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ABSTRACT 

This research study explores the perceived influence of teacher commitment to 

teaching on students‟ performance. The objectives of the study were to:  

(a) Identify various duties performed by normal teachers in ward secondary schools;  

(b) Investigate the level of teacher commitment towards teaching;  

(c) Find out the impact of teacher commitment towards student performance; and  

(d) Propose strategies towards improving high level of commitment of teachers in 

ward secondary school in Tanzania.  

Four selected ward secondary schools, 64 students, and 24 teachers from Musoma 

Municipality were involved in the study.  The study was mainly qualitative that was 

supported by few quantitative data.  Data were gathered through unstructured and 

structured interviews protocols, close-ended and open-ended questionnaires and 

documentary reviews.  Analysis of data was done through descriptive explanatory 

approach. 

Findings and observations from the study revealed that students‟ academic 

performance decreased continuously from year to year due to lack of teacher 

commitment to teaching.  The major contributing factor for loss of teacher 

commitment was shortage of teachers which caused the escalation of teachers‟ duties 

to teaching activities. Teachers were obliged to administration duties which finally 

impeded them from dealing with classroom instruction effectively. 

The study concludes that teacher commitment to teaching is the most important 

factor which influences students‟ academic performance in any education system. 
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CHAPTER ONE 

1.0 Introduction 

This chapter presents the general overview on the perceived influence of teacher 

commitment to teaching on students‟ performance. The chapter provides background 

to the Problem in Section 1.1, statement of the problem in Section 1.2, the research 

objectives in Section 1.3, research questions in Section 1.4, significance of the study 

in Section 1.5. The chapter presents limitations of the study in Section 1.6 and 

operational definition of the terms in Section 1.7.  

1.1 Background to the Problem 

1.1.1 Challenges of the Increase in Enrolment in Secondary School in Tanzania 

The implementation of Primary Education Development Program (PEDP) has caused 

a marked increase in secondary school enrolment (URT, 2008). The number of 

secondary schools has more than tripled between 2004 and 2009 to serve different 

underserved communities and hence increased enrolment (URT, 2004).  The increase 

in enrolment have got a number of challenges including  poor performance in 

secondary education examinations, with most students getting marginal pass of 

division IV or failing completely (MoEVT, 2010). 

Table 1.1 shows the percentage of students who scored division four in the 

examinations from the year 2003 to 2007 in Government, Community and Seminary 

Secondary Schools in Tanzania. 
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Table 1.1:  Scores at Division Four as a Result of Increased Enrolment of 

Students According to School Ownership between 2003 and 2007 (%) 

Year/score 2003 2004 2005 2006 2007 

Government 44.9 42.7 45.53 43.42 45.37 

Community 54.3 59.4 59.97 57.08 57.29 

Seminaries 23.3 52.8 33.38 35.45 39.01 

 Source:URT (2008) 

The examination results in Table 1.1 imply that percentage scores in Division 4 

inward secondary schools are higher than that in government and seminaries. This is 

an evidence of the community secondary schools to experience challenges in the 

process of teaching and learning. Similarly, Table 1.2 shows the magnitude of the 

problem of poor performance through secondary school examination results for the 

year 2010  

Table 1.2: Form Four National Examination Results in Tanzania in the Year      

2010  

Division Government 

(%) 

Community 

(%) 

Christian  

(%) 

Private 

 (%) 

Div. I & II 13.8 1.2 71.9 2.9 

Div III 15.7 4 5 14.5 

Div. IV 37.5 29.3 13.7 66.7 

Div. 0 33.0 65.5 9.4 15.9 

 

The magnitude of the problem is seen to be more reflected in community secondary 

schools by 65.5 % and government secondary schools by 33 % for division zero. 

These results are said to be more linked with teacher commitment in classroom 
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(NECTA, 2011). Therefore, the present study aims at exploring the perceived 

influence of teacher commitment to teaching in relation to the poor performance in 

secondary schools in Tanzania, especially in community schools.  

1.1.2 The Complexity of the Teaching Profession in Current Days 

Teaching is a complex and demanding profession that lies at the heart of both the 

learning of children and young people with their social, cultural and economic 

development. The success of any school depends on the quality, skills, knowledge 

and commitment of the teaching staff. Owolabi (2006) argued that, there is no one 

who has more potential for touching the personal, social and intellectual lives of 

children than do caring and dedicated teachers. To sustain energy and enthusiasm for 

the work; teachers need to persist their personal commitment to the job (Day, 2000). 

Firestone and Pennell (1993) maintained that, the term “commitment” is a 

psychological link or identification of an individual with an object that takes on a 

special implication and importance. This psychological link is considered to have 

effect on one‟s attitude and behavior. 

The level of teacher commitment is considered to be as a key factor in the success of 

current educational reform agenda as it heavily influences teachers‟ willingness to 

engage in cooperative, reflective and critical practice (Crosswell & Elliot, 2003). The 

continuous change and doubt that has been brought about by globalization has 

brought profound implications for education systems and their workforce in general 

(Beare, 2001; Hargreaves, 1994). 

Currently, societies require teachers to be knowledgeable, with capacity to develop, 

disperse, and apply new knowledge, skills and particularly new information and 
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communication technologies in the teaching and learning process (Mayer, 2003). 

