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ABSTRACT

The study investigated the impact of motivationcommitment for public secondary
schools in Dar es Salaam using the case of KindnBastrict. The study was
essentially qualitative with some aspects of quainte approach and it involved 54
respondents. Out of the 54, 48 correspondents teahers, 5 headmistresses and
headmasters and one District Education Officer. iiogd data was collected
through questionnaires, interviews and documemnriews. The findings indicated
that motivation to teachers in Dar es Salaam lees bhimited to money which is
given to them in form of monthly salaries only. Hoxer, the findings showed that
teachers were not motivated at all. The findinggehaso revealed that both financial
and non-financial motivations are the main factorBuencing commitment of
teachers for public secondary schools in Dar eadbal The study further revealed
that there is a great relationship between low woanrkmitment of teachers in Dar es
Salaam and the poor motivation they receive. Frbenabove findings, the study
recommends that in order to raise teachers’ comemtrto work the Government of
Tanzania, education stake holders, education patiakers and education officers
should improve teachers’ salaries and other congtemsbenefits such as teachers’
housing allowances, health care for themselvestlagid families, and transport for

teachers.
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CHAPTER ONE

1.0 INTRODUCTION

1.1 General Introduction
This chapter presents the background of the stundlystatement of the problem. It
also presents researches objectives, researchiamsesind the significance of the

study.

1.2 Background of the Study

Teachers’ commitment has been identified as orteemost critical factors for the

future success of education and schools (Huber@®88). Teachers' commitment is
closely connected to Teachers’ work performancethen ability to innovate and to

integrate new ideas into their own practice, alessin, staff turnover, as well as
having an important influence on students ‘Achieeamnin, and attitudes toward

school (Tsui and Cheng, 1999). The strength of pmofession depends upon the
degree of commitment of its members and teachersnarexception (Raymond,

1964).

Motivating teachers, means empowering them not dydgome committed for
teaching but also the dominant factor for schoaofgumance. Baeza, Chesterfield,
and Moreno as cited by (Mendez 2011) found thathess’ attitude is the dominant
factor explaining teachers and school performanctheir evaluation of a USAID
basic education project in Guatemala. Motivatioausth always focus on individual
behaviours of a teacher as the “willingness, dmwvedesire to engage in good

teaching,” (Michaelowa, 2002)Good teaching is taken to mean adherence to



professional conduct and efforts to help studesdsnl. Thus, job satisfaction, self-
efficacy, and personal achievement, are dynamicpoorents of teacher motivation
that both drive and are driven by teacher motivatio a virtuous cycle. When
convinced of the effectiveness of improved teacmmahods, the motivated teacher
will also utilize these methods as part of heréfiert to help students learn as best

as she or he knows how.

A body of literature highlights teacher motivatias critical for student learning
outcomes. This reflects similar findings among sssents of the Escuela Nueva
model in Colombia and Guatemala (Colbert and Magpll1977). In East Africa,
(Anderson, 2001) reports that teacher' motivatias & key factor in Agha Khan
Foundation teacher training programmes. Using sastes of 12 African and South
Asian countries, (Bennell and Akyeampong, 2007)pgpint the commitment of
teachers as one of the most important determiradritsarning outcomes. Thus, in a
variety of developing countries, high teacher mation leads to positive educational

outcomes.

On the other hand, low teacher motivation leadseigative educational outcomes. In
the same study, (Bennell and Akyeampong, 2007)ddbat low motivation results
in absenteeism, underutilization of class timefggsional misconduct, reliance on
traditional teaching practices, poor preparatiom] gdecondary income-generating
activities that distract from teaching duties. 3amhy, a Volunteer Service Overseas
study of teacher motivation in Zambia, Papua Nevin€a and Malawi (Steyn, G.,

2002) found that low motivation results in highriéittn rates, constant turnover, lack



of confidence, varying levels of professional cotmmant and a feeling of

helplessness to improve either student outcomesachers’ own situations.

Tanzania like other countries in the world is caothe working towards improving
the quality of its education so that it suits tlwufe needs of the society and the
demands of globalization (Nguni, 2005). The govesntrof Tanzania has succeeded
to make primary education universal through thelémentation of the Primary
Education Development Plan (PEDP) 2002 to 2006rewd it is implementing the
Secondary Education Development Plan (SEDP) 20020@9 that is meant to

increase the accessibility of secondary educatiots titizens (Oluochi, 2006).

The two programmes are geared toward implementiagastaining the Millennium
Development Goals (MDGs) on education as per D&kamework for Action,
Education for All (EFA) by 2015 (UNESCO, 2005). Timeplementation of the two
programmes will be meaningless if Tanzania doescoosider providing quality
education as it is spelt out in the country’s EdiacaPolicy (MOEC, 1995). The
efforts to provide quality education will prove ifatif all stakeholders and policy
makers now and in the future do not pay attentmteachers job satisfaction. It is
therefore important to investigate how motivatadffects commitment of teachers

for public secondary schools in Tanzania.

1.3 Statement of the Problem
Despite many efforts to train and employ by the egoment, still there is an
increasing tendency lose of teaching interest adnaitment. Teachers have had

complaining to a great extent for being neglectgtky have experienced low and



irregular salary payments, lack of proper housimgdequate teaching aids, low
status and limited opportunities for professioneelopment (MoEC, 1995). Many
teachers from public secondary schools leave tbgiployment through giving
notice or without giving notice due to lack of matiion and working conditions.
Others exit on the event of transfer as the resftltjob dissatisfaction and
demobilization (Thompson, 2007). Research and esudn factors contributing for
poor teachers and students’ performance have bdequately reported. These
include shortage of teaching materials, unbeanabieber of students in classrooms
and non-maintenance of school infrastructure. Harethe impact of motivation on
commitment to teaching for teachers in public sdaoy schools is not adequately
reported. It is not known well as to how and to tMetent motivational factors has
contributed to teachers’ commitment in public set@y schools. Hence the study
on the impact of motivation on commitment for paldiecondary schools in Dar es

Salaam was in response using the case of Kinordistrict.

1.4  Objective of the Study
1.4.1 General Objective
The general objective of the study is to investagtie impact of motivation on

commitment of teachers of public Secondary SchiooZar es Salaam.

1.4.2 Specific Objective

In order to realize the general objective, the wpigdased on the following specific
objectives:

(i) To identify the motivation strategies to teahef public secondary schools in

Dar es Salaam.



(ii)

(iii)

(iv)
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()

(ii)

(iii)

(iv)

1.6

To assess factors influencing commitment of teachier public secondary
schools in Dar es Salaam.

To analyse the contribution of motivation strategie public secondary school
teachers’ commitment in Dar es Salaam.

To suggest ways of improving motivational stratsegier public secondary

school teachers’ commitment in Dar es Salaam.

Research Questions

What are the motivation strategies to Secondachool teachers in Dar es
Salaam?

To what extent teachers of public secondary schoolPar es Salaam are
committedto  Teaching job?

Is there any relationship between motivation anchroitment of teachers for
public secondary school in Dar es Salaam?

What are the recommendations for improving teachers’ ivabon and

commitment of public secondary schools in Dar dag$a?

Significance of the Study

The study findings may be beneficial to policymakbke members of parliament

and District councilors, as they are made awareoaf rewards affect teachers’ job

commitment, and administrators like District edimat officers, inspectors of

schools and headmasters and headmistresses willeeaffective management of

rewards to yield teachers job commitment in DarSedaam. Teachers will get

committed to their jobs when rewards are manageltl agea result of the study



findings. Future researchers may refer to the stadynd out researchable areas or

use it as a literature source.

1.7 Delimitation

Te study assumed that teachers’ commitment can balynfluenced by at least
fifteen motivation elements namely, salary/wagemuses, honorarium, overtime,
passion, gratuity, allowances, praise, recognitiorsponsibility, promotion,

accommodation, medical for self and family, trangspdeave of absence and
hardship allowances. The current study covered|stoaimunity in Dar es Salaam
region which may not necessarily representativalbteachers all over Tanzania,
thus limiting generalization of the results. Theidst was based on views and

information from only small sample of public secangschools in Dar es Salaam.

1.8 Limitation of the Study

The investigation of impact of motivation on coitment of teachers of public
secondary schools involved sensitive and confidémtdividual issues on his or her
fiducially relations with his or her employer atapé of work which may have
resulted in biased responses. This is becauseidiidie may not want to tell the
truth over his/her fiducially relationship with he her employer for most people
works issues and employer — employee relationsré@smined to be confidential.
Some target respondents (teachers) did not attemdnterview because they new
that researchers had nothing for the problems theg. The study concentrated
mainly on motivation alone as independent variabgsinst teachers’ commitment
as the dependent variable, which may have inadelyuatovided a clear picture of

the problem.



CHAPTER TWO

2.0 LITERATURE REVIEW

2.1 Introduction

This chapter presents the main parts of literatewvgew. It contains major sections:
the review of the theoretical framework and empirstudies. The former sought to
establish the theoretical framework that is guidihis study; the later sought to
establish the research gap that this study haslfiMoreover, the chapter provided

the operational definitions as gleaned from varidesatures.

2.2 Conceptual Definitions

2.2.1 Teacher

A teacher is defined as a full classroom practérowhose main function is more
instructional in approach than management, one effers formal instruction to
students and whose professional activity involveendmission of knowledge,
attitudes and skills that are stipulated to stuslemmrolled in an educational
programme in school (Van Amelsvoort, Hendricks &@wheerens 2000) in this
study, the term teacher has been used to mea@body who teaches, especially as

a profession and was used synonymously with time teducator.”

2.2.2 Teacher's Commitment

According to (Van Amelslvoort, Hendriks and Scheste2000), commitment is a
broader concept that emphasizes the linkage betimdandual and the organization
and, implies motivation, agreement on goals, lgyahd effort. This seems to

support (Tarr, Ciriello and Convey’s, 1993) arguinérat commitment is loyalty,



identification, and involvement with some approteiabject. For the purpose of this
study teacher's commitment can be defined as thgredeof an individual's
identification with and involvement in the teachipgpfession, and is characterized
by strong dedication to the profession, and by Ipghsonal involvement in the
work. Teacher commitment correlates positively wiglacher motivation and job
satisfaction, ( Fresko, Kfir and Nasser 1997). heacommitment has the strongest
effect on teacher motivation and job satisfactidhe-more committed teacher tends

to be more motivated and satisfied (Culver, Wddihel Cross 1990).

2.2.3 Teacher's Morale

Morale is often defined as being equivalent to $atisfaction. Thus (Guion, 1958)
defines morale as ‘the extent to which an individuaeeds are satisfied and the
extent to which the individual perceives that gatison as stemming from hisi¢)

total work situation’.

