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ABSTRACT 

The study centered on examining the factors influencing job satisfaction to public 

secondary school teachers in Temeke Municipality. Specifically it finds out whether 

teachers are satisfied or not with the job, examine factors for job satisfaction in Temeke 

Municipal Council, determine the effect of Job dissatisfaction / satisfaction of secondary 

teachers and examine the mechanism to ensure job satisfaction of secondary teachers in 

Temeke Municipal Council.  

A case study research approach was deployed to undertake the study using a 

questionnaire and interviews for data collection.  Data were collected from 70 

respondents in four selected secondary schools in Temeke Municipality. Probability and 

non-probability sampling approaches were deployed where simple random and 

purposive techniques were used, validity and reliability was ensured using the Cronbach 

alpha coefficient. Qualitative and quantitative data analysis approaches were deployed 

using content analysis and SPSS, respectively.  

The study has found that teachers in Temeke Municipality are dissatisfied with their 

work. Different factors have been revealed to contribute to job dissatisfaction among the 

teachers. These factors vary from person to person and are linked to socio-economic 

conditions. These factors include working conditions and remuneration for teachers, 

work overload, poor pay and perceptions of how teachers are viewed by society, lack of 

commitment from educational sector leaders which undermines effective policy 

implementation in education especially those that directly affect teachers‟ professional 

work and welfare. 

In order to ensure that teaching is an attractive career choice policy-makers have to pay 

attention to working conditions and salaries, the quality and relevance of teacher 

education, opportunities for professional development and career advancement as well as 

the availability of tailored support, especially for beginning teachers.  
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CHAPTER ONE 

1.0 INTRODUCTION AND BACKGROUND 

1.1 Introduction 

This chapter starts with a short background of the problem, followed by the statement of 

the problem whereby the main issue is stated in a nutshell. The chapter continues by 

pinpointing the main objective and specific objectives of the study. The research 

questions follows, are outlined, the significance of the study is explained and finally is 

the scope of the study.  

1.2 Background of the Problem 

There is growing concern that the teacher‟s job has become more demanding and 

intense. This necessitates the need to investigate and address the issue of teachers‟ job 

satisfaction. The educational sector is very important for the development of any 

country. Teachers have a very important position in this sector. They are an inseparable 

corner stone of society and their satisfaction will affect the quality of the service they 

render. Job satisfaction has been defined as the professional interest and enthusiasm that 

a person displays towards the achievement of individual and group goals in a given job 

situation (Spector, 1997). He also describes job satisfaction as a state of mind, a feeling, 

a mental and emotional attitude It is a widely accepted fact that the level of satisfaction 

one derives from employment goes a long way in affecting the level of productivity 

(Barrett, 2004). The sources of job satisfaction among teachers include healthy school 

environments, favourable workplace conditions, supportive school administrations 

adequate parental supports good salaries and fringe benefits (Spector, 1997). Teachers 

have clearly identified students as the primary and central factor that has an impact on 

both their professional enthusiasm and discouragement. The effects of job satisfaction 

can be seen in the effects the teachers‟ morale have on the students‟ attitude and 

learning.  
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Raising teacher‟s morale level not only makes teaching more pleasant for the teacher but 

also learning more pleasant for students (Barrett, 2004).  This creates an environment 

that is more conducive for learning.  It was found that where morale was high, schools 

showed an increase in student achievement.  Also, low levels of morale and satisfaction 

can lead to decrease teacher‟s productivity and burnout, which is associated with loss of 

concern for and detachment from the people with whom one works, decreased quality of 

teaching, increased depression, greater use of sick leave, more efforts to leave the 

profession and a cynical and dehumanized perception of students. Job satisfaction acts as 

an antidote for one of the major problems of the teaching profession, which is job stress. 

Stress has been described as coping or failing to cope with the demands and constraints. 

Poor job satisfaction among teachers could therefore result in job stress and this could 

affect the education sector at large.  

Researchers have addressed the importance of investigating job satisfaction amongst 

employees of organisations. However, the most valuable contribution is likely to be the 

one made by Spector (1997). He identified three reasons to justify the importance of job 

satisfaction. First, human values are essential in orienting an organisation by respecting 

and treating their staff fairly, which in turn will reflect positively on their emotions and 

wellbeing. Second, the behaviour of the organisation‟s staff impacts on its operations, 

either positively or negatively in terms of its outputs. Third, the assessment of employee 

satisfaction is crucial in identifying the areas in need of improvement. 

Similarly, the importance of job satisfaction has become increasingly urgent in the 

educational context, because both head teachers and students are dealing with the future 

of the community or society in which they operate. Johnson and Holdaway (1994) 

mentioned the importance of researching job satisfaction within the educational context 

with special emphasis on school head teachers. Johnson and Holdaway (1994) pointed 

out three main reasons for job satisfaction; First, negative phenomena such as 

absenteeism of teachers and head masters turnover are associated with low levels of 

satisfaction. Second, there is a strong association between job satisfaction and the overall 
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quality of life in society. Third, new challenges such as modernisation, the revaluation of 

technology and increases in accountability impose a great deal of pressure upon head 

teachers and draw attention to the need for more concern over job satisfaction. 

Teaching can be both rewarding and frustrating. It can be rewarding in the sense that 

teachers have the greatest opportunity of touching the lives of the people, of engaging in 

a variety of activities, and of contributing to the wellbeing of society. However it can be 

frustrating- because on the top of the heavy work load in school, teachers are also 

expected to perform other duties which take most of their time that could be devoted for 

lesson planning and for the improvement of their instructional materials. Moreover, 

society expects teachers to live a life that is dignified and beyond reproach. But, in 

return, society has done very little to promote the wellbeing of teachers (Descallar, 

2009). The quality of the work of teachers in school is a product of the interaction of 

several factors such as values, attitudes, beliefs, and satisfaction of workers (Rossmiller, 

1992). 

1.3 Statement of the Problem 

Workers are expected to be dedicated and committed to their work. According to 

Adeyemo (2001) it is not uncommon to hear people remark that present - day teachers 

are not as good or committed as their peers years back, because current teachers like to 

have opportunities for advancements through their job, promotions and good working 

conditions. When teachers are truly not committed to their work, it is an indication of 

dissatisfaction with the job. Teachers like in other professionals at one point in time have 

enjoyed or been dissatisfied with their job. The Tanzania Teachers Union has attempted 

to call two strikes countrywide. The first strike was in 2008 and second one was in 2012. 

In both occasions, the High Court Division of Labour declared these strikes as being 

illegal and the Tanzania Teachers Union was called to return into the negotiation table 

with the government though no negotiation machinery has been able to solve and satisfy 

teachers‟ claims. 
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The Tanzania Teachers Union succeeded to organize strikes countrywide, primary and 

secondary teachers joined together as well as rural and urban teachers supported these 

strikes. A report by Haki Elimu  (2009)  shows that there is a massive dropout of 

teachers, especially in rural areas and the majority of them reallocate to urban areas or 

leave the profession and join other job that give them good earning and good working 

conditions and where there are opportunities for professional advancement. The report 

shows a high rate of drop- out, which is a clear indication that something is not working 

properly in the teachers‟ profession especially in public schools, and one of the issues 

that need to be addressed is teachers‟ job satisfaction.  

Mukyanuzi and Paul (2005) tried to investigate on whether there is a teacher motivation 

crisis in Tanzania,  and among other things, was asked to secondary school teachers 

about the levels of job satisfaction, The result showed that; 61 percent of these teachers 

in Temeke rated their level of job satisfaction as „poor‟ or „very poor‟ compared to only 

17 percent in Muleba, Teachers in Muleba were able to perform other activities such as 

farming after the working hours compared to those of Temeke Municipal Council, 

Another factor also was  long distance from their homes especially for teachers of 

Temeke Municipal Council,  where many schools have no houses for teachers. A similar 

pattern of responses was apparent from the teacher interviews. In particular, half of the 

teacher interviewees in Temeke said that they were dissatisfied with their job. It appears 

that teacher job satisfaction is considerably lower among secondary school teachers and 

that, in many ways, this does amount to a teacher motivation crisis. 

When individuals find satisfaction and meaning in their work, the organization profits 

from effective use of their talent and energy. But when satisfaction and meaning are 

lacking, individuals withdraw, resist, or rebel at the end, everyone loses (Bolman and 

Deal, 2008). This research, therefore, sought to examine factors for job satisfaction of 

public secondary school teachers in Temeke district. 
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1.4 Research Objectives 

1.4.1 General Objective 

The main objective of this research is to examine the factors that influence teacher‟s job 

satisfaction in public secondary in Temeke district, Dar es Salaam region.  

1.4.2 Specific Objectives 

The specific objectives of this research are: 

i. To find out if teachers are satisfied with the job or not. 

ii. To examine factors for job satisfaction in Temeke Municipal Council. 

iii. To determine the effects of teacher‟s job dissatisfaction / satisfaction. 

iv. To find out mechanism to ensure there is teacher‟s job satisfaction in Temeke 

Municipal Council. 

1.5 Research Questions 

The study was guided by three keys of research questions and these are as follows:  

What kind of job satisfaction aspects are teachers satisfied with?  

i. What are the factors for teacher‟s job satisfaction in Temeke Municipal Council?  

ii. What are the effects of job satisfaction to teachers in public secondary schools?  

iii. What are the mechanisms for ensuring teachers job satisfaction in public 

secondary schools? 

1.6 Significance of the Research 

The results of this study of job satisfaction is an important variable to consider when 

evaluating an organization's success. In order for an organization to be productive, the 

employees' concerns should be met. Questionnaires permit employers to determine 
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employee job satisfaction. Employers can then act on these results to meet employee 

needs.  The study gives light to leaders such as District Education Officer (DEO) to 

maintain working conditions which enable the employer to lower teaching load and 

teacher‟s stress. The study helps policy makers to use the results of this study in the 

preparation of standing orders and code of conduct for teachers. Though job satisfaction 

is difficult to measure and is dependent on a number of factors, management may reduce 

levels of dissatisfaction and control workplace conflicts through common objectives like 

career development, training, appropriate rewards and improvements in the quality of 

working life.   

Woods and Weasmer (2002) and Latham (1998) assert that teacher‟s job satisfaction 

helps to minimize or eliminate teacher‟s attrition and contributes to the improvement of 

their job performance and in turn influences students‟ academic performance and 

achievement in their respective schools. This implies that educational leaders, policy 

makers and other key stakeholders in the education sector need to have a clear 

understanding of the factors that really motivate and satisfy teachers if school 

performance and effectiveness are to be improved. 

1.7 Scope of the Study 

This study was conducted in Temeke Municipal Council where seven secondary schools 

were involved in order to find the factors that influence job satisfaction for public 

secondary schools teachers in Temeke district. In this study the following factors were 

studied:-  

Financial compensation such as travel allowance, house allowance and low salary, 

working conditions such as lack of teaching facilities, motivation of teachers, rewards to 

teachers, workload and stress level due to student-teacher ratio not being balanced 

(high). 
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CHAPTER TWO 

2.0 LITERATURE REVIEW 

2.1 Introduction 

This chapter focuses on literature review where definitions of key concepts is provided, 

theoretical understanding of key variables is described, conceptual framework, theories 

adopted and empirical studies have been covered.  

