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ABSTRACT

It is envisaged that, twenty percent of teachethe@tural schools are quitting their
jobs in the first year of their employment ( Upen2@11). This study aimed at
analyzing the factors leading to teachers’ turnangyublic schools that are in rural
local government authorities. The study employedse study design and sampled

91 teachers from Simanjiro District Council.

The study found that, Teachers’ turnover rate imadijiro District Council is

alarming at the average of 31.2%, whereby in gértegchers’ turnover rate is
ranging on the average of 10.4% while national lettornover rate is ranging at the
average of 1.9%. It was also found that both esiti and intrinsic related factors

significantly affect teachers’ turnover in SimaajDistrict Council.

The study concluded that the teachers ‘turnover @t Simanjiro District Council
is very high to the extent of jeopardizing the ueation service in Simanjiro
District Council. In order to reduce teachers’ twer, the government should
improve benefits to teachers such as better paskageet teachers’ prospects,
control external forces or pressures that influete@chers’ turnover, change of
administrative guidelines and put in place strig®ghat maximize teachers’ job

satisfaction.

The study recommends to LGAs to design treatmermhargsm for rural teachers.
Teachers are very significant resource of the gowent which makes the
government role of education to be fulfilled; Gawaent through LGAs should pay
teachers based on their work environment and Iotaktheir salary scale and draft a
compensation packages that are considered compeiitiorder to retain talented

teachers in the rural areas.
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CHAPTER ONE
INTRODUCTION

1.1 Background of the Study

Employees’ turnover is defined as employees ‘mgbiowards organization and
outwards organization (Rains 2008). Employees’duen outside the organization is
considered as one of the motivational problem fagimany organizations in the
developed and developing world (Armstrong, 2009)siBally, there are two types of
employees’ turnover. These are known as voluntanpleyees’ turnover and
involuntary employees’ turnover. Voluntary employedurnover is employees
‘turnover which is done willingly by an employee @bby involuntary employees’
turnover is the turnover which is done by employeesillingly. According to Rains
(2008) the standard voluntary turnover is measuredthree standard level namely
high turnover 25%, moderate turnover 9% and lowduer 2% (Human Capital
Index Report, 2005). According to Bureau of Lalatistics, (2008) the standard
average of labour turnover in the developed coestparticularly United States of
America was 3.3% in the 2000s

In the Asian countries particularly in China, Sipgee, South Korea Malaysia, and
Taiwan the employees’ turnover was reported tocaffeany organizations (Katri et
al., 2001). However, the average employees’ turnoages were measured to be
Singapore - 3.4%, South Korea -2.9%, and TaiwarfeKatri et al., 2001).

Likewise, employees’ turnover is not a new phenamein African countries.
Employees’ turnover is recorded in various coustrieFor example in the Ugandan
the employees’ turnover rates vary extensively wimea different periods of time.
The records have shown that in the 2011-2012, tivia turnover rate for all
primary schools in a district of Mityana was averd¢@9.6% by the end of academic
year.. Employees’ turnover occurs without inforraatio the organization whereby
resignation of employees’ voluntarily leaves thgamization with a gap, which

makes the organization to operate with undersffaverburdening to the remaining



employees. In this regard, the quality of servietedorates to the condition known

as downbeat syndrome in an organization (NzimaP@&l).

In Tanzania, like any other country in Africa it fasced with employees’ turnover
problem of employee turnover. According to Upen2@l() found to that about 83%
of teachers leave the public school in the rurgharduring three month of their
employment. However, it was also observed that,yr@nteachers who leave the
public schools are joining private schools in thdadh Areas. This means that, work
environment in the rural areas is a determinantofafor the teachers’ turnover.
Simanjiro District Council being one of the rurastrdicts in Tanzania which is also

experiencing voluntarily teachers’ turnover.

Due to this turnover, the Council has been longeegrpced with short of primary
teachers despite of regular recruitment time aftee. A good number of teachers
have been leaving the school and even not repaatiad] after being deployed (URT,
2014). The situation has left several questiormntthe reasons why teachers leave or
not reporting at all on the early stage of theipldgment. In this regard, the
researcher is prompted to conduct this study so spacific factors would be

identified and come up with concrete solutionseachers’ turnover in rural areas.

Article 146 and 147 of the Constition of Tanzaesdablished the Local Government
Authorities (LGAs) of Tanzania.. However, the thechl Government Authorities
Act Nos. 7 has classifed LGAs into Rural Distriduthorities and Urban

Authorities.

The LGAs are vested with independent corporate dsodvith the numerous

responsibilities including education and healthsjie there is ongoing debate on
which body is actually an employer of teachers, IsG&\overall responsible and with
direct contact with teachers. According to URT12Dprimary teachers are recruited

and deployed to the primary schools under supenvisf District education officer.

As reported by Upendo (2011), rural primary sdtd@ve relatively less qualified
and experienced teachers compared to urban prigtaigols. Rural primary schools

face higher teacher turnover than urban primaryosishdue to several reasons.



According to URT (2014) teachers in rural primachaols are complaining to be
with high working load due to big classes sizes| bad working conditions. In the
rural areas, there are reported cases where @ dewgther is running a whole school

with handling both the roles of the principal arddher as well.

Another reasons cited by Upendo (2011) to haWleenced teachers turnover in
rural areas are few number of classrooms, shertay teacher housing, poor
transportation infrastructure, lack of clean watack of electricity and many other

social facilities. All these creates unattractiverkvenvironments for teachers,

Generally, primary schools in Tanzania are expemgnhigher employees’ turnover
than secondary schools. Approximately 20% of prnintaachers in the rural areas are
quitting their jobs within one year of employme@ther factors identified by Upendo
(2011) causing high teachers’ turnover were indieadf low job satisfaction and

lack of motivation.

1.2 Problem statement

Despite the growing rate of un-employment in Taimzand several steps made by
the government to improve working conditions andtizing recruitment process,
there has been growing rate of limited teacherkingrin rural areas (Gayno, 1998).
The government has established a recruitment sysieser section 11(a) of the
Public Service (Amendment) Act, Act No. 18 of 200Mthough the recruitment
system seems to be effective, the recruited cesvants for rural areas are still not
reporting in their working stations. It is very comn that, nowday’'s teachers
deployed in the rural areas to tender applicatmntfansfer using several reasons
including medical reasons, family problems, ongosigdies etc (Mukyanuzi and
Bennel, 2005).

According to Mukyanuzi and Bennel (2005), thereaiggrowing gap of teachers
working in rural areas and those working in urbegaa, which creates work load in
rural areas as among the challenges of work lifmagament. Many people and

teachers are blaming the government for failuresupply and facilitate the Local



Government Authorities in creating conducive enviment and well managed

working conditions to rural areas (URT, 2014).

The reasons could be lack of motivational facteréndicated by Upendo (2011) that
teachers’ turnover in rural areas is influencegbgr infrastructure, big classes sizes,
poor working conditions and few number of classreo@thers were shortage of
teachers’ housing facilities, poor transportatiorirastructure, shortage of clean
water, lack of electricity and many other socidlilities. According to URT (2014),

there is decreasing number of teaches reportedarah areas for the first appointment
and those who are refusing when transferred. Flimregard the researcher was
prompted to embark on the study to find out whypgheblem of teachers turnover in
rural area particularly in Simanjiro district collnis existing. Therefore, this study

analyzed the factors that contribute to the teachearnover in Simanjiro District

Council.

1.3 Objectives of the study

The study aimed at assessing the factors leadinggaohers’ turnover in public

primary schools in rural local government authesiti
1.3.1 Specific objectives
The following were the specific objectives:

i. To determine level of teachers’ turnover in Simanpistrict Council

ii. To find out and analyze the factors leading to hea€ turnover in Simanjiro
District Council.

iii. To find out and recommend the solutions of redudggchers’ turnover in

Simanijiro District Council.



1.4 Research Questions

According to the above specific objectives thedwaihg were the research questions:

What is level of teachers’ turnover in Simanjiresict Council?

What are the factors leading to teachers’ turnawerSimanjiro District
Council?

What are the possible solutions of reducing teachernover in Simanjiro

District Council?

1.5 Significance of the study

The study findings are considerable significanntonerous stakeholders as below

elaborated:

Policy Makers
The results and findings of study is consideretbecsignificant as it can be
used to ascertain problems identified to have &ffgdeachers’ turnover in

the rural areas and been use to update the exstiiges.

Local Government Authorities
The findings can be used to by, LGAs solve proBl¢hat are considered to

be root course of the teachers’ turnover.

The Government

Through this study, the government via the Ministly Education and
Vocational Training could obtain important inforneat that may assist the
government in the administrative matters in thelipidzhools such as that the
number of teachers employed and paid by the govenhmay be less as the
teachers available to be optimally productive. Tdas reduce the government
expenditure by having right number of teacherdwengublic schools but with
high productivity and also it can assist in plagniof national budgets

allocations.



iv.  The Researcher
This study can enable the researcher to gain moosvledge, experience,
skills and confidence in research work by writiegmpiling, presenting this
paper and also she can acquire new knowledge iaugaspects and factors

affecting teachers in public schools.

v. Other Researchers
The findings can generally help for further resbars in similar studies by
providing them with the potential knowledge abolé tarea of study and
broadening understanding of the subject matter biboretically and

empirically.
1.6 Delimitation of the study

The study was limited to Simanjiro District Counaiid few schools in few Wards. It
however relied only on the variables shown in tlemceptual framework, i.e.
extrinsic, intrinsic and demographic factors. ltveced the period running from
January 2011 through December 2015.

Finally, the scope of this study was limited to tpeographical area of Simanjiro
District Council. However, the findings can be lreg of the other rural district

councils as the settings of LGAs are similar akiothe country.

1.7 Limitations of the study

The major limitation of this study was the accetisjbto adequate economic data

that could have made possible a comprehensive sisalthe impact to be done.

Some sources of data in the Council were not iaildgek form. This means that there
was no a precision on how much many teachers tedrin a particular period of the
study. It was not possible, for example, to havermation on the number of
primary teachers deployment into school was natamy job. It was also difficult to
get a specific factors affecting teachers motivatguch as amount of salary,

allowances etc.



For this reason, the survey was integrated justa&e an estimate of the amount in
general. However, the answers to the survey onuinger of teacher separated from

Simanijiro District Council were perfectly.