Evans (2001) defined morale as: “..... a state ofdn@ncompassing all the feelings
determined the individual's anticipation on theesttof satisfaction of those needs
which he /she perceives as significantly affecthrig/her total work situation.”
Building on Evans definition, (Steyn, 2002) stathdt the concept of morale is an
extension of motivation and high morale or motiwatmanifests itself in excellent
performance, consistent achievement of resultgpsration in handling problems,
willingness to accept responsibility and willingede accommodate change. For the
purpose of this study, morale refers to teachewsitye attitude towards their

schools and profession in general and / or towtnreis individual needs or specific



work factors (cf Steyn 2002). Teacher’'s moralenffuenced by both intrinsic and

extrinsic factors.

2.2.4 Job Satisfaction

Job satisfaction refers to the attitudes and fgslipeople have about their work.
Positive and favourable attitudes towards the jahcate job satisfaction. Negative
and unfavourable attitudes towards the job indigabbedissatisfaction (Armstrong,
2006).Steyn and Van Wyk (1999) viewed job satisfactiorhesfeeling of pleasure

resulting from a person’s perceptions of his or werk. This seems to be in line
with (Cano and Miller's, 1992) view of job satistmn as a condition of

commitment with one’s environment, denoting a pesittitude.

More recently, (Evans, 2001:204) defined job satisbn as “. . . a state of mind
encompassing all those feelings determined by xtene to which the individual

perceives his / her job related needs to be met.(fomech and Drach —Zahavy,
200) observed, job satisfaction relates to posittitudes and beliefs towards
several aspects of the job or profession. For thipgse of this study job satisfaction
can be defined as the positive and pleasurablenéselnd attitudes determined by
the extent to which an individual perceives hief profession or facts of the work
as fulfilling his / her needs. It is the extentvihich teachers are happy with their
jobs. In this study, job satisfaction is closelyated to motivation — high job

satisfaction indicates high motivation.

2.2.5 Motivation
Motivation is concerned with the factors that iihce people to behave in certain

ways (Armstrong, 2006). It includes factors thatszy channel, and sustain human
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behaviour in a particular committed direction. Foe purpose of this study it is
defined as a means by which organization soli@tdfiorts of its employees for the
job done so as to attain the organizational gddtstivation can either be intrinsic
and extrinsic, depending on the type of employeatjre of the job and the working
environment. In other means words, motivation rmeans to reduce the gap which
exists between the individual's actual state antesdesired state. Motivation and
commitment are closely related concepts (Van Anogldy Hendriks of Sheerens
2000). The higher the teachers’ motivation the nthey are committed with their

jobs (Davis and Wilson 2000).

2.2.6 Teacher’'s Motivation

The basis of teacher’'s motivation, according tozderg’'s two — factor theory were

those intrinsic motivating factors that determiried degree of job satisfaction and
job contents and extrinsic motivating factors wtese that determined the degree
of job satisfaction as it related to the job coh{glerzeberg, as cited in, Stembridge,
1989). Teacher motivation accounted for the drimeergy, and commitment an

individual had to promote teaching as professi@uaivity with a sense of purpose

and mission which was mindful of the social contextwhich teachers operated

(Morganet al.,2007).

For the purpose of the present study, teachersvatain refers to the stimulation of
teachers by both intrinsic and extrinsic factors deceater effort, excellent
performance or higher attainment in the pursuarigastitutional and group goals.
Highly motivated teachers have the will to perforare actively engaged in

teaching, are open to new ideas and approachesy themselves zealously into the
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job, produce more positive results, and qualitytriredion, and are committed to
students and change of the lifetime of their teagldareers (cf Hoy and Miskel,
1996). Thus, motivated teachers have a sense tifilmaimg to school effectiveness

and quality education.

2.3 Theoretical Literature Review
This part explains and discusses the theories, hvimizinsically and extrinsically

motivate and satisfy employees to become commidtiedork.

2.3.1 Herzberg Two Factor Theory

Herzberg, Mausner and Snyderman’s (1959) two-fattteory is heavily based on
need fulfilment because of their interest in howsthie satisfy workers. They carried
out several studies to explore those things thaseavorkers in white-collar jobs to
be satisfied and dissatisfied. The outcome of thieidy showed that the factors that
lead to job satisfaction when present are not thmes factors that lead to
dissatisfaction when absent. Thus, they saw joisfaation and dissatisfaction as
independent. They referred to those environmeatabfs that cause workers to be
dissatisfied as Hygiene Factors. The presenceesktfactors according to Herzberg
et al. does not cause satisfaction and consequently fal@ttrease performance of
workers in white-collar jobs. The hygiene factoree acompany policy and
administration, technical supervision, salary, rnpéesonal relationship with
supervisors and work conditions; they are assatiaféh job content: Herzbergt

al. indicated that these factors are perceived as saceshut not sufficient

conditions for the satisfaction of workers. Theytlfer identified motivating factors
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as those factors that make workers work hardery Plosited that these factors are
associated with job context or what people actuadlyin their work and classified
them as follows: achievement, recognition, workelfts responsibility and

advancement.

Achievement is represented by the drive to exaapmplish challenging tasks and
achieve a standard of excellence. The individuaé®d for advancement, growth,
increased responsibility and work itself are saodbe the motivating factors.
Herzberget al., (1959) pointed out that the opposite of dissatigbacis not

satisfaction but no dissatisfaction. Both hygieametdrs and motivators are important
but in different ways (Naylor 1999). Applying thesencepts to education for
example, if school improvement depends, fundamigntah the improvement of

teaching, ways to increase teacher motivation aphlilities should be the core

processes upon which efforts to make schools nfteetiwe focus.

In addition, highly motivated and need satisfiedcteers can create a good social,
psychological and physical climate in the classro@remplary teachers appear
able to integrate professional knowledge (subjecatten and pedagogy),
interpersonal knowledge (human relationships), iatrdpersonal knowledge (ethics
and reflective capacity) when he or she is satsfigh the job (Collinson, 1996).
Nonetheless, commitment to teaching and the wockplsave been found to be
enhanced by psychic rewards (acknowledgement othieg competence),
meaningful and varied work, task autonomy and e@diory decision-making,

positive feedback, collaboration, administrativepmart, reasonable work load,
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adequate resources and pay, and learning oppaesurptoviding challenge and

accomplishment (Firestone and Pennel, 1993).

In contrast, extrinsic incentives, such as ment gaeffective teaching rewards have
not been found to affect teachers’ job satisfactind effectiveness among Nigerian
teachers (Ubom, 2001). The extrinsic factors evflee the working environment

while the actual satisfiers are intrinsic and emaga a greater effectiveness by
designing and developing teachers higher levelsi€Huhat is giving teachers greater
opportunity, responsibility, authority and autonorfyhawo, 1993). Conversely,

Ukeje et al. (1992) are of the opinion that however highly mated to perform a

teacher may be, he or she needs to posses thesagcability to attain the expected
level of performance. Nevertheless, it is hoped ifheducational administrators and
education policy makers can understand teachebssaisfaction needs, they can

design a reward system both to satisfy teachersra®d the educational goals.

2.3.2 Process Theories

What all process theories have in common is an asiplon the cognitive processes
in determining employee level of motivation and dhesatisfaction. Equity theory
matches the notions of “a fair day’s work for a fday’s pay”. It really focuses on
perceptions of inequality in the output ratio whaféect may be similar to the
hygiene factors of Herzbergt al. (Naylor, 1999). Equity and fairness in the
workplace has been found to be a major factor terdening employee motivation
and job satisfaction (Lewist al. 1995). As such, equity theory assumes that one

important cognitive process involves people lookargund and observing what
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effort other people are putting into their work ambdat rewards follow that effort.
Social comparison process is driven by our conf@arfairness and equity. Research
by (McKenna, 2000) and Sweeney, 1990) confirmstgdheory as one of the most
useful frameworks for understanding and has a twlplay in the study of work

motivation.

According to (Lewiset al., 1995), expectancy theory is the most comprehensive
motivational model that seeks to predict or explaisk-related effort. The theory
suggests that work motivation is determined by factors: (1) the relationship
between effort and performance and (2) the dedialoif various work outcomes
that are associated with different performancels&&mply put, the theory suggests
that the motivation that will lead to job satisfaatis a function of the perceived
relationship between an individual's effort, permfance, and the desirability of

consequences associated with job performance (kat9e3).

That is, employees are influenced by the expectgcbmes of their behaviours and
motivation at work or the perceptible link betweeffort and reward. The most
important attribute of both types of process thdumg been to draw attention to the
effects of cognitive and perceptual processes gectie teachers’ work conditions.
It suggests that educational administrators andtyohakers need to pay attention
to the expectancy values that is the link betwe#iorteand teachers’ needs
satisfaction and job performance, determine whatame teachers value, link the
reward that teachers value to their job performanod ensure that teachers wages

and salary rates are not perceived as unfair.
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2.3.3 Reinforcement Theories

Reinforcement theories relate to the ideapérant conditioningThey concentrate
attention on the link between behaviour and conseces. Reinforcement is defined
as any effect that causes behavior to be repeatethibited which can be positive
or negative (Naylor, 1999). Skinner, (1971) carmed several studies and came up
with a conditioning model which proposes that iEgdant consequences follow
behaviour, the behaviour will tend to continue velaey, if unpleasant consequences

follow behaviour, the behaviour tends to stop (lamf and Kreitner, 1985).

This theory of motivation suggests that internatest of the mind such as needs are
misleading, scientifically immeasurable, and in aage hypothetical. Therefore,
reinforcement theory rests on two underlying asdiongp: first, human behaviour is
determined by the environment, and second, humdraviieur is subject to
observable laws and can be predicted and changencet the foundation of the
reinforcement theory is the ‘law of effect’, whidtates that behaviour will be
repeated or not depending on whether the consegsieane positive or negative

(Lewiset al.,1995).

2.3.4 McGregor Theory ‘Y’

This theory was based on the human resource maodetsotivation. This model

recognises that people are motivated by a compétxo variables including

recognition, social needs, money, achievement dk agea lot of other factors.
(Kinard, 1988 and (Robbins, 2005) have argued thattheory also recognizes

individualism as it stresses on the need to leh emarker use his or her personal
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talents to achieve organizational goals. Thus MgGréheory ‘Y’ came up with

the following assumptions on human nature: (a) etipg physical and mental effort
in work is as natural as it plays or rest; (b) exd& control and the threat of
punishment are not the only ways to make peoplekviowards achieving an
organization’s objectives; (c) people will exercsalf — direction and self control
for objectives to which they are committed; (d) ecoittment to objectives depends
on the rewards associated with achieving them. &h&ssumptions have two

implications, as (Kinard, 1988) observes:

First, that management has the responsibility @ipitey into the reservoir of
creativity, hard — work and imagination. Seconde tihanager’s role is not to
manipulate workers but rather to create an atmaspimewhich workers can use
their commitment and involvement to satisfy theargonal needs as well as those of
their organization. This research acknowledgess#wond implication of the theory
as it explains the criteria of fairness and balandée reward systems that can meet
the needs of both the employees and the emplolwever, the theory covers
recognition, social needs, achievements and otaeahbles, which are not directly
related to the primary objectives of this studyeafically focuses on the impact of
motivation on commitment of teachers in public setary schools in Dar es Salaam

and need to cover nakedness.

