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ABSTRACT 

The general objective of this study was to identify factors teachers consider as most 

important and likely to motivate them most in their job.  Three research questions were 

set for this particular study; these were: to what extent are teachers in secondary 

schools motivated, what factors teachers find most important for their motivation and 

lastly what efforts have been made by the government to address teachers’ demands for 

their upkeep? 

The study employed a case study research design to answer the above research 

questions where Mkinga District was selected as the area of the study.  Both primary 

and secondary techniques of data collection including interview and questionnaire were 

employed.  The sample consisted of fifty nine respondents with fifty questionnaire 

respondents randomly selected from selected secondary schools and nine interview 

respondents purposively selected from the MDC senior officials and from secondary 

schools.  Quantitative data were analysed by means of descriptive statistics such as 

tables, frequencies and percentages while the qualitative responses were coded, 

categorised and analysed into themes.  There was also the use of respondents’ direct 

quotes.  

The findings of the study show that teachers in MDC were lowly motivated.  Their 

motivation was to a large extent affected by the factors such as poor working 

conditions, low salary/pay, unfavourable policies on secondary school education, 

delays in promotions and community’s negative perception towards teaching.  These 

factors in reverse emerged as the factors teachers considered important and that would 

likely motivate them to perform.  The findings further show that government has made 

some efforts to improve teachers’ motivation, for example building houses nearby 

teachers’ working places, increasing salaries and paying teachers arrears; the 

government has also been improving teaching facilities such as provision of mobile 

laboratories to enhance effective teaching and learning process and building 

laboratories. 

With regards to the Herzberg’s Two Factor theory, the findings of the study 

overwhelmingly support the theory as the respondents considered both intrinsic and 

extrinsic motivations as important for their job performance and wellbeing.  However, 

the findings challenge Herzberg’s suggestion that lowering intrinsic motivation would 

not decrease staff motivation.  Teachers considered both intrinsic and extrinsic 

motivations as equally important. 

Based on the findings, the study recommends inter alia that the government should 

improve teachers’ compensation and pay, improving working conditions by building 

more teachers’ houses with availability of such services as electricity and water for 

teachers, building laboratories with equipment and improving classrooms conditions 

and teaching facilities to facilitate easy teaching-learning processes; the government 

should also review policies on secondary education for example by making teachers 

participate and have a say on matters regarding the management  and the delivery of 

secondary education including teachers personal development . 
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CHAPTER ONE 

INTRODUCTION AND PROBLEM SETTING 

1.1 Overview of the chapter 

This chapter presents the introductory part of this study.  It covers background for the 

study, statement of the problem, objectives of the study, research questions, focus of 

the study, significance of the study, limitations of the study and lastly the organisation 

of the report.  Socio-economic characteristics and organisational profile of the case 

study district are presented first. 

1.2 Socio-economic characteristics and organizational profile of Mkinga 

District Council 

Just like other district councils, Mkinga District Council (MDC) is a local authority 

established under the Local Government (District Authorities) Act No 7 of 1982, 

revised 2000.  It is important to note that MDC is one of new local government 

authorities in Tanzania.  It was established on 1
st
 July 2006 following its split from 

Muheza District (National Bureau of Statistics [NBS], 2008).  It is located along the    

geographic coordinates -04°90´00´´S  and 38°45´00´´E, in the Northern part about 30 

kilometres away from Tanga city.  According to the 2012 National Population and 

Housing Census, the total population of MDC is 118,065 (NBS, 2013).  Its climate, 

relatively fertile soils and availability of water have made the District an important 

source of food and raw materials with its people engaging mainly in crop cultivation, 

fishing, animal husbandry, forestry and mining activities (MDC, 2008).   

Organisationally, MDC is led by full council composed of councillors elected from 

wards and special seats councillors elected by their respective political parties.  The full 

council is responsible for policy making and supervision of the council’s 

administration.  The Executive Director is responsible for directing daily activities of 

the council and is in charge of the personnel.  The director and administration in 

general are accountable to the full council for administrative decisions and the 

implementation of development activities, including expenditure of own revenue and 

subventions from the central government.  She is assisted by heads of departments and 
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units which are technical arms of the council.  Below the council level are the ward 

level, village councils and vitongoji (see Local Government [District Authorities] Act 

No 7 of 1982).  The ward and vitongoji are administrative units responsible for 

coordinating development activities at the sub council level.  Appendix C shows an 

organisation structure of Mkinga District Council. 

MDC has a total of 21 wards, 85 villages and 335 vitongoji.  The vision of MDC is to 

ensure maximum utilisation of available resources within MDC for wealth creation and 

uplifting of quality of the life of its people by 2025 (MDC, 2008).  The mission of this 

council is to provide for adequate management and facilitation for potential investors, 

both domestic and international, and build capacities for proper delivery of services and 

other support in ensuring sustainable investment in the District (MDC, 2008). 

1.3 Background of the study 

The word motivation has its origin from the Latin root word “movere” which means to 

move (Nelson & Quick, 2008).  Thus, motivating people according to Armstrong 

(2008) is about getting them to move in the direction desired in order to achieve 

particular results.  Staff motivation is very important in any organisation that seeks to 

improve its performance.  Dubrin (2009) argues that there is a close relationship 

between motivation and performance in organisations.  This is because the highly 

motivated employees are likely to contribute to productivity and organisational success 

in general (Ajang, 2007).  Motivated employees are likely to increase their effort 

toward achieving the goals set by their organisations because they will be happy to 

contribute their best in an organisation that cares about their needs (Dubrin, 2009). 

Teacher motivation has been a matter of great concern particularly in most parts of the 

developing world.  The association between teachers’ motivation and performance of 

both students and the general school performance has been referred to by a number of 

studies.  For example, United Nations Educational, Scientific and Cultural 

Organisations [UNESCO] (2006), Belle (2007) and Davidson (2006) argue that 

motivating teachers appropriately will not only positively affect teachers’ efficacy but 

also increase the quality of education the children receive.  Davidson (2006) is of the 
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view that improving teachers’ working condition and living conditions is critical to 

improving teacher’s motivation.  The author further argues that once these incentives 

are provided, teachers will likely enjoy greater status and have higher level of 

motivations that may lead to the quality of education within country.  However, the 

importance of motivation in the teaching learning process has raised many questions; 

for example what motivates teachers to work effectively?  (Alam & Farid, 2011). 

To address the problem of teachers’ motivation and education in the country, some 

national efforts and strategies have been put in place; for example, in the years 1999, 

2005 and 2010 the government implemented Salary/Pay Reform which aimed at 

increasing salaries among the servants (Lambert, 2004; Mutahaba, 2005; United 

Republic of Tanzania [URT], 2010).  It was hoped that an increase of salary would lead 

to the improvement of performance in the education sector (World Bank, 1990).  In 

2007, the Teacher Development and Management Strategy (TDMS) was also 

developed to provide a comprehensive, holistic, and an all-encompassing strategy to 

deal with, among other issues, teachers’ training and recruitment, deployment and 

motivation (TDMS, 2007).  Moreover, in 1997 Education Sector Development 

Programme (ESDP) was developed, and also Secondary Education Development Plan 

(SEDP) for the period 2004 – 2009 and Primary Education Development Plan (PEDP) 

for the period 2001 – 2006, 2007 – 2011 were also developed, all with the same 

purpose of improving the education sector by increasing access, improve equity and 

quality of secondary schools in Tanzania (URT, 2007). 

1.4 Statement of the problem 

In spite of national efforts to address concerns of teachers, there continues to be claims 

of poorly looked after teachers in primary and secondary schools.  Indeed a lot of 

teachers have often expressed deep dissatisfaction with their compensation, among 

other demands.  Some studies have claimed that teachers lack proper housing, 

inadequate teaching facilities, low status, irregular salary payments and limited 

opportunity for professional development (Sitta, 2006; URT, 1995).  Doney and Wroe 

(2006) argue that teachers in developing countries often work in tremendously 

difficulty conditions, teaching huge classes with few materials for low wages.  



4 

 

Government reports show that most of the community schools experience worse 

performance when it comes to examination results (URT, 2008) with low teacher 

motivation being one of the main reasons.  While claims of teachers’ demotivation are 

heard, little is known about what actually is likely to motivate teachers most.  Existing 

studies have tended to generalize the motivation with little attempts made to identify 

what teachers find most motivating.  Thus, understanding what mostly motivate 

teachers to perform is necessary in order for effective strategies to address the problem 

of teachers’ motivation and improve education quality to be designed and implemented.  

This study therefore aimed at investigating factors motivating secondary school 

teachers in the Tanzania with a case of selected public schools in Mkinga District.  For 

the purpose of this study, motivation may be defined as the kind of force or drive that 

can be either external or internal which induces a person (including teachers) to achieve 

expected results. 

1.5 Objectives of the study 

The purpose of this section is to describe the objectives of the study.  The general 

objective is presented first and specific objectives are presented thereafter. 

1.5.1 General objective 

The general objective of the study was to identify factors teachers consider as most 

important and likely to motivate them most in their job.  

1.5.2 Specific objectives 

This study had strived to achieve the following specific objectives: 

(i) Investigate whether teachers are motivated and why 

(ii) Identify factors teachers consider as most important and likely to motivate to 

perform. 

(iii) Examine efforts made by the government to improve teachers’ motivation. 
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1.6 Research questions 

This study strived to address the following questions: 

(i) To what extent are teachers in secondary schools motivated in their job? 

(ii) What factors teachers find most important for their motivation? 

(iii) What efforts have been made by the government to address teachers’ demands for 

their upkeep? 

1.7 Focus of the study 

The study sought to investigate factors motivating secondary school teachers in the 

Tanzanian public schools in an attempt to identify factors that secondary schools 

teachers consider as most important in motivating them to perform in their working 

places.  The study also examined efforts made by the government to improve teacher 

motivation in Tanzania public secondary schools in MDC.  Through studying teachers’ 

opinions and experiences, it was possible to identify factors that teachers regard as 

most important and likely to motivate them to perform effectively and efficiently.  

1.8 Significance of the study 

The study is significant in view of the following: 

(i) The study highlights the question of motivation of teachers in public secondary 

schools.  It stimulates debate and challenges various stakeholders and the 

government in particular to put the plight of teachers high on the education on 

policy agenda. 

