depth information from district secondary education officers, district academic officers, and heads of school within Nyamagana District Council, Tanzania. The objective was to examine the impact of teacher motivation on students’ academic performance in public secondary schools. The interview guide comprised open-ended questions, allowing participants to freely share their perspectives while maintaining consistency across all interviews.

The guide was initially developed in English and then translated into Swahili to enable interviewees to respond comfortably in their preferred language. Following the interviews, the responses were transcribed, translated back into English, and carefully reviewed to ensure data accuracy for subsequent analysis and presentation of findings. Each interview session lasted approximately 40 to 50 minutes, providing sufficient time for participants to offer detailed insights on the subject matter. To establish rapport, the researcher introduced himself and explained the study’s purpose, ensuring that all participants understood the significance of their contribution. Confidentiality and anonymity were emphasised, with participants assured that their personal details and the information provided would remain confidential.

Before the interviews, participants were asked for permission to record the discussions to ensure accurate data collection. One District Secondary Education officer and 10 heads of schools participated in the interviews, all of whom were selected based on their relevance to the study. The interviews were conducted during suitable times to avoid any disruption to their professional or personal schedules. Key informant interviews are effective for gaining deep insights into specific issues, offering rich qualitative data that contributes significantly to the research. However, one potential limitation of this method is the reliance on self-reporting, which can introduce biases. To minimise this risk, probing questions were employed to encourage participants to provide detailed, honest, and thoughtful responses, thereby ensuring the reliability and depth of the data collected.

3.8 Validity and Reliability of Instruments TC "3.8 Validity and Reliability of Instruments" \f C \l "1" 
3.8.1 Validity of the Instruments TC "3.8.1 Validity of the Instruments" \f C \l "1" 
The researcher consulted experts to review the study's instruments before data collection. The researcher also submitted the instruments to a supervisor for editing to eliminate errors and improve their validity and reliability. The supervisor's perspectives were used to verify the instruments' content validity. To understand the qualities for validating the data instruments, a pilot study in a different school was conducted. This piloting ensured clear instruments for data collection, and the opinions of the supervisor and other experts helped verify the instruments' content validity. The pre-testing aimed to identify potential flaws in the study's instruments.

3.8.2 Reliability of the Instruments TC "3.8.2 Reliability of the Instruments" \f C \l "1" 
The test-retest method was used to assess the reliability of research instruments. Pilot schools completed questionnaires twice, with the second administration two weeks later. Pearson Product-moment analysis was used to determine the correlation coefficient between pretest and post-test scores, indicating reliability. A reliable research instrument must consistently produce results when used multiple times to collect data from two randomly selected samples.

3.9 Data Processing and Analysis TC "3.9 Data Processing and Analysis" \f C \l "1" 
The study employed both quantitative and qualitative techniques to analyse data from questionnaires and interviews. Quantitative data were analysed using IBM Statistical Package for the Social Sciences version 27 through both descriptive and inferential statistics techniques. Descriptive statistics, such as frequencies and percentages, analyse the demographic characteristics and research objectives. Furthermore, Spearman’s Rank-Order correlation Coefficient was used to establish relationships among variables. On the other hand, content analysis was used to analyse qualitative data obtained from the interview. Qualitative data were transcribed, coded and classified based on the study objectives. Both quantitative and qualitative data were linked to research objectives and questions to understand the meaning of the study topic. The analysis aimed to uncover themes, meanings, and issues arising from the interviewing process.

3.10 Logistical and Ethical Considerations TC "3.10 Logistical and Ethical Considerations" \f C \l "1" 
The researcher obtained official permission to conduct the study from the Directorate of Research and Postgraduate Studies (DPGS) of the Open University of Tanzania (OUT), the Mwanza Regional Administrative Secretary (RAS), and the Nyamagana District Executive Director (DED). Upon receiving these approvals, the researcher proceeded to visit the selected public secondary schools in Nyamagana District to introduce the study and establish rapport with school administrators. Informed consent was sought from all participants before data collection commenced. The researcher explained the purpose of the study, assured participants of their voluntary involvement, and emphasized their right to withdraw at any stage without consequences. To ensure ethical compliance, the study observed strict confidentiality, whereby information obtained from respondents was securely stored and used solely for academic purposes. The principle of anonymity was also upheld by concealing participants’ identities to protect them from any potential risks or influence from authority figures. 

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
PRESENTATION AND DISCUSSION OF THE FINDINGS TC "PRESENTATION AND DISCUSSION OF THE FINDINGS" \f C \l "1" 
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
This chapter presents the findings on an investigation of the effects of teachers’ motivation on students’ academic performance in public secondary schools in the Nyamagana district council, Tanzania. The findings were presented in accordance with the research objective of the study as follows: to determine the effects of teachers working condition on students’ academic performance in Nyamagana district council, to establish the effects of teachers training on students’ academic performance in Nyamagana district council and to determine the effect of teachers’ reward system on students’ academic performance in Nyamagana district council.

4.2 General and Demographic Information TC "4.2 General and Demographic Information" \f C \l "1"  
4.2.1 General Information TC "4.2.1 General Information" \f C \l "1"  
A total of 125 questionnaires were distributed to secondary school teachers. Out of these, 110 questionnaires were successfully returned, yielding a return rate of 88%. Some questionnaires were not returned for various reasons. A few teachers encountered time constraints or other personal factors that prevented them from completing the questionnaires. Additionally, some returned questionnaires were incomplete or inadequately filled out, rendering them unsuitable for inclusion in the analysis. Despite these challenges, the return rate was high, and only the valid, fully completed questionnaires were included in the final data analysis, ensuring the integrity of the findings.