2.3.5 Maslow’s Hierarchy of Needs
The theory is based on a model of human behavibarganizations. The Hierarchy

of Needs Theory was propounded by Maslow (1954)rdvides a theoretical frame
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for relating motivation and teachers’ job commitmekccording to Maslow, human

needs are in form of a hierarchy, ascending froendiwest to the highest, and when
one set of needs is satisfied it ceases to be watmt At the base of the pyramid
are the physiological needs like providing themhwshelter, food, and clothes
followed by security needs, social needs, selfesstand self-actualisation at the
top. In this study, it is theorised that teache&rsbé committed to their job, they
should be motivated basing on the five levels gibgnMaslow. (Maicibi, 2003)

stresses that the motivation theory propounded bglddv is known as hierarchy of

needs or pyramidal theory.

Human needs are in form of a hierarchy ascendiog flowest to highest and
concluded that when one set of needs is satidfieglaises to be a motivator and the
immediate higher set of needs which has never bemwtivator then immediately
becomes a motivator. Maslow believes that humamgseneeds start from the
physiological needs and end with apex actualisatieeds. Physiological needs are
needs for sustaining human life itself such as rfeedood to eat, water to drink,
place to sleep and satisfy sexual urge 9 and neetbver nakedness. Maslow
believes that until a person is able to satisfytladise needs, other needs couldn’t

motivate him.

The next level of needs is security needs sucheagsto be free from danger or
threat in sense of losing job, life and properfijeffrey and Bratton, 2003) argued
that the third level of needs is the social neetikkvare also called belongingness

or affiliation needs such as need to feel acceptethe group followed by the self
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esteem needs when people begin to satisfy thettsnieefeel good about themselves
and to be recognised by others for their achievésndnis this level which produces
satisfactions as power, prestige, status and eafidence. The last level according
to the theory is the self -actualisation where peat fulfilment to growth and
development are realised. This is the desire foeraon to become what is capable
of becoming and maximise his potentials. The theelgtes the study variables in
the way that if the teachers are rewarded theyrapmsition to satisfy their needs
from the bottom level to the highest level leadiodnigh job commitment in public
secondary schools in Dar es Salaam. Therefore,littkage makes this study to

adopt this theory to guide it.

2.4  Empirical Literature Review

2.4.1 General Literature Review

The most recent study on theaching and learning International survey TALIS
which was conducted by the (OCED, 2007). The puwpok this study was to
describe the importance of certain factors in nading teachers and making them
committed. The report on a survey carried out amomgntries of the European
Union has yielded first database on the working conditions of teashat lower
secondary level and the learning environment of thehools was conducted . The
report revealed a lack of suitable professionaletment activities to teachers

needs.

The findings suggested that motivation on commitmeh teachers in public

secondary schools should be emphasized in the diorenf teachers’ professional
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development are very much in line with human mamegg (HRM) and human
relations development approaches. lIts findingvigeal information related to our
study on impact of motivation on commitment of te&s in public secondary
schools. However, this research was done amonguhepean Union countries of
Belgium, France, Netherlands, Scotland, Swedentz8vand, England, Wales,
German and North Ireland with high standards ofitea There exists a gap as the

results do not reflect the real life in the thirdnd countries like Tanzania.

Therefore, was not used to guide this researchysiudother study on motivation
was conducted in Greece by (Monopolous, 2008) testigate the relationship
between work motivation and organizational perfaro®ain the extended sector, by
testing empirically common elements of existingottetical frameworks among 454
employees. The findings showed that, the publitosen Greece is more likely to
provide extrinsic than extrinsic motivation, howevke letter seems be related to
better organizational outcomes. The study conclutiati individuals’ ability and
demographic characteristics are core determinafht€naployees’ motivational
preferences. Nevertheless, despite the relevanteeo$tudy, it empirically tested
the relationship between intrinsic and extrinsictiagion in counties of European
Union (EU) periphery and did not involve impactrabtivation on commitment of
teachers. This means that the results did not wevthe impact of motivation on
commitment of teachers. Therefore, the results @@ taken as a generalization to

include the impact of motivation on commitment@dcthers in Tanzania.

Knoblock and Whittington (2003) conducted explorgtdescriptive study which

investigated the differences between teacher efficd novice teachers based on
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relatively low and high levels of career commitmeéFtie population was 91 novice
teachers in their first, second, and third yearseathing in agricultural education in
Ohio. The findings established that at the iniyalars of teaching teachers are
recognized as being important to one's teachingcefeness. Moreover, study
findings revealed that 17% of new public schoothesas leave the profession within
the first three years and 26% were dissatisfiedh wétaching or entered another
career and that teachers were most dissatisfiett wittident motivation and

discipline, lack of recognition, and administratsugoport.

Likewise, 15% of career and technical teacherswitiin their first year and more
than half left the profession within six years adecondary career and technical
education teachers left the teaching professionalse of job-related stress;
concerns about their own safety; a perceived la¢&imess and support; inadequate
facilities and materials, resources; and, time gonsg tasks that were perceived as
unnecessary. The study, however, was conducted foreagn academic public

institution whose conditions differ greatly fronoge obtaining in Tanzania.

2.4.2 Empirical Studies in Africa

The study on rewards and job commitment of primachool teachers was
conducted by Sali Gerald (2011), conducted a stndyganda on the effects of
reward on job commitment of primary school teach&tse study quantitative and
gualitative approaches cross-sectional and coiwakdt designs involving 327
teachers of whom 126 were from government schddis. study found that non —

financial rewards significantly positively affecheé commitment of teachers. It
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concluded that managers of various schools, pahtiekers and other stakeholders
should ensure that are rewarded through non — ragneeward, by praising,
promoting, giving, teachers responsibilities, amoothers to realize their
commitment. However, the study does not show gldad impact of motivation on
teachers in secondary schools. Since, the studgxtis different from the one this

study has targeted.

Kusereka (2008), did a study in Zimbabwe to drawerdion to the factors
influencing the motivation of Zimbabwean secondachool teachers. The study
found that teachers in rural secondary schoolsimbZbwe had low motivation
levels and were subjected to social and profeskisolation, risk to personal safety,
and challenging living conditions. In addition tbat teachers were exposed to
political harassment and to a great deal of comfdaand criticism from all parties
concerned, difficult working conditions which inde large class size, deteriorating
or inadequate facilities, shortage of supplies a@odipment, paucity of other
resources need to support classroom instructiow, $alary and workload. It
concluded that all these have a negative effe¢themmotivation and job satisfaction
of teachers. Despite the relevance of the studginatpe study was not used owing
to the adverse social, economic and political ptiexpin Zimbabwe which may not
be applicable in Tanzania, even though the findiogls be used in comparative

purpose.

2.4.3 Empirical Literature Review in Tanzania
Mkumbo (2012) conducted a study on teachers’ coment, and experiences of,

the teaching profession in six regions of Tanzamradmely Coast, Mbeya, Kigoma,
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Singida, Dodoma and Mtwara. His study focused grdiggzussions as research
method and data collection tool. The study esthbtighat teachers’ commitment to
the teaching profession is devastatingly low, witie majority of teachers

expressing that they did not choose teaching as¢heice, but were compelled by
the easiness to get the job and lack of qualificetito join other professions of their
liking and choice. The study generally found thaadhers underscored many
negative experiences in the teaching professiomchwbould also be described as
de-motivating factors or ‘frustrating’ factors nameoor working environment and

negative attitude of the teaching profession (bywanity, students and even the

Government).

The study’s findings provide some useful informatan the impacts of motivation
on commitment of teachers since it has portrayedehchers’ attitude towards de-
motivating factors which impact teachers’ commitmés the study was carried out
in Tanzania upcountry regions whose contextual ofactincluding political,

economic, legal, demographic and cultural condgiare different from that of Dar
es Salaam, there is a need to carry out similatystu order to come up with more

relevant information to match with teachers in By Salaam.

Another study on motivation was conducted by (Hikie, 2011) to investigate

how teachers’ qualifications and commitment to beaffect the quality of education
and as measured by students’ academic achieveiftentstuff established that the
majority of teachers cited poor qualifications atabse of scoring employment as

their major reasons for joining the teaching prsi@s. The study also found that the
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teachers were facing many de-motivating factors elgma poor working
environment and negative attitude of the teachimgfegsion (by community,
students and even the Government). Moreover, tidysivas conducted in coast
region, Mtwara region, Dodoma and Singida regiohese operational environment
of teaching industry, especially in public secoydschools is different. Its findings
will not be applicable directly to the current sgudn impact of motivation on

commitment of teachers in public secondary schiooZar es Salaam.

Benell and Mukyanuzi (2005) conducted a study omivvaton to examine primary
school teacher motivation crisis in Tanzania. Ieirttstudy they discovered that
teachers of primary schools in Tanzania are experng some de-motivating
factors such as salary delay, workload, housindlpro and lack of recognition
from students, community and the Government. Initead to that, the study
observed that job satisfaction and motivation l@rabng primary school teachers in
Tanzania are still low. However, the study cenwadorimary school teachers only.
Its findings were not directly applicable to impattmotivation on commitment of

teachers in secondary school as this study did.

Mwambo (2005) conducted a research to comparestsidacademic performance
among public and private secondary schools in thstribts of Kibaha and
Bagamoyo. In her study she discovered that lowrgaday was one of the reasons
for poor performance to some schools, since sormeh&rs concentrated to their
private tuitions elsewhere. The study added thatofa such as poor working
conditions, incompetence administration, and latlacademic follow up, lack of

opportunities for advancement particularly in tverg of curriculum changes adds
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fuel to the already burning bush fire of poor studeacademic performance. She
concluded that some incentives given to teachepsiviate secondary schools made
them to work hard while late promotions in publihsols undermined teachers’
morale and commitment to their job. Neverthelessspite the relevance of the
study, the main focus was on the factors affecttnglents’ academic performance, a
comparative study between private and governmesdnsiary schools; while this
study sought to assess the impact of motivatiooaomnmitment of teachers of public

secondary schools in Dar es Salaam.