Secondly, Simanjiro District Council contacted weret willing to release key
specific information stating confidentiality as @ason or fearing disclosure to the

public information.

Obtaining information on the economic profile oé tBimanijiro District Council over
a given period of time has also been impossibleer@hseems to be no such
monograph. Existing literature on Arusha were natilable. This difficulty in itself
constitutes an obstacle to the conduct of a congm&tie study on factors leading to
teachers’ turnover in public schools that are imalrdocal government authorities
because of the lack of references, benchmarks etrénd of the turnover in other

sectors; etc.

Despite of the limitations of this study such aspendent’s delay or rejection to
provide all the required information, financialnstraints and inadequate time for the
research period the researcher did some more éff@xplore from the respondents
and ensuring them on the importance and confidégtiaf the information.
Concerning the financial constraint the researcised her savings and make proper

utilization of time to meet deadline.
1.8 Operational Definition of terms

i. Teacher: To the context of this paper, teachertesra for workers and

managers working for an organization.

ii.  Employees’ Turnover: For the purpose of this stueygployees’ turnover
is defined as a movement of employees outside thanzation due to
any reason. .

iii.  Voluntarily employees’ turnover: According to thétudy it refers to the

employees who resign on their own.



V. Organization: According to this study an organzati is
a social entity that has a collective goal.
v. Extrinsic factors: To the context of this studyirexsic factors are defined
as external factors which are influencing employpegormance.
vi.  Intrinsic factors: For the purpose of this studyrihsic factors are defined
as internal, that influences performance of emmoye
vii.  Pay: According to this study pay is a set compémsataid to a person for
regular work or services.
viii.  Career Growth: To the context of this paper, praifesal growth means
achieving a better or higher title at a particydariod of time.
ix. Job Fit: For the purpose of this study, job fitdsfined as matching of
individual interest and job requirements.
X.  Working conditions: It refers to the working enviraent and all existing

conditions affecting employment in the workplace.
1.9 Organization of the report

This report is arranged in five chapters as follo@bapter one comprises of the
background of the study where it was a brief sunyrshowing gaps to be addressed
by the research and similar and related researcéwe®d out before. Chapter two
reviewed of relevant literatures which were a desion of what had been done in
the past with regard to research topics while a@rafitree discussed the research
methodology to be used in conducting the studythadiata collection method to be
used. Chapter four was comprised of data analydis;pretation and discussion. It
provided data analysis and presentation plan. @nhdjpt provided conclusion and

recommendations.



CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction

This chapter reviews theoretical and empiricalrditere. The literature review is

presented in accordance with the study objectives.

2.2 Theoretical Literature Review
2.2.1 Overview of employees’ turnover

Ngirwa (2008) defines employee’s turnover as ingehdand unintentional

terminations of employment contract between an eygad and employer.

Furthermore, employees’ mathematically definedhes dercentage of staff leaving
from the organization to the proportion of emplayeemained or recruited in a
particular given time. It is a rate of change loé workforce of an organization in a
given particular time. According to Hodgetts andgkiie(2008) employees’ turnover
is a difference of the employees leaving and engdsyentered the organization.
Joshi (2013) defines employees’ turnover as thatijyaof employees moving in and

out of an organization.

Coetsee, (2003) developed ahypothetical opiniont &maployee turnover can be
regarded as a movement of personnel from one agiom to another due to
increase or decrease of labor market or becauaeytause. The researchers mean
that existence of rates of labor markets betwegarozations can lead to employees’
turnover. According to researchers employees’ twgnocan occur in to two
situations, voluntarily and involuntarily. By voltary turnover an employer himself /
herself introduces to his employer his intentionguit an organization whereas
involuntary turnover termination of employment ist ninfluenced by an employee
but might be due to unavoidable circumstances whicbe an employee quit the
organization such as employees’ health retardatieath of an employee, or turnover

initiated by employers (Ngirwa 2008).



Moreover according to Morrell, et. al., (2004) hake view that turnover can also be
predictable possibility of a particular employeengiine to work with the same
organization within a certain period of time andh¢® leave to another organization
or his / her own businesses. However despite akmations regarding turnover
there are also other positions which can be usedbtify turnover employees such
terms are like separation from work, quits, exisgration to another employer and

so forth.

Ngirwa (2008) characterized voluntary employee duer into two groups’
functional and dysfunctional turnovers. He statieat tfunctional turnover is the
situation whereby a substandard employee quits freonk while dysfunctional
turnover is the resignation of a competent andcéffe employee. Moreover in
normal situation where dysfunctional turnover oscun the organization the
organization is likely to get negative effects suat decrease of its outputs.
Furthermore, dysfunctional turnover can also beuged into preventable and
inevitable turnover whereby, preventable turnowemifluenced by poor employees
working conditions as well as low compensationscdntrary unavoidable turnover
is the result of influences such employees ‘serisigkness, death of an employee

and more other reasons beyond the organizatiomstaio

2.2.2 The impact of employees’ turnover

Where employees’ turnover takes place, an orgadarzatay suffer both positive and
negative effects. As per Coetsee, (2003) the orgtion will positively impacted
when an incompetent employees turnover. Generai$ywill be of no detriment to
the organization because it will have eliminatedompetent employees and
consequently it is likely that the organization Iwlilave diligent and motivated
employees. Nevertheless according to Ingersoll &miith, (2003) where the
organization experiences great extent of its eng#eyturnover that particular
organization is likely to face negative impactsisas decrease of its performance
and consequently it may become ineffective and meeeous it will suffer
unexpected costs of recruiting new staffs. Moreowercey, (2000), Aksu (2004),

were of the opinion that high rates of turnoverhivita particular organization have

10



negative impacts which may hinder the on the prodty of such an organization.
Additionally Coetsee, (2003) perceives that empéolygnover in an organization is a
critical issue to the extent that it can lead tdederation of the quality of
organizational produced goods as well as can hegative effects over the services
rendered due to continued recruitments of nevisssaf as to replace the ones turned
over. Curtis and Wright (2011) have the view thabacurrence of employees
turnover in an organization are likely to causerpg®vices rendered to clients also it
can impact negatively the value of organizationatpat. Moreover the continued
occurrences of the employees’ turnover in the degdion lead into competitive
disadvantage of the organization and moreover himglebusiness development.
Hinkin and Tracey, (2000) are of the idea that @wrer which has originated from an
employee, the organization is likely to suffer frdraving diligent staffs because
when they leave a particular organization theylikedy to get another employment

with other institutions.

The researchers North and Stone (2006) regardedver as an action voluntarily
made by employees’ of particular organization td §@@m current job and look for
another organization within which he / she can waikh. Generally competent
personnel are always struggling looking for empleptopportunities which are best
fitting with their qualifications so that they cget paid reasonable salaries. However
according to Hansberger and Sousa-Poza, (2002yigve that when a particular
organization faces such serious turnover emplogerobliged to advertise all those
positions so that tend to fill them for the betient of the organization. This

research was done through matching philosophies.

Moreover the research that was conducted by Vidtmom in 1964 developed a

theory known as expectancy theory. The foundehisftheory was in the view that

the influence of a tendency to do something inecigd manner is dependent upon
the anticipations stings over the attractions efahiented results to the performer of
that act. Therefore according to this theory an leyge is not expected to continue
working with that particular organization unlessdreshe is ensured that his outputs
are being measured to the extent that he can trergét rewards such as recognition

or increase of his payments as a return of gooidimeances.
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However when an employer fails to reward his empésyas he anticipated he is
likely to cause such employee reduce his diligemcework desperately and

eventually resign the job and look for an altenalace to work with.

Hence the expectancy theory which guided the rebeathas the basis of revealing
the reasons which lead to employee turnover. Engptohave to know employees
feel very disappointed and may finally think ofrtaver when they see that there is
no possibility of meeting their anticipated resul®wever, it should be taken into
account that an organization needs to have thhlestad experienced personnel so
that they make good outputs of the organizatiomddethe researcher’s decision to
resort to the above two theories was due to theetlfed the theories have dealt with
features which unless they are met by employersesnployees they are likely to

lead to turnover as per the reference of this s{@dystrong, 2009).

2.2.3 Prevention/reduction of employee turnover

Despite the fact that everyone in the organizatias his reason of turnover and quit
from particular organization, however all thesesmes can be linked into two groups
either voluntary or involuntary ones. Hence an oiziion’s management should
make sure that it is capable to properly distinguietween the two types of the
turnover hence it can take further actions accagtglino that it can consequently deal

with those falling under its control.

Loquercio, et al., (2006) explains that voluntargpdoyees’ turnover occur when
employees are willingly quit the job when secgriather jobs somewhere else with
better salary than the one getting from the fororganization. However, involuntary
employees’ turnover happened when employees atinguihe organization because

other reasons like retirement, expelling by managerand death.

Contrary to employees’ turnover, employees’ retenis maintenance of employee
within the organization within specified period tohe (Harvard Business Essentials
2002). Organizations have various programmes #iating at retaining employees

within the organization. These programmes enhamoplaees’ commitment by
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providing them with several opportunities such esmption and other motivational

packages (Bogdanowicz and Bailey, 2002).

2.2.4 Factors causig employee turnover

According to motivational theories, there are tvategories of factors influencing
motivation to employees’ namely extrinsic factonsl ntrinsic factors. These factors

are discussed below:

i. Extrinsic Factors
These are external factors which can influencerapl@yee’s motivation. It occurs
when employees are motivated to demonstrate a lmhav engage in an activity

expected due to external reward or avoid punishrgMatrell, et al., 2004).

a) Management Style
Management style is identified as an importantdia¢hat influences employees’
turnover. Maicibi (2003) stated that when employees poorly managed and
supervised tend to work like imprisoned animalsking an easiest loop hole for
escaping opportunity.. Maicibi (2003) contend thabr management and supervision
are common factors influencing employees’ turnoireran organization. When
employees are not provided with the leadership thheyld expect whereby, they feel
treated unjustly, discrimination or harassing thegome dissatisfied. Ontario (2004)
states that employees tend to quit because of teaders when they find in a

situation of not getting support from them ratheticism.

According to Silbert (2005), a talented and skilk@ easily find another job in
another organization and hence to retain them isy \difficult. However,

organizations tend to put a good working environtveard attractive packages such
as housing allowance, transport and many othegdrimenefits. . Gregory and Henry
(2005) explain that nature of management affectsitidividual employees in the

organization as based on the management stylagiaaiaation culture is developed.

