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ABSTRACT

This study investigated teacher motivation and its implications on their Performance of duties in public secondary schools in Kinondoni municipality. Specifically, the study sought to find out whether extrinsic and intrinsic motivation of teachers had some any effect on their performance of duties. The study had three objectives, namely; to investigate the effects of extrinsic motivation on the day to day duty performance; to investigate the effects of intrinsic motivation on the day to day duty performance; and to find out whether motivation of teachers has any effects on their morale to perform their duties. The theoretical framework was adopted as a concept theory of Omari (2011). A total of 48 respondents were covered, 5 head of schools, 40 teachers, 2 Tanzania Teachers Union officials (TTU) and District Educational Officer (DEO). The primary data was collected using structured questionnaires for teachers, as well as interview for heads of schools, Tanzania Teachers Union officials (TTU) and District Educational Officer.  The findings have revealed that poor motivation of teachers compromise the quality of education provided in public secondary schools. Shortage of teachers, shortage of teaching and learning materials, inadequate houses for teachers, poor working environment, lack of in- service training, inadequate salaries, and lack of teaching allowances affected the performance of teachers in Kinondoni district. Based on the findings it is recommended that in order to improve teacher’s performance, job satisfaction of teachers should be considered so as to encourage them in carrying out their duties. It is also recommended that government authorities should establish the means of dealing with the teachers’ problems so as to provide teachers with satisfactory incentives and effective payment of promotion benefits.
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This study is concerns teacher motivation and its implications on their performance of duties in public secondary schools in Kinondoni municipality. The chapter presents background of the study, statement of the problem, significance of the study, purpose of the study, study objectives and accompanying research questions, limitations of the study, conceptual framework, and definitions of key terms and organization of the study.
[bookmark: _Toc393676395][bookmark: _Toc393679395][bookmark: _Toc393679466][bookmark: _Toc398249974]
[bookmark: _Toc403377382][bookmark: _Toc403377816][bookmark: _Toc403377904][bookmark: _Toc403377992]1.2   	Background of the Study
Observation shows that sizeable proportions of primary school teachers, particularly in Sub-Saharan Africa, have low levels of job satisfaction and are poorly motivated. This seems also to be the case in Tanzania. For teachers to be able to carry out their duties effectively they need to be motivated both intrinsically and extrinsically. A teacher who is intrinsically motivated may be observed to undertake tasks for its own sake; the tasks provide the teachers with the feeling of accomplishment and self actualization. Competence and autonomy are important issues on intrinsic motivation. Social-contextual events such as feedback, communications, rewards which cause feelings of competence foster intrinsic motivation (Ryne and Deci, 2000b). While positive performance feedback increases intrinsic motivation, negative performance decreases it.  On the other hand, an extrinsically motivated teacher may perform the activity or duty in order to obtain some reward such as salary. Extrinsic motivation plays an important part in people’s life. It is pre-eminent in influencing a person’s behavior. Therefore, the aim of the organization should be to build and enhance the intrinsic motivation for teachers to teach effectively and at the same time, to supply some extrinsic motivation as a way for school improvement (O’neil, 1995).  

The achievement of education for all (EFA) targets and education related Millennium Development Goals (MDGs) depend to a very large extent on the availability of properly trained, qualified and motivated teachers. The educational quality imperative cannot be met without quality teachers. These are professionally trained teachers who have a deep understanding of both subject matter and teaching pedagogy (UIS, 2006).  In Tanzania, the integral role that teachers play in providing quality education for students has been recognized consistently in government documents (MoEC 1995). Some research studies have proved that educators play a pivotal role in ensuring high quality education for students, regardless of the country in which they are teaching (UNESCO 2000, 2005).  UNESCO (2000) argues that, teachers are essential players in promoting quality education. Despite the official recognition of the centrality of the teachers to quality education provisions, teachers’ actual practices do not lend themselves to improve student learning as commented by Davidson (2006p.3).
Classrooms can be built, additional teaching and learning resources can be provided, students can be taken to their lessons, school committees and communities can become actively involved in the teaching and learning process, inspectors and local education officials can offer adequate levels of support, and sufficient numbers of teachers can be employed to create learning-enabling environments. Further, efforts can be made to ensure that teachers are well-educated, highly trained professionals who are gender-sensitive advocates of child-friendly approaches and are able to work with large classes. However, none of these actions will ensure that teachers perform their duties if they are not motivated.

Causes of teacher demoralization have been mentioned and they include the politicization of the education system. That resulted in a proliferation of schools with untrained teachers and a lack of resources to cater for expanded enrolments. According to a report by Sumra (2005), several areas of interest on teachers’ status in Tanzania have been identified. This area can be examined to understand the contextual situation that affect government school teachers’ job satisfaction and performance. Sumra (2006) identified these factors as working and living conditions.  Only 2% of teachers agree that there are adequate teaching and learning resources in schools where they are working. Not only insufficiencies of desks but also libraries have received less attention when new schools are established. This situation affects teachers’ working environment. UNESCO (2005) re-emphasized that quality assurance is a powerful means that can improve the effectiveness of education. 

According to Yombo (2012), “the Tanzania Teachers Union (CWT) carried out a protest against the government as the way to demand their claims”. 
madai ambayo walimu  wamekuwa wakiitaka serikali kuyatafutia ufumbuzi ni pamoja na ongezeko la mshahara  kwa asilimia 100, posho ya kufundishia kwa walimu wa sayansi asilimia 55, asilimia 50 kwa walimu wa masomo ya sanaa na posho kwa walimu wanaoishi katika mazingira magumu. Mgogoro kati ya CWT na serikali umedumu kwa zaidi ya miaka mitano sasa, ambapo licha ya ahadi ya kulipwa madai hayo, fedha zimekuwa hazikidhi ukubwa wa tatizo na kusababisha madeni kurundikana” (the claims which teachers demand and which the government should work on include the increase of salary for 100%, teaching allowance for science teachers by 55% and 50% for art teachers and teaching allowance for teachers working in difficult environment. The misunderstanding of the pay between CWT for the case teachers and the government has existed for more than five years now. The money has not been paid due to such big problem, something which leads the problem to exist increasingly).

There are several notable impacts of loss of motivation on the part of the teachers on schooling in many countries. Teachers’ salary is the number one challenging factor to teachers working in government-owned schools in Tanzania. Generally, teachers argue that, the salary is very low to enable them to sustain their lives (Davidson, 2007).
According to Sumra (2006) and Nyirenda (2013) teachers are also not provided with professional development seminars to enable them to face new challenges and cope with new curriculum developments especially in this area of education as impacted by globalization. The curricula as have been changing now and then, new topics have been introduced but in-service training is not effectively administered to teachers despite the fact that   Primary Education Development Program (PEDP) and Secondary Education Development Program (SEDP) recommended such in-service training  (Sumra, 2006).

Teachers are not satisfied with how promotions are administered due to favoritism in the promotion process. According to Davidson (2007) there has been favoritism in selecting teachers to supervise regional, zonal, and national exams, marking exams, attending in-service training as well as promotions.

The housing condition is another major challenge that teachers face. In both urban and rural areas; there are very few government-owned houses to accommodate teachers (Davidson, 2007). Few teachers manage to build their own houses. In rural areas the quality of houses teachers live is very poor (Davidson, 2007 and Sumra, 2005); and the location of such houses is quite distant from their schools. Most rural houses are mud and grass-thatched. The situation of poor housing demoralizes teachers and leads to poor performance as one teacher argues that,” how can someone expect a teacher to teach competently while he/she cannot   sleep well  at night when it rains because of the leakage of the house? (Davidson, 2007).

[bookmark: _Toc393676396][bookmark: _Toc393679396][bookmark: _Toc393679467][bookmark: _Toc398249975][bookmark: _Toc403377383][bookmark: _Toc403377817][bookmark: _Toc403377905][bookmark: _Toc403377993]1.3 	Statement of the Problem
One of the important factors in realizing educational aims and objectives of education relates to the role of the teachers’ motivation within the educational set up. The motivation to the teacher towards achieving educational goals is said to be very important. The negative performance of the teachers towards educational aims and objectives can be associated with low motivation of teachers. Teacher motivation has the biggest impact on the success and flaw of their academic performance because their teaching; motivation is instrumental in helping them in performing their duties.

Davidson (2005) recognized that improvements need to occur in teacher training and other related issues. These initiatives are unlikely to succeed unless the issue of teacher motivation is addressed. Teacher motivation to undertake a task depends on their expected reward. Efficient teaching and morals will take place when there is strong motivation in terms of wages and innovation from both employers, also the teachers’ performance in teaching.  This motivation may be aroused by extrinsic or intrinsic stimuli both of which are important in directing and regulating the teachers’ behavior towards attainment of the desired goals. Teachers must therefore be motivated through various ways which may include the organization of seminars and workshops, upgrading, performance appraisal, timely payment of salary and wage, providing the required physical facilities like laboratories, library and the like. Sumra (2004b, 2), has reported that, “Although efforts are underway toward improving teachers’ professional knowledge and skills, far less attention is focused on their material welfare.” 

The teachers’ condition of service is said to be the worst when compared to other professions. Teachers are not given houses, in service allowances, teaching allowances and the like. There is no training for capacity building. Strikes actions have been used by teachers to press for improve condition of service. This situation does not make for teachers motivation as nobody can put in his utmost best when subjected to these conditions. 

While study findings have indicated the motivation of teachers to be low, as far as I know, 
[bookmark: _Toc393676397][bookmark: _Toc393679397][bookmark: _Toc393679468][bookmark: _Toc398249976]no studies have been carried out to determine the intrinsic and extrinsic motivation of teachers and its implications in performing the teachers’ day to day responsibilities especially in Kinondoni municipality. This study therefore, aimed at investigating the extrinsic and intrinsic motivation of teachers in relation to their performance in conducting   their day to day activities.

[bookmark: _Toc403377384][bookmark: _Toc403377818][bookmark: _Toc403377906][bookmark: _Toc403377994]1.4 	Significance of the Study
The assessment of teacher motivation and its implications on their work performance in public secondary schools in Kinondoni municipality is significant for the following reasons. Firstly, the study findings will enable the society and government at large to be aware of the teachers’ motivational challenges so that appropriate measures can be taken to address them. Secondly, the study findings will enable education stakeholders such as non-governmental organizations (NGOs), to see how they could overcome teachers’ de-motivation at their level so as to reduce the problem. Thirdly, the findings will create awareness to the nation about the importance of teachers at secondary level in relation to motivation so that they can perform their activities adequately. Fourthly the findings will add literature to topics related to teachers’ motivation.

[bookmark: _Toc393676398][bookmark: _Toc393679398][bookmark: _Toc393679469][bookmark: _Toc398249977][bookmark: _Toc403377385][bookmark: _Toc403377819][bookmark: _Toc403377907][bookmark: _Toc403377995]1.5 	Research Objectives
The study comprised general as well as specific objectives. These are discussed in details in the following sections.

[bookmark: _Toc393676399][bookmark: _Toc393679399][bookmark: _Toc393679470][bookmark: _Toc398249978][bookmark: _Toc403377386][bookmark: _Toc403377820][bookmark: _Toc403377908][bookmark: _Toc403377996]1.5.1 	General objectives
The general objective of the study was to investigate teacher motivation and its implications in carrying out their duties in public secondary schools in Kinondoni municipality.
[bookmark: _Toc393676400][bookmark: _Toc393679400][bookmark: _Toc393679471][bookmark: _Toc398249979][bookmark: _Toc403377387][bookmark: _Toc403377821][bookmark: _Toc403377909][bookmark: _Toc403377997]1.5.2 	Specific objectives
The specific objectives of the study were:
(i)  	To assess whether motivation of teachers has any effects on their morale to perform their duties.
(ii) 	To investigate the effects of intrinsic motivation on the teachers’ day to day duty performance  
(iii) 	To investigate the effects of extrinsic motivation on the teachers’ day to day duty performance 
[bookmark: _Toc393676401][bookmark: _Toc393679401][bookmark: _Toc393679472][bookmark: _Toc398249980]
[bookmark: _Toc403377388][bookmark: _Toc403377822][bookmark: _Toc403377910][bookmark: _Toc403377998]1.6 	Research Questions
(i) 	Does motivation of teachers affect their morale to perform their duties?
(ii) 	What are the effects of intrinsic motivation on the teachers’ day to day duty performance?
(iii) 	What are the effects of extrinsic motivation on the teachers’ performance of day to day duties?    
[bookmark: _Toc393676402][bookmark: _Toc393679402][bookmark: _Toc393679473][bookmark: _Toc398249981]
[bookmark: _Toc403377389][bookmark: _Toc403377823][bookmark: _Toc403377911][bookmark: _Toc403377999]1.7 	Purpose of the Study
The purpose of the study was to answer the three research questions: (1) does motivation of teachers affect their morale to perform their work? (2) What are the effects of intrinsic motivation on the performance of teachers on day to day duties? and (3) what are the effects of extrinsic motivation on the performance of teachers on day to day duties?  
[bookmark: _Toc393676403][bookmark: _Toc393679403][bookmark: _Toc393679474][bookmark: _Toc398249982]
[bookmark: _Toc403377390][bookmark: _Toc403377824][bookmark: _Toc403377912][bookmark: _Toc403378000]1.8 	Limitations
During the data collection stage, the researcher faced different problems such as time constraint. For instance to get in a particular place at a right time to collect data, the researcher at times failed  to do so due to the nature of transport in Kinondoni district. Most of the time, there is traffic jam. Besides, the time  for collecting data  from the interviewees was limited and sometimes some respondents were unwilling to give clear information about the problem and their cooperation with the researcher was not that much good. However the researcher’s patience and ethical stand enabled him to get data from such type of respondents. 

Financial scarcity was also a constraint. A substantial amount of money was required in travelling during data collection. Other costs like printing, photocopying, internet, research materials among others were required. Due to these costs, the researcher worked very hard to carry out data collection assignment.