Another study conducted by (Masesa, 2004) on ttiifa influencing motivation in
higher learning institutions; a case of UniversifyDar es Salaam revealed that,
most of them are motivated by variables that arthimithemselves (intrinsic
factors). Such variables are; opportunity for adesnent, interesting and
challenging work, job security, work independenndijvidual goals, job freedom to
act and personal growth. Other factors were rejuuntaif the organization, flexible
working hours, job significance, and autonomy. Heher added that the extrinsic
factors are not main determinants of academicianstdy at University of Dar es
salaam. He argued that motivation should not bevedefrom institutional point of
view but should be viewed from employees’ side aadalyzed before

implementation so that employees receive it asemtien factor.

Nevertheless, despite the relevance of the stimyfihdings were only concerned
with higher learning institutions. The study uncowehether public secondary
school teachers in the same trend as universityesig staffs. Thus, this study sees

that, there is a study gap to be worked at on thpact of motivation on
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commitment of teachers of public secondary schaol®ar es Salaam. (Muze,
1987) conducted a study investigating the problérshortage of public secondary
school teachers and its relation to job satisfactio Dar es Salaam, Coast,

Morogoro, Tanga, Arusha, Kilimanjaro, Mtwara anddsda.

The study found that majority of the trained teashedo quit their teaching
profession creating significant shortage due tcsaoea to lack of teaching and
learning facilities, and limited opportunity for gfessional development. He
concluded that factors such as good administrasiod policies, good students’
discipline, good salaries and allowances, were mapb factors for proper job
execution. Also the study added that, job dissatigfn contributed heavily to the
overall shortage of teachers in public secondahoals. Although the study is
relevant to this study, the study has been takeantiove hence there is a need to
carryout ether similar or related study so as tmeap with up-to-date information

to match with the prevailing life style climate aneleds of the teachers.

2.5 Policy Review

This study reflects the Tanzania education poli@t ts The Education and Training
Policy of 1995, which states at page 31 that teachave experienced low and
irregular salary payments, lack of proper housingdequate teaching aids, low

status and limited opportunities for professioratelopment.

2.6 Research Gap
The empirical studies reviewed came out with thkofdng: (OCED, 2007)

conducted a study on teachers’ professional demeop among the European
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Union. The findings of the study identified that twmation on commitment of
teachers need be emphasized in the dimensionafdaeaprofessional development.
(Knoblock and Whittington, 2003) conducted a stud@hio —US on differences in
teacher efficacy related to career commitment ofige agriculture teachers. As
these studies were conducted in developed countiiey only limited direct
applicability to Tanzania whose cultural, sociatpeomic and political context is
different. On the other hand (Thompson, 2007) cotetl a study in challenges
facing education in East Africa and pointed outt threany teachers from public
secondary schools leave their employment througimgjinotice or without giving

notice due to lack of motivation and working coruatis.

Others exit on the event of transfer as the restltjob dissatisfaction and
demobilization. Neither Thompson’s study nor Mop@vide the impact of
motivation on commitment of teachers to teachiniger&fore, this study explored
about the impact of motivation on commitment foblixisecondary schools in Dar
es Salaam to establish how motivation to teacharsbe used to enhance their
commitment. No study of this scope has directlynbeenducted in the specific

region of Dar es Salaam. This is the gap thatstudy expected to fill.

2.7 Conceptual Framework

Teachers Commitment like other employees is depgnaie motivation. Extrinsic
motivators such as good pay, promotion, or cargemtlp, recognition, good
working conditions determine the level of commitrnehteachers. The moderating
variables like external environment, general stafteeconomy of a country will

slightly influenced the dependent and independantbles (Houleelsworth in Rees,
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2004). When teachers join teaching profession, tleego with high expectations to
fulfil their needs. They have preset goals. Theyeex to offer their expertise and in

return they get compensated for their services.

Independent variables Dependent variables
Financial rewards Job commitment
Salary /wages Sense of belonging
Bonus Sense of excitement
Honorarium Syllabus coverage
Pension ::>
Gratuity Punctuality at work
Allowances Regularity at work

Cooperation

\/

Non — financial rewards

Recognition

Praise

Responsibility

Promotion
Accommodation

Medical for self and family
Transport

Leave of absence

Hardship allowance

Figure 2.1: Provides Conceptual Framework on how Vidables will be

Operationalised and Related to the Study

Source: Field Research Data, (2013)
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On the other hand, the organisation has the refplitysto meet needs of the
employees in order to retain a motivated workfoifeis helps to reduce accident
rates, achieve high productivity, attain commitmemtwork and also creates high
morale among others, the opposite of this happehsenwthe workforce is de-
motivated, there is low productivity, high accideates, absenteeism, high labour
turnover among others. Intrinsic motivators arersesl of need satisfaction, that
derive from the individuals relation to the jobeifsand it involves job factors which
are rewarded the needs of the individual to reastaspirations and an example are

achievement, recognition, responsibility and adeament (Maund, 2001).
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CHAPTER THREE

3.0 METHODOLOGY

3.1 Introduction

This chapter identified the selected paradigm witluhich the study was conducted,
also presented the study design, approach an@égyradrea of study, participants,
sampling procedures and sample frame, data callettichniques and data analysis

plan.

3.2 Study Design

The study design is the conceptual structure witimch the study was conducted
(Kothari, 2004). This study design constituted amragement of conditions for the
collection and analysis of data in a manner whiomlgined the relevance of the
study purpose with the economy in procedure. Thgetgoopulation for this study
included teachers from public secondary schoolKimondoni District, Dar es
Salaam region. The case study design was emplogedube it allowed various
methods of data collection such as interviews, gpm@saires and documentary to be
used. Moreover, for the case of study approacladdithte conducting of empirical
investigation of motivation on impact of commitmertteachers in public secondary

schools using schools in Kinondoni District as secstudy.

3.3 Area of Study
This study was conducted in Kinondoni District imrDes Salaam. This made the
study easy to obtain substantial data as the m@@smahad easy access to school

teachers in public secondary schools, head of $etaw education officers within
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Kinondoni district in Dar es Salaam region, thesteawhy the district was preferred
as the case study after realizing that many teacimeDar es Salaam are being
complained for against by various education stakddrs that their commitment is
low. The study wanted to determine to what exteaichers of public Secondary
schools in Dar es Salaam are real not committedestablish the solution for the

problem.

3.4 Study Population

Bless and Hagson —Smith (1995) defined populat®rthe entire set of people,
events or an object which is the object of reseantti characteristics. It is that
aggregation from which the sample is actually sekbdqBabbie, 1989). For this

study, the target population composed of teachedgferent levels of education.

3.5 Sample Size and Sampling Procedure

3.5.1 Sample Size

A sample is a subset of the population and a reptasve sample must have
properties that best represent the population saoasllow for an accurate

generalization of results (Bless and Hegso —Sri@85). According to (Ary, Jacobs
and Razavieh, 1990), the sampling process invdlakisg a portion of the target

population, investigating this smaller, manageaptaip and then generalizing the

findings to the larger population from which thengde was drawn.

The sample size was made up of fourty eight teacfrem the target population.

Five headmistresses and headmasters and one tdisthication officer were
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interviewed as part of the target population. Totge sample, random sampling was

used. As such the respondents were selected drasiieof random sampling.

3.5.2 Sampling Procedure

A stratified random sample of five public secondachools was selected for the
present study. In this random sampling, a poputadf the study was limited to five
public secondary schools in Kinondoni District. T$tady used purposive sampling

to draw the required samples from the five schooksinondon Districts.

3.6 Data Collection Methods

3.6.1 Primary Source

3.6.1.1 Questionnaire

Primary data was collected using self-administepeeistionnaires. The advantage of
using this method was to ensure a wide coveragewlilt cost effectiveness.
Disadvantages of this method was that it could Heaen difficult to collect correct

data if the interviewer had given wrong informatmmhad skipped some questions.

3.6.2 Secondary Source

These are sources that do not bear a direct plyslationship with the issue under
study. They provide data which can not be descriagdoriginal. In this study

secondary data were obtained through documentaayclses. The documentary
searches included teachers’ salary slips, and #mzdania Education Policy. These
sources are relevant to the study as they had deide the study with feeling

concerning motivation and how it affects commitmetteachers in Kinondoni

District in Dar es Salaam.
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3.6.2.1 Documentary Source
On the other hand, was used for secondary datactioih through documentary
review, books, researches of other researcheesneti journals and reports relating

to the study were consulted.

3.7 Data Analysis Techniques

Descriptive analysis was used to analyse informatioom primary sources
Therefore, the analysis of data in this study waseld on application of frequency
and descriptive statistics with the assistancetatiSical Package for social Sciences

(SPSS).

3.8 Data Analysis

This analysis was used as a process and the resrisrepresented by using tables.
Data collected was processed for analysis and &atalysed. Data processing was
done using a computer package known as Statidtiaekage for Social Sciences
(SPSS). Processing involved data editing to remioyirity, data were categorised
by assigning codes to each item and data entrygubien SPSS. Processing further
involved the use of frequency tables. Actual datalysis was done basing on

relative frequencies generated from frequency sadbel descriptive tables.

3.8.1 Data Cleaning (Reliability and Validity of Dda)
In this study, questionnaires were administeredth® respondents from public

secondary schools in Kinondoni District.

3.8.2 Reliability
Reliability refers to the question whether theriastent measures consistently. In the

present study, the reliability of the questionnaisethe degree to which that
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instrument produces equivalent results for repetitald, and greater the consistency
in the results the greater the reliability of theasuring procedures (Bless and
Higson —n Smith 1995). Reliability is defined astest to be in measuring the
intended outcome. The test is reliable only ikitbnsistent within itself and across

time. Reliability of data was tested using checksjions.

3.8.3 Validity

Kothari (1990) defines validity as the most criticaterion, indicating the degree to
which an instrument measures what it is supposedcéasure. In other words,
validity is the extent to which differences founda measuring instrument reflect
true differences among those being tested. Issiealidity were taken into account
during documentary review and formulation of datalection methods. These
instruments were designed to have sufficient corittcensure that ultimately the
conclusions drawn and generalizations made wery tmarranted by the data.
Validity was also checked through the sampling mépie used to collect data and
response rates as well as the survey instrumemthw¥ere the questionnaires in this

case.

3.9 Scope and Limitations of the Study

3.9.1 Limitations
The study was limited by time constraints assodiatgh the academic calendars. It
was conducted for only one month, which was a \shgrt time for meaningful

findings.
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3.10 Results
The results from this study were based on the impamotivation on commitment
of teachers in public secondary schools from Kirmmdistrict in Dar es Salaam; A

case of Kinondoni District.
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CHAPTER FOUR

4.0 PRESENTATION, ANALYSIS AND DISCUSSION OF THE FINDINGS

4.1 Introduction

This chapter presents the findings of the studprdsents analysis and discusses the
findings of the study in connection with the stuggpecific objectives. The main
objective of the study was to determine the immdiahotivation on commitment of
teachers in public secondary schools in Dar esaBalegion: the case of Kinondoni

District.