4.2.2 Demographic Information TC "4.2.2 Demographic Information" \f C \l "1"  

The table below displays the distribution of demographic information categorised in gender, age, experience, and educational level, for three groups: teachers, school heads, and district educational officers & district academic officers. Table 4.1 presents a summary of demographic characteristics of respondents.

Table 4.1: Distribution of Demographic Information TC "Table 4.1: Distribution of Demographic Information" \f T \l "1" 
	Category
	Teachers
	School   head 
	Academic & District Secondary Education Officer
	Total
	Percentage

	Gender

	Female
	60
	4
	1
	65
	47

	Male
	65
	6
	1
	72
	53

	Total
	125
	10
	2
	137
	100

	Age

	25-40
	60
	5
	0
	65
	47

	41-50
	40
	2
	1
	43
	31

	51-59
	       20
	3
	1
	24
	18

	59+
	5
	0
	0
	5
	4

	Total
	125
	10
	2
	137
	100

	Teaching Experience

	1-10
	65
	4
	0
	69
	50

	11-20
	35
	3
	1
	39
	28

	21-30
	18
	3
	1
	22
	17

	31-40
	7
	0
	0
	7
	5

	Total
	125
	10
	2
	137
	100

	
	
	
	
	
	

	Educational Level

	Diploma
	45
	0
	0
	45
	33

	Degree
	55
	0
	0
	55
	40

	Masters
	25
	10
	2
	37
	27

	Total
	125
	10
	2
	137
	100


In Table 4.1, the demographic data shows that the majority of participants are male (52%) and aged between 25-40 years (48%), indicating a relatively young and potentially more motivated group. Most participants (65.52%) have 1-10 years of teaching experience, suggesting they may rely more on extrinsic motivators, such as professional development opportunities. Additionally, 44% hold a degree in education, which could empower them to adopt new teaching strategies, while 36% have a diploma, possibly seeking motivation through career progression. These factors are likely to influence their motivation and, in turn, their impact on students' academic performance.

4.3 Presentation of Findings TC "4.3 Presentation of Findings" \f C \l "1" 
This section outlines the findings corresponding to the study’s objectives, specifically examining the impact of teachers’ working conditions on students’ academic performance in public secondary schools. The results aim to offer insights into how these motivational factors influence student learning and contribute to enhanced academic achievement.

4.3.1 The Effects of Teachers' Working Conditions on Students’ Academic  

          Performance TC "4.3.1 The Effects of Teachers Working Condition on Students’ Academic Performance" \f C \l "1"  

The first research objective aimed to examine the impact of teachers' working conditions on students' academic performance in the Nyamagana District Council. The findings, based on data gathered through questionnaires administered to teachers, are summarised in Table 4.2

Table 4.2: Effects of Teachers' Working Conditions on Students’ Academic  

                   Performance TC "Table 4.2: Effects of Teachers Working Condition on Students’ Academic Performance" \f T \l "1" 
	Item 
	SD (%)
	D (%)
	A (%)
	SA (%)

	There is enough equipment (example: desks, chairs, computers)
	30(24)
	40(32)
	38(30.4)
	17(13.6)

	Teachers are treated fairly
	24(19.1)
	28(22.4)
	41(32.8)
	32(25.6)

	Class size is proportional to teachers
	29(23.2)
	50(40)
	25(20)
	21(16.8)

	There is enough accommodation for teachers
	32(25.6)
	60(48)
	17(13.6)
	16(12.8)

	Teaching materials are available
	31(24.8)
	63(50.4)
	18(14.4)
	13(10.4)

	Adequate and Competitive Compensation
	25(20)
	70(56)
	20(16)
	10(8)

	Teachers receive adequate transfer allowances.
	4(3.2)
	5(4)
	74(59.2)
	42(33.6)

	Teachers have clear and accessible promotion prospects
	24(19.2)
	77(61.6)
	14(11.2)
	10(8)

	Teachers' salaries and allowances are fair and consistent across all levels and positions.
	27(21.6)
	64(51.2)
	19(15.2)
	15(12)

	Teachers are satisfied with how discipline matters are addressed in the school
	7(5.6)
	11(8.8)
	66(52.8)
	41(32.8)

	Involvement in decision-making
	20(16)
	22(17.6)
	45(36)
	38(30.4)

	Adequacy of teaching and learning facilities
	27(21.6)
	69(55.2)
	15(12)
	14(11.2)

	Adequate staff room facilities
	22(17.6)
	70(56)
	17(13.6)
	16(12.8)


The findings in Table 4.2 reveal that teachers face several challenges in their working conditions, which may impact their overall satisfaction and performance. A notable concern is the inadequate availability of teaching materials, with the majority of respondents expressing disagreement (50.40%) regarding their availability, which could hinder the quality of instruction. Similarly, there is significant dissatisfaction about the provision of sufficient accommodation for teachers, with 48% of respondents disagreeing with the statement that adequate accommodation is provided. In terms of compensation, a large portion (56%) disagree that teachers receive adequate and competitive pay, which may affect motivation and retention.