2.2 Definitions of Key Concepts  

Job Satisfaction 

Newstrom (1986) defined job satisfaction, as “it is a set of favorable or unfavorable 

feelings with which employees view their work.” According to Brayfield and Rothe 

(1951), job satisfaction refers to the individual‟s attitude (feeling) toward his work. 

Job Dissatisfaction 

Job dissatisfaction refers to the feelings of not being satisfied with a job. It can be 

defined also a worker‟s negative or bad feelings or attitudes on their job (Robbins, 

1997). Thus, job dissatisfaction can be operationally defined as an employee‟s sense of 

negative feelings towards various experiences, situations or activities within a job.  

2.3 Theoretical Understanding of Key Concepts  

Job satisfaction has been the most frequently investigated variable in organizational 

behavior (Spector, 1997). Job satisfaction varies and researchers, for example 

Peretomode (1991) and Whawo (1993), have suggested that the higher the prestige of 

the job, the greater the job satisfaction. Many workers, however, are satisfied in even the 

least prestigious jobs. That is, they simply like what they do. In any case, job satisfaction 

is as individual as one‟s feelings or state of mind. Job satisfaction can be influenced by a 
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variety of factors, for example, the quality of one‟s relationship with their supervisor, the 

quality of the physical environment in which they work, the degree of fulfillment in their 

work, etc. However, there is no strong acceptance among researchers, consultants, that 

increased job satisfaction produces improved job performance. In fact, improved job 

satisfaction can sometimes decrease job performance (McNamara, [n.d]; War, 1998). 

Hackman and Oldham (1975) suggested that jobs differ in the extent to which they 

involve five core dimensions: skill variety, task identity, task significance, autonomy, 

and task feedback. They further suggested that if jobs are designed in a way that 

increases the presence of these core characteristics, three critical psychological states can 

occur in employees: (1) experienced meaningfulness of work, (2) experienced 

responsibility for work outcomes, and (3) knowledge of the results of work activities. 

According to Hackman and Oldham, when these critical psychological states are 

experienced, work motivation and job satisfaction will be high. 

Job satisfaction can be affected by age, sex, marital status, designation, job tenure, 

academic qualification, professional qualification, training course, teaching experience. 

Difference in job satisfaction on the basis of age is a widely researched issue 

(Gruenberg, 1976). It is essential to realize that the pattern of satisfaction, as a function 

of age is likely to differ from occupation to occupation and possibly between the 

services (Gruenberg, 1976), Lee and Wilbur (1981) investigated the relationship of age 

to job satisfaction. They reported that level of satisfaction is higher among young 

workers, because they are fresh, energetic, having high expectations, values for the 

future, this is reference to their beginning years of job, but as the job years increase and 

their high expectations do not seem to be fulfilled,  dissatisfaction set in. Level of 

education, moral values, cultural background and life experiences are different at 

different age levels. 
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2.3.1 Job Satisfaction and Gender Differences 

Schuler (1975) found that females in their study valued the opportunities to work with 

pleasant employees more than just males, whereas males regarded the opportunities to 

influence important decisions and direct the work of others as more important. Nash 

(1985) stated in his findings, that factors that influence job satisfaction differ from men 

to women in terms of importance of ranks. Generally men rank security first followed by 

advancement, type of work, company, pay, coworkers, supervision, benefits, duration of 

work and then working conditions. However women rank type of work first, followed by 

company, security, coworkers, advancement, supervision, pay, working conditions, 

duration of work and then benefits. 

Khan‟s (1991) research shows unique contribution of gender differences and type of 

administrator variables, which were found to be significant in explaining some of 

variance produced on secondary school administrators‟ satisfaction with their work in 

Pakistan. According to WU Huei-Jane and You-I WU (2001), in terms of job 

satisfaction, the data indicates that a higher level of satisfaction was generally found in 

female teachers, homeroom teachers, teachers who assume directorship in schools, 

teachers with lower educational attainment, and the teachers with higher income. On the 

other hand work locality, ethnic origin, and marital status did not seem to affect on 

teachers‟ job satisfication significantly.  

Hulin and Smith (1964) studied men and women, who were equal in education, pay and 

tenure,where by sex differences in satisfaction, were revealed. Newby (1999) indicated 

that females were more satisfied than males. Lee, Mueller, and Miller (1981) found sex 

differences in job satisfaction,  women being more satisfied with compensation than 

men. Studies in school settings also showed no consistent pattern of relationship. Many 

studies reported female teachers to be more satisfied than male teachers (Lortie, 1975); 

(Birmingham, 1984) while some studies showed that male teachers were more satisfied 



10 

 

than female with professional autonomy (Galloway, 1985); Still, other studies reported 

no relationship between sex and teacher job satisfaction (Hoppock, 1935). 

2.3.2 Job Satisfaction and School Location 

There is relationship between school location and teacher job satisfaction. A study 

finding by Bennell & Akyeampong (2007) indicates that teachers who worked in schools 

that are in the remote / rural areas were less satisfied with their jobs than those working 

in urban areas. This implies that the location of school was a determinant factor of their 

differences in job satisfaction. 

2.3.3 Teachers’ Satisfaction 

Teacher satisfaction refers to a teacher‟s affective relation to his or her teaching role and 

is a function of the perceived relationship between what one wants from teaching and 

what one perceives it is offering to a teacher (Zembylas and Papanastasiou, 2004).  

Many theorists have tried to come up with an explanation for why people feel the way 

they do with regards to their job. Locke developed the idea known as discrepancy 

theory. This theory suggests that a person's job satisfaction comes from what they feel is 

important rather than the fulfillment or un-fulfillment of their needs. A person's 

importance rating of a variable is related to "how much" of something is wanted. 

Discrepancy theory suggests that dissatisfaction will occur when a person receives less 

than what they want (Berry, 1997).                                                       

Another theory was developed by Lawler. Lawler believed that job satisfaction was 

driven by a motivational framework. This idea deals with how a person measures job 

satisfaction based on what they got versus what they feel they deserved. Satisfaction is 

determined by the difference between the exact amount a person received and what they 

expected. Therefore, dissatisfaction occurs when a person receives less or more than 

what was expected. In order to put job satisfaction in an environmental perspective, 

http://www.solent.ac.uk/socsci/ah/level3/slfcle13.html
http://www.solent.ac.uk/socsci/ah/level3/slfcle13.html
http://www.solent.ac.uk/socsci/ah/level3/slfcle13.html
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Social Psychologist Bandura developed a theory known as the social influence 

hypothesis. This hypothesis describes a social effect where individuals want what they 

perceive others around them. 

The last theory used to explain job satisfaction was proposed by Landy. His theory is 

known as the opponent process theory. He suggested that the primary reaction (the 

immediate emotional response) combined with the secondary reaction (the later 

emotional response) creates a stabilized equilibrium which results in job satisfaction. We 

must go straight to the source when regarding job satisfaction. The employees are the 

ones employers should turn to. Employees are the ones that give the necessary feedback 

in order for employers to know if people are satisfied with their jobs. How should an 

employer measure satisfaction without making the employee feel uncomfortable? It is 

not considered tactful to confront an employee in person on how satisfied they are with 

their job. 

Numerous research studies have proved that educators play a pivotal role in ensuring 

high- quality education for students, regardless of the country in which they are teaching 

(UNESCO, 2005). For example, the Dakar Framework for Action (UNESCO 2000), to 

which Tanzania is a signatory, stated, “Teachers are essential players in promoting 

quality education.” 

The Tanzanian government‟s official acceptance of the importance of teachers is most 

evident in its Education and Training Policy (MOEC, 1995) and, subsequently, its PEDP 

(MOEC, 2001): 

The teacher in the classroom is the main instrument for bringing about qualitative 

improvement in learning. Such quality is maximized where there is an enabling and 

supportive environment, where the learners participate actively in the process, and where 

pupils, teachers, and schools have opportunities for personal and institutional growth. 

Despite the official recognition of the centrality of the teacher to quality education, 
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teachers‟ actual practices do not lend themselves to improving student learning. 

Research (Kuleana, 2001; Rajani and Sumra, 2003) on teaching practices has found that: 

i) Teaching approaches tend to be teacher-centred, not child-centred; 

ii) Teaching methods and styles often are limited, with “chalk-and-talk” lecturing the 

predominant style used; 

iii) Clear lesson objectives seldom exist; and 

iv) Performance on examinations has taken precedence over ensuring that students 

achieve the skills and learning required within the curriculum. 

Few signs point to an improving situation (Davidson, 2005; HakiElimu, 2005). 

According to a review of the PEDP (MOEC 2004a): 

Many different, interrelated factors have thwarted recent efforts at quality 

improvements, including the rapid expansion in enrolment rates and the absence of 

classrooms and teaching and learning resources. However, the primary contributor is a 

failure to introduce actual quality- improvement initiatives. 

To a certain extent, the dearth of reforms that have occurred in Tanzania can be 

considered a failure to turn plans into action. Though the following specific goals and 

outcomes were identified throughout the PEDP (MOEC, 2001), the plan did not identify 

how these improvements were to be accomplished:  

i. Build people‟s capacity in the education system. 

ii. Improve pre-service and in-service training.  

iii. Redeploy and increase the qualifications of existing teachers.  

iv. Improve teachers‟ styles and methods in the classroom 
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v. Enable teachers to use academically sound, child-friendly, and gender-sensitive 

techniques enable educational support staff, such as inspectors and district 

education officials, to support teachers. 

vi. Employ extra teachers to accommodate increased student enrolments.  

vii. Ask teachers to use double-shift and multi-grade teaching systems as an interim 

measure. 

viii. Ensure an equitable and gender-balanced distribution of teachers. 

ix. Increase teacher-to-pupil contact time. 

x. Attract higher quality trainee teachers. 

xi. Have a minimum instructional week of 20 hours.  

 

Through his research (Davidson, 2005) recognized that improvements need to occur in 

teacher training and other related issues, these initiatives are unlikely to succeed unless 

the issue of teacher motivation is addressed. 

Job satisfaction is the collection of feelings and beliefs that people have about their 

current jobs. People‟s levels or degrees of jobs satisfaction can range from extreme 

satisfaction to extreme dissatisfaction. People have attitudes about various aspects of 

their jobs such as the kind of work they do; their co-workers supervisors, subordinates or 

their pay job satisfaction has the potential to affect a wide range of behaviour in 

organizations. 

Teachers, job satisfaction may have strong implications for student achievement.  Peck 

Fox and Moison (1997) show that improvement in teacher‟s motivation has benefits for 

both students and teachers. Teachers with strong positive attitudes  had  students  with  

high  esteem  for  teachers  are  not  merely educators but role models. (Rothman, 2001). 