4.2 Presentation of the Study Findings
This part presents data obtained from the questiomnadministered with the
respondents. It also presents data obtained frocurdentary review based on the

research questions.

4.2.1 Presentation of Respondents Gender/ Sex
The presentation of gender was considered whergrdagi the questionnaire and

respondents were requested to indicate their gender

Table 4.1: Gender of the Respondents

Frequency
Percent Valid Percer Cumulative Perce
Valid Male 25 52.1 52.1 52.1
Female 23 47.9 47.9 100.0
Total 48 100.0 100.0

Source: Field Research Data, (2013)
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According to the study in Table 4.1 most of thepmglents were male with 52.1

Percent while 47.9 percent were female. Tharigglhave noted that male teachers
are more willing to work in secondary schools despihe low salaries than their

counterpart female teachers. Age of the respondest also been considered and
respondents were requested to indicate their agekéts as indicated in the Table
4.2.

Table 4.2: Respondents by Age

FrequencyPercent |Valid Percent |[Cumulative Percent
Valid |22 to 26 4 8.3 8.3 8.3

26 to 30 13 27.1 27.1 354
30 to 34 9 18.8 18.8 54.2
34 to 38 7 14.6 14.6 68.8
381042 7 14.6 14.6 83.3
42 to 46 5 104 10.4 93.8
46 to 50 2 4.2 4.2 97.9
50 and

1 21 2.1 100.0
above

Total 48 100.0 100.0

Source: Field Research Data, ( 2013)

According to the study in Table 4.2, it is indichthat majority of the respondents
13 (27.1%) were between the age of 26 — 30 an@ 8%4) respondents are between
30 - 34 years. This implies that most teachersubliP secondary schools in Dar es

Salaam region, can be committed, on their teacjubgnd have greater probability
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of devoting much in improving work if they are pesty motivated. Few of the

respondents were in the age group of 46 -50 (429d)only 1(2.1%) is above 50.
This implies that few old teachers from Dar es &algublic secondary schools who
accept to be corresponded to since many of thesteathers are now satisfied with

teaching environment and they have no hope of shilgnging.

Table 4.3: Work Experience of the Respondent

Frequency, Percent | Valid Percent Cumulative Percent
Valid |1to5 12 25.0 25.0 25.0
5t09 10 20.8 20.8 45.8
9to 13 8 16.7 16.7 62.5
13to 17 5 10.4 10.4 72.9
17t0 21 7 14.6 14.6 87.5
21to 25 5 10.4 10.4 97.9
2510 29 1 2.1 2.1 100.0
Total 48 100.0 100.0

Source: Field Research Data, (2013)

Table 4.3 indicates that the Dar es Salaam puldmoredary school comprises
teachers with diverse work experience. Majority nigeithose with teaching

experience falling in the age group of 1-5, 12 @26) to mean that the highest
number of teachers in Dar es Salaam region havk eqrerience of up to five years
where as at the age group of 5-9 years10 (20.8%pprelents have work experience

of more than five years. This implies that pubkcendary schools in Dar es Salaam
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region are taught by the young generation who m@able and capable of high

productivity when they are properly motivated.

Table 4.4: Highest Academic Qualifications

FrequencyPercent |Valid PerceniCumulative Percent
Valid Diploma 24 50.0 50.0 50.0
Undergraduate
24 50.0 50.0 100.0
degree
Total 48 100.0 100.0

Source: Field Research Data, (2013)

The results presented on Table 4.4 shows that 24[5@f the respondents in Dar
Es Salaam public secondary schools are diplon@deholand the same percentages
of 24(50.0% ) are holders of undergraduate Hacliegree. The findings indicate
that all teachers in Dar es Salaam public seconsengol are literate. Hence, the
respondents were able to read and understand ttprtke questionnaires used in

this study, thus providing correct valid answers.

From Table 4.5 respondents disagreed that thethgetsalaries on time 24 (50.0%)
compared to 09 (18.8%) who agreed. In addition timeljcated that they do not
receive a good salary 25 (52.1%) compared to 4%B.®ho agreed. Respondents
strongly disagreed with item three that the saldmgy receive tallies with their
gualification 35 (72.9%) compared to 4(8.3%). Thiggests that salaries are unfair.
On item four teachers showed that they are unhapty their salary structure 23
(47.9%) compared to 4 (8.3%) who agreed suggestiagteachers’ salary structure

should be revised and increased.
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Table 4.5: Descriptive Statistics in Respondents BdRating on Financial

Rewards
Valid | Cumulative Std.
Frequency | Percent| Percent| Percent | Mean |Deviation
| get salary on |[Strongl
'g Y , i 12 25.0 25.0 25.0 2.06 .836
time disagree
Disagree 24 50.0 50.0 75.0
Agree 9 18.8 18.8 93.8
Strongl
, i 3 6.2 6.2 100.0
disagree
Total 48 100.0 | 100.0
Strongly
, 25 52.1 52.1 52.1 1.56 .649
| receive a gooddisadree
salary Disagree 19 39.6 39.6 91.7
Agree 4 8.3 8.3 100.0
Total 48 100.0 | 100.0
The salary | Strongly
_ _ _ 35 72.9 72.9 72.9 1.35 .635
receive tallies |disagree
with my Disagree 9 188 | 18.8 91.7
qualifications 1 oe 4 83 | 83 | 1000
| am happy with| Strongly
: 21 43.8 43.8 43.8 1.65 .635
the salary disagree
structure Disagree| 23 479 | 479 | 917
Agree 4 8.3 8.3 100.0
Total 48 100.0 | 100.0
| get a salar Strongl
'g Y , i 21 43.8 43.8 43.8 1.90 .881
increment everydisagree
year Disagree 11 229 | 229 66.7
Agree 16 33.3 33.3 100.0
Total 48 100.0 | 100.0
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| am paid for  |Strongly
extra disagree
o 25 52.1 52.1 52.1 1.56 .649
responsibilities
worked
Disagree 19 39.6 39.6 91.7
Agree 4 8.3 8.3 100.0
Total 48 100.0 | 100.0
| always receive Strongly
bonus from my |disagree 23 479 | 479 47.9 1.54 | 544
employer
Disagree 24 50.0 50.0 97.9
Agree 1 21 21 100.0
Total 48 100.0 | 100.0
Strongly
| share the disagree 29 60.4 60.4 60.4 1.56 .769
profits generate
Disagree 11 22.9 22.9 83.3
from the school
projects Agree 8 16.7 16.7 100.0
Total 48 100.0 | 100.0
Projects held in|Strongly
school are usefydisagree 31 64.6 64.6 64.6
towards uplifting
my welfare Disagree 14 29.2 29.2 93.8 1.42 .613
Agree 3 6.2 6.2 100.0
Total 48 | 100.0 | 100.0
| am paid for  |Strongly
extra time disagree 29 60.4 60.4 60.4 1.46 617
worked
Disagree
16 33.3 33.3 93.8
Agree 3 6.2 | 6.2 100.0
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| receive leave |Strongly
a“owances disagree 23 47.9 47.9 47.9 1.67 .753
yearly before |
goonleave  |Disagree 19 30.6 @ 39.6 87.5
Agree 5 104 | 104 97.9
Strongly
agree 1 2.1 2.1 100.0
Total 48 100.0 | 100.0
| am paid Strongly
o 28 58.3 58.3 58.3 144 | 542
accommodationdisagreed
allowance everypjsagree 19 39.6 | 39.6 97.9
month Agree 1 21 | 21 | 1000
Total 48 100.0 | 100.0
| am paid Strongly
_ 32 66.7 66.7 66.7 1.38 | .606
transport disagree
allowance everypjsagree 15 31.2 | 31.2 97.9
month Strongly
1 2.1 2.1 100.0
agree
Total 48 100.0 | 100.0
| get medical |Strongly
, 30 62.5 62.5 62.5 146 | .651
allowance from |disagree
school whenevepisagree 14 29.2 | 29.2 91.7
| am sick Agree 4 83 | 83 | 1000
Total 48 100.0 | 100.0

Source: Field Research Data, (2013)

Also, teachers strongly disagreed that they gedyaipcrement every year 21(43.8%)
compared to 16 (33.3%) who agreed suggesting tmatchances for increasing

teachers’ salaries are small. Teachers disagre¢dhéy always receive bonuses from
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the head teachers 23 (47.9%) compared to 1 (2.186) agreed. Teachers strongly
disagreed that they share the profits generatend tiee school projects 29(60.4%)
compared to 8 (16.7%) who agreed, suggesting tioditggenerated from the school
projects are meaningless to teachers. Respondemrgly disagreed that projects held
at their school are useful towards uplifting theelfare 31 (64.6%) compared to 3

(6.2%) who agreed. suggesting that projects aggdsd to teachers.

Additionally teachers strongly disagreed that tlaeg paid for extra responsibilities
worked for 29 (60.4%) compared to 3 (6.2%) who aedresuggesting that they are
demoralized to do such responsibilities. Teaché&nengly disagreed that they get
leave allowances from school before they go ondea8(47.9%) compared to 1
(2.1%) who agreed, suggesting that they are grel&bouraged with such absence of
yearly leave allowances. Teachers strongly disagrdeat they are not paid
accommodation allowances 28 (58.3%) compared ty d4(2.1%) who agreed,
Suggesting that teachers’ accommodation is ignofeeachers further strongly
disagreed that they receive transport allowancesyawonth 32 (66.7%) where none
of the respondents ever agreed on receiving trangfiowance, suggesting that this
might be one of the good reasons why teachers beasent some days. Finally,
teachers strongly disagreed that they do not getigak allowances from school
whenever they are sick 30(62.5%) compared to 4(B\8ko agreed, suggesting that

teachers’ leaves are not respected.

The cumulative percentages on all questions on tapneaewards suggest that,
teachers were not satisfactorily compensated. Ffafrie 4.5, respondents showed

that financial rewards were not fairly administer@iost means nearing two which
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corresponds to strongly disagree) suggesting tmainc¢ial rewards were timely
received. Respondents rated highest on the iteget(kalary on time) Mean = 2.06
corresponding to disagree. Respondents rated ¢easeir salary received tallying
with their qualifications (mean = 1.35). Respondennh the qualitative items on
financial rewards showed that, they are not adedyabnsidered. They opined that
financial rewards administered to them are inadieaad not prompt which lowered

their job commitment more.

Table 4.6: Descriptive Statistics on Respondents IB&ating on Non- Financial
Rewards

Valid | Cumulative Std.

