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ABSTRACT

The purpose of this research work is to study How Non financial incentives are

engaged to teachers, that is to examine to what extent non financial incentives are

utilized in relation to the teacher’s motivation. Also the study aimed to determine

whether non financial incentives contribute to teacher’s motivation and determine the

types of non financial incentives that will motivate teachers.

Incentives are any means that make an employee desire to better, try harder an

expend more energy. Despite the facts that Zanzibar government put more effort on

providing a good financial incentives to teachers but the turnover rate in Public

secondary school tend to increase and the reason why this study is carried out is to

look on the other side of non financial incentive in relation to teachers motivation.

Non financial incentives include career development and Professional growth,

participation in decision making, recognition and respect, effective supervision and

effective communication, generally are the kinds of incentives that do not require

direct payments of cash.

To realize the objectives of the study, the study was conducted at Public Secondary

School in Zanzibar Unguja urban district where four secondary school selected for

the study and about 70 respondents were involved as study sample.

According to the results of the study most of the teachers accept that non financial

incentives had great contribution towards motivation, also the results shows that the

level of employment of non financial incentives in most public secondary school was

inadequate.

The study suggests that the non financial incentives have a great value to such an

extent it can be concluded that non financial incentives have potential positive

contribution to teachers motivation.
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CHAPTER ONE

1.1 Introduction and Background Information

Management of resources is very crucial to every work organization. Of all resources

that companies and work organization are keen to observe, Human resource (HR)

ranks the first. It is human being that lead to the existence of organization and thus

unlike other resources , its management is extra demanding. Cole (2002) states that,

people are the greatest single asset available to an enterprise. In fact, an organization

is people. This assertion implies that without people work organization cannot exist

because it is human resource that makes the realization of work organization’s goals

by putting other resources such as machines, materials, land, and finance, into best

effect (ibid).

In an educational organization, HR includes the teaching staff, non-teaching staff and

the students.  Okumbe (1998) reveals that teachers are the most important resource in

any country since an efficient human capital development depends on the quality and

effectiveness of teachers. In addition to that, it is now well recognized that without

good teachers, we cannot have a good education system, and without a good

education system no country can provide its citizen a quality life. UNESCO (2010).

In Tanzania the integral role that teachers play in providing quality education for

students has been recognized consistency in government. Ministry of Education

(1995-2001).   The main issue in Human resource management (HRM) in education

is that a good proportion of them enter the teaching profession with low morale.

However, educational managers are faced with an onerous task of ensuring that the

workers who are in their organizations, either by choice or default, are provided with

an environment which is professionally motivating and satisfying (Okumbe, 1998).

Professional managers have identified HRM as one of the major tasks facing the

management of any organization. This is because HRM takes a different dimension

and approach from the management of material resources. It includes activities
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undertaken to attract, develop and maintain an effective workforce within an

organization (Daft, 2000).

Therefore, incentive is one of the most crucial issues involved in HRM, it can be

financial or non-financial. Incentives package employed to employees are among the

factors that need to be observed in ensuring motivation hence the efficient

performance as well as retention of this workforce. So how incentive package is

structured and employed will have a major impact on the employees’ performance

(Armstrong, 2003). Good human resource determines performance and motivation.

In other words tools and techniques applied as part of HRM also function as non

financial incentive to strengthen motivation.

Behavioral scientists however admit that the question of what motivates workers to

perform effectively is not an easy one to answer (Armstrong, 2003). The link

between motivation theory and the practice of management is crucial to

management’s success. Introducing an effective incentive system can help

educational managers to recruit and retain valuable staff, reward performance and

productivity, and get the most out of teachers that reflects efficient performance of

school.  According to Amstrong, (2003) managers need to know their employees and

fine tune the incentives they offer to their needs because different people react to

different incentives in different ways. This means that people differ in personality,

abilities, values and needs. These differences manifest themselves in different desires

and reactions. The challenge to management therefore, is to choose the appropriate

incentives to maintain improved performance.

Additionally, teacher incentives are critical, but not the only factor in teacher

motivation. It constitutes both a formal and a social recognition of their

work.(UNESCO, 2007).Teacher motivation has become an important issue given

their responsibility to impart knowledge and skills to learners. It is argued that

satisfied teachers are generally more productive and can influence students’

achievement (Mertler, 1998).
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According to Shan (2001) teacher satisfaction has been shown to be a predictor of

teacher retention, determinant of teacher commitment and in turn a contributor to

school effectiveness. This implies that job satisfaction is important for secondary

school teachers, their employers and student at large. Ngirwa, (2005) states that a

motivated employee willingly tries hard to contribute his or her best performance

towards accomplishing his or her work.

However, poor incentive system may have adverse consequences such as difficulties

of teacher placement, teacher retention and high rates of teachers’ absenteeism, and

attrition, poor time keeping, inappropriate pedagogy, low students’ performance and

an increasing number of teachers’ disciplinary problems which are symptoms of poor

motivation resulted from poor HRM.

This in turn affects teacher motivation and the quality of education in the country.

Oluoch, (2006) reveals that if teachers are not paid, they will not teach regularly or

will leave the profession; thus, if compensation is irregular, or frequently withheld,

teacher motivation may be affected.

Teacher incentives when considered boost up the working morale of teachers. The

main objective is to create a situation in which teachers can like their jobs and

willingly contribute their efforts towards high school performance. Bentley (1996)

presents that, helping your people to be motivated to high levels of performance you

need to be able to help them to tap into their own inner force. In fact, this is a point

of goal congruence.

1.2 Statement of the Problem

Zanzibar faces human resource crisis in education sector and one among the

challenge is low teachers motivation. The shortage of teachers in Zanzibar is most

acute in both primary and Secondary schools; however the situation is worse in the

field of science and mathematics. (Educational International, 2012).
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Although the Zanzibar government put more effort on providing different incentive

and motivational schemes, for the purpose of winning teachers, working morale and

motivation, however, the problem of job dissatisfaction as well as low motivation is

still found among teachers (Oluoch, 2006).

The government still making more effort in terms of financial incentive  by providing

different  high  salary package to teachers and increase salary from time to time and

create conducive working conditions  for the purpose of  improving teachers

motivation,  However the rate of teachers’ turnover  in secondary schools in

Zanzibar, are still persist teachers are moving from public to private schools   and to

other decide to change teachers profession and join other organizations, this implying

that teachers are dissatisfied despite those efforts made. (Refer Table 1).

Table 1.1: % Annual Teacher Attrition in Zanzibar Secondary Schools

Attribute to Retirement, Death and Resignation

Country Retirement Death Resignation

Zanzibar 10 8 28

Source: UNESCO,2010

Data from the Table 1.1 indicates that resignation contributes 28% of total teacher

attrition, followed by retirement by 10% and death by 8%.The main causes

resignation is change of employment (turnover).

According to the information obtained above, indicates that teachers’ termination

from the profession is beyond financial incentives. But the question is, what are those

non-financial incentives contributes and not contributes to teachers’ motivation? Are

educational managers aware of those? Do they employ in their day to day activities

to motivate teachers?

Therefore, this study intends to examine the mentioned aspects.



5

1.3 General Objective of the Study

The general objective of this study is to examine how non-financial incentives are

utilized to teacher’s Public Secondary schools in Zanzibar and the extent to which

affects their motivation in achieving educational goals.

1.4 Specific Objectives

Specifically, the study aims at:

(i) Assessing how non –financial incentives are employed to motivate teachers;

(ii) Examining the contribution of  non- financial incentives  in motivating

teachers;

(iii) Determining types of non-financial incentives that will motivate teachers.

1.5 Research Questions

(i) Which non financial incentives are employed to motivate teachers?

(ii) What are the contribution of non – financial incentives to teachers

motivation

(iii) How career and Professional development programs are designed and

implemented by school heads?

(iv) How teachers are involved in decision making on matters related to

their profession?

(v) Which non-financial incentives should be employed to motivate

teachers?

1.6 Significance of the Study

This study is aimed at assessing the importance of non-financial incentives on

teachers’ motivation in public Secondary school. By so doing, the findings of this

study will be significant due to the fact that:-

Firstly, knowledge generated is expected to benefit educational managers on the

importance of motivating teachers and how to enhance it.
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Secondly, the study findings will provide insight to the Policy makers, education

managers and the Ministry of Education and Vocational Training officials in

Zanzibar on the causes of poor teachers’ motivation based on non financial

incentives and therefore come up with effective and more practical non

compensation motivation scheme.

Thirdly, results from the findings will make a modest contribution to the existing

literature of HRM related to the non financial incentives program since the field of

HRM in Tanzania faces a shortage of locally published literature, as it is still in its

infancy.

Lastly, the study will be the source of information for different researcher who

wishes to go for further research studies concerning compensation and motivation

components in relation to education in Zanzibar.

1.7 Limitation of the Study

The anticipated problems for the study are:

(i) Time

The research process was required to be completed within defined time

frame. The required data of the research may require studying large sample.

Due to limited time, the researcher forced to align to the given time.

(ii) Delay in filling questionnaires by teachers were the other problem in the

course of this study.

Delimitation of the Study

The following was done so as to overcome the above mentioned limitation:-

(i) Time

The use of sample and not whole population was used to overcome this

limitation. The study was confined to only four selected Public Secondary
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School in Zanzibar, at Unguja urban district by assessing the contribution of

non financial incentives to teacher’s motivation.

(ii) Delay of filling questionnaires

By submitting questionnaires as early as possible to the concerned people and

frequent remainder by telephone was done to overcome this problem.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter is intended to review the various existing literatures of the problem

understudy.  It covers Theoretical review, Empirical and Conceptual model.

2.2 Theoretical Framework

2.2.1 Definition of Key Terms and Concepts

The following terms and concepts that will be frequently used in the study are

defined in order to provide common understand.

2.2.2 Motivation

The term motivation is derived from the word ``motive`` which means a reason for

action (Atkinson, 1994).