1.9  Theoretical Framework
Teacher motivation and its implication on teachers performance is linked to Expectancy theory by Vroom (1964). According to the expectancy theory, there are three factors, each based on the individual’s personal perception of the situation involved in stimulating and individual to put effort into something.  In These factors as identified by Vroom are expectancy, instrumentality and valence. Valence instrumental expectancy theory explains why people such as teachers work and behave in the way they do in terms of efforts and direction they take. It also describes what organizations do to encourage people/teachers to apply their efforts and abilities to achieve desired goals as well as satisfying individual needs. Expectancy is the extent of the individual’s perception or belief, that a particular act will produce a particular outcome. Instrumentality is the extent to which the individual perceives that effective performance will lead to desired reward. 

According to Cole (1996), valence is the strength of the belief that attractive rewards are potentially available; it is the power to motivate which varies from individual to individual. The expectancy model focuses on effort, performance, and outcome, and look at the way a person judges the outcomes or rewards (Van Feet et al., 1991). They further explain that whenever people make an effort, they gauge the probability that the effort will increase their performance.

According to Cole (1996), extrinsic rewards, by comparison, are primarily external and material such as promotions, salary and working conditions, and these are provided by the organization, and thus outside the control of the individual. The individual’s resulting level of performance leads to intrinsic or extrinsic rewards. The individual has his or her own idea about appropriateness of the total set of rewards to be receive, which when measured against the rewards actually receive, results in the level of satisfaction experienced by the individual. According to Vroom (1964), people are motivated to work if they expect increased effort to lead to desired outcomes or rewards. The rewards may be intrinsic or extrinsic. Intrinsic rewards are those that are primarily internal and intangible such as pride in work, feelings of accomplishment or achieving a sense of efficacy, and are gained by fulfilling higher level personal needs, such as self-esteem and personal growth, and the individual can exercise a degree of personal control over these.

Bedassi (1991), notes that, individual motivation is a function of a person’s perception that his or her increased performance will result in certain reward which will help him or her to attain personal goals. Thus, according to the expectancy theory, motivation depends on how much an individual desires a particular goal and how attainable the person thinks that goals are. Individuals are more likely to strive for improvement in their work due to the anticipation of a reward that is valued (Vroom, 1964) The study therefore adopted the expectancy theory to explain teacher motivation and its implications on public secondary school teachers performance in Kinondoni district.

[bookmark: _Toc393676404][bookmark: _Toc393679404][bookmark: _Toc393679475][bookmark: _Toc398249983][bookmark: _Toc403377391][bookmark: _Toc403377825][bookmark: _Toc403377913][bookmark: _Toc403378001]1.10 	Conceptual Framework
A conceptual framework entails the main variables and their hypothesized relationship 
among or between them (Punch, 2000). The conceptual framework simplifies the research proposal preparation task as it gives the general focus of the study. Figure 1.1 summarizes the independent variable, which is motivation, and the dependent variable is the teachers’ job performance. It shows the possible effects of motivation on teacher performance. In this study the conceptual framework that was used was adopted from Omari (2011). The conceptual framework of the study is shown in figure 1.1.


	Conceptual variables
	
	Predictor/independent variables
	
	Mediating  variables
	
	Outcome/dependant variables

	Management  variables

· Education resources variables

· Investment in school

· Motivation
	
	Extrinsic motivation  
· Salary
· Teaching allowances
· Transportation 
· Accommodation
  Intrinsic motivation
· Job satisfaction
· Career achievement
· Competition

· Teaching
enjoyment

	
	· Availability of instructional  materials
· Good human resources management
· Teaching methods
· Physical infrastructure
· School supervision

	
	· Adequate teaching preparation
· Regular students assessment
· Regular and early reporting
· Attending school functions and meetings
· Participating in extra curriculum activities




Source: Omari (2011).

[bookmark: _Toc398250085][bookmark: _Toc403376831][bookmark: _Toc403377392][bookmark: _Toc403377574][bookmark: _Toc403377826][bookmark: _Toc403377914][bookmark: _Toc403378002]Figure 1.1 Conceptual Framework for Teacher Motivation and its implications on public secondary school Teachers Performance in Kinondoni municipality.

The conceptual framework in figure 1.1 summarizes two main variables. These are independent variable which is motivation and dependent variable which is teachers’   performance. It presents the relationship between motivation and teacher performance. Figure 1.1 shows motivation variables that are intrinsic and extrinsic. In these variables, intrinsic motivation of teachers involves teaching enjoyment, competitive nature of teaching, job satisfaction in teaching and career achievement. On the other hand, extrinsic motivation of teachers externally admistered rewards such as teaching allowances, salaries, transportation and accommodation. Intrinsic and extrinsic motivations are significant to high teachers’ performance in carrying out their activities. Torrington (2002) indicated that poor human resources management seriously de-motivates employees. Teachers’ management at the national and sub-national levels is nothing but disordered in many countries. 

Management works with available resources through individuals and groups to accomplish desired or organizational goals. According to Thungu et al., (2008), management involves planning, resourcing, controlling, directing and measuring results in an organization for the purpose of accomplishing a goal. Resourcing involves development and manipulation of human, financial, technological and natural resources in order to accomplish set of goals. In this point of view, as far as quality of education is concerned, the quality of teachers should not be left out. In educational settings, availability of resources is important. Issues like governmental financial support, availability of classrooms, laboratories, teaching aids and text books, have positive effect on the provision of education. The more these are available, the better the academic performance of students. 

According to Findikci (2006), an individual’s motivation level is dependent on the availability of materials and social benefits or gains from the institution they work in. 
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Some key terms that have been used in this study are defined in this section.
[bookmark: _Toc398249985]
[bookmark: _Toc403377394][bookmark: _Toc403377828][bookmark: _Toc403377916][bookmark: _Toc403378004]1.11.1 Motivation: Hornby (2000) defines motivation as an incentive to act or move. According to Thungu et al., (2008) the concept of motivation is defined as the internal condition or state that serves to activate or energize and to give it direction. It is something that energizes and directs our behaviors (Moored, 2005).

[bookmark: _Toc398249986][bookmark: _Toc403377395][bookmark: _Toc403377829][bookmark: _Toc403377917][bookmark: _Toc403378005]1.11.2 Extrinsic motivation: Extrinsic motivation results from the attainment of externally administered rewards, including pay, material possession, prestige, and positive evaluations from others (Sansone and Harackiewicz, 2000). It refers to motivation that comes from outside the individual. Such motivating factors which are of external source can be rewards such as money or grades.

[bookmark: _Toc398249987][bookmark: _Toc403377396][bookmark: _Toc403377830][bookmark: _Toc403377918][bookmark: _Toc403378006]1.11.3 Intrinsic motivation:  According to Coon and Mitterer (2011) intrinsic motivation occurs when we act without any obvious external rewards. We simply enjoy an activity or see it as an opportunity to explore, learn and actualize our potentials. “Intrinsic motivation refers to the reason why we perform certain activities for inherent satisfaction or pleasure; you might say performing one of these activities is reinforcing in and –of itself” (Brown, 2007).

[bookmark: _Toc398249988][bookmark: _Toc403377397][bookmark: _Toc403377831][bookmark: _Toc403377919][bookmark: _Toc403378007]1.11.4 Academic performance: Is how well someone does during their academics. This means how well they do with school and all the activities that go along with it

[bookmark: _Toc398249989][bookmark: _Toc403377398][bookmark: _Toc403377832][bookmark: _Toc403377920][bookmark: _Toc403378008]1.11.5 Teachers’ performance: This refers to major duties performed by teachers. These are the activities and goals that teachers set themselves or which are set for them by others such as ministries of education, legislators and other government officials, school/ college administrators. 

[bookmark: _Toc398249990][bookmark: _Toc403377399][bookmark: _Toc403377833][bookmark: _Toc403377921][bookmark: _Toc403378009]1.11.6 Job performance: Is an individual output in terms of quality and quality expected from every employee in a particular job. Individual performance is most of the time 
determined by motivation and the will and ability to do the job.

[bookmark: _Toc393676406][bookmark: _Toc393679406][bookmark: _Toc393679477][bookmark: _Toc398249991][bookmark: _Toc403377400][bookmark: _Toc403377834][bookmark: _Toc403377922][bookmark: _Toc403378010]1.12 	Organization of the Study
This study consists of five chapters. Chapter one  has recounted the introduction, background of the study, statement of the problem, significant of the study, research objectives, research questions, purpose of the study, limitations of the study, theoretical framework, conceptual framework and definitions of key terms. A review of literature is presented in chapter two; teachers’ motivation and performance, intrinsic motivation and performance, extrinsic motivation and performance, empirical studies and research gap are included.  Chapter three contains research methodology; it describes research design, sample size, and sampling procedure. Moreover data collection techniques, data analysis strategies, and research ethical issues are identified and discussed. Chapter four makes a presentation, analysis, and discussion of the research findings while chapter five presents a summary, conclusion, and recommendations of the study.
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2.0 CHAPTER TWO

[bookmark: _Toc403377402][bookmark: _Toc403377836][bookmark: _Toc403377924][bookmark: _Toc403378012]LITERATURE REVIEW

[bookmark: _Toc393676408][bookmark: _Toc393679408][bookmark: _Toc393679479][bookmark: _Toc398249993][bookmark: _Toc403377403][bookmark: _Toc403377837][bookmark: _Toc403377925][bookmark: _Toc403378013]2.1 	Introduction
This chapter presents a review of the literature related to the problem of this study. The review is presented according to study objectives that include teacher motivation and day to day duties performance, the relationship between extrinsic motivation and day to day teachers’ performance of duties, relationship between intrinsic motivation and day to day teachers’ performance of duties. It examines empirical studies connected to teacher motivation and its implications on public secondary school teachers performance in Kinondoni municipality. Lastly, it establishes the knowledge gap in the literature as far as the Tanzania situation is concerned on teachers’ motivation.

[bookmark: _Toc393676409][bookmark: _Toc393679409][bookmark: _Toc393679480][bookmark: _Toc398249994][bookmark: _Toc403377404][bookmark: _Toc403377838][bookmark: _Toc403377926][bookmark: _Toc403378014]2.2 	Teacher motivation in carrying out day to day teaching duties
Motivation is a term used to describe those processes, both initiative and rational by which people seek to satisfy the basic drives, perception needs and personal goals, which trigger off human behavior (Cole, 2000). According to Fry (2003), motivation of teachers helps to retain teachers at their work places. 

Kacobas (2009), in his study has noted that, when a teacher remains motivated and loving the teaching profession, the students not only learn the content taught by the teacher, but the students are also motivated towards learning. One remains motivated in a profession when stress is kept at a minimum. According to Davidson (2005), improvements need to occur in teacher training and other related issues. These initiatives are unlikely to succeed unless issues of teacher motivation are addressed. Teacher motivation is a critically ignored factor in all levels of policy choices (Ndawi, 1997). A teacher should experience good teaching climate. If the teacher perceives the classroom to be safe, healthy and a happy place with supportive resources and facilities for teaching and optimal learning he or she will participate more than expected in the process of management, administration and the overall improvement of the school. 

Internationally, a number of researchers on motivation (Agezo, 2010; Vogneau, 2003; Dolton & Mercenaro-Gutierrez, 2011; Lambert, 2004; Rebore, 2001, Sergent and Hannum, 2005) have found that teacher motivation is associated with student learning outcomes. In a cross country analysis of the relationship between teacher motivation and pupils’ performance, Dolton and Mercenaro-Gutierrez (2011) have observed that countries with poor record of teacher motivation have low teacher performance leading to poor educational outcomes.

The extensive literatures on school performance in western countries show that achieving better learning outcomes depended fundamentally on improvements in teaching. Thus ways to improve teacher motivation and capabilities are central to any systematic attempt to improve learning outcomes. To date policy reform in most of the western countries has  focused on improving  learning outcomes through  better allocation of resources, more accountability, curriculum reforms, and refined assessment systems, better pre-and in-service training (World Bank, 2004). 

Teacher motivation and incentives in western countries such as England and the United States of America has many common or similar practices.  On the other hand there is limited literature on this subject in African countries (IIEP, 2004). In particular it is contended that the status of teachers in England has declined appreciably during recent decades. This is attributed to the fact that autonomy and creativity has been curtailed by more control and regulations, and that teachers were being asked to do less. Teachers also complained about lack of variety and role differentiation in their careers, the limited incentives for them to improve their practice and develop as professionals, and the limited linkage between their performance, teacher compensation and teacher development (IIEP, 2004). Research findings have shown that teachers suffer more than other professional groups from occupational lack of motivation (Evans, 1999).

Spear et al., (2000) highlight the wide range of factors that influence teacher job satisfaction and motivation in the United Kingdom. The main factor found to contribute to job satisfaction was working with children whereas job dissatisfaction was primarily attributed to work overload, poor pay, and perceptions of how teachers were viewed by society. 

Another finding of the review was that female teachers tended to have higher levels of job satisfaction than their male colleagues. In Tanzania the younger and better qualified teachers are quite heavily concentrated at urban schools and are generally less satisfied with jobs than the older generation of teachers, who still feel “privileged” to be a teacher. Qualified teachers should be more competent and thus have higher levels of job satisfaction (Bennell and Akyeampong 2007). It was further argued that teachers in rural areas reported higher levels of job satisfaction than their urban colleagues. Male teachers were generally more satisfied over their level of influence over school policies and practice compared to female teachers. 

According to Sylvia and Hutchinson (1994) in developed countries, pay incentives have been found to be generally ineffective in increasing teacher motivation. Teacher motivation is based on intrinsic factors and that true job satisfaction is based on higher order needs. Offering additional extrinsic motivation has even been found to undermine intrinsic motivation of teachers.
In Africa issues of poor motivation have a historical origin (Cogneau, 2003). The French and British colonial powers had different education policies in Africa. The French policy in the colonies had indeed several features that led both to low wages and high wages. Education was to be provided in French only, had to be secular and teachers in rural areas were paid the same wages as their urban colleagues (Cogneau, 2003). In the countries under the British rule, however, missionary education was considered an integral part of the education system and benefited from state subsidies. Teachers in rural areas were however not paid the same wage scale as their urban colleagues. This allowed the British colonial power to reach greater primary schooling rate at lower cost than its French counterpart (Cogneau, 2003). 