This requires teachers to reinvent themselves as life-long learners who are capable of 

operating in the new ways and coping with on-going uncertainties (Hargreaves, 

2003; Mayer, 2003, Quicker, 1998). Community secondary schools in Tanzania are 

facing uncertainties of insufficient teaching and learning materials, unreliable 

curriculum changes, application of modern teaching and learning materials without 

prior knowledge, shortage of teachers, excess nonteaching responsibilities and large 

class sizes. 

1.1.3 Challenges Associated with Teaching Career in Secondary Schools  

The teaching profession, like other professions, is experiencing pressure to adapt 

quickly to the socio-cultural requirements of globalization (Crosswell, 2006). The 

increased pressure and expectations on teachers is reflected in a number of claims 

about teachers‟ disappointment and low commitment.  As a result, teachers are 

confronted with elevated stress levels, intensification of workload, and decline in 

public respect as some of the key reasons for contemplating leaving the profession 

(Webb, et al., 2004; Yong, 1999). Teachers who are under pressure and stress cannot 

have a high level of commitment toward teaching and teach their students efficiently. 

Consequently, their low level of commitment may affect the students‟ level of 

academic achievement. 

Fraiser, Draper and Taylor (1998) showed that teacher commitment tends to decrease 

progressively throughout their profession due to career span. Various stages have 

been identified in this process, such stages includes; First, the eagerness and 

commitment demonstrated by teachers at the beginning of their careers;  Secondly, 

time of experimentation, after which time teachers can experience a Third stage of 
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disappointment and self-doubt, often followed by the Forth stages of conservation 

and eventual disengagement (Huberman, 1993). This progressive decrease in 

commitment may affect teachers‟ ability to implement changes in the class and 

school environment and decrease voluntary participation in extra-curricular 

activities. 

Singh and Billinnsgley (1989) argued that low level of teacher commitment 

decreases students‟ achievement, increased teacher absenteeism and teacher 

turnover, too. 

1.1.4 Possible Reasons for Low Commitment of Secondary Schools Teachers in 

Tanzania 

Many reasons have been associated with the source of low levels of teacher 

commitment. Not surprisingly, low salary is the most commonly reported reason for 

loss of teacher commitment, followed by poor working conditions and low status 

attached to teaching profession (Metropolitan Life, 1985).  

Evidence presented by UNESCO during International Conference on Education in 

1996 suggested that, reform policies in many countries in recent years have led to 

deterioration in the working conditions of teachers. In turn, it has caused low teacher 

commitment as teachers reported excessive nonteaching responsibilities, large 

classes, lack of job autonomy and discretion, sense of isolation from colleagues and 

supervisors, insufficient administrative support, and powerlessness regarding 

important decision making processes (e.g., Bird et al., 1986; Chapman et al., 1982; 

Darling-Hammond, 1984). 

The consequences of low teacher commitment have a negative impact such as 
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students‟ poor academic performance. Low teacher commitment could be one of the 

reasons that are explained in the reformed policies in Tanzania. The problem of 

teacher commitment is acute all over the world as it is witnessed even in African 

countries. For instance, in Nigeria teacher commitment was reported to be low as 

parents, teacher leaders, society, students and other stakeholders accorded low status 

to the teaching profession because of poor working conditions, late payment of 

salaries, lack of fringe benefits such as housing,  loan and lack of proper deployment 

policies or posting policies  (Lawal, 2012). 

Mkumbo (2012), Bennell and Mukyanuzi (2005) and HakiElimu (2011) reported 

that, teacher commitment to teaching is diminishingly low and the majority of 

teachers reported that poor working environment and  the government and 

community attitudes towards the teaching career was the main reason for  low 

teacher commitment.  Furthermore, teachers reported to have not been respected by 

the community and the government. 

1.1.5 Consequences of Low Teacher Commitment to Teaching 

The consequences of low teacher commitment are far reaching and are clearly 

reflected in poor students‟ academic performance in national examinations. 

Additionally, low teacher commitment to the teaching profession could partly be 

explained by the high attrition rate which has been experienced in Tanzania and other 

sub-Sahara African countries (EFA, 2010). Low level of teacher commitment has 

been reported to be among the sources of poor academic performance (Ngimbudzi, 

2009).   
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1.2 Statement of the Problem 

 Despite the fact that the Ministry of Education and Vocational Training (MoEVT) 

has done many efforts including employment of teachers, building new schools, 

increasing teachers‟ salaries and increasing enrolment to secondary school, yet 

academic performance, especially in ward and rural secondary schools in Tanzania, 

continue to decrease.  

There are numerous studies done in   Tanzania regarding teacher commitments on 

teaching (e.g. Mkumbo, 2012; Benell & Akyeampong, 2007, Bennell & Mukyanuzi, 

2005; Ngimbudzi, 2009; HakiElimu, 2011). These studies focused much on teacher 

commitment to schools and to teaching career in general. One of the findings from 

these studies was that poor performance in secondary was a result of poor working 

and living conditions. The studies did not focus on the situations in community 

secondary school where poor performance is shown to prevail (see table 1.2 above). 

It is not known whether the decline in performance in community secondary schools 

in Tanzania is due to poor working and living conditions or lack of commitment of 

teachers to teaching. If this is left unstudied, many students in community secondary 

schools will continue to fail leading to the loss of skilled man power in rural areas 

who could assist in the implementation of Tanzania vision 2015.  