Motivation is defined as a psychological process that gives behavior purpose and

direction or a predisposition to behave in a purposive manner to achieve specific,

unmet needs or an internal drive to satisfy an unsatisfied need and will to achieve set

objectives (Ravishanker and Mishra, 2002).

According to Mullins (2006) motivation can be described as the direction and

persistence of action.  It is concerned with why people choose a particular course

action in preference to others and why they continue with the chosen course of action

over a long period of time and in the face of difficulties and problems.”

Motivation is an internal driving force which results in persistent behavior directed

towards a particular goal. Thus people who are motivated are driven by a desire to

achieve the goal as having value to them (Pattanyak, 2006). Numerous official

documents over the last decanted or so have also increasingly drawn attention to the

fragility of teacher motivation in the country. For example the report in the education
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sector towards 2000 noted that since 1962, the different schemes of service for

teachers have no reflected due to recognition of the heavy demands of society upon

teachers nor the crucial contribution of the letter in molding the future citizens of

society.

According to Steer and Porters (1997) Motivation in work is often described as being

intrinsic or extrinsic in nature and therefore it is possible to argued that the variable

affecting motivation have intrinsic and extrinsic motivational effects. (ibid)Factors

affecting motivation in organization setting can be classified into three levels:

Individual characters:

(i) Interest People have different interest and preference in terms of how for

instance to be recognized at work they do others are satisfied only with

recognition letter.

(ii) Needs for example security, social, achievement etc.

Job characters level:

(i) Degree of autonomy it involve assigning the challenging duties, give more

responsibility

(ii) Amount of direct performance feedback

(iii) Degree of variety in task

Work environment characters

(i) Immediate work environment such as leadership style, group interaction team

based

(ii) Peers cooperation

(iii) Effective supervision

(iv) Organization action

(v) Reward practices

(vi) System wide reward

(vii) Individual reward
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(viii) Organization climate

2.2.3 Teachers’ Motivation

It is the process whereby education stakeholders undertake to inspire as well as

encourage teachers to take correct action in facilitating appropriate and relevant

education to pupils by providing them with the required quality and quantity of

education within the specified time and place. It is the process of stimulating teachers

in order to improve school performance.

2.2.4 Incentives

Incentive as a plan or program to motivate individuals for good performance.  Such a

plan includes both financial incentives and non- financial incentives. Pattanyak

(2005), these are compensation items which are not mandatory (they are optional) for

an employer to offer to his employees. They can simply be termed as encouragement

or motivation of what employees are doing.

According to Armstong (2003) Incentive is any factor (financial or non-financial)

that enables or motivates a particular course of action, or counts as a reason for

preferring one choice to the alternatives.

Incentives are compensation items which are not mandatory (they are optional) for

an employer to offer to his employees. These can simply termed as encouragement or

motivation of what employees are doing. Braton and Gold (2003). (Cascio, 2005).

Incentives are very necessary for individual decision making and competition within

a large institution structure Incentives are positively related to morally building

towards the work one is doing and hence help to create job satisfaction which is a

greatest component of employee performance.

Firth and Mellow (2004) classified incentives into two, that is financial incentives

(extrinsic motivation) non financial incentives (intrinsic motivation) relating to

certain goals and are used to get employees to focus on the organizational goals and

how they can achieve them.
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2.2.5 Financial Incentive

Means, incentives that encourage and energies employees to work harder and better

in the future by offering the opportunity, to earn financial rewards (Armstrong, 2003)

According to Cascio (2005) financial incentive are monetary reward, is the most

recognized. It involves direct and indirect incentive.

Direct incentive system is a financial payment made at or near the time work is

performed. These include wages, salaries, travel, meal and housing allowance,

commissions, bonuses, etc.

The second group of financial incentive which is the indirect compensation includes

public protection programe, bonus, insurance, paid leaves and miscellaneous

benefits.

2.2.6 Non Financial Incentive

Means, objects which do not affect employees in monetary terms but institute them

for higher performance by making life in the job more attractive. These incentives

includes, interesting and challenging job, recognition, status, opportunity for personal

growth and motivational environment.(Pattanayak, 2005).

It is an intrinsic incentive simply known as non-monetary reward. It is made of: job

security, status symbol, social rewards and task/self rewards.

Employee benefits are one type of non-monetary compensation and are intended to

improve the quality of work life in an organization’s labor force (Sherman and

Bahlander, 1992).

Intrinsic incentives are internal awards workers give themselves such as self esteem

which is a sense of accomplishment and the feeling of growth or development of

special skills and talents. At the same time employees perform well in their tasks so

that the management will not hesitate to reward them. Therefore, they can influence
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the employee positively in the sense that they increase the employee’s financial

position, purchasing power, a better life and the job looks highly attractive (Firth and

Mellow, 2004). The negative aspect causes the employee’s low moral, performance,

focus, direction and the job itself becomes extremely reutilized and unpleasant (ibid).

In Non-financial incentives we look at factors such as opportunities for professional

and personal development, decision making, communication, as well as participation.

How are employees treated and managed? Are they treated with respect? Is there a

high degree of trust? Is there scope to enjoy doing your job or do you just cope with

the negative atmosphere because you need the money? Incentive shows employees

how much they are appreciated and worth. Cascio (2005)   pointed out that incentive

motivates employee to strive for higher level of productivity. Therefore, non-

financial incentive programs can be developed and implemented to motivate high

performance teachers.

2.2.7 Teachers’ Work Performance

It refers to how teachers perform their jobs that is how teachers carry out their duties

of teaching and evaluating students.

In this respect, teacher performance connotes the teachers ‘role of teaching students

in class and outside the class. The key aspects of teaching involve the use of

instructional materials, teaching methods, regular assessment of students, making

lesson plans, assessment of pupils, conduct of fieldwork, teachers‘participation in

sports, attending school assembly and guidance and counseling. Therefore, teacher

job performance is the teacher‘s ability to integrate the experience, teaching methods,

instructional materials, knowledge and skills in delivering subject matter to students

in and outside the classroom.

Educational managers: Includes district education officer (DEO) and his or her

assistants, educational officer from Ministry of Education and Vocational training,

and school heads (head masters/mistress) found at school level.



13

School human resources include teaching and non-teaching staff. School’s

performance in a particular depends on the type of teachers the school has, their

experience, professional qualifications, and their commitment to work (Mosha, 2000;

Babyegeya, 2002; Carnoy, 2006). As such, government and educational managers

must pay attention to a number of factors that affects teachers’ motivation.

Teacher incentive is a critical, but the only factor in teacher motivation; it constitutes

both a formal and a social recognition of their work. If incentive is irregular, or

frequently withheld, teacher motivation may be affected. Therefore, an established

teacher incentive system helps to stabilize the education system and decreases

teacher absenteeism and turn over.

2.2.8 Career and Professional staff development

Prasad (2005) Career development has long term orientation covering the entire work

life of individual; employee development has immediate and intermediate term

orientation. For successful and effective career development should be compatible

with individual competencies

Teacher Professional Development can be defined differently based on educational

traditions and contexts. In education systems where teacher education programs are

well established, Teacher Professional Development is described as a process

embracing all activities that enhance professional career growth (Rogan & Grayson

2004; Tecle 2006).

Komba and Nkumbi (2008) In other less advantaged countries teacher Professional

Development is defined as process of improving both the teachers academic standing

as well as acquire greater competence and efficiently discharging his/her professional

obligation in and outside the classroom. This view seems to fit the Tanzanian

context. Teachers professional development may take the form of planned and the

schedule, short term training program and seminars that aimed at meeting various

professional needs of the teaching force. Anangisiye (2005) reveals that for  teacher

professional development to continue functioning efficiently and productively and
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contribute meaningfully towards quality education they must given training

opportunities to keep them up to date and hence be able to face new professional,

academic and global society change.

According to Bush and middlewood (2005), professional development can be a

powerful motivational force even in circumstances where all the usual factors likely

to motivate staff appear to be absent. While elaborating on the importance of

professional development, they state that:

Effective teachers are also effective learners and there is evidence that learning has a

direct influence on the learning of the people for whom the school or college actually

exists, i.e. the pupils or students. If students are surrounded and supported by adults

who are clearly committed to and enthusiastic about their own learning, much of this

will ‘rub off’ on pupils and students. … There is evidence that when adult share and

cooperate, students do the same. (Bush and Middlewood, 2005:175-176).

Effective professional development provides on-going support over a long period of

time and enables teachers to try out new ideas and then refine them. It is more

effective in making permanent changes in practice when all teachers within a team in

a school undertake professional development together, and work together to

implement the changes (Ministry of Education of New Zealand, in Alphonce, 2000).

Furthermore, professional development can be regarded as a vital dimension in

improving teachers’ professional skills and capabilities. It is an essential part of life-

long learning and it is likely to be beneficial to schools for two reasons (Bush and

Middlewood, 2005).

First, effective professional development is likely to improve motivation which, in

turn, provides the basis for teachers’ retention and at least the potential for enhanced

performance.
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Secondly, it also makes a direct contribution to performance development in two

ways:

(i) In developing and extending teachers’ knowledge and skills, it provides the

essential underpinning for improved classroom performance.

(ii) In developing teachers’ confidence and motivation, it provides the

opportunity to innovate and ‘transform’ their professional work.

On top of that, Herbison (cited in Alphonce, 2000) sees teachers’ professional

development to be:

(i) One of the means of establishing both systematic and practitioner

commitment to continuing teacher education.

(ii) A basis for collaboration and, by the same token, the value of collaboration

could underpin the program. In this regard, the collaborative process is

viewed by Cardno (cited in Alphonce, 2000) as a means of achieving real

meaningful staff participation in managing the school and contributing to the

learning, growth and development of staff.

In general terms teacher professional development provides opportunities for

teachers to explore new roles, develop new instructional techniques, refine their

practice and broaden themselves both as educators and as individuals (Komba and

Nkumbi, 2008).

There are several approaches that can be used for professional staff development.

