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ABSTRACT 

This study focused on investigating strategies for teachers’ recruitment and 

retention and their effectiveness in improving the process of recruiting and 

retaining secondary school teachers in Ilala District Council.  

The study adopted a case study design, which largely employs qualitative 

approach with some elements of quantitative approaches in data collection. The 

total population for this study expected to provide relevant information included 

forty eight (48) secondary school teachers from 8 secondary schools, eight (8) 

heads of secondary schools, 1 TSD officer, 1 DEO for secondary school and 1 

District Executive Director. 

Findings reveal that teachers are unhappy with the way Ilala municipal council 

recruit and retain them due to existence of the challenges facing Ilala Municipal 

council in recruiting and retaining teachers. Challenges includes Lack of teachers’ 

houses, delay of payment of teachers’ subsistence allowances, delay of payment 

of salary, lack of orientation course to new teachers, inadequate teaching and 

learning facilities in schools, lack of skilled and supportive education leaders 

within the municipal, delaying of teachers’ promotion and lack of overload and 

extra duty allowances in schools. 

 Basing on the findings, the study recommended that; Remunerations for teachers 

should be increased, improve living and working environment Subsistence 

allowances and salaries should be paid on time as well as conduct orientation 

courses and in-service training to new teachers so as to attract teachers during 

recruitment as well as during their staying at working stations 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND 

1.0 Introduction 

This section contains the background of the problem, which deals with educators’ 

recruitment and retention widely reported as a global phenomenon, statement of 

the problem, purpose of the study, objectives and significance of the study of 

recruitment and retention strategies of teachers in Tanzania District Councils. 

Teachers are most considered pillars in the cause of enabling the process of 

teaching and learning. It is expected that, the findings of this study will be the 

most useful document that could help different stakeholders to give teaching 

industry and teachers in particular the first priority in every planning. 

1.1 Background of the problem 

Teachers are the primary source in facilitating learning process, which means the 

school cannot function without teachers but may function without any other 

resources (Okumbe, 1998). Therefore, there is a need to recruit and retain more 

qualified school teachers from teacher training institutions in African countries 

(Sinyolo, 2007). Recruitment and retention of qualified teachers are very 

important processes for education improvement in any country. 

The argument is made that education leaders in Tanzania must realize that the 

achievement of secondary education system depends much on the consideration 

of recruitment and retention of quality teachers. In an attempt to control 

recruitment and retention of teachers, Tanzania and other several countries in the 

world adopted decentralization of teachers’ recruitment and retention. In this 

sense, Tanzania government has reduced teachers’ recruitment barriers using 
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LGAs (MoEVT, 2007). Within these LGAs, local councils do teachers’ 

recruitment and retention processes. Therefore, state and local policy makers have 

realized that efforts to improve secondary education will depend critically upon 

the success in attracting, recruiting and retaining capable people in the teaching 

profession (Theobald & Michael, 2002). This means local councils are 

responsible for the continuous job of teachers’ recruitment and retention (Dale, 

1984). The overall management of secondary school teachers’ recruitment and 

retention is in the hands of the Districts Councils. District Councils have the most 

fundamental managerial tasks including recruitment, promotion of appropriate 

employees, compensation and transfer as well as separation of employees for 

effective realization of both individual and organization roles (Koonts & 

Weinrich, 1988). 

The power to recruit teachers is vested in the Public Service Commission-

Teachers’ Service Department. The Public Service Commission Act and its 

regulations allow the Commission to further delegate its powers and functions to 

other central government institutions. For secondary schools teacher recruitment, 

the power is delegated to the Ministry of Education and Vocational Training 

(URT, 2010) 

Teacher recruitment and retention is a topic of state and national interest. The 

growing need for new teachers, including minority teachers and teachers in 

critical shortage areas such as special education, science education, mathematics, 

and technology has received a recent surge of media attention. This attention is 

driven at least in part, by reports from the Ministry of Education and Vocational 
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Training as future estimates that as many as thousands new teachers will be 

needed in the teaching industry (MoEVT, 2010). 

Tanzania is experiencing a teacher shortage that is a serious and growing 

problem. The shortage varies in its severity by region and by school district, but it 

exists in every part of the country and it is deepening. Districts report difficulty 

hiring qualified teachers at every level and subject. They experience serious 

shortages of teachers in mathematics, science, special education and technology. 

The data from Ilala Municipal Council has shown that there are only 56 

mathematics teachers out of 120 needed, biology 45 out of 120, physics 26 out of 

120. Most teachers opt for further studies to change their profession. Data from 

Ilala Municipal Education Officer has shown that, out of 40 teachers who were 

released to go for further studies 28 are doing political science and international 

relation program. Others are doing business administration (Source, Ilala District 

Education Office, 2015) 

District Directors are the employers of all government schoolteachers and they are 

responsible for teacher retention in their local areas. Therefore, Districts must 

continue to recruit new teachers and retain their existing teachers (Guarino, et al., 

2006). Local Councils have responsibility of ensuring that, the education sector 

particularly secondary education is functioning well in their local areas. 

Secondary school teachers particularly in Districts Councils should be recruited 

and retained in job by Local Councils to have enough number of secondary school 

teachers. Tanzania recognizes the importance of teachers recruitment in 

education, that is why recruitment of secondary school teachers has been 

addressed among the first priorities of the government in fulfilling secondary 
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education programmes (MoEVT, 2010). The question will be on the ability of the 

local councils to recruit new teachers and retain the existing as well as those new 

teachers. Mkonongo (2004) and Nkelego (2009) identified the dominant factors 

that lead to secondary school teachers not reporting to their stations and turnover; 

these include administrative ones, dissatisfaction with salary provided by the 

government coupled with the availability of other alternatives which pay higher 

wages, location of schools and lack of support, poor working environment, lack of 

institutional policies as well as poor management. The negative factors in 

teaching profession produces negative attitudes towards the teaching profession 

and thus, make recruiting process to the teaching profession difficult (Ally, 2011). 

Teachers’ retention in any organization is related to maintained Herzberg’s 

hygiene and motivational factors. For the sake of retaining teachers, it is 

important for Tanzania to ensure that there is enough motivation for teachers 

through providing them with both hygiene and motivation factors (Mkonongo, 

2004). 

While states and districts are experimenting with various programs to encourage 

retention, one body of research highlights the importance of supportive working 

conditions. Factors such as time, leadership, professional development, access to 

resources and teacher empowerment all exert a significant influence on the degree 

of satisfaction teachers feel in their jobs. Recent research indicates that, teachers 

with positive perceptions about their working conditions are much more likely to 

stay at their current schools than educators who are more negative about their 

conditions of work, particularly in the areas of leadership and empowerment 

(Hirsch & Emerick, 2007). 
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It is viewed that, recruitment and retention of teachers in some of Sub-Saharan 

African countries including Tanzania does not happen in a systematic way that 

will draw a sufficient number of potential teachers to the profession and meet the 

growing demand of the secondary student population (Mulkeen, et al., 2007). 

Currently, there have been so many teachers who leave their working stations as 

well as shifting to other jobs such accounts and public administration in Tanzania. 

Thus, this raises education stakeholders’ concerns towards recruitment and 

retention of secondary school teachers in local councils. To improve recruitment 

and retention of teachers, the Ministry of Education and Vocational Training in 

Tanzania calls for creation and innovation of different strategies such in service 

trainings and hardship allowances for teachers’ recruitment and retention in local 

councils (URT, 2011). Therefore, the focus of this study will be on the strategies 

applied by Tanzania District Councils specifically Ilala District Council in 

recruiting and retaining secondary school teachers. 

1.2 Statement of the Problem 

The shift of teachers’ recruitment and retention responsibility from central 

government to local councils is assumed as a constructive step for solving daily 

matters associated with teachers’ recruitment and retention strategies within 

District Councils. Since 2008, Tanzania District Councils have been recruiting 

and retaining secondary school teachers. 

Several attempts have been made to improve recruitment and retention strategies 

of teachers in Tanzania such as giving local councils power to recruit and retain 

teachers but attrition as well as labor turnover among secondary school teachers 

still exist in Tanzania District Councils. MoEVT (2010) reported that from 2009 
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to 2010 about 1029 (67.3%) teachers of secondary schools left the teaching 

profession in local councils due to resignation, change of employment and other 

reasons. However, so far the few studies conducted on teachers’ recruitment and 

retention have yet to focus on strategies used by District Councils in recruiting 

and retaining teachers. The studies focused more on factors influence teachers’ 

recruitment and retention in Tanzania. These include Mkonongo (2004), 

Kemilembe (2004), Nkelego (2009) and Ally (2011). Always unimproved 

teachers’ recruitment and retention practices have impact on the process of 

recruiting and retaining secondary school teachers at District Councils. Therefore, 

there is a need to conduct a study on strategies of teachers’ recruitment and 

retention in Tanzania District Councils. 

The study has answered the questions: - what are the strategies employed by 

Tanzania District Councils in recruiting and retaining secondary school teachers 

and to what extent are these strategies effective in improving the process of 

recruiting and retaining secondary school teachers in Tanzania District councils. 

Thus, this study investigated the strategies for teachers’ recruitment and retention 

and their effectiveness in improving secondary school teachers’ recruitment and 

retention in Ilala District council. 

1.3 Objectives of the Study 

1.3.1 General Objective 

The general objective of this study was to investigate recruitment and retention 

strategies of teachers in secondary schools, a study of Ilala District. 
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1.3.2 Specific Objectives 

The study is guided by three research objectives as follows: 

i. To find out the  existing strategies used by Ilala District Council to recruit 

and retain secondary school teachers during the last 10 years. 

ii. To identify challenges facing Ilala District council in formulating and 

implementation of recruitment and retention strategies for secondary school 

teachers. 

iii. To examine the strategies employed by Ilala District Council in recruitment 

and retention of secondary school teachers. 

1.4 Research Questions 

In order to guide the study, the following research questions were used:- 

i) What are the existing strategies used by Ilala District Council to recruit and 

retain secondary school teachers for the past 10 years? 

ii) What are the challenges facing Ilala District Council in recruitment and 

retaining of secondary school teachers? 

iii) What are the strategies employed by Ilala District Council in recruitment 

and retention of secondary school teachers? 

1.5 Significance of the Study 

Since the government has shifted recruitment and retention of secondary school 

teachers to local councils, the findings of this study are expected to contribute to 

identify new strategies for improving teachers’ recruitment and retention in local 

councils. The study is predictable to identify challenges facing Ilala District 

Council in recruitment and retaining secondary school teachers and offer 

solutions for overcoming those challenges. Also the study will explore the 
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strategies employed by Ilala District Council in recruitment and retention of 

secondary school teachers, to find out the extent Ilala District Council achieved in 

recruitment and retaining secondary school teachers. Furthermore, the study is 

also expected to be useful to policy makers for strengthening and designing new 

policies for teachers’ recruitment and retention in different levels of education 

sector. In addition, the study is anticipated to add knowledge on ways for better 

recruitment and retention of teachers particularly in secondary schools. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This chapter contains review of related literature concerning the concepts of 

teacher recruitment and retention strategies in Local Councils. It covers the 

conceptualization of teachers’ recruitment and retention in relation to local 

councils, theories of motivation and human resource development in relations to 

recruitment and retention of secondary school teachers in Tanzania. District 

Councils, strategies for teachers’ recruitment and retention in local councils and 

their challenges, improving teachers’ recruitment and retention in Tanzania 

District Councils, conceptual framework, review of related study on teachers 

recruitment and retention in the world, Africa and Tanzania,  as well as a research 

gap of the study. 

2.1 Definition of Key Concepts in the Study 

2.1.1 Who is a Teacher? 

Senge (2000) define a teacher as an expert who is capable of imparting 

knowledge that will help learners to build, identify and to acquire skills that will 

be used to face the challenges in life. The teacher also provide to the learners 

knowledge, skills and values that enhance development. An educated person is 

capable of utilizing the available opportunities in both private and public sectors. 

The educated person can easily secure employment as well as having life skills 

that will enable him/her to interact well in the society. 

Moreover, a teacher has been defined as a person who has knowledge, skills and 

special trainings in teaching, explaining and educating. The teacher is a person 
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who is capable of creating behavioral change in terms of cognitive psychomotor 

as well as effective domain (Haki Elimu, 2004). 

2.1.2 Secondary Education 

The United Republic of Tanzania (1995) states that, secondary education refers to 

the post-primary formal education offered to individuals who have successfully 

completed primary education. The main objectives of secondary education are to 

provide opportunities for the acquisition of knowledge, skills, attitudes and 

understanding to prepare individuals for further education and professional 

training: to inculcate a sense and ability for self study, self confidence and self 

advancement in the frontiers of knowledge and to prepare individuals to join the 

world of work. 