(ii) The study represents an independent inquiry with a view to examining teachers’ 

motivation in public secondary schools in Tanzania.  The study corroborates or 

challenges existing research on teachers’ motivation in Tanzania. 

(iii) The study is significant as it is a partial requirement for an award of Master 

Degree in Local Government Management of Mzumbe University. 
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1.9 Limitations of the study 

The study was limited by the following factors: 

(i) Unwillingness of some respondents to provide required data for example in 

filling the questionnaires and return them. 

(ii) Financial and time limitations. 

The identified problems above were addressed by doing the following:  

(i) Encouraging the respondents to willingly participate in interviews and filling 

questionnaires. 

(ii) Clearly explaining the purpose of study. 

(iii) Promising the anonymity of responses and observation whenever possible as 

suggested by Mouton and Marais (1996). 

(iv) To address the financial and time limitations, the study focused on a few selected 

public secondary schools in Mkinga District. 

1.10 Organisation of the dissertation 

This dissertation is organised into five chapters.  The first chapter is an introduction 

which comprises background information, statement of the problem, objectives of the 

research, research questions, and focus of the study, significance of the study and 

limitations of the study.  The second chapter reviews both theoretical framework and 

empirical literature in relation to staff motivation and performance.  This chapter also 

presents research gaps and describes a conceptual framework.  The third chapter selects 

and discusses the methodology of the study.  Chapter four of this dissertation presents 

research results and discussion on the research objectives of the study as reflected on 

the research questions.  Chapter five presents the summary of the study, conclusion and 

recommendations. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

The aim of this chapter was to review literature in relation to the main focus of the 

study that is factors motivating secondary school teachers in Tanzania public schools.  

The review is important because it familiarizes the readers with the debate and theories 

on staff motivation.  The review also helped in building knowledge that informed the 

design of the study, including the formulation of research objectives and questions.  

The review was also essential in identifying the gaps in research that this study 

contributed to fill.  This chapter consists of two parts.  The first part presents theoretical 

literature review while the second part reviewed empirical literature.  The second part 

also discusses the research gaps and conceptual framework of the study. 

2.2 Theoretical literature review 

This section reviews literature on motivation.  It covers inter alia, conceptualisation and 

importance of motivation, types of motivation, the process of motivation, and also 

theories of motivation.  The review is hoped to inform the analysis of the research 

problem. 

2.2.1  Concept and importance of motivation 

Motivation as the concept has been variously defined by different authors.  Armstrong 

(2008) defines motivation as a motive or reason for doing something; it is concerned 

with the factors that influence people to behave in a certain way.  According to Long 

(2012), motivation implies a state of readiness or eagerness to change, which may 

fluctuate from one time or situation to another.  Thus, from the above definitions, it can 

be said that to be motivated means to be moved to do something.  A person who feels 

activated to do something is regarded to be motivated while a person who has no 

inspiration to act on something is considered not to be motivated.  To say that managers 

or employers motivate their employees, means that they do things which make 

employees feel satisfied and as a result inspired to unleash the best of their effort and 
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commitment to an organisation.  Randhawa (2007) argues that motivation is very 

significant in many ways.  The author suggests that the importance of motivation can 

be described in the following ways:  

(i) Higher performance level – performance of an individual in the organisation is 

very important.  Motivating employees make them give their best performance in the 

production process which helps in increasing productivity.  Therefore, with high 

performance level, the organisation goals and individuals’ goals may be achieved. 

 

(ii) Low absenteeism and employee turnover - a motivated employee remains on the 

job for longer duration and his/her rate of absenteeism is also very low.  When 

employees are properly motivated, they normally prefer to remain in the organisation 

thus bringing the labour turn-over to minimum. 

 

(iii) Optimum utilisation of resources – a motivated employee will make the best 

possible use of different factors of production.  By this, wastage is minimised and cost 

is reduced.  This benefits organisations. 

 

(iv) Need and job satisfaction – motivation helps in satisfying individual as well as 

group needs of employees.  This motivates them to be committed to achieving goals of 

organisations.  When the employees are properly motivated, they are likely to use their 

skills and knowledge up to their maximum ability, and deliver better results. 

 

(v) Improved industrial relations – when employees are motivated, the friction 

among themselves and between them and management is decreased.  Employee 

motivation can potentially improve teamwork spirit, communication and cordial co-

existence at workplace (Armstrong, 2006) 

2.2.2 Types of motivation 

There are basically two types of motivation as originally described by Herzberg, 

Mausner, and Syndrome (1959).  The first one is the intrinsic motivation and the 

second is extrinsic motivation: 
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(i) Intrinsic motivation - this was defined by Herzberg as ‘motivation through the work 

itself.  It is concerned with self-generation factors that influence an individual to 

behave in a particular way.  It involves the aspects of the work people do and the work 

environment which create job satisfaction and influence people to behave in a 

particular way or to move in a particular direction (Armstrong, 2007).  According to 

Herzberg (cited in Gitman & McDaniel, 2008, p. 241) intrinsic motivations are also 

called job satisfiers for they tend to motivate employees and thus lead to job 

satisfaction.  These factors include recognition, appreciation, responsibility, autonomy 

recognition, status, and respect. 

(ii) Extrinsic motivation – it concerns factors outside one’s job.  It is about what is to be 

done to or for the employees in order to motivate them.  Extrinsic motivation has 

immediate effect but it may not necessarily last long.  According to Herzberg, extrinsic 

motivations are hygiene factors for they do not provide lasting satisfaction but can 

cause dissatisfaction if the organisation gets them wrong (Armstrong, 2008).  

According to Herzberg (cited in Dzimbiri, 2009, p. 69) these factors include money, 

supervision, and security, working condition, policies and interpersonal relationship.  

Herzberg associated these factors with job dissatisfaction – they stem from the 

individual’s overriding need to avoid physical and social deprivation.  The Herzberg’s 

typologies will be further explored below under theories of motivation. 

2.2.3 Process of motivation 

Motivation process, according to Luthans (2005), consists of the following elements, 

which are interactive and interdependent:  

(i) Needs – these are created whenever there is physical or psychological imbalance.  

For example, a need exists when a body is deprived of food or water. 

(ii) Drives – the term is sometimes used interchangeably with motives.  This is simply 

defined as a deficiency with direction.  Physiological and psychological drives are 

action oriented and provide an energizing thrust toward reaching an incentive.  For 

example, the needs for food and water are translated into the hunger and thirst drives. 
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(iii) Incentives – incentive is defined as anything that will alleviate a need and reduce a 

drive.  It can also be a source of push for someone to do or refrain from doing 

something (Prasad, 2007).  Thus, attaining an incentive will tend to restore 

physiological or psychological balance and will reduce or cut off the drive.  Thus, 

eating food and drinking water will tend to restore the balance and reduce the 

corresponding drives of hunger and thirst. 

2.2.4 Theories of motivation 

Literature shows that several theories attempt to explain employees’ motivation in 

different contexts.  Some of the key theories include Maslow’s Needs Theory and 

Herzberg’s Two-Factors Theory.  These theories are discussed hereunder: 

2.2.4.1 Maslow’s hierarchy of needs theory 

Maslow’s hierarchy of needs theory is one of the most well-known and frequently 

discussed theories of motivation (Koontz & Weihrich, 2007).  Psychologist Abraham 

Maslow postulated that there are five types of needs that must be satisfied before a 

person can act unselfishly (Griffin, 2011).  These needs are hierarchically arranged 

starting with the most basic needs which are physiological needs, followed by safety 

needs, love, the quest for esteem and the self-actualisation being the highest.  Maslow 

referred to these basic needs as the deficiency needs for their denial may create tension 

among the people (Idemobi, 2011).  A key proposition of Maslow (See Figure 2.1) is 

that if the lower level needs are not met, the higher level needs cannot be fulfilled 

(Bennell & Akyeampong, 2007); it is only when a basic need is satisfied, then the next 

need becomes dominant and the person’s attention is turned to satisfy the higher need 

(Randhawa, 2007).  This position has been challenged as naive for people desire for 

many things and do not desire for things following particular order. 
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Figure 2.1 Maslow’s hierarchy of needs  

Level Type of need Example 

1 Physiological Thirsty, sex, hunger 

2 Safety and security Security, stability, protection 

3 Affiliation and acceptance To escape loneliness, love and be loved 

4 Esteem Self-respect, the respect to others 

5 Self-actualisation To fulfil one’s potentials. 

Source: Gawel (1997). 

The five needs suggested by Maslow (cited in Koontz & Weihrich, 2007) are further 

clarified below: 

(a) Physiological needs – these are referred to by Maslow as the basic needs for 

sustaining human life itself, such as food, water, warmth, shelter, and sleep.  Until these 

needs are satisfied to the degree necessary to maintain life, other needs will not 

motivate people. 

(b) Security or safety needs – when people have (or partially) satisfied their 

physiological needs, they become motivated by safety needs such as protection, and 

freedom from threatening forces such as war, terrorism, illness and fear anxiety , chaos 

and natural disaster. 

(c) Affiliation or acceptance needs – according to Maslow, these needs become 

important after people satisfy their first two types of presented needs above.  Since 

people are social beings, they need to belong, to be loved and accepted by others.  

These needs include the desire for friendship; the wish for a mate and children, the 

need to belong to a family, a club, neighbourhood or a nation.  

(d) Esteem – according to Maslow, once people begin to satisfy their need to 

belong, they want to be held in esteem both by themselves and by others.  The esteem 

needs include self-respect, confidence, competence and the knowledge that other holds 

them in high esteem.  At this level, Maslow identifies two levels of esteem needs, one 

being reputation and the other is self-esteem. 

(e) Need for self-actualization – Maslow regards this as the highest need in his 

hierarchy.  It is the desire to become what one is capable of becoming-to maximize 

one’s potential and to accomplish something.  
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2.2.4.2 Critique of Maslow’s theory of human needs in relation to teachers’ 

motivation 

The Maslow’s hierarchy of need theory has some practical implications to teachers’ 

motivation and education.  For example, teachers and other categories of people need to 

have their basic needs satisfied.  If these needs are not satisfied, they are not likely to 

function effectively; they cannot be expected to contribute their best to organisational 

performance and they are not likely to be productive and innovative.  Different factors 

have different influence on motivating teachers; and teachers may have different needs 

such as salary increase, the need for promotion and development, and good working 

conditions.  Thus, the Maslow’s hierarchy of needs provides a continuum of factors that 

can be explored to understand factors teachers find most important and likely to 

motivate them the most. 