Teacher turnover remain high with market transition and opening up of labour  markets,  

alternate  career  paths  are increasingly open to current and potential teachers. Teaching 

is considered by many as a career progression path that has a dead end. Many opt out for 

more desirable opportunities in private sector, businesses or administrative posts. 
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This occurrence is a pointer to dissatisfaction on the part of the teacher. Ultimately, the 

satisfaction of teachers with teaching as a long  term  career  is  important  for  policy  

makers.  Human beings are wanting beings whose needs manifested through various 

motives. These needs vary in time among different individuals. Every individual worker 

brings into the organization certain needs manifested into the organization as wants.  The 

wants include professional developments need for promotion, need for security and need 

for good working environment. 

Factors Influencing Job Satisfaction 

Okumbe (1998) defines motivation as a pleasurable or positive response resulting from 

the appraisal of one‟s job or experience. It refers to a set of favourable feelings with 

which employees perceive their work. Job satisfaction results in the employee‟s 

perception of how well the job they perform, provide those things they consider 

important to them and to the organization. Work motivation and job satisfaction are 

closely related concepts which are fundamental in organizations for any significant 

production. Motivation is the motive (drive) to satisfy a need (wants) while job 

satisfaction is the contentment experienced when need is satisfied. Where the 

employee‟s needs are not satisfied, organizational production could be low, but, when 

the employee‟s needs are sufficiently met, their job satisfaction and motivation increases 

leading to higher production. 

Then factors that determine job satisfaction have most of the time been categorized as 

being extrinsic or intrinsic, while extrinsic factors include elements like pay, promotion 

opportunities,  relationship with co-workers, supervision and recognition, intrinsic 

factors include personality, education, intelligence, abilities and age. Another school of 

thought has categorized the determinants of job satisfaction under three broad headings 

of individual attributes, job characteristics and organizational characteristics (Forsyth & 

Copes, 1994). Individual attributes refer to the demographic variables that are used to 

describe the specific characteristics of the employee actually doing the job. They include 
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characteristics such as gender, age, race, pay, education and tenure. Whereas studies 

show that there is a meaningful relationship between age and job satisfaction, there is 

however, a very low co-relation between educational level and job satisfaction (Forsyth 

& Copes, 1994). 

Job characteristics refer to the nature of the job or tasks being performed by the 

employee. Therefore, people are more satisfied with their jobs when they are working in 

a field that they are interested in or what they simply like and enjoy doing. The 

atmosphere of work environment in which jobs are performed and they include how 

employees are treated in the  workplace  in  terms  of  the  relationship  they  share  with  

co-workers  and  their  immediate  superiors  (Luthans, 2005). Given below are some of 

the factors that influence job satisfaction. 

Remuneration and Job Satisfaction 

For most people, it is undeniable that monetary compensation is a major rationale for 

working, no matter what other motivations or passions co-exist for the job. Earlier 

literature has shown more or less consistent views about the impact of salary or an 

increase in salary on job satisfaction (Ingeroll, 2003). Overall, higher salary is associated 

with job satisfaction and lower employee attrition, but the effect of salary is small and 

varies within characteristics of sub-populations. For example,  using  several  logistic  

regression  equation  models,  Hanushek, Kain, and  Rivkin  (2004)  four  out  that  

salary increases reduced the likely hood that teachers in Texas would leave their district. 

However, teacher mobility was much more  strongly  related  to  characteristics  of  the  

students  than  to  salary.  Brewer, (1996)  found  a  positive  association between teacher 

salary and the retention rates of female teachers in New York between 1975 and 

1990,suggesting  that salary influences job satisfaction. 

A series of studies conducted by Murnane and Oslen, (1990), employing data from 

Michigan and North California, demonstrated that teacher salary is an important 

determinant of the length of time that teachers stay in teaching. The results indicate that 



16 

 

teachers who are paid more stay longer in teaching and teachers with higher opportunity 

costs, as measured by test scores or degrees subject, stay in teaching less time than other 

teachers. During the last three decades teacher‟s salaries have been regularly declining 

throughout most low income countries and particularly in Africa. This decline is seen to 

results from budget constraints in these countries. For instance, UNESCO, (2003) 

suggests that the characteristics of the education systems of various countries that seem 

to be under way to reach the EFA targets, that a reasonable level for an average teachers‟ 

salary would be about 3.5 units of per capita GDO. If this level was to be aimed at, most 

African countries would have to carry on decreasing the salaries paid to their teachers 

(UNESCO, 2003). 

Faced with the necessity to reduce the wages bill in the education sector in order to 

accommodate the tight budget constraints, a number of African countries, (including 

Kenya recently) have used the strategy of hiring teachers who are not given full civil 

servants status. Often called “contract teachers”, those teachers are hired for a short term 

contract and offered  lower wage than the contractual ones for those entering the civil 

service. Furthermore, they are generally not entitled any of the numerous benefits that 

often constitute a large part of the total compensation of teachers in the civil service. 

This strategy is coherent with the World Bank recommendation (World Bank, 2002) that 

hiring should be made at a lower cost than in the currently case, while recognizing the 

difficulty to reduce salaries of existing teaching force. This situation lowers level of job 

satisfaction and commitment of teachers. 

Working Conditions and Job Satisfaction 

Attractiveness of the teaching profession and satisfaction in the workplace is closely 

associated with working conditions. Researchers have explored the relationship between 

workplace conditions and job satisfaction (Ingersoll, 2003). Osei, (2006)  notes,  that  

broadly,  teachers  in  most  countries  in  sub-Saharan  Africa  work  in  multiple-grade,  

overcrowded classrooms  (40-80  pupils  in  a  class),  mainly  due  to  a  considerable  
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increase  in  student  enrolment  to  primary  and secondary  education.  Poor  school  

facilities  (such  as lack  of basic  teaching  materials,  and  an  absence  of sufficient 

equipment for laboratories) and inadequate infrastructure, such as little lighting, drab 

walls, also seem to add to that woes of unmotivated  teachers.  This also has some 

negative implications for the teaching learning processes and student‟s achievements. 

The poor working conditions of teachers seem to stem from their low remuneration and 

limited incentives.  This is related to the low attractiveness of teaching as an occupation 

and it slow professional status in many developing countries. When the working 

conditions and status of teachers are constantly deteriorating, one  of the  most  serious  

consequences  is  dropout  of trained  and  qualified  teachers.  Working conditions in 

Kenyan secondary schools is likely to be affected by increased enrolments as a result of 

the recently introduced free secondary education. 

Professional Development and Job Satisfaction 

Continuing professional  development  is needed  because  teachers  require  continuous  

training  on emerging  issues  in classroom management, curriculum implementation  

and for instructional improvement in their subjects of specialization. Professional 

development can provide opportunities for teachers to grow personally and 

professionally and increases their capacity for effectiveness. In addition, such 

experiences increase the opportunity to interact with colleagues to get a fresh vision for 

teaching and classroom leadership, to learn or develop a new method of instructional 

leadership or a new way to assess student learning. Participation in professional 

development activities signals teacher‟s level of commitment to their school and 

professional, that is, they would be less likely to invest their time, and in some cases 

their own money, if they plan to depart. At the same time, participation in professional 

development activities can serve to enhance job satisfaction by helping teachers increase 

their skills and core content knowledge (their human capital). 
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Professional development is a means for increasing professionalism among teachers 

which could have a positive influence on their job satisfaction and retention in their 

schools and their profession.  Few studies have examined  the relationship  between  

participation  in  professional  development  programmes  and  job  satisfaction  of  

teachers.  Some studies revealed that teachers‟ learning opportunities have a direct 

relationship with their self-reported commitment to the profession or indirect effect 

mediated by the level of collaboration and input into decision making (Brewer, 1996). 

Personal Characteristics Influencing Job Satisfaction 

A number of personal characteristics have been examined through research to determine 

their effects on the overall level of job satisfaction with various aspects of the job 

experienced by workers in various positions. Given below is a review on previous 

studies on influence of gender, age, and work experience and education level on job 

satisfaction. 

Influence of Gender on Job Satisfaction 

One  view  of  job  satisfaction  holds  that  women  are  satisfied  with  jobs  in  which  

they  can  interact  with  others  in  a supportive and co-operative way, even though the 

jobs may be only minimally demanding and challenging. The basis for this view is that 

women are socialized into values, attitudes and behaviours that are communal in nature, 

whereas men‟s socialization reflects agentic values and behaviours. A communal 

orientation involves a concern for others, selflessness and a desire to be at one with 

others, whereas an agentic orientation is manifested in self-assertion, self-expansion and 

the urge to master (Eagly, 2007). Gruneberg (1979) concluded that female workers were 

less concerned with career aspects and more concerned with social aspects of the job. 

There seemed to be some inconsistencies in satisfaction differences of males and 

females as reported in studies by Tack & Patitu, (2000). Women administrators in 

Vaughn-Wiles‟s  study ranked work itself; responsibility, possibility of growth and peer 
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relationship  as contributing  most to job satisfaction  while men in Tack & Patitu 

reported  high mean scores  with opportunities  for promotion.  Fansher  and  Buxton  

(2004)  reported  female  head  teachers  scored  high  on promotion. 

Influence of Age on Job Satisfaction 

The general  findings  reported  by Hertzberg  (1957)  on the relationship  between  job 

satisfaction  and age shows  that satisfaction starts high, declines and then starts to 

improve again with increasing age in a U-shaped curve. These results were substantiated 

in a study by Kacmar and Ferris (1989). Their study resulted in a U-shaped curvilinear 

association between age and job satisfaction for the factors measured on the Job 

Descriptive Index, Smith, Kendall, & Hulin (2003). These included satisfaction with 

pay, promotions, supervision and relationship with co-workers. 

One important consideration as the workforce grows older why job satisfaction varies 

with age. Hertzberg (1957) suggested  that  job  satisfaction  increases  with  age  

because  the  individual  comes  to  adjust  to his/her  work  and  life situation. Job 

satisfaction might tend to increase as workers grow older because the extrinsic rewards 

tend to increase with age.  There  might  also  be  a  positive  relationship  between  age  

and  job  opportunities  since  the  upper  levels administration  are  usually  not  open  

young  men  and  women.  Another  factor  contributing  to  the  age-job  satisfaction 

relationship  might be the expectation  that as one‟s age increases,  so does one‟s prestige  

and confidence  and these feelings contribute to greater level of job satisfaction. 

Influence of Academic Qualifications and Job Satisfaction 

The relationship between education and job satisfaction is distinctly non-linear. The 

assumption  is  that  the  higher  one‟s  educational  level,  the  greater  were  one‟s  

chances  of  securing  a  desired  and presumably satisfying job, however, there is not a 

direct correlation between an incremental increase in education and an incremental 

increase in job satisfaction. A study by Gordon and Johnson (1982) indicated that 
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satisfaction with the work itself did not vary in its relationship to the amount of formal 

education. Instead, the data collected revealed that the more highly  educated  members  

of  the  workforce  were  less  satisfied  with  the  prevalent  way  the  organization  was  

being managed than were the less educated. One explanation for the lower satisfaction of 

better educated individuals might be that they were more aware of what constituted 

effective and ineffective management techniques. 