Generally for the past three decades, teachers’ salaries have been regularly declining throughout most low-income countries, especially in Africa. Lambert (2004), Michaelowe (2002) and Frase (1992) indicated that many good teachers leave teaching in the first three years because they lack motivation. A motivated teacher is one who not only feels satisfied with his or her job, but also is empowered with strives for excellence and growth in instructional practice. According to Adelebu’s study (2005) teachers motivation and incentives in Nigeria have resulted in poor teacher motivation, poor teacher morale and low level of commitment to work.

Research on teacher motivation in Sub-Saharan Africa and Asia by Bennel and Akyeampong (2007) has shown that teachers in many countries in Sub- Saharan Africa are being asked to change their teaching practices at a time when the majority of them are increasingly demotivated. The study findings show that the major problems of poor motivation include teacher deployment, teacher turnover which also results into high attrition rate, that is occupational attrition (teachers leaving the profession to take up other jobs) and teacher absenteeism. Also turnover rates were very significant, particularly in rural areas, due to limited employment and further study opportunities, poor working and living conditions, and low quality of schooling available for teachers’ own children, where teachers and the education system are poorly managed. This situation has negative impact on teachers’ morale and motivation.

In Tanzania study findings indicate that teacher motivation is low and it has been detrimental to the quality of education. Sumra (2004b, 2), reported that although efforts are underway towards improving teachers’  professional knowledge and skills, far less attention is focused on their material welfare. In Tanzania there is strong evidence that the vast majority of teachers are unhappy with their salaries, housing arrangements, benefits, workload, and status within the communities (MOEC 2003 and HakiElimu 2005). These poor living and work conditions have overtime seriously eroded many teachers’ motivation to carry out their teaching and non-teaching roles in an acceptable manner.

According to a study by Chandrasekar (2011) the work place environment impacts on employee morale, positively or negatively. If the work place is not liked by the employees, they get demotivated and their performance is also affected.  People working in such environment are not satisfied as they feel stress on themselves and it impacts on employee’s job performance. The implication of either neglecting motivation or considering it is a part of job performance for the empirically observed relationship between job performance and motivation can be significant. 

Mustafa and Othuman (2010) have also noted that the perceptions of high school teachers about the effects of motivation on their performance at work. It shows that there is a positive relation between motivation and work performance of teachers, i.e. the greater the level of motivation the higher will be the teachers’ job performance or if you provide a high level of motivation to the teachers then their job performance will increase.

According to EFA (2010) the consequences of low teachers’ commitment are far reaching and are clearly reflected in poor students’ academic performance in national examinations. Additionally, teachers’ low commitment to the teaching profession could partly explain the high attrition rate which has been established among teachers in Tanzania and other sub-Saharan African countries. It should be noted that studies have constantly demonstrated that poor pay is the most frustrating factor for teachers in Tanzania (Bennel and Mukyanuzi, 2005). Bennel and Mukyanuzu recommended that this issue should be addressed as matter urgency in order to improve the quality of education and reverse the poor state of national examination results. According to them the discussions about improving the quality of education in the country should go hand in hand with improving teachers’ welfare so as to raise their level of motivation to teach.

Similarly, Bennell and Akyeampong (2007) conducted a survey on teacher motivation and job satisfaction in 12 countries in Asia and Sub-Saharan Africa including Tanzania. Based on the research findings, they have raised concerns about the influence of low teacher job satisfaction on teachers’ absenteeism, lateness and lack of commitment to their work. Shann (2001:67) notes that; 
teacher satisfaction has been shown to be a predictor of teacher retention, determinant of teacher commitment, and in turn, a contributor to social effectiveness.

Davidson (2007) in a survey conducted  to investigate teacher motivation in Tanzania, also found that most teachers were unhappy with their pay, fringe benefits, teachers’ accommodation, their promotion positions, status and number of lessons allocated for them to teach. This implies that the teachers had a low level of motivation as a result of such prevailing situations.

[bookmark: _Toc398249995][bookmark: _Toc403377405][bookmark: _Toc403377839][bookmark: _Toc403377927][bookmark: _Toc403378015]2.3 	Intrinsic Motivation and Performance
Intrinsic motivation is an inducement derived from within the person or from the activity itself; which positively affects behavior, performance, and the well being of the person (Ryne and Deci, 2000). According to Davidson (2005) and HakiElimu (2005), teacher motivation is related to a long list of variables, including whether or not, an enabling environment exists and whether or not teachers are equipped to carry out their roles. Motivation is linked to how teachers feel, how they are being treated and to the way they perceive their own work and living conditions. It has to do with teacher’s interest in students’ discipline and control particularly in the classroom. Therefore it could underlie their environment or non-environment in academic activities, which operate in schools. In the absence of school programmes the major responsibility of working with children in the school rests with the teacher. Teachers are active in every stage of that process. The formation of desirable behavior in the students is closely linked to the motivation levels of the teacher, as well as the teacher’s attitude and behavior. Low motivation levels in the teacher, who holds a critical position in the education and schooling process has a negative impact on the achievement of high standards in education.

Internationally it is widely recognized that teachers are central to student success. To a larger extent they play an important role in transmitting cultural and social values, such as tolerance, dialogue and gender equality (UNESCO, 2011b).

In many developing countries, teachers are increasingly asked to perform a greater range of duties, including health education, distributing food, giving immunizations, taking census data, and organizing community development activities. If not properly compensated, these sorts of demands on teachers can decrease their motivation (Ramachandran and Pal, 2005)

According to Berett (2004:13) teaching is far more than a job in school, it is a role and position in a society and as such, is associated with honors and responsibility. But as a consequence, teachers are vulnerable to parental and community opinion. If the parent values the teacher and teacher values the parent you find that the work goes well. In the past most concerns about this relationship focused on rural areas. Teachers’ status is heavily influenced by the attitude values of education and the relationship between schools and the community. 

A study by Stone (1998) found that the job performance and intrinsic reward relationship follow the social challenge theory; employees’ performance is giving back to organizations from which they get their satisfaction. The relationship between intrinsic motivation and performance is better explained by the expectancy theory espoused by Vroom found in Cole (1995). 

According to Bush and Middlewood (2005) professional development can be a powerful motivational force even in circumstances when all the usual factors likely to motivate staff appear to be absent. While elaborating on the importance of professional development, the authors state that those effective teachers are also effective learners and there is evidence that learning has direct influence on people for whom the school or college actually exists i.e. the pupils or students. If students are surrounded and supported by adults who are clearly committed to, and enthusiastic about their own learning, there is evidence that students do the same (Bush & Middlewood, 2005). 

Adelabu (2005); Bennel (2004); and  Mathew (2005) point out that when the teachers have 
conducive working environments such as light workload in terms of class size and number of teaching hours, good relationship amongst themselves and with students and good leadership from the principals, they are likely to be motivated  and have job satisfaction. 

Similarly, working conditions that guarantee opportunities for promotion, loans and scholarship make the teaching profession attractive and able to compete favorably with other professions in attracting competent people. The reverse however, happens if working conditions fail to provide these opportunities (Reichardt, 2001). If the teachers were paid well they would undoubtedly be motivated to give their best, thereby bringing about good performance in students. Teachers are the most important factor in determining the quality of education that children receive in schools. According to Chiresha and Shumba (2010) once teachers receive attractive remuneration they would be satisfied with their job, and this in turn, is tied to their work performance, including involvement and commitment. It is through teachers’ commitment only that success in the implementation of educational reforms can be guaranteed (Dolton and Van der Klaauw, 1999).

Bennell (2004) further noted that, most teachers want to be posted to urban schools for both professional and personal reasons. The size of the rural-urban divide in most countries creates enormous disincentives to being posted to rural schools. He indicated that teachers want to remain in urban areas for a variety of reasons, most notably the availability of good schooling for their own children, employment opportunities for spouses and other household members, the desire to maintain often close knit family and friendship networks, opportunities for a further study, and poor working and living condition in rural schools. The much greater opportunities for earning secondary incomes in urban locations are also a major factor. Being posted to a rural primary school can therefore severely affect the teachers’ ability to undertake further studies as well as earn additional income.
Meir (1972) noted that, while workers are interested in advancing their financial position, there are many other considerations such as opinions of their fellow workers on working conditions, their comfort and enjoyment on the job and their long range security that prevents them from making a direct automatic positive response to an incentive plan. This implies that for employees to perform and have better results they must be motivated.

The review by Bennell (2004) on teacher motivation and incentives also recommends improving teacher status through increasing minimum entry requirements to teacher training; developing “communities of practice” for professional development and giving teachers wider responsibilities including supervision and community relations. Rogers and Vegas (2009) identify a range of incentives that they say can together work to attract, retain and motivate effective teachers. These include; social prestige and recognition; job stability; pensions; salary differentials and other monetary benefits.

In some countries in Sub-Saharan Africa such as Tanzania, school leaders have not been supportive to teachers who strive to attend in-service training or continuous professional development programmes such as going for further studies. Anangisye (2011) hypothesizes that requests for professional development have been poorly handled. For instance, release letters for teachers to attend in-service training and continuous professional development programmes are granted the time when candidates were already time-constrained. This act has lead to some teachers to be forced to leave teaching for further studies. However, because they left for studies without the school leaders’ permission, after completion these teachers do not come back for teaching as they studied courses that are unrelated to teaching.

Studies in Malawi by Mtika and Gates (2011) and in Tanzania by Towse et al., (2002) which examined the reasons for students choosing teaching as a career, identified a number of negative images of teaching including seeing teaching as “last resort”, low status, low-paid job, failure to follow a desired career and seeing it as a springboard to an alternative career. 

Farrel (1993) noted that relatively low levels of client trust and respect and inadequate levels of teacher accountability are key factors that have lowered the occupational status of teachers in many developing countries. He indicated that parental views about teachers are intact often quite contradictory and even paradoxical. Parents generally know very little about education and schooling, which in the past, has probably enhanced the public perception of role of teachers.

According to VSO (2002) members of the public look down upon the teachers and the teaching profession in society. Regardless of whether the teacher is a University or college graduate, he or she is perceived as one who had nothing better to do and therefore ended up taking teaching as a career. 

Malone and Lepper (1987) suggest that this needs not be the case and identify several different ways to make learning environments intrinsically rewarding. Malome and Lepper (1987:28) define activities as intrinsically motivating if; 
People engage in it for its own sake, rather than in order, to receive some external reward or avoid some external punishment. The use of the words fun, interesting, captivating, enjoyable, and intrinsically motivating all more or less interchangeably to describe such activities

In Botswana, the Ministry of Education and Culture (2005) revealed that education sector strategic plan for 2005-2015 assumes that there is a high rate of teacher attrition.  It reports estimates, based on and impact assessment study of 2003 that HIV Prevalence among teachers will peak at 25-30 percent in 2015. In addition to HIV/AIDS, the strategic plan identifies “unattractive working condition” and “lack of a clear career structure” as causes of high attrition and, by implication, low motivation among teachers (Ministry of Education and Culture, 2005:46, 49). 
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Brown (2007) has found in his study in Botswana that, extrinsic motivation refers to the tendency to perform activities for known external rewards whether they be tangible (e.g., money) or psychological (e.g., praise) in nature. According to Karageorghis and Terry (1961) motivation can come from the outside, such as the motivation to win medals, receive financial rewards, and attract attention from the media. This is known as external, or extrinsic, motivation because it involves anticipation for some kind of rewards that is external to the process of participation.

Wayne (1998) asserts that a reward in a form of pay has a strong impact on the employee’s performance. Similarly Armstrong (1996) emphasizes the value of extrinsic motivation when he says that money provides the means to achieve a number of different ends. Above all he asserts that money in form of pay is the most obvious extrinsic reward. Kisees (1998) in her study about job satisfaction of workers recommended that salaries of workers should be paid promptly and that promotion of workers should be accompanied by a corresponding increase in the salary they earn. She observes that salary was a strong force that kept teachers at their jobs. 

Dolton and Marcenaro-Gutierrez (2011) found that comparative salaries and benefits for teachers are very important in attracting and retaining high-quality teachers. Levels and criteria for awarding salary increases determine who goes in to teaching, who stays in teaching and for how long.  Without motivated and qualified teachers, the positive impact of teaching on students’ learning may be affected. The only condition that would attract qualified teachers to profession is the payment of attractive remunerations (Dolton and Mercenaro-Gutierrez, 2011). Much as work conditions alone do not guarantee high-quality education but certainly poor pay in teaching cannot guarantee an attraction of high-quality teachers and secure favorable pupil outcomes (Dolton and Mercenaro-Gutierrez, 2011).  Important policy decisions in education rest on the relationship between teacher salaries and the quality of teachers, but the evidence about the strength of any such relationship in thin (Chiresha and Shumba, 2010).

Moleni and Ndalama (2004) found in their study on teacher absenteeism and attrition in Malawi that, absenteeism and attrition were largely influenced by teacher motivational factors with low salaries and poor working conditions coming out strongly as underlying causes of absenteeism and attrition. Poor teacher motivation results into increased teacher absenteeism, high teacher turnover and professional misconduct which effect performance and threaten the achievement of quality education in Malawi. 

A study of by Gorrell and Dharmadasa (1989) provides controlled, empirical findings about certain factors that may be important “de-motivators” for teachers in Tanzania. It shows that overcrowded classrooms, absenteeism of students and lack of teachers’ texts can be very stressful factors, especially for the less experienced teachers. Another related source of stress is the pressure to produce examination passes. Barrett’s (2005) research on primary school teachers in Tanzania shows that they as “second parents” have a great concern about whether their students will qualify for higher level of education.

Osei-Mensah (2005) has viewed that the principle of remunerations for services rendered is somewhat elusive and that the salary and wage policy in any organization should aim at fair treatment of all employees. Employers should therefore ensure equitable salary system based on comparativeness, performance incentives and position evaluation. If employees perceive inequality in their treatment in relation to others, the quality of performance will naturally diminish because absenteeism and resignations will be a common phenomenon (Osei-Mensah, 2005).