However, Maslow’s theory of motivation has been criticized on several grounds.  For 

example, there is little evidence supporting Maslow’s hypotheses, which state that 

satisfaction of needs decreases the importance of those needs (Chopra, 2002).  

Moreover, as earlier observed, people’s needs do not necessarily follow a particular 

order or pattern in every case and all the time (Naidu, 2005).  In this regard it does not 

make sense to argue that people will only demand a particular set of needs after a lower 

need has been satisfied.  People tend to aspire for multiple desires and tend to look for 

them simultaneously.  A related theory of motivation is presented next the Maslow’s 

Hierarchy of needs. 

2.2.4.3 Herzberg’s Two-Factor theory 

Frederick Herzberg is one of the best known psychologists in the field of motivation 

who developed a theory about rank and satisfaction of various human needs and how 

people pursue these needs (Gawel, 1997).  According to Herzberg (cited in Armstrong, 

2007, p.124) the factors giving rise to job satisfaction (and  motivation)  are  distinct  

from  the  factors  that  lead  to  job  dissatisfaction.  Those factors that lead to job 

satisfaction are known as motivators/satisfiers, which would include satisfaction of 

achievement needs, recognition, advancement, the work itself, and personal growth.  
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The factors leading to job dissatisfaction are known as hygiene/dissatisfiers, which 

would include such factors as company policy and administration, technical 

supervision, interpersonal relations with supervisors and peers, salary, job security, 

work conditions and status (Massie, 2006).  While the motivational factors (satisfiers) 

are intrinsic to the job and that their increase will satisfy the employees and help to 

improve performance, but their decrease will not cause dissatisfaction.  The hygiene 

factors, according to Herzberg, do not provide a reasonable level of satisfaction among 

the employees but their absence will dissatisfy them; these are extrinsic factors to the 

job (Gupta, 2011). 

2.2.4.4 Potential application of Herzberg’s theory 

The Herzberg’s Two-Factor theory may be applied in this study in view of the 

following: different sets of motivational factors can motivate workers differently.  By 

studying a set of intrinsic and extrinsic motivation factors as suggested by Herzberg, it 

is possible to understand which among these factors are mostly considered to be 

motivating for teachers’ targeted by this study.   

The limitation of the Herzberg’s Two-Factor theory is that it ignores the fact that 

people are heterogeneous in their needs and expectations (Tulsian & Pandey, 2008).  

Tulsian and Pandey maintain that it is not always that there is cause-effect relationship 

between satisfaction and performance.  This implies that the Herzberg’s theory fails to 

predict the possible role of the contextual or background factors that have nothing to do 

with what managers at workplace do or do not on what employees think or feel about 

their jobs.  Aspects such as national laws and one’s social and economic backgrounds 

could be important in the analysis of one’s motivation at the work place. 

Herzberg’s Two-Factor theory is closely related to Maslow’s Needs theory in that they 

both identify and classify human needs and state that these human needs have to be 

satisfied for the employees to be motivated (Agarwal, 1982).  The main distinction 

between these theories is that the lower level needs of individual such as food, shelter, 

job security are regarded by Maslow as having the power or potency to motivate 

workers.  However, to Herzberg, these are just hygienic factors; if they are absent there 
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is dissatisfaction but their presence does not provide any motivation (Banerjee, 1995).  

This study is of the view that employees are likely to be motivated to effectively 

perform their jobs if both intrinsic and extrinsic factors are satisfied.  Empirical 

literature review is presented next. 

2.3 Empirical literature review 

This section reviews some selected research work related to teachers’ motivation in 

Tanzania and other outside worlds.  This review is important as Tayie (2005) noted that 

it provides information about what was done in the related filed, how it was done and 

what results were generated.  The section specifically reviews four studies by Meela 

(2011), Bennell and Mukyanuzi (2005), Kovach (2006) and Ofoegbu (2004). 

Meela (2011) examined the levels of motivation among secondary schools teachers.  

The study also examined factors that influenced labour turnover among secondary 

schools teachers.  The study was conducted in Morogoro municipality, Tanzania 

employing case study design using questionnaires and interviews methods of data 

collection.  The findings of the study revealed that there was less motivation and that 

there was massive turnover of teachers in secondary schools with more experienced 

teachers leaving the teaching professional than newly employed teachers. 

A similar study by Bennell and Mukyanuzi’s (2005) sought to answer the question 

whether there was a teacher demotivation among the primary school teachers in 

Tanzania.  Drawing conclusion from the sample of ten government funded primary 

teachers across the country, after studying the level of satisfaction and motivation 

among primary school teachers in both urban and rural areas, the study findings 

revealed that there was the low level of motivation and satisfaction with regard to 

young teachers, indicating the presence of teachers demotivation. 

Another study by Kovach (2006) examined how teacher’s motivation is affected by the 

principal’s leadership styles in public schools in South Africa.  With the employment of 

such methods as questionnaire and interview, the study found that leadership styles and 

particularly charismatic one played a major role in influencing the behaviour of teacher 
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in motivating them to work hard.  The study found that the teachers were found to be 

happy with the democratic leadership than autocratic style. 

Moreover, Ofoegbu (2004) examined teacher’s motivation in Nigeria.  The study 

focused on finding out if teacher motivation would subsequently translate to classroom 

effectiveness and school improvement in Nigeria.  With the use of questionnaires and 

interviews, Ofoegbu’s findings confirmed the assumption that teacher motivation 

would enhance classroom effectiveness and improve schools’ academic performance.  

The study further revealed that teachers would adequately be motivated if they would 

have their salaries regularly paid; if teaching and learning facilities were made 

available; if teachers were encouraged to attend conferences and seminars and 

favourable working environment provided. 

2.4 Chapter summary 

This chapter has reviewed the theoretical and empirical literatures on themes related to 

factors motivating teachers.  The review has revealed the following key issues: 

(i) Staff motivation is very important in an organisation in many ways in making 

employees feel satisfied and consequently improve performance. 

(ii) Employees can either be intrinsically or extrinsically motivated. 

(iii) Motivation entails a process with interactive and interdependent elements such as 

needs, drives and incentives. 

(iv) There are several types of human needs such as physiological need, safety and 

security needs, achievement and growth needs, recognition and self-actualisation 

needs that must be satisfied for the employees to be motivated to performance. 

(v) That there are some selected studies related to teachers’ motivation in Tanzania 

and other outside world. 

2.5 Research gap 

The reviewed literature from the previous studies has contributed much knowledge in 

understanding the situation of teacher motivation in Tanzania.  However, most of the 

studies provide experiences of motivation studies outside Tanzania.  Also, most of the 
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reviews appear to have generally inclined their focus in examining the levels of 

motivation among Tanzania teachers without specifically identifying factors that are 

likely to motivate teachers the most.  This study therefore seeks to fill this gap by 

identifying the factors teachers consider to be most motivating in the selected public 

secondary schools in Tanzania and specifically in Mkinga District.  

2.6 Conceptual framework 

The purpose of the study was to identify factors teachers consider to be most important 

for their motivation to perform.  To address this problem, the study adopted the 

Herzberg’s Two Factor Model whereby the analysis examine whether intrinsic and 

extrinsic factors can match teachers’ perception on the factors they consider to be most 

important and most motivating to them.  Because of the recognition of the inherent 

limitation of the Herzberg’s Two Factor Theory, the analysis also examines the 

possible role of background factors in explaining teachers’ motivation.   

Thus, the study involved two levels of analysis.  The first level of analysis of the study 

involved both the intrinsic and extrinsic factors.  Intrinsic factors according to Maslow 

(cited in Rutledge, 2008, p.33) are factors that activate the behaviour, yearning, or 

influences that initiate change within a being.  The extrinsic factors on the other hand 

are the factors that serve to satisfy indirectly or from external environment.  The first 

box on the top left of the conceptual framework (Figure 2.2 below) shows the intrinsic 

factors motivating teachers and below that is the box of the extrinsic factors motivating 

teachers.  The second level of analysis involves the role of the background factors (the 

centred box) in explaining both intrinsic and extrinsic factors motivating teachers.  The 

last box on the right side shows the outcome of the intrinsic and extrinsic factors.  See 

Figure 2.2.  Thus, the intrinsic and extrinsic factors form the independent variables for 

this study and the teachers’ motivation form dependent variables. 
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Figure 2.2 Conceptual framework for a study on teachers’ motivation factors 

 

 

 

 

 

 

 

 

 

Source: Author (2013) based on Herzberg’s Two Factor Model and other literature on 

motivation. 

From Figure 2.2, teachers’ motivation is explained as an outcome of the intrinsic and 

extrinsic factors.  The extent to which the intrinsic and extrinsic factors are 

satisfactorily met, will to a large extent determine the level of teachers’ motivation. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter selects and discusses the methodology that was used in this study.  It 

presents the study area, the research design, the study population, study sample and 

sampling procedures, the methods of data collection and finally approaches to data 

analysis. 

3.2 Area of the study 

The study was carried out in Mkinga District in Tanga Region.  The selection of this 

research site was based on the following: 

(i) Familiarity with the research area reduced the cost for accommodation and travel. 

(ii) Knowledge of public secondary schools in Mkinga District also facilitated access 

to the research sites and eventually data collection. 

(iii) Mkinga District is home to a number of public secondary schools.  This provided 

a possibility of targeting schools that could be easily reached and that would be 

ready to cooperate in the data collection process. 

(iv) That some heads of schools had indicated enthusiasm to welcome the 

investigation to carry out the research in their schools made Mkinga District too 

good to ignore. 