2.1.3 Teacher Recruitment and Retention 

Several literature on teacher recruitment and retention have shown how various 

scholars address the concepts of teachers’ recruitment and retention in relation to 

responsibilities of local Council or District. Teacher retention is a combination of 

attrition and transfers (Bennel, 2004). Thus, attrition and transfers of secondary 

school teachers within the local councils and schools are associated with teachers’ 

retention issues in a particular area. 

Teacher retention is a combination of four facets including induction and 

mentoring, working conditions, performance pay and financial incentives and 

opportunity for teacher leadership (Lasagna, 2009). Williment (2004) asserted 

that, teachers that are having a high fulfillment of their needs met by the teaching 

and living conditions, they may be more satisfied and motivated to remain 
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teaching and therefore, retention will occur. Presence or absence of these factors 

in District Councils will motivate or discourage teachers to stay on the job. In this 

regard, teachers’ retention in Local Council is influenced by living and working 

conditions as well as other incentives. 

Mpokosa, et al., (2008) associated teachers’ recruitment with provision of 

appropriate incentives for teachers working in hardship posts. They added that, 

within a decentralized context, the capacity of education managers and 

administrators at local levels to be able to undertake their new responsibilities 

(such as new teacher and staff recruitment responsibilities) needs to be considered 

with capacity strengthening activities provided for key staff in order for them to 

develop effective education systems. In this regard, decentralization of teacher 

management means local councils such as district councils have more 

responsibilities in teachers’ recruitment. 

Lewin (2000) details the practice of teacher recruitment in varying circumstances. 

According to him, teacher recruitment is organized into two main systems. The 

teacher recruitment approach may either take the form of a market system or 

being directly controlled by the central government. In the market system, each 

secondary school can advertise and recruit its own teachers; such a system 

automatically responds to the shortage of teachers the school experiences. The 

centralized system of recruitment is the one used by most African countries, 

including Tanzania. In the centralized system, it is common for secondary school 

teachers to be recruited and posted anywhere in the country. 
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In viewing both teachers’ recruitment and retention in local councils, Allen 

(2005) observed that, teacher recruitment and retention in Districts has something 

to do with the complexity of the issue of compensation and the interaction with 

other factors such as working conditions and general job satisfaction. Therefore, 

in this regard District Councils and other councils are required to perceive 

teachers’ recruitment and retention as question of compensation and other 

motivating factors. 

2.2 Theoretical Literature Review and Conceptual Framework 

Improved teacher management will have positive effects on teacher deployment; 

teacher working conditions and salaries (Mpokosa, et al., 2008). Moreover, 

Galabawa (2001) asserted that, most employees tend to work better when they 

feel the organization is meeting their needs for growth and development. Thus, 

the idea of teachers’ management calls for District Councils to improve overall 

responsibilities of teachers’ management such as on job training, motivations and 

promotion as well as ensuring good working environment. Generally, the use of 

these ways in District Councils will then have a direct positive impact on 

teachers’ recruitment and retention in Tanzania. The study of recruitment and 

retention strategies of teachers in Tanzania district council is actually grounded on 

factors that influence teachers to be recruited as well as stay in the profession. 

Thus, theories of motivation will be reviewed because they have the fundamental 

variables, which can be linked with the process of attracting teachers to be 

employed and stay in the profession. 
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2.2.1 Herzberg’s Motivation – Hygiene Theory 

According to Hong & Waheed (2011) Herzberg's Motivation-Hygiene Theory, 

also known as the Two-Factor Theory has a practical approach toward motivating 

employees. In terms of Herzberg’s Motivation-Hygiene Theory, factors that make 

employees feel good about their work, are different from factors that make them 

feel bad about their work (Bull, 2005). This theory according to Herzberg (1966) 

as cited in Hong & Waheed (2011) postulated that, responses about good feelings 

are generally related to job content (motivators), whereas responses about bad 

feelings are associated with job context (hygiene factor). Motivators involve 

factors built into the job itself, such as achievement, recognition, responsibility 

and advancement. Hygiene factors are extrinsic to the job, such as interpersonal 

relationships, salary, supervision and company policy.  This theory implies that, 

recruitment and retention of teachers in local councils rely on the question of 

motivators that includes incentives and other compensations and also working 

conditions such as salary, social relationship among teachers as well good 

administration that support teachers. In education industry, hygiene is considered 

good working environment. Good working environment involve motivation, good 

salary, workload and good management that moderately treat teachers as one unit.  

Thus, the presence of these factors in district council will lead to job satisfaction 

among teachers and eventually they will stay on the job. 

2.2.2 Maslow’s Hierarchy of Needs Theory 

The Maslow’s Theory as explained in Galabawa (2001) postulate that, the 

employees’ importance can be realized and felt through the use of hierarchy of 

needs which presents the human being as a kind of psychological organism 
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struggling to satisfy its needs and quest for growth and development. Maslow’s 

Hierarchy of Needs progresses through psychological, social and the 

physiological needs. Thus, these include physiological needs, physiological 

safety, affection or social needs, esteem needs and self-actualization needs. In this 

regard according to Maslow’s Theory of Motivation, district councils need to 

create motivating environment for teachers, which will help to fulfill individual 

teacher’s physiological, safety, belongingness, esteem, and self-actualization 

needs. Therefore, the more the district council fulfills Maslow’s Hierarchy of 

Needs of teachers the more improvement shall be noticed of teachers’ recruitment 

and retention in a District. 

The hierarchy of needs, developed by psychologist Abraham Maslow in the 

1940’s is the best-known need theory. Maslow argued that, human beings are 

“wanting” animals. They have innate desires to satisfy a given set of needs 

(Ricky, 2013). 

Maslow Hierarchy of Needs consists of five basic categories of needs: Self-

actualization, Esteem needs, Belongingness needs, Security needs and 

Physiological needs. 

Maslow believed that, each need level must be satisfied before the level above it 

can become important. Thus, once physiological needs have been satisfied, their 

importance diminishes and security needs emerges as the primary source of 

motivation. This escalation up the hierarchy continues until the self-actualization 

needs become the primary motivators (Ricky, 2013). 
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The Maslow’s Hierarchy of Needs Theory is useful to this study as it shows that, 

employees’ job satisfaction can be made possible through the follow up of the 

basic categories of needs. By Ilala District Council doing so, employee job 

satisfaction can be achieved and offers a great availability of the needs to the 

teachers, hence, will improve teachers efficiency and their willingness to stay on 

job and increase efficiency in their work station and bring development to the 

respective district. 

2.3 Teachers’ Recruitment and Retention: A General Overview World Wide  

A number of studies have been done relating to teachers recruitment and retention 

in Africa, Tanzania and elsewhere. These different studies show researchers 

concerns towards teachers’ recruitment and retention across the world. 

Newton, et al., (2011) worked on teacher stability and turnover in Los Angeles. 

They asserted that, teacher turnover and retention have attracted increasing 

attention in the research and policy community and they further recommend that, 

understanding who leaves, when and under what conditions is important for 

policy formulations that target teacher retention. In the context of Tanzania 

District Councils, this recommendation calls for education leaders to collect 

actual information about teachers’ recruitment and retention that will help them 

create their own policies for controlling retention. 

Ingersoll (2001) did a study on teacher turnover, teacher shortages and the 

organization of schools in USA. The study suggested that, popular education 

initiatives such as teacher recruitment programs would not solve the staffing 

problems of such schools if they do not also address the organizational sources of 
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low teacher retention. Thus, this suggestion teaches LGAs in Tanzania to deal 

first with organizational problems associated with teacher retention at schools 

before recruiting teachers to improve teachers’ recruitment. 

Cooper & Alvarado (2006) did a study on preparation, recruitment and retention 

of teachers in some of European and Asian countries. The findings revealed that, 

teacher shortages exist in some countries because graduates do not enter either 

teaching or a significant number of those who do enter leave within three to five 

years that reflects situation in Tanzania district councils. Therefore, they need to 

create various teachers’ recruitment and retention strategies in order to increase 

number of teachers staying on job. 

2.4 Teachers’ Recruitment and Retention in Africa  

Aloo, et al., (2011) worked on the impact of the school based teacher recruitment 

policy on the distribution and retention of teachers in public secondary schools in 

Kenya. The findings revealed that, teacher retention realized reasonable 

improvement after the inception of the school based teacher recruitment policy in 

2001. However, teacher retention in non-hardship schools tended to be slow 

compared to that of teachers in the hardship areas. The study also recommended 

that, public secondary schools management should address factors such as 

housing, teacher motivation and competent leadership to ensure further retention 

of teachers. Thus, this finding calls for LGAs in Tanzania to allow schools to play 

role in recruitment and retention of teachers. In addition, it calls for district 

councils to improve teachers’ working and living environment to improve 

teachers’ recruitment and retention. 
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Bame (1991) did a study on teachers’ motivation and turnover in Ghana. The 

findings revealed that, the main reasons for teachers’ retention include promised 

good future, stability and security in teaching profession as well as professional 

qualifications. On the contrary, lack of opportunity for promotion and career 

development, low salary and low status of teaching profession were the reasons 

for failing to retain teachers. 

2.5 Empirical Literature Reviews on Teachers’ Recruitment and Retention 

in Tanzania 

Benedict (1999) did a study on factors determining the retention of academic staff 

in Tanzania interested in higher learning institutions.  The findings revealed that, 

the position of academic staff and chances for future training prospects play a big 

role for the staff to remain in higher learning institutions. He further 

recommended that, institution management have to make sure that the academic 

staff always feel they are the part of organization. The study gives a lesson to 

Tanzania District councils, that they must set strategies for making teachers to 

feel they are the part of a District council to retain them. 

Mkonongo (2004) worked on retention of graduate teachers in secondary schools 

in Tanzania. The findings showed that urban secondary schools had higher 

retention of graduates compared to rural secondary schools. The study 

recommended that, official steps should be taken to raise the status of the teaching 

profession economically, socially and politically to not only improve their stay 

but also make them stay. Thus, the study reminds District Councils in Tanzania to 

deal with the problem of low status accorded to teachers by fulfilling their needs 

economically, socially and politically. 
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Nkelego (2009) examined the influence of managerial factors on teachers' 

retention in non-government secondary schools in Tanzania and found out that 

teachers’ retention in any organization is related to employees’ job satisfaction. 

Moreover, the study revealed that, low salaries, lack of proper housing, limited 

opportunity for professional development and poor teaching facilities are the 

reasons that account for teachers’ turnover. Thus, this provides a lesson that 

Tanzania District councils should improve all managerial factors for recruitment 

and teacher retention. 

Mrema (2009) worked on factors contributing to primary school teachers’ 

attrition in Tanzania. The findings revealed that social, monetary, teacher 

preparation and institutional factors contribute to higher attrition. The study 

recommended that, more support for teachers in the district level and frequent 

interaction from colleagues should be strategized as priority for teachers’ 

recruitment and retention in District councils. 

Ally (2011) did a study on students’ attitude towards the teaching profession in 

Tanzania and implications for teachers’ recruitment. The study findings revealed 

that, majority of secondary school students and their teachers had negative 

attitude towards the teaching profession. It was also found that, majority of 

teachers were not interested in teaching, as it was not their first career choice, thus 

they would not work until retirement age. 
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2.6 A Summary of Policies and Strategies used to Recruit and Retain 

Teachers in Tanzania 

This study accompanied by the Education and Training Policy (ETP) of 1995, 

which stated the expansion of education at all level from pre-primary to 

universities. Establishment of conducive teaching and learning environment, 

training of enough and competent teachers at all levels of education and high 

degree of retaining them in the teaching industry (URT, 1995). In the cause of 

supporting teacher placement system including a database of teacher applicants 

and vacancies, districts and country as well try to give loan to teachers working in 

most hardship environment to retain them and for teachers shortage areas or in 

some cases, for anyone entering the field of education.  

A variety of financial strategies including financial support for minorities entering 

education and incentive programs for shortage areas. An increased emphasis on 

alternative certification programs. Because teacher shortages appear to be related 

to retention as well as recruitment, country has begun to implement new policies 

to keep teachers in the classroom. The one among the most frequently voiced 

complaints of current and former teachers is that working conditions in schools 

need improvement. These improvements include smaller class sizes, support from 

school and district administrators, better student discipline, more professional 

development opportunities, teaching assignments aligned with certification and 

background and extra compensation for difficult and time-consuming duties 

(MoEVT, 1997). 