According to Alphonce (2000), these can include the following: firstly, is school-

based professional development that can include; internal professional development

where an expert teacher within a school works with other teachers, inter-school

professional development where the provider teacher comes from another school as

well as external adviser works with teachers within a school.
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Secondly, are courses, workshops and conferences, which can be attended by a group

of teachers who then work together within a school to implement changes, or which

are attended by a single teacher who then works with colleagues.

Teacher’s motivation is the most important of all factors. A teacher’s intrinsic drive

towards self improvement cannot be matched with any amount of pressure from the

educational managers. Komba and Nkumbi (2008) lament that “for real Teacher

Professional Development, the teacher herself/himself has to perceive it positively.”

The teacher has to see and accept the need to grow professionally. A teacher who

perceives professional development positively is eager to attain new knowledge,

skills, attitudes, values, and dispositions. Within such dispositions there is pride, self

– esteem, team spirit, commitment, drive, adventure, creativity, and vision. All these

attributes have to be owned by the teacher (Mosha 2006).

Education managers are very important in capacitating the school management. They

have to interpret and monitor the implementation of educational policies at their

levels of administration (URT 1995). They have to plan and develop teachers and to

guide, direct, and advice the School Management on Teacher Professional

Development. Thus, the school head and the school management are the best

position to develop the overall professional development needs of their school, as

they know the needed skills of their teaching force.

2.2.9 Teachers participation

There are various conceptions of participation. In course of this study it can be

viewed as a process whereby members of an institution are given opportunity to

arrive at a consensus in relation to their needs (Evarard, et. al, 2004). Daft (2000)

underscores that participation can become an important motivating factor and help

develop a higher degree of cooperation.

The emphasis that is given to subordinate participation can partly be explained by the

democratic traditions of political systems. In organization people frequently feel

more inclined to accept decisions that they helped to make. They like to exercise

control over matters that affect their personal and organizational interests.
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According to Ssennyonga (2006) participation has the following advantages:

(i) Check and balance against the top most administrative structure. Through

participation bias of the most influential people in an institution can be

neutralized. This can lead to attainment of beneficial quantitative and

qualitative results.

(ii) Combined integrated judgment. Such a judgment is enhanced by members of

an institution bringing together a wide range of experience, knowledge,

ability and personality characteristics.

(iii) Reduced work volume. In the course of participation a larger volume of work

can be taken by more people than individuals.

(iv) Priority setting since participation provides a forum for exchange of

priorities. Through participation, people can express their views and reduce

tension. People tend to know limitations of their mental set. Participation

provides a variety of options from which best ones can be instituted.

2.2.10 Levels of Participation in Decision-Making

The concept of decision-making should be central to any theory of administration.

The reason advanced being that people become organized in order to pursue a

common objective. In doing so, they have to coordinate their activities in a conscious

way and this distinguishes formal organizations from other kinds of social groupings.

(Ssennyonga , 2006).

Further more, Mboma (1997) reveals that decision – making as an administration

has a tendency to perpetuate itself; protect itself; from disruption and destruction, and

hence it is concerned with morale and satisfaction of its employees. However,

Liontos (2004), contend that teachers’  involvement in decision-making will create

ownership, commitment, and a sense of empowerment, as collaboration leads to new

roles and relationships, thus, increase job satisfaction to teachers.
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At its best, decision-making should promote equality and make the school a more

democratic workplace (Ssennyonga, 2006).

Moreover, decision-making will create new forms of leadership (Liontos, 2005). Not

only will teachers be brought into the process, but educational managers will devise

new strategies based on facilitation and trust rather than hierarchical authority.

Hoy and Miskel (2006) emphasize that decision making occurs in substantially the

same generalized form in all organizations. The whole process is cyclic in nature

beginning with the development of a decision strategy and moving through

implementation and appraisal of results.

The basic function of administration is to provide each subordinate with an internal

environment of decision so that his behavior is rational from both individual and

organizational perspectives. According to Hoy and Miskel (2006), an individual’s

decision is rational if it is consistent with its goals, objectives, and information.

Therefore, the organization must be constructed so that a decision that is rational for

the individual remains rational for the organization when reassessed from the

organization’s perspective. Teachers role in the decision making process is very

decisive. Educational managers, therefore, are supposed to delegate powers to

teachers so that they take part in decision-making.

2.3 Communication

Right communication plays an important role in organization. It is essential for

personal, business, and professional success of an organization. Evarard and his

colleagues’ (2004) discussion on motivation stress the importance of communication;

they states that "leadership is conditioned on language." Whereas Liontos (2004)

noted that effective school leaders in particular, are good at communicating and have

the aptitude and skills they need to interact well with others; they know how to

communicate.
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The ability to communicate and listen is a characteristic commonly used to describe

effective educational leaders. He adds some other skills for effective communicators

to include the following:

(i) Asking questions. This is an excellent way to initiate communication because

it shows other people that you're paying attention and interested in their

response. Liontos (2004) suggest the following: first, ask open-ended

questions; second, ask focused questions that aren't too broad; and third, ask

for additional details, examples, impressions.

(ii) Giving feedback. When giving feedback, it is useful to describe observed

behaviors, as well as the reactions they caused. One especially important kind

of feedback for administrators is letting staff members know how well they

are doing their jobs. Effective school leaders give plenty of timely positive

feedback. They give negative feedback privately, without anger or personal

attack, and they accept criticism without becoming defensive.

(iii) Paraphrasing. The real purpose of paraphrasing is not to clarify what the other

person actually meant, but to show what it meant to you. This may mean

restating the original statement in more specific terms, using an example, or

restating it in more general terms.

(iv) Perception checking. Is an effort to understand the feelings behind the words.

One method is simply to describe your impressions of another person's

feelings at a given time, avoiding any expression of approval or disapproval.

Thus, SHS can enhance interpersonal relationships with teachers and constituents

through effective communication in order to create a positive emotional climate,

which will lead to teachers’ motivation.

2.3.1 Effective Supervision:

It is defined as the comprehensive process of facilitating teachers’ professional

growth; quality teacher supervision enhances performance and instructional
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effectiveness of teachers there by increasing the probability of desired student

learning opportunities and results. it may appear in the form of self supervision, peer

supervision and administrative supervision.(Grand Island,2012)

Supervision play an important role in determining motivation , if there is no good

supervision and management employees tend to leave the organization. Luthans

(2008) argues that, it there are two dimension of supervision style that affect job

satisfaction. One is employee centeredness, which is measured by the degree to

which a supervisor takes a personal interest and cares about the employee.

It commonly is manifested in ways such as checking to see how well the employee is

doing providing advice and assistance to the individual, and communicating with the

associated on a personal as well as on official level. American employees generally

complain that their supervisor don’t  do a very good job on these dimension there is

considerable empirical evidence that one, of the major reasons employees give for

quitting a company is that their supervisor does not care about them (Robert,et

al.(1999).

According to Hazi and Glauz (1997) effective supervision has the following

advantages:

(i) It acts as a strong vehicle for focusing on curriculum staff development.

(ii) Enhance in teacher empowerment and the provision of teachers with practice.

(iii) It help on teachers self direction

2.3.2 Theories

According to Gupta (1990) suggests that “in order to motivate workers for

organization goal, managers must determine the motives or needs of workers and

provide an environment in which appropriate incentives are available for the

satisfaction of their needs” This increases efficiency and effectiveness because it

reduces absenteeism, turn over and labor un rest. Ivancevich & Mattersion (1999)

argues that a manager who seeks to discover individual goal is empowered with the

ability to motivate people.
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Furthermore, Megginson (in Ngirwa, 2005) explains that incentive has a motivation

role as it serves as a motivator to future initiative and effort. However, there are

many motivational factors influencing employee behavior, and it is impossible to

identify and isolate any variable as the specific stimulus to such behaviour. The

motivational role of incentive however is based upon the law of effect (ibid) . This

law states that employee behavior that appears to lead to reward tends to be repeated,

while behavior that appear lead to punishment tend not to be repeated.

Therefore in this study Human Relation Approach (HRA) theory and Motivation

theories will be discussed in detail so as to understand their connection with

incentives and teachers ’motivation.

2.3.3 Human relations approach (HRA) theory.

HRA theory was propounded by Elton Mayo and other Scholars in 1930s. HRA was

developed in reaction of the classical schools of thought to address human factors or

human side of administration which considered missing in the classical theory to

improve production (Mboma, 1997). The HRA seen aunthetical to classical which

proposed the adoption of monetary incentives (Galabawa, 2001).

The Hawthorne Experiment was the first intensive research on the human

behavioural effects on industrial context. It was conducted in the plant of Western

electrical Company, Hawthorne, Illinois, USA; between 1924 and 1938 (Mboma,

1997). Mayo and his Harvard University group in 1927 conducted about four

different experiments.

The study aimed at determining the effect of illumination and other conditions of

workers’ productivity. The outcome of this study made Mayo and his associates to

conclude that rest periods in between working hours, shortening working days and

varying incentives were, but not the only factors which affected workers

performance at work. The studies exhibited that social attitudes and relationships of

work groups contributed a lot to workers effectiveness. Understanding how

individuals and groups within an organization acts and reacts with each other in
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everyday situation is a key in helping administrators and managers become more

effective both in directing their own activities and directing activities of individuals

in an organization. Mboma (1997) when referring Hawthorne studies revealed that

material incentives are far less effective than originally supposed to and non-material

value such as the acceptance and respect of peers may have greater or equal influence

over the actions of individuals. Galabawa (2001) however points out that, for both.

Mayo (1927) and Follet, a human being is a social animal who finds sense of

identification and function in the group. He (ibid) adds that, they both feel that the

needs of subordinates must be satisfied if they are to be productive members of a

given organization. The voluntary cooperation of workers should be secured if the

organization is to be successful in achieving its objectives.

Generally, HRA emphasizes three major things such that motivation, job satisfaction,

and improved work environment which are very important in improving production.

Teachers should be motivated, satisfied with job as well as improved work

environment in order to perform their activities effectively and efficiently so as to

accomplish educational goals.

It is from this point of view that Kiggundu (cited in Galabawa, 2001), perceives

managing as involving getting things done with and through people. This being the

case, the HRA is no doubt applicable to all walks of life and at all levels of education

management. Good educational managers will find it useful in all functions of

management as well as in their day to day activities.