Chapman (1993) noted that incentives are related to teacher job satisfaction, but not to teacher classroom practices. Thus it appears that while teachers need housing, food, safety, belonging and the like, in order to be professionally motivated; the provision of these needs alone without the baseline requirement is not a sustainable drive of teachers’ motivation; teachers also need achievement, recognition, and career development. The relationship between and relative effectiveness of extrinsic versus intrinsic incentives is an important issue for teacher motivation in developing world, where material resources to motivate teachers through extrinsic means are often very scarce to begin with. Professional development also enhances teacher motivation through the important and related channel; observed student achievement. Teacher job satisfaction has been found to be correlated with high performing students (Michaelowa, 2002). Teachers in a variety of developing countries have been seen to become more motivated when witnessing their effort pay off in the form of improved student performance.

Adelabu (2005) found that in Nigeria teacher motivation is very poor and teachers are also dissatisfied with their work environment and salary conditions. The reason for poor motivation of teachers is that they are having low salaries as compared to their counterpart professionals, poor work environment, no decision making authority, and also not given opportunity to develop their career. It is necessary to motivate staff members, especially teachers since they are responsible for undertaking the reforms in the classroom. The motivation will be enhanced where gaps in their knowledge and skills are bridged, and where their welfare is adequately addressed (Mosha, 2006). It can be concluded that as a result of poor motivation that is caused by inadequate remunerations, poor teaching materials, and unmotivated learners in classroom, among others, the teachers have failed to utilize their profession.

Nadeem et al., (2011) has pointed out that social and economic conditions of teachers have an effect on their performance. These social and economic conditions include low salary, lack of facilities, status of teachers in society, teachers’ mental health and morale, stress of work, relations with staff and head teachers, and work environment.

According to Mumanyire (2005) the most important motivator to the teacher is money which can be in form of salaries, allowances, wages, bonuses, duty allowances and other monetary rewards. Other factors include teachers’ participation in matters which affect them, job security and level of commitment to the school’s objectives, teaching conditions and environment in which the school is located. All these are significant in teacher motivation in Kinondoni district as well as other parts of the country.  In Tanzania, there is evidence that the vast majority of teachers are unhappy with their salaries, housing arrangement, benefits, work load, and status within their communities (MOEC 2003, Davidson 2005, and HakiElimu 2005). These poor living and work conditions have, over time, seriously eroded many teachers’ motivation to carry out their teaching and non-teaching roles in and acceptable manner. The near total absence of issues related to teacher motivation within the government documents is evidence of the administration’s lack of concern. The Tanzania’s Education and Training Policy (MOEC, 1995) had a separate section entitled the “service and working condition of Teachers” which discussed the importance of teachers’ job satisfaction, irregular salary payments for teachers, lack of proper housing for teachers, the low status according to teachers, inadequate of teaching facilities, and the need to enhance the professional and individual welfare of teachers. Its successor, the PEDP (MOEC 2001), a more influential government document, made almost no reference to these issues on teachers’ motivation.
A study on teachers’ work conditions (Cooksey, 1991:79), was conducted on mainland Tanzania The study, commissioned by the Ministry of Education and financed by SIDA and World Bank, was carried out in five regions of Tanga, Mbeya, Morogoro, Dodoma and Coast. The research looked at the living and working conditions of primary and secondary school teachers in terms of housing, classroom facilities, workload, and salaries and out of school income. The study also looked at the attitudes of teachers towards the teaching profession. There was a great similarity between the issues that were covered in the study and current research. 

According to the study by Cooksey (1991), the average monthly salary, which was Tshs 5,565 in 1990, had risen more only 10 fold in the last 15 years, this still has remained a major concern for teachers. All teachers, regardless of gender, location, or type of school, argued that the salary which they were getting was inadequate for them to live a decent life. As seen earlier, teachers felt that the salary they received was not adequate as one teacher remarked;
Although the teaching profession is a respectable profession, the salaries that teachers receive, make many people to despise teachers. If you are a committed teacher and you do not have time to engage much in other activities your income will not satisfy your needs. For example, once you finish teaching, you are supposed to mark pupils’ exercise books and then prepare for the next day.  So we have very little time to do anything else. As we spend lot of time on our work, the salary that we get should have reflected this. We should at least have been paid a salary that makes us live comfortably.

Ndunguru (1984) emphasized that the teacher stands in a position where the energy of the children increases and comes up in to establishing new issues. So the teacher deserves respect according to this call. In order to get that respect, he needs to show behavior that deserves respect, his salary and other benefits and working situation must enable him to get an opportunity to upgrade himself so that he can be in a respective position.
The study in Tanzania by Oluoch (2006) found that apart from being dissatisfactory, the salary structure/payment among Tanzanian teachers indicates that, there are remuneration differences which exist among teachers themselves, compared to other government departments and employers in private sector with the same educational qualifications. For example, in some government departments, employees get overtime payments. In other departments like Tanzania Revenue Authority (TRA), employees are highly paid though they are of the same educational qualifications like the teachers. In case of private schools, some of the schools give loans to their workers with reduced interest rate (Oluoch, 2006).
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This chapter has revealed the relevant literature. Writers like Bennell (2004) have written a lot about teacher motivation. However no current study has been done about teacher motivation and its implication on their performance of duties in public secondary schools in Tanzania particularly in Kinondoni district. Therefore this study contributes to existing research literature and at the same time provides education administrators, policy makers, and other educational stake-holders relevant information on how teachers feel about their work. So this study endeavored to fill the gap.
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3.0 CHAPTER THREE
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This chapter explains the research methodology which was used in this study. It includes study area, research design, sample size and target population, sampling procedures, data collection techniques, data analysis strategies and research ethical issues.

[bookmark: _Toc393676414][bookmark: _Toc393679414][bookmark: _Toc393679485][bookmark: _Toc398250000][bookmark: _Toc403377411][bookmark: _Toc403377845][bookmark: _Toc403377933][bookmark: _Toc403378021]3.2 	Study Area 
This study was conducted in Kinondoni district/municipality which is the northernmost of the districts in Dar es Salaam region in Tanzania. The other districts of the region are Temeke and Ilala. To the east is the Indian Ocean while to the north is the Coastal region of Tanzania. It has an area of 531 squares with a population of 2,497,940. Administratively, Kinondoni district is divided into 4 divisions, 24 wards, and sub-wards. The study area was considered appropriate because of the low performance of teachers despite the various monetary and non-monitory motivators given to them. Besides that, the area has a high concentration of secondary schools (Kinondoni District Homepage, 2002). 

[bookmark: _Toc393676415][bookmark: _Toc393679415][bookmark: _Toc393679486][bookmark: _Toc398250001][bookmark: _Toc403377412][bookmark: _Toc403377846][bookmark: _Toc403377934][bookmark: _Toc403378022]3.3 	Research Design 
According to Thungu et al., (2008) research design refers to all the methods and procedures that a researcher uses in studying a particular problem. This study used the qualitative design with the use of descriptive design. This helped the researcher to collect qualitative data accordingly. The purpose was to qualitatively describe the situation. According to Best and Kahn (1992), qualitative approach allows the researcher to gain deeper and clearer understanding of the respondents’ personal knowledge, experience and feelings.  Questionnaires and interviews were methods used for data collection.
[bookmark: _Toc393676416][bookmark: _Toc393679416][bookmark: _Toc393679487][bookmark: _Toc398250002][bookmark: _Toc403377413][bookmark: _Toc403377847][bookmark: _Toc403377935][bookmark: _Toc403378023]3.4 	Target Population and Sample Size 
According to Omari (2011), population is the totality of any group of units which have one or more characteristics in common that are of interest to the researcher. The population may be all the individuals of a particular type, or a more restricted part of that group.  For the purpose of this study, the targeted population included public secondary school teachers, heads of public secondary schools, Tanzania Teachers Union officials (TTU) and the District Educational Officer (DEO). Five secondary schools were randomly selected using random sampling. The sample size comprised 40 government secondary school teachers, 2 TTU officials, one District Education Officer (DEO), 5 heads of schools that made a total number of 48 respondents.  Teachers were randomly sampled while DEO, TTU officials and heads of schools were purposefully sampled. Using these respondents, the researcher obtained the required data on teacher motivation and its implications on public secondary school teachers performance in Kinondoni municipality. 

[bookmark: _Toc393676417][bookmark: _Toc393679417][bookmark: _Toc393679488][bookmark: _Toc398250003][bookmark: _Toc403377414][bookmark: _Toc403377848][bookmark: _Toc403377936][bookmark: _Toc403378024]3.5 	Sampling Procedures
According to Kothari (2004) sampling may be defined as the selection of some part of an aggregate or totality on the basis of which a judgment or inference about the aggregate or totality is made. In other words, it is the process of obtaining information about an entire population by examining only a part of it. A sample must be representative that is it must be typical of the group. It is selected randomly, in that the method of selection gives each member of the population equal chance of being selected. It is therefore not biased.

Sampling is the procedure of selecting small proportion for observations and analysis (Omari, 2011). By observing the characteristics of the sample, one can make certain inferences about the characteristics of the population from which it is carefully drawn.  In this study, the study’s participants were 48. Of these 40 were teachers, five were heads of public secondary schools, two were TTU (CWT) officials and one District Education Officer (DEO). The selection of teachers was based on their work experience, age, and gender. About 8 teachers were selected from each school. The TTU, DEO and head of schools were purposively selected since they were considered to be rich in providing the needed information.  Data on teacher motivation and its implication on their performance of duties in public secondary schools in Kinondoni municipality were gathered by using questionnaires, and interviews as discussed in the following section.

[bookmark: _Toc393676418][bookmark: _Toc393679418][bookmark: _Toc393679489][bookmark: _Toc398250004][bookmark: _Toc403377415][bookmark: _Toc403377849][bookmark: _Toc403377937][bookmark: _Toc403378025]3.6 	Data Collection Techniques
Data collection techniques or methods refer to the tools, instruments or techniques used by the researcher to gather important data or information (Thungu et al., 2008). The study used interview and questionnaires in collecting data. The aim of the researcher in using these methods was to enable him to get the intended information about teacher motivation and its implications in their performance of duties in public secondary schools. On teacher motivation, questionnaires were used to obtain information regarding Teacher motivation and its implications on their performance of duties in public secondary schools. The questionnaires were developed to collect information on extrinsic and intrinsic factors as motivators.

A questionnaire was administered to teachers while other respondents, TTU (CWT) officials, heads of schools and the District Education Officer (DEO) were interviewed. The purpose of questionnaire and interview was to understand respondents’ perceptions of Teacher motivation and its implications on their performance of duties in public secondary schools.

[bookmark: _Toc393676419][bookmark: _Toc393679419][bookmark: _Toc393679490][bookmark: _Toc398250005][bookmark: _Toc403377416][bookmark: _Toc403377850][bookmark: _Toc403377938][bookmark: _Toc403378026]3.6.1 	Questionnaires
A questionnaire is a set of questions that respondents are asked as a way of getting information about what people think or do generally (Shovel, 2007). A questionnaire should be well designed and tailored to the study’s objectives or purpose.  It is a research instrument consisting of a list of questions that a number of people are asked so that information can be collected about something.  In this study the questionnaires were used to collect information relating to demographic characteristic variables and background of respondents, school climate, school organization, roles of head of school, work conditions, incentives and the like.

The questionnaires used in this study were of two types namely, open ended and close ended. Open ended questionnaire items refer to the questions which give the respondents complete freedom in responding, while closed ended questionnaire items refer to questions which are accompanied by a list of all possible alternatives from which respondents select the answer that best describes the situation. The open ended questions tend to be more objective and less leading than closed-ended questions. The researcher use opened and closed ended because both perform better in getting information. The questionnaire for teachers in this study is found in Appendix One.

[bookmark: _Toc393676420][bookmark: _Toc393679420][bookmark: _Toc393679491][bookmark: _Toc398250006][bookmark: _Toc403377417][bookmark: _Toc403377851][bookmark: _Toc403377939][bookmark: _Toc403378027]3.6.2 	Interview 
 According to Hornby (2000) an interview is a formal meeting at which somebody is asked questions to see if they are suitable for a particular job, or for a course of study at a college, university and so forth.  Thungu et al., (2008), defines an interview as a private meeting in which a researcher asks an interviewee questions in order to gather information. Interviews are interactive, less formal and less uniform compared to questionnaires. The researcher used this method simply because it provided direct answers. Five heads of government secondary schools, two TTU officials and the District Education Officer were interviewed to gather information. The interview guide for heads of school is found in Appendix One. The interview guide for the DEO is found in Appendix Two while that of   TTU officials is found in Appendix Three.
[bookmark: _Toc393676421][bookmark: _Toc393679421][bookmark: _Toc393679492][bookmark: _Toc398250007][bookmark: _Toc403377418][bookmark: _Toc403377852][bookmark: _Toc403377940][bookmark: _Toc403378028]3.7 	Data Analysis Strategies
According to Kothari (2004) the term analysis refers to the computation of certain measures along with searching for patterns of relationship that exist among data- groups.  Data obtained from the questionnaires were classified, tallied, counted and computed in to percentages and were presented in the form of figures, tables and percentages. Data was also described in narrative forms with some forms of verbalism and voices from heads of schools, Tanzania Teachers’ Trade union officials and a district education officer in the interviews. 

[bookmark: _Toc393676422][bookmark: _Toc393679422][bookmark: _Toc393679493][bookmark: _Toc398250008][bookmark: _Toc403377419][bookmark: _Toc403377853][bookmark: _Toc403377941][bookmark: _Toc403378029]3.8 	Research Ethical Issues
According to Omari (2011) research is supposed to be a clean sophisticated business. All our lives are totally circumscribed and submerged in the research enterprise. It is therefore of utter most importance that research should be conducted with the highest standards of moral and ethical considerations. It is the researcher who should behave and do the research in a manner that does not compromise the image of the enterprise in the public eyes.