While some positive aspects are noted, such as the transfer allowances, which are seen as adequate by 59.20% of respondents, and teachers' involvement in decision-making, which 66.40% agree with, there are areas needing attention. A significant portion of teachers (61.60%) disagree that there are clear and accessible promotion prospects, which could negatively influence their long-term commitment to the profession. 
Furthermore, despite some positive feedback about how discipline matters are handled in schools (85.60% agreeing), the lack of fair and consistent salaries and allowances, as well as opportunities for professional development (58.40% disagreeing), points to a broader concern about teachers' professional growth. Additionally, teachers report dissatisfaction with the adequacy of teaching and learning facilities (55.20% disagreeing) and staff room facilities (56% disagreeing), which are essential for creating a conducive work environment. These working condition challenges indicate a need for substantial improvements to enhance teachers' job satisfaction and, in turn, positively impact students' academic performance.

Table 4.3: Spearman’s Rank-Order Correlation Coefficient between Teacher  

                  Working Conditions and Academic Performance among Students. TC "Table 4.3: Spearman’s Rank-Order Correlation Coefficient between Teacher Working Conditions and Academic Performance among Students." \f T \l "1" 
	
	Academic Performance
	Working   Condition

	Spearman's rho
	Academic Performance
	R
	1.000
	.5**

	
	
	p-value (p)
	.
	.000

	
	
	N
	125
	125

	
	Working Condition
	R
	.5**
	1.000

	
	
	p-value
	.000
	.

	
	
	N
	125
	125

	**. r is significant at the .01 level (2-tailed).


As shown in Table 4.3, the findings reveal a positive and statistically significant correlation between teachers’ working conditions and students’ academic performance, with a correlation coefficient of (r = .50, p < .01). This moderate relationship indicates that improved access to adequate facilities and a supportive work environment for teachers is linked to higher academic achievement among students. The results suggest that when teachers work in well-resourced and favourable conditions, their performance is enhanced, positively impacting student outcomes. Consequently, the null hypothesis asserting no statistically significant relationship between teachers’ working conditions and students’ academic performance is rejected. These findings highlight the essential role that improved working environments play in promoting academic success in secondary education.

However, during interviews with the head of schools, district educational officer and district academic officers, all agreed that, in public secondary schools, teachers are treated fairly; For example, the head of school A emphasized:

“At our school, we prioritize fairness in how we treat our teachers. They are included in every activity conducted within the school and are encouraged to share their views on both school-related issues and personal matters. As a result, this has led to enhanced performance among the teachers”. (Head of school A during interviews, March 2024).
Additionally, one DSEO argued that:
“From what I observed as DSEO teachers in public secondary schools are treated fairly. Teachers are listened to according to their needs, and school authorities provide an equal chance to all teachers. In this situation, teachers are more likely to inspire students to learn in the classroom”. (DSEO during interviews, March 2024).
The findings suggest that teachers’ working conditions have a substantial effect on their job satisfaction, motivation, and overall performance, which in turn affects students’ academic outcomes. The challenges identified, such as a lack of teaching resources, poor housing, low salaries, and limited access to professional development, can negatively impact both the effectiveness and retention of teachers. While the positive aspects of fair treatment and involvement in decision-making can contribute to better teacher engagement and performance, these benefits are undermined by the broader issues related to working conditions. Addressing these challenges by improving the availability of resources, offering competitive compensation, and providing opportunities for professional growth would enhance teachers' job satisfaction and, in turn, positively influence students' learning outcomes. Therefore, improvements in teachers' working conditions are essential to fostering a more effective and motivated teaching workforce, leading to better academic achievements among students.
The findings align with Abraham Maslow’s Hierarchy of Needs, which suggests that human motivation is driven by the fulfilment of basic to higher-level needs. In this case, the unmet needs of teachers, such as inadequate teaching materials, accommodation, and competitive compensation, reflect the lower levels of Maslow's hierarchy, which could hinder motivation and job satisfaction. When these basic needs are not met, teachers may struggle to achieve higher levels of performance and fulfilment. 
However, the positive feedback about teachers being treated fairly and involved in decision-making corresponds with Maslow’s higher-level needs for esteem and belonging, which enhances self-esteem, motivation, and commitment. These findings highlight the importance of addressing both basic and psychological needs to foster teacher satisfaction, motivation, and performance, ultimately benefiting the overall education system. 

The findings of this study align with the findings of Ouma and Munyua (2018), who investigated how teachers' working conditions affect students' academic performance in public day secondary schools. They found a significant relationship between teachers’ working conditions, including fairness, adequate resources, and students' academic success. Similarly, this study revealed that challenges such as inadequate teaching materials, insufficient accommodation, and low compensation negatively impacted teachers’ job satisfaction, which in turn affected their performance and students’ academic outcomes. 
Additionally, findings from Indrayani et al (2024). support this conclusion, showing that job satisfaction, which is influenced by fair treatment and suitable working conditions, directly affects employee performance. This study adds to the existing body of literature by reinforcing the idea that teachers’ working conditions are crucial not only for increasing their job satisfaction but also for boosting students’ academic achievement.

4.3.2 The Effects of Teachers' Training on Students’ Academic Performance TC "4.3.2 The Effects of Teachers Training on Students’ Academic Performance" \f C \l "1"  

The second research question aimed to determine the impact of teacher training on students’ academic performance in the Nyamagana District Council. Data for this objective were gathered using questionnaires completed by teachers, while in-depth insights were obtained through semi-structured one-on-one interviews with district secondary education officers, district academic officers, and school heads. Interview results highlighted that teacher training plays a crucial role in enhancing professional knowledge and instructional practices, which in turn contribute to improved student academic outcomes. Likewise, data from the questionnaires indicated that most teachers agreed that training significantly boosts students’ academic performance. A summary of these questionnaire results is presented in Table 4.4.