The delivery of education is guided by the Tanzania Development Vision 2025, 

which identified the need to have a well educated and learning society in order to 
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respond to development challenges and to compete effective at international 

levels, regionally and beyond. It is also nested in the National Strategy For 

Growth and Reduction of Poverty (NSGRP), known in Kiswahili as Mkakati wa 

Kukuza Uchumi na Kupunguza Umaskini Tanzania (MKUKUTA), as well as 

international commitments to Education For All (EFA) and Millennium 

Development Goals. 

2.7 Strategies for Teachers Recruitment and Retention in Local Councils 

URT (2011) addressed government strategies for teachers’ recruitment and 

retention, which include giving bonuses for the teachers posted in difficult areas 

through Local Councils. Moreover the government calls for creation and 

innovation of different strategies for teachers retention in Local Councils 

including involving stake holders in raising fund for teachers houses, bonuses and 

furniture as well as establishment of contract for new teachers who aspire to get 

bonus in their areas so as to commit their future (URT, 2011). Moreover, Haki 

Elimu (2004) highlighted some strategies for teacher recruitment and retention 

which include establishment of bonus system for attracting teachers to work in 

regions, districts and poor environment schools as well as making sure that 

teachers’ salaries are paid on time. Kapadia, et al., (2007) observed that, 

providing various induction activities such as mentoring and supports systems 

help new teachers to feel helpful condition and therefore plan to continue 

teaching. Aloo, et al., (2011) contended that, setting of rewards for extra work 

and hardship allowance for teachers as well as addressing factors for retention 

such as housing, teacher motivation and competent leadership influence teachers’ 

retention. 
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Damian (2011) asserted that, the life of teachers is not attractive that is why 

teachers leave the profession. Thus, Tanzanian government has to set strategies 

for teachers’ motivation starting with the improvement of teachers’ working 

environments. Generally, District councils called for creating very motivating 

environment according the nature of their places. Teachers will be attracted if 

there is motivating environment for the teaching job. 

HakiElimu (2010) proposed the strategies for teachers’ recruitment and retention 

including provision of incentives for teachers posted in remote schools, upgrade 

licensed and ensure opportunities for professional growth through in-service 

training. Mpokosa, et al., (2008) observed that, non-salary incentives strategy in 

Mozambique in term of housing, health insurance, transport subsidies or bicycles 

has helped to motivate teachers and increase the retention rates. 

Mulkeen & Chen (2008) added that, remote incentives strategy in Local councils 

might include benefits like hardship allowances, the provision of housing, faster 

promotion, transport or housing allowances, earlier or higher salary raises, special 

study leave and adequate training opportunities. Apart from incentives like bonus 

for teachers posted in difficult areas, the district councils are also required to 

assure opportunity for career development, promotion and provision of teachers’ 

houses. Therefore, these incentives will attract teachers to be recruited in district 

councils because they will be sure that their goals and visions will be fulfilled in 

these councils. 

Creating a policy guiding teachers’ transfers will help to control teacher retention 

and keep teacher on job (Gaynor, 1998). In addition, ensuring adequately certain 

equipment, spaces and accoutrements for teachers will help them to teach 
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effectively and like their job (Earthman, 2009). Creating a promising policy for 

more professional support in better teaching and learning resources, supportive 

supervision and ongoing in-service professional development will help in 

recruiting and retaining teachers (Mulkeen, et al., 2005). The District Councils 

ought to establish good policies for teachers’ transfers and professional support 

because they will help to recruit and keep adequate number of teachers on job. 

Mulkeen, et al., (2005) further suggested strategies for teacher retention including 

provide teachers with better resources for good teaching and space for teachers to 

work in the school, give special assistance to teachers in finding appropriate 

housing and develop programs to recognize and reward teachers, including use of 

the media to profile excellent teachers. All these are the professional support to be 

adopted by Tanzania District councils for retention of teachers. 

OECD (2005) added that, the use of well-trained administrative staff can support 

teachers and help to reduce the burden on teachers as well as improving teacher 

retention. It means that district councils need to use knowledgeable education 

leaders for handling recruitment and retention matters easily. In normal sense, the 

use of these strategies for teachers’ recruitment and retention will help to solve 

several problems associated with secondary teachers’ recruitment and retention in 

Tanzania district councils. 

2.8 Measures required to Improve Teachers’ Recruitment and Retention in 

Tanzania District Councils 

Various literatures identify different ways for overcoming challenges associated 

with teachers’ recruitment and retention in education. These alternative ways can 
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be adopted by Tanzania district councils to stabilize recruitment and retention of 

secondary school teachers for development of secondary education. 

It is argued that, in order for teachers to perform well, they should be placed 

according to their specialization, knowledge, interest and ability (Muze, 1987). In 

this case, Tanzania’s district councils should ensure that teachers are placed in 

schools according to their areas of specialization to avoid complaints that will 

force them to leave or ask for transfers. 

According to Alliance for Excellent Education (2008) although districts have the 

most influence over teacher policies, federal law can also help improve the 

distribution of teachers by supporting and encouraging good recruitment and 

retention practices at the country level. Therefore, district councils should 

consider national laws that guide recruitment and retention of secondary school 

teachers to avoid problems associated with teacher recruitment and retention. 

Lieberman (1995) suggests that, promotions should be a part of teacher retention 

activities since it is very important for growth of the occupational status in 

education sector than salary increase. Dale (1984) adds that, promotions to 

employees should be fairly given unless otherwise will demoralize teachers in 

their work. In an attempt to stabilize secondary school teachers’ recruitment and 

retention, Tanzania District councils must consider the issue of promotion as to 

raise teachers’ morale and status and eventually attract teachers to stay on the job. 

In order to solve the problems associated with poor working environment, LGAs 

need to encourage heads of school and teachers to expose the needs of schools 

because by doing so the problems will be understood and solved by the councils 

and thus, will motivate teachers to work diligently. Teachers must be selected not 
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only on the basis of their academic credentials, but also on the likelihood that they 

will remain in the profession long enough to make an impact on the student’s 

quality of education and the country’s socio-economic development (Vicky Dill 

& Delia Stafford Haberman Foundation, 2008). In this regard, Tanzania District 

councils need to assure that the interest of teachers on the area to work should be 

taken into consideration to avoid teacher attrition and transfer. 

In an attempt to improve teachers’ recruitment and retention, Owen, Kos and 

McKenzie (2008) suggested that, status of teachers should be improved as well as 

attraction and retention issues. Thus, to be able to improve teachers’ recruitment 

and retention, Tanzania district councils, should take measures for improving 

teachers’ status and all retention issues such as working and living conditions as 

well as compensations. 

Communities in Districts can be involved in creating good environment for 

teachers at schools through participating in building teachers houses and classes 

(Njunwa, 2010). Therefore, this way, if applied by district council will help to 

improve working and living conditions and thus, attract teachers to stay at the 

schools. 

Moreover, Galabawa (2001) asserted that, most employees tend to work better 

when they feel the organization is meeting their needs for growth and 

development. Thus, idea of teachers’ management calls for District councils to 

improve overall responsibilities of teachers’ management such as on job training, 

motivations and promotion as well as ensuring good working environment. 

Generally, the use of these ways in district councils will then have a direct 

positive impact on teachers’ recruitment and retention strategies in Tanzania. 
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2.9 Conceptual Framework of the Study 

In an attempt to formulate a conceptual framework for teachers’ recruitment and 

retention in Tanzania’s district councils, this study has adapted a conceptual 

framework for the impact of school-based teacher recruitment policy on teacher 

distribution, efficiency in recruitment of teachers and teacher retention from Aloo, 

et al., (2011, p. 1007). This conceptual framework shows that, School-Based 

Teacher Recruitment Policy can be used to ensure equitable distribution of 

teachers, efficiency in recruitment of teachers and their retention in public 

secondary schools. The independent variable is School-Based Teacher 

Recruitment Policy and if implemented it can produce the desired results namely; 

equitable teacher distribution, good teacher retention and efficient teacher 

recruitment practices. The dependent variables are distribution of teachers, 

efficiency in recruitment of teachers and teacher retention because they depend on 

the effect of the School-Based Teacher Recruitment Policy. This conceptual 

framework has been adapted in this study because it reflects important 

administrative function of teachers’ recruitment policy implementation in local 

area that is essential in the process of recruiting and retaining teachers as well as 

giving feedback for effectiveness of the policy implementation in recruiting and 

retaining teachers. Generally, it reflects some elements of input, process and 

outcome, which fit in the study of teachers’ recruitment and retention in Tanzania 

district councils. Therefore, this study is based on the assumption that, the desired 

results from teachers’ recruitment and retention depend on the extent to which 

Tanzania District councils are accountable for secondary school teachers’ 

recruitment and retention in their local councils. Looked at it from the above 

perspectives, the conceptual framework for this study is modified in terms of 

three parts namely; input, process and outcome . 
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On the part of input, the study assumes that effectiveness of secondary school 

teachers recruitment and retention depend on the availability of the following 

variables in district councils: teachers’ recruitment and retention policies, plans, 

strategies that guide the process of recruitment and retention as well as enough 

funds for compensation (salary, bonus and other financial incentives), 

administrative support, working and living environment for attracting teachers 

and teachers themselves because the whole process of teachers’ recruitment and 

retention is centered on them. 

On the part of process, the two processes of recruiting and retaining are taking 

place through the support from input variables. Therefore, existence of recruiting 

secondary school teachers in a district council, as well as retaining secondary 

school teachers depends much on the way the input variables prepared for these 

two activities unless otherwise recruiting and retaining processes do not take 

place as intended. 

On the part of outcome, this study assumes that, if teachers’ recruitment and 

retention take place effectively in district councils then it should lead to high rate 

of teachers’ recruitment, high rate of teachers’ retention as well as willingness to 

stay on the job among secondary school teachers. On the contrary, if the whole 

processes of secondary school teachers’ recruitment and retention took place 

ineffectively it would lead to low rate of teachers’ recruitment, low rate of 

teachers’ retention as well as unwillingness to stay on job among the teachers. 

Thus, the processes of teachers’ recruitment and retention in Tanzania district 

councils might produce desired and undesired outcomes. These two types of 

outcomes would bring feedback on the effectiveness of inputs variables in 
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ensuring the intended outcomes of teachers’ recruitment and retention met in a 

district council. 

Figure 2. 1: Figure 1Conceptual Framework for Teachers’ Recruitment and 

Retention in Tanzania District Councils 

 

 

 

 

 

 

 

 

 

Source: Adopted from, Aloo, et al., (2011) Impact of the School-Based Teacher 

Recruitment Policy on the distribution and retention of teachers in public 

secondary schools in Kenya: A case study of Nyando District. Educational 

Research 2(3), 1006-1020. p. 1007. 
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conducted by Kemilembe (2004) focused merely on lack of motivation to teacher, 

Ally (2011) did a study on students’ attitude towards the teaching profession, 

Mrema (2009) worked on factors contributing to primary school teachers’ 

attrition and Mkonongo (2004) worked on retention of graduate teachers in 

secondary schools in Tanzania. Therefore, this study intends to fill in the existing 

gap in recruitment and retention of teachers in public secondary school. 

2.11 Limitations and Delimitations of the study 

The study was conducted in Ilala District Council. This dissertation, though 

successfully prepared, encountered some challenges like limitation of time in 

collecting data and processing information related to the study as some 

respondents were hesitant to be interviewed and fill questionnaire whereby it took 

some weeks to get them filled. On the subject of source of fund, the researcher 

faced financial constraints for the entire budget. Regardless of the financial 

constraints, the results of the research remained valid. In addition, the study was 

solely delimited to secondary school teachers’ recruitment and retention in 

Tanzania district councils. It confined itself to District’s office and secondary 

schools exclusively as per their geographical location. Therefore, findings from 

this study will not be over generalized to reflect the situation of all district 

councils in Tanzania. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This section describes how the study was carried out. It included the research 

design and approach, a description of the area of the study and population of the 

study, sample and sampling techniques, data collection techniques, ethical issues 

and data analysis plan. 

3.2 Research Design 

All research designs were discussed in terms of their relative strengths and 

limitations. The merits of a particular design were inherently related to the 

rationale for selecting it as the most appropriate plan for addressing the research 

problem. Case study was the best plan for answering the research questions; its 

strengths outweighed its limitations. The case study offered a means of 

investigating complex social units consisting of multiple variables of potential 

importance in understanding the phenomenon (Sharan, 2009). 

This study employed a case study design. Yin (2013) defines a case study as an 

examination of a specific phenomenon such as program, an event, a person, a 

strategy, an institution or a social group. In addition, a case study can be defined 

as the in depth examination of a bounded entity (Wang, 2014). 