In this research ethical issues were considered. The researcher obtained a research clearance letter from Open University of Tanzania (OUT) authorities and submitted to Municipal Director. The permission letter to carry out the study was provided to the researcher to conduct data from Municipal Director. The letter allowed the researcher to conduct the research and collect data from the selected schools in Kinondoni municipality. The researcher got the consent by giving explanation to the respondents about the purpose, objectives and the significant of the study and the information was given by the respondents willingly. The researcher kept the information provided by the respondents as a confidential.
Also the privacy of the respondents was greatly respected to enable them to provide information as they wished. In addition the issues of respect, dignity and interest were very well observed by the researcher without considering status, behavior, gender or any other feature of respondents, so as to maintain equality and respect. The research clearance letter is found in Appendix Five.
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CHAPTER FOUR

[bookmark: _Toc403377421][bookmark: _Toc403377855][bookmark: _Toc403377943][bookmark: _Toc403378031]PRESENTATION, ANALYSIS AND DISCUSSION OF THE FINDINGS

[bookmark: _Toc393676424][bookmark: _Toc393679424][bookmark: _Toc393679495][bookmark: _Toc398250010][bookmark: _Toc403377422][bookmark: _Toc403377856][bookmark: _Toc403377944][bookmark: _Toc403378032]4.1 	Introduction
In this chapter, data focusing on teacher motivation and its implication on public secondary school teachers performance in Kinondoni municipality has been presented, analyzed and discussed. The demographic data of the respondents is presented so as to give proper picture and the nature of the respondents in that particular study. These findings are presented with respect to three specific objectives of the study which are;       
i. The effects of teacher motivation and performance 
ii. The effects of intrinsic motivation on the teachers’ day to day duties performance 
iii. The effects of extrinsic motivation on teachers’ day to day duties performance 
[bookmark: _Toc393676425][bookmark: _Toc393679425][bookmark: _Toc393679496][bookmark: _Toc398250011]
[bookmark: _Toc403377423][bookmark: _Toc403377857][bookmark: _Toc403377945][bookmark: _Toc403378033]4.2 	Demographic Data
In the first part of the study, the participants were asked to provide information on the following demographic aspects; gender, age, education qualification and the length of period that teachers had been worked in the school.

The study involved 48 respondents. These respondents are the Kinondoni District educational officer, 2 TTU officials, 40 teachers and five heads of secondary schools. These secondary schools were only public secondary schools.

A total of 40 questionnaires were distributed to secondary schools teachers in which 5 schools in the district were involved. The interview was conducted on 5 head of schools, two TTU officials and one district education officer. See Table 4.1.
[bookmark: _Toc398250055][bookmark: _Toc403377424][bookmark: _Toc403377606][bookmark: _Toc403377858][bookmark: _Toc403377946][bookmark: _Toc403378034]Table 4.1 Questionnaires sent and received per school
	Number of schools
	Number of questionnaires sent
	Number of questionnaires received from respondents
	Total questionnaires received
	Percentage of questionnaires received 

	
	
	Male
	Female
	
	

	5
	40
	18(45%)
	22 (55%)
	40
	100%



4.2.1 Distribution of the respondents by sex
The data on the demographic part of the survey revealed that 18 (45%) of the respondents were males while 22 (55%) were females. This is an indication that the number of female teachers is higher than that of male teacher respondents with small difference of male and female respondents. The situation that there are more female teachers compared to male teachers is a common phenomenon in urban school when compared to schools in rural areas. The ratio of teacher respondents between females and males however indicates that there is no discrimination on gender parity in the schools covered in this study. 

[bookmark: _Toc393676427][bookmark: _Toc393679427][bookmark: _Toc393679498][bookmark: _Toc398250013][bookmark: _Toc403377425][bookmark: _Toc403377859][bookmark: _Toc403377947][bookmark: _Toc403378035]4.2.2	Age of respondents
In addition the data indicates that 45% of the respondents were aged between 31-35. Also the data indicated that 25% of the respondents were in age group of 26-30, followed by the age group between 36-40 accounting for 15%.  Moreover 10% of the teacher respondents were aged between 20-25 years. Lastly, 5% of the respondents were 41-50 years of age. This shows that, teachers of 31-35 years of age group were the majority of the respondents and had the same ideas regarding teachers’ motivation. This age group has enough working experience and can use their work experience and knowledge to attract new employees in carrying out their duties. The distribution of teacher respondents by age is depicted in Table 4.2.
[bookmark: _Toc398250056][bookmark: _Toc403377426][bookmark: _Toc403377608][bookmark: _Toc403377860][bookmark: _Toc403377948][bookmark: _Toc403378036]Table 4.2: Age of teacher respondents in the study
	Age (Years)
	Number of teachers
	Percentage

	31-35
	18
	45

	26-30
	10
	25

	36-40
	6
	15

	20-25
	4
	10

	41-50
	2
	5

	Total
	40
	100


Source: Research Data (2014)
[bookmark: _Toc398250014]
[bookmark: _Toc403377427][bookmark: _Toc403377861][bookmark: _Toc403377949][bookmark: _Toc403378037]4.2.3	Level of education of the teacher respondents
The researcher wanted to find out the level of education of the teacher respondents. Determining the level of education was considered important as the level of education can affect the perceptions of a teacher on motivation and how it relates to work performance. The findings on the level of education of the teacher respondents are depicted in Table 4.3.

[bookmark: _Toc398250057][bookmark: _Toc403377428][bookmark: _Toc403377610][bookmark: _Toc403377862][bookmark: _Toc403377950][bookmark: _Toc403378038]Table 4.3: Level of education of teacher respondents
	Education level
	Number of respondents
	Percentage

	Bachelor degree
	25
	61

	Diploma
	12
	32

	Masters degree
	3
	7

	Total
	40
	100


Source: Research Data (2014)

The findings show that the majority of the respondents 25(61 %) had Bachelor degree of education followed by Diploma at 32%, and 7% who had Master degree qualifications. This indicates that, majority of the respondents were well educated and hence able to tackle the questionnaires given to them and therefore to enable the researcher to get proper information according to the objectives. The data on the level of education of teacher respondents from Table 4.3 is well illustrated in Figure 4.1
[bookmark: _Toc393676428][bookmark: _Toc393679428][bookmark: _Toc393679499][bookmark: _Toc398250086]
[bookmark: _Toc403377429][bookmark: _Toc403377611][bookmark: _Toc403377863][bookmark: _Toc403377951][bookmark: _Toc403378039]Figure 4.1: Level of education of respondents
Source: Research Data (2014)
[bookmark: _Toc398250015]
[bookmark: _Toc403377430][bookmark: _Toc403377612][bookmark: _Toc403377864][bookmark: _Toc403377952][bookmark: _Toc403378040]4.2.4	Working experience
The majority of the teacher respondents 16, (40%), had a work experience of above 8 years while 9 (22.5%) of the respondents had 1-3 years of working in the schools. Those who had worked between 4-5 years were 8 (20%) and 6-7 years were 7 (17.5%). This is an indication that the majority of the respondents had 8 years in the teaching career. Both inexperienced and experienced teachers were important in teaching and they both needed to be motivated intrinsically and extrinsically so as to have good outcomes in carrying out their teaching activities.  This finding concurs with the study findings by Laddy (2008) who found that teachers show greatest productivity gains during their first few years on the job. The attribution to the teacher experience is associated with teachers’ progression from their first year of employment. Table 4.4 shows a summary of the participants teaching experience.
[bookmark: _Toc398250058][bookmark: _Toc403377431][bookmark: _Toc403377613][bookmark: _Toc403377865][bookmark: _Toc403377953][bookmark: _Toc403378041]Table 4.4: Teaching experience of teacher respondents
	
	Years of teaching experience
	Total

	Years
	Over  8
	1-3
	4-5
	6-7
	

	Number of respondents
	16(40%)
	9(22.5%)
	8(20%)
	7(17.5%)
	40


Source: Research Data (2014)

[bookmark: _Toc393676430][bookmark: _Toc393679430][bookmark: _Toc393679501][bookmark: _Toc398250016][bookmark: _Toc403377432][bookmark: _Toc403377866][bookmark: _Toc403377954][bookmark: _Toc403378042]4.3 	The Effects of teacher motivation on teachers’ performance of day to day duties
In this sub-section, the first objective of the study sought to find out whether motivation of teachers has any effects on their performance in carrying out their day to day duties. Under this objective questions were posed to respondents. They were asked to rate the performance of teachers at their work using three scale checklist (Good, Average, and Discourage) to indicate the extent to which they agreed using the following scales: Agree, Not sure, and Disagree, and what they thought could be done to encourage and improve teacher motivation at their work place.

In the first question, the findings showed that, the majority of respondents 22 (55%) considered the performance of their duties as an average. Also 17 (42%) of the respondents indicated that they perform their duties at the rate of good level. Only 1 respondent (2.5%) showed that their working performance was discouraging. The responses of teachers are summarized in Table 4.5.

[bookmark: _Toc393676431][bookmark: _Toc393679431][bookmark: _Toc393679502][bookmark: _Toc398250059][bookmark: _Toc403377433][bookmark: _Toc403377615][bookmark: _Toc403377867][bookmark: _Toc403377955][bookmark: _Toc403378043]Table 4.5: Teachers’ day to day duties performance 
	

	Variables
	Frequency (Number of respondents)
	Percentage

	The rate of teachers’ performance
	      Good
	17
	42.5

	
	Average
	22
	55.0

	
	Discouraging
	1
	2.5

	
	Total
	40
	100


 Source: Research Data (2014)
Another research question wanted the respondents to indicate the extent to which they agree, not sure or disagree using the scale. The opinions of teachers are indicated in the Table 4.6.

[bookmark: _Toc398250060][bookmark: _Toc403377434][bookmark: _Toc403377616][bookmark: _Toc403377868][bookmark: _Toc403377956][bookmark: _Toc403378044]Table 4.6: Teachers’ performance in carrying out day to day activities
	[bookmark: _Toc393676432][bookmark: _Toc393679432][bookmark: _Toc393679503]Teachers’ Performance
	Responses

	
	Agree
	Not sure
	Disagree

	
	f
	%
	f
	%
	f
	%

	1
	Teachers are involved actively in extra curriculum activities
	27
	67.5
	11
	27.5
	2
	5

	2
	Teachers report at work place on time
	21
	52.5
	16
	40
	3
	7.5

	3
	All teachers are engaged in supervising students with school activities
	23
	57.5
	14
	35
	3
	7.5

	4
	Every teacher prepare every day lesson plan
	16
	40
	21
	52.5
	3
	7.5

	5
	Teachers engage students in sports and counseling
	26
	65
	7
	17.5
	7
	17.5

	6
	Teachers attend to class sessions as required
	29
	72.5
	8
	20
	3
	7.5

	7
	 Remedial classes are conducted
	23
	57.5
	16
	40
	1
	2.5

	8
	Examinations and tests feedback to students are compulsory
	35
	87.5
	5
	12.5
	-
	-

	9
	There are regular tests and examinations for students
	40
	-
	-
	-
	-
	-

	10
	There are regular staff meetings and teachers attend as required
	25
	62.5
	12
	30
	3
	7.5


Source: Research Data (2014)

The findings from Table 4.6 show that the majority of respondents 40 (100%) agreed that there were tests and examinations being administered to students. This proved by the researcher in the interview with the heads of schools after being showed the copies of tests and examination results that were done by the students. 35 (87.5%) of respondents indicated that they give feedback of examinations and tests results and this is compulsory regulation by the school. Again 29 (72.5%) of respondents indicated that teachers attended class sessions regularly. This implies that regardless of low motivation for the teachers, large group of respondents attended classes and performed their duties. This was supported by one head of schools who said;
Despite of inadequate of teaching and learning materials, learning facilities, poor teaching environment, teachers claims, we all try at our level best to give Our students what they deserve using the resources available regardless of all these challenges. Teachers’ claims are the major problems which make teachers to go out for follow up of these claims. Teachers have been entering in the classes without being forced.  

This is an indication that if teachers are well motivated they can perform their duties with high morale and more effectively. The finding also shows that 27 (67.5%) of the respondents agreed that teachers were involved actively in extra curriculum activities and 26 (65%) of respondents indicated that teachers engaged students in sports and counseling. 

Whenever the researcher had interviews with heads of schools, the issue of behavior and discipline of students arose. The heads of schools informed that this was one of the issues which parents gave less cooperation with teachers. One of the head teachers revealed that; “parents and the community at large are real responsible to mould students’ behavior and in cancelling them”. He noted  further that teachers were working hard enough on issues related to ensuring proper behavior of students but parents and the community as a whole needed to make more efforts  in cooperating with teachers in helping their children having appropriate discipline leading to good academic performance. 

25 (62.5%) of respondents agreed that teachers attended staff meetings as required. 23 (57.5%) of respondents argued that, teachers are engaged in supervising school activities. This implies that, more input is needed so as to have better outcomes. 
Moreover 21 (52.5%) of respondents noted that teachers reported at their work place on time. On the other hand one of the heads of school, he commented that, “Some teachers come late to work because of transport constraints in Kinondoni district and other parts of Dar es Salaam”. It was found from the teachers register that the majority of teachers reported in school before 8.am.

Another research question under the first objective of the study which sought to find out whether motivation of teachers has any effects on teachers’ day today duty performance asked “What challenges do you face as a teacher in carrying out your duties at your work place?”  The findings of to this question are found in Table 4.7.

[bookmark: _Toc393676433][bookmark: _Toc393679433][bookmark: _Toc393679504][bookmark: _Toc398250061][bookmark: _Toc403377435][bookmark: _Toc403377617][bookmark: _Toc403377869][bookmark: _Toc403377957][bookmark: _Toc403378045]Table 4.7: Challenges teachers face in carrying out their duties
	Challenges
	Frequency
	Percentage

	1
	Inadequate of teaching and learning materials
	30
	75

	2
	Inadequate incentives
	27
	67.5

	3
	Inadequate of teaching and learning facilities
	21
	52.5

	4
	Unpleasant teaching and learning environment
	19
	47.5

	5
	Parents’ poor cooperation with school administration
	16
	40

	6
	Students misbehavior
	18
	45

	7
	Big number of students in a class
	12
	30

	8
	 Long distance to work place
	2
	5

	9
	Transport
	3
	7.5

	10
	Low academic ability of students
	3
	7.5

	11
	Students absenteeism 
	15
	37.5


Source: Research Data (2014)

The findings from Table 4.7 indicate that 30 (75%) of the respondents said that; inadequate teaching and learning materials was one of the challenges facing teachers in carrying out their duties at their work place. The most common teaching and learning materials are text books, newspapers, computers and other reading materials. Teachers ought to use teaching aids such as maps, wall carts, and science models among others, to support teaching and learning activities at the school.  The study by UNESCO (2014) argues that besides teacher’s qualifications and school facilities, another important determinant of quality of education is the teaching and learning materials. It is essential for quality materials to be made available to the teachers and students in adequate qualities to support the teaching and learning process. One of the heads of school argued that;
It is like a drama/comedy when you find schools like this one of ours here with laboratory room but there is no equipments for practical studies! How are you going to facilitate the science lessons? The government real needs to be serious in academic issues in our schools. There must be a programme that will enable these schools to have enough teaching and learning   equipments for science subjects like chemistry, physics, and the like.	