3.3 Research design 

Research design implies a plan, structure and strategy of investigation conceived so as 

to obtain answers to research questions (Kumar, 2002).  Selltiz, Wrightsman, and Cook 

(1976) define research design as the arrangement of conditions for collection and 

analysis of data in a manner that aims to combine relevance to the research purpose 

with the economy in procedure.  The objective of research design is to plan, structure 

and execute the selected research project in such a way that the validity of the findings 

are maximized (Mouton & Marais, 1996).  There are four research designs; the 
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experimental design, case study, longitudinal design and survey design.  For the 

purpose of this study, a case study design was used, employing a mix of both 

qualitative and qualitative research techniques.   

A case study design involves in-depth study and detailed description of a single 

individual or several individuals, a single place or several places (Gravetter & Forzano, 

2009).  It is meant to capture the uniqueness of a particular place on the investigated 

area (Shuttleworth, 2008).  The selection of this research design was based on the fact 

that case study focuses on a particular situation or phenomenon, making it possible to 

investigate problem in their natural setting (Shuttleworth, 2008; Yin, 1994); in other 

words case study design provides the possibility of capturing real life situations as 

experienced by the respondents.  This cannot be achieved by purely statistical surveys 

(Shuttleworth, 2008).  

3.4 Population of the study and sample 

According to Tayie (2005) study population is a group or class of subjects, variables, 

concepts or phenomena of interest for an investigation.  Studying every member of the 

population usually becomes impractical or impossible, thus a researcher usually 

employs the use of a study sample; a subset of the population that is taken to be 

representative or non-representative of the entire population (Tayie, 2005).  Therefore, 

a study sample is very important in that it gives the researcher a manageable subset that 

can be used to study the entire population (Hani, 2009).  The next part clarifies the 

population of the study and sample. 

3.4.1  Study population 

Study population involved three groups.  The first group consisted of all teachers and 

Heads of schools in the five selected public secondary schools in Mkinga District; these 

were randomly selected.  The second group consisted of staff from Mkinga District 

Council, specifically from education department such as the District Secondary 

Education Officer and the District Chairperson for Tanzania Teachers Service 

Department (TSD).  The third group consisted of the Council Chairperson and the 

District Executive Director.  These three groups were involved in this study because of 
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their potential to provide vital information that facilitated the analysis of the study 

problem.  Table 3.1 summarizes target study population. 

Table 3.1 Study population 

No. 

Population category Information provided 

1 Secondary schools 

 Ordinary teachers 

 

 

 Headmasters 

 Information on motivation of teachers such as 

whether there is motivation or not and the reasons; 

information on the factors that mostly motivate them 

to performance  

 Information on the factors that mostly motivate 

teachers 

 Assessment of the government’s efforts to motivate 

teachers, views on what ought to be done to motivate 
them. 

 

2 

Mkinga District Council 

 District Secondary 

Education Officer 

 TSD District Chairperson 

 District Executive Director 

 District Council 

Chairperson 

 Assessment of teachers motivation factors 

 Assessment of government efforts or studies to 

motivate teachers, views on what ought to be done to 

motivate teachers. 

 

Source: Field work (2013). 

3.4.2 Study sample 

Based on the foregoing discussion, sample can be defined as a subgroup of people or 

things selected from the population for the purpose of study.  Two types of sample 

were employed in the study.  First, interview sample selected purposively included the 

District Executive Director (DED), District Secondary Education Officer (DSEO), the 

District Chairperson for Teachers Service Department (TSD) and 

Headmasters/mistresses.  This sample also included the Council Chairperson who 

provided a second opinion on the council’s role and actions with regard to teachers’ 

motivation.  Opinions and experiences on teachers’ motivation were first sought from 

council’s officials described above. 

Consequently, the interview sample involved nine respondents.  This sample is indeed 

consistent with a suggestion in literature (Kothari, 2004) that interview samples tend to 

be small because the focus carrying out in-depth investigation of the study problem.  

This is something one cannot easily achieve with a huge sample of respondents (Table 

3.2 summarises both the interview and questionnaire samples). 
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The second category of sample was questionnaire sample.  This included fifty teachers 

selected from five sample secondary schools.  This implies ten teachers were selected 

from each sample school.  The selection of fifty questionnaire respondents follows the 

logic of statistical sampling that requires the use of large sample to investigate a 

particular phenomenon.  Literature, for instance, Prince (2005), indicates that a sample 

of thirty elements and above is sufficient and can warrant some statistical analysis to be 

carried out.  Overall, the sample for this study included fifty nine respondents (See 

Table 3.2). 

Table 3.2 Summary of the study sample 

Category of respondents 
Number of 

respondents 
Sampling technique Data collection approach 

1. Selected sec schools 

 Heads of schools 

 Ordinary teachers 

 
5 

50 

 
Purposive sampling 

Simple random 

 

 
Interview 

Questionnaire 

 

2. MDC Staff 

 DED 

 DEO (Secondary) 

 TSD chairperson 

 Council’s Chairperson 

1 

1 

1 

1 

Purposive sampling 

Purposive sampling 

Purposive sampling 

Purposive sampling 

Interview 

Interview 

Interview 

Interview 

Total 59   

Source: Field work (2013) 

3.5 Sampling techniques 

Both random and non-random sampling techniques were used to select the sample for 

this study.  The random sampling technique was used to select questionnaire sample 

while non-random sampling technique was used to select the the interview sample.  

These aspects are clarified below. 

3.5.1 Random sampling 

Simple random sampling was used to sample five schools in MDC; these included 

Duga Secondary School, Manza secondary school, Zingibari sec school, Mtimbwani 

sec school and Kwale Secondary Schools.  Numbered slips of papers were assigned to 

all teachers in each of the five sample schools, then papers were thoroughly shuffled in 

a box to minimise the selection bias and one piece of paper picked from the container.  
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This process continued until the sample of ten teachers was reached.  The same 

selection process was carried out in all five schools, consequently a sample of fifty 

respondents were obtained.  The names corresponding to the numbers on the picked 

pieces of papers were the teachers selected into sample. 

3.5.2 Non-random sampling 

As stated above, non-random sampling technique was employed to select interview 

sample for the study.  Specifically, a purposive sampling was used to select the 

following groups who were interviewed: District Council chairperson, District 

Executive Director, TSD chairperson, District Secondary Education Officer and five 

Heads of selected schools.  Consequently, the interview sample involved nine 

respondents; these were included in the sample on the basis of specific characteristics 

or qualities and eliminate those who fail to meet the criteria (Tayie, 2005).   

Thus, the interview respondents were selected based on their potential to provide 

relevant information in relation to teachers’ motivation and what the government does 

to motivate teachers.  The data collection methods are presented next. 

3.6 Methods of data collection 

The data gathering process used the triangulation approach whereby the study used 

primary and secondary sources of evidence.  These aspects are discussed below. 

3.6.1 Primary data collection 

Primary data refers to data that is first hand, collected by the investigator for the first 

time from a specific research setting (Panneerselvam, 2004).  The sources of primary 

data in this study included interview and questionnaire.  These aspects are clarified 

below. 

(i) Interview 

According to Kothari (2004), the interview method of collecting data involves 

presentation of oral-verbal stimuli and reply in terms of oral-verbal responses.  

Interview was used to collect opinions and learn about experiences of respondents on 



23 

 

teachers’ motivation in the case study district.  According to Yin (1994), interview is a 

method of choice when the investigator wishes to carry out an in-depth investigation 

from a small number of respondents.  Interview enabled the investigator to capture both 

verbal and non-verbal responses including the emotional expressions by respondents 

with regard to teachers’ motivation.  Interview also enabled the direct assessment of 

teachers’ motivation to be made.  An interview guide attached as Appendix ‘B’ was 

used.  While useful, interview can be costly and take long to collect data.  To overcome 

these limitations only a few four respondents were involved. Also, as indicated in the 

introductory chapter, interview appointments were fixed with the respective 

respondents and follow-ups made to ensure all planned interviews were carried out. 

(ii) Questionnaire  

According to Panneerselvam (2004) questionnaire consists of a set of a well-formulated 

questions to probe and obtain responses from respondents.  In this study both open and 

close ended questionnaires were used (see Appendix A).  The questionnaire was used 

based on the quest of this study to collect evidence, views and assessment of teachers’ 

motivation from a large sample of respondents.  Indeed, literature for example 

Shuttleworth (2008), suggests that questionnaire is a method of choice when the 

investigator wishes to gather evidence from a large number of respondents.  It makes 

the data collection cheaper and fast.  This is because the researcher distributes self-

administered questionnaire to a large number of respondents.   

However, questionnaires are not flawless.  They are susceptible to low response rate 

which can adversely affect the quality of study.  Also, if poorly designed, a 

questionnaire can be misunderstood by respondents, leading to the collection of poor 

quality data (Yin, 1994).  Moreover, respondents may find the questionnaire too long to 

fill or lack interest to fill it.  To minimise the above limitations a number of measures 

were taken including designing a respondent-friendly, clean and consistent 

questionnaire.  Section 1.9 in chapter one provides additional approaches that would be 

used to address limitations of questionnaires. 
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3.6.2 Secondary data collection 

This is about the use of data collected and recorded by other people.  It is a cheap 

source of data since the research uses the readymade data (Kothari, 2004).  Secondary 

data collection involved the review of selected documentary sources with a view to 

addressing the research problem.  Essentially, documentary data were used to 

complement data collected via interview and questionnaire.  Some of the documents 

reviewed included: 

(i) Research reports on teachers’ motivation 

(ii) Schools reports on matters of teachers’ welfare 

(iii) Teachers’ employment policy and regulations. 

Literature counsels investigators to be cautious with the use of documents.  While they 

may be useful sources they can be misleading, false or fabricated (Potter, 1996).  Thus, 

an approach to documentary review was critical in the sense that documentary findings 

would not be accepted on their face value.  They were scrutinised for their validity 

using findings collected via interview and questionnaires.  Overall, interview and 

documentary data were used, to complement questionnaire data which was the main 

source of information for the study. 

3.7 Data analysis 

Wilkinson and Bhandarkar as quoted by Kumar (2002) define the analysis of data as 

the act involving a number of closely related operations that are performed with the 

purpose of summarizing the collected data and organising them in such a manner that 

they will yield answer to the research questions.  Questionnaire data were edited, 

classified, coded and tabulated using descriptive statistics.  This process involved the 

use of computer Statistical Package for Social Science (SPSS) and Microsoft Word.   