Influence of Work Experience on Job Satisfaction 

A research conducted by Ward (1997) among elementary head-teachers in Virginia 

indicated that head-teachers who had six years or more of service had a stronger feeling 

regarding inter-personal relationship with teachers than did head-teachers who had five 

or fewer years of experience.  Cytrynbaun and Crite‟s (2008) model of job satisfaction 

and life stages found satisfaction to be highest at entry to the profession when initial 

expectations are high. Satisfaction drops sharply as early barriers are encountered, and 

then satisfaction recovers strongly as confidence and success build. The authors 

concluded that in the final stage, satisfaction tapers off after ones career becomes 

established. 

Dinham  and  Scott  (2004)  found  no  relationship  between  length  of  service  as  a  

teacher  and  self-ratings  of satisfaction. However, a significant association emerged 

between length of service and changes to satisfaction. Teachers who reported decreased 

satisfaction since commencing teaching had significantly longer periods of service.  

2.3.4 Education, training policy and practice  

The major objective of this policy was to increase and improve access and equity for all 

children, giving authority to local levels and broadening the financial base for supporting 

education. The policy purpose is broad as consolidating and widening ideas, knowledge, 

skills, prepare students at secondary ready for tertiary, higher, vocational, technical and 
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professional education and training. The policy targeted towards the achievement of 

Tanzania‟s development vision 2025. 

There is consensus in literature that secondary education – long neglected – is now the 

fastest growing segment of education sector (UNESCO, 2001; World Bank 2007). In 

many countries, moving away from seeing primary education at the terminal level of 

education towards policies that envision widespread completion of junior secondary and 

upper secondary as a goal of education system development is well underway, but has 

only recently begun in Sub Saharan Africa (De Ferranti, 2003). Many challenges to 

expand secondary education are particularly pronounced in Sub Saharan Africa. 

Despite relatively been neglected in terms of funding by both government and donors 

and its low profile within vision 2025, secondary schooling has grown considerably over 

the past years with the majority of children accommodated by new community built 

schools. For example, one part of the policy states; “All children should have equal 

access to good and quality education, no child should be denied the opportunity to 

participate in education because of poverty, gender, disability or because of school 

facilities, materials or teachers” (SEDP, 2001). Consequently, the number of government 

Secondary Schools increased from 450 in 1999 to 828 in 2004 and 414 to 463 for non-

government schools respectively (URT, 2003). 

2.3.5 Teacher Training and Qualifications  

Tanzania has a centralized system of education and its curriculum is common all over 

the country and this is due to the fact that the country comprises many ethnic and 

linguistic groups. If the country chose to have a decentralized system and curriculum, it 

would have too many curricula.   

Teachers in Tanzania are categorized according to their educational qualifications. Each 

type of school demands particular teacher educational qualifications. This implies that 

individuals have to meet certain requirements before they are employed as elementary, 

primary or secondary school teachers in Tanzania and these are discussed in this section. 



22 

 

Students who do not get opportunities for university education can join the teachers‟ 

colleges and pursue a two-year Diploma Course in Education.  Having graduated from 

such colleges, they are employed to teach in Ordinary Level Secondary Schools (ibid). 

Additionally, the government recently introduced a one month teacher induction course 

to students who have passed the Advanced Certificate of Secondary Education 

Examinations (hereafter ACSEE) in order to curb the acute shortage of teachers 

following the increase in the number of secondary schools in the country as a result of 

the implementation of SEDP (2005–2009). Those students who pass the ACSEE pursue 

a three-year undergraduate degree course in education, that is, a Bachelor‟s degree 

in/with Education and thereafter they qualify to teach in the Advanced Level Secondary 

Schools/Senior Secondary Schools (Dershimer and Mhando, 2006). 

According to the MOEC (1995), “the minimum qualification for a secondary school 

teacher in both Government and Non-Government Schools shall be possession of a valid 

Diploma in Education obtained from a recognized institution” (MOEC, 1995, 103). 

However, this is not the case in practice as explained above that the implementation of 

SEDP is faced with the challenge of shortage of teachers, so the government recently 

introduced a crash programme called an Induction Course, a one-month course for form 

six leavers in order to curb the problem, but those individuals continue with their 

training at the Open University of Tanzania (hereafter OUT) to attain the required 

qualifications while teaching. 

2.3.6 Teacher employment  

As soon as one graduates from a Teachers‟ College or university she/he is employed by 

the Ministry of Education and Vocational Training (hereafter, MOEVT) and posted to 

any part of the country. The posting of teacher trainees to working stations is done by the 

Ministry Headquarters based on the special form that the students fill before graduating 

from the teachers‟ colleges or universities. In the form they are supposed to choose three 

regions where they wish to work, but they do not have a choice when it comes to the 
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districts and schools where they would like to work. Some of the teachers opt to seek 

employment in the Non-Government Schools. 

2.3.7 Secondary education development program in Tanzania  

In 2004, the Government of Tanzania launched its secondary education development 

plan (SEDP aiming significantly to renovate the secondary education system throughout 

the country. Secondary Education Development Program (SEDP) was formulated in line 

with the development of ward based secondary schools. The goal was to ensure more 

access and equity of participation across geographical, gender, disadvantaged group, and 

the marginalized among the community.  Such a critical plan was to curb the substantial 

increased number of pupils enrolled in primary schools thereby creating an upward 

demand for increased access to secondary education. In 2005, nearly124,884 students 

were enrolled in forms 1-6 and 1,602752 respectively in 2012. By any measure these are 

large enrolment increases over a short period of time.  Despite the fact that enrolment 

had increased by 51% classrooms remained unsatisfactory. The classrooms available are 

35374, while the actual number of classrooms to accommodate the present figure of 

students enrolled in all secondary schools from forms1-6 was 51133.This indicates that 

there is an acute shortage of 15759which make 25.2% of the classroom shortages across 

the Country (BEST, 2012-2013). 

There has been a deliberate initiative by the government to make sure that every child in 

the country attains primary and secondary education for free, but persistent poverty and 

debts have limited  the Government capacity to provide adequate resources for 

education; that is why communities were required to join efforts by the government in 

the development programme like  construction of classrooms in ward based secondary 

schools so as to ensure that all students who passed examinations and were supposed to 

join secondary school could not miss such opportunities. 

The major policy interventions and reforms included Education Sector Development 

Programme (ESDP, 2001). This programme was subdivided into the Primary Education 
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Development Plan (PEDP) and Secondary Education Development Program (SEDP). 

The government of Tanzania recognizes the central role of the education sector and the 

need of more students to participate in schooling. In line with the goal which was set in 

the National Poverty Eradication Strategy (URT, 1998) planned to have a secondary 

school in every ward by the year 2010. Tanzania has about 2,500 wards and around 

1,300 secondary schools in place. The Secondary Education Development Programme 

(SEDP) aimed to increase secondary education access, as it will increase and improve 

labour force in the market, open the demand for higher learning and participation in the 

development process. 

However, education sector faces great challenges, especially related to the quality, 

relevance and equity for the poor who are the majority. Thus, access and full 

participation in secondary education remains an unanswered challenge in the country. 

Transition from one level to another has its reflective features. The transition from 

primary to secondary education is only 62% in Sub Saharan Africa, compared to 99% in 

developed countries and 88% in other developing countries on the whole, on average 

(World Bank, 2008) while Tanzania has only 51.6% (URT, 2009). 

The main objective of PEDP was to ensure that all children have equitable access to a 

good and quality primary education, especially by ensuring the enrolment of all children, 

due to both massive enrolment in the first year of PEDP of 11 – 13 years old in grade 

one. This increased number of primary school enrolment demand for more spaces and 

other resources for secondary schooling, thus, what led to (SEDP) Secondary Education 

Development Programme. Secondary Education Development Programmes has five 

main objectives; access improvement, address equity, quality improvement, management 

reforms and devolution of authority and education management systems. All these are to 

be achieved across geographical, gender, and socioeconomic disparities.  

From the literature on policy and secondary education development guidelines, a number 

of issues are observed. Whereas the policy is well stated and it sounds very brilliant on 

paper, there seems to be a discrepancy between what the national policy statement and 
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the reality. In addition, there are chains of issues affecting students‟ rights from primary 

to secondary schools in relation to poor academic background upon entering form one, 

which is defined as another root cause of exclusion.  

Although gains from SEDP phase one are to be transformed into SEDP phase two as a 

concrete continuation towards accomplishing the programem goals and capture 

community efforts to have secondary schools, while phase two emphasis are in enabling 

practical sciences to be delivered through well-stocked science laboratories, to recruit 

and retain the available trained teachers, provide scholarship grants to students from low 

income households, and increase financial support to infrastructures and teaching and 

learning materials as needs to be addressed. The policy and program has not been able to 

address equity and quality of education.  

2.4 Theories of Motivation  

In the field of management and organizational behavior, theories of motivation have 

been regarded also as theories of job satisfaction. Mbua (2003) cited in Ngimbudzi 

(2009) postulates that the concept of job satisfaction is closely related to motivation and 

that theories of motivation are regarded as theories of job satisfaction. The above 

argumentation is rested on the idea that motivation is the most influential factor to job 

satisfaction. It is through understanding the source and philosophical views of 

motivation that employers can get to know how and what to do in order to make their 

employees satisfied with their job. 

However, motivation and job satisfaction theories are categorized into content theories 

and process theories. Content theories focus on factors within the person that start, 

energize, direct, maintain and stop the behavior. These include; Maslow‟s Need Theory, 

Herzberg‟s Two Factor Theory, McClelland‟s Need Achievement Theory, and Aldefer‟s 

Existence, Relatedness and Growth Theory. Process theories include; Expectancy 

Theory, Equity Theory and Locke‟s Value Theory (ibid).  The following theories will be 

used in this study: 
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2.4.1 Content Theories of Motivation 

 i) Maslow’s Hierarchy of Needs Theory 

Maslow (1987) propounded that human beings have desires, wants and needs; and those 

human needs are arranged in a hierarchy beginning with the basic at the highest level in 

the hierarchy. The need in hierarchy form include; (1) Physiological needs (2) Safety or 

Security needs, (3) Social and Belonging or Affiliation Needs, (4) Self Esteem, Ego or 

Status needs and (5) the need for Self Actualization.  Morgan (1986), cited in Ngimbudzi 

(2009) in trying to validate on the needs as suggested by Maslow, stressed that 

employees are people with complex needs that must be satisfied if they are to lead full 

and healthy lives and to perform effectively in the workplace. 

Lunenburg and Ornstein (2004) summarized the needs and comment on what employers 

should do to motivate their employees and make them satisfied as shown in Figure 2. 