In the interview with the District Educational Officer, she indicated that;
The money provided by the government to each school is not enough to build laboratories, libraries and also to buy other teaching facilities to fulfill all needs that will make students study successful. Unless the heads of school, teachers, school committee and other education stakeholders support education in any means, performance of teachers in their duties and academic performance of students will be nothing. Everyone should play his or her part in supporting education rather than depending each and everything from the government. We need to be cooperative with other education stakeholders. 

The findings from Table 4.7 also show that 27 (67.5%) of the respondents indicated that inadequate incentives is one of the problems which face teachers in carrying out their duties. This finding concurs with Chapman (1993) who observed that incentives are related to teachers’ job satisfaction, but not to teacher classroom practices. Thus it appears that while teachers need housing, food, safety, belonging and the like, in order to be professionally motivated, the provision of these needs past baseline requirements are not a suitable drive of teachers’ motivation; such as achievement, recognition and career development. The incentives that teachers needed were like; better salaries, teaching allowances, seminars, housing, rewards (prizes) and so forth. All heads of schools who were interviewed by the researcher argued that salary is one of the number one motivator in an employment. One of them said;
In our schools nowadays poor salaries forced teachers to work under standard finding other alternatives sources of income. The life is difficult to be able to afford requirements of life by depending on the salary we are given. The situation discourages teachers in performing their duties. Salary is a form of incentive that makes teachers to perform   their work efficiently.

The district education officer observed that,
The school administration ought to play a big role in creating conducive environment for the teachers to be creative for better situation. Lack of good administration strategies are what make teachers to feel their environment not being attractive for teaching and learning.  

According to Adelebu (2005) when the teachers have conducive work environment such as light workload in terms of class size and number of teaching hours; good relationship amongst themselves and with students and good leadership from heads of schools, they are likely to be motivated to have job satisfaction. In addition, Torrington et al., (2002) have noted that, poor human resources management, seriously demotivate employees. Teachers’ management at the national and sub-national levels is nothing short of chaotic in many countries. They keep on saying that in most African countries, for almost all administration authorities regarding teacher management, one can note the lack of clear rule which tend to generate conflicts, power vacuum, and overlap and duplication of effort. Management style tends to be authoritarian with limited participation, delegation, and commutations with respect to major school management functions in any situation. Administration can make the teachers happy and encourage them to move on performing day to day duties regardless of difficult challenges from the environment. Teachers will have a better understanding of the environment through the various efforts from the administration. 

Another observation was that made by 18 (45%) of teachers who commented that, students’ misbehavior and discipline are the challenges they faced in carrying out their duties. In the interviews all interviewed heads of schools argued that students’ misbehavior is one of the big problems that teachers face. One of them said;
The society has changed from the way we used to handle our students. The development of science and technology has led to some negative effects. Students are stubborn and thus they don’t care what they are taught. Some are even courageous enough to fight with their teachers. Abusive language among our students nowadays is the new “culture”. Respect to their teachers has come down.

 Furthermore 21 (52.5%) of teacher respondents commented that inadequate teaching and learning facilities face them in their teaching activities. When this question was raised to the district education officer respondent, she said;
We still have challenges in learning and teaching facilities such as shortage of classes, laboratories, books, especially in ward community secondary schools. The government has done a lot through secondary educational development program (SEDP) but we still have a lot to do because the government cannot do everything at once. 

In addition16 (40%) of the teachers showed also that parents’ poor cooperation with teachers as one of the challenges facing teachers. This implies that teachers face difficulties in solving students’ social and academic issues. 15 (37.5%) of respondents revealed that students’ absenteeism is one of the challenges facing them in the process of teaching and learning. Moreover 12 (30%) indicated that the big number of students in a class, 3 (7.5%) long distance to work place, 3 (7.5%)  students’ poor academic ability and lastly 2 (5%) transport constraints. 

Another question was also posed to teachers on performance of teachers in carrying out their duties. The question wanted to find out what can be done to encourage and improve teacher motivation at their work place. Table 4.8 below indicates the findings.
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	Teachers motivation
	Frequency
	Percentage

	1
	Providing teaching allowances
	30
	75

	2
	Providing better salaries
	31
	77.5

	3
	Improving working conditions
	26
	65

	4
	Improving teachers’ incentives
	29
	72.5

	5
	Having in-service seminars and workshops
	25
	62.5

	6
	Providing teachers with accommodation
	24
	60

	7
	Reduction of income tax
	22
	55

	8
	Providing extra duty allowance
	23
	57.5

	9
	Improving teaching and learning materials
	28
	70

	10
	Solving teachers’ claims at the right time
	27
	67.5

	11
	Improving teaching facilities
	26
	65

	12
	Introduce teachers’ professional board
	10
	25

	13
	Providing lunch and breakfast
	3
	7.5

	14
	Selection of well performed students
	3
	7.5


Source: Research Data (2014)

The findings in table 4.8 show that 31 (77.5%) of the teacher respondents demanded better salaries. In the interview with one of the deputy head teacher, she argued that;
We teachers receive low salaries at the end of month and instead of being happy we get stressed because of debts. This is the challenge for us because the budget of the remaining salary is not sufficient enough to cater for family needs like accommodation, transport and others. This situation leads teachers to be regarded as poor and accorded low status in the society.

The issue of teachers receiving low salaries has also been noted by Liganga (2014). According to Liganga (2014) the salaries teachers receive are below the level necessary to ensure their adequate motivation. In 2005, it was estimated that the expenditure of a family of one child was US$324. 

On teachers being regarded poor and accorded low status in the society, similar observation was from the study by Sumra (2004b) who noted that the majority of teachers perceived their profession as not respected any more. They feel that they have low status in the society because of their low salary and poor living conditions.

On teaching allowances, 30 (75%) of the respondents said that teaching allowances were needed by teachers for better performance. The absence of teaching allowances, arrears and other remunerations have made the majority of teachers to suffer because the salary they get does not satisfy their basic needs. Furthermore, teacher respondents demanded more steps to be taken on the following areas; 29 (72.5%) improving teachers’ incentives where incentives attract and retain teachers in the teaching profession, motivate teachers to make different professional decisions once they are in teaching profession and make them utilize teaching practices that education officials believe present better pedagogy. 

According to Vegas and Umansky (2005) there are nine types of action that can operate as incentives in attracting teachers, retaining teachers, or encouraging more effective teaching. These include intrinsic motivation, recognition, and prestige, salary differentials, job stability, pension and benefits, professional growth, adequate infrastructure and teaching materials, subject matter, and responding stakeholders.  
Moreover 28 (70%) of the respondents suggested improving the situation of teaching and learning materials. Teaching materials are the resources a teacher uses to deliver instruction. Each teacher requires a range of tools to draw upon in order to assist and support students learning. According to Onwu (1998) textbooks are the main resources for teaching and learning a particular subject at a different level of schooling. Other teaching and learning materials such as charts, maps and science kits also make the learning more understandable and create interest in the learning process of learners. 

According to Liganga (2014) shortage of teaching and learning materials is a critical problem that needs to be addressed as soon as possible. The current data available shows shortage of text books per subject as follows; Agriculture (67.7), Biology (72.9), Chemistry (72.9), Civics (82.6), Commercial subjects (58.1), Computer (88.6), Domestic science (85.5), English (60.9), French (79.1),  General studies (85.5), Geography (70.9), History (67.3), Mathematics (77), Physics (76.9), Kiswahili (59.8),  and Vocational Studies (69.1). School face acute shortage of text books, hence students depend entirely on unmotivated teacher to get material for them to learn. Some of the text books procured in schools are of sub-standard, hence this adds to text books which are irrelevant. 

In addition (67.5%) called for solving teachers claim on arrears and promotions. Teachers’ claims like arrears, promotion among others are the issues which discouraged teachers. This was responded to by 67.5% of the teacher respondents. Yombo (2012) reported that the claims which teachers demand and which the government should work on have included increase of salaries by 100%, teaching allowance for science teachers by 55%, 50% for art teachers and allowance for teachers working in difficult environment. 

Another form of allowance was the provision of extra duty allowance. A total of 23 (57%) of the respondents emphasized the provision of extra duty allowances. They claimed that extra duty allowances should be provided so as to motivate teachers who were overburdened by executing teaching activities.  It is believed that extra duty allowance attracts teachers to participate more effectively in carrying out their duties. On teaching, 26 (65%) the teacher respondents suggested the importance of improving teaching facilities and the school infrastructure which facilitate teaching and learning. Akyeampong (2003) revealed that schools in many countries lack basic amenities such as pipe borne water and electricity, staff rooms and toilets. Housing is an urgently need that can change working and living condition of the teachers.  

In addition, 26 (65%) of the teacher respondents suggested improving working conditions. The majority of teachers were not happy with their poor work and living condition. According to Javaid (2009) teachers’ work conditions may be explained as the needed atmosphere created for teachers at the work place to motivate them to greater performance. According to him, teachers’ work conditions include the physical and materials environment such as adequate classrooms appropriate number of class size, electricity, availability of enough furniture and teaching and learning materials. 

Moreover, 25 (62.5%) of the teacher respondents recommended the provision of in-service seminars. Seminars for teachers make teachers to be more effective in carrying out their duties. It enables teachers to gain new methods and techniques in teaching. Attendance to seminars help them to create effective learning environment, improve teaching-learning situation, keep updated on modern instructional devices and inspire them to become better teachers in the modern world. Such seminars can also create networks that can assist them in carrying out activities as teachers.

In addition 24 (60%) of the respondents suggested the need for the provision of teachers’ accommodation near schools. This was considered very important for teachers because it saves time and enables teachers to report the work place at the right time. It reduces transportation stresses and enables them to enter in the class with enough energy in carrying out their day to day activities. 

Furthermore10 (25%) of the respondents recommended the introduction of teachers’ profession board. They believed that the establishment of teachers’ profession board would unite teachers of all levels. The board would be able to meet and make close negotiations with the Ministry of Education and Vocational Training for policy implementation process of the curriculum and other issues related to the teaching profession. 

The above findings show that the respondents are very clear that motivation for teachers is low. They have suggested that serious efforts need to be made to ensure that all demands are provided so as to attract them.  Better salaries, improving teaching and learning materials, payment of teachers claims on arrears and extra time allowances, promotions, improving living and working conditions, making available teaching facilities, holding in-service seminars, proving accommodation,  formation of teachers professional board are some of the recommendations that have been made by teachers. Once these incentives are in place, teachers will enjoy greater status and will have much higher levels of motivation and in turn become key players in implementing quality day to day activities by these improved incentives. 

According to UNESCO (2005) the success of teaching and learning is mainly influenced by the availability of resources to support the process of teaching and learning, these include teachers and physical resources.
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The second research objective of this study was to investigate the effects of intrinsic motivation on teachers’ performance in carrying day to day duties. The research question was; ‘what are the effects of intrinsic motivation on the performance of teachers on day to day duties?’ The responses by teachers are found in Table 4.9.
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	Agree
	Not sure
	Disagree

	S/NO
	Intrinsic motivation
	f
	%
	f
	%
	f
	%

	1
	 I am happy with my profession as a teacher
	36
	90
	3
	7.5
	1
	2.5

	2
	 I am satisfied with my work as a teacher
	8
	20
	15
	37.5
	17
	42.5

	3
	Teaching activities are given the first priority in this school
	19
	47.5
	13
	32.5
	8
	20

	4
	  I am respected and recognized in the community because of my teaching profession 
	25
	62.5
	9
	22.5
	6
	15

	5
	 The society recognizes me as a useful  person  in the community
	19
	47.5
	14
	35
	7
	17.5

	6
	My profession as a teacher develops relationship and interaction with the entire community
	39
	97.5
	1
	2.5
	-
	0

	7
	Teaching profession is one of my long plan career
	13
	32.5
	16
	40
	11
	27.5

	8
	The responsibilities I perform  in my school enable me to be  trusted with other activities in the community
	31
	77.5
	6
	15
	3
	7.5

	9
	 My plan is to develop my teaching  profession career
	24
	60
	10
	25
	6
	15

	10
	Working conditions of my school satisfy me
	11
	27.5
	12
	30
	17
	42.5


Source: Research Data (2014)
The findings from Table 4.9 show that 39 (97.5%) of the teacher respondents agreed that their profession enabled them to develop relationships and interaction with the entire community. Teachers who accept teaching as a profession keep direct relationship with other teachers, students, parents, community and the society at large. According to Barrett (2004.13) “Teaching is far more than a job in school, it is a role and position in a society and as such, it is associated with honors and responsibility.” But as a consequence, teachers are vulnerable to parental and community opinion. Furthermore, 36 (90%) of teacher respondents indicated that teachers were happy with their profession as teachers. Teaching profession is a profession which is admired by many people just like other professions, like doctors, engineers, pilots and the like. Other professions are respected and valued because the government and even the society have given them first priority. They work in good living and working conditions, paid good salaries, allowances. Many teachers leave teaching profession not because they don’t like their work but because of low salaries and allowances. 

The findings concur with the study by Barrett (2003) who found that the status and vocational commitment of secondary school teachers in most developing countries was high during the late colonial and early post independent period; however it has  fallen significantly since then and as of now teaching is not a  respected profession any more. According to Crossman and Harris (2006) it is now argued that the status of teachers especially in Sub Saharan Africa has declined appreciably during recent decades. Occupation status usually depends on the public valuing of the competence, role and overall contribution of a particular individual to the society.    