The present study therefore attempted to study the perceived influence of teacher 

commitment to teaching on students‟ performance focusing of community secondary 

schools in Tanzania.  
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1.3 General Objective 

The main objective of this study is to pave the way towards understanding of the 

perceived influence of teacher commitment to teaching, given the rapid expansion of 

secondary education sector in Tanzania, and increased poor performance in 

community/ward secondary schools. 

1.3.1 Specific Objectives 

Specific objectives that guided this study were to: 

1. Identify various duties performed by normal teachers in ward secondary schools. 

2. Investigate the level of teacher commitment towards teaching activities. 

3. Find out the impact of teacher commitment towards student performance.   

4. Propose strategies towards improving high level of commitment of teachers in 

ward secondary schools. 

1.4 Research Questions 

a) What are the duties assigned to normal teachers in schools other than teaching? 

b) Are the teachers with administration duties committed to teaching?  

c) What are the characteristics of the committed teacher towards student 

performance? 

d) What changes the level of commitment of teachers to teaching? 

e) Is poor performance of students in ward secondary school influenced by lack of 
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teacher commitment towards teaching? 

f) What strategies should be implemented to improve high level of commitment of     

teachers in ward secondary schools? 

1.5 Significance of the study 

Education processes are in a constant state of continuous change, impacting a great 

load of duty, considerably on the expectations and workload of teaching force. Thus, 

findings from this study is important because, it helps to inform educational 

stakeholders such as supervisors, researchers, teachers, learners, policy makers and 

the government at large, to be aware of the challenges that teachers face in the 

process of  teaching in schools as a result of their commitment and students 

performance. This contributes to better understanding on how educational 

stakeholders can assist teachers through identifying means to support, stimulate and 

enhance their commitment. 

1.6 Limitation 

This research was intended to carry out an extensive study covering as many schools 

in Mara Region as possible. However, it covered only few selected secondary 

schools in Musoma Municipal due to the time limit. Secondly, some of the planned 

secondary schools were not visited as academic masters/mistresses and school heads 

were busy in registering new selected students. Third, some of the respondents were 

unwilling to provide information about teacher commitment to teaching due to 

unknown reasons. Nevertheless, during the study, available time and respondents 

were effectively used by the researcher to collect information that provided suitable 

data for the study.  
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Delimitation 

Four out of thirty nine community secondary schools were visited to meet the time 

limit. Also, available respondents were used effectively to collect all the intended 

information required. However, the findings from the study can not be generalized 

and applicable to all teachers in community secondary schools in Tanzania. 

1.7 Definition of terms  

(a) Teacher Commitment   

Commitment is defined here as the degree of positive affective bond between the 

teacher and the school. It does not refer to a passive type of a loyalty to a system of 

thought and action where teachers stay with their jobs, but are not really involved in 

the school or their work. Rather, it reflects the degree of internal motivation, 

enthusiasm, and job satisfaction teachers derive from teaching and the degree of 

efficacy and effectiveness they achieve in their jobs (Tyree, 1996).  

(b) Teaching  

The conception of teaching or work of teachers in secondary schools is considered as 

taking responsibility for imparting a body of knowledge and/or certain attitudes, 

values and beliefs to students. Teachers who embrace this conception place most 

significance on the role that they play in preparing students for the future and take 

responsibility for passing on a core set of skills, understandings and values. 

(c) Teacher Turnover 

Teacher turnover is the movement of full-time teachers by leaving a school, 
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including moving to another school and, or resigning from the profession of teaching 

completely (Smithers and Robinson, 2001). 

(d) The Teacher 

A teacher is the person who organizes and guides students in their learning 

experiences and interaction with the content of curriculum and promotes learning 

(ETP, 1995). A normal teacher in this study is used to mean a teacher who executes 

classroom instruction and who does not have administration responsibilities. 

(e) Secondary School Levels  

Secondary education in Tanzania is sub-divided into two levels, namely Ordinary 

Level (Forms 1 to 4) and Advanced Levels (Forms 5 to 6). Ordinary Level lasts for 

four yeas, which means that, the student have to stay in one class for one year (ETP, 

1995). 

(f) Poor performance 

In this study, poor performance refers to inefficiency in scores which the student 

attains after completion of secondary education. Thus, poor performance is attached 

to any student who attains 0 to 20 percent marks which is translated as F- failed. 
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CHAPTER TWO 

LITERATURE RIVIEW 

2.1 Introduction 

This chapter reviews the literature on teacher commitment to teaching. It consists of 

eleven sections. Section 2.2 is about theoretical framework, Section 2.3 explains 

normal duties performed by teachers in secondary schools, Section 2.4 describes the 

effects of administration duties on teaching and Section 2.5 describes the 

characteristics of teacher commitment, Section 2.5 explains the levels of teacher 

commitment to teaching and Section 2.6 explains about students‟ poor academic 

performance in ward secondary schools. The chapter also presents strategies to 

improve teacher commitment in section 2.7, Section 2.9 explains literature gap, 

Section 2.10 describes the conceptual framework for the study, and Section 2.11 

describes literature synthesis, 

2.2 Theoretical Framework  

A theoretical framework of qualitative research depends on the issue to be explored, 

the type of guiding questions asked by the researcher, the roles assumed by the 

research, and the ways in which the study is written (Denscombe, 2010). This study 

is guided by Expectancy Theoretical Framework. 