“People are attracted to jobs that make it possible for them to meet their needs. 

Employees are interested in the kinds of jobs that are at their disposal, what such jobs 

offer that they may gratify their needs, and what is expected of them in reciprocity” 

(Hoppock 1957). Maslow‟s theory is believed to lay the foundation of motivation and 

job satisfaction. However, it is criticized to be linear and controversial in culture 

sensitivity by looking at the needs as universal.  

ii) Herzberg’s Two Factor Theory 

The theory was propounded by Herzberg, et al., (1959), identifying the so called five 

factors of motivation and job satisfaction including, recognition, achievement, 

advancement, responsibility, and work itself. The above factors also are referred to as 

satisfiers and motivators, implying that what motivates an employee also make him/her 

satisfied or dissatisfied. The two categories of factors are what are sometimes called 

“extrinsic” and “intrinsic” factors of career/job satisfaction. Intrinsic factors according to 
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Herzberg lead to job satisfaction while extrinsic factors cause dissatisfaction or reduce 

the level of job satisfaction.  

The theory contributed in explaining the role of intrinsic and extrinsic motivation in 

relation to employees‟ satisfaction. However, it is challenged on its assumption that 

extrinsic motivation factors always leads to employees‟ dissatisfaction while studies 

show that any increase in extrinsic factors does not necessarily help to increase 

productivity even though these factors increase job satisfaction (Porter and Lawler 

(1968) cited in Prasad, (2009)). 
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 Table 2.1: Maslow’s Hierarchy of Needs 

Source: Ngimbudzi (2009) 

2.4.2 Process Theories of Motivation  

Process theories of motivation are primarily concerned with explaining how individuals‟ 

behavior is energized, directed, sustained and/or stopped (Mbua, 2003). The following 
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   Basic Needs 

Growth Achievement  

Advancement 

Self 

Actualization 

5 

Challenging Job 

Advancement 

Achievement in Work 

Self esteem 

Esteem from others 

Recognition 

Esteem 

4 

Titles 

Status 

 

Promotions 

Affection 

Acceptance 

 

Friendship 

Social 

3 

Quality of Supervision 

Compatible work groups 

Professional friendship 

Safety 

Security  

Stability 

Safety 

2 

Safe working conditions 

Fringe benefits 

Job security 

Water 

Food 

Shelter 

Physiological 

1 

Heat and air conditions 

Base salary 

Working conditions 
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process theories of motivation and job satisfaction are thought to be useful to this study, 

including; The Expectancy Theory, Value Based Theory, and Equity Theory.  

ii) Expectancy theory   

As proposed by Vroom cited in Robbins and Judge (2008) and Lunenburg and Ornstein, 

(2004), this theory advocates that motivation results from three kinds of peoples‟ beliefs 

or assumptions, including: expectancy, instrumentality and valence (Chelladurai, 1999). 

The term expectancy refers to the person‟s assumption that efforts will lead to 

achievement or accomplishment (intrinsic motivation) implying that he/she is internally 

driven to perform a particular job. Instrumentality refers to person‟s assumptions that 

good work will bring about rewards.  

The term valence refers to “the perceived value of the rewards (external motivation) to 

the recipient” (Chelladurai, 1999). This shows that for an individual (teacher) to provide 

effective job performance and job productivity, both intrinsic (internal forces) and 

extrinsic motivation (external forces) must prevail. The theory is useful in analyzing and 

explaining the internal and external motivation factors of job satisfaction.  

ii) Value Based Theory 

This theory is also called Locke‟s Value Based Theory of motivation. It propounds that 

an employee‟s satisfaction subsists to the degree that employment results, or that the 

compensations a person gets correspond, to those compensations which are expected or 

aspired. The more employees achieve the outcomes that are valued most, the more 

contented they become, and the opposite will lower their satisfaction levels, or the vice 

versa. The theory delights on the importance of satisfying an individual‟s needs/desire 

through proper outcome variables associated to certain behavior (appropriate rewards 

helps in solidifying a desired behavior).   
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iii) Equity Theory 

Equity theory provides a strong base in studying employees‟ job satisfaction and work 

motivation. It assumes that for an organization to improve employees‟ satisfaction and 

be productive and effective, the principle of fairness and equity in the workplace should 

apply. This theory suggests that employees in any organization have a tendency of 

making comparisons of what they get from their respective jobs.  

The comparisons they make are based on the input-output ratio that is whether there is 

any relationship between the input and the outcome (Robbins and Judge, 2008). In other 

words, employees compare their income (hygiene factors/motivators) with that of other 

workers within their organizations or with that of their colleagues in other fields. 

According to Porter and Lawler (cited in Ngimbudzi, 2009), the perceived equitable 

rewards are a major input into employee satisfaction. The outputs of one‟s job are all the 

things the employee receives as a result of performing the job, such as salary, 

promotions, fringe benefits, job security, working conditions, job prerequisites, 

recognition, and responsibility (Lunenburg and Ornstein, 2004). The inputs include such 

aspects as employees‟ educational qualification, work experience, professional training, 

personal ability, personality qualities or characteristics, commitments and efforts and 

attitude towards the job among others which they bring with them to the institution 

(Lunenburg and Ornstein, 2004).  

In addition, workers expect to see justice and fairness in terms of the work they do and 

the fruits of their work. In short, the theory claims that workers assess whether there is 

fairness in what they get in doing the job. They do so by using what the authors refer to 

as “the process of social comparison” (Lunenburg and Ornstein, 2004). This implies that 

if the employees are fairly rewarded, they become happy or contented with their job and 

that may increase their job performance and productivity and the opposite is also true.  
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Most of the relevant research has tried to determine the factors which lead to satisfaction 

or dissatisfaction. Buitendach and De Witte (2005) differentiate between the dimensions 

of the factors which might affect job satisfaction by classifying them into two categories 

- extrinsic factors including promotion, co-workers, supervision and recognition, and 

intrinsic factors including personality, education, age and marital status. However, 

Dodd-McCue and Wright (1996) stated that the predictor variables of job satisfaction are 

most likely to overlap and that lack of clarification of organizational and job 

characteristics are causal factors. 

Furnham (1992) pointed out that, according to the literature, job satisfaction factors are 

divided into three groups. These are 1) organizational characteristics focusing on issues 

such as reward, supervision, and decision-making practices, 2) specific aspects of the job 

that include workload, autonomy, feedback and the physical working environment, and 

3) individual characteristics concerning personal characteristics such as self-esteem and 

general life satisfaction.  

Within the educational context, Crossman and Harris (2006) classified the factors that 

might affect job satisfaction into three general categories. These are: 1) environmental 

factors such as the work itself and the environment, 2) psychological factors such as 

personality, behavior, and attitudes, and 3) demographic factors such as gender. One of 

the most significant factors affecting job satisfaction, especially in the educational 

context, is the work itself, which is highly associated with the characteristics of the 

structure of the educational organization.  

The organizational structure can play a significant role in this regard, depending on 

whether the structure is highly centralized or decentralized. What determines the degree 

of centralization or decentralization is the extent of decision-making participation and 

the autonomy which the employee has. The differentiation between the two structures is 

identified by Lambert et al. (2006). Where the employees work in a highly centralized 
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and formalized organization, they tend to be dissatisfied and uncommitted (Organ and 

Greene, 1982) and most likely the opposite is the case in a decentralized organization. 

2.5 Knowledge Gap 

Literature and studies of teachers‟ job satisfaction in different parts of the world, and in 

Tanzania in particular, have focused on the influence of different factors of job 

satisfaction. In Tanzania, studies on teachers‟ job satisfaction done by Nguni (2005) 

tried to show how teachers job satisfaction can be influenced by transformational 

leadership, while Mukyanuzi and Paul (2005) tried to investigate on whether there is 

teacher motivation crisis in Tanzania. Other studies have looked at job satisfaction of 

public secondary school teachers in rural areas but ignored urban areas. This study seeks 

to cover the gap in research by assessing the factors of job satisfaction of public 

secondary schools in urban areas, using Temeke district, Dar es Salaam region as a case 

in point. 

2.6 Conceptual Framework 

The conceptual framework of this study was used to illustrate the interplay of different 

factors leading to satisfaction or dissatisfaction of public secondary teachers.  
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Figure 2.1: Conceptual Framework  

 

 

 

 

 

 

  

 

 

 

Source: Mukuni (2013) 
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CHAPTER THREE 

3.0 RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter provides the research type, methods of data collection, the study 

geographical area, instruments validity and reliability, study population, sample and 

sampling procedures, data presentation, analysis plan and ethical consideration.  

3.2 Research Design 

 In this study, a case study design has been adopted in conducting this study. This design 

has been adopted due the reasons that; it accommodates several techniques for data 

collection and it can allow both qualitative and quantitative data collection tools and 

analysis techniques.   Moreover, the case study allows drawing conclusion on the 

findings for a particular case and replicating the results to investigate cases with similar 

characteristics. 

3.3 The Study Geographical Area 

The study was conducted in Temeke Municipality of Dar es Salaam region. Temeke 

Municipal Council has 70 secondary schools.Out of these, 39 are government owned and 

31 are privately owned. The targeted population was all public secondary school 

teachers in Temeke Municipal Council in Dar Es Salaam.  

The rationale for selecting the district as a study area is due to the fact that; firstly, no 

studies have been conducted to investigate the factors that influence job satisfaction in 

urban areas and particularly in government secondary school in Temeke district. 

Secondly, Temeke district has few  government secondary schools and  Temeke has the 

unique characteristic of having  more public schools allocated  in the outskirt of the 

district as well as fewer teachers as compared to the other two districts of Dar es salaam 
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region, namely, Ilala  and Kinondoni, So, Temeke might have slightly different 

characteristics which need particularly attention.  

3.4 The Study Population  

Population refers to the set of all cases of interests (Shaughnessy, et al., 2003). The study 

targeted the population of public secondary school teachers in Temeke Municipality, 

School Headmasters/Headmistress, Secretary of CWT and DEO (District Education 

Officer) of Temeke District. Education statistics of 2013 show that Temeke municipality 

has a total of 39 secondary schools and 1419 teachers whereby among them 621 are 

male and 798 are female.  

3.5 Sample and Sampling Technique 

3.5.1 The Study Sample 

A research sample refers to the subset of the population drawn from the sampling frame; 

it is a representative of the population to the extent that it exhibits the same distribution 

of characteristics as the population.  Research puts forward that “a careful selection of 

the study sample allows researchers to generalize findings from the sample to the 

population” (Shaughnessy, et al., 2003). However, the ability to generalize from a 

sample to the population depends critically on the representativeness of the sample (Ibid. 

129). Best and Kahn (1993) suggest that when sample groups are to be divided into 

smaller groups to be compared, the researcher initially selects large enough samples so 

that the subgroups are of adequate size for his/her purpose.  