Armstrong (2006) defines management style as theengployees are handled in the
organization. Freyermuth (2007) recommended thaaruzation leaders’ must

manage their employees in a way that they togdbthdd the work environment
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which can suit all employees. According to Shamabz&Z Sumon (2010) the
relationship between employee and employer plalgsyarole employees’ turnover.
Brox (2012) comments on the aspects of leadergidphaw it involves relationship
with management, relationship with peers, supewmisrecognition of employees’
efforts and administration. It is also stated byaWl{2012) that, employees tend to
perform better when they are given freedom andcgmitrol to practice through their

own judgement, initiatives and self move towardswork.

b) Pay

Martin (2003) revealed the divergent relationshgiween salary and employees’
turnover, employees who are paid high salaries detnated lower employees’
turnover rate. Firth et al., (2004) explains thairkers whose output is more than
input may feel undermined at their current orgamraand in turn look for an
organization with high pay equivalent to what tlegl to deserve. It is also stated by
Harman, et al., (2007) that employees can plarel@avorganization when iincentive
given by such organization is perceived to be thas performance exerted by an
employee. Griffeth, et al., (2007), concluded thatployees’ turonover has direct
linkage to pay and rewards system of an organizat(@riffeth, et al., (2007)
concluded that employees with high performance etgtien are expected high pay
as well. When an organization fail to pay sufficigrages as expected an employee,

decides to quit for better payment somewhere else.

Martin (2008) carried out a study the importancenigher wages to an employees’
motivation. Martin (2008) concludes that, when ampkyee perceived
dissatisfaction, he/she can definetly look for &eotorganization that offers higher
salary rate. According to Rampur (2009) low sal@greases employees’ turnover
and it is one of major reasons for an employeeoturlg performing. Hissom (2009)
indicates that among of the most universal reasoremployee quit the job is low
salary scale as the motivational theories explanpsychological needs. The lower
the salary; the higher the dissatisfaction. Handats (2009) also comments that, if
an employee is paid less than other employers thighsimilar work in the same

organization, such an employee is likely to quitdoother organization which he/she
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can be paid relatively good. Fisher, Schoenfeldt S8haw (2009) observe that, an
employee can only stays in organization which may $alary because his/her skills
does not allow easily get another job. After dditivhile, they will start looking for
better paying jobs in other organizations and whiis result to increased turnover.
According to Rampur (2009) employees opt to quitdonother organization where
they can secure higher posts and higher compensptickages in terms of wage
rate. Rast and Touran (2012) study revealed tHatys& considered as an essential
requirement for employee consideration in the firs$tant during signing for
employment contract. If he/she is not satisfiedhwtie salary, other motivational

factors are quite irrelevant.

c) Job Content
According to Wright and Culpin (2002) employees amotivated to the job
enlargement and responsibilities. In line to tiagicibi (2003) observes that, job
content enhances employees to stay longer witloth@nization. Job characteristics
influence the employees’ behaviour and feelings lietter or worse outcomes.
Sekuguchi (2004) comments that, employees may dpviatention to quit the job
when their needs are not satisfied. According tonédt (2004), employees who are
interested with their job characteristics are emgyworking with the organization.
Job attributes can affect employees’ job perforramas well as inspire them
(Morgeson and Humphrey, 2006). Job status may pllap an important role in
reducing employees’ turnover. In this regard oigtions should use it as a career
reward and incentive to retain qualified employg@hao and Zhou, 2008).
Employees are also get satisfaction when they s@ngmore responsibilities and
more challenging work. From these observations @088) concludes that there are
favourable relationships between job items andogfcomes, such as job satisfaction

and intention for employee’s turnover.

d) Working conditions
O’Connel & Kung (2007) explains that employing highmpetent employees into an
unfavourable work environment may actually increaseployees’ turnover.
Employees have a tendendency of moving from orgdiniz to another due the the

influence of working environment. Handelsman (20@88tes that suitable work
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environment is an attraction of employees to anawmation. According to
Handelsman (2009 employees are comfortable withkiwgrenvironment. They
would be comfortable to work in organizations ethhave sufficient facilities such
as buildings, furniture and instruments as welloaganization where health and
safety measures are observed. However, unfavouvairle conditions can lead into
increased employees’ turnover. MacDonald (201&sgmirther and explains how
employees can only work in poor working conditidiexause they are desperate for
money but once they are a bit stable financialigytcan move to other organizations

in areas of their choice thus increasing the tuenoate.

ii. Intrinsic Factors
These are factors which can influence employeegivamion internally. It make an
employee to behavior is certain way toward thegolemployer because he/she fills
personally satisfied and is so doing he/she canfoqpeing the work diligently

without closer supervision or enforcement (Morretlal., 2004).

a) Job Fit
According to Maicibi (2003) job fit is one of factthat satisfies or dissatisfies an
employee to stay with an organization. In an ewyggodo not match with the
organization in various forms it is probably findather job where he/she can match
and decide to stay for longer period. SekuguchiO420comments that; if the
organization does not meeting the employees’ reqeénts, the risk of employees’
turnover tend to be increased and in turn they naallecision to quit. According to
Kristof-Brown, et al., (2005) job fit is all aboemployee comfort ability within an
organization in various aspects such as cultudeesaand social mixture with other

employees.

b) Career Growth
Advancement in career is a significant factor te 8atisfaction of an employee
Shmsuzzoha (2007) expesses that, employees regmrdle their category are
required to be evaluated and informed about therfopmance in a career wise
development.. Employees’ turnover is also affedigdsarious factors in the career
development.

16



For example, level of career achievement, oppdstuior promotion and the future

expectation in the career ladder of an employablearorganization. Europhia (2008)
stresses that; opportunity to grow in terms of eaia an organization might be a
basis for employees’ turnover. Rampur (2009) in@isdhat, employees can prefer to
stay with organizations provided they are assuréd tigher posts which increase
their remuneration packages. Mankin (2009) expeessareer growth as a

motivational factor which is planned and structured the purpose of career

aspirations to employees. Employees’ career dewsop plan can enhance a long
term personal and professional commitment of imtligls within an organization

(Tan 2008).

iii. Demographic Factors

a) Age
Ngirwa (2008) explain that employee turnover typicadecreases with age.
Furthermore, According to McCullough (2002) age ascommon factor that
influences employees’ turnover. Moreover, McCullou@002) express states that,
an older employee is likely less interested to dé job than younger one. The
younger ones are always take risks and quit thevjgbhope to get other jobs. In this
regard, age of the employee an important factdrittiluences voluntary employees’
turnover and vice versa (Barrick & Zimmerman, 2003 the other hand, the older
the employees and work experience accumulated eahamployees to more
satisfaction and get more reality of work life bala. Employees’ with younger age
are normally have little job experience as wellcasparative work organizations
which they can use to compare between jobs, wovkkamment, remuneration and
other conditions.. McGlaham (2006) comments thatjng employees are moving
from one job to another while they are young anthatage of 40 years they have

moved at least 12 different job.

b) Tenure
Blood, et al., (2002) opine important relationshiptween job occupancy and job
satisfaction. Meanwhile, Meyer, et al.,, (2002) epionstructive relationship
between commitments to the organization with daratf service by employee. Net,

et al., (2003) observe that employees tend to mermaian organisation for a long
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period because of the built good relationship vifitbir co-workers. Grobler, et al.,
(2006) express that a large rate of voluntary egg®e’ turnover occurs during the
first months of employment while an employee is new the organization.
Newstrom, (2007) indicates that, long term employ®enore committed in the
organization than a short term employee. It waseolesl that the longer period
employees stay with an organization and the ageaitseelings of responsibility as
well as outcomes increases their stay in the orgéion. Salami (2008) also observes
a strong relationship between duration of work of employee and and

organizational commitment.

c) Education and Training
Training can be classified into two category namegk oriented and non task
oriented. The task oriented training is one whitiparts specific knowledge about a
task to be performed by an employee (Asare-Bedid@)2). Rhoades and
Eisenberger (2002) provide that, training enhamopleyee to use his/her potential to
toward achievement of the organization’s goal. Eyypés who were given such
opportunities for training may increase their cdefice in performing their duties.
Subsequently, employees given education opporsriity an organization can do a
commitment agreement to stay in the organizatioraftonger agreed period. This
might be the strategy or reducing employees’ tuenogspecially the key one.
Nogueras, (2006) shows that; staff motivation tgroutraining reduces high
employees’ turnover. Nogueras, (2006) supportaigument by referring study
Clouden, (2009) that in 2003, 41% of employees diinot received training by the
company had left within the year of employmentle/ti2% with training had plan to

quit the organization in the same period.

According to Pires (2009) an employee considerisitrg as a development which
can give him/her wider choice in the employmenustdy. Although, it is referred as
a motivation factor, it should be incorporated wither factors such as good working
condition and good remuneration otherwise is became encouragement for
employees to quit as widen their skills which operore rooms for more

opportunities.
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The training goal is enable employees to perforrairtiduties effectively and
efficiently with new skills as provided by the wmaig module (Noe, 2010).
According to Joarder and Sharif (2011), training as act of acquiring new
knowledge and skills which can improve the stanadnperformance of an employee
in a rapid changing environment. Choi et al., (90Jso stated that training is
method of enhancing competencies for employeeseet iand fulfil objective of an

organization..

2.3 Empirical Literature Review

General, (2002) revealed a result of a case stlidgazhers’ turnover in Wakiso
District in Uganda. The results depicted that, itude of the teachers are moving out
from private secondary schools for the reasons gstdnoking for good pay in the
public and other private schools. However, the agdeer expressed the importance
of human resources management as it is the mosibpeeresource in a firm. In this
context, the researcher is expressed that impachées can bring to the students if
motivational factors cannot be taken into consitiena If teachers’ turnover rate is
high, the quality of education to the studentsefiritely affected. Furthermore the
researcher observed mediocre commitment of teachettse in private secondary
schools in Wakiso District which could probably tiee reason for high teacher-
turnover. The report of Wakiso District Private 8ols Association Report (2004)
states that 253, out of 368 in 162 private secgndahnools newly recruited teachers

had quit their jobs.

The research involved head teachers and teach&aw iselected schools in a District
of Wakiso in Uganda. The study area was chosenuBecaf the high teachers’
turnover rate in the country. However, teachers lagad teachers were sampled for

the study because of their role to play in thehieds turnover..