A case study design was a suitable design for a small population and thus, it 

helped the researcher to understand in depth about teachers’ recruitment and 

retention in Ilala district council. Moreover, the case study design allowed the 

researcher to employ different data collection methods such as interview, 
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questionnaire and documentary review to collect information about strategies for 

teachers’ recruitment and retention, challenges facing Ilala district council in 

recruiting and retaining secondary school teachers. Thus, this design was 

employed to help a researcher to collect in-depth and detailed information from 

teachers, District director and Heads of schools about teachers’ recruitment and 

retention in Ilala district council. 

3.3 Study Area 

The study was conducted in Ilala district council in Dar es Salaam region. The 

District has forty-nine public secondary schools (49). The study covered the 

following selected public secondary schools; Tambaza, Azania, Benjamin 

William Mkapa, Zanaki, Migombani, Tabata, Zawadi and Jangwani. 

The area was selected due to the following reasons; Ilala district council is 

experiencing a serious problem of recruiting and retaining teachers as the data 

from Ilala Municipal council has shown that there are only 56 Mathematics 

teachers out of 120 needed, biology 45 out of 120, physics 26 out of 120. Most 

teachers opt for further studies to change their profession. Data from Ilala 

Municipal Education officer has shown that out of 40 teachers who were released 

to go for further studies 28 are doing political science and international relation 

program. Others are doing business administrations. (Source; Ilala District 

Education Office) 

We believe that similar studies relating to this one have been conducted in non-

government secondary schools in other regions in which a researcher decided to 

conduct a study in public schools within Ilala district council.  
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In addition, because of the growth of secondary education, there is sharply 

increased demand for high quality secondary teachers and principals. Projected 

demand in many countries far exceeds projected supply. This combined severe 

budget constraints, puts pressure on government to seek affective approaches to 

recruiting, preparing, supporting and retaining qualified secondary school 

teachers (Mulkeen, et al., 2007). 

All the above results have contributed to the researcher aspiration in selecting of 

Ilala district as a case study as the research will be useful to policy makers for 

designing new policies for recruitment and retention strategies of teachers in 

different level of education sector as to improve secondary education in the 

district. 

3.3.1 Geographical Location and Map of Ilala District 

Ilala District is one of three districts in Dar es Salaam, Tanzania, others being 

Temeke to the South and Kinondoni to the North. The 2002 National Tanzania 

Census states the population for Ilala as 634,924. The area is 273 km². Ilala is 

commonly referred to as 'Downtown Dar', where much of the commerce, banking, 

and national offices are located. 

https://en.wikipedia.org/wiki/Dar_es_Salaam_Region
https://en.wikipedia.org/wiki/Tanzania
https://en.wikipedia.org/wiki/Temeke
https://en.wikipedia.org/wiki/Kinondoni
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Figure 3. 1: Map of Ilala District 

 

Source: URT, 2002 

3.4 Sample and Sampling Procedures 

3.4.1 Population Sample 

The population of this study consisted of secondary school teachers, District 

Education Officer (secondary education department), Teacher’s Service 

Department Officer and District Executive Director. The total population of this 

study was 460 people. It included 1 DEO, 1 TSD Officer, 1 DED, 49 Heads of 

public secondary schools and 408 secondary school teachers at Ilala district 

council out of 49 public secondary schools. All these respondents were used to 

provide information about strategies for recruiting and retaining secondary school 

teachers in Ilala district council, challenges facing Ilala district council in 

recruiting and retaining secondary school teachers as well as the challenges facing 

Ilala district council in recruitment and retaining Secondary school teachers. 
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The DEO in secondary education department was responsible in the study since 

was in charge of all education matters of secondary education within a district 

including issues associated with recruitment and retention of teachers. 

The District Executive Director was involved in the study because was an 

employer of teachers in a District council and in charge of several matters in a 

district council including education matters. Thus, this helped a researcher to get 

data and information required for the study of recruitment and retention of 

teachers in Tanzania district council. On the other hand, TSD officer was also 

involved in this study due to the crucial role in dealing with teachers’ matter like 

discipline, employment and promotion. 

Heads of secondary schools were included because the extent of enhancing 

secondary school teachers’ recruitment and retention in Ilala district council 

influences their day-to-day managerial activities at schools. Thus, they also 

provided the required data and information about recruitment and retention of 

secondary school teachers in Ilala district council. 

Secondary school teachers were also included in the study because they were the 

major focus of this study and process of teachers’ recruitment and retention 

within Ilala District council influenced their day-to-day working environment. 

Therefore, they provided reliable information relating to the study. 

3.4.2 Sampling Techniques 

The sample in this study was selected through purposive, stratified and random 

sampling techniques. The purposive technique allowed the researcher to classify 

only those respondents who were familiar with the study and therefore assisted 
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the researcher to collect relevant information required for the study. The 

purposive technique was applied to select 1 DEO, 1 TSD Officer, 1 DED and 8 

Heads of Secondary schools which were almost equal to 16% of 49 Heads of 

secondary schools. In view of their positions, all these respondents were 

considered to have vital information for this study. 

Stratified sampling technique was used in this study to balance the respondents in 

terms of gender. This technique was applied to select female and male teachers 

for the sample. Then, random sampling technique was used to select respondents 

for the study from those two groups of male and female teachers. Moreover, 

random sampling technique was applied to select teachers’ sample basing on 

these groups. Thus, the random sampling technique was used to select 48 teachers 

for the sample in which female teachers were expected to be 24 and male teachers 

were 24, which was about 11% of the total number of available teachers in the 

District. This random sampling technique gave equal chance for everybody to be 

selected. 

3.4.3 Sample Size 

The sample of this study included 59 participants (12%) out of 460 total 

populations. Therefore, the participants for the sample included 48 secondary 

school teachers, 1DEO, 1 TSD Officer, 1DED and 8 Heads of public secondary 

schools. Each 8 public secondary schools provided 6 teachers for the study. This 

sampling process used this formula; 

STUDY SAMPLE=     NUMBER OF TARGETED SAMPLE      100    

         TOTAL POPULATION    
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Table 3. 1: Expected Sample of the Study 

Category of 

participants 

Ilala District 

 

Sampling technique 

 Total 

Population 

Number of 

respondents 

 

DED 1 1 Purposive sampling 

DEO 1 1 Purposive sampling 

TSD 3 1 Purposive Sampling 

School Heads 49 8 purposive sampling 

Teachers 408 48 Stratified random sampling 

Total 460 59  

 

3.5 Data Collection Techniques 

This study employed different methods of data collection, namely interview, 

questionnaire and documentary review. The study used triangulation technique 

since no single method is adequately valid and reliable. 

3.5.1 Interview 

This study employed semi- structured type of interview. The interview involved 

open-ended and closed ended questions in the cause of generating primary data 

from the respondents. The interview was administered to 2 heads of secondary 

schools, 1 DEO, 1 TSD Officer and 1 DED. The interview covered issues such as 

strategies for recruiting and retaining secondary school teachers in Ilala district 

council, challenges facing Ilala district council in recruiting and retaining 

secondary school teachers employed by Ilala district council. Therefore, the 
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interview was used to provide answers of the following questions; what are the 

existing strategies used by Ilala district council to recruit and retain secondary 

school teachers? What are the challenges facing Ilala district council in 

recruitment and retaining of secondary school teachers? What are the strategies 

employed by Ilala district council in recruitment and retention of secondary 

school teachers? 

3.5.2 Questionnaire 

A questionnaire is a popular means of collecting all kinds of data in research. It is 

widely used in educational research to obtain information about certain conditions 

and practices and to inquire into opinions and attitudes of an individual or a 

group. Either a questionnaire is administered personally to a group of individuals 

or it is mailed to them to save time and money in travel. Questionnaire is mostly 

useful as it saves a great deal of time and money (Koul, 2009). 

In this study questionnaire instrument was administered to 6 Heads of secondary 

schools and 48 teachers from 8 public secondary schools. The questionnaires 

included both open and closed ended questions. The researcher administered 

questionnaires to 6 teachers from each eight selected secondary schools. The 

questionnaire instrument was also used to provide answers related to the 

following questions; what are the existing strategies used by Ilala district council 

to recruit and retain secondary school teachers? What are the challenges facing 

Ilala district council in recruitment and retaining of secondary school teachers? 

What are the strategies employed by Ilala district council in recruitment and 

retention of secondary school teachers? In addition, the questionnaires involved 

issues related to delivery of teachers’ service, salaries, promotion, working 
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condition and training as well as some information about work experience and 

academic qualifications that were important variables for the study. 

This method helped the researcher to get teachers’ opinions on teachers’ 

recruitment and retention in Ilala district council as well as to generate 

quantitative data from secondary school teachers for the study of teachers’ 

recruitment and retention in Tanzania district councils. 

3.5.3 Documentary Review 

Documentary review was used by the researcher to collect data in this study. The 

documents that were reviewed included circulars, and document guiding salary 

administration and promotion in Tanzania district councils. These documents 

were consulted or reviewed for the purpose of extracting information about 

strategies for teachers’ recruitment and retention in terms of salary, promotion 

and payment of subsistence allowances. The method helped the researcher to 

complement the data collected through interviews and questionnaires. 

3.6 Data Analysis Techniques 

In this study, qualitative data and information were sorted out and analyzed in 

descriptive and narrative forms. Content analysis was employed to identify, 

analyze, and interpret qualitative data that were collected through interviews, 

questionnaires and documentary review. Through content analysis, data were 

searched according to material pattern and themes in line with research questions. 

Thus, the data collected from all respondents including Head of schools, DED, 

TSD, DEO and Teachers about teachers’ recruitment and retention strategies in 

Tanzania district councils were categorized according to the research questions. 
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The content of the same categories was considered and treated in the same way 

during data coding and analysis processes. Some of the respondents’ views, ideas 

and opinions were presented by quoting their actual statements in form of short 

statements. 

In addition, quantitative data and information from structured questionnaires were 

sorted out in line with research questions and were coded into numerical codes by 

Statistical Package for Social Sciences (SPSS) importing into Microsoft Excel. 

Then, the data were analyzed to get frequency distribution tables and percentages, 

which were used in drawing graphs and charts by means of Microsoft excel 

program. 

3.7 Validity and Reliability 

Validation of instrument is the process of establishing documented evidence. It 

refers to the quality of data gathering procedures, which measure what is 

supposed to be measured (Cohen, et al., 2000). To ensure validity, research 

instruments were discussed with researcher’s supervisor at the University of 

Dodoma and some students doing graduate studies in the University. The 

discussion helped to improve the instruments until they were reliable in achieving 

the target of this study. The instruments were also pre-tested in Ilala by using one 

secondary school (pilot study). The reason was to crosscheck the validity and 

reliability of instrument. 

Reliability of the instrument is a consistency, stability, and repetition of the 

results. It is essentially a synonym for consistency as well as replicability over 

time over instruments and over groups of instruments (Cohen, et al., 2000). In 



39 

 

order for research to be reliable, it must demonstrate that if it had to be carried out 

on a similar group of respondents in similar context (however defined), then the 

similar results would be found. Furlong, et al., (2000) assert that, the reliable 

instrument is one that would give the same results if used repeatedly with the 

same type of group. 

In this study, the reliability of the questionnaires was assessed by creating double 

instruments. They were of the forms of the same thing and had the same answers 

for both sets at the same measurement session. This was deliberately done to see 

if instruments could give the same results. Thus, it helped to observe whether the 

instruments have a consistency in obtaining the same information. 
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CHAPTER FOUR 

FINDINGS, ANALYSIS AND DISCUSSION 

4.1 Introduction  

This study presents the findings, analysis and discussion of the findings in line 

with the research questions that were used to guide the study. The purpose of the 

study was to investigate on recruitment and retention strategies of teachers in 

secondary schools and their effectiveness in improving the process of recruiting 

and retaining secondary school teachers in Ilala Municipal council. This chapter 

presents the findings of the study in line with relevant objectives of the study, 

namely; to profile existing strategies used by Ilala district council to recruit and 

retain secondary school teachers. To identify challenges facing Ilala district 

council in formulating and implementation of recruitment and retention strategies 

for secondary school teachers. Lastly, to examine the strategies employed by Ilala 

district council in recruitment and retention of secondary school teachers. 

Specifically, it attempted to accomplish three research questions includes; what 

are the existing strategies used by Ilala district council to recruit and retain 

secondary school teachers? What are the challenges facing Ilala district council in 

recruitment and retaining of secondary school teachers? What are the strategies 

employed by Ilala district council in recruitment and retention of secondary 

school teachers? 
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4.2 Profile of respondents 

Profile of respondents in this section include sex, marital status, age and 

education level 

4.2.1 Sex of respondents 

The study employed a total number of 59 respondents from different schools and 

department of Ilala municipal council. Findings of the study on sex of respondents 

showed that the majority of respondents (60%) were males as presented in Figure 

4.1 On the other hand, the table shows that 40% of the total of the respondents 

were females. The result revealed that despite the consideration on gender issue 

by involving both sex equally as they were selected randomly from the visited 

schools and departments, it has been also observed that there was the presence of 

gender disparities in the education sector.  