Qualitative analysis involved the analysis of data collected via interview and 

documentary sources (Kothari, 2004).  The analysis process entailed data cleaning, 

transcribing and coding the data into thematic patterns in relation to the research 

questions.  Meanings were assigned to the coded patterns of data with a view to 
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answering the research questions (Yin, 1994).  The analysis also entailed the use of 

direct quotes with a view to capturing the respondents’ own talk and experiences (Cole, 

2007) on the question of teachers’ motivation. 
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

4.1  Introduction 

This chapter presents and discusses the results of the analysis of the data obtained from 

the field.  The study was primarily conducted to identify factors teachers consider as 

most important and likely to motivate them most in their jobs.  Specifically, the study 

was conducted to address three research objectives; the first objective was to 

investigate whether teachers are motivated and why, the second objective was to 

investigate factors teachers consider as most important and likely to motivate them to 

performance and the third specific objective was to examine efforts made by 

government to improve teachers’ motivation.  The results obtained from the analysis of 

the collected data are presented below.  Socio-economic characteristics of the 

respondents are presented first. 

4.2 Socio-economic characteristics of the respondents 

This section presents findings on the characteristics of respondents such as sex, age, 

respondents’ education level and the length of service.  These characteristics were 

important in explaining respondents’ opinions with regards to teachers’ motivation. 

4.2.1 Sex of respondents 

The findings from the questionnaire responses reveal that twenty eight respondents 

(56%) were males while twenty two (44%) were females.  These findings suggest that 

even if men slightly exceeded the number of women, both sexes were represented in 

the study.  Table 4.1 summarises the distribution of questionnaire responses by sex. 

Table 4.1 Distribution of questionnaire respondents by sex 

sex Frequency Percent Valid Percent Cumulative Percent 

Male 28 56.0 56.0 56.0 

Female 22 44.0 44.0 100.0 

Total 50 100.0 100.0  

Source: Questionnaire data (2013). 
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As for the interview respondents, the findings show that males were 78 percent while 

female were 22 percent.  These findings indicate that males were the majority which 

suggests that majority of interview responses on teachers motivation came from male 

respondents.  Table 4.2 summarises the findings. 

Table 4.2 Distribution of interview respondents by sex 

sex Frequency Percent Valid Percent Cumulative Percent 

Male 7 78.0 78.0 78.0 

Female 2 22.0 22.0 100.0 

Total 9 100.0 100.0  

Source: Interview data (2013). 

Since the interview respondents were purposively selected from the heads of schools 

and the senior officials of MDC, one can argue from the findings that more men still 

hold higher administrative positions and hence influence decisions that affect welfare 

of both male and female members of teaching staff. 

4.2.2 Age of respondents 

The age of the respondents were categorised into four age groups; 20 - 29, 30 - 39, 40 - 

49 and above 50 years.  The questionnaire responses, age-wise show that majority of 

the respondents were those between the ages of 20 and 29 years old which constituted 

54% of all age groups and 30 - 39 years (30%).  Six respondents (12%) were aged 

between 40 and 49 while only two respondents (4%) were 50 years or older.  Table 4.3 

shows the distribution of respondents by age group. 

Table 4.3 Distribution of respondents by age 

Age group Frequency Percent Valid Percent Cumulative Percent 

20-29 27 54.0 54.0 54.0 

30-39 15 30.0 30.0 84.0 

40-49 6 12.0 12.0 96.0 
50+ 2 4.0 4.0 100.0 

Total 50 100.0 100.0  

Source: Questionnaire data (2013). 

The finding that the majority of the respondents belonged to age group of 20 to 29 

years gives implication that the teaching professional is attracting more young 

individuals.   
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4.2.3 Education level of respondents 

The education levels of respondents were categorised into three levels in terms of their 

teaching qualifications.  The findings reveal that there were twenty six respondents 

(52%) with diploma certificate in teaching, twenty four respondents (48%) with 

Bachelor’s degrees while none of the respondents hold Masters Degree.  Table 4.4 

summarises the findings. 

Table 4.4 Distribution of respondents by level of education 

Education level Frequency Percent Valid Percent Cumulative Percent 

Diploma Certificate 26 52.0 52.0 52.0 

Bachelor’s Degree 24 48.0 48.0 100.0 

Total 50 100.0 100.0  

Source: Questionnaire data (2013). 

From the findings, it can be argued that there was almost equal representation of 

respondents with diploma certificate in teaching (52%) and those with bachelor degree 

(48%).  A possible reason why there was none of the respondents with Masters 

education level could be associated with the fact that teachers with this level of 

education are often tempted to opt for jobs at higher learning institutions such as 

colleges and universities, which are likely to offer more attractive packages compared 

to the secondary schools.  The findings further suggest that the respondents were 

sufficiently educated and therefore most likely to question government policy on 

education and also exercise voice to demand what they consider to be their fair share of 

compensation for their contribution. 

4.2.4 Distribution of respondents by length of service 

The findings show that majority of the respondents (58%) had less than five years of 

teaching.  Of all respondents, 32% had teaching experience between five to ten years; 

while there were only 10% of respondents with more than ten years of teaching 

experience.  Table 4.5 shows the distribution of respondents by their length of service. 
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Table 4.5 Distribution of respondents by length of service 

Length of service Frequency Percent Valid Percent Cumulative Percent 

Less than five 

years 
29 58.0 58.0 58.0 

5-10 years 16 32.0 32.0 90.0 

More than 10 years 5 10.0 10.0 100.0 

Total 50 100.0 100.0  

Source: Questionnaire findings (2013). 

The findings show that majority of teachers (58%) were not much experienced with 

their job.  Relating length of service with age of respondents, it was revealed that 

majority of teachers with less than five years of service belonged to age group between 

20 to 29 years.  This suggests that more young people have been recently employed in 

the teaching profession; this finding is not surprising since many young people 

graduating from secondary schools and colleges may find teaching as providing 

employment opportunity. 

4.3 Assessing teachers’ motivation 

This section presents and discusses the analysis of the data obtained in an attempt to 

address three research objectives of this study.  The analysis starts with the first 

research objective and question through the last. 

4.3.1 The extent of teachers’ motivation 

The first objective of this study was to investigate whether teachers are motivated and 

why.  With respect to this objective, the specific research question was to what extent 

are teachers in the public secondary school motivated?  The analysis of this first 

research objective and question involved assessing the extent of teachers’ motivation 

based on the conceptual framework involving the selected intrinsic and extrinsic factors 

and also background factors (See Figure 2.2). 

Consequently, respondents were asked to rate the degree to which they were satisfied 

or dissatisfied with the motivational factors derived from Herzberg’s two factor theory.  

Borrowing a leaf from the Likert’s scales, the degrees of assessment were highly 
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satisfied, satisfied, dissatisfied and highly dissatisfied (See Table 4.6).  The analysis of 

responses is presented below. 

Table 4.6   Responses on the degree of teachers’ satisfaction and dissatisfaction 

with their job 

Factors Responses 

Intrinsic factors Satisfied Dissatisfied No opinion Total 

Work promotion 9(18%) 39(78%) 2(4%) 50(100%) 

Recognition 6(12%) 36(72%) 8(16%) 50(100%) 

Work itself 20(40%) 15(30%) 15(30%) 50(100%) 

Training and development 10(20%) 34(68%) 6(12%) 50(100%) 

Extrinsic factors     

Financial Compensation 4(8%) 41(82%) 5(10%) 50(100%) 

Working conditions 4(8%) 45(90%) 1(2%) 50(100%) 

Attitudes towards teaching professional 8(16%) 35(70%) 7(14%) 50(100%) 

Management and administration of teachers 11(22%) 33(66%) 6(12%) 50(100%) 

Interpersonal relation 14(28%) 26(52%) 10(20%) 50(100%) 

Policies on secondary education 5(10%) 40(80%) 5(10%) 50(100%) 

Community’s perception towards teaching 6(12%) 39(78%) 5(10%) 50(100%) 

Teachers’ welfare 6(12%) 36(72%) 8(16%) 50(100%) 

Source: Questionnaire findings (2013). 

(i) Promotion and working conditions 

Respondents were asked to rate the extent to which they were satisfied or dissatisfied 

with promotion and working conditions.  The findings show that thirty nine 

respondents (78%) were dissatisfied and nine respondents (18%) were satisfied while 

only two (4%) had no opinion about the way they were promoted.  Also, forty five 

respondents (90%) replied that they were dissatisfied and only four respondents (8%) 

were satisfied with their working conditions. 

With respect to promotion, aspects such as delays in promotion with untimely salary 

adjustments were the main concerns for teachers’ dissatisfaction in their job.  Also, 

with regards to working conditions, aspects such poor living conditions, too much 

workload in terms of large class size, poor teaching facilities such as lack of enough 

textbooks and laboratory equipments were mentioned by respondents as things which 

made them dissatisfied. 

Some differences in perceptions were also found with respect to respondents’ age.  For 

example, the findings show that majority of respondents (twenty four respondents) who 
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were more dissatisfied with working conditions belonged to age group 20-29 as 

compared to the 40-49 where there were only six respondents and thirteen respondents 

from 30-39.  With regard to the length of service, the findings reveal that there were 

only three respondents with more than ten years of service who were more dissatisfied 

compared to the twenty nine respondents who were of less than five years length of 

service.   

Thus, it can be concluded from the findings that teachers were dissatisfied with 

promotion and working conditions and that young teachers were more dissatisfied 

compared to the older ones.  One can argue that the more older teachers become in the 

teaching profession, the more they get accustomed to their job environment and thus 

less likely not to exhibit higher degree of dissatisfaction for they are likely to have 

higher amounts of salaries compared to the young ones who join the profession with so 

many aspirations including to quickly become financially better. 

(ii) Financial compensation and recognition 

Respondents were asked to rate the extent to which they were satisfied or dissatisfied 

with financial compensation and recognition.  Based on the questionnaire responses, 

forty one respondents (82%) replied that they were dissatisfied while four respondents 

(8%) were satisfied and five (10%) had no opinion on the financial compensation as 

motivating factor.  Also, with regard to recognition, thirty six respondents (72%) 

replied that they were dissatisfied while only six respondents (12%) were satisfied and 

eight (16%) had no opinion.  Thus, the findings show that majority of respondents were 

dissatisfied with financial compensation and recognition.  Some of the issues 

mentioned were such as low salary that did not carter for life expenses, unpaid salary 

arrears accumulated for long-time, lack of teaching and other allowances such as 

housing and transport allowances, and lack of recognition by their employees. 