In addition 31 (77.5%) of teacher respondents indicated that the responsibilities they performed at their work place enabled them to be trusted by the entire community. This implies that still many people value a teacher as a person whose job is important in their community. In many developing countries teachers are increasingly asked to perform a greater range of duties, including health education, distribution of food, giving immunization, taking census data, and organizing community development activities (Ramachandran and Pal, 2005). The study findings have also indicated that 25 (62.5%) of the respondents were respected and recognized in the society because of their teaching profession. In an interview, the Kinondoni Teachers Trade Union (TTU) official commented that;
Our task here is to retain our teacher’s dignity and respect which is going down day after day because of poor motivation. We always fight   for their rights.  We assist them to get their claims like arrears, salaries and other allowances and together we try to raise our voices against any oppression. They waste a lot of time to make follow up of teachers’ claims. 

According to (Ryne and Deci, 2000), social contexts such as feedback, communication, rewards, feelings of competence foster intrinsic motivation while positive performance feedback increases intrinsic motivation and that negative performance decrease it. On the other hand, and extrinsically motivated teacher may perform an activity or duty in order to obtain some reward such as a salary.

Furthermore 24 (60%) of teacher respondents supported the idea that their plans were to develop their teaching profession career. The teaching profession like other professions changes and develop according to time and environment as science and technology develop.  Teaching and learning strategies must also change as time goes. So education enables a person to master well his or her environment in solving problems. Anangisye (2011) says that requests for teachers professional development have been poorly handed. For instance, letters to release teachers to attend in-service training and continuous professional development programmes have been granted at the time when candidates were already time-constrained. This act has lead to some teachers being forced to leave teaching for further studies. 

Other responses showed that 19 (47.5%) of teacher respondents said that the society recognized them as useful people in the community. Teachers are regarded as a mirror and as a model in the society. They are extremely important facets of any society for a multitude of reasons. They are the people who educate the youth in the society who in turn become the leaders of the next generation. 

Furthermore 19 (47.5%) of teacher respondents said that teaching was the first priority in their schools. The main reason for teachers to be in schools is to teach students. The goals of education are realized in schools and the responsibility of the teaching profession. Fullan (1991) argued that teachers play an important role in determining the success of school reform effort. Without teachers, no reform in education is possible. Moreover 13 (32.5%) of teachers recommended that teaching profession was their long plan career. Remaining in the teaching profession for a long time may be caused by being satisfied with the living and working conditions or the motivation that are given by an employer. Many people have left their profession due to different reasons, including poor motivation, poor working conditions and low salaries. 

According to the findings by Crossman and Harris (2006) teachers with long teaching experience indicated high level of job satisfaction with such aspects as pay and supervision. In this study 11 (27.5%) of teacher respondents indicated that working conditions of their school satisfied them. Meanwhile 17 (42%) of respondents disagreed that they were satisfied with their working conditions. This implies that the majority of respondents were not satisfied with their working conditions. According to Adelabu (2005) when the teacher has a conducive working environment such as light workload in terms of class size and number of working hours, good relationships amongst themselves and with students and good leadership from heads of school, they are likely to be motivated and have job satisfaction. On the other hand 8 (20%) of teacher respondents agreed that they were satisfied with their profession as teachers. This implies that the teaching environment in which they worked did not attract them. Sumra (2003) has observed in his study that, teachers are not satisfied because of the deteriorating income and poor living conditions compared to other professions.

The researcher wanted to know about the extent to which intrinsic motivation increased teachers’ morale to perform teaching responsibilities. The data in Table 4.10 indicates the findings.
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	                Variables
	Frequency
	%

	Excellent
	27
	67.5

	Average
	10
	25.0

	Not at all
	3
	7.5

	Total
	40
	100.0


Source: Research Data (2014)

The findings in Table 4.10 show that 27 (67.5%) of the teacher respondents agreed that, intrinsic motivation increased their morale to be excellent. These findings concur with the study findings by Stone (1998) which showed that job performance and intrinsic reward relationship follow the social challenge theory; that says that employees’ performance is giving back to organizations from which they get their satisfaction. 

Meantime 10 (25%) of teacher respondents indicated that intrinsic motivation increased their performance morale on an average scale. This implies that still there was intrinsic motivation in schools but  it was not adequate enough to make teachers happy. Only 7.5% said not at all. When an individual is discouraged, the inner drive disappears. The study by Kasser and Ryne (1996) found out that, intrinsically motivated behavior is alleged to drive from the satisfaction of innate psychological needs, including needs for competence and autonomy.
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The third research objective of this study was to investigate the effects of extrinsic motivation on teachers’ performance in carrying out day to day duties. The research question was; what are the effects of extrinsic motivation on the performance of teachers in carrying out day to day duties? The question on the effect of extrinsic motivation on teachers’ performance was answered by the teachers and the findings are depicted in Table 4.11.
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S/NO
	Extrinsic motivation
	Agree
	Not sure
	Disagree

	
	
	f
	%
	f
	%
	f
	%

	   1
	I am satisfied by my current  pay (salary)
	2
	5
	5
	12.5
	33
	82.5

	   2
	Promoted teachers are paid  on time
	5
	12.5
	17
	42.5
	18
	45

	   3
	 There  are  in-service training for teachers
	2
	5
	3
	7.5
	35
	87.5

	   4
	There are regular promotions for teachers
	6
	15
	17
	42.5
	17
	42.5

	   5
	 Teachers claims are paid by the government
	3
	7.5
	8
	20
	29
	72.5

	   6
	There are teachers recreational parties at the end of the year
	7
	17.5
	3
	7.5
	30
	75

	   7
	There are rewards for  teachers whose students perform well
	10
	25
	10
	25
	20
	50

	   8  
	leave is given to a teacher once she/he gives satisfied reasons 
	28
	70
	7
	17.5
	5
	12.5

	   9
	There are regular  seminars for teachers
	5
	12.5
	9
	22.5
	26
	65

	   10
	Staff accommodation are available
	1
	2.5
	1
	2.5
	38
	95


Source: Research Data (2014)
The findings in Table 4.11 present the data which reveal that the majority of teacher respondents disagreed that extrinsic motivation was available in schools. A total of 38 (95%) of teacher respondents disagreed that there was staff accommodation in their schools. In most of school in rural and urban areas there were no teachers’ houses. Few schools had teachers’ accommodation. 

According to Davidson (2007) housing problem is one of the major challenges that teachers face. In both urban and rural areas there are very few government- owned houses to accommodate teachers. Most of them depend on rented houses. Few teachers manage to build their own houses. 

A total of 35 (87.5%) of teacher respondents revealed that there was no in-service training. In-service training is significant for teachers because it enables the teachers to get more knowledge and skills for their work. There is a need to increase funds for in-servicing of teachers for the purpose of adapting more education technology and conducting more training for teachers in all subjects. Tam and Cheng (1996) noted that career development as a type of programme and activity which aimed to empower teachers and administrators to develop positive attitudes and beliefs about education and management so that at the end they become more effective individuals, more competent in teaching and managing the schools as well as helping the school to adapt to its changing environment.

 33 (82.5%) of teacher respondents showed that they were not satisfied with their current salary they received. This implies that, the teachers’ salaries could not meet basic needs.  The study by Ololube (2004) observed that, teachers pay in most developed countries was not adequate as the pay did not meet with the demands of the job nor did it meet with their basic needs.  
Also 30 (75%) of teacher respondents indicated that there were no school party at the end of the year. The end of the year party is a system which makes teachers to build a strong sense of continuality in performing their duties that will help in the achievement of school goals. It builds strong interpersonal relationship between the teachers themselves and the management and it is a good time to provide feedback, evaluation and discuss it with the teachers. 

According to Mukyanuzi (2004) commitment of teachers to their work should be a continuous process and not to be limited to only salaries and of other monetary incentives but rather a continuous administration of teachers in schools which will ensure that they provide employees achievement, recognition, challenges and growth on their job. Moreover 29 (72.5%) of teacher respondents indicated that the government had not paid the teachers claims and allowances. Teacher’s claims like arrears, salaries, transport allowances, promotions are what make teachers to raise their voice demanding their rights. Davidson (2007) found in his study that teachers were unhappy with their pay, fringe benefits, teachers’ accommodation, and their promotion position. In addition 26 (65%) teacher respondents showed that there were no regular seminars for teachers. Seminars for teachers are very important because seminars enable them to be updated in education issues. 

According to Sumra (2006) and Nyirenda (2013) teachers are also not provided with professional development seminars to enable them to face new challenges and cope with new developments especially in this area of education as impacted by globalization. 

On the other hand 20 (50%) teacher respondents disagreed that rewards were given to teachers whose students performed well. Reward is one of the strategies of motivating teachers in carrying out their duties effectively. Wayne (1998) asserts that a reward as a form of pay has a strong impact on the employee’s performance. The study has revealed that 18 (45%) of the teachers’ respondents pointed out that none of the promoted teachers was paid on time. Kisees (1996) emphasizes that salaries of workers should be paid promptly and that promotion of workers should be accompanied by a corresponding increase in the salary they earn. 

In addition 17 (42.5%) said that promotion was not given on regular basis to the teachers. This is one of the issues which discourage many teachers in many African countries. It took number of years for a teacher to be promoted and there were no clear explanation as to why this was not done at the right time. Studies done in Sub Saharan Africa, India, Bangladesh, and Malaysia have shown that failure to obtain promotion is a blow to a man’s self respect from which it will arouse and cause dissatisfaction and also frustration at work (Benell  and Akyeampong, 2007). On the issue being given leave, 5 (12.5%) of teacher respondents disagreed that teachers were given leave when they were due for the leave and had good reasons.

On the other side, the study found out that there was extrinsic motivation in their schools. The findings were as follows; 28 (70%) of the respondents  agreed that leave was given to teachers once they had enough reason,  moreover 10 (25%)  of them said that there were rewards given to teachers whose students performed well, on the other hand only 7 (17.5%)  of teacher respondents  agreed that there were end of year party,  while 6 (15%) of teacher respondents said  there were regular promotions for teachers, and 5 (12.5%) of teachers’ respondents revealed that there were regular seminars for teachers, also only 5 (12.5%) respondents pointed out that promoted teachers were paid on time, furthermore only 3 (7.5%)  respondents said teachers claims and allowances were paid on time. In addition only 2 (5%)  revealed that teachers were satisfied by their salaries, and lastly only 1 (2.5%) teacher respondent agreed that staff were given accommodation. These findings from teacher respondents imply that the existence of extrinsic motivation in public secondary schools in Kinondoni municipality was poor.

The researcher asked the question about the extent to which extrinsic motivation increased teachers’ morale in teaching performance. Their responses were as illustrated in Table 4.12;
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	                Variables 
	Frequency
	Percent

	Excellent
	12
	30.0

	On average
	25
	62.5

	Not at all
	3
	7.5

	Total
	40
	100.0


Source: Research Data (2014)

The results in Table 4.12 indicate that 25 (62.5%) of teacher respondents commented that extrinsic motivation increased their morale in performing their duties to an average. This shows that more extrinsic motivation was needed in their schools.  Brown (2007) found in his study in Botswana that extrinsic motivation refers to the tendency to reform activities for known external rewards whether they be tangible (e.g., money) and psychological (e.g., praise) in nature.  Moreover 12 (30%) of teacher respondents said that extrinsic motivation increased their performance morale to be excellent. This implies that extrinsic motivation in most of schools was not satisfactory. 

According to Dolton and Marcenaro-Gutierrez (2011) comparative salaries and benefits for teachers are very important in attracting and retaining high-quality teaching personnel.   On the other hand 3 (7.5%) respondents revealed that extrinsic motivation was not provided at all. Extrinsic motivation comes from outside the individual and can cause both satisfaction and dissatisfaction, but individuals are more likely to say that they have bad feelings. Nadeem et al., (2011) argues that teachers’ social and economic conditions have significant effect on their performance. These social and economic conditions include low salary, lack of facilities, low social status in society, teachers mental and moral, stress of work, unpleasant relations with staff and head teachers working environment.
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This chapter presents the summary, conclusion of the study and recommendations which the researcher hope would resolve the problem of teachers atmosphere of teacher de-motivation in public secondary schools. The chapter further gives suggestions for further research studies.
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The study has shown the extent to which teachers are de-motivated and indicated the basic needs for teachers to perform better. Moreover the study has revealed that the motivation provided to public secondary school teachers was poor and hence the need to put up effort to improve the situation.

The study was designed as a descriptive research and was conducted in Kinondoni District. A total of 48 respondents including 40 public secondary school teachers, 5 heads of schools and 2 Trade Union (TTU) officials and district education officer participated in the study.
The following is the summary of findings based on the specific objectives of the study.
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The study found out that both material and none material motivation was necessary in all spheres. The findings show that 77% of the respondents demanded teaching allowances for teachers. 75% pointed out that, salary inadequacy de-motivated teachers   resulting into the teachers to looking for other sources of income so as to afford the cost of living. In addition, the respondents wanted the education authorities to work on the following  issues in order to improve teacher motivation; improvement of working conditions, provision of incentives, provision of accommodation, reduction of income taxes, introduction of allowances for extra work, improving learning and teaching materials situation, payment of  various teachers’ claims, introduction of teachers’ board among others.  

The study findings have indicated that teacher performance and morale are still high in some areas despite the fact that teachers are not well motivated. All teacher respondents (100%) indicated that they administered tests and examinations to students as an indication of performing their duties. On the other hand 87.5% of the teacher respondents provided feedback to students on their examinations and tests results, moreover 72% of the teacher respondents stated that they attended class sessions.  Also 67% teachers revealed that they were involved in extra- curricular activities while 65% teachers were engaged in sports games and were providing counseling services to students.
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The findings of the study on the effects of intrinsic motivation on teachers’ performance are that the majority of teachers were motivated.  Big number of the respondents, 90% revealed that they were happy with their profession as teachers. They showed also that their profession as teachers developed positive relationship with the community. The responsibilities they performed at their work place enabled them to be trusted by the community, and that they were respected and recognized in the society. Furthermore, 67.5% of the respondents agreed that intrinsic motivation increased their morale to perform work. 