Simple random and purposive sampling technique® weed to select sample size..
The sample size comprised 380 teachers from thelsamame of all head teachers
and teachers from private secondary schools of ¥@akDistrict. The study

considered poor working condition, loss of teachemsity, poor, low pay,
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management and supervision methods to have dinegggct on teachers motivation,
In turn teachers were not satisfied which resulteshcrease of high rate of teachers’
turnover. The study assumption was that in schalere pay rate was good with
good working condition, good management and sup@vj the teachers’ turnover
pace would be low. However, in the schools whiskse factors were poor, the

teachers’ turnover rate would be high.

Empirically, the study concluded that unfavouralelevironment was related to
factors that affected teachers’ turnover. Furtloeen the study explains that,
teachers always joined the private secondary ssheodth high expectations.

However, in the actual environment when they fine ¢xpectation cannot met, their
motivation come down into dissatisfaction rathaarttsatisfaction. Eventually, their
commitment is affected and finally they find anatlemgagement and quit the job.
The study further revealed that, external factochsas working environment when
compared with amount of salary paid demoralize heex to the extent of finding

another engagement elsewhere.

Naikuni (2007) reported on the study conducted émy&a Airways labour turnover of
Aircraft Maintenance Engineers.. The study assumptvas that, Kenya Airways
would attract, retained qualified and experiencedireers due to it uniqueness as a
sole Airline company big in the East Africa. Conilsathe records show that Kenya
Airways lost 30 engineers who quitted their jolotber airline companies from 2004
to 2007. Due to this turnover, Kenya Airways fordedsend their aircrafts to be
serviced in the other part of their world such a&safand Europe which increased the
operation cost. Meanwhile, due to high cost of iserand maintenance in Asia and
Europe due to high employees’ turnover, the airliegorted the drop of profit by
average of 19% in 2007. . Kenya Civil Aviation Aathy regulations require all
airlines in Kenya to recruit and maintain a licesthsércraft engineers as a strategy to
reduce risk of aircraft failure and safety reasodgcording to Naikuni (2007) the
high turnover engineers in Kenya Airways was atiiglol to number of factors but it

however, it impacted the company and is one ofdhallenges to the company,

20



particularly when a licensed aircraft engineer &sathe company with short notice

of resignation.

A descriptive study was conducted which includeel population of 180 engineers
and 90 managers. A sample size was 54 responddmbs were selected in a
probability sampling technique. The data were obdd using questionnaire form.
The, data were qualitative analyzed in accordandbd themes used. However, the
data were presented descriptive by frequency tadohels charts. From the analysis
discussion was done and the conclusion was drdwe. study finally concluded that
the high engineers’ turnover was a Kenya Airwayaan problem with no prediction
of the future trend. However, the turnover rate wtsgbuted to internal conditions
such as low pay, poor management and supervisiat, Wirking condition high
competition, in the industry and lack of concernrbgnagement to address issues

raised by engineers.

2.4 Research Gap

Following literature discussed above, the gap candentified specifically in the
context of organization studies in the empiricarature. All of the studies about
employees’ turnover were conducted in the enviramtnté private organizations.
None was carried out in the public primary scho®lse respondents revealed that,
there is a growing problem related with employaeduer in the private organization

and therefore these areas needs a serious attemgarin the public institutions.

Furthermore, most of the existing studies aboutleyaes’ turnover were carried out
in the developed countries and few in the develpmaountries like Uganda. The
researcher did not come across any Tanzanian sigdyssing about the same topic
even one which was comprehensively investigatinguabthe issue of employee

turnover in the public primary education althouglaiserious problem in this sector.

Employees’ turnover in the education sector isogeriproblem in the rural areas.
Despite of this fact, there is no study conductedanzania which analyzed factors

influencing teachers’ turnover.
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2.5 Conceptual Framework

This study adapted a conceptual from Mobley et(E79) theory whichexplains
that,workers are influenced by various factors whictuefce them to their jobs and
sets priority on finding opportunities to acquiretter work conditions in alternative
employment before the actual voluntary turnoveesaglace. Mobley et al. (1979)
expresses that, the major reason for employeesiover includes employees’
dissatisfaction with the management. Mobley et(879) further expresses that,
employees might be influenced with the availabteristing job offered from other
companies. The independent variables were repeséytthe extrinsic, intrinsic and
demographic factors leading to employees’ turnoirer organization and the
dependent variables were represented by level gilame turnover. Although,
Human Capital Index Report (2005) has categorizegl@yee turnover rate into
three that is 2% low, 9% moderate and 25% high,réisearcher considered 1% as
very low and above 25% as very high in order tcegeine the actual level of

employee turnover.
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Figure 2.1 Conceptual Framework

Independent Variables

Factors Leading to Teachers’
Turnover
Extrinsic
 Management Style
e Pay
* Job Content
* Working Condition
Intrinsic
* Job Fit
» Career Growth
Demographic
* Age
 Tenure
e Education and Training
Other factors

Dependent Variable

Level of Teachers’
Turnover

* Very High
* High
* Moderate
* Low

* Very Low

Source: Adapted and modified from Mobley, et dl979)
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CHAPTER THREE

RESERACH METHODOLOGY

3.1 Introduction

This chapter discussed how the research methodahagywvas employed to conduct
this study. It includes the research design, afesiunly, study population, sampling
and sampling procedure, sample size, methods af aadtection and methods data

analysis.

3.2 Research Design

Research design is defined as the way a study laasgx for purpose of answering
the research questions (Saunders et al., 2003prdiog to Amin (2005), research

design is a framework and practical structure winer@ study is conducted. It is a
blue-print for variable measurements, data colbec&nd analysis. Saunders et al.,
(2003) define research design as a rational mddeindamental inferences between
variables investigated. The research design pesvigays for structuring collection

of data, analysis and interpretation of data. ntludes ways of summarizing and
generalizing findings to represent larger poputaboto a similar situation (Saunders
et al., 2003).

From the above observations, research design dettnways for conducting a
research study according to the problem to be addds the objectives of a study and
the research questions to be answered. For th&gdethe research design for this

study was of two folds.

Firstly, the study was conducted in case studygteshereby Simanjiro District was
used as a case. Secondly, the study used bothagivaliand quantitative methods to
collect data. Amin (2005), asserted that a triaatyoh is important during data

collection for achievement of reliability of data.
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3.3 Area of Research

This study was conducted in Simanjiro District Colmhereby District Education
Officer was approached for approval and the erdistrict education reports and
information, schools and teachers were part ofstbdy. The rationale of choosing
Simanijiro District was that, the district is onetbé rural districts which are suffering
severely with teachers’ turnover (URT 2013). lesimated that, 65% of the newly
recruited teachers and deployed in the rural apé&manjiro do not report on the
appointment. Meanwhile, teachers’ turnover at SjmarDistrict Council is over
above the national turnover rate (URT 2013). While national turnover rate is
averagely ranging from 1.9% - 2.1%, teachers’ tuenagate is average of 5% (NBS
2013). Another rationale for selecting Simanjircstiict Council was being the fact
that, the researcher is familiar with the settiagd hence she would be able to access

data conveniently.

Simanjiro District Council is locating in 4°88'S 37°1M8'E coordinates in the
Manyara Region of Tanzania. The District is bordels/ Arusha Region in the
North, by Kilimanjaro Region, in the North East, Bgnga Region to the South East,
by Kiteto District in the South, by Dodoma Regionthe South West and by Babati
District in the West (Appendix B).

3.4 Population

The targeted population is defined as the entiits unresearcher are interested for
investigation. It is all about individuals whom thesearcher wishes to study and
draw conclusions (Kothari 2004). In this regardsthiudy employed a total targeted
population of 86 public schools and 996 teachersraelhy 8 of them were involved
during the pilot of the research instrument. TaRle depicts the unit of inquiry as

following:
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Table 3.1 Population Frame

Ward Number of Primary schools in Simanjiro Total number of
primary teachers in
Simanjiro

Emboree 4 52
Loibor-Siret 5 45

Loiborsoit 4 48
Mererani 5 46
Msitu wa Tembo 5 55
Naberer 4 50
Ngorika 5 52
Oljoro No 5 4 48
Orkesmu 3 64
RuviL-Remit 4 54
Shambarai 4 49
Terrat 5 54
Langai 3 24
Endonyongijap 3 14
Kitwat 4 55
Komolo 5 58
Naisinya 4 51
Endiamtu 5 48
Total 86 996

3.5 Sampling Procedures and Sample Size

This study employed multistage sampling techniguediect wards from which the
public school was selected. Kothari (2004) referdtistage sampling technique as
technique whereby the process of getting sampke isizarried out in stages while
using descending scale from one stage to anothner.fifst stage was selection of
wards from Simanjiro District Council. However, theards were purposively

selected based on the peculiarity of the schook Whards and schools which had
recorded high teachers’ turnover for the past fiigars were selected by the
researcher. Purposive sampling is also referresklestive, subjective or judgmental
sampling procedure. It is a non-probability sangpliechnique whereby it selects
particular attributes of a population which areuiegd to provide specific behaviour
to best enable the researcher to answer the réskgpothesis accurately. The next
stage involved the selection of public schools friiva chosen wards in which the

sample size was drawn. The third stage was setecticepresentative respondents.
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3.5.1 Sample size

According to Kothari (2004), sample size is a sngabup of units drawn from a
population used to provide representative inforamatiwhich can enable the
researcher to draw a generalized conclusion. itrtégard the sample size for this
study was selected in a cluster of 3 wards whetled top wards with high teachers’
turnover were chosen. The rationale was basedehdmogeneity of the population
whereby each unity of inquiry was capable of repnéisg the entire population.
However, in selection of public schools and thepoeslents, the study employed
random sampling method.  The Krejcie and Morga®7() formula was used

determined sample size as indicated below:
Sz=P +[1+P (@
Where:
Sz = Sample size
P = Population
d = Degree of accuracy (0.05)
From the above expression teachers’ respondentg Wér The table below

summarizes the sample size

Table 3.2 Sample Frame

Ward Number of Primary Schools  Number of teachers Sample Size
Orkesmut 3 64 55
Langa 3 24 23
Endonyongijap 3 14 13
Total 19 102 91

3.6 Types of Data

The primary and secondary data were used:

3.6.1 Primary Data

Parasuraman (1991) defines primary data as finstl maformation that are not yet

processed in any form. In this study primary data #he information from the
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respondents’ opinion, views and experience reggréactors leading to teachers’

turnover in rural district councils.

i. Questionnaire

Questionnaire is a prepared research instrumertaioomg questions addressed to
respondents for answers either unlimitedly or uslafined and closed alternatives,
called Likert scale responses (Amin, 2005). Ques@ires can be administered
personally, mailed or electronically distributed ings email technology.