Figure 4. 1: Sex Distribution of Respondents 

 

Source: Field Data, 2015 
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4.2.2 Marital status of respondents 

Findings on marital status of the respondents show that more than a half of 

respondents 40 (67.8%) were married as presented in Table 4.1. Married 

respondents were followed by single who proportioned 19 (32.2%) of total of 

respondents. This implies that majority of respondents had marriage with their 

families. This is the outcome of being majority (67.8%) of respondents are above 

the age of 31. Leading to challenge in retaining since for those with families they 

need good pasture. 

Table 4. 1: Marital Status Distribution of Respondents  

Marital Status                                                            Frequency           Percent                

Single  19 32.2 

Married 40 67.8 

Total (n= 59) 59 100 

Source: Field data, (2015)   

4.2.3 Age of respondents 

As the study aimed at seeking response from respondents of diverse age, it was 

crucial to know about the age distribution among respondents. Age distribution 

comprised of three categories that were above 20 years.  Findings of the study 

scheduled age of the respondents showed that a large proportion of the 

respondents (50%) were aged between 31 to 41 years as indicated in Figure 3. 

This was followed by the age group of 20 to 30 years who proportioned to 31% of 

the total respondents. At least 19% of the respondents were above 42 years old. 
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Age group is an important variable in services provisions at any government 

sector. In the context of this study, these results imply that most of respondents 

are young people indicating that the government recruits much to ensure reliable 

public service. 

Figure 4. 2: Age Distribution of Respondents 

 

Source: Field Data, 2015. 

4.2.4 Education level of respondents 

Education is an important aspect of development in the society and national at 

large. 

Education equips people with skills in various occupations and therefore to 

greater extent determines the performance of individuals in their respective 

activities. Results on education level of the respondents show that more than a 

half of respondents 37 (62.7%) had degree, 13 (22.0%) respondents had diplomas 

and 9 (15.3%) had masters level as shown in Figure 4.3. This could be due to 

increase in graduates from new established universities and higher learning 

institutions.  
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Figure 4. 3: Education Level Distribution of Respondents 

 

Source: Field Data, 2015 

4.3 Work Experience of the respondents 

Work experience of the respondents, it was found out that 16 (27.1%) of total of 

respondents had served in Ilala municipal council for less than 5 years, 25 

(42.4%) had 5-10 years, 8 (13.6%) had 11-15 years while 10 (16.9%) had served 

for above15 years. These results imply that more than 60% of respondents had 

served for more than 5 years in the Ilala municipal council. Therefore, they were 

suitable for the study as they provided required information since they were 

familiar with the working environment and structure of the education sector 

particularly in Ilala district council. 
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Table 4. 2: Work Experience of the Respondents 

The Period                                                                     Frequency   Percent                

Less than 5 years                                                                   16  27.1 

5- 10 years 25 42.4 

11- 15 years 8 13.6 

Over 15 years 10 13.6 

Total (n= 48) 59 100 

Source: Field data, 2015   

4.4 General Information on Recruitment and Retention in Secondary Schools 

Data regarding recruitment and retention was collected in order to assist assessing 

head of schools response from their respective schools. The study obtained the 

following findings from six head of schools when asked to highlight the number 

of teachers in their respective schools by year, they responded to have total of 101 

male teachers and 232 female teachers. Also when asked to mention the number 

of teachers recruited during the last five (5) years they pinpointed that, within five 

(5) years they had 17 male teachers and 22 teachers recruited and posted in their 

respective schools. 

Additionally, the heads of schools were requested to list the number of teachers 

who had left the teaching employment for past five years. They mentioned 15 

male teachers and 8 female teachers from their schools left teaching profession 

and identified the reasons for the turnover which included: low salaries, poor 

working conditions, delaying teachers’ promotion, lack of opportunity for 

professional development and frauds (police cases). 
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4.5 Motivation to Remain in Teaching Profession 

The concern of this study was also to determine the power of motivation for 

teachers to remain on job. The motivation factors comprised five categories. The 

following were the findings obtained from the field. Opportunity for career 

development was a category that outnumbered other categories by having 63% as 

compared to provision of overload and extra duty allowance (2%), good working 

environment (10%), adequate teaching and learning facilities in school (6%) and 

involvement in decision making (6%). 

Figure 4. 4: Power of motivation 

  

Source: Field Data, 2015 

4.6 The Profile of Secondary Schools Surveyed in Ilala Municipality 

The study was carried out in eight public secondary schools within Ilala 

municipal council. Some secondary schools were established before the year 2000 

and some of them established after year 2000 following the inception of Ward 

Secondary School Policy in Tanzania.  
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Table 4. 3: The Names of Public Secondary Schools Surveyed in Ilala 

Municipal 

 

Source: Field Data, 2015 

4.7 Strategies employed by Ilala Municipal Council in Recruitment and 

Retention of Secondary School Teachers 

The study was interested to identify the strategies employed by Ilala District 

Council in recruitment and retention of secondary school teachers. In this case, 

the secondary school teachers and some Heads of schools were given 

questionnaires to fill in while; TSD officer, DEO, DED and few Head of schools 

were interviewed. Teachers were asked to indicate the statements, which they 

COUNCIL 
Name of the 

school 

Number of teachers in 2012 

 

 

 

 

ILALA 

MUNICIPA

L 

COUNCIL 

  Male Female Total 

Tambaza H.S  25 58 83 

Zanaki H.S 43 62 105 

Zawadi S.S 29 51 80 

Jangwani H.S 36 58 94 

Tabata S.S 33 42 75 

Migombani 

S.S 

22 32 54 

Azania H.S 43 61 104 

Benjamin 

W.Mkapa H.S 

36 79 115 

TOTAL  267 443 710 
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thought, are the strategies employed by Ilala municipal council in recruitment and 

retention of secondary school teachers.  

A majority of twenty six (26) teachers’ respondents (54.2%) out of forty eight 

(48) disagreed that the Municipal gives teachers’ contract immediately after 

reporting. However, twenty two (22) teachers’ respondents (45.8%) agreed that 

Ilala district council gives teachers’ contract immediately after reporting. The 

findings imply that giving contract immediately after reporting, as a strategy 

employed by Ilala municipal council in recruiting and retaining secondary school 

teachers has not been achieved, as it was intended. 

During the interview with heads of secondary schools, it was revealed that after 

being posted to Ilala municipal council, the municipal always give the new 

teachers contract immediately after reporting. This is done by giving new teachers 

contract forms to fill in and submit to Municipal Director through MEO’s office. 

One head of school said that, 

“But new teachers, when report at municipal’s office, department of 

education through MEO’s offices is giving teachers contract form at the 

first day of their reporting”.   

The interviews with District Director and MEO were revealed that among the 

strategies employed by Ilala Municipal council for secondary school teachers’ 

recruitment and retention include making sure that the contract forms and 

subsistence allowances were given to new teachers immediately after reporting at 

MEO’s office. These two strategies were employed by the council to avoid 

disturbance to new recruited teachers. The Municipal Education Officer said:  

“Currently, we have been employing several strategies including giving 

contract form to teachers soon after reporting. We also make sure new 

recruited teachers are paid subsistence allowances immediately after 
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reporting as well to avoid disturbance to our teachers. This year, we have 

already paid them subsistence allowances of seven days” (Municipal 

Education Officer, June 2015). 

This implies that the Municipal council was playing its role in giving teachers’ 

contract immediately after reporting as well as paying subsistence allowances 

after reporting which are very important early strategies for recruiting and 

retaining teachers. 

Twenty eight (28) teachers (58.3%) out of forty eight (48) disagreed that Ilala 

district council pays subsistence allowances to new teachers immediately after 

reporting. In other side, twenty (20) teachers (41.7%) agreed that the municipal 

council pays subsistence allowances to new teachers immediately after reporting. 

The finding suggests that paying subsistence allowances immediately after 

reporting was a strategy employed by Ilala municipal council in recruitment and 

retention of secondary school teachers but it shows sometimes the municipal 

council delay in paying subsistence allowances since half of teachers disagreed.  

Head of schools also added that the Municipal council was giving subsistence 

allowances on time compared to the period before decentralization of secondary 

education in Tanzania. The process is done within the first days of reporting at 

municipal offices after being posted to Ilala municipal council. One head of 

secondary school said, 

“Currently, the municipal is paying subsistence allowances within the first 

days of their reporting compared to previous years before decentralization 

of secondary education in Tanzania”  

This implies that new teachers were paid subsistence allowances immediately 

after reporting and this was a strategy employed by Ilala Municipal Council in 

recruiting and retaining secondary school teachers in their respective schools. 
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Eleven (11) teachers (22.9%) out of forty eight (48) teachers agreed that the 

Municipal council helps new teachers to get houses or provide houses to new 

teachers. A majority of thirty seven (37) teachers (77.1%) disagreed that helping 

new teachers to get houses or provide houses was a strategy employed for 

recruitment and retention of secondary school teachers by Ilala municipal council. 

The findings suggest that more than 75% of teachers showed that helping new 

teachers to get houses or provide houses was not a strategy employed by the Ilala 

district council in recruiting and retaining secondary school teachers. 

A majority of twenty six (26) teachers (54.2%) out of forty eight (48) teachers 

disagreed that provision of induction/orientation course to new teachers is a 

strategy for teachers’ recruitment and retention of secondary school in Ilala 

district council. However, twenty two (22) teachers (45.8%) agreed that providing 

induction/orientation course to new teachers is a strategy for teachers’ recruitment 

and retention in Ilala municipal council. The findings imply that orientation 

course was not a strategy for recruitment and retention of secondary school 

teachers at Ilala municipal council. This suggests that new employed teachers are 

not trained or prepared to meet the challenges of teaching profession when they 

are at their working stations within Ilala district.  

Twenty seven (27) teachers (56.3%) out of forty eight (48) agreed that providing 

an opportunity for career development was a strategy employed by Ilala District 

for teachers’ recruitment and retention. Meanwhile twenty one (21) teachers 

(43.8%) disagreed that providing opportunity for career development was a 

strategy employed by Ilala district for teachers’ recruitment and retention. These 

findings imply that providing opportunity for career development was a strategy 
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employed by Ilala district council for recruitment and retention of secondary 

school teachers. On the basis of the responses a researcher realizes that majority 

of secondary school teachers are developed professionally by the Ilala district 

council through on job trainings by being given permission to attend further 

academic studies. 

Twelve (12) teachers (25.0%) out forty eight (48) teachers agreed that exercising 

faster promotion was a strategy employed for teachers’ recruitment and retention 

at Ilala municipal. Thirty six (36) teachers (75.0%) out of forty eight (48) teachers 

disagreed that was a strategy for teachers’ recruitment and retention employed by 

Ilala district council. Therefore, these findings suggest that, exercising faster 

promotion to teachers was not one of the strategies employed for retention of 

secondary school teachers at Ilala district council. Based on the responses, a 

researcher deduced that majority of Secondary school teachers are not timely 

promoted by Ilala municipal council. 

The interviews with Municipal Director and MEO revealed that teachers’ 

promotion was also employed by Ilala municipal council as a strategy for 

retention of secondary school teachers. The council is promoting teachers who 

deserve to be promoted in each year although it is not done effectively. The 

Municipal Director said: 

“We are promoting teachers who deserve to be promoted every year but 

sometimes my council manages to promote few of them” (Municipal 

Director, June 2015).  

This finding shows that the municipal council did promotion but sometimes 

teachers who deserve promotion were not promoted on time each year. Therefore, 
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teachers’ promotion was not an effective strategy for retention of Secondary 

school teachers. 

From reviewed government document (“Waraka wa Watumishi wa Serikali Na. 1 

wa Mwaka 2011” from MEO’s and Municipal Director’s offices) the researcher 

learned that salary administration and promotion policy recommended that 

secondary school teachers holding diploma start with TGTC.1 equal to TZS 

325,700 and the annual increment is TZS 7000. Moreover, after three years a 

teacher is promoted to TGTD.1 equal to TZS 469,200. In addition, a degree 

holder start with TGTD.1 equal to TZS 469,200 and the annual increment is TZS 

9100. Then, after three years, a teacher is promoted to TGTE.1 equal to TZS 

618,300. The findings revealed that the municipal council through the 

government employees’ circular of 2011 had promotion strategy to teachers 

through salaries. Nevertheless, annual increment is low compared to work done of 

teachers in which diploma holder has TZS 7000 while degree holder has TZS 

9100. The finding concurred with Bennel, et al., (2005) who observed that 

teachers’ remuneration in less developed countries is not satisfied to cover basic 

household survival needs. Situations like this affects recruitment and retention of 

secondary school teachers in a municipal council, since they discourage teachers 

being in the profession until retiring age.  