2.2.1 Expectancy Theory  

Expectancy theory was proposed by Victor Vroom (1964) on Work and Motivation.  

Vroom believed that individuals are likely to struggle in their work effort if there is 

an anticipation of a reward (Tarrant, 1991; Vroom, 1964). The basis of the theory is 
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that, motivation forms part of individuals who expect to achieve a certain end 

product. Therefore, personal motivation is viewed as a function of a person‟s 

perception that, the increased performance will result in a certain rewards which will 

help to achieve the goal (Bedassi, 1990). According to expectancy theory, motivation 

is determined by the extent an individual desires a particular goal to be achieved and 

its attainability (Van Fleet et al., 1991). It is the individual‟s subjective perception or 

belief (Cole, 1996). 

Motivation is closely linked to commitment. Individuals are expected to commit 

much of their efforts if they are motivated in one way or another. Thus, teachers in 

secondary schools will be committed to their duties, if they anticipate to be rewarded. 

The expectancy theory focuses on hard working, performance, and outcome/product. 

It looks at how the three factors are linked and the way the person judges the 

outcome or rewards. 

Expectancy theory (also known as Valence-Instrumentality Expectance (VIE) 

theory), is based on three factors, each based on individual‟s perception of the 

situation involved in inspiring an individual‟s actions accordingly. These factors are 

expectancy, Instrumentality and Valence (Cole, 1996). 

Expectancy is the extent of individual‟s perception and belief that a specific behavior 

or performance level will result to specific outcomes (E→P expectancy). The E→P 

is increased by improving the worker‟s ability and confidence (efficiency) to perform 

the job. In this study, teacher commitment will be attained and increased if a teacher 

anticipates receiving certain rewards. Teachers for example, will work hard if the 

school environment is improved; teaching and learning materials are adequately 

provided, are recognized by students, school heads, community and the government.   
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Instrumentality is the extent an individual perceives the effective performance will 

lead to desired rewards (P→O expectancy). The P→O expectancy is increased by 

measuring performance accurately and rewarding on the basis of better performance. 

For example, when teachers are well trained and are exposed to regular training, 

supplied with better working environment, teaching and learning materials, and 

reduction of heavy workload, they will teach effectively and student performance 

will rise.  

Valence is the strength of belief that attractive rewards are potentially available. This 

is the power to motivate according to individual‟s performance. Outcome valences 

are increased by identifying employees‟ wants and use them as rewards. Teacher 

commitment will be achieved if those teachers who are hard workers are rewarded 

according to the efforts they are giving.  For example, there are teachers who are 

highly committed and others are not committed. Unfortunately, teachers who are 

hardworking and highly committed are not rewarded accordingly. Remuneration 

policies are based to experience and education level factor.   

Teachers will be more committed to classroom work when they are intrinsically 

(satisfaction) or extrinsically (rewards such as salaries, recognition, and autonomy, 

accomplishment, teaching and learning materials) motivated. As a result of 

motivation, teachers will be more committed to work and this commitment will lead 

to student better performance.  Robbins (2005) pointed out that, few individuals 

perceive a high correlation between performance and rewards in their jobs. 

2.3 Various Duties Performed by the Normal Teachers in Schools 

Teacher‟s working time includes all working hours specified in conditions of service. 
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It includes the statutory hours devoted to actual teaching as well as the statutory 

hours for teaching related activities such as lesson preparation, correction, in-service 

training, staff meetings, student support and extra-curricular activities (Sumra, 2004). 

Studies (e.g. Dibbon, 2004; Naylor & Schaefer, 2003; The Canadian Teachers‟ 

Federation, 2003) urge that teachers‟ overall attitude about the volume of their work 

depends on their perceptions of specific features of their environments. The 

relationship between increased teacher commitment level, time investment in work 

and psychological attachment to teaching is found uncertain in the changing 

framework, leading to low commitment among teachers staying in the profession 

(Choi & Tang, 2011). 

Commitment to teaching and a concern for students‟ learning may involve teachers 

in many hours over and above legal classroom instruction, often without complaint 

or stress because it is what hard-working teachers have always been doing. It is when 

the nature of teachers‟ work becomes more and further distanced from teaching and 

learning that problems arise. This escalation of work is sometimes termed as 

„intensification‟ of work (Galton & MacBeath, 2002). 

Intensification of work refers to increasing pressure to do more in less time to be 

responsive to a greater range of demands from external sources.  The more intensive 

the demand and external pressure the less the teachers‟ sense of control over their 

own planning, decision making, classroom management and relationships. Feelings 

of tension are heightened and teachers‟ confidence and commitment to their teaching 

are eroded as teachers perceive their workload inequitable in comparison with the 

work of other workers in different fields. The class size, number of periods and 

excessive paper work are things that makes teachers dissatisfied and lose 
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commitment to teaching (Newfoundland & Labrador, 2000). 

Likewise,  Hargreaves (1992) and Dibbon (2004) findings indicated that the 

complexity of  work as perceived by teachers, influences the internal states of 

teachers, hence, teacher commitment is eroded as teachers‟ perceives an excessively 

complex teaching assignment. Such perceptions arise when teachers are required to 

teach in areas for which they are not certified or otherwise ill prepared and when 

their students are uncooperative and achieve relatively poorly. 