Questionnaires enable standardisation of data whlsh simplifies data analysis
(Saunders, et al., 2003). According to Amin (20G&®)Jf-administered questionnaire
is a type of questionnaire format which allow thlespondents to answer it in a
minimum interference from the researcher. From tigigard primary data were
collected from the study population using researchi#eveloped semi-structured
guestionnaire with open and close ended questi@mpendix A). It is self-

administered in the sense that the targeted regptmavho have ability to read and
understand questions without clarification from tlesearcher. Questionnaire form
was validated for its reliability by undertakingp#ot study which involved eight (8)

teachers currently working in Simanjiro District @wil. After being piloted they

were corrected ready for being distributed to thengle size of the study. The
guestionnaires consisted three sections namelyipee& detailed of the respondent
whereas section B provided series of questionsitiending to find out the factors
affecting teachers’ turnover and Section C provideéstions intended for finding

out the possible solution for teachers turnovedimanijiro District Council.

ii. In-depth interview
Interview is a data collection method which is usednterrogate the respondents to
get the intended research information. It invol¥ase to face interactions which
enable probing and triangulation of the informat{&wthari, 2004). Interview has a
high response rate when compared with other methbdata collection. Interviews
can either be in a form of unstructured, semi-$tmgdi and structured interviews.
Unstructured interview does not contain any list tbé pre-determined list of
guestions (Kothari, 2004; Saunders, et al., 20@i#lepth, semi structured interview

was conducted with the Simanjiro District Councid&imnae teachers who were
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contacted face to face and through telephone conwation. The interview helped
the researcher to find the reasons why teachers weluntarily left the job at
Simanijiro District Council. The reseacher also rvitaved key people in Simanjiro
District Council who were perceived to be involiadeachers’ welfare. They were
also solicited to provide possible solutions oflueing teachers’ turnover in

Simanijiro District Council.
3.6.2 Secondary Data

Secondary data was defined by Mugenda and MugéB@@3) as a processed data
and concern with examination and evaluation oftaxdsdata collected by previous
research projects whereby it can be available i farms namely internal and
external data. In this study secondary data wecements and information regarding

factors leading to teachers’ turnover in ruralritistcouncils.

Secondary data were collected by reviewing docusnetated to teachers’ turnover
in the public sector. The study employed sources ss:
a) Research reports from distinguished academicians

b) Public records and statistics
3.7 Methods of Data Analysis

The study employed quantitative and qualitativehods$ of data analysis. This was
done so as to give the collected data a meaninggeouping similar data for easy
comparison and tabulation. Data that contained tifatime figures was categorized
and SPSS version 17 software was used in analyzerg. The qualitative data from
open ended items in the interviews were analyzedguthematic analysis. The

analysis was done by descriptive method. Tablespadcharts were prepared to
analyze data by computing the percentages jusha@v ghe relationships. Finally,

description was used to explain, clarify and makactusion on the observed

situation.
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3.8 Validity and Reliability

To guarantee the accuracy of the data; the valaliy reliability test were carried
out. Validity is the ability of a measuring instrant to accurately measure what it
supposed to measure (Saunders, et al., 2003). ©wttier hand reliability is the
ability of measuring instrument to produce consistesults in a different sample

element (Saunders et al., 2003).
3.8.1 Validity

For purpose of validity the instruments were testhe@reby few 8 were used to pilot
the questionnaire. These were not part of the sasipé for the study. After piloting

the questionnaire, it was corrected to suit thdysarea.
3.8.2 Reliability

Mugenda and Mugenda, (2003) explained that, rdiigbensures the degree of
consistency/stability is high. In this regard, guemaires were used to measure the
reliability in relevance, clarity and ambiguity atems. In achieving these
guestionnaires were tested to other teachers whe ma part of and they produced
the same results hence the reliability was obserié® data were subjected to
reliability and internal consistency prior to exatatistical analysis. The reliability
and internal consistency was checked for the esitrimnd intrinsic factors. The
Cronbach Alpha for extrinsic factor was found t0.889 and based on standardised
items it was found to be .889 and for intrinsictéeovas found to be .873 and based
on standardised items it was found to be .§Beéfer Appendix C and DAccording

to Cronbach and George the scale is considered gaddthus further statistical
analysis can be considered. Cronbach considendttaAlpha value close to one as
reliable and consistency. Therefore, the extrimsid intrinsic factors were reliable

and internally consistency. The data can be useflifther statistical analysis.
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CHAPTER FOUR

DATA ANALYSIS, INTERPRETATION AND DISCUSSION

4.1 Introduction

The study assessed factors leading to teachersiuar in public primary schools in
Simanjiro District Council. It principally focusedn how the Council and other
factors affect teachers’ turnover in Simanjiro Bt Council. In this regard this
chapter discussed the major findings. It startamslyzing relevant information from

respondents and followed with analysis and disomssf the objectives of the study.

The analysis was divided into three objectives. Titet objective determined the
level of teachers’ turnover and the technique us@d descriptive analysis. The
second objective was to identify the factors legdmteachers, turnover at Simanjiro
District Council and the technique used was deseg@nd factor analysis. The third
objective suggested solutions on dealing with theblem of teachers’ turnover in
Simanijiro District Council and the technique usedswdistractive analysis. The
presentation will be as follows:

i.  Demographic information

ii.  Level of teachers’ turnover in Simanijiro Districo@hcil

iii.  Factors leading to teachers’ turnover in n Simarfjirstrict Council

iv. Possible solutions of reducing teachers’ turnover Simanjiro District

Council.

4.1.1 Demographic Data

The demographic data analyzed basic informationludiicg age, gender of
respondents, level of education and number of yearg&ing at Simanjiro District
Council. The purpose of analyzing demographic dathe respondents was enhance
the researcher to portray the attribute or feataféle target group in the population
of primary teachers of Simanjiro District Councihieh are considered useful for

further discussion of the findings.
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4.1.2 Category of respondents by age

Respondents’ age were grouped into four levels.uAB&.2% of respondents were at
age bracket 35 to 43 years. About 84.20% of tspaedents were at the age below
43, which indicated that Simanjiro District Courgilteachers comprised of
considerable young working group. This could prdypaexplain why teachers’
turnover is high at Simanjiro District Council. Bhis in agreement with the study
done by Tye and O’Brien (2002) which argues thatsitnormally for young
employees with high to migrants in the labour mar&eThus, they create instability
situation in the working staff of an organizatidfor the meantime respondents of

above 52 years old forms 3% of the total numbeeacthers.

Figure 4.1 Respondent Distribution by Age

W 18-25
W 26-35
W 3543
W 44-51
52 and Above

Source: Field Data (2016)
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4.1.3 Gender profile analysis

The gender of the respondents was captured as dsumeehow it leads to teachers’

turnover. Figure 4.2 below summarized the results.

Figure 4.2 Respondents’ Distribution by Gender

35.45%
Male
Female

64.66%

Source: Field Data (2016)

From the findings as shown by figure 4.2 above, fdmale (64.66%) constitute a
bigger percentage of the teachers at SimanjiroribisCouncil. Male only form
35.45% of the total respondents. This trend howevetetrimental to the Council
because women are much occupied by other resplitissbafter school activities
such as household tasks which make them unablartg extra work. According to
(Dowell, 2014) women are more likely to stay in jbbcause of their role in the
society. Many family roles are left to women todatare of it. To mention few, such
roles include: taking care of other dependantsudiog children, elderly parents,
taking care of ill of family member and childcaMomen are also overwhelmed
other family matters disputes such as divorce parsion, family arguments, family
reunion. Other social matters such as holiday, iager pregnancy, relationship and

remarriage of a family member are some of mattéfestawvomen in the society more
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than men. Thus, the composition in the gender aiglgdicates that, male are more
mobility than female in Simanjiro District CounciHowever, according to NBS

(2013) women comprises more than male in the edlucaector. Thus, the gender
composition of this study might reveal the realtgyat of the state demographic and

not rate of labour turnover.

4.1.4 Respondent category based on the level of edtion

Figure 4.3 below reveals that the highest percen{@8¢.29%) of Simanjiro District
Council teachers hold university degree the lowestentage (8.57%) was secondary
education holders. It was established that ceatdéidholder comprise of 25.71% and
20% of the respondents held advanced degree. Respisnwith postgraduate level
comprised 11.43%. It was established that 34.20%erespondents were primary
school teachers while 65.71% of the respondents secondary education teachers.
Education level is one of the factors which infloerdabour turnover. According to
Meyer, et al., (2002) voluntary turnover has puwsitirelationship with level of
education. Employees who are leaving organizatimuantarily are those who are
unsatisfied. According to Meyer, et al, (2002) émgpes’ turnover and employees’
retention are influenced by demographic factorhsag age, gender, tenure, income
level and education level. Employees with high dieakion have greater chance to
get another employment. The study revealed thahtrs in Simanjiro District
Council have sufficient education qualificationsigfhenable them to be employed in

other sectors.
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Figure 4.3 Categories of teachers by highest quabation attained
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Source: Source: Field Data (2016)

4.1.5 Category of respondents based on the numbef years with worked in

Simanijiro District Council

Table 4.1 indicate that, majority (41.76%) of tearshworked in Simanjinro District
Council for more than 5 years. 30.77% have worl@d3fto 4 years. 23.08% have
worked experience of 1 and 2 years whereby 4.4% hsrk experience of less than
one year. On average therefore, a relatively lgrgportion of teacher have worked
less than 5 years in Simanjinro District CounciheTresults are contrary with
Sorensen (2008) which explains that employees Wwigh experience are more
familiar with their work responsibilities than theosvith low experience. Employees
with high work experience have more career satigfadchan those employees with
lower work experience. On the other hand, Kavanaeghal, (2006) study shows
that employees with high work experience are notivated to remain with an
organization by get payment of same level. The lresiuthis study meant that,
mobility of the teachers in Simanijiro District Caniins affected by other factors than

the tenure reason.
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Table 4.1 Teachers’ Work Experience in Simanjiro Dstrict Council

Years Frequency Percent
Less than 1 4 4.40
land2 21 23.08
Valid 3and 4 28 30.77
5 and above 38 41.76
91 100

Source: Source: Field Data (2016)

4.2 Level of Teachers’ Turnover at Simanijiro District Council

Objective one of the study focused on the deterticinaf level of teachers’ turnover
in Simanjiro District Council. The researcher ussetondary data whereby the

Council’s reports regarding teachers’ turnover wemesulted.