Twenty eight (28) teachers (58.3%) out of forty eight (48) agreed that paying 

salary on time is a strategy employed by Ilala municipal in recruiting and 

retaining secondary school teachers. Whilst  (20) teachers (41.7%) disagreed that 

paying salary on time was a strategy employed by Ilala municipal in recruiting 

and retaining secondary school teachers. These findings suggest that paying salary 
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on time is a strategy employed by Ilala district council for recruitment and 

retention of secondary school teachers.  

Eleven (11) teachers (22.9%) agreed that providing overload and extra duty 

allowances was a strategy employed by Ilala district council in recruiting and 

retaining secondary school teachers. A majority of thirty seven (37) teachers 

(77.1%) disagreed that providing overload and extra duty allowances was a 

strategy employed by Ilala district council in recruiting and retaining secondary 

school teachers. The findings suggest that providing overload and extra duty 

allowances was not a strategy employed by Ilala municipal in recruiting and 

retaining secondary school teachers. This implies that secondary school teachers 

were not compensated in their overload and extra duties at schools compared to 

many other professions within the municipal council. 

Nineteen (19) teachers (39.6%) out of forty eight (48) agreed that involving 

teachers in different decisions that touch them was strategy employed by Ilala 

municipal for teachers’ retention. A majority of twenty nine (29) teachers (60.4%) 

disagreed that involving teachers in different decisions that touch them was a 

strategy employed by Ilala municipal for secondary school teachers’ retention. 

These findings imply that involving teachers in different decisions that touch 

them is not a strategy employed by Ilala municipal council for retention of 

secondary school teachers. On the basis of the responses a researcher deduces that 

majority of secondary school teachers are not involved in many decisions that 

touch them in schools within Ilala municipality.  
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Twenty four (24) teachers (50.0%) agreed that supplying enough teaching and 

learning facilities at schools was a strategy employed by Ilala district council in 

recruiting and retaining secondary school teachers. The same number of 

respondents being twenty four (24) teachers (50.0%) disagreed that supplying 

enough teaching and learning facilities at schools was a strategy employed by 

Ilala municipal council in recruitment and retention of Secondary school teachers. 

These findings implies that to some secondary school teachers employed by Ilala 

municipal council were not satisfied with the supply of teaching and learning 

facilities at schools which is a threat to their retention, this might be due to delay 

of provision of the facilities. Meanwhile, the same percentage of respondents had 

a positive response to the strategy of supply of teaching and learning facilities as a 

strategy, this might be due to on time provision of those facilities in their 

respective schools. Table 4.4 presents the summary of teachers’ responses on 

strategies employed by Ilala municipal council in recruitment and retention of 

secondary school teachers.  

The interview with Heads of schools also revealed that among the strategies 

employed by Ilala municipal council in recruiting and retaining teachers was 

visiting schools for encouraging teachers, sometimes supplying teaching and 

learning materials at schools and paying teachers’ arrears claims. One head of 

school said that; 

“Now I see the municipal education leaders visit schools several times so as 

to encourage teachers. It also sometimes provides teaching and learning 

materials and pay teachers’ arrears claims. 

This implies that among the strategies employed by Ilala municipal council in 

recruiting and retaining teachers, were visiting schools by municipal education 
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leaders and sometimes supplying teaching and learning facilities as well as paying 

teachers’ arrears claims. However, on the basis of these findings it is noted that 

supplying teaching and learning and as well as paying teachers’ salary claims 

were not serious done by Municipal council. 

Table 4. 4: Teachers’ responses on the Strategies employed by Ilala 

Municipal Council in Recruitment and Retention strategies of 

Secondary school Teachers 

Strategies No. of responses 

N=48 

Agree  Disagree  

Giving teachers contract immediately after 

reporting 

22 (45.8%) 26 (54.2%) 

Paying subsistence  allowances immediately after 

reporting 

20 (41.7%) 28 (58.3%) 

Helping new teachers to get houses/providing 

houses 

11 (22.9%) 37 (77.1%) 

Providing induction/orientation course to new 

teachers 

22 (45.8%) 26 (54.2%) 

Providing opportunity for career development  27 (56.3%) 21 (43.8%) 

Exercising faster promotion 12 (25.0%) 36 (75.0%) 

Paying salaries on time 28 (58.3%) 20 (41.7%) 

Providing overload and extra duty allowances 11 (22.9%) 37 (77.1%) 

Involving teachers in different decisions that touch 

them 

19(39.6%) 29 (60.4%) 

Supplying enough teaching and learning facilities at 

schools 

24 (50.0%) 24 (50.0%) 

Source: Field Data, 2015 

Furthermore, the study was eager to know the strategies employed by heads of 

schools in retaining teachers in their respective schools. Knowing the importance 

of retaining teachers for improvement of their schools academic performance six 

heads of school had identified the following strategies; provision of good working 

conditions, forwarding their permission to undergo further study, advising them 
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how to access loan from financial institutions, involving them in decision making, 

ensuring them with allowances to be paid on time for a task arranged by school 

and guaranteeing them with enough teaching and learning materials. According to 

the head of schools the strategies employed to retain teachers had shown the 

following achievements: majority of teachers stayed long in their respective 

schools, also many teachers did not shift to other employment after completing 

their higher studies, teachers were able to meet their subject syllabus on time, all 

these made school academic performance to improve. Therefore the findings from 

questionnaire to heads of school provide the inference that, heads of schools have 

been trying to compose teachers remain on job but the government seem not to 

meet up with the teachers’ interests. 

4.8 Challenges Facing Ilala Municipal Council in Recruitment and 

Retention of Secondary School Teachers 

The researcher was also interested to know if there were challenges facing Ilala 

district council in recruiting and retaining Secondary school teachers. When 

teachers were asked, “Do you think there are challenges facing Ilala municipal 

council in recruiting and retaining secondary school teachers? Forty five (45) 

teachers (93.8%) out of forty eight (48) said yes. Three (03) teachers (6.3%) out 

of forty eight (48) said no. These findings suggest that majority of teachers agreed 

that the municipal council faces challenges in recruiting and retaining Secondary 

school teachers. This implies that there are challenges facing Ilala municipal 

council in recruiting and retaining Secondary school teachers. 
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4.9 Identification of Challenges Facing Ilala Municipal Council in 

Recruitment and Retention of Secondary School Teachers 

The researcher was interested to know the challenges facing Ilala Municipal 

council in recruiting and retaining Secondary school teachers. Teachers were 

asked to indicate the statements, which they thought were the challenges facing 

Ilala Municipal council in recruiting and retaining Secondary school teachers.  

Forty three (43) teachers (89.6%) out of forty eight (48) agreed that lack of 

teachers’ houses in schools is a challenge. Five (05) teachers (10.4%) out of forty 

eight (48) disagreed that lack of teachers’ houses in schools is a challenge.  

Thirty (30) teachers (62.5%) out of forty eight (48) agreed that delay payment of 

teachers’ subsistence allowances is a challenge. Eighteen (18) teachers (37.5%) 

out of forty eight (48) disagreed that delay payment of teachers’ subsistence 

allowances is a challenge. 

Thirty five (35) teachers (72.9%) out of forty eight (48) agreed that delay 

payment of teachers’ salary and low salary is a challenge. Thirteen (13) teachers 

(27.1%) out of forty eight (48) disagreed that delay payment of teachers’ salary 

and low salary is a challenge. Thirty six (36) teachers (75.0%) out of forty eight 

(48) agreed that lack of orientation course to new teachers is a challenge. Twelve 

(12) teachers (25.0%) out of forty eight (48) disagreed that lack of orientation 

course to new teachers is a challenge. 

Thirty seven (37) teachers (77.1%) out of forty eight (48) agreed that inadequate 

teaching and learning facilities in schools is a challenge. Eleven (11) teachers 

(22.9%) out of forty eight (48) disagreed that inadequate teaching and learning 

facilities in schools is a challenge. Twenty five (25) teachers (52.1%) out of forty 
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eight (48) agreed that lack of skilled and supportive education leaders within the 

municipal is a challenge. Twenty three (23) teachers (47.9%) out of forty eight 

(48) disagreed that lack of skilled and supportive education leaders within the 

municipal is a challenge. 

Forty four (44) teachers (91.7%) out of forty eight (48) agreed that delaying 

teachers’ promotion is a challenge. Four (4) teachers (8.3%) out of forty eight 

(48) disagreed that delaying teachers’ promotion is a challenge. Thirty eight (38) 

teachers (79.2%) out of forty eight (48) agreed that lack of overload and extra 

duty allowances in schools is a challenge. Ten (10) teachers (20.8%) out of forty 

eight (48) disagreed that lack of overload and extra duty allowances in schools is 

a challenge. 

Thirty six (36) teachers (75.0%) out of forty eight (48) agreed that lack of 

teachers’ involvement in decisions that touch them is a challenge. Twelve (12) 

teachers (25.0%) forty eight (48) disagreed that lack of teachers’ involvement in 

decisions that touch them is a challenge. Thirty five (35) teachers (72.9%) out of 

one forty eight (48) agreed that poor provision of teachers’ services within the 

municipal is a challenge. Thirteen (13) teachers (27.1%) out of forty eight (48) 

disagreed that poor provision of teachers’ services within the municipal is a 

challenge.  

Thirty one (31) teachers (64.6%) out of forty eight (48) agreed that lack of 

opportunities for teachers’ professional development is a challenge. Seventeen 

(17) teachers (35.4%) out of forty eight (48) disagreed that lack of opportunities 

for teachers’ professional development is a challenge. Table 4.5 presents the 
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views of teachers on the challenges facing Ilala municipal council in recruiting 

and retaining Secondary school teachers. 

Table 4. 5: Views of Teachers on the Challenges Facing Ilala Municipal 

Council 

Challenges facing Ilala Municipal Council in 

Recruitment and Retention of Secondary School 

Teachers. 

Statements 

No. of responses 

N=48 

Agree  Disagree  

Lack of teachers’ houses in schools 43 (89.6%) 5 (10.4%) 

Delay of payment of teachers’ subsistence 

allowances 

30 (62.5%) 18(37.5%) 

Delay of payment of teachers’ salary and low salary 35 (72.9%) 13 (27.1%) 

Lack of induction/orientation course to new 

teachers 

36(75.0%) 12 (25.0%) 

Inadequate teaching and learning facilities in 

schools 

37 (77.1%) 11(22.9%) 

Lack of skilled and supportive education leaders 

within the municipal 

25 (52.1%) 23 (47.9%) 

Delaying of teachers’ promotion 44(91.7%) 4 (8.3%) 

Lack of overload and extra duty allowances in 

schools 

38 (79.2%) 10 (20.8%) 

Lack of teachers’ involvement in education 

decisions that touch them 

36(75.0%) 12 (25.0%) 

Poor provision of teachers services within the 

municipal 

35(72.9%) 13 (27.1%) 

Lack of opportunities for professional development 

in schools 

31(64.6%) 17 (35.4%) 

Source: Field Data, 2015 
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Because the study was set to seek opinions and views from heads of six secondary 

schools on the challenges hindering teachers’ recruitment and retention in schools 

owned by Ilala district council, head of schools had the following views; teachers 

faced challenge of distance and transport problem as their schools had insufficient 

houses to accommodate all teachers, also low salaries affected teachers 

performance, lack of incentives and motivation to teachers including lack of 

transport and house allowances, lack of induction courses to new teachers, delay 

of teachers promotion and lack of overload and extra duty allowance.  

This reveals that Ilala municipal has little efforts in improving recruitment and 

retention of Secondary school teachers. A researcher also deduces that the process 

of recruiting and retaining Secondary school teachers at Ilala municipal council is 

problematic and it has a lot of complains among secondary school teachers 

employed by Ilala municipal council. These findings are in line with the idea of 

(MoEC, 1995) which asserted that low salary and irregular salary payments, 

inadequate teaching and learning facilities, lack of proper housing, low status and 

limited for career development encourage teachers to leave the profession. 

The interviews with Heads of schools revealed that Ilala municipal council has 

many challenges facing recruitment and retention of Secondary school teachers 

despite the government efforts to improve recruitment and retention in LGAs. 

Some of challenges include delay payment of salary, delay promotion and poor 

customer care in Municipal education offices. One school Head said: 

“The big challenges are delaying payment of salary, delaying promotion 

and poor customer care to teachers in education offices and the secondary 

school”  
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This quotation discloses that teachers are unhappy with delaying of salaries, poor 

customer care as well as delaying of teachers’ promotion in this municipal hence 

these factors affect their retention in Municipal’s schools.  