Respondents’ perceptions were different in terms of the level of education.  It was 

found that twenty two respondents with diploma certificate in teaching were more 

dissatisfied about the financial compensation compared to nineteen respondents who 

had bachelor degrees.  This suggests that teachers with higher levels of education were 
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less dissatisfied compared with teachers with minor levels of education qualifications.  

The possible explanation of this may be variation in terms of financial compensation 

which is determined by the teachers’ education qualifications and seniority whereby 

teachers with bachelor’s degrees have their salaries far higher than teachers with 

diploma certificate in teaching.  These findings are also consistent with the findings by 

Davidson (2006) which mentions low salary and lack of recognition of contributions of 

workers as among the key factors demotivating employees in organisations.  

The age of respondents also made some difference with regards to the financial 

compensation and recognition as motivational factors.  The findings show that twenty 

four respondents with age between 20 to 29 years were more dissatisfied about their 

financial compensation and recognition as compared to only eleven and five 

respondents who were between 30 to 39 years and 40 to 49 years respectively.  This 

findings is consistent with suggestion posited above that young teachers  are likely to 

be more dissatisfied with their job because they tend to have many expectations they 

dream to fulfil as soon as they enter the teaching profession than the old teachers who 

already know the ups and downs of their job. 

(iii) Community’s perception towards teaching profession 

Findings show that 78% of teachers involved in the study felt that the community 

despises the teaching profession   while 12% believed the community had positive view 

of the teaching profession.  The majority of the respondents argued that it is depressing 

that a lot of people look at the teachers as losers; clinging to a low status job that does 

not pay well and that teachers lack a good social  standing because they are not only 

poorly paid but also lack high status things such as good houses, cars and businesses.  

According to the respondents, such negative stereotyping made them find the teaching 

job highly frustrating and demotivating.  Indeed it has been a commonplace opinion 

that teaching job is the last resort that people resort to when they have poor grades to 

proceed with higher education or pursue careers that demand high pass marks and 

grades. 
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This analysis is consistent with the findings by Volunteer Service Oversees [VSO] 

(2002) report on teachers motivation in developing countries which was conducted in 

three case-study countries namely Zambia, Malawi and Papua New Guinea.  The study 

found inter alia that the community did not value teachers as other professions; it had 

no respect to teachers, a situation that teachers associate with their poor remuneration 

compared with other professions; this lowers their morale to teach. 

However, literature (Davidson, 2006) shows that teachers play great role in providing 

quality education in any place.  To what extent this will be realised will depend on 

among other issues the way the community does perceive the profession in that 

particular community.  The way the community does support, abuse or underrate the 

profession will to a large extent affect teacher’s status and consequently affect their 

motivation to perform. 

(iv) Training and development 

This factor was used to assess the extent to which teachers were satisfied or dissatisfied 

with the way they are provided with opportunities for further training and development.  

Based on the questionnaire responses, thirty four respondents (68%) indicated that they 

were dissatisfied while only ten respondents (20%) were satisfied with the training and 

development as motivational factor and six (12%) had no opinion.  Thus, it can be 

concluded that majority (68%) of respondents were dissatisfied about the training and 

development.  The dissatisfied respondents claimed that they were hardly provided 

with opportunities for further training even when they had applied for further training at 

their own expenses. 

When satisfaction with training and development was related with the age of 

respondents, difference was observed among age groups whereby those aged between 

20 to 29 years appear to be more dissatisfied than those in advanced age cohorts.  A 

possible explanation of this could be that teachers at advanced ages were nearly retiring 

and therefore they are likely not to find training opportunities as necessary for their 

motivation, which is contrary to the teachers at younger ages who still consider training 

and development as a must-to-seek opportunity for advancement in their career. 
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With respect to the level of education of respondents, it was observed that slight 

difference existed between teachers with diploma certificate in teaching (eighteen 

teachers) and those with bachelor degree (sixteen teachers).  This suggests that they 

both categorise training and development as the necessary part of their professional 

advancement. 

(v) Management and administration of teachers 

This factor was used to assess the extent to which teachers were satisfied or dissatisfied 

with the management and administration of their job.  Based on the findings, thirty 

three respondents (66%) replied that they were dissatisfied while only eleven 

respondents (22%) were satisfied with management and administration and six (12%) 

had no opinion.  Those dissatisfied referred to autocratic style of leadership used by 

school heads and other higher education authorities and also lack of involvement of 

teachers in decision making. 

Findings further show that there was a slight disparity on respondents’ dissatisfaction 

about management and administration of teachers with respect to education level of 

respondents.  Teachers with diploma certificate in teaching were somewhat more 

dissatisfied (58%) than teachers with bachelor degree (42%).  This suggests that both 

teachers with diploma certificate and those with bachelors’ degree almost equally cared 

about the management and administration styles deployed by their leaders because they 

affected their wellbeing.  The literature for instance Forsyth (2000) shows that the kind 

of management styles employed in an organisation may certainly affect the ease with 

which employees may be motivated or demotivated in organisation. 

(vi) Policies on secondary education and the work itself 

These factors were used to assess the extent to which teachers were satisfied or 

dissatisfied with the policies on secondary education and the teaching job.  The 

findings show that forty respondents (80%) replied that they were dissatisfied while 

only five respondents (10%) were satisfied and two respondents (10%) had no opinion 

about the policies on secondary education.  The major dissatisfying issues mentioned 

with regard to policies were: teachers were not consulted in education policy making, 
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students enrolment has tended to be supply-led for no consideration is made to 

available infrastructure including teachers and lack of policy intent to develop teachers. 

Regarding respondents’ perception on the work itself, the findings show that twenty 

respondents (40%) were satisfied and fifteen respondents (30%) replied that they were 

dissatisfied while fifteen (30%) had no opinion.  From this finding one can argue that 

teaching profession is not considered to be a problem to teachers but the conditions and 

environment within which the work is carried out render the job unsuitable.  With 

respect to the age of respondents, those satisfied were mostly teachers who were 

younger compared to the elder teachers.  The possible explanation of this finding could 

be that when joining the teaching profession, young teachers are likely to have high 

morale in their  jobs for they are new to the profession compared to the long standing 

teachers who may be used to the ‘nuts and bolts’ of the job.  Teachers with longer 

working experience may have become content with their job or frustrated with lack of 

improvements in the education sector promised by the government.  The findings that 

most teachers appeared to like their job is promising. 

Thus from the analysis of the above motivational factors, the findings show that most 

of the listed factors rated exhibited high level of dissatisfaction as opposed to the 

satisfaction.  This suggests that the extent of teachers’ motivation in investigated public 

secondary schools is low.  These findings corroborate a study on teachers’ motivation 

in Tanzania and other sub-Saharan Africa conducted by Masawe (2011).  The study 

found that a sizeable proportions of teachers in the public schools have low levels of 

job satisfaction and are poorly motivated, citing policy environment, job promotion, 

opportunities, pay, society’s low perception on teaching profession as the reasons for 

the case.   

4.3.2 Factors teachers consider as most important for their motivation 

The second specific objective of the study was to identify factors teachers consider as 

most important and likely to motivate them to perform.  With respect to this objective, 

the research question was what factors teachers find most important for their 

motivation?  The study identified several factors, both intrinsic and extrinsic and 

therefore consistent with Herzberg’s Two Factor theory (See conceptual framework, 
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Figure 2.2).  The findings reveal that working conditions, financial compensation, and 

policies on secondary education, work promotions and community’s perception 

towards teaching were the factors teachers considered as most important for their 

motivation with each of these factors rated as high as above 75 percent.  Table 4.7 

shows a summary of the results. 

Table 4.7 Responses on the factors teachers consider as most important for 

their motivation 

Motivational factors 
Responses 

Satisfied Dissatisfied No opinion Total 

Working conditions 4(8%) 45(90%) 1(2%) 50(100%) 

Financial compensation 4(8%) 41(82%) 5(10%) 50(100%) 

Policies on secondary education 5(10%) 40(80%) 5(10%) 50(100%) 

Work promotions 9(18%) 39(78%) 2(4%) 50(100%) 

Community’s perceptions 6(12%) 39(78%) 5(10%) 50(100%) 

Source: Questionnaire findings. 

 

(i) Working conditions 

The above findings show that better working conditions ranked the highest with 90% of 

respondents suggesting improvement of their work condition and only 8% satisfied 

with working conditions while only 2% had no opinion.  Of the 90% respondents 

dissatisfied, majority (57%) had less than five years of services, 32% had between five 

to ten years of service and only 11% had more than ten years of service.   

It can be concluded from this finding that teachers with short length of services were 

more dissatisfied with their working conditions compared to the more experienced 

teachers.  The possible explanation of this is that teachers with many years of service 

are probably very much used to their working places and that they find everything 

normal.  This is different with the less experienced teachers who probably join the 

profession with a belief that everything will be alright as per their expectations, in 

which case when the situation is different they find it difficult to cope. 

Indeed, literature for instance Armstrong (2006) suggests that employees are likely to 

stay long at work places and motivated to work if they are provided with adequate 
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supporting infrastructure such as good office space, that are well ventilated, with 

adequate light and fixed with all necessary appliances. 

Furthermore, an interview with one of the MDC officer confirmed the questionnaires’ 

responses that teachers are dissatisfied with their motivation at job due to most of them 

working on unfavourable conditions with lack of most basic services such as good 

transport, water, electricity and good housing.  When asked about what would mostly 

likely be considered as most important by teachers during an interview, one of the 

MDC senior officers had this to say: 

Majority of teachers in this District are not committed for teaching job, they 

consider teaching professional as the last resort job.  The reasons why they are 

not committed is that most areas in Mkinga District are still rural which lack 

basic services such as transport to and from their working places, availability 

of reliable water and electricity and unfavourable working conditions.  So, to 

me these should first be dealt with for teachers to work comfortably in their 

working places. 