4.2.1 Trend of Teachers’ turnover trend in Simanjiro District Council

Figure 4.4 shows the teachers’ turnover for the frears since 2010 to 2014. The
researcher computed the trend of the teachers yipland teachers separated from
Simanjiro District Council. The researcher conssdegcruited teachers to include
newly recruited, transferred to Simanjiro Distri€ouncil. On the other hand
separated teachers include movement of teachesgleuh terms of resigning, non-

reporting, retiring, death and transfer from Sinranpistrict Council.
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Figure 4.4 Trend of Teachers’ Turnover in Simanjiro District Council
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Source: Simanijiro District Council’'s Report (2015)
4.2.2 Teachers’ Turnover rate in Simanjiro District Council

Figure 4.5 shows the comparison of turnover rateéen Simanijiro District Council,
general teachers’ turnover rate in the country matibnal labour turnover rate. The
researcher adopted a Kothari (2004) formula toutale the rate of of teachers’
turnover in Simanijiro District Council.

ATR = S/A X 100

Whereby:

ATR = Annual turnover rate

S = Number of separations during a year

A = Average number of employees during a year

According to the analysis Simanjiro District Countéachers’ turnover rate is

alarming at the average of 31.2% whereby geneaghters’ turnover rate is ranging
on the average of 10.4% while national labour tuemgate is ranging at the average
of 1.9%.
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Figure 4.5 Teachers’ Turnover rate in Simanjiro Didrict Council
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Source: Simanijiro District Council’'s Report (2015)

Despite the rate of unemployment approaching 408SN2014) the turnover rate in
Simanijiro District Council is very high contrary tihe real situation. It is not
expected to see people moving outside the labalusiny unless there is a problem.
Although, various reports show that, the governm&mnécognizing that, teachers are
most valuable asset in the development of educateh the level of teachers’
turnover indicates there is something not goind esbecially in the rural areas. The
study differs with Ogaboh, et al., (2010) that, @ion industry creates mass

employment in the developing countries.

According to Human Capital Index Report (2005) whicategorized employee
turnover rate into three that is 2% low, 9% modeeatd 25% high but the researcher
considered 1% as very low and above 25% as vely inigorder to determine the
actual level of employee turnover. It can therefoeeestablished from the findings
that the teachers ‘turnover rate in Simanjiro Dest€ouncil is very significant with
the average rate of 31.2%. The employment turnexgesr computed on annual basis

which revealed the alarming trend.
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4.3 Factors leading to teachers’ turnover in Simanmjo District Council

Objective two of the study focused on identifyingctors leading to teachers’

turnover in Simanjiro District Council. The resdac used questionnaires to obtain
data from the field. The study employed the desieepstatistics technique to analyze
the data.

4.3.1 Reasons for leaving

The reasons for voluntary separating from teacimntpe Simanijiro District Council
were determined. This was done by interviewing sashéhe teachers who had

voluntarily left Simanijiro District Council (Figuré.6).

Figure 4.6 Reasons for leaving
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As presented in Figure 4.6 above, 33% of the redpuis complained much about
management style. One of the teacher explainedwonshe was frustrated by being
talked rudely on daily basis by school's managem22fs left because of salary and

other incentives. In some instances the reseadiseovered that the teachers who
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had Advanced diploma and university degrees at i§imaDistrict Council had to
leave because the salary they got did not match thiéir education, 5% left they
were not contented with job, 3% left because ofemeot satisfied with working
condition, 17% left because they found themsehasmatching with the job. One of
the respondents is presented as follows: | predesit at home than to be in-
subordinated. Some employees representing 14%fdefcareer growth and 6%

indicated no reason for leaving.

4.3.2 Factors Leading to Employee Turnover

The study assessed factors leading to employeesovear in Simanjiro District
Council. The researcher employed descriptive s$i@tisethod in analyzing the data
as presented below:

I. Perception of factors influencing employees’ turnoer
Weighted average (mean) and standard deviation ugse for the analysis of data

from the field. Table 4.2 below summarized the lssu

Table 4.2 Descriptive Statistics for all factors

Mean Std. Deviation Analysis
(N)

Feel Satisfied with my job 3.23 1.271 91
Feel Content with remuneration 3.60 1.333 91
Safety Environmel 2.11 1.261 91
Feel Content with Management si 3.82 1.34z 91
Everyone treated fairly 3.76 1.242 91
Workload satisfactory 2.34 1.319 91
Respect from managem 3.0¢ 1.56¢ 91
Enough autonorr 3.7¢ 1.27¢ 91
Valued and appreciated 3.57 1.399 91
Good fit btn job and personality 2.08 1.112 91
Job matches professi 1.81 .9¢6 91
Enjoy coming to work everyd: 2.72 1.101 91
Feel committed to job 2.55 1.156 91
Job Challenging 3.26 1.539 91
Career Advanceme 3.87 1.401 91
Adequate trainin 3.9¢ 1.41¢ 91
Good communication btn mgmt and 3.83 1.368 91
employee
Rewarded for ood worl 4.1( 1.28¢ 91

Source: Field Data (2016)
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Table 4.2 above shows the extent to which the redpats perceived as factors
leading to teachers’ turnover at Simanjiro Districbuncil. According to the
researcher, those factors with a mean between td52e0 were not influencing
turnover, those factors with a mean greater tharb@t less than 3.6 were somehow
influencing turnover. From the respondents’ summiariable 4.2 above, there was
only one factor with a mean greater than 0.5 arid &hd that was job matches
profession (1.81) meaning it did not lead to tee€hirnover at Simanijiro District
Council. The factors with a mean greater than 2tlléss than 3.6 were neutral. The
factors that were found to have a neutral effecth@nturnover were position in the
safety environment (M=2.11), feel satisfied with joi(M=3.23), feel content with
remuneration (M=3.6) , workload satisfactory(M=2,34 respect from
management(M=3.09), valued and appreciated (M=38a9d fit between job and
personality (2.08) enjoy coming to work every d&y7@), feel committed to job
(2.55) and job challenging (3.26). The factors vatimean greater than 3.7 but less
than 5.2 were fairly influencing turnover. The farst that were found to be fairly
influencing turnover were everyone treated faiN~@3.98), lack of satisfaction with
the job (M=4.01), lack of recognition for work doii®l=3.76), enough autonomy
(M=3.79), career advancement (M=3.87), adequatenitigp (M=3.99), good
communication between management and employee @8x3and rewarded for
good work (M=4.10). The factors with a mean gre#tan 5.3 would be termed as
extremely influencing turnover. There was no meeares greater than 5.3 hence it
can be explained that none of the factors listexvalwere perceived to be extremely
influencing turnover. The standard deviation wa® alsed to evaluate the responses.
The higher the standard deviation, the higher thell of dispersion among the
respondents. The standard deviation for all thdofaclisted was less than one
meaning there was common consensus by the respgsndestandard deviation of

more than one would mean there was no consensusgaim® respondents.

ii. Extrinsic Factors
The study was meant to find out if extrinsic retafactors affect employee turnover
in Simanjiro District Council. The extrinsic itemdentified above included feel

satisfied with my job (3.19), feel content with neneration (3.54), feel content with
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management style (3.77), everyone treated fairly72)3 respect from the
management (3.06), enough autonomy (3.72) and dalod appreciated (3.52). The
above identified do determine teachers’ turnovar $imanjiro District Council.
According to other studies like Maicibi (2003) soppthe above findings that when
employees work under poor management conditiory, tdnd to behave like caged
animals looking for the slightest opportunity tc&se, in such a situation when an
opportunity opens, whether less than the presdmt tfie employees could leave
without looking behind. Therefore extrinsic relatttors especially good wages,
good supervision and better working conditions pogent motivators which can
boost employees’ morale, enhance their job satiefacand reduce turnover.
Vroom’s expectancy theory in this regard, indicdtes employees’ behaviours are a
result of the expectation of what outcome or rewdh#g school will extend to them.
Failure to ensure this, will lead to increased leas' turnover, however if their
expectations are realised by their employers, eyeglaetention rates will be high

and consequently reduce teachers’ turnover.

Other studies indicated that employee turnoveruis th administrative grievances
largely. These included management of the organizaunbearable workload to
mention but a few. This finding is supported by t8ea (2001) who mentioned that
grievances in organization especially about ingffit management caused employee
turnover. It was also noted that in organizatiorewehthere was a strong sense of
collaboration among employees and administratonpl@yee turnover rate was low.
All these findings clearly show that extrinsic telh factors have a significant impact

on teachers’ turnover in Simanjiro District Council

iii. Intrinsic Factors
Respondents were provided with the list of predeiteed items used to determine
the intrinsic factors for teachers’ turnover. Ttems included were good fit between
job and personality; job matches profession; emgyioming to work every day; feel
committed to job; job challenging; career advana@medequate training; good

communication between management and employeaearatded for good work.
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The most appealing intrinsic factors as rated Ispoadents include reward for good
work; good communication between management arahées; career advancement;
and job challenges. Other studies indicated thgbl@yme job satisfaction, career
growth and personal decisions were used to measumgloyee related factors.
Similar studies indicated that job satisfaction aateer growth in most organization
is almost a nightmare. Lack of such leads to lowatl@which may culminate into
frustrations and the end result may be voluntdebving the job for better paying
job. If all these are rectified; teachers may bkivg to remain working in their jobs.
Management at Simanijiro District Council generalied to address this discrepancy

to reduce on teachers’ turnover.

iv. KMO Test
The Kaiser-Meye-Olkin (KMO) measure of sampling quiscy and the Barlett's test
of sphericity results are displayed in table 4.we

Table: 4.3 Sampling Adequacy — KMO

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 4.87
Bartlett's Test of Sphericity
Approx. Chi-Square 1403.540
Df 153
Sig. .000