Therefore, this study drew its sample from School Teachers of Temeke Municipality in 

Dar es Salaam region. A total of seven schools were selected randomly from forty 

secondary schools which  were Kibasila, Chang‟ombe,  Tandika, Buza, Temeke, Lumo 

and Kurasini in which ten teachers were selected according to their numbers of years in 

service.The  first stratum comprised of those with less than ten years and the second 



36 

 

stratum involved those teachers with ten years and above in the teaching profession. A 

sample of seventy nine respondents (79) from the targeted population were involved, 

from which  two respondents were a Secondary District Education Oficcer and a 

Secretary of Chama Cha Walimu Tanzania (CWT) in Temeke Municipal Council, seven 

were head Masters/Mistress and seventy were ordinary teachers.   

3.5.2 Sampling Technique 

There are two types of sampling designs; probability and the non-probability sampling 

(Sekaran, 2003). Probability sampling is the type of sampling whereby the elements in 

the population have some known chance or probability of being selected as sample 

subjects. Meanwhile, the non-probability sampling is where the elements do not have a 

known or predetermined chance of being selected as subjects. The researcher used a 

stratified sampling to reach different groups of respondents including teachers, head 

masters/mistress and district education officers. In this regard within each group 

respondents had the probability to be chosen as sample subjects. 

 A list of teachers in selected schools were chosen by using simple randomly technique 

in which each teacher was having equal chance to be chosen in these selected schools, 

this technique was applied to choose teachers from selected schools to represent the 

population involved in data collection .  

Purposive sampling was deployed to get respondents from officials in Municipal 

Education Department where Secondary Education Officer and Head Teachers were 

approached for interview. 

3.6 Data Collection Techniques 

In order to ensure that data collected are both valid and reliable, this study sought to 

employ a number of quantitative techniques. Thus, questionnaires and interview 



37 

 

techniques were used. Interview was conducted to Heads of schools and District 

Education Officer using interview guide.  

3.6.1 Questionnaire 

A questionnaire is simply a tool for collecting and recording information about a 

particular issue of interest (Oppenheim, 1992). A closed questionnaire was administered 

to ten teachers from each selected school. The questionnaire was explored by putting a 

tick () to the correct responses for closed ended questions and giving correct response 

to open questions. Data on levels of satisfaction and different factors influencing the 

satisfaction level were collected.  

The questionnaire was chosen in this study because it gave valid and reliable data.  The 

questionnaire technique was thought useful to this study because it saves time, upholds 

confidentiality, and avoid bias as questionnaires were presented in paper form, and 

enabled the researcher to collect information from a large sample (Kombo and Tramp, 

2006).  Questionnaires were distributed to teachers to reach the number of respondents 

as indicated in the sample size.   

3.7 Reliability of data collection tool / Internal consistent   

Validity was ensured throughout the study through triangulation where different tools 

for data collection were used particularly questionnaire and documentary review. 

Reliability of Likert scale items was tested using Cronbach‟s alpha coefficient in SPSS 

where the results show that the internal consistency (reliability) of a measuring 

instrument was sufficient to provide reliable data with a minimum alpha coefficient of 

0.681 which according to George and Mallery (2003), is acceptable for analysis. In 

interpreting Cronbach‟s alpha coefficient, George and Mallery (2003) provided that the 

following values be adopted >0.9 (excellent), >0.8 (Good), >0.7 (Acceptable), >0.6 

(Questionable), >0.5 (Poor), and <0.5 (Unacceptable).  The alpha coefficient values 

were calculated using SPSS and the above standards were used to interpret the results, 
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which show that the internal consistent of data collection tool was acceptable for 

analysis.  

Table 3.1: Reliability of data collection tool  

Parameter Number of items Cronbach's alpha coefficient 

In-service training 2 0.883 

Awards 3 0.977 

Financial support 4 0.63 

Motivation 5 0.764 

Working condition 5 0.681 

 

3.8 Data Presentation and Analysis 

Data obtained from the instruments were presented in forms of tables, figures and 

statements whenever necessary in order to give detailed explanations or insights on a 

particular point. Data from each instrument were subjected to a proper method of 

presentation and analysis depending to the nature of the data required and obtained. Data 

from questionnaires with scaled responses were added up, means and standard deviation 

calculated, and converted into percentages.  The Statistical Package for Social Science 

(SPSS) was used in analyzing the data. Data were drawn to tables or figures for 

comparisons and interpretations guided by research hypothesis, and questions. Data from 

open ended questions, intending to capture qualitative information, were descriptively 

analyzed and direct quotations or statements of respondents were reported.  

3.9 Ethical Consideration  

In ensuring that the research to be conducted adheres to ethics in research, the researcher 

sought for participants‟ consent, permission from authorities and for  no reason disclosed 

any participants‟ information to unauthorized party. The intention of the study was 

purposely explained briefly to avoid doubts and deception from participants / 

respondents, the collected data were used only for the purpose of this study and not 

otherwise. 
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CHAPTER FOUR 

PRESENTATION OF FINDINGS 

4.1 Introduction  

This chapter is centered in presenting the study findings, discussions and interpretation 

based on research objectives and key questions. The chapter is organized into five main 

sections: the first section discusses the socio-demographic characteristics of respondents, 

while the second section analyses the teachers‟ job satisfaction in Temeke Municipality. 

The third section focuses on discussing the factors influencing teachers‟ job satisfaction, 

the fourth section discusses the effects of job satisfaction and the last section provides a 

mechanism to ensure teachers‟ job satisfaction.  

4.2 Socio-demographic Characteristics of Respondents  

Socio-demographic characteristics of respondents comprised of four parameters as 

illustrated in Table 4.1. These parameters included sex, age, marital status and teaching 

experience in years. The findings show that among the interviewed teachers in the 

selected schools men were 38.6% and women were 62.4%.   

Respondents‟ distribution according to age revealed that 30% were aged 20 to 30 years, 

35.7% were aged between 31 and 40 years. Moreover, 24.3% were aged 41 to 50 years 

and 10% were aged 51 to 60 years as shown in Table 1. Thus it can be asserted that the 

data collected represents the views from teachers of different age groups and this 

suggests that the satisfaction level derived is the perception of all age groups.  
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Table 4.1: Socio-demographic characteristics of respondents  

Characteristics Variable Frequency Percentage (%) 

Sex Male                    27  38.6% 

Female                   43  61.4% 

Age 20-30                   21  30.0% 

31-40                   25  35.7% 

41-50                   17  24.3% 

51-60                      7  10.0% 

Marital status Married                   43  61.4% 

Single                   21  30.0% 

Separated                      6  8.6% 

Teaching experience 

in years 

  

10                   18  25.7% 

11                      7  10.0% 

17                      4  5.7% 

20                   10  14.3% 

25                      3  4.3% 

3                      3  4.3% 

30                      4  5.7% 

4                      3  4.3% 

5                   11  15.7% 

6                      4  5.7% 

7                      3  4.3% 

 

Results on marital status of respondents show that 61.4% were married, 30% were single 

and 8.6% were separated.  In this regard it has to be noted that job satisfaction level 

analyzed in this study has been found among teachers who are married, single and 

separated. With regard to teaching experience, results show that the minimum years of 

experience were three indicated by 4.3% of respondents and maximum teaching 

experience was 30 years as affirmed by 5.7% of the respondents.  The results of teachers 

working experience suggest that a good number of teachers remain in their job for quite 

good number of years as revealed from the results.  
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4.3 Teachers’ Job Satisfaction in Temeke Municipality   

This section presents the findings on teachers‟ job satisfaction in Temeke Municipality 

and it discusses with regard to four key elements of job satisfaction as described herein.  

Teachers‟ job satisfaction was measured using four constructs: the first one aimed at 

ascertaining the level of satisfaction with in-service training, the second centered on 

determining satisfaction with opportunities for training and professional development. 

Other two constructs centered on determining satisfaction with awarding system to 

teachers and satisfaction with rewards for doing a good job at school. The level of 

satisfaction was measured using mean and standard deviation calculated from scores 

obtained in Likert Scale items. The interpretation of mean and standard deviation items 

for five point scale requires that for the results to be desirable, the calculated mean value 

must be 2.5 and above.  

4.3.1 Teachers’ satisfaction with in-service training opportunities  

The results from the analysis of Likert scale items show that 91.5% indicated to disagree 

with this parameter while only 8.6% indicated to agree with this parameter (Table 3). In 

this regard it can be affirmed that teachers in Temeke Municipality are dissatisfied with 

in service training opportunities provided by employers in their career development.  

The study has found poor job satisfaction among the teachers in Temeke Municipality as 

measured using the variables including in-service training, awards, financial support 

from employers. From the findings it can be confirmed that poor working conditions 

discourage potentially good candidates from considering a career in teaching and make 

long term serving teachers want to leave the profession. 

This was in line with the findings of Schop (2009) who asserted that attracting qualified 

teachers to work in the teaching profession requires substantial efforts to make all 

necessary facilities available. Both teachers and students have to endure very deplorable 
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school environments. Lack of transport, security and residential facilities in surveyed 

schools also contribute to the high level of teacher dissatisfaction.  It has to be noted that 

good schooling environments can have a strong positive effects on teachers‟ motivation 

to teach because of the equally positive environment it connotes.    

Moreover, the interview with head of schools revealed that due to inadequate capitation 

money provided by the government, the school is forced to send just few teachers to 

seminars and short course training to upgrade their skills particularly for science subject 

teachers. Likely, opportunities for in-service training are constrained by inadequate 

number of teachers where at the time a teacher is supposed to go for short course then 

his/her position is left blank.  

4.3.2 Teachers’ satisfaction with opportunities for training and professional 

development  

This construct aimed at measuring whether teachers are satisfied with opportunities and 

professional development in the case study area. The results show that 95.7% of the 

interviewed teachers disagreed with this construct and only 4.3% agreed with this 

statement. The results suggest that the level of satisfaction with opportunities and 

professional development to teachers is quite minimal as portrayed in Table 3. The 

situation is alarming to the extent that immediate attention from top management in the 

education sector at the local government level, and even at the national level, should be 

given priority.  

Most of the teachers interviewed stated that during their career they needed some 

opportunities for professional growth but they would have liked tailor-made courses 

which took into account their experience. These comments clearly indicate that the 

teachers‟ sense of satisfaction is connected to intellectual and professional stimulation 

and also to opportunities for growth. As long as teachers are provided with opportunities 

for innovation, stimulation of their intellectual curiosity and increased creative outputs, 
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then they would still kindle the passion for their profession and further contribute 

towards students‟ achievements. 

Apart from the results of teachers‟ responses, interview with Municipal Education 

Officer revealed that there are efforts to make sure that teachers who have been 

employed with diploma level get an opportunity for further studying after two years of 

their service. Likely, since teachers are given priority by the Higher Education Students 

Loans Board, thus it was revealed that a good number of teachers apply for further 

studies which increase their morale for working. Moreover, the Municipal education 

officer complained that some of the teachers change their profession after joining 

university level and they do not come back to work in a teaching position.  