The HRA enables educational managers to recognize the human factor in educational

organizations. Teachers have a number of personal needs and varied talents which

must be recognized and incorporated in the organizational structure. The recognition

of the potentials of individual teachers and other workers in an organization not only

motivates them to exploit their capabilities but also sensitizes them to use the

available resources to upgrade their skills (Okumbe, 1998). Therefore all members of

an organization should be recognized both as individuals and as groups. Mboma,
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(1997) lamented that individuals are endowed with a lot of talents and capabilities

which managers should be able to detect and exploit for the betterment of their

organizations. In order to detect individual talents, the educational managers should

provide an enabling environment which assures the teachers that their ideas and

contributions are important for the overall organizational efficiency and

effectiveness.

In order to enhance the motivation of teachers, educational managers should exhibit a

deliberate effort to improve the conditions within the work environment.

2.3.4 Theories of Motivation

Each person is motivated by different things and it is important to know how they are

motivated in order to direct motivation towards the realization of organizational

goals. Reviewing the theories of motivation helps us to understand what drives

people to initiate action and to engage in certain practices in the workplace. After

elaborating on each of these processes, it would be possible to comment on the

effectiveness of non-monetary incentives as a motivational tool. There are several

theories of motivation which focus on different variables in an attempt to explain

motivation in the organizational setting. Each of these theories offers perspectives

that are not necessarily contradictory but complementary. They are generally studied

under three categories: content theories, process theories and reinforcement theory

(Samson and Daft, 2002).

According to Hoy and Miskel (2006) theories about human motivation can be

collectively and grouped into three major groups, namely; content theory,

reinforcement theory and process theory.

Content theories focus on the analysis of underlying human needs. They provide

insight into the needs that motivate people in organizations. People have different

needs such as money, interesting work, social life, family life, achievement or

recognition for a good job etc. These needs convert into an internal drive that

motivates specific behavior in an effort to fulfill the needs.
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It is important to know what employees need in order to evaluate the potential

effectiveness of an incentive system. For example, if an employee in a work place

needs the supervisor’s appreciation for his/her contribution, or a challenging job with

variety of tasks more than a salary increase, he/she won’t probably be motivated

enough with a  financial (monetary) incentive.

This theory was explained by the different scholars including:

Maslow’s Need Hierarchy Theory

According to Maslow (1943), people are motivated to satisfy their needs and those

needs can be classified into the following five categories that are in an ascending

hierarchy: Physiological needs, security needs, social needs, esteem and self-

actualization needs.

The first three are characterized as lower level needs while the last two are higher

order needs. Physiological needs are the basic biological needs like air, water, food

and shelter. In the organizational setting, these are reflected in the needs for adequate

heat, air and a base salary to guarantee survival.

Safety needs are the needs for security and protection from danger. In an

organizational workplace, safety needs refers to the needs for safe jobs, fringe

benefits and job security. Social needs are the needs for interaction with other people,

belongingness, love etc. These needs reflect the desire to be accepted by one’s peers,

have friendships, be part of a group and be loved. In the work environment, these

needs affect the desire for good relationships with co-workers, participation in a

work group and a positive relationship with supervisors. Esteem is the desire for

respect, which is affected by the person’s standing reputation, his need for attention,

recognition, achievement and appreciation etc.

Maslow illustrated two versions of esteem needs, a lower one and a higher one.

The lower one is the need for the respect of others, the need for status, recognition,

attention, reputation, appreciation, dignity etc. The higher form involves the need for

self-respect, including such feelings as confidence, competence, achievement,
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mastery, independence, and freedom. Within organizations, esteem needs reflect a

motivation for recognition, an increase in responsibility, high status and appreciation

for contributions to the organization.

Self-actualization refers to the desire for self-fulfillment; it is a drive for individuals

for self-development, creativity and job satisfaction. They are related to developing

one’s full potential, increasing one’s competence and becoming a better person.

Providing people with opportunities to grow, to be creative, and to offer training for

advancement are the means that self-actualization needs can be met with in the

organization.

This theory of needs is very important in the modern world for understanding human

motivation, management training, and personal development. It shed light to the

employers to provide a workplace environment that encourages and enables

employees to fulfill their own unique potential self-actualization which is the highest

need a human being would want. This is supported by the fact that each of us is

motivated by needs.

Two Factor theories

This is another theory that fall under the umbrella of Content theories; It was

propounded by Frederick Herzberg who studied the factors in the work environment

that caused satisfaction and dissatisfaction among the workers. He interviewed

hundreds of workers about times when they were highly motivated to work and other

times when they were dissatisfied and unmotivated at work. He found that the factors

causing job satisfaction were different from those causing job dissatisfaction and

they can not be treated as opposites of one another (Herzberg, 1966).

Herzberg argued that two entirely separate dimensions contribute to an employee’s

behavior at work: hygiene factors and motivators. Hygiene factors refer to the

presence or absence of job dissatisfies. When hygiene factors are reduced, work is

dissatisfying. They are considered maintenance factors that are necessary to avoid
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dissatisfaction but they do not themselves contribute to the job satisfaction and

motivation of personnel. That is, they only maintain employees in the job.

In line with Herzberg’s view, unsafe working conditions or a noisy work

environment will cause employees to be dissatisfied with their job but their removal

will not lead to a high level of motivation and satisfaction. Some other examples of

hygiene factors are salary, status, security, supervision, company policy etc. On the

other hand, motivators, leading to job satisfaction, are associated with the nature of

the work itself. They are those job-related practices such as assignment of

challenging jobs, achievement, work itself, recognition, responsibility, advancement

and opportunities for growth in the job etc. Herzberg argued that when motivators

are absent, workers are neutral towards work, but when motivators are present,

workers are highly motivated to excel at their work. In contrast, hygiene factors can

only work to prevent job dissatisfaction. Thus, hygiene factors and motivators

represent two distinct factors (Samson and Daft, 2002).

Based on the arguments of the theory, adequate hygiene factors should be provided

to meet the basic needs of employees and to prevent dissatisfaction with the job. In

addition to this, motivators that are intrinsic to the work itself should be integrated to

the process to meet higher-level needs and drive employees towards greater

achievement and satisfaction.

Herzberg (1971, pp. 3) stated that "...the factors which make people happy all are

related to what people did: the job content... what made people unhappy was related

to the situation in which they did their job: job environment, job context..."

According to him, employees are satisfied with a work that is interesting and

challenging and they will be motivated to do work that they identify to be important.

Thus, it is possible to motivate employees with the work itself.

In fact, Herzberg emphasizes that true motivation comes from within a person, that

is, intrinsically, not extrinsically. In line with this view he suggested that jobs can be

redesigned and enriched to integrate “motivators” to the job, so that employees will



27

be willing to exert effort in their work. He argued that jobs should have adequate

challenge to fully utilize employees’ abilities and employees who prove to have

increasing levels of ability should be given increasing levels of responsibility.

In conclusion, these theories address the solutions to questions why human needs

change with time and therefore explain work motivation in terms of what arise or

initiates employee behavior. In relation to this current study, the implication of these

theories is that educational managers who are among the education stake holder must

attempt to identify individual employee needs so as to make them satisfied. If they do

so, teachers will progress towards self actualization and hence become satisfied

Process theories:

It emphasizes work motivation by how employee behavior is initiated, redirected

and halted. Goal set theory is among process theories. It was propounded by Locke

in 1968 as a means of motivation. He demonstrated the effect of goal setting on

individual performance, he add that it is our own desire to work the parameters that

will cause individual to work hard is a goal that fits into his value scheme. This

implies that Teachers’ performance can be determined by teachers’ expectations i.e.

goal if a teacher expects that exceeding performance will lead to promotion or

recognition then, the teacher will work harder in order to be recognized or promoted.

To sum up, goal-setting is important because it clarifies what is expected from the

employee, provides an opportunity for communication, enhances positive feelings

about one’s own capacity, encourages commitment and allows employees to monitor

their own performance. Moreover, it is essential for incentive programs to be

successful.

As it is explained so far, goal-setting has quite important implications for the

motivation of teachers and it may be expected that goal-setting can be an effective

motivational tool in public organizations as well.
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Another theory fall under this umbrella is Equity theory propounded by Adams

(1963) he states that individual’s motivation to work based on the fairness or sense of

equality he detects relationship comparing the amount of effect he put into any given

situation to thee benefits he is receiving. (A white cliff Computing, 2013).

The feeling of inequality or unfairness in employee’s rewards may result in

dissatisfaction and motivation; hence it is likely to affect employee’s future

performance in that organization .Staff turnover, absenteeism, reduction of effort and

conflicts may be some of the results of inequality in pay (Mullins, 2002).

The implication of equity theory for organizations is that, to motivate employees it is

necessary to ensure a state of equity in the work place by establishing mechanisms to

deal with perceived inequity situations. Otherwise organizations may face low

motivation, low performance, high absenteeism and turnover. As it is mentioned

before, a typical example of perceived inequity in a work organization is the situation

of an employee who believes that his/her peers does not exert as much effort as him

in the work place, although they are all getting the same amount of wage. Or an

employee may think that he/she is performing well above the expectations but being

treated the same as other employees who are just satisfying the expectations. This

may lead employees to lose their motivation to do their best, to do more than what is

expected from them, to be creative and to be problem solvers. In that kind of

perceived inequity situations, employee may decide that his/her efforts do not make

any difference to the organization, thus may stop working hard to make things fair in

his/her mind.

Reinforcement theory:

The theory is propounded by B.F. Skinner and associate It state that individual

behavior is a function of its consequence it simply looks at the relationship between

behavior and its consequences. It analyses the effects of rewards and punishments on

changing or modifying the employees’ on-the-job behavior. The basic assumption

underlying behavior modification is the law of effect, which states that behavior that
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is positively reinforced tends to be repeated, and behavior that is not reinforced tends

not to be repeated.