Source: Field Data (2016)

The KMO statistic varies between 0 and 1. For thdsga the value is 0.874, which
falls in the range of being good hence the researelas confident that factor
analysis was appropriate for this data. Bartlé&& was highly significant (p<0.001),

and in this reason the factor analysis was appatgri
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Table 4.4 Factor Analysis on employee turnover (Comunalities)

Initial Extractior
Feel Satisfied with my jc 1.00¢ .651
Feel Content with remuneration 1.000 712
Safety Environment 1.000 .536
Feel Content with Management style 1.000 .751
Everyone treated fair 1.00¢ .70¢€
Workload satisfactory 1.000 479
Respect from management 1.000 .350
Enough autonorr 1.00¢ .75¢
Valued and appreciat 1.00¢ .79¢
Good fit btn job and personality 1.000 .756
Job matches profession 1.000 .836
Enjoy coming to work everyday 1.000 A76
Feel committed to jc 1.00(¢ .58:¢
Job Challenging 1.000 .610
Career Advancement 1.000 .758
Adequate training 1.000 776
Good communication btn mgmt and emplc 1.00(¢ .681
Rewarded for good work 1.000 727

Source: Field Data (2016)

The above table helps the researcher to estimateotmmunalities for each variance.
This is the proportion of variance that each items m common with other factors.
The communalities in the column labelled Extractiefiect this common variance.
So from the table it can be seen that 65.1% of/#imnce associated with variable 1
or question one of the study is common, or sharadance. For example “Job

matches profession” has the greatest communalithy wthers of 83.6% while

“Respect from management” has the least communaiityothers of 35.0%.

The researcher used Kaiser Normalization Critevibwich allows for the extraction
of components that have an Eigen value greater thR€A was used and three
factors were extracted. As the table shows, these tfactors explain 66.36% of the
48.335%.The

contribution decrease as one move from factor onthé other up to factor three

total variation. Factor 1 contributed the highesriation of

(Appendix G).
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Table 4.5 Component Matrix

Component

1 2 3
Valued and appreciated .887
Enough autonomy .866
Feel Content with Management style .850
Rewarded for good wo .824
Everyone treated fairly .817
Good communication btn mgmt and employee .803
Career Advanceme .79t
Adequate trainin .79z
Feel Satisfied with my job 751
Feel committed to job .738
Feel Content with remuneration .733 -.400
Job Challengin .70C
Enjoy coming to work everyday .687
Respect from management 541
Good fit btn job and personality .647  .459
Safety Environmel .59¢
Workload satisfactory .565
Job matches profession .618 .625

Source: Field Data (2016)

The component matrix before rotation contains thedings of each variable onto
each factor. By default SPSS displays all loadimgsyever, generation from SPSS
for all loadings less than 0.4 in absolute termsingpressed in the output and that
resulted to blanks in many spaces for some loadiltigs interesting to note that
before rotation most variables load highly onto fingt factors. The criterion used is
only accurate when there are less than 30 variables communalities after
extraction are greater than 0.7 or when the sasipke exceed 250 and the average
communality is greater than 0.6 (in our case it0i$6362). Some of the
communalities shown exceed 0.7 in such ground Kaisale is considered to be
accurate. The researcher had assumed that thesfdototeachers’ turnover for
Simanjiro District Council comprised of two mainogps i.e. extrinsic and intrinsic.
The component matrix indicated the three factorsclwimply that there are more
than two factors as assumed before. The correspgnBligen values for the

components are shown below:
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Figure 4.7 Eigen Values
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Jollife’s criterion considers retaining variableghwEigen values greater than 0.7 and
in this case the researcher will retain 3 factBadlowing to this criterion is the use of
Scree Plot as presented above and the main findititat there are many possible
factors for teachers’ turnover for Simanjiro DistriCouncil. The above results
allowed the researcher to identify what variablab @inder each of the 3 major
extracted factors. Each of the 18 variables weoidd at and placed to one of the
three factors depending on the percentage of ubtyabit explained the total

variability of each factor.

4.4 Possible solutions of reducing turnover in Sinmgiro District Council

Objective three of the study was to find out pdss#imlutions of reducing turnover in
Simanjiro District CouncilThe researcher used questionnaires to collectahatdhe

study employed the descriptive statistics techniquenalyse the data.
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4.4.1 Motivational factors

Table 4.6 shows the extent to which respondentseagor disagreed with certain

aspects of motivational factors in -terms of meaores and standard deviation.

Table 4.6 Empirical results for application level & motivational factors on

working in Simanijiro District Council

Motivational Factor N Mean Std. Deviation
Salary 91 3.1162 .67851
Policy 91 3.0673 46969
Supervision 91 3.4044 41544
Interpersonal relationst 91 3.486¢ 4973¢
Job Security 91 3.5556 1.10270
Working condition 91 3.1459 41750
Other factors 91 3.3300 .42850
Level of work performanc 91 3.121¢ .5299!

Source: Field Data (2016)

The factor job securitpbtained the highest mean score of 3.5556, andaitter

policy the lowest mean value of 3.0673. The items useddasure the job security
were: My job position is secure (3.18); The lewdl job security makes me
motivated always(3.63); always fairly treated by employer(3.45); and the level of
job security makes me improve my work performan@4B However, this suggests
that the job security at Simanjiro District Couners highly considered by the

respondents of the survey as a most motivatingfact

The lowest mean factor was policy which was meakbgethe use of: The teachers’
Housing Policy is effective to encourage motivatimn perform work; The Staff
Development Policy is effective to encourage mdibra to perform work; and
LGA'’s Policy is effective to encourage motivatiangerform work. This signify that
the respondents did not agree with the considéesdsiin measuring the policy as a
motivating factor and hence instituting measuresatlress the policy is very

important.

According to literature (De Vos et al., 2005: 23%)hen standard deviation is high,
the values are more dispersed”. Table 4.6 alsogy@the standard deviation scores
of the findings. In this case, the high standargiiat®n scores revealed that the

respondents varied broadly with respect to theicgm@ions of the attendance of the

47



programmed motivational factors. However, the hagjls¢tandard deviation score was

1.10270 for job security and the lowest score wd®44 for supervision.

4.4.2 Motivational factors that influence the teaclrs’ performance

The researcher further analysed motivational facthat influence the teachers’
general performance. The researcher collected ttataugh questionnaires and
analysed them using the Pearson Product-Momentfatdan Coefficient technique.

Table 4.7 below reveals the results.

Table 4.7 Teachers’ motivation factors

Rank Factor R-Squared

1 Salary .19

2 Other motivation facto .16¢

3 Working condition .07¢

4 Interpersonal Relationship .025
5 Job Security .012

6 Policies .004

7 Supervisiol .004

Source: Field Data (2016)

This table depicts that salary had the strongeseletion for both the level of work
performance and the teachers’ satisfaction whesgpsrvision and company policies
had the weakest correlation. From the literatuiee Bcientific Management Model
which states that that, “a worker is an economiai méo could be motivated by
money”, absolutely supports this finding. AddititlgaChad, (2005) said that monies
can play a vital role in satisfying the physiolagicsecurity and social needs of the
workers.

Thus, in order for Simanjiro District Council to ciease the level of work
performance, it is vital to consider on employessaries which can add value to
their jojs and attraction for their retention. T$teidy focused on the factors such as:
salary is the only motivator at my workplace, miasais equal to the weight of my
duties, my current salary motivates me to work hardi my annual salary increment

improves my performance.

The second strongest correlation was identifiedhas other factors, followed by

working conditions, interpersonal relationship §olal security.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction

A significant number of variables were assessedhis study on the analysis of
factors leading to teachers turnover in Rural ist€Councils; the case study of

Simanjiro District Council. This chapter presentsdusions and recommendations.
5.2 summary of the findings

The general objective of the study was to analyeefactors leading to teachers’
turnover in public schools that are in rural logavernment authorities. Specifically
the determined the level of teachers’ turnoveraldi&hed the factors leading to
teachers’ turnover; and established the possiblietisos of reducing turnover in

Simanijiro District Council.

The study was prompted by fact that, there is avipg gap of teachers working in
rural area and those working in urban areas, whiehtes work load in rural area as
among the challenges of work life management. Texatkurnover rate in rural areas

has been reported to be higher compared to urlgas.ar

The study employed a case study approach wherebgrfiro District was selected
for this study. The study sampled 91 teachersimoBS§jiro District Council whereby
55 were from Orkesmut Ward; 23 were from Langai 8yaand 13 were from

Endonyongijape Ward.

The study was based on the concern that, thergrsvang gap of teachers working
in rural area and those working in urban areas lwhieates work load in rural area
as among the challenges of work life management.gémeral, Tanzania is
experiencing high rate of teachers’ turnover esglgciin the rural schools.

Approximately 20% in of teachers at the rural séh@re quitting their jobs in the

first year of their employment.
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The first objective determined level of teacherginbver in Simanjiro District
Council. Teachers’ turnover rate in Simanjiro DatrCouncil is alarming at the
average of 31.2% whereby general teachers’ turn@teris ranging on the average
of 10.4% while national labour turnover rate isgiag at the average of 1.9%.
Therefore, it can be concluded that, the teactiaradver rate for Simanjiro District
Council is very high to the extent of jeopardizihg education service in Simanijiro

District Council.

According to the rate of unemployment in the cownthich is very high, it would
not be expected to have a high labour turnover irat8imanjiro District Council
above the national level. This is an indicatiort thare is a problem to be addressed.
Although, various reports show that, the governm&mécognizing that, teachers are
most valuable asset in the development of educaten the level of teachers’

turnover indicates there is something not goind esgbecially in the rural areas.

It was also found out that both extrinsic and mgit¢ related factors significantly
affect teachers’ turnover in Simanjiro District @ai. For Simanijiro District Council
to be exceptional then stable experienced teaeherparamount. Failure to maintain
such, the rate of teachers’ turnover should cotigtame high with and with

dangerous outcomes.