In addition, Heads of schools during interviews revealed that living environment 

for teachers in schools are very serious challenge for teachers’ recruitment and 

retention of Secondary school teachers. Only few schools have teachers’ houses 

and most of them are the old schools. This was learned from one head of school, 

who said that: 

“The problem of teachers’ houses is big in our municipal. council. Look, 

there are no teachers’ houses in my school but a few old schools have 

teachers’ houses. Thus, for the teachers who are coming far from this 

region, we face tough job to retain them”  

This implies that there is a big challenge of teachers’ houses. Recruitment and 

retention of secondary school teachers in most of the schools within the municipal 

has significantly influenced by teachers’ accommodations. 

A researcher also learned from the heads of schools that lack of opportunities for 

profession development in schools is a factor that has negatively influenced Ilala 

municipal in recruiting and retaining secondary school teachers. One Head of 

secondary school said that; 

“The issue of professional development among teachers in this Municipal 

Council is a problem. Currently, the municipal council does not pay the 

costs for further studies to teachers” 

This quotation implies that the Municipal does not organize professional 

development programmes such as seminars and workshop to secondary school 

teachers and teachers are not supported financially in their further studies, which 

is also a challenge for their retention.  
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The Heads of schools also observed that low salary is a problem facing Ilala 

municipal council like other local councils in recruiting and retaining secondary 

school teachers. One of Head of secondary school also said that: 

“Teachers’ salaries in Tanzania are very low compared to other 

professions like nursing in the public sector. Somebody start with diploma 

in nursing has a higher salary than what a teacher starts with Degree. 

Therefore, this discourages teachers and others leave the profession”. 

This shows that teachers are not satisfied with the salary amount that they are paid 

by the government compared to many other professions and jobs. Through a 

documentary search (“Waraka wa Watumishi wa Seriali Na. 1 wa Mwaka 2011” 

from MEO’s and Municipal Director’s offices), it was revealed that in teaching 

profession diploma holders start with the salary of TGTS C.1 (395,700Tzs and 

Bachelor degree holders start with the salary of TGTS D.1 (469,200Tzs) while 

Judicial services workers who holding diploma start with the salary of TJS 1.1 

(420,000Tzs) and those who holding degree start with the salary of TJS 2.1 

(630,000Tzs). In nursing profession, diploma holders start with the salary of 

TGHS B.1 (472,000Tzs) and bachelor degree holder’s start with the salary of 

TGHS C.1 (682,000Tzs).   

On basis of these findings, it implies that there is a difference of 24,300 Tzs in 

salary between workers in judiciary services and teaching profession for the first 

appointment of diploma holders. There is a difference of 76,300 Tzs in salary 

between workers in nursing profession and teaching profession for the first 

appointment of diploma holders. There is also a difference of 160,800 Tzs in 

salary between workers in judiciary services and teaching profession for the first 

appointment of degree holders. There is also a difference of 212,800 Tzs in salary 

between workers in nursing profession and teaching profession for the first 



63 

 

appointment of bachelor degree holders. These findings suggest that low salary in 

teaching profession compared to many professions and jobs is a challenge facing 

Ilala Municipal council like other councils in recruiting and retaining secondary 

school teachers at Ilala municipal.  

An interview with MEO revealed that some teachers have not sent their 

particulars in the Municipal Education offices. Teachers’ particulars such as 

education certificates are used for teachers’ promotion. This affects teachers’ 

promotion, which is a part of teachers’ retention program. MEO said: 

“One of the challenges is lack of teachers’ particulars such as education 

certificates at TSD office which brings complains when some teachers have 

not been promoted due to that reason” (Municipal education officer, June 

2015).  

 

This implies that even teachers themselves contribute in delaying of their 

promotion at Ilala municipal council that influences their retention within the 

municipal council. 

The interviews with MEO and Municipal Director also revealed that financial 

problem is a challenge that faces municipal council in recruiting and retaining 

Secondary school teachers at Ilala municipal. Low budget limits the municipal in 

exercising professional development programs. Municipal Director said: 

“Professional development touches money, so there are no seminars 

conducted by Municipal council and no financial support for further studies 

due to low budget within the Municipal council” (Municipal Director, June 

2015).  

This discloses that the municipal has no budget for teachers’ professional 

development due to financial problem and all matters relating teachers career 

development is on hands of teachers themselves.  
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In the interview with Municipal Director, it was also revealed that schools have 

no enough teachers’ houses and other infrastructures, which are among the 

challenges facing municipal council in recruiting and retaining Secondary school 

teachers as mentioned by teachers and Heads of Secondary schools. Municipal 

director said:  

“We have not enough houses for teachers in schools” (Municipal Director, 

June 2015)” 

This quotation implies that there are very few teachers’ houses built by the 

municipal council and thus it affects recruitment and retention of Secondary 

school teachers at Ilala municipal council since the schools cannot manage to 

accommodate all teachers.  

4.10 Adoption of the Best Ways for Improving Recruitment and Retention 

The researcher was interested to know if teachers want the municipal council to 

adopt the best ways for improving recruitment and retention of teachers. Teachers 

were asked, do you think Ilala Municipal council need to adopt best ways for 

recruiting and retaining secondary school teachers? These findings revealed that 

all respondents wanted Ilala municipal council to adopt the best ways for 

improving recruitment and retention of Secondary school teachers. The findings 

also revealed that following the existence of many challenges, the only solution 

for overcoming challenges facing recruitment and retention of Secondary school 

teachers by Ilala municipal council is making use of the best recruitment and 

retention techniques and strategies at Ilala Municipal. 
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Figure 4. 5: Adoption of Best Ways for Recruitment and Retention 

 

Source; Field Data, 2015 

4.11 Suggestions for Improving Recruitment and Retention of Teachers in 

Ilala Municipal Council 

Majority of teachers, School heads and MEO suggest that the municipal council 

should improve working and leaving conditions, pay subsistence allowances and 

salaries on time, promoting teachers on time, pay overload and extra duty 

allowances, support professional development and conduct orientation courses for 

new teachers. One school Head said: 

“We need working environment, promotion and professional development 

to be improved by the council without forgetting allowances for extra 

duties”. 

This quotation shows that teachers want none monetary and monetary rights 

around their profession to be improved by Ilala municipal council so as to attract 

teachers during recruiting and retaining as well as raising their willingness to stay 

in the profession and working station. These findings concurred with the idea of 

Galabawa, (2001) who asserted that most employees tend to work better when 

they feel the organization is meeting their needs for growth and development. 
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Moreover, the interview with Municipal Director revealed that the Municipal 

council is also required to improve administration in schools to make education 

leaders in schools to participate in whole process of recruiting and retaining 

secondary school teachers. It was insisted by Municipal Director that the posting 

of teachers to local council should go together with funds allocated for 

subsistence allowances. 

“Really we need to improve some issues for example schools’ 

management should be involved in recruiting and retaining teachers. 

…also posting of new teachers to the councils should go together with the 

funds for subsistence allowances so that we can pay them early” 

(Municipal Director, June 2015) 

A very important issue to note in these findings is that schools’ administrators are 

very crucial figures in supporting recruitment and retention of teachers. Heads of 

schools can be involved in one way or another to reduce problems associated with 

teachers’ recruitment and retention at schools and Municipal in general. Early 

allocation of funds for subsistence allowances from national treasure will help to 

pay new recruited teachers early during recruitment period. Thus, teachers will be 

encouraged to stay at schools. 

The document searched (“Barua ya Maelekezo kwa Wakuu wa Shule kuhusu 

Ruhusa ya Mtumishi Kuhama au Kwenda Masomoni Machi, 2009” from Heads 

of schools) revealed the teachers’ transfer policy in Tanzania Municipals which 

recommended that, a first appointment teacher will not be allowed to get transfer 

from his or her working station until he or she has stayed for two years in his or 

her working station. These findings revealed that Ilala Municipal like other 

district councils in Dar es Salaam region had strong strategy for controlling 

teachers’ transfer and if it is serious implemented could improve retention. These 

findings concurred with idea of Gaynor, (1998) who contended that creating a 
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policy guiding teachers’ transfers would help to control teacher retention and keep 

teacher on job.  

 

CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

The study was undertaken to investigate the strategies employed for teachers’ 

recruitment and retention and their effectiveness in improving the process of 

recruiting and retaining Secondary school teachers in Ilala municipal council. The 

chapter presents a summary of major findings, conclusions and recommendations 

based on objectives and questions of the study. 

5.2 Summary 

The study revealed that the strategies which employed by Ilala Municipal council 

in recruitment and retention of  Secondary school teachers include giving teachers 

contract immediately after reporting, paying subsistence allowances immediately 

after reporting, using Schools Heads in supporting recruitment and retention, as 

well as visiting schools by education leaders for encouraging teachers. Likewise, 

it was found that helping new teachers to get houses, orientation course to new 

teachers, providing opportunity for career development, exercising faster 

promotion, paying salaries on time, paying overload and extra duty allowances as 

well as supplying enough teaching and learning facilities at schools were not 

strategies employed for teachers’ recruitment and retention by Ilala Municipal 

council. 
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The findings further disclosed that although there are some strategies employed 

by Ilala municipal council for Secondary school teachers’ recruitment and 

retention, majority of teachers said they are not satisfied with the strategies 

employed by Ilala municipal council in recruiting and retaining Secondary school 

teachers. This suggests that the strategies were not effective in improving 

recruitment and retention of Secondary school teachers at Ilala municipality. 

These findings are in line with Mulkeen et al., (2007) who observed that 

recruitment and retention of teachers in some of Sub-Saharan Africa does not 

happen in a systematic way that will draw a sufficient number of potential 

teachers to the profession. 

In general, lack of teachers’ houses in schools, delay payment of teachers’ 

subsistence allowances, delay payment of teachers’ salary and low salary, lack of 

orientation course to new teachers, inadequate teaching and learning facilities in 

schools, lack of skilled and supportive education leaders within the Municipal, 

delaying of teachers’ promotion, lack of overload and extra duty allowances in 

schools, lack of teachers’ involvement in education decisions that touch them, 

poor provision of teachers services within the Municipal, lack of opportunities for 

professional development in schools, lack of teachers’ particulars were mentioned 

as the challenges facing recruitment and retention of secondary school teachers at 

Ilala Municipal council. (Davidson, 2006) also observed these findings and 

(Bennell, & Mukyanuzi, 2005) 

5.3 Conclusions 

Based on the findings of this study with reference to specific objectives and 

questions, the following conclusions are made: 
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Improved strategies for teachers’ recruitment and retention in municipal council 

are very important in determining the number of teachers who would like to be 

recruited and stay in the teaching profession. From the findings of the study it can 

be concluded that, strategies employed by Ilala Municipal council for teachers’ 

recruitment and retention were not effective that is why retaining of teachers is 

not guaranteed. (Ally, 2011) also observed this. 

Teachers are unhappy with the way Ilala municipal council recruit and retain 

teachers due to existence of negative factors in terms of hygienic and motivating 

conditions. Also, among the challenges facing Ilala Municipal council in 

recruiting and retaining teachers include; lack of teachers’ houses in schools, 

delay payment of teachers’ subsistence allowances, delay payment of teachers’ 

salary and low salary, lack of orientation course to new teachers, inadequate 

teaching and learning facilities in schools, lack of skilled and supportive 

education leaders within the municipal, delaying of teachers’ promotion and lack 

of overload and extra duty allowances in schools. (Mkonongo, 2004) also 

observed these findings. 

5.4 Recommendations  

Based on the research findings, this study recommends the following; 

 Remunerations for teachers should be increased to attract teachers during 

recruitment as well as during their staying at working stations. Davidson 

(2005) noted that teachers needs jobs satisfaction which covers house 

allowances, leave travel allowances, and transport allowance and this should 

be done through teachers commission by making salary adjustment from 

650,000/= to at least 950,000/= per month which will increase teachers job 



70 

 

satisfaction in Ilala district. To bring about these improvements, attempts must 

be made to improve incentives that teachers receive in exchange for their hard 

work. Serious effort also must be made by teachers’ supervisory agencies 

(TSD,TTU) in order to help teachers to understand all benefit that they are 

entitled. 

 The Municipal council should conduct orientation courses and in-service 

training to new teachers, which will help new teachers to understand 

challenges of profession and how to deal with those challenges when they are 

at working stations.  This should be done by clustering secondary schools 

which are in Ilala district through clustering method by enhancing Ward 

Education Officer to prepare education training for teachers through 

conferences ,symposium through teacher resource centers which are designed 

with objectives of equipping teachers with new teaching pedagogy. 