In addition to the above interview, a headmaster of one of the selected schools had 

reported that: most teachers in Mkinga District have no morale on their jobs because 

they lived in rural areas where houses do not have electricity; houses are very scattered 

and located far from their working places and in fact do not match their status as 

secondary school teachers (Interview, 2013).   

A study conducted by Bennel and Mukyanuzi(2005) confirms the above interview 

responses by reporting that living condition for most teachers are not satisfactory, and 

that the availability of houses with reasonable quality nearby schools is one of the key 

issues that need be solved. 

 

(ii) Financial compensation 

Financial compensation was ranked the second with 82% of respondents dissatisfied 

with the salary and pay, 8% satisfied while 10% had no opinion.  Respondent teachers 

reported that their salaries were too low and that did not reflect their status as teachers.  

Also, teachers claimed that their salary arrears had accumulated for long time with little 

salary increase; they did also refer to delays in salary adjustment once teachers are 

promoted to higher grades.  As indicated above, a staggering 82% of teachers were 
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highly dissatisfied with their financial compensation that it is too low compared to their 

heavy work load in terms of the number of students and hour of teaching assigned to 

them. 

A study report by VSO (2002) is consistent with the above findings.  It shows that most 

teachers do not have other income generating activities due to heavy workload due to 

high rates of students’ enrolments and working for long time; thus they mainly depend 

on their teaching as the main source of earning income.  This perhaps better explain 

teachers inclination to not to find their pay sufficient and also their frequent calls for 

salary increment. 

(iii) Policies on secondary education and promotion 

Policies on secondary education ranked third with 80% of respondents dissatisfied with 

policies on secondary education while 10% were dissatisfied and 10% had no opinion.  

The dissatisfied respondents cited such things including an increase of students’ 

enrolments with poor infrastructures to accommodate them and poor involvement of 

teachers in decision making on education issues. 

Work promotion ranked the fourth with 78% respondents dissatisfied, 18% satisfied 

and 4% was silent that is had no opinions.  Employees’ promotion is one of the issues 

likely to cause tensions between employees and employers if it is not handled properly.  

As one attains relevant qualifications in the work place, he or she is expecting to move 

forward in terms of the position held.  However, it was observed that some teachers 

simply sit in their working places without making an effort to acquire promotable 

qualifications; all they do is complain all the time. 

(iv) Community’s perception towards teaching 

With regard to community’s perception towards teaching, the findings show that thirty 

nine respondents (78%) were dissatisfied and six respondents(12%) were satisfied 

while only five respondents (10%) had no opinions on the way the community 

perceives teaching profession.  Thus, majority of the respondents (78%) were 

dissatisfied with the community’s perception towards teaching and that teaching is a 
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low status job arguing that teaching does not pay well compared to other professions 

and that most teachers lack good high status things such as luxurious cars and good 

houses.  Also, the low status of teaching profession was related to the way teaching job 

is considered as the last resort because of inability of teachers to proceed with higher 

education due to their poor grades.  From this finding one can argue that the 

community’s perception on teachers and teaching profession has impact on the way 

teachers may be motivated or demotivated to perform in the work place.   

In an interview held with one of the heads of the visited schools with regards to what 

are the most important factors teachers would consider for their motivation, the 

following were found to support the above findings (interview, 2013). 

 In fact, teachers face many problems that really discourage them to work hard, 

one of which is the bad community’s perception towards their profession.  Our 

community has been perceiving teaching as the low status job that even some of 

the parents dare discouraging their children to join.  They send their children to 

better schools believing that they may pass well their exams and opt for other 

professions than teaching for the students with poor grades are likely to be 

selected for education courses ending up to become teachers. 

In addition to the community’s perception towards teaching, when teachers were asked 

about the places they would mostly prefer to work, majority of them (80%) preferred to 

work in urban areas as opposed to few (20%) who considered rural locations as their 

first choice.  Those preferring to work in urban places mentioned the availability of 

good social services such as electricity, water, transport and good houses as the reasons 

behind their preference.  The District Council Chairperson confirms this finding when 

asked in an interview (2013) 

As most of our rural areas do not have good houses with water and electricity 

to accommodate teachers, most of them would like to remain in towns where 

there is accessibility of such services however they are available outside school 

areas for payments.  A teacher may find better to pay rent for good house while 

still remain in town than going to the rural areas where such services are 

hardly available. 

From the above quote, one may deduce that teachers’ satisfaction is also determined by 

the places they are located to work.  Table 4.8 shows teachers’ most preferred working 

locations. 
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Table 4.8 Responses on teachers’ most preferred working locations 

Location Frequency Percent Valid Percent Cumulative Percent 

Urban location 40 80.0 80.0 80.0 

Rural location 10 20.0 20.0 100.0 

total 50 100.0 100.0  

Source: Questionnaire findings (2013) 

Thus, the findings on the second research question, show that most of these factors that 

emerged as the most motivational to teachers are also reflected in a study conducted by 

Oluoch (2006).  The author mentions pecuniary motivations, working environment, 

policy areas as main challenges that may de-motivate teachers to work effectively and 

deliver as per the expectation.  

Essentially, the findings have confirmed Herzberg’s Two Factor theory that both 

intrinsic and extrinsic factors motivate (if provided) or demotivate (if not provided) 

employees to perform their jobs.  In this regard, the findings have shown that intrinsic 

factors such as a sense of achievement, recognition, growth and a sense of 

responsibility and career advancement do motivate teachers to perform their teaching 

job.  Similarly, findings have shown that extrinsic factors such as working conditions, 

financial compensation and rules and regulations and also policies at work do also 

impact on the employees’ motivation positively if they are favourable and negatively if 

they are not favourable.   

However, this study and findings challenge Herzberg’s suggestion that a reduction of 

intrinsic factors or job satisfiers such as recognition, growth and career advancement 

will not lead to reduced motivation.  On the contrary the study has shown that teachers 

equally cared for both intrinsic and extrinsic motivators.  A lesson from this study 

therefore is that managers or schools heads and authorities responsible for managing 

secondary education including the central government via the Ministry of Education 

and Vocational Training should be mindful of the importance of both intrinsic and 

extrinsic motivators for teachers in primary and secondary schools. 
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4.3.3 Government’s efforts to improve teachers motivation 

The third research objective of this study was to examine efforts made by the 

government to improve teachers’ motivation.  The accompanying research question 

was what efforts have been made by the government to address teachers’ demands?  To 

address this research question, teachers and senior officers of MDC including the 

District Council’s Chairperson, District Education Officer, TSD Chairperson and the 

heads of school were interviewed to give their opinions on what efforts they considered 

to be made by the government to improve teachers’ motivation.  Table 4.9 shows a 

summary of responses on efforts made by the government to improve teachers’ 

motivation. 

Table 4.9 Responses on efforts made by the government 

Respondent Findings 

Heads of schools 

 Building teachers houses 

 Taping/harvesting rain water to reduce water shortage 

 Provisions of mobile laboratories to schools 

District Secondary Education Officer 

 Payment of teachers salaries and arrears 

 Salary increase 

 Building houses and improving teaching facilities 

District Council Chairperson 
 Building teachers houses 

 Guaranteeing teachers loans 

TSD Chairperson 
 Prior arrangement of teachers’ promotion 

Source: Interview data (2013) 

The findings show that government has made some efforts to address teachers’ 

demands for their upkeep.  These included: 

 Building houses for teachers at their working places. 

 Improving teaching facilities for instance by providing mobile laboratories to the 

schools 

 Increasing salaries and working on the teachers unpaid arrears 

 The district teachers service departments have also been urged to timely arrange 

teachers promotion based on their dates of employment and their relevant 

qualifications 
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In an interview with one of the heads of the selected schools, the following was said 

(Interview, 2013): 

In deed the government has done a lot to address teachers’ demands though at 

slow pace.  For example, as you can see (pointing to the unfinished building) 

houses are built there; soon teachers will get a good place to stay for free.  We 

don’t have water here but the Government has built us some tanks for 

harvesting rain water.  

This quote gives a message that there are some efforts made by the government and 

that the government has good intentions to address teachers’ demands for their upkeep 

through motivation, only that the efforts are very slow as compared to the number of 

the schools with their corresponding teachers; in other words, the scarcity of resources 

to carter for all these teachers needs is what seems to be a major challenge for this case.  

Again, the same was true to another District’s officer when asked on the same question 

in an interview; he had this to say (Interview, 2013): 

The government deserves praise for the efforts it has been making with regards 

to teachers problems.  You are a witness that some of the teachers’ claims such 

as unpaid salary areas have been worked on I am told, and the salary is going 

to increase very soon at the end of this month (end of July).  The District’s 

Councils all over the country are provided with some capitation from the 

Central Government just for the improvements of schools’ conditions, building 

houses and other education facilities improvement services.  Are all these 

worthless? 

As a way also to reduce teachers’ problems and motivate them to perform, the 

government also sought to increase teachers’ salaries in every year as one of the 

strategy for poverty reduction in Tanzania (URT, 2000).  Another MDC official when 

interviewed about whether there are any efforts made by the government to address 

teachers’ problems had said that: 

Whoever does not see all these efforts the government is doing must be unkind 

and against to the government.  Houses are built all over places for teachers 

though they are not currently enough.  It is because of our low economic ability 

that the exercise is going at slow pace, and mind you this country is large, but 

slowly, it will reach a time when you will never hear the problem of lack of 

houses for teachers. 
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A review of the government documents showed that there are some government’s 

efforts to address teachers’ problems.  For example,  the  government’s decisions to put 

in place Teacher Development  and Management Strategy (TDMS) which aimed at 

among other issues  to  address  the  existing  demand  for  teachers,  while attempting 

to address challenges related to quality, including teachers’ professionalism, 

management and motivation (URT, 2008). 

It was clearly articulated in the Education Sector Development Program that the 

Government had intended to initiate classroom programme that would provide enough 

classroom facilities (URT, 2001).  Also, it was explained under the Development Plan 

Framework that teachers’ houses would also be built, especially in rural and remote 

areas of the country.  All these are efforts by the government to address teachers’ 

problems.  Thus, it can be concluded that some efforts are being made by the 

government to address teachers’ problems in an attempt to improve teachers’ 

conditions and consequently improving education quality. 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

In this chapter, a summary for the study is presented and the conclusion is drawn 

basing on the findings presented and discussed.  This is followed by recommendations 

for the study basing on the findings. 