Table 4.4: Effects of Teachers' Training on Students’ Academic Performance TC "Table 4.4: Effects of Teachers Training on Students’ Academic Performance" \f T \l "1" 
	Item 
	SD (%)
	D (%)
	A (%)
	SA (%)

	Education conferences or seminars where teachers/researchers present their research results and discuss educational problems
	30(24)
	79(63.2)
	13(10.4)
	3(2.4)

	Courses/workshops (e.g., on subject matter, methods, or other education-related topics)
	24(19.2)
	80(64)
	13(10.4)
	8(6.4)

	Mentoring and/or peer observation and coaching as part of a formal school arrangement
	18(14.4)
	81(64.8)
	14(11.2)
	12(9.6)

	Participation in a network of teachers formed specifically for their professional development
	15(12)
	18(14.4)
	47(37.6)
	45(36)

	Observation visits to other schools
	45(36)
	47(37.6)
	18(14.4)
	15(12)

	Teachers are provided with opportunities for professional training and development
	26(20.8)
	73(58.4)
	16(12.8)
	10(8)


The findings in Table 4.4 indicate that there is a clear insufficient teacher training opportunities in public secondary schools, which may have serious implications for both teachers and students. The majority of respondents (63.2%) indicated that educational conferences and seminars, which could facilitate professional growth and knowledge exchange, are not frequently held. Similarly, a large portion of respondents disagreed (64%) with the idea that there are enough workshops on teaching methods or subject matter, suggesting that teachers may not be receiving the necessary support to enhance their pedagogical skills. 
The lack of mentoring, peer observation, and coaching (64.8% disagreed) further highlights the limited professional development avenues for teachers. These gaps in professional development may have a direct impact on the quality of teaching and, consequently, students' academic performance. Teachers who lack continuous training opportunities may not be able to adopt the latest teaching methods or adapt to the evolving educational needs of their students. Furthermore, the absence of networking opportunities or observation visits to other schools (as indicated by 37.6% of respondents) limits teachers' exposure to different teaching strategies and ideas. The findings underscore the importance of improving teacher professional development programs, such as providing more seminars, workshops, mentoring, and inter-school collaboration, to ensure that teachers are well-equipped to foster a positive learning environment.

Table 4.5: Spearman’s Rank-Order Correlation Coefficient between Teacher Training and Academic Performance among Students. TC "Table 4.5: Spearman’s Rank-Order Correlation Coefficient between Teacher Training and Academic Performance among Students." \f T \l "1" 
	
	Academic Performance
	Teacher Training

	Spearman's rho
	Academic Performance
	R
	1.000
	.4**

	
	
	p-value (p)
	.
	.000

	
	
	N
	125
	125

	
	Teacher Training
	R
	.4**
	1.000

	
	
	p-value
	.000
	.

	
	
	N
	125
	125

	**. r is significant at the .01 level (2-tailed).


Table 4.5 presents findings indicating a positive and statistically significant relationship between teacher training activities and students’ academic performance, with a moderate correlation coefficient of (r = .40, p < .01). This suggests that involvement in professional development opportunities such as seminars and educational conferences is linked to better academic results among students. The findings specifically imply that when teachers actively engage in continuous learning and skills improvement, their teaching effectiveness increases, which in turn enhances student performance. Based on these results, the null hypothesis stating that there is no statistically significant relationship between teacher training and students’ academic performance is rejected.

However, during interviews with head of schools, district educational officer and district academic officers all agreed that in public secondary schools there is participation in a network of teachers formed specifically for the professional development of teachers; For example, the head of school B emphasized:

“In our school, teachers have a professional development network where we discuss issues like working conditions and salaries. This platform allows us to voice our concerns to the administration and government, leading to improved motivation”. (Head of school B during interviews, March 2024).
“In our school, teachers have a professional development network where we discuss issues like working conditions and salaries. This platform allows us to voice our concerns to the administration and government, leading to improved motivation.” (Head of School B, interview, March 2024)
Additionally, one of the District Academic Officers argued that:
“In public secondary schools, there are teachers who participate in a network of teachers formed specifically for the professional development of teachers. This platform has been formed to assist teachers in solving their problems related to teachers’ careers. It’s a network where teachers meet and discuss their challenges from the working environment and other personal issues”. (District Academic Officer during interviews, March 2024).
The findings of this study indicate that limited access to teacher training opportunities in public secondary schools, such as rare educational conferences, workshops, and mentoring initiatives, can negatively affect both teachers’ professional growth and students’ academic performance. The absence of these essential professional growth avenues hinders teachers' ability to adopt effective teaching methods and adapt to evolving educational needs. However, the existence of teacher networks for professional development provides a promising avenue for addressing some of these challenges, offering teachers a platform to discuss issues related to their careers and working conditions. To improve the quality of education, schools need to invest in formalized teacher training programs such as seminars, workshops, and inter-school collaborations. These initiatives will ensure teachers are better equipped to enhance teaching effectiveness, ultimately leading to improved student academic performance.

The findings align with Obiekwe’s (2021) study, which emphasized the significance of teacher networks in promoting professional development. These networks offer a space for teachers to share career-related concerns and access training to address diverse teaching challenges. The findings further support the claim that teacher networks contribute to the improvement of teaching skills, which in turn enhances the quality of education and student performance. Furthermore, these results align with Imran’s (2020) study, which emphasized that teacher training facilitated through such networks has a positive effect on students’ academic performance. Similarly, the study aligns with research by Lee and Wang (2018), which found that teacher collaboration through professional networks promotes the sharing of innovative teaching strategies that improve classroom practices. The results of this study add to the existing body of knowledge by reaffirming the important role that teacher networks play in promoting professional development and improving student outcomes.