Employees’ performance is influenced by varioustdie including organization
structure, culture, competence, work life balanod application of motivational
packages to mention few. In the world of competitiess which is geared by
technology and force of market while size of orgation plays no role, employees’
motivation is a paramount. In this regard, thisdgttevealed that, human resource is
major asset for the achievement of the desiredetarth order to increase
performance, LGAs can formulate various strategiresorder to well maintain
employees in the work place. Unless the teacherssatisfied with certain work
conditions, the designed strategies might not beirganted for the success of the
LGAs.
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For Simanjiro District Council to reduce on teachdurnover the Council should

improve on providing benefits to teachers, in terofsbetter packages, meet
teachers’ prospects, control of external forceprasssures that influence teachers’
turnover, improve the administrative guidelines gud in place strategies that can

ensure teachers’ job satisfaction.

It is evident that satisfied teachers have a ogtiminfluence on work performance.
In addition, according to research, committed erygds are the trademark of a
successful organization. Ultimately, teachers whe satisfied and committed can
contribute to the greater achievement of the gowent's mission and goals on
education.

5.3 Conclusion

The aim of the study was to analyze the factorslitepto teachers turnover in

Simanjiro district council. Where it was discoveriadt teachers are not motivated
and the working environment as well as infrastrietare also very poor. It was also
discovered that there was no good social servigel as clean water, health centre
and overloaded classes. Although through observatitethod the researcher

managed to see building of teachers houses in ggegr

5.4 Recommendations

From the findings, the researcher developed recardat®ns to various
stakeholders as following:

i. LGAs should look at the root causes of teachensiaver and adopt a best
approach to overcome the problem, which can be geent solution and
maintenance of teachers in the rural schools anderioourage their
competiveness. They should also provide sound tshigethat is helpful.

ii.  Management of LGAs should understand that teacimetie rural schools
must be treated as very significant resource ofgtheernment which would
make the government role of education is fulfilled.

iii.  Government through LGAs should pay teachers basedtheir work

environment and also look into their salary scabtel araft compensation
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packages that are considered competitive in orderetain its talented
teachers in the rural areas.

iv.  Establishment of mechanism of providing regulardfssek to teachers on
how well they are doing in pursuit of the goals amission of the
government.

v. School management should associate into the Id@pensle and exercising
authority, control and power. When teachers feat,ttheir opinions, ideas
and suggestions are given priority, their work ne@n automatically grow

and reduces turnover.
5.4 Policy Implications

The findings of this study aimed at identifying tadhat are significant to the
governments’ policy makers as it provided actueldes contributing to the teachers’
turnover. The findings suggest to the policy maleerd local government authorities
to set suitable policies that should address thblpm of teachers’ turnover in rural
areas. Should the government take the recommendatithis study, it can manage
to ascertain weaknesses identified in designingciesl and strategies which have

great effect in terms of teachers’ motivation amtuirn labour turnover.
5.5 Future Research

The study identified the motivational factors whizdn be universal applicable to the
teachers in rural and urban areas. The study fowadking condition and
environment to have little contribution to teachéwsnover. The study did not into
the rural environmental factors in particular atist recommend as a possible

avenue to be pursued a further study into this.area
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APPENDICES

APPENDIX A: QUESTIONNAIRE FOR TEACHERS

The following questionnaire is intended to colleoformation aimed at

finding out the Assessment of Factors leading tachers’ Turnover. Please
respond to each item/question as honestly as pes¥bur answers will be

completely confidential.

Section A: — Respondent Profile (Demographic Facts)

Please tick {/) the appropriate choice

1. Gender:
a) () Male b) () Female
2. Age:
a) () 18-25 b) () 26-34
c)()35-43 d) () 44-51

e) () 52 and above

3. Marital status:

a) () Married b) () single
c) () Separated d) () Do
4. Educational level:
a) () University Degree b) () P@&aduate c) () Advanced
Diploma

d) () Secondary Education e) () Certiica  f) () Primary or below

5. Monthly salary Tshs:

a) () 100,000- 299,000 b) () 200,000-399,000
c) () 400,000 — 599,999 d) () 600,000 and above
6. Are you satisfied with your salary scale () Yes () No

7. Years of work at Simanjiro District Council:
a) () less than 1 year b) () 1-2years
c) ()34 d) () Syears and above
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Section B: Factors leading to teachers’ turnover

Extrinsic Factors

Please indicate your level of disagreement / ageeenby ticking f] the
MOST appropriate box.

1) Strong Agree (SA) 2) Agree (A) 3) Neutral (N)Bisagree (D) 5) Strongly
Disagree (SD)

ltem D N A SA

| feel satisfied with my job

| feel content with my

remuneration package

There is Safety of environment

| am content with the management

style used

Everyone is treated fairly at the

school

My workload in the school is

satisfactory

| get respect from management

Enough autonomy is allowed in

my job

| am valued and appreciated by

management
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Intrinsic causes of turnover

ltem SD D N A SA

There is a good fit between my job &

my personality

My job matches with my profession

| enjoy coming to work everyday

| feel committed to my job

gl | WO N

My job is challenging and offers growth
and opportunities

There are possibilities for career

advancement in my job

| receive adequate training and

information to do my job well

There is good communication between

management and employees

| am rewarded for good work done
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Section C: Aspects of Job satisfaction and possibéelution of teachers’ turnover

in Simanjiro District Council

Opinions on Level of Motivational Factors

Please TICK the number of the best answer to shovin¢ level of motivation

1 2 3 4 5
Strongly Disagree Disagree Neutral Agree Strongiyek
1 4 5
a) Salary SD N |A |SA
1 Salary is the only motivator at my workplace
2 My salary is equal to the weight of my duties
3 My current salary motivates me to work hard
4 My annual salary increment improves my
performance
b) Policies 1 4 5
SD N A SA
5 The Teachers’ Housing Policy is effective to enegd
motivation to perform work.
6 The Staff Development Policy is effective to
encourage motivation to perform work.
7 The LGAS’ Policy is effective to encourage motioal

to perform work.
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c) Supervision 1 5
SD SA
8 | am free to talk to my immediate supervisor
9 My immediate supervisor motivates me to work hard
10 | My immediate supervisor treats all workers equally
11 | My immediate supervisor rewards me on good
performance
12 | My immediate supervisor penalizes
d) Inter-Personal Relations 1 5
(Inter-Personal Relations refers to the job related | Sp SA
relations between you and your fellow workers,
immediate supervisor and superiors. The reseaisher
not interested in private relations
13 I have good relationship with my fellow workers
14 | have good relationship with my immediate supewvis
15 1 have good relationship with my fellow workers
1€ | have good relationship with my superiors
17 I have good relationship with my subordinates
e) Job Security 1 5
SD SA
1§ My job position is secure

The level of job security makes me motivated alvay

2(

| am always fairly treated by my employer

2]

The level of job security mas me improve my wag

performance
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e) Work Conditions

SD

SA

22 My office is adequately equipped and furnished

performance

23 Teachers’ transport service will improve work

school

24 | am satisfied with the catering services offeretha

provided to me

28 | am satisfied with the teachers’ (school) house

24 | am satisfied with the house rent | pay

271 The working hours set encourages me to work hard

noiseless

28 My workplace is clean, safe, free from danger and

29 My office is not congested with other staff

ii. Identifying motivational factors that influence teachers to stay and work

in Simanjiro District Council

1

2 3

4

5

Highly

Dissatisfied

Dissatisfied | Neutral

Satisfied

Highly Satisfied

Pleasetick the number of the best answer.
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No | Motivational Factors 1 2 3 4 5

HD D N S HS

i salary

ii Organizational policy

iii supervision

iV Inter personal relations

% Job security

Vi Work conditions

vii | Other factors

i.  Will you quit at teaching job at Simanjiro Distri@ouncil as soon as you find
a better job? () Yes () No
. EXPlain YOUr @nNSWEN ... ... e e e e e e e e eereanaanns

Thanks
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APPENDIX B: SIMANJIRO DISTRICT
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APPENDIX C: ITEM STATISTICS (EXTRINSIC FACTORS)

Source: Field Data, 2016

Mean Std. Deviation N

Feel Satisfied with my job 3.19 1.294 91
Feel Content with remuneration 3.54 1.364 91
Safety Environment 2.08 1.248 91
Feel Content with Management style 3.77 1.385 91
Everyone treated fairly 3.72 1.276 91
Workload satisfactory 2.32 1.311 91
Respect from management 3.06 1.565 91
Enough autonomy 3.72 1.318 91
Valued and appreciated 3.52 1.418 91
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APPENDIX D: RELIABILITY STATISTICS (EXTRINSIC FACTO RS)

Cronbach's Alpha Cronbach's Alpha Based| on N of ltems
Standardized Items
.889 .889 9
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APPENDIX E: ITEM STATISTICS (INTRINSIC FACTORS)

Item Mean Std. Deviation N
Good fit btn job and personality 2.17 1.188 91
Job matches profession 1.88 1.064 91
Enjoy coming to work everyday 2.75 1.135 91
Feel committed to job 2.63 1.203 91
Job Challenging 3.28 1.521 91
Career Advancement 3.82 1.415 91
Adequate training 4.01 1.391 91
Good communication btn mgmt apnd  3.84 1.345 91
employee

Rewarded for good work 4.06 1.308 91

Source: Field Data (2016)
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APPENDIX F: RELIABILITY STATISTICS(INTRINSIC FACTOR  S)

Cronbach's Alphg Cronbach's Alpha Based on N of Items
Standardized Items
.873
.867 9
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APPENDIX G: TOTAL VARIANCE EXPLAINED

Co Initial Eigenvalues Extraction Sums of Rotation Sums of Squared
mp Squared Loadings Loadings

one| Total | % of | Cumulat| Total % of | Cumulat| Total | % of | Cumulat
nt Varianc | ive % Varianc | ive % Varianc | ive %

e e e

1 8.700 48.335 48.335 8.700 48.335 48.335 7.845 43.581] 43.581
2 2.032 11.287 59.623 2.032 11.287 59.623 2.336] 12.975 56.556
3 1.213 6.739) 66.362 1.213 6.739] 66.362 1.765 9.805 66.362
4 .945 5.249] 71.610

5 .862 4.787, 76.397

6 137 4.095 80.492

7 .681 3.785] 84.277

8 473 2.626/ 86.903

9 429 2.383 89.285

10 420 2331 91.616

11 .346 1.923 93.540

12 277 1.537| 95.077

13 .254 1413 96.490

14 195 1.0817 97.571

15 143 .797| 98.368

16 117 .652|  99.020

17 .097 537 99.557

18 .080 .443| 100.000

Extraction Method: Principal Component Analysis.
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