[bookmark: _Toc393676446][bookmark: _Toc393679446][bookmark: _Toc393679517][bookmark: _Toc398250024][bookmark: _Toc403377449][bookmark: _Toc403377883][bookmark: _Toc403377971][bookmark: _Toc403378059]5.2.3	The Effects of Extrinsic Motivation on Teachers’ Performance 
The research findings show that the majority of teacher respondents revealed that they 
were not given extrinsic motivation in carrying out their work. Furthermore they indicated that they were not satisfied with their current salary, there was lack of staff accommodation, lack of in-service training, there was no teaching allowance, there were inadequate seminars for teachers, there were no rewards for teachers, and they were not promoted at the right time.  To the contrary, 77.5% of teacher respondents agreed that there was extrinsic motivation in having leave permission. In addition 62.5% of the teacher respondents revealed that extrinsic motivators increased their duty performance to a small extent. Conclusively, the study findings showed that the majority of respondents indicated that inadequate extrinsic motivation was provided to the teachers in Kinondoni District. They emphasized that insufficient extrinsic motivation given to teachers increased teachers’ performance and work morale only to a small extent. This implies that there should be more emphasis on the provision of extrinsic motivation to teachers.
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The purpose of the study was to investigate the effects of teacher motivation and its implications on public secondary school teachers performance in Kinondoni municipality. The findings have indicated that teachers have low motivation especially as far as extrinsic motivation is concerned. This implies that there are a number of factors which together cause teachers’ demotivation. 

In Tanzania teacher motivation is low and it has been detrimental in ensuring the provision of quality education. Although efforts are underway towards improving teaching profession in terms of knowledge and skills, far less attention is given on their material welfare. The majority of teachers are not satisfied with the financial pay, promotions, working and living conditions, and teaching and learning facilities. Improving teachers’ pay, promotion, working and living condition is critical in improving teachers’ motivation. To bring about these improvements, effort must be made to improve the incentives that teachers receive in exchange for the hard work they undertake.

If these incentives are improved teachers will have much higher level of motivation and enjoy greater status in carrying out their day to day duties. There must be benefits to which they are entitled and that they actually receive. Administration can make the teachers happy and encourage them to move on performing their duties regardless of difficult challenges they encounter on the environment. Employees are more motivated with leaders who are considerate or supportive than with those who are either indifferent or critical towards subordinates.
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[bookmark: _Toc398250027][bookmark: _Toc403377452][bookmark: _Toc403377886][bookmark: _Toc403377974][bookmark: _Toc403378062]5.4.1 	Recommendation for action to be taken
The following recommendations are made in relation to the study objectives and research findings.
i. Teachers’ salaries: This is the major sensitive and significant motivator which makes teachers to sustain in the teaching profession. The government educational authorities ought to make sure that salaries paid are better according to teachers’ qualifications. Salary increments are important as they motivate and increase teachers working morale. Teachers’ salaries cannot be separated from the academic performance the teachers carry out.
ii. Payment of allowances: Teachers need to be paid hardship allowances so as to motivate them. Other allowances like transport allowances and teaching allowances should also be paid. The accumulated allowances in form of arrears should be paid
iii. Effecting promotions: The government should improve teachers’ promotion policy to make sure that there is fairness in the promotion process. Consideration should be made to ensure that the teachers who are promoted are paid their dues as immediately after they are promoted.
iv. Capacity building of teachers through seminars and workshops: The Ministry of Education and Vocational Training should sponsor more teachers to attend educational seminars and workshops. This will motivate the teachers and promote professionalism and develop more teacher capacity at all levels.
v. Well equipped schools: The Ministry of Education and Vocational Training should ensure that schools are supplied with the necessary physical and material resources and teachers are provided with in-service training which will enlighten them on the factors that influence school academic effectiveness and develop monitoring tools to evaluate school effectiveness.
vi. Improvement of education Management: The Ministry of Education and Vocational Training should improve schools management systems. Teacher motivation depends critically on effective management, particularly at the school level. If systems and structures set up to manage and support teachers are dysfunctional, teachers are likely to lose their sense of professional responsibilities and commitment.
[bookmark: _Toc393676448][bookmark: _Toc393679448][bookmark: _Toc393679519][bookmark: _Toc398250028]
[bookmark: _Toc403377453][bookmark: _Toc403377887][bookmark: _Toc403377975][bookmark: _Toc403378063]5.4.2 	Recommendations for further studies
The findings of the study have shown various inadequacies on motivation for teachers that lead to poor performance in carrying out the day to day duties as teachers. The important areas to be considered for future study could be to investigate how various variables, like availability of teaching materials improve motivation and performance in public secondary schools.  The present study was limited to teachers in Kinondoni municipality, it is recommended that other related studies should be carried out in different contexts to determine the way teachers are motivated and how the factor affects their performance in carrying out day to day actives.
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APPENDICES

APPENDIX ONE: 
 QUESTIONNAIRE FOR TEACHERS
I am Mtana Faustin, a student at Open University of Tanzania, pursuing a Masters Degree of education in Educational Administration, Planning and Policy Studies (MED APPS).  I am carrying out a research on Teacher motivation and its Implications on their Performance of Duties in Public Secondary Schools in Kinondoni municipality. I am kindly requesting you to provide me with information by filling in this questionnaire. The information you provide will be treated in a confidential manner and will be used for academic purposes only.  
PART A: PERSONAL INFORMATION ABOUT THE TEACHER 
Fill the right answer in the space provided or tick the right option
	Name of the school……………………………………………………….           Gender
	Male
	Female

	
	
	


1.

2. For how long have you been teaching?
	   
Teaching  experience

	1-3 yrs
	

	
	4-5 yrs
	

	
	6-7yrs
	

	
	Above 8  
	



3. Which level of education have you attained?
	Education level
	Diploma
holder
	Bachelor degree
	Master degree

	
	
	
	


4. What is your age range?
	Age
	20-25
	26-30
	31-35
	36-40
	41-50
	Above 51

	
	
	
	
	
	
	



PART B: INTRINSIC MOTIVATION AMONG TEACHERS
1. Please fill in the space provided by putting a tick using the scale: Agree, Not sure and disagree.
	                      Intrinsic motivation
	               Responses

	
	Agree
	Not sure
	Disagree

	1
	I am  happy with my profession as a teacher 
	
	
	

	2
	 I am satisfied with my work as  teacher
	
	
	

	3 
	Teaching is given the first priority in my school
	
	
	

	4
	I am respected and recognized in the community because of my teaching  profession
	
	
	

	5
	The society recognized me as a useful  person 
	
	
	

	6
	My profession as a  teacher develops  relationship and interaction with the entire community
	
	
	

	7
	Teaching profession is one of long plan career
	
	
	

	8
	The responsibilities I perform in my school enables me to be trusted on other activities in the community
	
	
	

	9
	 My plan is to develop my teaching career
	
	
	

	10
	Working conditions of my school satisfies me
	
	
	




2. 	To what extent does intrinsic motivation increase your morale to perform teaching responsibilities?
    To an excellence     
     To an average      
     Not at all              

PART C: EXTRINSIC MOTIVATION AMONG TEACHERS
1. Please fill in the space provided by putting a tick using the scale: Agree, Not sure and disagree
	                     Extrinsic motivation

	Responses

	
	Agree
	Not sure 
	Disagree

	1.
	I am satisfied with my current pay (salary)
	
	
	

	2.
	Upgraded teachers are paid on time
	
	
	

	3.
	There are  in-service training for teachers
	
	
	

	4.
	There are regular promotion for teachers 
	
	
	

	5.
	Teachers claims and are paid by the government
	
	
	

	6.
	There are teachers recreational parties at the end of the year
	
	
	

	7.
	 There are rewards for  teachers whose students perform well
	
	
	

	8.
	Leave is given to a teacher once she/he gives satisfied reasons
	
	
	

	9.
	There are regular seminars for teachers
	
	
	

	10.
	Staff accommodations are available
	
	
	


2.  To what extent does the extrinsic motivation increase your morale to perform   teaching responsibilities?
      To an excellence                
      To an average extent    
      Not at all   


PART D: PERFORMANCE OF TEACHERS
1. How do you rate the performance of teachers at your work place in performing their duties?
     Good             
     Average         
     Discouraging 

2.  Please fill in the space provided by putting a tick using the scale: Agree, Not sure  
      and disagree.
	                Teachers’ Performance
	           Responses

	
	Agree
	Not sure
	Disagree

	1.
	Teachers are involved actively in extra curriculum  activities
	
	
	

	2.
	Teachers report at work place on time
	
	
	

	3.
	All teachers are engaged in supervising students with  school activities
	
	
	

	4.
	Every teacher  prepare everyday lesson plan 
	
	
	

	5.
	 Teachers engage students in sports and counseling
	
	
	

	6.
	Teachers attend to class sessions as required
	
	
	

	7.
	 Remedial  classes are conducted
	
	
	

	8.
	Examinations and tests feedback to students are compulsory 
	
	
	

	9.
	There are regular tests and examinations for students
	
	
	

	10.
	There are regular staff meetings and teachers attend as required
	
	
	



3. What problems do you face as a teacher in carrying out your duties at your work 
     place?  …………………………………………………………………………………………
…………………………………………………………………………………………
4. What do you think can be done to encourage and improve Teacher motivation at 
     their work place?     ...................................................................................................
…………………………………………………………………………………                                                                         
End
Thanks for your cooperation
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APPENDIX TWO
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I am Mtana Faustin, a student at Open University of Tanzania, pursuing a Masters Degree of Education in Educational administration, Planning, and Policy Studies (MED APPS). I am carrying out a research on Teacher motivation and its Implications on their Performance of Duties in Public Secondary Schools in Kinondoni municipality. I am kindly requesting you to provide me with information. The information you provide will be treated as confidential as possible and will be used for academic purposes only.
1. What kind of motivations to teachers are given in schools in Kinondoni municipality? 
2. Do you feel these motivations are sufficient to ensure good performance for the teachers?
3. Comment on the performance of teachers in public secondary schools in Kinondoni  municipality.
4. What are the problems which hinder teachers’ performance in public secondary 
5. schools in Kinondoni municipality?
6. Do the teachers perform their duties effectively?
7. Who is responsible for the Teacher motivation in public schools in Kinondoni      
8. municipality?
9. What do you suggest to be done in order to improve teachers’ performance in public   secondary schools in Kinondoni municipality?
End
Thanks for your cooperation
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APPENDIX THREE
INTERVIEW GUIDE FOR TTU OFFICIALS

I am Mtana Faustin, a student at Open University of Tanzania, pursuing a Masters Degree of education in Educational Administration, Planning and Policy Studies (MED APPS). I am carrying out a research on Teacher motivation and its Implications on their Performance of Duties in Public Secondary Schools in Kinondoni municipality. I am kindly requesting you to provide me with information related to teachers motivation. The information you provide will be treated in confidential manner and will be used for academic purposes only.
1. What motivations are provided to teachers in carrying out their duties?
2. What are the problems facing teachers’ performance in public secondary schools in Kinondoni municipality?
3. What efforts does TTU make to ensure that teachers are motivated? 
4. Do you think motivations which are provided in schools are enough to enable 
teachers to perform their work well?
5. What can be done to teachers so as to motivate them more in carrying out their duties?
6. Comment on the performance of teachers in public secondary schools in Kinondoni municipality?
7. . How do you rate the performance of teachers in public secondary school     teachers in Kinondoni municipality? 
End
Thanks for your cooperation
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I am Mtana Faustin, a student at Open University of Tanzania, pursuing a Masters Degree of education in Educational Administration, Planning and Policy Studies (MED APPS). I am carrying out a research on Teacher motivation and its Implications on their Performance of Duties in Public Secondary Schools in Kinondoni municipality. I am kindly requesting you to provide me with information on the study.  The information you provide will be treated as confidential and will be used for academic purposes only.
1. What are the things provided to teachers in this school to motivate them in carrying out their duties?
2. Are the things provided for motivation sufficient to ensure good performance of teachers?    
3. Comment on the teachers performance of duties your school…………………….
4. What problems do teachers face in your school in terms of realizing the set
Objectives of the school?.......................................................................................
5. What is to be done to improve teachers’ performance in this school in terms of being provided   with incentives?
6. 	Have you ever received any complaints concerning lack of Teacher motivation in this school?
7. How does the level of job satisfaction and motivation influence teachers behavior and day to day Performance of their work? 
End
Thanks for your cooperation.
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THE OPEN UNIVERSITY OF TANZANIA
DIRECTORATE OF RESEARCH, PUBLICATIONS AND POSTGRADUATE STUDIES
Tel: 255-22-2666752/2668445 Ext 2101

Fax: 255-22-2668759
E-mail: drpc@out.ac.tz

P.O. Box 23409
Dar es Salaam, Tanzania
http://www.openuniversity.ac.tz

Ref. No. HD/E/957/T.13 Date: 3™ June, 2014

Municipal Director,
Kinondoni Municipal Council
DAR ES SALAAM

RE: RESEARCH CLEARANCE

The Open University of Tanzania was established by an act of Parliament No. 17 of 1992. The Act became
operational on the 1% March, 1993 by public notes No. 55. Act number 7 of 1992 has now been replaced by the
Open University of Tanzania Charter which is in line with the university act of 2005. The Charter became
operational on 1% January, 2007. One of the mission objectives of the university is to generate and apply
knowledge through research. For this reason the staffs and students undertake research activities from time to
time

To facilitate the research function, the Vice Chancellor of the Open University of Tanzania was empowered to
issue research clearance to both staffs and students of the university on behalf of the Government of Tanzania
and the Tanzania Commission for Science and Technology.

The purpose of this letter is to introduce to you Mr. Mtana Faustina. a Masters of Education in Administration,
Planning and Policy Studies student at the Open University of Tanzania Registration No. HD/E/957/T.13. By this
letter Mr. Mtana Faustina. has been granted clearance to conduct research in the country. The title of his
research is “ Teachers’ Motivation and its implications on their performance of duties in Public Secondary
Schools in Kinondoni Muncipality.” The research will be conducted in Kinondoni District.

The period which this permission has been granted is from the 9" June, 2014 to 9" July, 2014,
In case you need any further information, please contact:

The Deputy Vice Chancellor (Academic)
The Open University of Tanzania

P. O. Box 23409,

Dar Es Salaam

Tel: 022 2 2668820

We thank you in advance for your cooperation and facilitation of this research activity.

Yours sincerely,
THE OPEN UNIVERSITY OF TANZANIA

e

Prof. S. Mbogo
For: VICE CHANCELLOR
THE OPEN UNIVERSITY OF TANZANIA