Reinforcement refers to anything that causes a certain behavior to be repeated or

inhibited. The four reinforcement tools are positive reinforcement, avoidance

learning, punishment and extinction (Samson and Daft, 2002). In each of these cases,

reinforcement is caused by applying or avoiding a pleasant or unpleasant event

following a person’s behavior.

Additionally, Mosha (2006) reveals that it is important to motivate staff members in

this case teachers, their motivation will be enhanced where gaps in their welfare is

adequately addressed. Ssennyonga (2006) suggested that motivation is one of factors

for maintaining good standards. Therefore staff needs to be rewarded so as to meet

the standards.

To conclude, reinforcement theory has important implications for the motivation of

employees. It demonstrates that behavior’s of employees that are positively

reinforced are likely to be repeated and negatively reinforced are not likely to be

repeated. Then, it is possible to motivate employees by reinforcing them each time

they perform a desired behavior. Non-monetary incentives in the form of rewards

have a significant role in positively reinforcing the desired behaviors’.

Non financial incentives such as verbal recognition for a job well-done, feedback on

performance, letter of appreciation, public praise, celebration of a work-related

success training opportunity, can easily be rewarded in order to reinforce a desired

behavior of teachers.

2.3.5 Empirical Literature Review

This section, will present an analysis of various studies related to teachers’

motivation is presented.
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The study done by VSO in association with MOEVT (2011) on quality of education

in Zanzibar and effective school leadership. The study focus on to give voices to

head teachers and others in the school system.. The study discovered a number of

factors that affect quality of education including lack of necessary authority to head

teachers and support to manage teachers’ also large class sizes, insufficient

resources, recognition and respect and many training need to other teachers

contribute to low motivation and hence affect the quality of education. Several

recommendations has been proposed to MOEVT and other education stake holders

include review of the teachers’ salaries, provide appropriate training to teachers so as

to improve teachers professional development.

Another study was done by Chinguile (2005), who study based on the working

condition of teachers in remote and rural public secondary schools. The study

focused on the factors relating to the decline of teachers’ morale. The study further

discovered that poor working conditions bring about dissatisfaction with the teaching

career and affect teachers’ performance and effectiveness. The study recommends

that there is an argent need to consider both pecuniary and non-pecuniary

inducements when planning for teacher incentives.

However, a study by HakiElimu (2008) on citizens’ perceptive of the meaning of

quality education stressed that quality education depended on the quality of teachers,

their motivation, and working conditions, their level of knowledge, skills and

training, and their teaching practice in the classroom. The study found out that

teachers were underpaid and under-motivated and that, given the poor salaries, many

teachers engage in other income-generating activities such as farming, fishing, and

petty business. The study documented teachers’ concerns about their poor working

conditions as a major setback to their performance.

Survey conducted by Mtavangu, Swai, and Shami (2004), found that about 50

percent of secondary school teachers in Tanzania wanted to quit the profession if

another opportunity arose. The report also noted that about 96 percent of the youths

who had joined the teaching occupation did so, not because they liked it, but because
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they had no other alternatives. They found that teachers are paid low salary; they lack

accommodation, transport and in-service training. Teachers are not promoted on time

since their promotions are surrounded with so much uncertainty.

Given all these studies which dealt with the general working and living conditions

i.e. monetary incentives in the teaching profession in Tanzania, the present study is

expected to come up with non-monetary strategies of reducing the problems of

teacher dissatisfaction, attrition and turnover in public secondary schools.

2.5 Knowledge Gap

Teacher’s motivation is not a new areas of research as it can be seen from the above

discussion that a number of research has been carried out and lot has been written on

teachers’ motivation in Zanzibar. However still motivational oriented problems are

persists in schools.

2.6 Conceptual framework

Conceptual frame work is an assemblage set of research concepts can variables

together with their logical relationships, often presented in the form of diagrams,

charts, graphs, pictographs, flow of diagrams charts, organ gram or mathematical

equations (Hoy and Miskel 2006).

This section, presents the conceptual model related to the study of non financial

incentive on teachers’ in public Secondary schools. A model attempts to identify

major attributes that might contribute to enhancing effectiveness through teacher

motivation process. The present study views motivation as an important variable in

arriving at organizational effectiveness. This study will adopt model which provides

a broad framework in which other specific attributes can be fitted.

This study views non-financial incentives as an important variable in arriving at

motivation since they affects a person internally and can be employed to teachers

through managerial skills.



32

It consists of three organizational components that interact with environment which

are inputs, process and output.

Inputs; Inputs are the factors that seem to affect non-financial incentives to teachers.

This study consider the inputs  as government policies that guide and affect teachers,

accountability in operating administrative organs, management skills and styles

educational managers as well as policies that guide and affect teachers and school

heads.

Process; Process entails the transaction of various personnel activities during

management of teachers (Hoy and Miskel, 2006). In this study processes will include

how teachers are motivated through non-financial incentives such as training and

development, decision making, promotion, recognition, communication and effective

supervision.

Output; Output is referred as the end products. In this study, the end products will

include a desirable or an undesirable outcome. Such outcomes are high or low

teachers work performance in teaching and evaluating students, retention rate as well

as job satisfaction. Teachers work performance in terms of teaching is assessed in

some areas such as class attendance, presentation and filling required documents

such as lesson plans and scheme of work, and log books. In relation to evaluation,

teachers work performance is viewed in terms of marking and giving feedback about

various tests and exams.

According to the conceptual framework (Figure 1 below), teachers motivation is

influenced by both financial and non-financial incentives. When teachers are

motivated they will have high job satisfaction and performance as well as high

retention rate, which in turn results to high organization efficiency and productivity.

However, non-financial incentives add and remain effective than financial incentives.



33

Figure 2.1: Conceptual Framework

INPUT                                 PROCESS                                    OUTPUT

Source: Researcher, 2013
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter explains the methodology. Research methodology is the frame work it

refers to a systematic way of to solve the research problem (Kothari, 2004).

According to Walonik (2004) describes research methodology as a basic research

plan section. It  pinpoint the research design as well as examines the methodology

that will be employed for data gathering and analysis, including the study design,

area of study, study population, sample and sampling procedures. The other items

include data collection methods, validation of the instruments and finally the

methods to be employed to analyzed data.

3.2. Study Area

Silverman (2010), comment that it is very important for a researcher at the planning

stage to clearly and define the area to be researched. This study broadly focused on

motivation but specifically based on how non financial incentives are engaged to

motivate teachers in Public secondary in Zanzibar.

3.3 Research Design

According to Kothari (2004) research design as the conceptual structure within

which the research is conducted. It constitutes the blue print of collection,

measurement, and analysis of data. This study employed a case study design. A case

study, according to Denscombe (2010), refers to an in-depth comprehensive study of

a person, a social group, a process, episode, a situation, a programme, a community,

an institution, or any other social unity.

In this study a case study design was employed as it minimize bias and maximize

reliability of collection of data.
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3.4 Study Population and the Sample

Silverman (2010) describe population as consisting of individuals or things or

elements that fit a certain specification. The target population is a group which the

researcher is interested in gaining information and drawing conclusion (Cohen and

Marison, 2000).

In this study the target population included School heads and teachers in public

secondary selected schools, District Secondary Educational Officers (DSEO),

However, due to the fact that the total population is too large for the research to work

with, the research was limited to a small size, that is, a sample.

Cohen et al. (2006) define a sample as a smaller group or subset of the total

population in such a way that knowledge gained through that sample   representative

of the total population under study. Hence, it is a part of the population that contains

all the major characteristics of the population in order to allow making

generalizations about the entire population.

4 heads of School, 1 (DSEO), and 65 teachers teaching in four public secondary

schools in Zanzibar

The expected study sample is indicated in table below.

Table 3.1: The Expected Sample

S/No. Types of respondents Expected No.

1 Heads of Schools 4

2 Teachers from 4 public Secondary school 65

3 District education officer 1

Total 70
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3.5 Sampling Procedures

According to Kothari (2004) sampling procedure refers to the procedure the

researcher would adopt in selecting items for the sample. The term sampling refers to

the procedure of selecting a proper subset of the elements from the full population so

that the subset can be used to make inference to the population as a whole. Therefore,

the sampling procedure is a definite plan for obtaining a sample from a given

population. Silverman (2010) reveals that, sampling is done for the purpose of

measuring some elements of the population and drawing conclusions regarding the

entire population. They provide a range of methods that enable the researcher to

reduce the amount of data he/she needs to collect by considering only data from a

sub-group rather than all possible cases or elements (ibid).

In case of this study, a purposive sampling procedure used. In purposive sampling

procedure the respondents will be chosen, based on their merits and roles they play in

their profession that is education. (Kothari, 2004) Explain that the strategy is to select

units that are judged to be a typical of the population under investigation. Thus, the

method involves picking only respondents and situations, which best meet purposes

of the study.

The reason why purposive sampling was chosen it is because it is the appropriate

type of non-probability sampling for identifying primary participants. DSEO was

selected on the basis of their positions and ability to explain issues relating to non

financial incentives on teachers motivation. Teachers were selected too on the basis

of their experience and ability to express their ideas on the subject matter. Also

purposive sampling was employed to select secondary school from Unguja urban

district in Zanzibar. The criteria behind was the size of the school, hence the newly

established schools was not be chosen because they still small number and probably

newly employed teachers.
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3.6 Data collection Methods

The researcher was used various method of data collection which included:

3.6.1 Interviews

Interview is a common method in qualitative research approach. It is an exchange of

views between two or more people on topics of mutual interest, sees the centrality of

human interaction of knowledge production of research data (Cohen, et.al. 2006).

They (ibid) argue that an interview allows subjects to provide their interpretations of

the world in which they live, and to express how they regard the situation from their

own point of view. The language of interviews can be adapted to the interviewed

persons ability or educational level (Kothari, 2004). With this method there is a

greater flexibility as the opportunity to restructure questions is always there.

The study employed semi structured interview guide in gathering information from

DSEO, and SHs. The interview was focused on how non-financial incentives

motivate teachers to perform their teaching job. Semi structured interview was

chosen because enhanced the researcher to probe and ask follow up questions,

thereby gaining a deeper understanding of the interviewees experience, feeling and

perspectives concerning the topic under discussion.