 4.3.3 Teachers satisfaction with awarding system for students’ performance  

The aim of this statement was to measure the extent to which teachers are satisfied with 

the awarding system to teachers for students who perform well in national examinations. 

It has been revealed that about 87.1% of the interviewed teachers disagree with this 

statement while only 12.9% agreed with the statement.  Again this findings affirms that 

the level of satisfaction with the awarding system is minimal as reveled by the results 

from the field survey.  

Lack of respect, status and recognition from society was another factor. It is worthwhile 

to mention that many teachers complained about parents‟ indifference or parents‟ 

interventions in schools. Most comments indicated that the disillusionment resulting 

from unfulfilled expectations for respect and recognition gives rise to dissatisfaction and 

low morale. The lack of respect and recognition of teachers causes a lot of 

disappointment among secondary school teachers.  

4.3.4 Teachers satisfaction with rewards for doing a good job at school  

The last construct for measuring teachers‟ satisfaction was concerned with ascertaining 

whether teachers are satisfied with rewards for doing a good job at school. The results 
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revealed that 82.3% disagreed with the statement which implied that to a large extent 

teachers are dissatisfied with rewards for doing a good job at school. Moreover, 8.6% 

were neutral and another 8.6% agreed with the statement (Table 4.2). This implies that 

the level of teachers‟ satisfaction with regard to rewards for doing a good job at school 

demonstrates a high level of dissatisfaction which calls upon the action of different 

stakeholders to change the existing situation.  

Table 4.2: Teachers’ Job Satisfaction in Temeke Municipality   

Teachers satisfaction with; Disagree Neutral Agree 

F % F % F % 

I. In-service Opportunities 64 91.5 0 0 6 8.6 

II. Opportunities for training and 

professional development 

67 95.7 0 0 3 4.3 

III. Awarding system to teachers for 

students who perform well in 

national examinations  

61 87.1 0 0 9 12.9 

IV. Rewards for doing a good job at 

school  

58 82.3 6 8.6 6 8.6 

 

4.4 Factors Influencing Teachers’ Job Satisfaction  

Teachers satisfaction is a result of interaction of different factors as presented in Table 

4.3 that displays ranking of teachers‟ job satisfaction scores from the field findings. Of 

the 14 parameters of job satisfaction factors measured in this study, teachers wanted to 

be motivated by the way the teaching profession is valued by the community. Teachers 

tend to be satisfied if these factors are present in their teaching job and believe that they 

will positively impact their job performance. 

Discouraged by the way the teaching profession is valued and perceived by the society 

was ranked high according to survey results, followed by poor facilities in school that to 

a large extent reduce efficiency in teaching. That distance from home to school affect the 

performance of teachers was the third parameters which suggest that there is a close 

relationship between distances from home to school for teachers to be satisfied. Whether 

the teaching time- table provides opportunities for extra income generating activities was 



45 

 

another parameter ranked high due to the fact that salaries are not enough, thus teachers 

demanded extra time to engage in extra income generating activities.  

School extra-curricular activities were also found to have a significant impact to the 

satisfaction of teachers whereby most of them mentioned it to be unsatisfactory. Sound 

and healthy working relationship received a rank with a mean score of 2.07 and 

availability of fringe benefits scored 1.85, which demonstrates a high level of 

dissatisfaction in the teaching profession. This result revealed that school related factors 

and community factors are important in different ways in predicting teachers‟ job 

satisfaction as documented by Naylor (1999). In this regard more deliberate effort needs 

to be channeled for ensuring these factors were well adhered.  

Table 2.3: Factors influencing teachers’ satisfaction  

 Parameter N Mean Std. Deviation 

I Satisfied with employer being a guarantor to 

financial institutions 

70 1.271 0.4479 

II Fairness of the promotion process and 

procedures used by employer 

70 1.414 0.6018 

III Satisfied with rewards for doing a good job in 

the school 

70 1.471 0.9739 

IV Comfortable with rewards for doing a good job 

in the school 

70 1.486 0.9285 

V Satisfied with awarding system for teachers 

whose students out shine in the national 

examinations 

70 1.514 1.0179 

VI Comfortable with payments for seminars, 

examination supervisions and marking 

70 1.6 0.9691 

VII Satisfied with payments for remedial class in 

school 

70 1.629 1.0239 

VIII Satisfied with fringe benefits 70 1.857 0.546 

IX Encouraged with sound and health working 

relationships with school management 

70 2.071 0.9375 

X Extracurricular activities (school projects, and 

school event etc.) are stimulating  

70 2.343 0.899 

XI School time table provides opportunities for 

extra income generating activities 

70 3.5 0.9891 

XII Distance from home to school affect the 

performance of teachers  

70 3.857 1.0256 

XIII Poor facilities in school reduce efficiency in 

teaching 

70 4.043 1.3015 

XIV Discouraged by the way teaching profession is 

valued and perceived by the society 

70 4.314 0.9562 
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Fairness of the promotion process and procedures used by employer affect highly the 

satisfaction of teachers with the mean score of 1.414 which is below the mean average of 

2.5 as a bench mark for interpreting Likert scale responses. In this regard, it can be 

ascertained that teachers were not +comfortable with this parameter and there is a need 

to put more effort and set up required strategies to ensure that teachers are satisfied with 

the promotion process and procedures.  

Likely, teachers‟ satisfaction with fringe benefits obtained a low mean score of 1.857, 

which implies that although fringe benefits stands as one of the factors for enhanced 

satisfaction, it is contrary to the situation revealed in the Temeke Municipality where 

most teachers indicated not to be satisfied with fringe benefits. Furthermore, teachers‟ 

satisfaction with the awarding system when their students out shine other schools in the 

national examinations revealed a low mean score in Likert Scale items which suggests 

that there is a low level of recognition for  teachers who work hard to help students 

perform better. Scores to other factors have been presented in Table 4.3.   

4.5 Effects of Job Satisfaction and dissatisfaction to Teachers  

4.5.1 Effect of job disatisfaction  

Job dissatisfaction, has various effects to teachers regarding their career. Two statements 

were put in place to determine whether job dissatisfaction have substantial effects. When 

asked whether they are not willing to continue teaching for the rest of their life, the 

results show that 70% agreed with the statement, 24.3% were neutral and 5.7% 

disagreed. The results demonstrated a high level of dissatisfaction among the teachers in 

their career to the extent that they are willing to quit their profession and do something 

else for the rest of their life as indicated in Table 4.4.  
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Table 4.4:  Effects of dissatisfaction to teachers 

Teachers perception on: Disagree Neutral Agree 

F % F % F % 

I. To continue teaching for the rest of their 

life  

4 5.7 17 24.3 49 70 

II. Willingness to choose another career if 

it is available  

3 4.3 21 30 46 65.7 

 

Table 4.4 presents the results on perception of teachers‟ willingness to choose another 

career if it is available as a result of dissatisfaction with the current job situation. Results 

show that 65.7% of the interviewed teachers agreed with the statement. This again 

demonstrates the high level of dissatisfaction in their profession with the current job 

condition. Moreover, 30% were neutral and only 4.3% disagreed with the statement, 

which suggest a low level of satisfaction among teachers with the working environment 

to the extent that they are willing to engage in another job or even switch to another type 

of career.  

The study found that teachers have low self-esteem and feel they are not respected by the 

communities and society in general. Secondary school teachers in particular feel that 

compared to other professions, teaching is a low status job.  In fact, the status of 

teachers, has suffered so severely that educated unemployed persons become teachers 

only as a last resort, and leave the profession immediately when better and more 

respected job opportunities comes along. The teacher‟s social status cannot be enhanced 

solely through legislation. What is needed is a two-track approach which (a) provides 

teachers with effective training decent working conditions and remuneration, and (b) 

which at the same time, demands constant commitment and dedication from them. On a 

similar line of thought, Watt and Richardson (2008) argue that career development 

aspirations are important factors in job satisfaction. Therefore if the teaching 

environment does not facilitate the satisfaction needs of teachers, then teachers are 

unhappy and unproductive. 
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4.5.2 Effects of teachers satisfaction    

This study demonstrate the presence of job satisfaction to some of the experienced 

teachers in a teaching profession. This contributes highly to job performance. One of the 

interviewed teacher demonstrated that;  

“Job satisfaction has direct effect on the performance and productivity of 

secondary school teachers in learning process”.  

Some of the experienced teachers demonstrated their readiness to delay after end of 

working time to complete their duties, and they have high level of activity and vitality as 

being secondary school teachers. 

“In order to complete my daily activities I have to delay after end of 

working hours just to accomplish my activities and prepare a lesson for the 

next day”: (A Chemistry teacher in Temeke Municipal) 

Some of them demonstrate exhaustion of their energy during working time, but they 

don‟t feel with frustration about their work. This result supported by result of Robbins & 

Coulter (1999), Zhang & FANG (2005) which indicated that managers generalized that 

if their employees were satisfied with their jobs, that satisfaction would be translated 

into high productivity.     

4.6 Mechanisms to Ensure Teachers’ Job Satisfaction in Temeke Municipality  

Job satisfaction is crucial for ensuring teachers‟ commitment in their profession. From 

the analysis of the results, the following key issues are useful towards ensuring job 

satisfaction among teachers in Temeke Municipality.   

i. Providing possibilities for professional development that helps teachers to 

address skills deficits and update their competences throughout their career as 

indicated in Table 4.5 which show results from interviews. The Ministry of 

Education should strive to remove barriers and create incentives to encourage 

participation in professional development, for instance by linking it to possible 
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career progression. Teachers in Temeke Municipality identify particular needs 

for professional development linked to the changing circumstances of teaching, 

including new technologies and the growing diversity of groups of learners. In-

service training opportunities should respond to teachers‟ needs and school have 

a proven impact on their practice.  

ii. It has been found that, investment should be focused on the most effective 

programmes such as those combining theory and practice and those based on 

collaborative peer learning as revealed by the Municipal Education Officer 

during interview. In- service training programmes should support the 

development of innovative teacher training, offers opportunities for the 

professional development of teachers and other staff and a platform for teachers 

to collaborate and engage in professional learning with their peers. Responses 

from the respondents with regard to this factor are indicated in Table 6.  

iii. Discussion with the District Education Officer revealed that salaries for teachers 

are not sufficient to meet their daily living expenses and thus there is a need to 

increase the salaries and pay all the obligations. Interview with respondents 

indicated the same trend as illustrated in Table 4.5.  

iv. Other requirements identified for enhancing teacher satisfaction include: 

provision of holiday payments, distance allowance, regular training to update 

their skills, and provision of housing services as illustrated in Table 4.5. 

v. Providing capitation fund on time, and to the required amount as requested to 

ensure teacher job satisfaction and favourable learning environment for students 

as revealed by head- masters in the selected secondary schools.  
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 Table 4.5: Mechanisms to ensure job satisfaction among teachers  

Parameter Frequency Percent 

Providing possibilities for professional development  10 14.3 

Focusing investment in most effective programmes 11 15.7 

Increasing salaries and paying obligations  19 27.1 

Regular training  13 18.6 

Timely provision of capitation fund  17 24.3 

 

Salary increases are the most direct and powerful way to demonstrate the value accorded 

to the education profession. A lack of financial progress following entry into the 

profession could encourage attrition after a few years and should be addressed. It may 

often be assumed that teacher job satisfaction in the teaching profession is largely related 

to salary and other benefits. The findings of this study have demonstrated that teachers‟ 

motivation stems from a complex interplay of factors that are linked to their sense of 

their own worth and value as educators. While salary is certainly one factor in 

influencing their satisfaction, secondary school teachers expressly identified other more 

important factors.  