The findings of this study correspond with Abraham Maslow's Hierarchy of Needs by emphasizing the unmet professional development needs of teachers, which impede their progress toward higher levels of personal fulfilment and job satisfaction. According to Maslow’s theory, individuals must satisfy lower-level needs before focusing on self-esteem and self-actualization. The insufficient availability of training opportunities, such as educational conferences, workshops, and mentoring, reflects a gap in fulfilling teachers’ needs for professional growth and recognition, crucial for feeling valued and competent. This deficiency can negatively affect teachers’ self-esteem, job satisfaction, and motivation, ultimately hindering their ability to foster a positive learning environment and enhance students’ academic performance.

4.3.3 The Effect of Teachers’ Reward System on Students’ Academic  

          Performance TC "4.3.3 The Effect of Teachers’ Reward System on Students’ Academic Performance" \f C \l "1" 
The third research question sought to investigate the impact of teachers' reward systems on students' academic performance in the Nyamagana District Council. Data for this objective were gathered using questionnaires distributed to teachers, while semi-structured one-on-one interviews were conducted to gather in-depth information from district secondary education officers, district academic officers, and school heads. Findings from interviews with school heads, district academic officers, and district secondary education officers revealed that the teachers' reward system enhances their teaching practices, ultimately leading to improved academic performance among students. Similarly, findings from the questionnaires indicated that the majority of teachers agreed with the assertion that when teachers receive rewards for their performance in teaching activities, it significantly boosts their morale and, in turn, enhances students' academic performance. The findings are summarised and presented in Table 4.6 below.
Table 4.6: The Influence of Teachers' Reward Systems on Students' Academic  

                   Performance TC "Table 4.6: The Influence of Teachers' Reward Systems on Students' Academic Performance" \f T \l "1" 
	Item 
	SD (%)  
	D (%) 
	A (%) 
	SA (%)

	Rewards allocated in a way that seems fair to teachers
	16(12.8)
	82(65.6)
	15(12)
	12(9.6)

	Rewards systems in public secondary schools focus on clear performance standards for teachers
	17(13.6)
	27(21.6)
	42(33.6)
	39(31.2)

	Rewards help teachers link what they need to do and who they want to be
	19(15.2)
	21(16.8)
	44(35.2)
	41(32.8)

	Rewards are provided for overtime teachers in public secondary schools
	22(17.6)
	74(59.2)
	16(12.8)
	13(10.4)

	Teachers are rewarded for good attendance at school in a year
	21(16.8)
	72(57.6)
	18(14.4)
	14(11.2)

	Rewards are provided to teachers who remain for remedial classes
	24(19.2)
	77(61.6)
	13(10.4)
	11(8.8)

	Reward systems for out-of-class activities
	27(21.6)
	73(58.4)
	14(11.2)
	11(8.8)

	Teachers get a financial appraisal when students perform well in external examinations
	16(12.8)
	23(18.8)
	67(53.6)
	19(15.5)

	Teachers’ rewards for academic excellence
	15(12)
	20(16)
	66(52.8)
	24(19.2)

	Appreciation for extra teaching
	14(11.2)
	18(14.4)
	68(54.4)
	25(20)

	Recognition for work done
	19(15.2)
	21(16.8)
	44(35.2)
	41(32.8)


The findings from Table 4.6 reveal significant shortcomings in the reward systems for teachers in public secondary schools, with potential implications for both teacher motivation and student outcomes. A substantial proportion of respondents (65.6%) disagreed with the notion that rewards are allocated fairly, indicating widespread dissatisfaction with how incentives are distributed. Similarly, only a third of respondents (33.6%) agreed that the reward systems in these schools focus on clear performance standards, suggesting a lack of structured criteria to guide the allocation of rewards. The absence of recognition for overtime work and remedial teaching, as highlighted by 59.2% and 61.6% of respondents, respectively, further underscores the inadequacy of these systems. Teachers are less likely to engage in extra efforts that could directly benefit students if such contributions are not valued or rewarded. 
Additionally, the data reveal that a majority of respondents (57.6%) disagreed that rewards are provided for good attendance, and 58.4% reported that rewards are not extended to out-of-class activities, highlighting gaps in recognising teachers’ commitment to their professional responsibilities. Interestingly, while more than half of the respondents (53.6%) agreed that financial rewards are given when students perform well in national examinations, the relatively lower percentage of agreement on other forms of recognition, such as for academic excellence (52.8%) or extra teaching efforts (54.4%), indicates inconsistencies in how rewards are implemented across different domains. 
These gaps in the reward systems can have a profound impact on the motivation and morale of teachers, which in turn may affect their willingness to go above and beyond in supporting students’ academic progress. Teachers who feel undervalued are less likely to be engaged and innovative, potentially leading to a decline in the overall quality of education.    
Table 4.7: Spearman’s Rank-Order Correlation Coefficient between Teachers'      

                  Reward Systems and Academic Performance among Students. TC "Table 4.7: Spearman’s Rank-Order Correlation Coefficient between Teachers' Reward Systems and Academic Performance among Students." \f T \l "1" 
	
	Academic Performance
	Teachers' Reward Systems

	Spearman's rho
	Academic Performance
	R
	1.000
	.55**

	
	
	p-value (p)
	.
	.000

	
	
	N
	125
	125

	
	Teachers’ reward system
	R
	.55**
	1.000

	
	
	p-value
	.000
	.