3.6.2 Questionnaire

Questionnaire is a predetermined set of questions used to obtain information from

targeted respondents who are going to be questioned (Kothari, 2001). Questionnaires

The questionnaires comprised both open and closed ended questions.  The rationale

of why this method used that it will allow the researcher to collect data in large

amount and has a wider coverage.  Questionnaires also gave the respondents greater

freedom of expressing their views and it is free from bias. The questionnaire was

distributed and then administered to the respondents who are teachers from 4

selected Secondary school.
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3.6.3 Documentary Review

According to Kothari (2004), a document is any written or recorded material, which

is not prepared for the purpose of the inquirer. Documentary review involves

studying existing document, either to understand their substantive content or to

illuminate deeper meanings that may be revealed by their style and coverage (Cohen,

et al., 2006). They may be public documents, government papers, and procedural

documents.

This study was employ documentary analysis as another major source of information

and the rationale of using this technique preferred is because it help to check

consistency of information and enhanced coverage of factors, which other collection

methods may fail to provide. Kothari, (2004).Documentary sources in this study

were include administrative documents, news paper and articles, researches

regarding, in service programme schedule, and teachers’ incentive scheme.

3.7 Data Validity and Reliability

Validity is an important key to effective research (Cohen, et.al; 2000). The term

validity refers to extent to which an empirical measure adequately reflects the real

meaning of a concept under consideration. In other words, validity indicates the

degree to which an instrument measures what it is intended to measure. In order to

ensure validity of instruments, the researcher will employ triangulation, that is, the

use of different data collection. Arksey and Knights (1999) stated that the rationale

for using triangulation is that, cumulatively, the weakness of one data collection

method is offset by strengths of others. To minimize faulty answers and maximize

correct information, the instruments must be carefully developed (Cohen and

Marrion, 2000).

In this study, the preparation of the research instruments was depend on the

assistance and contributions of the supervisor and the researcher’s colleagues so as to

ensure its validity.
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3.8 Data Analysis

Kothari (2004) define data analysis as a process that involves editing, coding,

classifying and tabulating the collected data. Data to be analyzed will be largely

determined by the research design. In turn, research design ought to be guided by

thought about data analysis.

In this study, the data collected was analyzed both qualitatively and quantitatively.

Qualitative information was subjected to content analysis technique. According to

Silverman (2010), content analysis is a systematic procedure designed to examine

and analyze the recorded information. Qualitative data, was gathered particularly

those related to behavior and the opinions of people, from questionnaire and semi

structured interview guides will be recorded, summarized and then extracting the

core meaning. The content of such data was presented in a narrative format.

However, the analyses of quantitative information were presented using tables,

figures, frequencies and percentage form and thereby were subjected to numeric

analysis. Therefore, the information edited, coded, tabulated and analyzed in order to

get sound validity and reliability of data.
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CHAPTER FOUR

DATA ANALYSIS AND PRESENTATION OF THE FINDINGS

4.1 Introduction

Research is a chain process whereby the research is done systematically in stages.

This chapter deals with data presentation, analysis and discussion. Based on research

objective and research questions of the study; the major objective of the study was to

examine how non financial incentives are used to motivate teachers in public

secondary school and to what extent they contribute to teachers motivation. Specific

research objective that guided the study were: To assess how non financial incentives

are employed to teachers, to examine the contribution of non financial incentives to

teachers and to determine the types of non financial incentives that are used to

motivate teachers.

4.2 General profile of the respondents

The total number of the respondents involved in the study was 70 of whom teachers

were 65, where by 38 were male and 27 females, 4 head teachers of which 3 were

male and 1 female and 1 male district education officer. Also their education level

ranged from certificate (others) to Masters University level. The summary of the

characteristics of these respondents is presented in tables and analyzed below.

4.2.1 Respondents Gender

This question was asked in order to know the gender presence in schools.

The study employed purposeful sampling in order to ensure that both male and

female get equal chance to give their views pertaining to how non financial

incentives are engaged to teacher’s motivation in Zanzibar public secondary schools

specifically on four selected schools.
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Table 4.1: Distribution of Respondents by Gender

Total sample Category Frequency Percentage %

Male 42 60%

Female 28 40%

Total 70 100%

Source: Field data (2013)

The  findings  from table 4.1 indicate that , males were  60 percent that is 42

respondents  that and female were 40 percent which is  28 respondents .The results

shows  the number of female  in education sector are low compared to male.

Table 4.2: Education Level of the Respondents

Education level Frequency Percentage %

Diploma 20 28.6

Degree holder 33 47. 1

Masters 10 14.3

Others 7 10

Total 70 100%

Source: Field data (2013)

Data presented in table 4.2 indicates that respondents  with diploma were 28.6

percent, that correspond to 20 respondents, degree holder  were about 47.1percent ,

which is equivalent to 33 respondents,  where about 14.3 percent were Masters

degree holder which is equivalent to 10 respondents, and  10 percent equivalent to7

respondents were on other qualification level.

The findings suggest that, majority of the respondents are graduates. This implies

that more educated teachers understand their responsibilities and their role that they

should play to bring positive change within the organization.
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4.3 Work experience of the respondents:

This question was asked so as to identify the work experience of respondents of the

study.

Table 4.3: Work Experience of the Respondents

Years Frequency Percentage %

0-5 35 50

5-10 13 18.6

10-20 10 14.3

20 above 12 17.1

T0tal 70 100%

Source: Field data, (2013)

The findings from table 4.3 indicates  that , 50 percent which is half of the

respondents equivalent to 35 respondents  had 0 - 5 years of work experience, about

18.6 percent of the respondents equal to 13 respondents  had 5- 10 years of work

experience ,also  about 14.3 percent which is equivalent to 10 respondents  had 10-

20 years of experience and 17.1 percent equivalent to 12 respondents  had 20 and

above years of work experience.

Although the study purposeful selected the old schools, surprisingly the study found

that most of available teachers were new employees. This implies that most of the

teachers are new employees who joined the teaching field recently.

The findings corroborates the ideas of Price and Meller (1981) who point out that

less experience employees are likely to be younger and hence , usually have the most

routine jobs, participate less in decision making , and have fewer kinship

responsibilities . The teacher with greater experience is likely to leave employment.

Green berg and Baron (1 995) contend that employees with many years of service

perceived higher job satisfaction than their colleagues with few years of service.
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4.4 Non Financial Incentives that Motivate Teachers:

This question was asked for the purpose of determining the types of non financial

incentives that motivate teachers.  The response to this question were as follows

4.4.1 Career and Professional Growth:

85 percent of the respondents pointed to career and professional growth as the major

source of non financial motivation. And during interview one respondent argues that

“If they have to rank, this will take the first place.

This findings implies that career and professional growth is the most non financial

incentive determinant

4.4.2 Recognition and Respect:

65 percent of the respondents mentioned recognition and respect as another non

financial teacher’s motivator and it involves recognition from several education

stakeholders such as head teachers, the Ministry and the community. One head

teacher added that “Recognition and respect play an important role in motivating

teachers as it makes us feel proud of our Profession.”

This result shows that recognition and respect does not only motivate regular

teachers but also head teachers can be motivated by being recognized.

4.4.3 Effective Communication

Response from questionnaires shows that about 55 percent of the respondents point

to effective communication as other non financial determinants to teacher’s

motivation.

Communication which involves two parties it may be top bottom, or bottom to top. A

participatory communication system is the best motivator for teacher’s effectiveness.

During interview district education officer argued that,”effective communication

among teachers and school management does not only encourage and motivate

teachers but also helps to school effectiveness in Zanzibar secondary schools”
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4.4.4 Participation in Decision Making

Response from questionnaires shows that about 71percent of the respondents suggest

that Involvement in decision making is another non financial incentives that helps to

motivate teachers more specifically in areas that concern classroom environment

such as   involvement in the preparation of curriculum, syllabus and other issues

concerning teachers.

4.4.5 Effective Supervision

This is another non monetary incentive mentioned by 73 percent of the respondents;

they argued that it has a positive contribution to teacher’s motivation in Zanzibar

Secondary Schools. During interview with one respondent expressed his feelings as

“Supervision is important but it should be fair and not too harsh. Teachers in

Zanzibar need little supervision because most of them work under the spiritual

beliefs that they will be remunerated after death’’.

Also during interview with one head teacher, she argued that “Effective supervision

is also important on teacher’s motivation, this referring to a system which is

participatory and which helps the availability of feedback at the right way and right

time.’

These findings corroborated the theme of this study on the types of non financial

incentives that are used to motivate teachers as discussed on empirical frame work of

the study.

However a part from those mentioned, the study find out there are others non

financial incentives pointed out by some of the respondents that have effect on

teachers motivation. These were:

Student performance:

50 percent of the respondents mentioned Students performance as one among

teachers none financial motivational determinant. Good performance by student,

encourage good teacher performance.
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During interview with the heads of Ben Bella School argue that: “when the students

perform well teachers are coming more courageous and therefore helps to increase

their work morale”.

Time allocated for the classroom

Some respondents believe that time allocated for the classroom has impact on

teachers motivation, they believe that time allocated to classroom teaching should be

enough so that whole syllabus can be covered. However they described the situation

that, in most Zanzibar Public secondary schools time allocated for the classroom

teaching is not enough and this is because many schools have double shift’s  teaching

sessions.

This  current findings are in agreement with the report of(UNESCO)2006 saying

that, appropriate working condition including issues such as the number of hours

taught each a week, the number of students in the classroom (size of the class) helps

to determine teachers motivation  and has impact  on teachers performance.

Parental involvement;

55 percent of the respondents point out to Parental involvement as what motivate

teachers in terms of non financial incentives. It play part on teachers motivation and

hence results to good students performance. This was supported by all 4 heads of

school when they were interviewed. One head of Haile Selasie school added that

“parental involvement is important, this is because it helps the teachers to feel that

parents understand what teachers do and therefore acknowledged by the community

that they work”.