Frequency PercentPercent Percent |Mean Deviation

Good work at Strongly
_ _ 12 25.0 | 25.0 25.0 1.98| .699
school is always |disagree

appreciated Disagree, 25 52.1 | 52.1 77.1
Agree 11 229 | 229 100.0
Total 48 100.0 | 100.0

| work in good Strongly
_ N _ 14 29.2 | 29.2 29.2 2.00| .772
physical condition/disagree

at school Disagree| 20 41.7 | 41.7 70.8
Agree 14 29.2 | 29.2 100.0
Total 48 100.0 | 100.0

My employer Strongly

recognises the  |disagree 11 229 | 229 22.9 192, .613

good work 1 do
Disagree 30 62.5 | 62.5 85.4

Agree 7 146 | 14.6 100.0
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My head of schoo|Strongly
_ _ 19 39.6 | 39.6 39.6 181 .762
organised disagree
appropriate gifts |pisagree| 19 39.6 | 39.6 79.2
for the good work - ee 10 | 208 | 208 | 100.0
do
Total 48 100.0 | 100.0
My presence is |Strongl
P _ , i 10 20.8 | 20.8 20.8 227 .792
recognised by the|disagree
head of the schoopisagree| 15 31.2 | 31.2 52.1
and my employer
Agree 23 479 | 479 100.0
Total 48 100.0 | 100.0
| expect promotior Strongly
_ . 22 45.8 | 45.8 45.8 1.69 .719
at appropriate tim¢disagree
Disagree 19 39.6 | 39.6 85.4
Agree 7 146 | 14.6 100.0
Total 48 100.0 | 100.0
Extra Strongly
. 10 20.8 | 20.8 20.8 2.06| .697
responsibilities i |disagree
hold at school arepisagree| 25 52.1 | 52.1 72.9
appreciated by my
Agree 13 27.1 | 271 | 100.0
employer
My employer Strongl
Y empioy _ i 25 52.1 | 52.1 52.1 154 .617
attends to my disagree
social and Disagree, 20 41.7 | 417 93.8
professional
Agree 3 62 | 62 | 100.0
problems
The school Strongly
provides me with idisagree 34 70.8 | 70.8 70.8 131 512
house near it
Disagree 13 271 | 27.1 97.9
Agree 1 2.1 2.1 100.0
Total 48 100.0 | 100.0
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The school Strongly
_ _ _ 33 68.8 | 68.8 68.8 142, .710
provides me with |disagree

means of transpol pisagree 11 229 | 229 91.7
and from school

Agree 3 6.2 6.2 97.9
every day

Strongly

1 2.1 2.1 100.0

agree

Total 48 100.0 | 100.0
| get leave Strongly

whenever | have zdisagree 20 41.7 | 41.7 41.7 2.00 .945

serious problem

Disagree 9 18.8 | 18.8 60.4
Agree 18 375 | 375 97.9
Strongly

agree 1 2.1 2.1 100.0
Total 48 100.0 | 100.0

Source: Field Research Data, (2013)

Question number one from Table 4.6 shows that redgruts disagreed that they are
always praised for good work they do at school251%) compared to 11 (22.9%)
who agreed suggesting that teachers efforts areadatowledged. Teachers on
question two disagreed that they work in good wuagkiconditions 20 (41.7%)
compared to 14(29.2) who agreed. They also disdgrdwat their school
administration recognises the good work they dq6305%) compared to 7(14.6%)
who agreed. This suggests that teachers’ work gented. Teachers disagreed that
head teachers appreciate good work they do witts di® (39.6%) compared to
10(20.8%) who agreed suggesting that teachers’ geoxk is not appreciated.

Further, teachers agreed that their presence agneed by the head of the school
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and their employer 23(47.9) compared to 15(31.20hp disagreed, suggesting that

teachers’ presence is recognized.

Moreover, teachers strongly agreed that they expemnotion 22(45.8%) compared
to 19(39.6%) who disagreed suggesting that teadiers hope of being promoted.
Teachers disagreed that extra responsibilities tiody at school are appreciated by
their employer 25(52.1%) compared to 13 (27.1%) atieed. This suggests that no
overtime to teachers extra responsibilities. Teechstrongly disagreed that their
employer attends to their social and professiomablpms 25(52.1%) compared to
3(6.2%) who agreed, suggesting that teachers’ lsanth professional problems are
being deserted. Teachers strongly disagreed tlatsthool provides them with

houses near the school 34 (70.8%) compared to)¥%2\Who agreed.

This suggests that teachers residential negletesathers strongly disagreed that the
school provides them transport to and from sch8a(68.8%) compared to 1 (2.1%)
who agreed suggesting that when they are broke dbejt go to school. Finally
respondents strongly disagreed that they are deawe when faced with serious
problems 20 (41.7%) compared to 1 (2.1%) who agrékd cumulative percentages
from table 4.6 therefore suggest that non-finanmatards are not considered and
administered to teachers of public secondary sshimoDar es Salaam region. The
cumulative percentages from Table 4.6 therefor@asigthat non-financial rewards
are not considered to teachers in Kinondoni Distiicom Table 4.6, respondents
rated “Extra responsibilities | hold at school agpreciated by my employer the

highest (Mean = 2.06 corresponding to disagree)l@ast was “The school provides
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me with means a house near it mean = 1.31correspprid strongly disagree).
Teachers on the qualitative questions about naméial rewards showed that non-

financial rewards are administered.

From Table 4.7, respondents agreed with questierttwat they are part and parcel of
the school 21(43.8%) compared to 17 (35.4%) whagieed, this suggests that they
concentrate to work. On question two respondentsegigthat they do everything

whole heartedly 18 (37.5%) compared to 11 (22.9%) wisagreed. This suggests
that they are committed to their job. Teachersngfiypagreed that they are always at
school 17 (35.4%) compared to 11 (22.9%) who desdjrsuggesting teachers do
teach regularly. Teachers on question four agreatithey seek permission before
absence from job 20 (41.7%) compared to 9(18.8%) @ibagreed. Suggesting that
teachers respect authority. On question five, tel@chgreed that they cooperate with
the head of the school 30(62.5%) compared to 5¢4pwho agreed suggesting that

teacher relations is good.

Teachers agreed that they cooperate with other memif the school 30(62.5%)
compared to 6(12.5%) who disagreed. This suggdsts teachers cooperate.
Respondents on question seven agreed that they rgparts on time for the
assignment given to them 26(54.2%) compared to.@8%)} who disagreed. This
suggests that they respect and honour the authofiiyachers on question eight
agreed that they work excitedly irrespective of pemsation 15(31.2%) compared to

13(27.1%) who disagreed, suggesting that they @renatted.
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Table 4.7: Descriptive Statistics on Respondents IEeRating on Teacher’s

Commitment to Teaching

Valid |Cumulativ Std.
Frequency | Percent | Percent | e Percent| Mean | Deviation
I am part and |Strongly
, 6 125 125 125 2.48 .825
parcel of the |disagree
school Disagree 17 354 | 354 | 479
Agree 21 43.8 43.8 91.7
Strongl
i 4 8.3 8.3 100.0
agree
Total 48 100.0 | 100.0
| do everythin¢Strongly
, 9 18.8 18.8 18.8 2.60 | 1.026
at school disagree
whole Disagree 11 229 | 229 | 417
heartedly A ree 18 375 | 375 | 79.2
Strongly
10 20.8 20.8 100.0
agree
| am always atStrongly
_ 5 10.4 104 104 2.92 | 1.007
school disagree
Disagree 11 22.9 22.9 33.3
Agree 15 31.2 31.2 64.6
Strongly
17 35.4 35.4 100.0
agree
| seek Strongly
o , 2 4.2 4.2 4.2 3.08 .846
permission |disagree
before absencpisagree 9 18.8 | 188 | 22.9
from school
Agree 20 41.7 41.7 64.6
Strongly
17 35.4 35.4 100.0
agree
Total 48 100.0 | 100.0
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| cooperate  |Strongly
_ _ 3 6.2 6.2 6.2 2.88 .789
with the head |disagree
of the school |pisagree 5 104 | 104 | 16.7
Agree 30 62.5 62.5 79.2
Strongly
10 20.8 20.8 100.0
agree
| cooperate |Strongly
, , 4 8.3 8.3 8.3 2.88 .789
with other disagree
members of |pisagree 6 12.5 12.5 20.8
the staffatmy o oe 30 625 | 625 833
school
Strongly
8 16.7 16.7 100.0
agree
100.0 | 100.0
| give reports |Strongl
J ) P , i 5 104 10.4 10.4 2.88 .789
on time for thedisagree
assignment | pisagree 7 146 | 146 | 250
givento me at oo 26 542 | 542 @ 792
school
Strongly
10 20.8 20.8 100.0
agree
Total 48 100.0 | 100.0
| do work Strongly
_ , 8 16.7 16.7 16.7 2.65 | 1.041
excitedly disagree
irrespective of pisagree 13 271 | 271 | 438
compensation g ee 15 312 | 312 750
Strongly
12 25.0 25.0 100.0
agree
| accept dutiesStrongly
) _ 8 16.7 16.7 16.7 2.63 914
assigned to midisagree
whole Disagree 8 16.7 | 167 | 33.3
heartedly '\ ree 26 542 | 542 | 875
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Strongly
6 12.5 12.5 100.0
agree
Total 48 100.0 | 100.0
| prepare both|Strongl
prep _ i 7 14.6 14.6 14.6 2.98 | 1.082
schemes of |disagree
work and Disagree 7 146 | 146 | 29.2
lesson plans ir, o oo 14 202 | 292 | 583
time
Strongly
20 41.7 41.7 100.0
agree
Total 48 100.0 | 100.0
| always atten(Strongly
_ 4 8.3 8.3 8.3 2.98 | 1.082
to my studentsdisagree
whenthey  pisagree 7 146 | 146 22.9
needhelp Agree 28 583 | 583 | 812
Strongly
9 18.8 18.8 100.0
agree
Total 48 100.0 | 100.0
| prepare Strongl
prep 1 i 4 8.3 8.3 8.3 2.85 .899
lesson notes ildisagree
time Disagree 11 229 | 229 | 31.2
Agree 21 43.8 43.8 75.0
Strongly
12 25.0 25.0 100.0
agree
| cover the  |Strongly
_ _ 4 8.3 8.3 2.73 .844
syllabus in Disagree
time Disagree 13 271 | 271
Agree 23 47.9 47.9
Strongl
i 8 16.7 16.7
agree
Total 48 100.0 | 100.0
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| closely Strongly
) _ 5 10.4 10.4 2.65 .785
supervise Disagree
students and |pjsagree 11 229 | 229
regularly mark , e 28 58.3 | 58.3
notes of my st |
ron
Total 48 100.0 | 100.0
| am serious o/Strongly
responsibilitiesdisagree 6 12.5 12.5 125 | 2.75| .887
assigned to m
Disagree 8 16.7 16.7 29.2
Agree 26 54.2 54.2 83.3
Strongly
8 16.7 16.7 100.0
agree
| am concerne Strongly
: 5 10.4 10.4 104 2.83 .883
with students di
isagree
performance
Disagree 8 16.7 16.7 27.1
Agree 25 52.1 52.1 79.2
Strongly
10 20.8 20.8 100.0
agree
Total 48 100.0 | 100.0

Source: Field Research Data 2013

Teachers agreed that they accept duties assigrtedrtowhole heartedly 26(54.2%)
compared to 8(16.7%) who disagreed. This suggédsts they are royal to the

authority. Teachers strongly agreed that they peegahemes of work and lesson
plans in time 20(41.7%) compared to 7(14.6%) wheaglieed. This suggests that
they devote themselves to teaching as a job. Howtbeg agreed that they attend to

pupils when they need help 28 (58.3%) compared(ttd 6%) who disagreed. This
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suggests that the care for their students. Teadbeiser agreed that they prepare
lesson plans on time 21(43.8%) compared to 11 ¢2pwho disagreed suggesting
that teachers just teach with preparations. Teachereed that they cover the
syllabus on time 23 (47.9%) compared to 13 (27.044%) disagreed. This suggests
that cover contents of the syllabus. Teachers dgtkat they closely supervise
students and regularly mark notes of their stude28§58.3%) compared to

11(22.9%) who disagreed. This suggests that thegenious with teaching.