A case study of new teachers in Massachusetts documented the stress that teachers 

experience when teachers are unqualified for the subjects they are allocated to teach 

(Johnson et al., 2004). They struggled to keep one day ahead of their students, rush to 

prepare lessons, and fear the prospect of being put on the spot during class. 

Ultimately, they worry that their students are being shortchanged. 

Belliveau, Liu & Murphy (2002) suggested that, majority of teachers‟ time is 

supposed to be spent with the students in classrooms. Unfortunately time spent 

outside the classroom is of the high proportions compared to time spent in classroom 

duties. The teachers working time, the invisible work (Nordanger & Per Lindqvist, 

2002) has contributed significantly to the intensification of the job of teaching.  For 

example, Belliveau, Liu and Murphy (2002) found that teachers in primary education 

institutions spent between 48 and 52 hours per week on school related activities 

including such voluntary activities as fundraising, professional development and 

extra-curricular. 

In New Zealand, the Ministry of Education (2003), found a lot of paperwork and 

administration duties as the major weakness caused turnover to the teaching 
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profession. Both teachers and heads of departments reported workload as the aspects 

of the job they did not like since the issues were expressed in the popular media as 

well (Gerrard, 2004). Similar results were found by The Price Water House Coopers 

(PWC, 2001) in the United Kingdom (UK) that, teachers and head teachers work 

more intensive week comparable to other professionals like managers. A survey in 

the summer 2001 (Smithers & Robinson, 2001), reported an acceleration trend of 

resignation of teachers from teaching which  resulted into teachers‟ heavy workloads 

given teacher shortages (Smithers & Robinson, 2003b).  

Galton and MacBeath (2002) presented the findings of a survey of the effects of 

policy changes on primary teachers‟ practice in the last decade. The study identified 

the main factors that contribute to the concerns about a life in teaching at the present 

time to be what put „lack of time‟ as the main impediment to their ability to fulfill 

their daily responsibilities satisfactorily. 

The research findings further indicated that, the amount of time available for 

teaching each day is limited (Ingvason et al., 2005). For instance, Galton and 

Fogelman (1998) reported that, teachers tend to work longer hours than they did a 

decade or two decades ago. The compounding factor is that those who were in 

teaching at that time lived on the promise that once the National Curriculum and 

attendant assessment had bedded down the balance would be restored. Pressure of 

external marking and assessment occupies class time. Teachers have to spend 

evening time and weekends marking, planning and preparing work (Edwards, 2002). 

Teachers also regret that pressure of time no longer allows them to engage with 

students effectively. 

Berry, Smylie and Fuller (2008) researched on Understanding Teacher Working 
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Conditions in American public secondary schools. A recent report indicated that 

teachers spend an average of 50 hours per week on instructional duties, including an 

average of 12 hours each week on non compensated, school-related activities such as 

grading papers, bus duty, and club advising. As teaching becomes a more complex 

job in the 21st century, teachers claim they need more time to learn new skills and 

collaborate with their colleagues in figuring out what works best for the diverse 

students they teach. 

In Tanzania a study done by HakiElimu (2007) about the roles and responsibilities of 

a teacher revealed that, a teacher has a responsibility to offer knowledge according to 

the level of the learners.  Presentation of the material and the identification of 

student‟s potentials are the vital roles of the teaching process. In order to have quality 

and easy presentation the teacher is expected to prepare, plan and facilitate the 

students. Likewise, the teacher has to evaluate students‟ academic progress; to 

maintain and build discipline and values to students and conducting creative research 

on his/ her students. 

Davidson (2007) in the study of “The Pivotal Role of Teacher Motivation” in 

Tanzania sponsored by HakiElimu  revealed that many teachers expressed concern 

about their workload, reporting that they had too many periods to teach, their classes 

were too large, and too many non-teaching activities needed to be performed 

particularly the marking of exercise books. These concerns were aggravated by poor 

working conditions that teachers face which hinder teacher commitment. Most 

teachers were not willing to take on heavier workloads because they felt that they 

were not being treated fairly. 
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2.4 The Effect of other Duties Assigned to Teachers on Commitment to    

Teaching    

Administrative duties assigned to teachers have been reported to adversely affect 

commitment to teaching. Ingvarson, et al., (2005) in the fieldwork survey to 

principals, middle managers and teachers in News Zealand   secondary schools found 

that workload was adversely affecting the quality of teacher‟s teaching. Studies 

showed that an average working hours for teachers and middle managers was 50.58 

hours per week while classroom teachers worked an average 47.35 hours and senior 

managers an average of 59.78 per week.  This data reflects that workload for teachers 

was heavy, unmanageable and it affects their health and quality of teaching.  

Teachers and managers said they did not have good balance between home and work 

while one third of these hours were spent on classroom teaching. 

In the same vein, the Post Primary Teacher Association (PPTA) of 1995 in New 

Zealand found similar results that workload was seen to have increased because of 

the additional administrative duties that were due, in particular, to new developments 

and changed practices in curriculum and assessment. Moreover, New Zealand 

Council for Educational Research (NZCER) in 2003, found most teachers and 

principals wanted a reduction in the amount of paper work and 

clerical/administrative work they were required to do as it was affecting teaching 

commitment negatively. 