Size of the class:

Based on this study this was the last non financial incentives suggested by 42 percent

of the respondents.  one of the respondents’ expressed  his view that the “class size

may cause the teacher to be demotivated  because of the large number of  students

and this is due to the fact that with large number of students it is very difficult to

monitor the performance of  each students” .
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Table 4.4: Opinion on the Employment of Non Financial Incentives to

Teacher’s Motivation
Category Frequencies Percentage

Yes 68 97.1

No 2 2.9

Total 70 100%

Source: Field data, (2013)

The findings  from table  4.4 shows that about 97.1 percent of the respondents say

yes , that is they agree that Non financial incentives has a great contributions to

teachers motivation, and about 2  respondents  which is equivalent to 2.9 percent say

no that is it contribute nothing to teachers motivation. Evidence from one head of

school and DSEO respondents said that, the “effective employment of Non financial

incentives contribute a lot to teacher’s motivation since financial incentives alone

cannot guarantee motivation”.

These findings of the current study support the idea of Odden (2000) has opinion that

teachers who are not motivated by financial rewards, can be encouraged with non

financial incentives.

This also support the idea of Elton Mayo(1930’s) who emphasize that the need of

recognition, self respect and growth ,meaningful work, social activities (Non

financial incentives ) are important as monetary incentives in the increase of

employee morale and motivation.

4.6 Extent to which school Management employ Non financial Incentives

This question was asked to the respondents’ so as the study to examine how non

financial incentives are implemented in school management. Table 4.5 below show

the results from the study
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Table 4.5: Extent to Which School Management Employ Non Financial

Incentives

Category Frequencies Percentage%

Great 10 14.3

Middle 18 25.7

Low 42 60

Total 70 100

Source: Field data, (2013)

The findings indicate that about 14.3 percent equivalent to 10 respondents says that

the School management employ non financial incentives to teachers at high level,

and about 25.7 percent which is equivalent to 18 respondents say the school

management apply non financial incentives for middle level, while most of the

respondents who take about 60 percent which is equivalent to 42 respondents agreed

that Non financial incentives is employed at low level.

4.7 Opinion on How Management Affects Teacher’s Motivation

Table 4.6: Opinion on How Management Affects Teachers Motivation

Category Frequency Percentage%

Yes 59 84.2%

No 11 15.8%

Total 70 100%

Source: field data, (2013)

The study shows that, 84.2 percent which is equivalent to 59 respondents accept the

facts management has direct effect to teacher’s motivation, while 15.8 percent said

No that is they disagree that management has effect on teacher’s motivation.

This implies that teachers motivation depend greatly on effective management

particularly at the school level. If system and structure set up to manage and support

teachers are dysfunctional, teachers are likely to lose their sense of professional

responsibility and commitment. These findings is supported by Salim (2011) who
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argued that “teachers good management is most crucial at the school level, where the

importance of teachers work and competence in performing it are crucial influence

by the quality of both internal and external  management”.

4.8 Extent to Which Career Development Can Motivate Teachers

Table 4.7: Extent to which Career and Professional Growth Can Motivate

Teachers

Category Frequency Percentage %

High 60 85.6

Middle 8 11.4

Low 2 2.9

Source: Field data, (2013)

The study shows  that, about 85.6 percent which is equivalent to 60 respondents

consider the opportunity to attend career and professional growth can motivate them

to high extent,  11.4 percent which carry 8 respondents said it can motivate them to a

middle  extent while only 2.9 percent which is equivalent to 2respondents  said it has

low motivational impact.

This implies that career and professional development provide a great contribution to

teacher’s motivation in Zanzibar secondary schools.

However, during interview the study  revealed that despite the fact that career and

Professional growth has large contribution to teachers motivation because it  serves

several purpose as it can help teachers to cope better with job requirement, it enable

them to attend more demanding duties and hence to achieve personal growth.

The study found out that many teachers were disappointed because they were unable

to satisfy their professional development due to the facts that teachers were receiving

little financial support to develop their career. One respondent evidenced that career

professional development was weak in most secondary school in Zanzibar.
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This current findings is also in collaboration with Salim (2011) who point out that

“Professional development of teachers is generally poor in most of schools in

Zanzibar” This situation make the teacher remain incompetent and inferior.

This finding is also supported by Okumbe (2001) who opinion that,  training

provides teachers and other employees with specific skills for specific duties,

development provides conceptual skills for general duties, for instance, teachers may

be trained on the newer techniques of stimulus variations the  classroom, on the

methods of managing discussions group in lower classes. All employees, regardless

of their previous training, education and experiences must be given training

employees satisfaction, facilities the updating skills and knowledge. This data

implies that, career opportunity is weak and limit specifically for regular teachers.

4.9 Effective Communication in Relation to Job Satisfaction

This question was asked so as to know whether or not weather effective

communication among the teachers and with school management contributes to

teacher’s motivation and hence results to job satisfaction. The table 4.8 below shows

the response of the respondents.

Table 4.8: Effective Communication In Relation to Job Satisfaction

Category Frequencies Percentage %

Yes 66 94

No 4 6

Total 70 100%

Source: Field data, (2013)

The findings shows from table 4.8 that is 94 percent which were most of the

respondents  agree that effective communication with school management and

among fellow teachers can results in job satisfaction and  about 6 percent which is

equivalent to 4 respondents said no, that is effective communication does not results

in job satisfaction. The findings  reveals that most of the teachers recognize the

importance of effective communication this is because the good working relationship
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with superior and colleagues similarly emerged as one among the motivational

determinants. Therefore they strongly agree that effective communication in school

management results into high job satisfaction.

4.10 Involvements in Decision Making Process

Table 4.9: Involvement on Decision Making Process

Category Frequency Percentage%

Yes 20 28.6

No 50 71.4

Source: Field data, (2013)

Finding from figure 4.8 above shows that, 28.6 percent of the respondents which is

equivalent to 20 respondents said that teachers are involved in decision making

process while the majority of respondents which is about 71.4 percent that is 50

respondents said that they are not involved in decision making process neither by

school nor by government

This results implies that, though public servant policy and education policy

encourage education managers to involve teachers in planning both micro and macro

education plans but they are not properly involved .Most of the decision making

pertaining the teachers welfare are done without  to involving teachers who are the

main stake holders in education.

According to the teachers response the school management does not make effective

use of job related non financial incentives since many teachers do not have a say in

decision making in matters related to them  and education sector they noted  that

decision is made by management  and they  are only informed after they are made.

Interestingly, this current finding is in corroborated with the findings of VSO, (2007)

reported that teacher’s spoke of lack of involvement in decision making from

education authorities and this is linked to higher attrition in Africa.



51

However this finding is not in line with the idea of Lawler (1990) who argues that,

participation in decision making affects motivation because it increases the amount

of information that employees have on the expected outcomes of performance, it

promotes that rewards have high valence for workers, and it helps employees to see

the relationship between performance and outcomes.

4.11 Supervision Requirements

This question was asked so as to determine the extent to which supervision is needs

so as to be effective and productive one.

Table 4.10: Extent of the Teacher’s Supervision Requirements

Category Frequency Percentage%

High level 7 10

Medium 18 25.8

Low 45 64.2

Source: Field data, 2013

The results from table  4.10 above shows that, majority of the respondents which is

45 equivalent to 64.2 percent said that for supervision  to be effective it is only

required at low level,  also18 respondents which is equivalent to 25.8 percent said it

is required at the middle level and  7 respondents correspond to 10 percent respond to

high level.

This implies that teachers require only little (low) supervision so as to execute their

day to day duties effectively and hence be motivated.

4.12 The Extent to which Teachers Receive Recognition and Respect

Table 4.11: The Extent to which Teachers Receive Recognition and Respect

Category Frequency Percentage%

High level 12 17.1

Medium 18 25.8

Low 40 57.1

Source: Field data, 2013
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The finding from table 4.10 above indicated that the majority of the respondents

which carried about 57.1 percent equivalent to 40 respondents explained that they

receive recognition and respect from education stake holders at low level. 25.8

percent equal to  18 respondents they agree that they receive recognition at middle

level and about 17.1 percent of the  respondents said they receive recognition and

respect  at high level.

Employees need to feel that someone cares, that they have an important part of

public service. From this findings most of the respondents indicated that, they are not

given recognition and respect for the work they are performing by management of

school, government and community at large. One head of school said that, “teachers

are not recognized by the government and even by the society they worked this affect

teacher’s motivation.”

This current finding of the study is supported by the findings of Educational

International (2007) argues that, “the status of teachers and popular perception of

teachers plays an important part in teachers perception of jobs. It is frequently argued

that teacher status has fallen and that low status of teachers has an impact on

student’s achievements.” This implies that, government does not recognize and value

teacher’s performance neither ideas or efforts in such a way that, teachers are

disappointed and frustrated hence they tend to find alternatives jobs  that they think

will be well recognized. For instance when students perform well on national

examination, teachers are not even recognized by a letter of appreciations.

Interestingly the study is in collaboration with the idea of Nene (2002) who argued

that, the recognition need not be in the form of money. It can be either tangible or

intangible just calling the worker into office and mentioning the good work done is

enough. Therefore effective recognition system leads to improved employee

performance and retention. Another respondent who support this idea described

morale to teachers in terms of receiving rewards and incentives to teachers whose

students perform better in the national examinations. She considered this culture to

be a good motivator for other teachers to perform better and well.
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When she said, “The Ministry should provide rewards and incentives even a letter of

recognition to subject teachers whose performance has been excellent for quite some

time. As part of recognition, this will motivate teachers others to subsequently raise

student performance in the national examinations. Currently when it comes to

rewarding, the Ministry only looks at the students and this is demoralizing some

teachers in school.

4.13 Existence of Non financial Incentives Legal Frame Work:

During the government documentary review, the study founds out Tanzania

government recognize the importance of non financial incentives for all civil servants

including those who worked on education sector.

The Tanzania government Circular No.1 of 2004 and its Public service Regulation of

2003, which came after enactment of the Public service Act, N0.8 of 2002

Similarly, the government standing orders of 1994 specify non financial issues

related to workers.