Moreover, teachers agreed that they are serioul vasponsibilities assigned
26(54.2%) compared to 8(16.7%) who disagreed, siggethat teachers assume
assigned responsibilities and do them dedicativeachers agreed that they are
concerned with pupils’ performance 25(52.1%) coragato 8(16.7%) who

disagreed. This suggests that they do monitorirdy @raluation. Teachers agreed
that they work with minimal supervision of the hdadcher 22 (45.8%) compared to
4 (8.3%) who disagreed. This suggests that teadtmyw their duties. Teachers
finally agreed that they attend staff meetings 2®%) compared to 4(8.3%) who

disagreed.

The cumulative percentages therefore suggest ¢éaghérs are committed on their
job. From means in Table 4.7 respondents rated drigbommitment indicating that
they agreed on items of commitment. They then peréd highest on item 15 (I
attend staff meeting) with mean 3.21 correspontbragree and rated lowest on item
one (I am part and parcel of my school) with meadB Zorresponding to agree.
Respondents on gqualitative items on commitment gkothat they are committed

despite of poor pay and absence other monetarymerations.
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Table 4.8: Descriptive Statistics in Respondents’ &ing on Teachers’ on

Relationship Between Motivation and Commitment to Baching

Valid |Cumulative Std.
Frequency| Percent| Percent | Percent |Mean| Deviation
| am unable to |Strongly
, 8 16.7 16.7 16.7 2.40 .893
prepare schemesdisagree
of work and Disagree | 18 375 | 375 54.2
lessons plans all |, oo 17 | 354 354 | 896
of which are
Strongly
caused by poor 5 10.4 10.4 100.0
o agree
motivation |
receive Total 48 | 100.0 | 100.0
| am unable to |Strongly
) . 10 20.8 20.8 20.8 2.42 919
accomplish dutiesdisagree
assigned to me bpisagree | 12 25.0 | 25.0 45.8
the head of the 1, oo 22 | 458 | 458 | 917
school as a resul
_ Strongly
of small income 4 8.3 8.3 100.0
agree
Total 48 100.0 | 100.0
Unable to Strongly
isagree
closely and
regularly mark |pisagree| 21 438 438 60.4
their notes and
exercises as well Agree 16 33.3 33.3 93.8
as always think o st |
supplementing m=trongly
poor salary agree 3 6.2 6.2 100.0
Total 48 100.0 | 100.0
| lack initiative  |Strongly
isagree
of poor
recognition from |pisagree 12 25.0 | 25.0 45.8
students, my
employer, my co-Agree 21 43.8 43.8 89.6
workers and
society as a whol Strongly 5 104 104 | 100.0

agree
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| am not Strongly
_ _ 12 25.0 25.0 25.0 2.35| 1.000
concerned with |disagree
performance sinCpjsagree | 13 271 | 271 52.1
my employeris ',o e 17 354 @ 354 | 875
not concerned
_ Strongly
with me 6 125 125 100.0
agree
The relationship |Strongly
, , 8 16.7 16.7 16.7 2.44 .848
with my head of |disagree
school makes mep;
Disagree | 14 | 202 | 292 | 458
feel
unaccountable fo Agree 23 47.9 47.9 93.8
students’ Strongly
_ 3 6.2 6.2 100.0
achievement agree
Total 48 100.0 | 100.0
Absence of Strongly
, , 3 6.2 6.2 6.2 2.71 T71
overtime, disagree
transport, housin(pisagree | 14 29.2 | 29.2 35.4
allowances and |, 25 521 | 521 | 875
appropriate gifts
Strongly
for the good work 6 12.5 12.5 100.0
_ |agree
affect my teachin
Total 48 100.0 | 100.0
Delay and Strongly
disagree
of leave allowanc
make me notto |pisagree| 12 25.0 | 25.0 33.3
seek better ways
of teaching and |Agree 26 54.2 54.2 87.5
learnin
J stongly | g 125 | 125 | 100.0
agree
Total 48 | 100.0 | 100.0
Inadequate Strongly
equipment for my 9
work, make me |pisagree 8 16.7 | 16.7 22.9
dislike teaching
profession Agree 30 62.5 62.5 85.4
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Strongly

7 14.6 14.6 100.0
agree
Total 48 100.0 | 100.0
| am discontentec¢Disagree 8 16.7 16.7 16.7 3.15 .684
with physical Agree 25 52.1 52.1 68.8

conditions of my |Strongly 15 312 | 312 100.0

class room(s) an(2dree
) Total
staff office
48 100.0 | 100.0
| am discouragedDisagree 4 8.3 8.3 8.3 3.21 582
by the curriculum
Agree 30 62.5 62.5 70.8
Strongly
14 29.2 29.2 100.0
agree
Total 48 100.0 | 100.0

Source: Field Research Data, (2013)

Question number one from Table 4.8 shows thabresgnts disagreed that they are
unable to prepare schemes of work and lesson plang which are caused by poor
motivation they receive 18 (37.5%) compared to 35.4%) who agreed suggesting
that teachers prepare both schemes of work andngdans. Teachers agreed that
they are unable to accomplish duties assignedetm thy the head of the school as a
result of small income 22(45.8%) compared to 12.02§ who disagreed. This

suggests that small income affects teachers’ duties

On gquestion number three respondents disagreedhéwtare unable to supervise
students closely and regularly mark their notes exercises as well always they
think of supplementing their salaries 21 (43.8%pared to 16 (33.3%) who agreed

suggesting that teachers supervise their studésgslg. In addition teachers agreed
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that they lack initiative spirits as a result afop recognition from students, their
employer and their co-workers and the society adale 21 (43.8%) compared to
12 (25.0%) who disagreed. This suggests that tesclazk initiative spirits.

Moreover, respondents agreed that they are notecoed with performance since
their employer is not concerned with them 17 (35.4%mpared to 13 (27.1%) who

disagreed. This suggests that teachers are noeécmttwith students’ performance.

Additionally, teachers agreed that the relationshiih the head of the school make
them feel unaccountable for students, achievemeént(47.9%) compared to
14(29.2%) who disagreed suggesting that teachenes Iad relations with authority.
Further, teachers agreed that the absence of imettansport, housing allowances
and appropriate gifts for the good work affect theaching 25 (52.1%) compared to
14 (29.2%)) who agreed suggesting that teachershnatment is affected.
Respondents agreed that delay and sometime abskle@ye allowance make them
not seek better ways of teaching and learning. Shiggests that teachers are not

improving their methodologies of teaching.

Respondent agreed that inadequate materials goregut for their work make them
dislike teaching profession 30 (62.5%) compared 8to(16.7%) who agreed
suggesting that teachers hate teaching. Additipn&dlachers agreed that they are
discontented with physical conditions of classrooamsl staff office 25 (52.1%)
compared to 8 (16.7%) who disagreed suggestinge¢hahers are discouraged with
teaching environment. Finally respondents agreatl ttrey are discouraged by the
curriculum 30(62.5%) compared to 4(8.3%) who disadr This suggests that

teachers’ creativity is falling down.
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4.2.2 Discussion of the Study Findings

The general objective of the study was to investighe impact of motivation on
commitment for public secondary schools in Dar eda&@n using the case of
Kinondoni District. The study attempted to addriEss specific objectives namely;
identifying the motivation strategies to teachefpublic secondary schools in Dar
es Salaam; assessing factors influencing commitnanteachers for public
secondary schools in Dar es Salaam; analyzing trgribution of motivation
strategies to public secondary school teachers’nuitment in Dar es Salaam and
finally suggesting ways of improving motivationdlategies for public secondary

school teachers’ commitment in Dar es Salaam.

The study specific objective omas intended to identify the motivation stratedm®s

teachers of public secondary schools in Dar esaBSal#&indings indicated that the
only motivation strategy given to teachers of putdecondary schools in Dar es
Salaam is money which according to the respondemtaid to them inadequately as
salary. It also found that teachers are not consttlen matters of transport, housing,

bonuses and profit sharing schemes.

The study specific objective tvaimed at assessing factors influencing commitment
of teachers for public secondary schools in DaGalsam. The study showed that
both financial and non-financial motivation are mnésctors which can influence
commitment of teachers for public secondary schoolBar es Salaam. However,
financial rewards studied in this study includethsaand wages, bonuses, profit
sharing scheme, honorarium, overtime, pensionutysand allowances. Armstrong,

(2006) identifies that money in the form of paysome other sort of remuneration, is
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the most obvious extrinsic reward. Money provides ¢arrot that most people want.
Because it acquires significant motivating powarif@comes to symbolize so many

intangible goals.

It acts as symbol in different ways for differeréople, and for some person at
different times. Hence, if a fair monetary rewascadjusted to employee their basic
needs are accessible and their level of commitnvefit rise. These motivate
employees leading to high commitment and high perémce. According to Maslow
cited in (Griffin, 2004) monetary rewards in forni cash payments have got an
upper hand influencing organizational commitmenteafiployees since they can
afford catering for their basic needs. Financiabarls according to (Armstrong,
2009) must be provided in relation to competenoefrdution, and skill or service

grade.

They may also include employee benefits expregssedonetary terms like sick pay,
insurance, company cars and other “perks”. Theypr@®a elements of remuneration
additional to the various forms of cash pay. Mkom{2012) empirically found that
teachers salaries in Tanzania are still disappahtilow in which an average, a
secondary school teacher gets less than US Dd@ipér month. It should be noted
that studies have consistently demonstrated that pay is the most frustrating

factor for teachers in Tanzania (Bennel and Mukgiai2005).