	
	
	N
	125
	125

	**. r is significant at the .01 level (2-tailed).


Table 4.7 illustrates a positive and statistically significant relationship between a fair teacher reward system and students’ academic performance, with a moderate correlation coefficient of (r = .55, p < .01). This association suggests that when teachers perceive the reward distribution as equitable, their motivation increases, leading to improved student academic results. Specifically, the findings indicate that a transparent and just reward system enhances teacher dedication and teaching quality, which subsequently boosts student achievement. Based on these results, the null hypothesis that there is no significant relationship between fair reward distribution and student academic performance is rejected. This conclusion highlights the importance of establishing just and balanced reward systems to help improve academic success in secondary schools. However, during interviews with head of schools, district educational officer and district academic officers all agreed that in public secondary schools, reward systems in public secondary schools emphasize clear performance standards for teachers, helping them connect their actions with their professional goals. These rewards recognize and encourage academic excellence. For instance, the head of school C highlighted:
“In our school, school rewards systems focus on clear performance standards for teachers. Teacher who performs well in his or her work and bring good results are given the rewards. We are doing this to motivate teachers in their careers. The outcome of that situation is for teachers to increase school performance because of motivation”. (Head of school C during interviews, March 2024)
Additionally, one District Educational Officer said that:
“The reward system was introduced to motivate teachers to improve their performance. Although it is not easy to reward every teacher, those who meet clear performance standards receive recognition, which in turn boosts overall school performance”. (District Educational Officer during interviews, March 2024)

The findings highlight a significant disparity between the perceptions of teachers and the perspectives of school leaders regarding the effectiveness and fairness of reward systems in public secondary schools. While the majority of teachers expressed dissatisfaction with the fairness, transparency, and inclusivity of reward allocation, school leaders, including heads of schools and district educational officers, emphasized that the existing reward systems are designed to motivate teachers by focusing on clear performance standards. This discrepancy suggests a gap in communication or implementation, where the intended objectives of the reward systems are not fully realized or understood by the teachers. The implication is that while school leadership views rewards as a motivational tool for enhancing academic performance, the lack of alignment with teachers' expectations and experiences may limit the effectiveness of these systems.

The findings correspond with Abraham Maslow's Hierarchy of Needs, especially regarding higher-level needs like esteem and self-actualization. According to Maslow’s theory, individuals are driven to satisfy basic needs before addressing higher-level ones, with esteem needs such as recognition and respect being vital for motivation. In this study, the reported lack of fairness and transparency in the reward system indicates that many teachers’ esteem needs are unmet. When teachers feel undervalued or unacknowledged, their motivation to pursue professional and personal growth diminishes, as reflected in participants’ dissatisfaction with the existing reward system.

The findings of this study align with Kiprop (2018), who emphasised that reward systems such as incentives, salaries, and overtime payments significantly enhance teacher performance, ultimately benefiting the educational environment. Similarly, the study corresponds with Adhiambo (2016), who established a direct link between teacher rewards and improved student performance, illustrating that investment in teacher motivation led to tangible academic gains. These findings extend the existing literature by showcasing how structured and fair reward systems in public secondary schools not only motivate teachers to perform better but also contribute to the overall academic success of students. This study reinforces the importance of reward mechanisms as a strategy for enhancing educational outcomes.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS TC "SUMMARY, CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1" 
This chapter provides a summary, conclusions, and recommendations regarding the effects of teachers’ motivation on students’ academic performance in public secondary schools within Nyamagana District Council, Tanzania. Accordingly, the chapter presents a summary of the study, a summary of the findings, conclusions, and recommendations for action and further studies.

5.2 Summary of the Study TC "5.2 Summary of the Study" \f C \l "1" 
The main aim of this study was to explore the effects of teachers’ motivation on students’ academic performance in public secondary schools in Nyamagana District. The research focused on three key factors: teachers’ working conditions, professional training, and the reward systems used in schools. These factors were analysed through the framework of Abraham Maslow’s Hierarchy of Needs theory, which suggests that fulfilling basic needs drives individuals to seek higher-level needs, resulting in greater motivation and productivity.

A mixed-methods approach, employing a descriptive survey research design, was utilised to collect data from 137 respondents via questionnaires and interviews. The study found that teachers’ motivation was significantly influenced by improvements in their working conditions, opportunities for professional development, and effective reward systems. These motivational factors were directly correlated with enhanced academic performance among students, confirming Maslow’s hypothesis that motivated teachers are more likely to be engaged and productive. The research objectives were: 

i. To determine how teachers' working conditions affect students' academic performance in Nyamagana District.

ii. To assess the impact of teachers' training on students' academic performance in Nyamagana District.

iii. To explore the influence of teachers' reward systems on students' academic performance in Nyamagana District.

In conclusion, the findings support Maslow’s theory by highlighting that when teachers’ needs, ranging from basic working conditions to more advanced professional development and recognition, are adequately addressed, their motivation increases, which in turn positively affects their students’ academic outcomes. The study emphasises the importance of creating a conducive and supportive environment for teachers, which includes improving their working conditions, offering ongoing training, and implementing a fair and motivating reward system.