 Subsistence allowances and salaries should be paid on time, as well as 

Municipal council should do promotion on time. This technique will encourage 

both new recruited and experienced teachers to stay in their stations. Moreover, 

funds for teachers’ subsistence allowances should be allocated early by 

national treasure for paying teachers’ subsistence allowances early in local 

councils. The Municipal should budget for professional development among 

their teachers. That means there should be seminars and workshops for 

teachers within the municipal and teachers who aspire to join in further studies, 

the costs of their studies should be paid by the Ilala Municipal council to 

automatically attract teachers to stay within their working stations and 

profession.  
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 Education leaders should be trained enough by the Municipal council to 

support teachers especially in provision of teachers’ services within the 

Municipal council. This will help teachers to feel that their leaders are in their 

side and thus, will reduce complains against their leaders. 

 The Municipal council needs to improve living and working environment to 

create attractive conditions for teachers during their recruitment and retention. 

That means the Municipal needs to build more houses for teachers near 

schools, improve school buildings such as classes, offices and provide enough 

teaching and learning facilities at schools. In doing so, it will reduce intentions 

to leave the profession among teachers. 

5.5 Areas for further study 

Recruitment and retention of teachers’ are very crucial processes in development 

of education at any level of education. This study recommends that similar 

research on teachers’ recruitment and retention be done in other Municipal 

council in Tanzania for the purpose of generalization. Moreover, similar study on 

teachers’ recruitment and retention is done in any district council in Tanzania to 

see if the findings will be similar as in Ilala municipality. Comparative study is 

done in different local councils or regions to examine the difference of findings 

between councils or regions.  
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APPENDICES 

APPENDIX ‘I’ 

Questionnaire for Heads of Schools 

The purpose of this study is to investigate the strategies for teachers’ recruitment 

and retention in Ilala District in order to discover whether they are effective in 

enhancing recruitment and retention of secondary school teachers in Ilala District. 

Your responses will be usefully in the development of education as well as 

improving recruitment and retention strategies of secondary school teachers in 

Tanzania District councils.  

1. What is your education level?  

i) Diploma (      ) 

ii) Degree (      ) 

iii) Masters (      ) 

2. What is your working experience?  

 i) 0-3 years (      ) 

 ii) 3-9 years (      ) 

 iii) 9-15 years  (      ) 

3. For how long have you been Head of school? ……………………………….. 

4. What is the number of teachers in the school by year? 

    Male…………………… 

    Female………………… 

5. How many teachers have been recruited during the last five (5) years? 

    Male ……………………… 

    Female ……………………. 
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6. How many teachers have left employment for the past five (5) years? 

    Male ……………………… 

   Female …………………….. 

7. What reasons did teachers give for leaving employment? 

……………………………………………………………………………. 

…………………………………………………………………………….. 

…………………………………………………………………………….. 

8. How many teachers have been transferred for the past five (5) years? 

    Male ……………………… 

   Female ……………………. 

9. What are the strategies employed by your school in retaining teachers?   

…………………………………………………………………………………… 

………………………………………………………………………………… 

…………………………………………………………………………………… 

10. What are the achievements of the strategies employed by your school in 

retaining teachers? 

……………………………………………………………………………………. 

……………………………………………………………………………………. 

…………………………………………………………………………………….. 

11. How do you think those strategies are effective in enhancing recruitment and 

retention of secondary school teachers in Ilala District?  

……………………………………………………………………………………. 

……………………………………………………………………………………. 
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12. What do you think are the challenges hindering teachers’ recruitment and 

retention in schools owned by Ilala District council?  

……………………………………………………………………………………. 

……………………………………………………………………………………. 

…………………………………………………………………………………….. 

13. In your opinion what should be done in terms of teachers’ salary scales, 

promotion criteria, incentives, professional development, working and living 

conditions so as to improve recruitment and retention of secondary school 

teachers in Ilala District council?  

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 

 

 

 

 

 

 

 

 

 

THANK YOU FOR YOUR CO-OPERATION. 
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APPENDIX ‘II’ 

Questionnaire for Secondary School Teachers 

The purpose of this study is to investigate the strategies for teachers’ recruitment 

and retention in Ilala District in order to discover whether they are effective in 

enhancing recruitment and retention of secondary school teachers in Ilala District. 

Your responses will be usefully in the development of education as well as 

improving recruitment and retention of secondary school teachers in Tanzania 

District councils.  

Part 1: Introduction 

1. Sex of a teacher 

  Male   (      ) 

  Female  (      ) 

2. Marital status    

  Single    (       ) 

  Married     (       ) 

3. Age  

 a) 20-30 years (      ) 

 b) 31-41 years (      )  

 c) 42 and above (     ) 

4. What is your level of education?      

  Diploma     (      )   

  Degree      (      )   

  Masters     (      ) 

  Others, 

specify………………………………………………………………………. 
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5. How long have you been in this profession?  

  i) Less than 5 years (      ) 

  ii) 5-10 years  (      ) 

  iii) 10-15 years (      ) 

  iv) Over 15 years (      ) 

6. For how long have you been a teacher in this school? 

.............................................. 

7. What has motivated you to remain a teacher? 

 i) Good working environment    (     ) 

 ii) Opportunity for career development   (     ) 

iii) Adequate teaching and learning facilities in school (     ) 

iv) Provision of overload and extra duty allowance  (     ) 

v) Involvement in decision making    (     ) 
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Part 2: Exploring strategies employed by Ilala District Council in recruiting 

and retaining Secondary school teachers. 

8. This question needs to show level of agreement on strategies that are employed 

by Ilala District council in recruiting and retaining secondary school teachers? 

Tick the level of agreement to show you agree or disagree to the strategies. 

Strategies  Level of agreement  

Agree  Disagree  

Giving teachers contract immediately after reporting   

Paying subsistence  allowances immediately after 

reporting 

  

Helping new teachers to get houses/providing houses   

Providing induction/orientation course to new 

teachers 

  

Providing opportunity for career development    

Exercising faster promotion   

Paying salaries on time   

Providing overload and extra duty allowance   

Involving teachers in different decisions that touch 

them 

  

Supplying enough teaching and learning facilities at 

schools 

  

 

Other strategies employed by Ilala District council in recruiting and retaining 

secondary school teachers 

………………………………………………………………………………… 

……………………………………………………………………………….... 

………………………………………………………………………………… 
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Part 3: Identifying challenges facing Ilala District council in recruiting and 

retaining Secondary school teachers 

9. Do you think there are challenges facing Ilala District council in recruiting and 

retaining Secondary school teachers? Tick the most appropriate answer.  

 Yes (          )   No (          ) 

10. If Yes in Number 9 above, this question needs to show level of agreement on 

challenges that face Ilala district council in recruiting and retaining secondary 

school teachers Tick the level of agreement to show you agree or disagree the 

challenges 

 

Challenges  

Level of agreement  

Agree  Disagree  

Lack of teachers’ houses in schools   

Delay payment of teachers’ subsistence allowance   

Delay payment of salary and low salary   

Lack of orientation course to new teachers   

Inadequate teaching and learning facilities in schools    

Lack of skilled and supportive education leaders 

within the District 

  

Delaying teachers’ promotion   

Lack of overload and extra duty allowance in schools   

Lack of teachers’ involvement in education decisions 

that touch them 

  

Poor provision of teachers services within the District   

Lack of opportunity for professional development in 

schools  

  

 

Other challenges facing Ilala District council in recruiting and retaining secondary 

schoolteachers 

…………………………………………………………………………………… 

…………………………………………………………………………………… 

…………………………………………………………………………………… 
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11. In your opinion, do you think Ilala District council need to adopt the best 

ways for recruiting and retaining secondary school teachers? Tick the most 

appropriate answer.  

  Yes (     )     No (     ) 

12. What are your suggestions for improving recruitment and retention of 

secondary school teachers in Ilala District council? 

i)…………………………………………………………………………………… 

ii)…………………………………………………………………………………… 

iii)……………………………………………………………………………… 

iv)………………………………………………………………………………… 

v)…..………………………………………………………………………………..

.. 

 

 

 

 

 

THANK YOU FOR COOPERATION 
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APPENDIX ‘III’ 

Interview Guide for Heads of Schools 

The purpose of this study is to investigate the strategies for teachers’ recruitment 

and retention in Ilala District in order to discover whether they are effective in 

enhancing recruitment and retention of secondary school teachers in Ilala District. 

Your responses will be usefully in the development of education as well as 

improving recruitment and retention strategies of secondary school teachers in 

Tanzania District councils.  

1. What is your education level? 

2. What is your working experience? 

3. For how long have you been Head of school? 

4. What is the number of teachers in the school by year? 

5. How many teachers have been recruited during the last five (5) years? 

6. How many teachers have left employment for the past five (5) years?  

7. What reasons did teachers give for leaving employment? 

8. How many teachers have been transferred for  the past five (5) years? 

9. What are the strategies employed by your school in retaining teachers? 

10. What are the achievements of the strategies employed by your school in 

retaining teachers? 

11. How do you think those strategies are effective in enhancing recruitment 

and retention of secondary school teachers in Ilala District/ 

12. What do you think are the challenges hindering teacher’s recruitment and 

retention in schools owned by Ilala district Council? 

13. In your opinion, what should be done in terms of teachers’ salary scales, 

promotion criteria, incentives, professional development, working and 

living conditions so as to improve recruitment and retention of secondary 

school teachers in Ilala District?  
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APPENDIX ‘IV’ 

Interview Guide for Teachers Service Department Officer (TSD) 

The purpose of this study is to investigate the strategies for teachers’ recruitment 

and retention in Ilala District in order to discover whether they are effective in 

enhancing recruitment and retention of secondary school teachers in Ilala District. 

Your responses will be usefully in the development of education as well as 

improving recruitment and retention strategies  of secondary school teachers in 

Tanzania District councils. 

1. Name of the District 

2. For how long have you been a Teachers Service Officer? 

3. What are the strategies employed by your District council in recruiting and 

retaining secondary school teachers?  

4. Do you think the strategies for recruiting and retaining teachers are effective in 

promoting recruitment and retention of teachers in your District? 

5. What are the challenges do you think hinder recruitment and retention of      

secondary school teachers in this District council?   

6. In your opinion what should be done to improve recruitment and retention of 

secondary school teachers in Ilala District council. 

 

 

 

 

 

 

 

THANK YOU FOR YOUR CO-OPERATION 
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APPENDIX ‘V’ 

Interview Guide for District Education Officer (DEO) 

The purpose of this study is to investigate the strategies for teachers’ recruitment 

and retention in Ilala District in order to discover whether they are effective in 

enhancing recruitment and retention of secondary school teachers in Ilala District. 

Your responses will be usefully in the development of education as well as 

improving recruitment and retention of secondary school teachers in Tanzania 

District councils. 

1. Name of the District 

2. For how long have you been a District Education Officer? 

3. What are the strategies employed by your District council in recruiting and 

retaining secondary school teachers?  

4. Do you think the strategies for recruiting and retaining teachers are effective    

      in promoting recruitment and retention of teachers in your District? 

5. What are the challenges do you think hinder recruitment and retention of      

secondary school teachers in this District council? 

6. In your opinion what should be done to improve recruitment and retention of    

        secondary school teachers in Ilala District council. 

 

 

 

 

 

 

 

 

THANK YOU FOR YOUR CO-OPERATION. 
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APPENDIX ‘VI’ 

Interview Guide for District Executive Director (DED) 

The purpose of this study is to investigate the strategies for teachers’ recruitment 

and retention in Ilala District in order to discover whether they are effective in 

enhancing recruitment and retention of secondary school teachers in Ilala District.  

Your responses will be usefully in the development of education as well as 

improving recruitment and retention of secondary school teachers in Tanzania 

District councils. 

 

1. Name of a District. 

2. For how long have you been a District Executive Director? 

3. Are there any strategies employed by your District council in secondary school 

teachers’ recruitment and retention?  

4. Do you think those strategies are effective in enhancing recruitment and 

retention of secondary school teachers in your District?  

5. What are the challenges do you think hinder recruitment and retention of 

secondary school teachers in your District council? 

6. From your experience what should be done for promoting effective recruitment 

and retention of secondary school teachers in your District council?  

 

 

 

 

 

 

 

THANK YOU FOR YOUR CO-COOPERATION.
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APPENDIX ‘VII’ 

Documentary Review 

The purpose of this study is to investigate the strategies for teachers’ recruitment 

and retention in Ilala District in order to discover whether they are effective in 

enhancing recruitment and retention of secondary school teachers in Ilala District.  

Responses from the documentary review will be usefully in the development of 

education as well as improving recruitment and retention of secondary school 

teachers in Tanzania District councils. 
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