Galton and Fogelman (1998) reported that the teachers “felt pressurized all the time” 

and that they were particularly worried regarding the slower learning children who 

for the reason of the pressure to get through the syllabus were „rushed all the time‟ 

and found that it was extremely difficult to finish off pieces of work. Ma and 
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MacMillan (1999) investigated the influence of workplace conditions on teachers‟ 

job satisfaction in American public schools. Findings revealed that the presence of 

frustrations with non-teaching, administrative routines and paperwork contribute to 

increased teacher dissatisfaction, withdrawal, and exiting the profession. 

Likewise, Kane and Mallon (2006) studied the perceptions of teachers and teaching 

in New Zealand. Findings from the study showed the workload of teachers had 

increased and to some degree changed in scope over recent decades. Teachers report 

that, they face ever increasing reporting and compliance requirements resulting in an 

increase in paperwork, and administration. Increasingly teachers reported they are 

engaged in social issues that arise in society for which draw attention away from a 

focus on supporting learning. 

Nevertheless, entry into new roles with new responsibilities may introduce greater 

stress and strain to teachers. Examining the experiences of California teachers 

participating in the reform of their high schools, Little and Bartlett (2002) 

emphasized both positive and negative outcomes of teachers‟ movement beyond the 

classroom. Drawing on a decade of case studies, Little and Bartlett (2002) found that 

the main theme among teacher participants is one of initial enthusiasm for new roles 

and reform followed by disappointment. Conversely, at one of the seven research 

sites, researchers found strong, positive effects of teacher participation in roles, in 

part due to the “seamless congruence” of the definition and enactment of the role. 

In addition, new teacher‟s role with new responsibilities may contribute to the 

retention of experienced teachers. In a recent study in Israel, Rosenblatt (2001) finds 

that the majority of teachers who hold “extra roles” such as grade-level or subject-

area coordinator, and that, holding these roles affect teachers‟ experience of job 
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commitment and tendency to quit. But, sometimes teachers who hold multiple roles 

believe their skills are varied and well utilized in their current job and register 

significantly higher organizational commitment than those who do not hold multiple 

roles. 

2.5 The Characteristics of Teacher Commitment towards Student Performance  

Teachers‟ work is complicated and has many layers which happen in the milieu that 

are demanding and emotionally and intellectually changing (Day, 2004). In such 

case, teaching is a profession that needs individual commitment to sustain 

enthusiasm for being actively involved in the work (Day, 2000, 2004). This term 

commitment has long been associated with the professional characteristics of a 

teacher. 

Various studies (Day, 2004; Elliott & Crosswell, 2001; Fried, 1995; Nias, 1996) 

argued that there is vital connection between emotional attachment to the work of 

teaching and a teachers‟ individual amount of commitment. The National Center for 

Education Statistics (NCES) in 1997 published a report titled Teacher 

Professionalization and Teacher Commitment: A Multilevel Analysis which 

proposed that teacher commitment is the degree of positive, affective bond between 

the teacher and the school. It also reflects the degree of internal motivation, 

enthusiasm, and job satisfaction teachers derive from teaching and the degree of 

efficacy and effectiveness they achieve in their jobs. 

Graham (1996) suggested that, individual teacher‟s commitment, it is presumed, can 

be considered to identify centers of commitment in their professional practice. These 

centers of commitment are currently considered to be external to the teacher, and 
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include commitment to school or organization. Firestone (1996) studied on the 

images of teaching and proposals for reform and found that teacher commitment is 

closely connected to teachers‟ work performance and their ability to innovate and to 

integrate new ideas into their own practice.  Absenteeism, staff turnover, as well as 

having an important influence on students‟ achievement in, and attitudes toward 

school, is an indicator of level of teachers‟ commitment. 

Similar findings to Firestone indicated that teachers exerted significant effort within 

their schools and steady relationship between teachers‟ organizational commitment 

and having pride in being part of the school and working group if teachers tend to 

have close, friendly relationships with their mates in the schools (Celep, 2000). 

Crosswell (2006) in the study titled “Understanding teacher commitment in times of 

change” done in Britain came with results that teacher commitment illustrates the 

relationship between the key categories of description that demonstrate the 

„collective mind‟ of the teachers in the study. The study identified six categories of 

teacher commitment. They identified teacher commitment as passion, investment of 

“extra” time, a focus on student, maintaining professional knowledge, engagement 

with the school community and transmitting knowledge and values. These categories 

are integrated into the model by use two summarizing dimensions, a “personal 

dimension” and a professional “enactment dimension.” 

In the same vein, Meador (2001) examined the differences between levels of job 

satisfaction, perceived organizational support, and organizational commitment, 

among teachers selected from small rural school districts in Texas. The study 

indicated differences among teachers groups that implied teachers in low turnover 

rate districts are more satisfied, felt more support, and were more committed than 
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teachers in high turnover rate districts. 

Besides, Hoy, Tarter and Kottkamp (1991) argued that teachers commitment is 

characterized with teacher‟s belief and acceptance of the organization‟s goals and 

values, the employee willingness to exert effort on behalf of the organization, and a 

strong desire to keep up membership in the organization.  One of aspects that 

constitute the source of teachers‟ sense of working conditions is the teachers‟ 

attitudes and interests towards the objects (such as occupation, task, materials, 

students, and school) in their working environment. In that respect, the teachers do 

the activities in accordance with their interaction and concern with those objects. 