The study specific objective thregas meant to analyze the contribution of

motivation strategies to public secondary schoe&chers’ commitment in Dar es
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Salaam. Pearson product moment correlation inaekcated an insignificant
correlation between financial rewards and job comrant of the said teachers. This
implies that teachers’ commitment was not greaffgcéed by financial rewards.
They could carry on with work with minor financiaéwards.The study specific
objective fourintended to suggest ways of improving motivatiostahtegies for

public secondary school teachers’ commitment in &aBalaam.

Respondents suggested in order to improve motalictrategies for public
secondary school teachers’ commitment other siesesgich as recognition, praise,
responsibility, promotion, accommodation, medical $elf and family, transport,
leave of absence and hardship allowance shouldsuedd to them. Person product
moment Correlation Index indicated that, there psitive correlation between non
— financial rewards and job commitment of the teashThe findings are supported
by (Braton and Jeffrey, 1988) that non-financialvaeds tend to attract highly
gualified and competent personnel who are too cdtadchito the achievement of
organizational goals. In conclusion of the abote researcher concludes that
monetary rewards insignificantly affected teachgm®d commitment in Dar es

Salaam.

In addition, the findings were also in direct agneat with (Mkumbo, 2002) in his
study about Teachers’ Commitment to, and Experiericéhe Teaching Profession
in Tanzania: Findings of Focus Group Research jxnregion in Tanzania who
established that teachers are rewarded non — fadBndhrough things like

recognition, assigning them responsibilities, tynptomotion, regular in — service

teachers’ continuous development programmes, inpgoteachers’ professional
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practice. According to (Armstrong, 2009:744) tatkion the role of non-financial

rewards in enhancing employees’ commitment andpadnce on the job observed
that “essentially the notion of total reward sakattthere is more to rewarding
people then throwing money at them. Non-finanaatards can make workers more
comfortable on the job. It encourages them to dmuie extra effort by developing a

deal that addresses a broad of issues.

Armstrong (2009) adds that creating a fun, challepgand empowered work
environment in which individuals are able to useirtiabilities to do meaningful jobs
for which they are shown appreciation is likelyo® a more certain way to enhance
motivation, commitment and performance. Herzledrgl cited in (Armstrong, 2006)
supports the study finding that absence of effecteward strategy that considers
hygiene factors, such as working conditions or tality of management can
influence teachers’ commitment. The researcheretbsx concludes that non —
financial rewards positively affects with teachgmb commitment in public

secondary schools in Dar es Salaam.
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CHAPTER FIVE

5.0 CONCLUSION AND RECOMMENDATIONS

5.1 Introduction
This chapter presents the main conclusion and remndations of the study. The
study starts with a conclusion, followed by recomnsions and finally the

suggestions for further research.

5.2 Conclusion

The general objective of this study was to inveggghe impact of of motivation on
commitment of teachers of public secondary schooBar es Salaam, The case of
Kinondoni District. A sample of five public secomgachools in Kinondoni District
was randomly selected to represent the entire ptipnl The study was mainly
gualitative with some aspects of quantitative apphoand data were analysed using
frequencies and descriptive analysis which wersered in tables. A total of 48
teachers were made respondents through questiearaaid interviews while 5 heads
of schools and 1 education officer in Kinondoni tict in Dar es Salaam region

were interviewed.

The findings revealed that most public secondahpals teachers in Dar Es Salaam
receive only salary as a motivation strategy. Basethe significant findings in this
study, it concluded that motivation plays a pot@ntole in enhancing commitment
of teachers to teaching. Thus, teachers would tikech of their efforts to be

recognized, acknowledged, appreciated and full @msgted. This can be done by
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improving their financial rewards such teacherslasas which many have
complained to be very small, paying them overtimedxtra work, bonus, pension,
gratuity, honorarium allowances and consideringingivteachers non —monetary
rewards such as recognition, praise, responsipiliiypmotion, accommodation,
medical for self and family, transport, leave allowe and hardship allowance. Such

rewards can invigilate and encourage teachers’ doment.

5.3 Recommendations

Based on the findings of this study it has beereoniesl that lack of motivation
strategies to teachers in Dar es Salaam has greatth teachers commitment. The
findings has indicated that most public schoolgliees in Dar es Salaam desired to
be motivated by improving motivation strategiesenttihan salaries which is the only
motivation strategy. It is therefore recommendeat tieachers’ salaries and wages
need to be improved in order to improve their Cotnment to teaching in Dar es

Salam region.

In addition to that, in order to influence commitmmef Public secondary schools
teachers’ in Dar es Salaam region the employerlghiingt identify the needs of
teachers through the Tanzania education and entbera so that to ensure that
teachers Dar es Salaam are properly motivated au® no be committed. Thus, the
question of other financial rewards such as bohasprarium, pension, gratuity and
allowances are recommended so as improve commitwiettachers in Dar es
salaam. Nevertheless, since this study concentatdtie impact of motivation for

public secondary school teachers, it is recommentat Ministry concern with
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education, policy makers and the education offiders all levels now start to
consider the application of both financial and rforancial factors of motivation
such as building houses for teachers, provide &Fachith the means of transport or
transport allowances, health allowances to teactedstheir families and consider
the issue of timely promotion and timely leave amces by reducing unnecessary

bureaucratic procedures.

Finally it is recommended that there is a needrfgaroving of teachers’ professional
practice; need to revive in — service teachers’tinopus programmes. At the
moment these are rare and sporadically provideti Vittle effect in improving

teachers’ professionalism (Mkumbo, 2012).There khalso be regular training
programmes for school leadership because studies aBso revealed that many
teachers in many schools are disappointed withr tisehool administration
(Mkumbo,2011), whose issues all together tendsddeetheir teaching commitment

and morale.

5.4 Areas for Further Studies

This study concentrated on the impact of motivatoncommitment of teachers in
public secondary schools in Dar es Salaam: The st@aghy of Kinondoni District.
Although the study was primarily based on finaneiadl non-financial rewards, there
are many other variables like leadership styleprapal mechanism, retention and
communication which affect the level of teacheremmitment that need to be

researched on by future researchers.
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APPENDICES

Appendix |: Questionnaires

Dear Madam/ Sir,

| am currently pursuing my masters in Business Austriation at the Open
University of Tanzania. As part of my studies, | daing a research titled “Impact of
motivation on commitment of teachers in public Setary Schools in Dar Es
Salaam, a case study of Kinondoni District”. | huynkequest you to complete this
brief questionnaire so as to facilitate researdh.imformation will be treated with
strict confidentiality and shall only be used foe tpurpose of this academic research.
Your participation in this research will be higldppreciated.

Please tick where appropriaté (

PART A: BACK GROUND INFORMATION

1.0 Gender

Male Female

2.0 Age Group

18-22 | 22-26 26-30 30-34 | 34-38 | 48-42 | 42-46 | 46-50 | 50 and
Years | Years Years years | years |years |years |years | above

3.0 Work Experience

1-5 Years| 5-9 9- 13|13-17|17-21 | 21-25 25-29 29 and
Years | Years | Years|years |years years | above
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Your Highest Academic Qualifications

Licensed Teacher Diploma

Undergraduate degree

Postgraduate Degre

PART B: TEACHERS’ MOTIVATION
Please rate the words at your work as they appjpto

B1l: FINANCIAL REWARDS

NO | Descriptions Strongly Disagree | Agree Strongly
disagree
agree
1 | get my salary on time
2 A receive a good salary
3 The salary | receive tallies with
my qualifications
4 | am happy with the salary
structure
5 | get a salary increment every
year
6 | always receive bonus from my
employer
7 | share the profits generated from
the school projects
8 Projects held in school are useful
towards uplifting my welfare
9 | am paid for extra time worked

[¢2)
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10 | I receive leave allowances yearly
before 1 go on leave
11 | I am paid accommodation
allowance every month
12 | I am paid transport allowance
every Month
13 | | get medical allowance from
school whenever | am sick
B2: NON-FINANCIAL REWARDS
NO | Descriptions Strongly | Disagree | Agreg Strong
disagree y agree
1 Good work at school is always
appreciated.
2 | work in good physical
conditions at School
3 My employer recognizes the
good work | do
4 My head of school organizes
appropriate gifts for the good
work | do
5 My presence is recognized by the
head of the school and my
employer
6 | expect a promotion at
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appropriate time

7 Extra responsibilities | hold at
school are appreciated by my
employer

8 My employer attends to my
social and professional problems

9 The school provides me with a
house near it

10 | The school provides me with
means of transport to and from
school every day

11 | I get leave whenever | have a

serious problem

PART C: TEACHERS' COMMITMENT TO TEACHING

NO | Descriptions Strongly| Disagree | Agree Strongly
disagree agree
1 | am part and parcel of my
school
2 | do everything at school whole
heartedly
3 | am always at school
4 | seek permission before

absence from school
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5 | cooperate with the head of
school

6 | cooperate with other members
of staff at my school

7 | give reports on time for
assignment given to me at
School

8 | do work excitedly irrespective
of compensation

9 | accept duties assigned to me
whole heartedly

10 | | prepare both schemes of work
and lesson plans in time

11 | I always attend to my students
when they need help

12 | | prepare lesson notes in time

13 | I cover the syllabus in time

14 | I closely supervise students and
regularly mark notes of my
students

15 | | am serious on responsibilities

assigned to me

16

| am concerned with students




76

performance

17 | 1 work with minimal supervisior]

from the head of school

18 | | attend staff meeting

PART D: TEACHERS' ON RELATIONSHIP BETWEEN MOTIVATIO N

AND COMMITIMENT TO TEACHING

NO | Descriptions StronglyDisagre: | Agree| Strongly
disagree agree
| am unable to prepare schemes |of

work and lesson plans all of which
are caused by poor motivation |

receive

| am unable to accomplish duties
assigned to me by the head of the

school as a result of small income.

Unable to supervise students

closely and regularly mark their
notes and exercises as well as
always think of supplementing my

poor salary.

| lack initiative spirits as a result of
poor recognition from students, my
employer, my co-workers and

society as a whole
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| am not concerned with
performance since my employer i

not concerned with my life.

The relationship with my head of
school makes me feel
unaccountable for students’

achievement

Absence of overtime, transport arn
housing allowances, and
appropriate gift for the good work

affect my teaching

d

Delay and sometime absence of
leave allowance make me to see
better ways of teaching and

learning

Inadequate material or equipment
for my work, make me dislike

teaching profession

10

| am discontented with physical
conditions of my class room (s) al

staff office.

nd

11

| discouraged by the curriculum
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