This finding implies that, the non financial issues to the civil servants including

teachers are already instituonalised in the government legal frame works.
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CHAPTER FIVE

SUMMARY, CONCLUSION, AND RECOMMENDATIONS

5.1 Introduction:

In this final chapter, the main findings of the study are summarized and conclusions

are drawn and recommendations are suggested and also suggestion for further

research is also given.

5.2 Summary of the Study

The main objective of the study was to examine how non-financial incentives are

engaged to teachers and the extent to which affects their motivation in achieving

educational goals. The study was done at Public secondary schools in Zanzibar.70

respondents were involved in the study. These are district education officer, heads of

schools and teachers.

The study researches uses a case study research design, both qualitative and

quantitative approach were used. Purposive sampling was employed to schools

selected, district education officer, head teachers and teachers.

Data were collected through  questionnaires which was distributed to teachers and

administered by the researcher, interview were conducted to head of the schools and

district education officer , and documentary review were also employed .Data

collected was analyzed both qualitatively and quantitatively. Qualitative information

was subjected to content analyses and quantitative. information was subjected to

content analysis while quantitative were edited, coded, and tabulated and analyzed in

order to get sound validity and reliability of data.

The study indicated that, the employment of non financial incentives is inadequate,

in terms of its implementation. The study reveals the following Career and

professional growth is weak and limit also few opportunity exist for teachers to grow

in regular systematic way, more specifically at school levels this affect teachers
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motivation and hence students performance. There is a less involvement of teachers

in decision making process, less recognition and respect to teachers from education

stake holders such as peers, Ministry and community in general.

The study also indicates that, a non financial incentive has great contributions to

teacher’s motivation.

Also the study reveals that apart from those non financial incentives recognized by

the government there are other non financial incentives that helps to motivate

teachers this include size of the class, time allocated for class room teaching, and

parental involvement .

Furthermore, the study reveals that, there is lack of enough  powers and authority to

heads of school to manage teachers , this affect the ability to implement non financial

incentives  schemes effectively and hence results to affect teachers motivation and

cause teachers attrition.

The study suggest several possible solutions to address the problem including

Reviewing those legal frame work in such away it will lead to better implementation

of non financial incentives, Insist on involvement of teachers in decision making,

create effective supervision, parental involvement, and aligning of both financial and

non financial incentives.

5.3 Conclusion

Non financial incentives means, objects which do not affect employees in monetary

terms but institute them for higher performance by making life in the job more

attractive. These incentives includes, interesting and challenging job, recognition,

status, opportunity for personal growth and motivational environment. (Pattanayak,

2005).
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Although, non financial incentives are instituonalised by the Tanzanian government

legal frame work such as public Service Act, Circular, and standing order their

employment is confirmed to be insufficient due to absence of special earmarked

finding for their implementation.  It may be argued, that education sector n Zanzibar

does not benefit from non monetary incentives effectively in motivation of teachers.

According to the analysis of the response, non financial incentives are highly valued

by the teachers, the study confirm that non monetary incentives play an important

role with respect to the increase of teachers motivation.

Non monetary incentives are not only essential to compensate for the inadequacy of

financial incentives but also to satisfy teachers needs such as recognition and respect,

career development, having effective supervision of work and involvement in

decision making. The study suggest that, government should have fair implemented

policies pertain education sector ,  there is a need to review incentives schemes and

ensure that financial incentives work simultaneously with non financial incentives

for the purpose of increasing teachers motivation so as to address the problem of

teachers attrition rate .

5.4 Recommendations

The study would not be complete without making critical recommendations, the

following recommendations needed to be considered and implemented effectively:

It is recommended that the Ministry of education and vocational training must

review and formulate the policies that will ensure better implementation of non

financial incentives.  They should put into consideration the value of non financial

incentives to employee motivation. It is true that financial incentives is preferred as

the best incentives but more money does not guarantee motivation and therefore

attention  should be given to both financial and non financial incentives. There is a

need to combine both incentives   for better motivation schemes that will allow

increasing teacher’s motivation and hence reducing teacher’s attrition rate.
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It is recommended that for teacher career and professional  development to continue

functioning efficiently and more productive and contribute positively to teachers

motivation and hence quality education they must be given enough training

opportunities to  prepare them to improve their skills intelligence techniques

knowledge and competence by preparing and taking part in their implementation of

special training programs seminars, courses workshops, and teachers professional

conference as most respondents indicates that  career and professional growth

opportunities are low. It is through training and career development that public

teachers acquired will be able to create and motivating climate for promotion

opportunities and enhanced to be able to face new professional, academic and global

society change and achieve organization goals.

Teachers should be recognized for the contribution they make to the organization

most respondents indicated that they are not given recognition for the work they

performing government has to set up on recognition program for its employees. This

can be done by providing the letter of recognition for those who perform better.

However, speaking of teacher’s recognition, community recognition also plays part

to teacher’s motivation and therefore community need to understand and value the

work of teachers for better performance of students.

Management should involve their employees when they make decisions in setting

plans programs education policies changing education curriculum and subject

syllabuses. Once employees are involved in decision making they will be committed

to perform their work effectively and more satisfied. This will promote teachers

motivation and also enable the organization to make effective use on the knowledge,

skills and competencies they have and finally it will allow the organization to make

effective use of non financial incentives.

Management and education managers should create supervision programmes that

will allow participation and therefore be effective one.
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Delegation of power is another recommendation, the Ministry of education and

vocational training should delegate power and authority to the heads of school that is

the corner stone of education management. This will help them to effective

management of teachers and better implementation of non monetary incentives.

Awards could be instituted for better performance. Areas such as school and pupil

discipline, teacher performance, pupil attendance and achievement and community

and parent participation in school activities should be rewarded to serve as a

motivation.

It is also recommended that, Ministry of education and vocational training should

arrange a better system for appointing students for teacher training with the aptitude,

good moral character and high academic capability, provide them with status,

services, awards and incentives on a continuing basis consistent with the importance

of their job.

Furthermore, the Ministry of education and vocational training needs to review non

financial incentives schemes and consider other types of non monetary incentives

that seems to have effect towards teacher’s motivation and hence affects teacher’s

attrition.

This include reduce heavy workloads, reduce the size of the class, time allocated for

the classroom and provide sufficient learning materials’.

Finally, education sector should formulate a sound policy regarding teacher’s

promotion

Teachers need to be promoted on the basis of the performance, this will help those

who perform better to feel they acknowledge and therefore increase morale at the

same time those who do not perform better they will be sensitized and therefore it

enabled to increase teacher’s motivation.
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5.5 Recommendation for Further Studies

The study was carried in only four selected public secondary schools therefore

further studies can be conducted to cover private secondary school in urban areas.

Besides that studies can be done to non teaching staff that is to other public

employees
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APPENDICES

Appendix 1: Questionnaire for Teachers

I am Master degree Students from Mzumbe University Dar es Salaam Business

School doing the research on how Non financial incentives are engaged to teachers in

Public Secondary Schools in Zanzibar. The information needed is only for academic

purpose. Please be open, free and generous to deliver information. I assure you the

information given will be confidential and used for academic purpose only.

1. Gender:

(i) Male ( )

(ii) Female ( )

2. Level of education

(i) Masters ( )

(ii) Degree ( )

(iii) Diploma ( )

(iv) Others ( )

3. How long you have been teaching?

(i) 0 - 5 ( )

(ii) 5 – 10 ( )

(iii) 10 – 20 ( )

(iv) Above 20 ( )

4. Please list and put forward your opinion on how these non financial

incentives can motivate teachers?

(i) Career and professional growth

(ii) Decision making

(iii) Recognition and respect

(iv) Effective communication

(v) Supervision
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(vi) Others please briefly explain

…………………………………………………………………………

…………………………………………………………………………

…………………………………………………………………………

5. In your own opinion, is the employment of non-financial incentives motivate

teachers?

(i) Yes ( )

(ii) No ( )

6. To what extent does school management employ non-financial incentives to

teachers?

(i) Great ( )

(ii) Middle ( )

(iii) Low ( )

7. In your own opinion, is management affect teachers’ motivation?

(i) Yes ( )

(ii) No ( )

8. To what extent do you consider an opportunity to attend career and

professional Development can motivate you?

(i) High ( )

(ii) Middle ( )

(iii) Low ( )

9. Is effective communication with school management and among fellow

teachers can result into job satisfaction?

(i) Yes ( )

(ii) No ( )
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10. Do teachers are involved in decision making process in school and in

government?

(i) Yes ( )

(ii) No ( )

If No, do you think lack of involvement has any implication on teacher’s

motivation?

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

11. To what extent, do you think teachers require supervision

(i) High ( )

(ii) Medium ( )

(iii) Low ( )

12. To what extent do you receive recognition and respect from Management of

school, government and community in general?

(i) High ( )

(ii) Medium ( )

(iii) Low ( )

13. Which suggestions can you give regarding the current system of non-

financial incentives for motivating teachers?

…………………………………………………………………………………

…………………………………………………………………………………

………………………………….………………………………………………

…………………………………………………………………………………

Thank You for Your Cooperation
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Appendix 2: Interview Guide for Heads of Schools

1. For how long have you been in your position?

2. What is your level of education?

3. Apart from financial incentives, which procedures do you normally use to

motivate your teachers?

4. What other non financial incentives that can motivate teachers?

5. In your own opinion, how does employment of non-financial incentives

motivate teachers?

6. Please put forward your opinion on how effective school management affects

teacher’s motivation?

7. What opportunities are there for Career and Professional Development for

teachers?

8. How do you involve teachers in making decisions that affect them?

9. Which means of communication do you use in communicating with teachers?

10. How do you facilitate effective supervision to teachers?

11. In your opinion, is recognition and respect contributing teacher’s motivation?

12. Which ways do you use to recognize teachers performance?

13. In your own opinion, what suggestions can you give regarding the current

system of non financial incentives for motivating teachers?

Thank You for Your Time