Likewise, Davidson (2007) investigated the pivotal role of teacher motivation in 

Tanzania. Findings disclosed teacher‟s enthusiasm for professional development as a 

means of feeling more „expert‟, and as a way of boosting commitment. 

2.6 The Levels of Commitment of Teachers to Teaching 

The level of teachers‟ commitment is key factors in the accomplishment of current 

educational change program since it seriously influence teachers‟ readiness to engage 

in cooperative, deep and critical practice. It is documented that the role of the teacher 

has been intensified, and teachers are required to adjust to bureaucratically driven 

escalation of pressures, expectations and controls concerning what teachers do and 

how much they should be doing their job (Hargreaves, 1994). 

The study carried by Crosswell and Elliott (2003) on committed teachers and 

passionate teachers which was done in Australia came up with findings which 

revealed that passion and engagement is considered to be a key feature of high level 

of teachers‟ commitment and achievement of present educational change agenda, as 
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it heavily influences teachers‟ willingness to employ in cooperative, insightful and 

critical practice. 

The National Center for Education Statistics -NCES (1997) conducted a research on 

the Teacher Professionalization and Teacher Commitment in United States of 

America and found that  teacher commitment levels are associated with four aspects  

which are: professionalization,  the amounts of  classroom autonomy, faculty 

policymaking, induction and orientation for new teachers; and teachers‟ maximum 

end-of-career salaries. Those with higher levels of each of these characteristics had 

higher levels of teacher commitment, after controlling for the other factors. 

Conversely those with low levels have also caused low levels of teacher 

commitment. 

Celep (2001) pointed out that, teachers exerted significant effort within their schools 

if there was a steady relationship between teachers‟ organizational commitment and 

having pride in being part of the school and working group. Moreover, teachers were 

shown to be committed to their daily work and to their teaching occupation when 

they have close, friendly relationships with their leaders and mates in the schools. 

Similarly, high level of teacher commitment is found if the leadership style is 

openness, supportive principal behavior, teacher engagement, intimacy, and low 

levels of teacher frustration (John and Taylor-V, 1999). 

Generally, Joffres (1998) found the rise and the fall of the levels of teachers‟ 

commitment was impacted by the teachers‟ experience of positive and negative 

events, and the degree to which they experienced flourishing in their work 

communities. Teachers‟ feelings of success were facilitated or hindered by the social 
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organizational processes, individual features, the social influences, which varied 

according to the teachers understanding of their personal and professional history, 

and socio-cultural expectations. 

Choi and Tang (2011) explored the self-appraisal of teacher commitment and their 

associated emotional experiences in the first ten years of teaching in Hong Kong, and 

found that, high commitment level of teachers is characterized with psychological 

attachment to the commitment objects. However the relationship between increased 

teacher commitment level, time investment in work and psychological attachment to 

teaching is found doubtful in the changing contexts. 

Raheem (2009) investigated the level of commitment and its relation to students‟ 

achievement and found that the „low salary‟ factor was the most effective factor in 

decreasing teacher‟s commitment, whereas the effect of the paper work and 

bureaucratic climate were the least important in decreasing teachers‟ commitment 

toward their job. 

Likewise, Bennell and Akyeampong (2007) reported the presence of the huge 

impacts that working and living conditions have on teacher commitment, and thus 

their classroom performance. The frustrating factors were said to be workload, 

general classroom conditions, collegial support, location, living arrangements and 

distance to work. Housing and travel are the two critical issues affecting especially 

those in urban schools. The high charges of travel contribute to teacher absenteeism 

and tardiness in urban schools. 
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2.7 The Impact of Lack of Teacher Commitment and Student Academic    

Performance. 

During the past few decades‟ research in both developed and developing nations has 

analyzed the links between educational outcomes and school physical resources, 

teacher quality and children‟s demographic and family background (Buchmann & 

Hannum, 2001). Fuller (2007) investigated the sensitivity of academic achievement 

and educational engagement to student experiences in the classroom: teaching style, 

teacher-student interactions and classroom environment. Following Heyneman‟s 

lead, studies of school effects have been conducted in a wide range of developing 

countries, and many have found significant effects of school factors, net of family 

background, on achievement. 

Harris (2002) reported  that, teachers in high-minority, low-income schools reported 

worse working conditions including poorer facilities, less availability of textbooks 

and supplies, poor administrative supports, and larger class sizes to be the main cause 

of poor student performance. However, recent work by Baker, et al., (2002) has 

suggested that large family and small school effects have spread throughout the 

world to be the cause of poor academic performance. Moreover, studies sought to 

identify effects of specific dimensions of teacher quality and other school inputs on 

academic achievement have produced decidedly mixed results for both developed 

and developing countries (Burtless, 1996). For example, Hanushek (1995) has argued 

that US-based research yields no systematic evidence that teacher education, 

experience or salaries affect student performance. 

Dahar et al., (2011) conducted study to find out the impact of teacher quality on the 

academic achievement of students at secondary stage in Punjab. The study found that 
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the quality of academic and professional degrees/certificates or trainings or years of 

service or amount of salary is not important, but, the commitment of teachers 

towards teaching and the extent of the use of their skills, expertise and abilities in 

teaching is more important. Thus, it is found ultimately that, teacher commitment is 

the most important school resource input. 