5.3 Summary of Findings TC "5.3 Summary of Findings" \f C \l "1" 
This study investigated the effects of teachers’ motivation on students’ academic performance in public secondary schools in Nyamagana District Council, Tanzania. Specifically, it aimed to determine the effects of teachers’ working conditions, training, and reward systems on students’ academic performance. The findings showed that fair treatment of teachers in public secondary schools greatly improves their motivation and dedication. Teachers who experience fairness are more likely to carry out their assigned duties efficiently, even when the tasks are difficult or less engaging. A conducive working environment directs teachers’ efforts toward specific goals, increases their energy levels, and ultimately enhances school academic performance. Additionally, teachers participate in professional networks that provide support and motivation, enabling them to improve their teaching practices. These networks facilitate discussions on various issues, such as working conditions, salaries, and school environments, which contribute to their overall job satisfaction and performance.

The study further found that teacher training is vital in enhancing students’ academic performance. Engaging in professional development activities like workshops, mentoring, and peer coaching improves teachers’ instructional abilities and subject knowledge. Networking among teachers fosters a culture of continuous learning, allowing them to share best practices and innovative teaching strategies. This continuous professional growth equips teachers with the skills needed to improve their teaching effectiveness, which ultimately results in better student achievement.

Furthermore, the findings indicated that reward systems in public secondary schools significantly influence teacher motivation and performance. Respondents agreed that these systems are based on clear performance standards, encouraging teachers to put in more effort in their teaching responsibilities. Teachers who perform well are rewarded with incentives and gifts, particularly when students excel in national examinations or when teachers demonstrate academic excellence. Such rewards recognise teachers' efforts, enhance their motivation, and increase their engagement in the teaching and learning process, ultimately improving students' academic performance.

5.4 Conclusions TC "5.4 Conclusions" \f C \l "1" 
Based on the findings, the study concludes that: First, in public secondary schools, teachers are treated fairly. Treating teachers fairly in the teaching and learning process directs their actions toward specific goals, increases effort and energy, and ultimately enhances school academic performance.

Secondly, the study concludes that teachers participate in professional networks specifically formed for their professional development. These teacher networks help them discuss various issues they encounter, including working conditions, salaries, school environments, and other aspects of teacher motivation. 

Lastly, the study concludes that reward systems in public secondary schools are based on clear performance standards for teachers. Teachers are rewarded with incentives and gifts when students perform well in external examinations, such as national exams, and when students achieve academic excellence.

5.5 Recommendations TC "5.5 Recommendations" \f C \l "1" 
5.5.1 Recommendations for Action TC "5.5.1 Recommendations for Action" \f C \l "1" 
In light of the findings and conclusions of the study, the study recommends the following: The government authorities should ensure the adequate provision of essential equipment, including desks, chairs, computers, and other teaching materials. Additionally, expanding classroom infrastructure and ensuring the availability of instructional resources, as well as enhancing the adequacy of teaching and learning facilities, including staffroom provisions, are crucial measures. These improvements can significantly enhance teachers' motivation in their professional roles, ultimately contributing to improved academic performance in schools.

The government should provide adequate and competitive compensation, transfer allowances, promotion prospects and harmonisation of teachers’ salaries and allowances. Doing that can motivate teachers in the workplace as results increase students’ academic performance.
Third, the study recommends that heads of schools should make sure that teachers are involved in decision making, especially when that concerns school matters. Applying this technique can help put teachers together for school development.

5.5.2 Recommendations for Further Studies TC "5.5.2 Recommendations for Further Studies" \f C \l "1" 
The following are recommendations that are provided for further studies.

First, the relatively small sample size used in this study may limit the ability to generalise the findings to all public secondary schools in Tanzania. The researcher recommends that future studies should employ a much larger sample to gather more comprehensive data on the effects of teachers’ motivation on students’ academic performance. This would provide a clearer understanding of the relationship between teacher motivation and student achievement across public secondary schools.

Second, similar research should be conducted at the primary school level to enable broader generalisations of the findings. Such studies would help explore the effects of teachers’ motivation on students’ academic performance in public primary schools in Tanzania. The results could then be used for comparative analyses between primary and secondary education levels regarding the impact of teachers’ motivation on student academic performance.
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APPENDIX A

QUESTIONNAIRE FOR TEACHERS

My name is JUMA BERTHA, a student at the Open University of Tanzania, pursuing a Master's of Education Administration, Planning and Policy Studies (MED-APPS) degree. I am carrying out research investigating the effects of teachers’ motivation on students’ academic performance in public secondary schools in the Nyamagana district council, Tanzania.
I am kindly requesting your information for my study.

Section A: Demographic characteristics
Ward…........................school……………………Age…..............Gender……Level of education…………………work experience…..........…………

Section B: Effects of Teachers’ Motivation on Students’ Academic Performance
For each of the following questions, please indicate (by ticking) the extent to which you agree with them, using the following scale: (SA=Strongly Agree; A=Agree; UD=Undecided; D=Disagree; SD=Strongly Disagree D=Disagree.

	No
	Statement
	SA
	A
	UD
	D
	SD

	
	TEACHERS WORKING CONDITION
	
	
	
	
	

	1
	In public secondary schools, there is enough equipment (for example: desks, chairs, computers, etc.) 


	
	
	
	
	

	2
	In public secondary schools, teachers are treated fairly. 


	
	
	
	
	

	3
	In public secondary schools, class size is proportional to teachers. 
	
	
	
	
	

	4
	In public secondary schools, there is enough accommodation for teachers. 
	
	
	
	
	

	5
	In public secondary schools, teaching materials are available. 
	
	
	
	
	

	6
	Transfer allowances


	
	
	
	
	

	7
	Promotion prospects


	
	
	
	
	

	8
	Harmonisation of teachers’ salaries and allowances 
	
	
	
	
	

	9
	Handling of discipline matters
	
	
	
	
	

	10
	Job enrichment measures
	
	
	