5.2 Summary of the study 

This study was about factors motivating secondary school teachers in the selected 

public secondary schools in Mkinga District.  Specifically the study aimed at 

investigating whether teachers are motivated and why; identifying factors teachers 

consider as most motivational for them to perform and examine efforts made by the 

government to improve teachers’ motivation.  A review of literature on teachers 

motivation has been presented in chapter two with the following aspects considered as 

important for the topic: concept and importance of motivation, types of motivation, 

process of motivation and lastly theories of motivation have been presented.   

Case study research design was used, employing both primary and secondary 

techniques of data collection during the study in order to answer the following research 

questions: 

(i) To what extent are teachers in the public secondary school motivated? 

(ii) What factors teachers find most important for their motivation?  

(iii) What efforts have been made by the government to address teachers’ demands for 

their upkeep? 

Thus, to answer the above research questions, data were collected and analysed by 

using various statistical techniques such as percentages and frequency distribution.  The 

qualitative data were also edited, coded and arranged into themes.  From the analysis of 

data collected, the following are the findings of the study: 
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Firstly, with regards to the extent of teachers’ motivation in MDC, the findings reveal 

that teachers are lowly motivated to their satisfaction.  The fact that there are high rates 

of dissatisfaction (above 70%) on each of the listed factors/variables (see Figure 2.2), 

would suggest that teachers in MDC are lowly motivated to their satisfaction, in other 

words their level of motivation is low. 

With respect to the second research question of the study, according to the findings, the 

respondents’ opinions when ranked revealed that the following factors were considered 

as most important for teachers motivation and that would likely to improve 

effectiveness in teaching; these were working conditions (90%), financial 

compensation (82%), policies on secondary education (80%), work promotion (78%) 

and community’s perception towards teaching (78%). 

The study in the third research question also wanted to examine efforts made by the 

government to address teachers’ demands and improve their motivation.  The findings, 

from the interview conducted with the MDC officials , the heads of the selected 

secondary schools and the review of the government documents reveal that government 

has been making some efforts to address teachers demands for their upkeep; these 

entail building houses nearby teachers working places to reduce the problem of 

accommodations for teachers, improving teaching facilities such as provision of mobile 

laboratories within the district, increasing salaries in almost every year and working on 

other unpaid salary arrears, provision and guaranteeing of loans to teachers and 

improving the classroom facilities. However these efforts were thought to be going at a 

slow pace as compared to the coverage. 

5.3 Conclusions for the study 

The study makes the following conclusion based on the above summary of the findings 

of the study: 

First, the study has revealed that teachers’ motivation seem to depend on different 

factors as mentioned above; thus the extent to which teachers will be highly or lowly 

motivated will depend on the way the government will effectively work on these 

factors in an attempt to address teachers problems. 
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Secondly, the findings have shown that secondary school teachers are lowly motivated 

in Mkinga District and that they are highly dissatisfied with the way they are motivated.  

The low motivation of teachers in Mkinga District is associated with their high level of 

dissatisfaction on the motivational factors such as working condition, policies on 

secondary education, financial compensation, work promotion, community’s 

perception towards teaching professional and recognition. 

Thirdly, it was revealed that the background factors such as age of the respondents, 

length of service, and education qualification play a great role in teachers’ motivation.  

It was found that teachers are differently motivated with respect to their variations in 

terms of age, length of service and education qualifications.  The findings further reveal 

that the government is making some efforts to address the problems of teachers in the 

local government authorities; however because the country is large as compared to the 

country’s financial ability, then the speed with which these efforts are put in place with 

regards to the area to be covered, the government’s efforts are not very much 

noticeable.   

A most important conclusion of this study is that the findings overwhelmingly support 

Herzberg’s Two Factor Theory because the respondents (teachers) considered both 

intrinsic and extrinsic motivation as important for their job performance and wellbeing.  

However, the findings challenge Herzberg’s suggestion that lowering intrinsic 

motivations would not decrease staff motivation.  On the contrary, as this study 

confirms via questionnaire responses that teachers considered both intrinsic and 

extrinsic motivation as equally important in the sense that absence of any of two 

categories would certainly depress the teachers or lead to their job dissatisfaction and 

hence demotivation to perform. 

5.4 Recommendations for the study 

Based on the findings of the study and the conclusion drawn above, the study 

recommends the following: 
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5.4.1 Recommendations to the government 

(i) Since the study findings reveal that working conditions have great impact on 

teachers’ motivation, the government should continue putting more efforts on 

improving the working conditions by building more houses with availability of 

such services as electricity and water for teachers, building laboratories with 

equipment and improving classrooms conditions and teaching facilities to 

facilitate easy teaching-learning processes. 

(ii) The government should also review policies on secondary education.  The 

policies should be well-designed and implemented to meet the demands of 

teachers; for example by making them participating and have a say on matters 

regarding themselves and provide them more opportunities for training and 

development teachers will likely be motivated. 

(iii) The findings show that most teachers would prefer to work on the urban 

locations because of the availability of social services such as electricity, 

reliable water, and good transport which are actually essential for human life; 

the government should therefore provide special packages to these remote 

teachers in the rural areas so as to compensate for the loss of those services.  In 

other words teachers working in rural areas should have their budget 

appropriately and effectively targeted with an increase of the special 

allowances. 

(iv) The government should make increase of the salaries which reflects the status of 

teachers and the socio-economic situation prevailing in our societies. 

 

(v) Also, with regards to the community’s perception towards teaching profession, 

the community should provide support and care to the teachers regarding their 

profession; by doing this, teachers may find the profession well-motivating and 

most rewarding. 
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5.4.2 Recommendations to the MDC 

(i) The Mkinga District Council should work hand in hand with the Central 

government to make sure that the implementation of the government’s plans and 

strategies towards improving teachers’ conditions are made possible with the 

proper allocations of funds and grants to the Mkinga District Council. 

(ii) The District Council should also work hard to minimize the teachers’ problems 

that are originated from the council itself, for example delays in sending reports 

on teachers’ employment records to the responsible government authorities. 

5.5 Areas for further research 

The study identifies the following as areas for further studies: 

(i) The study focused on factors motivating secondary school teachers in the public 

schools in Mkinga District.  Taking Mkinga District as a case study, it would be 

impractical to generalise the findings to the other districts across the country 

because this country is very large.  Thus, it would be useful if other researchers 

are conducted in other districts as well so as to study teachers’ opinions and 

attitudes on what factors are considered most motivational. 

(ii) In addition to the above, little has been conducted in Tanzania especially with the 

use of qualitative research techniques to solicit information on teachers’ opinions 

and attitudes regarding teachers’ motivation.  Thus, more qualitative research is 

therefore recommended for future studies. 

(iii) The study was based on the Herzberg Two Factors Model in identifying factors 

motivating teachers most, thus, further studies can be conducted in an attempt to 

explore other additional factors that have not been identified in the model but that 

might also have significant impact on teachers’ motivation in Tanzania. 
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Appendices 

Appendix A: Questionnaire for teachers 

I am a student at Mzumbe University pursuing MSc. Local Government Management.  

I am doing study investigating factors motivating secondary school teachers, as a 

compulsory part of my programme.  The aim of the research is to identify factors 

teachers consider as most important and likely to motivate them most in their job.  

Thus, I would be very grateful if you would spare some few minutes to fill out this 

questionnaire.  The information that you give will be treated confidential and your 

identity will not be exposed. 

Section A: Background factors.  Tick (√) which best fits you. 

1. What is your 

gender? 

2. What is your 

age? 

3. What is your education 

qualification? 

4. For how long you have 

been working? 

 

Male  

Female 

20-29 

30-39 

40-49 

50 + 

Diploma Certificate 

Bachelor’s Degree 

Master’s Degree 

Less than five years 

5-10 years 

More than 10 years 

Section B:  

5. According to your opinions and teaching experiences, how would you rate the degree 

of your satisfaction or dissatisfaction with the following motivational factors?  Put a 

tick (√) which best fits you. 

s/n 

Factors 

Grade 

Highly 

satisfied 
satisfied No opinion Dissatisfied 

Strongly 

dissatisfied 

1 
Long period of working 

without promotions 
    

 

2 

Unpaid salary arrears and 

other forms of 

compensation 

    

 

3 Poor working conditions     
 

4 

Lack of recognition by 

employers for a job well 

done 
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5 
Negative attitudes towards 

professional 
    

 

6 
Lack of training and 

development 
    

 

7 
Poor management and 

administration of teachers 
    

 

8 
Lack of good 

interpersonal relations. 
    

 

9 
Poor polices on secondary 

education 
    

 

10 The work itself      

6. To what extent are you satisfied or dissatisfied with an increase of teachers’ salaries?  

Put a tick (√) which best fits you. 

Strongly 

satisfied 
satisfied No opinion dissatisfied 

Strongly 

dissatisfied 

     

 

7. To what extent are you satisfied or dissatisfied with the community’s perception 

towards teaching professional?  Put a tick (√) which best fits you. 

Strongly 

satisfied  
Satisfied No opinion Dissatisfied 

Strongly 

dissatisfied 

     

8. An increase of teachers’ welfare may improve teachers’ commitment towards 

meeting their targets.  Put a tick (√) which best fits you. 

Strongly agree Agree 
Neither agree 

nor disagree 
Disagree 

Strongly 

disagree 

     

9. What is the most possible location teachers would mostly prefer to work? 

Urban locations Rural locations 

  

If the preference is on the urban location on the question 9 above, give reasons: 

……………………………………………………………………………………………

………………………………………………………….................................................... 
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Appendix B: Interview guide for Mkinga DC staff. 

1. What aspects are likely to motivate teachers the most? 

2. How do you assess teachers’ motivation on their jobs? 

3. What aspects teachers complain most about? 

4. What efforts have been made to address teachers concerns? 

5. It is said that teachers in this country are poorly motivated.  How would you reach to 

this observation?
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Appendix C: An Organization structure of Mkinga District Council 

Figure 5.1 An Organisation Structure of Mkinga District 
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