These factors include: the teachers‟ belief that they had a positive impact in the lives of 

their students and made an important contribution to the society, the extent to which the 

community values the teaching profession, reward system, interaction with leaders in the 

education sector and the way teachers are rewarded as a result of their students 

performing well in national examinations. These factors play central role towards 

ensuring teachers job satisfaction in Temeke Municipal and their level of applicability 

need to be keenly taken care of.    Other scholars again talked on these factors in other 

countries and confirmed that they play active roles in enhancing teachers‟ job 

satisfaction (Bull, 2005; Bolman and Deal, 2008). 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS, AND POLICY IMPLICATIONS 

5.1 Summary  

The study shows that teachers‟ (dis)satisfaction is a complex social construct which is 

influenced by a number of factors in continuous flux. Research findings also reveal 

many aspects of dissatisfaction which needs to be counteracted effectively to limit 

dissatisfaction among teachers.  Particular attention needs to be directed to measures 

which deal effectively with social problems, students‟ misbehaviour, decline in teachers‟ 

respect and status, improving relationships with educational directorates, and increase in 

teachers‟ contribution in the educational decision-making processes.  

A greater recognition and understanding of teachers‟ work would enable them to focus 

on those factors that they enjoy most, i.e. working with children and contributing to 

society. A change in criteria for teacher evaluations could develop into a fairer system of 

auditing. If teachers‟ work was more positively expressed, especially through the media, 

then an increase in perceived job satisfaction levels would be expected. This would, in 

turn, have a positive effect on the performance of teachers.  

5.2 Conclusion    

The study has found that teachers in Temeke Municipality are dissatisfied with their 

work. Different factors have been revealed to contribute to job dissatisfaction among the 

teachers. These factors vary from person to person and are linked to socio-economic and 

working conditions. Informants pointed out working conditions and remuneration for 

teachers as the some of the factors for teachers‟ job satisfaction.  Pre- and in-service 

teacher education that focus more on the practical aspects of teaching, so that when new 

teachers enter schools they feel better prepared and motivated to handle the challenges, 

was one of the factors, e.g. teaching large class sizes, teaching with little resources, etc.   
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Other factors found to contribute to the job satisfaction of teachers include working with 

students and developing the intellectual challenge of teaching. In contrast, teachers 

viewed job dissatisfaction as principally contributed to by work overload, poor pay and 

perceptions of how teachers are viewed by society. Strong commitment is required from 

educational sector leaders‟ lack of which undermines effective policy implementation in 

education especially those that directly affect teacher‟s professional work and welfare. 

5.3 Recommendations  

In order to ensure that teaching is (perceived as) an attractive career choice policy-

makers will want to pay attention to working conditions and salaries, the quality and 

relevance of Initial Teacher Education, opportunities for professional development and 

career advancement as well as the availability of tailored support, especially for 

beginning teachers. 

Teacher education and professional development needs to be seen as a lifelong task, and 

be structured and resourced in coherent and coordinated provision. Initial Teacher 

Education cannot give teaching staff all the competences required throughout their 

career. Therefore, in-service professional development is essential, and it must be 

organized in such a way that it helps teachers to continuously improve their practice. 

Moreover, policy measures should be aimed at reviewing and adapting the offer of in-

service training opportunities to make sure they respond to teachers‟ needs for 

professional development (balancing them with needs at school and at system level) and 

have a proven impact on teachers‟ practice and, consequently, on learner attainment. 

This is especially relevant in the current circumstances of limited budgetary possibilities. 

5.4 Policy Implications 

To ensure that content and practice are brought together and that the training 

programmes respond to teachers‟ needs, policy measures should focus on establishing 
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quality assurance mechanisms and close co-operation between schools and educational 

authorities, as well as key stakeholders. Research also points to the advantages of 

collaboration among teachers both for teaching and their own learning. Initial Teacher 

Education should lay the foundations for a culture of co-operation among teachers and 

equip them with the right competences to do so efficiently. 

Thus, policy strategies to raise the attractiveness of careers in teaching, must aim to 

support serving teachers just as much as they should focus on attracting potential future 

candidates. The ministry of education should take a critical look at the effectiveness and 

relevance of continuous professional development, professional support to teachers 

(especially in their early years) as well as working conditions and financial incentives. 
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APPENDICES 

Appendix A: Questionnaire for Teachers  

Dear respondent, you kindly requested to fill in the following questionnaire which is 

intended to collect data for a research titled The Factors that Influence Job Satisfaction 

to Public Secondary School Teachers. 

PART 1: Personal Information (Demographics) 

1.   Gender (Tick one √) : Male [1  ]

 Female [ 2 ] 

2.   Age years (Tick one √): 20 – 30 [] 31 – 40 [    ] 41 – 50 [    ] 51 – 60 [    ] 

3.   Marital Status (Tick One √): Married [    ]   Single [    ] Widow [     ] Widower      

[      ] Separated [       ] 

4.   Teaching experience: …… ........................... Years 

5. Educational Qualification: (Tick One √): 1. Induction Course [       ] 

2. Diploma in Education [     ]   3. Bachelor‟s Degree [      ] 4. Master‟s Degree [      ] 

4. Others [        ] 

PART 2: Teacher Job Satisfaction Questionnaire 

Please, respond to all items given below by putting a tick (√) in the appropriate 

space using the following scales: 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 

4 = Agree and 5 = Strongly Agree 
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S/n Item 1 2 3 4 5 

INSERVICE TRAINING 

1.  I am satisfied with in-service training opportunities available for me 

as a teacher 

     

2.  I feel satisfied with opportunities for training and professional 

development 

     

AWARDS 

3.  I am satisfied with awarding system for Teachers whose students 

out shine in the national examinations 

     

4.  I feel comfortable with rewards I get for doing a good job in the 

school 

     

5.  I feel comfortable with rewards I get for doing a good job in the 

school 

     

FINANCIAL SUPPORT 

6.  I am satisfied with  my employer for being my guarantor to financial 

institutions 

     

7.  I am comfortable with payments for Seminars, Examinations 

supervisions and marking 

     

8.  I am satisfied with payments  I receive for remedial class in my 

school 

     

9.  School time table provides me with opportunities for extra income 

generation activities 

     

MOTIVATION 

10.  The promotion process and procedure used by my employer are fair      

11.  I am encouraged with sound and health working relationships  I have 

with school management 

     

12.  Extracurricular activities(school projects, Organization school event 

etc) are as stimulating to me as teacher 

     

13.  School time table provides me with opportunities for extra income 

generation activities 

     

14.  I am satisfied with my present fringe benefits      

WORKING CONDITION 

15.  If I could have another opportunity for choosing career, I would not 

choose teaching career 

     

16.  I feel demotivated due to my students‟ poor achievement      

17.  Poor facilities in school reduce my efficiency in teaching      

18.  I stay far away from my school and this cost me a lot      

19.  I cannot see myself continuing to teach for the rest of my career      

20.  I am discouraged by the way Teaching  professional is valued and 

perceived by the society 

     

Thank you very much 
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Appendix B: Interview schedule for Head Master / Mistress 

Dear respondent, you kindly requested to answer the following questions which are 

intended to collect data for a research titled The Factors that Influence Job Satisfaction 

to Public Secondary School Teachers. 

PART 1: Personal Information (Demographics) 

1.   Gender (Tick one √) : 1. Male [    ]   2. Female [   ] 

2.   Age years (Tick one √): 20 – 30 [    ] 31 – 40 [    ] 41 – 50 [     ] 51 – 60 [    ] 

3.   Marital Status (Tick One √): Married [    ]   Single [    ] Widow [     ] Widower     

[      ] Separated [       ] 

4.   Teaching experience: less than 10 years [  ]  above 10 years [         ] 

5. Educational Qualification: (Tick One √): 1. Induction Course [       ] 

2. Diploma in Education [        ] 3. Bachelor‟s Degree [     ] 4. Master‟s Degree         

[      ]    4. Others [         ] 

PART 2: Job Satisfaction Questionnaire 

1. Does extra-curricular activities / school projects stimulate teacher‟s satisfaction 

on their teaching professional? 

2. Does school management / teachers relationship favours conducive teaching 

conditions for teachers? 

3. (a) Do you have awarding system for teachers / students in your school? 

(b) What is the plan of awarding system:- 

Per term [ ] annually [ ] 
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4. Do you have with those payments a plan for in-service training? 

5. Does your school offers students remedial classes in which teachers receives 

payments? Are the teachers comfortable with those payments? 

6. The promotion process and procedures used by employer are they fair for your 

teachers? 

7. In your school, does time table allow opportunities for teachers extra income 

generation activities? 
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Appendix C: Interview Guide for D.E.O 

Dear respondent, you kindly requested to answer the following questions which are 

intended to collect data for a research titled The Factors that Influence Job Satisfaction 

to Public Secondary School Teachers. 

PART 1: Personal Information (Demographics) 

1.   Gender (Tick one √) : 1. Male [      ] 2. Female [    ] 

2.   Age years (Tick one √): 20 – 30 [     ] 31 – 40 [     ] 41 – 50 [     ] 51 – 60 [ ] 

3.   Marital Status (Tick One √): Married [    ]   Single [    ] Widow [     ] Widower [      

] Separated [       ] 

4.   Teaching experience: less than 10 years [  ] above 10 years [       ] 

5. Educational Qualification: (Tick One √): 1. Induction Course [       ] 

2. Diploma in Education [        ] 3. Bachelor‟s Degree [     ] 4. Master‟s Degree [    ] 

5. Others [      ] 
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INTERVIEW QUESTIONS TO D.E.O. 

1. How many teachers do you have in your council in terms of gender and level of 

education? 

2. How many government schools do you have in your municipal? 

3. Do you offer in-service training? 

4. Do you have any mechanism for promotion or motivation of teachers? 

5. Are the teachers satisfied with what they get (salaries)? 

6. How do you passive teaching professional as is valued? 

7. What is the plan for motivating teachers in such a way that they are retained 

within the council without transfer? 

8. How do teachers solve their problems of staying long distance from their 

working place? 

9. Does your office provide teaching and learning materials? 

10. Does your office offer direct motivation to teachers? How? 

11. Do you offer accessibility of loans to teachers from various financial 

institutions? 

 

 