	
	

	11
	Involvement in decision-making
	
	
	
	
	

	12
	Adequacy of teaching and learning facilities
	
	
	
	
	

	13
	Staffroom facilities
	
	
	
	
	

	
	TEACHERS TRAINING
	
	
	
	
	

	1
	Education conferences or seminars where teachers/researchers present their research results and discuss educational problems 
	
	
	
	
	

	2
	Courses/workshops (e.g. on subject matter or methods and/or other education-related topics 
	
	
	
	
	

	3
	Mentoring and/or peer observation and coaching as part of a formal school arrangement 
	
	
	
	
	

	4
	Participation in a network of teachers formed specifically for the professional development of teachers. 
	
	
	
	
	

	5
	Observation visits other schools. 
	
	
	
	
	

	
	TEACHERS’ REWARD SYSTEM
	
	
	
	
	

	1
	Rewards allocated in a way that seems fair to teachers 


	
	
	
	
	

	2
	Rewards systems in public secondary schools focus on clear performance standards for teachers. 
	
	
	
	
	

	3
	Rewards help teachers to link what they need to do to who they want to be 


	
	
	
	
	

	4
	Always in public secondary schools, rewards are provided for overtime teachers. 
	
	
	
	
	

	5
	In a public secondary school, teachers are rewarded when he/she has good attendance at school in a year. 
	
	
	
	
	

	6
	In public secondary schools, rewards are provided to teachers who remain for remedial classes. 
	
	
	
	
	

	7
	Rewards systems for out-of-class activities
	
	
	
	
	

	8
	Teachers get a financial appraisal when students perform well in the external examinations, e.g. National examinations
	
	
	
	
	

	9
	Teachers’ rewards for academic excellence
	
	
	
	
	

	10
	Appreciation for extra teaching
	
	
	
	
	

	11
	Recognition for work done
	
	
	
	
	


APPENDIX B

INTERVIEW GUIDE FOR DISTRICT EDUCATIONAL OFFICER

My name is JUMA BERTHA, a student at the Open University of Tanzania, pursuing a Master's of Education in Administration, Planning and Policy Studies (MED-APPS) degree. I am carrying out research investigating the effects of teachers’ motivation on students’ academic performance in public secondary schools in Nyamagana District Council, Tanzania.
I am kindly requesting your information for my study.

i. How do teachers' work conditions influence students' academic performance in Nyamagana District?

ii. What is the impact of teachers' training on students' academic performance in Nyamagana District?

iii. How do teachers' reward systems affect students' academic performance in Nyamagana District?

APPENDIX C

INTERVIEW GUIDE FOR DISTRICT ACADEMIC OFFICER

My name is JUMA BERTHA, a student at the Open University of Tanzania, pursuing a Master's of Education Administration, Planning and Policy Studies (MED-APPS) degree. I am carrying out research investigating the effects of teachers’ motivation on students’ academic performance in public secondary schools in the Nyamagana district council, Tanzania.
I am kindly requesting your information for my study.

i. How do teachers' work conditions influence students' academic performance in Nyamagana District?

ii. What is the impact of teachers' training on students' academic performance in Nyamagana District?

iii. How do teachers' reward systems affect students' academic performance in Nyamagana District?

APPENDIX D

INTERVIEW GUIDE FOR HEADS OF SCHOOLS

My name is JUMA BERTHA, a student at the Open University of Tanzania, pursuing a Master's of Education Administration, Planning and Policy Studies (MED-APPS) degree. I am carrying out research investigating the effects of teachers’ motivation on students’ academic performance in public secondary schools in the Nyamagana district council, Tanzania.
I am kindly requesting your information for my study.

i. How do teachers' work conditions influence students' academic performance in Nyamagana District?

ii. What is the impact of teachers' training on students' academic performance in Nyamagana District?

iii. How do teachers' reward systems affect students' academic performance in Nyamagana District?

APPENDIX E

RESEARCH CLEARANCE LETTER FROM UNIVERSITY 
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Ref. No OUT/PG201802087 20" February, 2024

District Executive Director (DED),
Nyamagana District Council,
P.O.Box 1333,

MWANZA.

Dear Director,

RE: RESEARCH CLEARANCE FOR MS. BERTHA JUMA, REG NO: PG201802087

2. The Open University of Tanzania was established by an Act of Parliament No. 17
of 1992, which became operational on the 15'March 1993 by public notice No.55 in the
official Gazette. The Act was however replaced by the Open University of Tanzania
Charter of 2005, which became operational on 15'January 2007.In line with the Charter,
the Open University of Tanzania mission is to generate and apply knowledge through

research.

3. To facilitate and to simplify research process therefore, the act empowers the Vice
Chancellor of the Open University of Tanzania to issue research clearance, on behalf of
the Government of Tanzania and Tanzania Commission for Science and Technology, to
both its staff and students who are doing research in Tanzania. With this brief
background, the purpose of this letter is to introduce to you Ms. Bertha Juma, Reg. No:
PG201802087), pursuing Master of Education in Administration Planning and Policy
Studies (MEDAPPS). We here by grant this clearance to conduct a research titled
“Effects of Teachers’ Motivation on Students’ Academic Performance in Public
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Prof. Magreth S Bushesha.
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APPENDIX F

RESEARCH   PERMIT FROM REGIONAL ADMINISTRATION 
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INDEPENDENT VARIABLES





Teacher Motivation


Improving teachers’ working condition


Teacher’s training


Teachers’ reward system





DEPENDENT VARIABLE





Students’ Academic Performance