In Tanzania, the status of education had not been stable for the past five years. This 

led to unsatisfactory examination results (Laddunuri, 2012). In some schools, 

especially the community secondary schools, the majority of the students had failed 

or had not shown good performance in the results hence hindering them for further 

studies. Laddunuri (2012) reported that, the pass percent of the students in Tanzania 

secondary schools had been declining continuously from 82.3 % to 50.74 % during 

the last five years. The reason behind such situation is that the majority of teachers 

are unqualified as revealed through the study which contributed to poor performance 

of the students.  Other factors stated to be responsible for the student‟s failure in their 

form four examinations was lack of trained teachers, poor infrastructural facilities in 

schools, and insufficient books in the school library which lead to lack of teacher 

commitment. 

Table 2.1 below indicates that pass rate of the students in community secondary 

schools were declining from 82.3 % to 50.74 % since 2006 to 2010.  These results 

are translated that academic performance is continuously decreasing rapidly. 
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Table 2.1: Performance in National Form IV Examination Results (2006 - 2010) 

Year Passed Percentage% 

2006 116,647 82.3 

2007 163,170 86.3 

2008 171,387 57.82 

2009 222,800 67.42 

2010 223,085 50.74 

 

HakiElimu (2011) revealed that, the 2010 National Form Four Examinations results 

sent shockwaves across the country following massive failures (see Table 2.2). For 

example, of the 354, 042 candidates who sat for the 2010 National Form Four 

Examinations, 177,021 (50 per cent) candidates scored Division 0 and 136, 633 (38.6 

per cent) scored Division IV. Only 15,335 (4.3 per cent) candidates scored Divisions 

I and II, while 88.6 percent of the candidates scored division IV and 0!  Therefore, 

majority of candidates (88. 6 per cent) who sat for the National Form Four 

Examination were unsuccessful and unable to join in the country‟s higher education 

institutions through formal system. It was found that the consequences of these 

failures were enormous and far reaching as it will be very hard to secure employment 

because of a lack of basic numeracy and literacy skills. 

Table 2.2: National Form Four Examination Results 2010 

Total 

candidates 

Div.1& 2 Div. 3 Div.4 Div. 0 

354,042 15,335 25,053 136,633 177,021 

(100%) (4.3%) (7.1%) (38.6%) (50%) 

 Source: MoEVT 
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In collaboration to the report provided by SEDP II (2010) revealed that poor 

performance in secondary education examinations, with most students getting 

marginal pass of Division IV or failing completely in ward secondary schools was 

backed by the shortages of teachers, especially in the sciences and mathematics. In 

addition, poor infrastructure and poor learning environments were also reported to be 

among the causes of poor performance. 

Corresponding findings were found by Mkumbo (2012) who reported that the falling 

trend of teachers‟ commitment to the teaching profession is due to poor working 

environment and poor government and community attitudes towards the teaching 

profession.  Basing on this reason education in Tanzania have been falling 

consistently in the past five years whereby, less than 50 percent of the candidates 

passed the Form Four National Examinations [Ministry of Education and Vocational 

Training (MoEVT, 2010)]. In 2010, 50 percent of the candidates failed the National 

Form Four Examinations (National Examinations Council of Tanzania, 2010). 

Similarly, a recent report (Uwezo, 2010) reveals that, children learn very little in 

Tanzania; by their final year of primary education, children do not have basic 

numeracy and literacy skills.  While Qorro (2006) argued that lack of English 

proficiencies is a big challenge in secondary schools in Tanzania as students fail to 

communicate with their teachers effectively.  This was the main factor which cause 

students fail to comply with secondary education as a result they end up with poor 

examination results.  
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2.8 Strategies to Improve/raise the Level of Teacher Commitment in Ward    

Secondary School 

Teacher commitment has emerged as a major issue affecting students‟ academic 

performance. The consequences of low teacher commitment are far reaching and are 

clearly reflected in poor students‟ academic performance in national examinations 

(EFA, 2010). Low teacher commitment to the teaching profession could be explained 

in the high attrition rate among teachers in Tanzania and other sub-Sahara African 

countries. York-Barr and Duke (2004) suggested that professional growth occurs as 

the result of collaboration with peers, assisting other teachers, working with 

administrators, and being exposed to new ideas. In fact, studies show that leading 

and learning are interrelated, that “teacher leaders grow in their understandings of 

instructional, professional, and organizational practice as they lead. 

Raheem (2009) investigated language teachers‟ commitment toward their work in 

public schools in the relation to teachers‟ commitment and their students‟ academic 

achievement in Palestine. Results of this study revealed that teachers should be 

involved in the school activities, given more freedom, and if engaged in the process 

of decision making and be encouraged they become more committed. Moreover, 

committed teachers should be rewarded to reinforce them, hence increase their 

commitment to their occupation. In addition to the above comments the Ministry of 

Education should do more in encouraging a comfortable instructional environment 

for the teachers which has a democratic climate, good salary, and less written paper 

work (ibid.). 

Likewise, Ngimbudzi (2009) found that there is a significant relationship between 

job satisfaction and the five job dimensions: job characteristics, social benefits, 
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meaningfulness of the job, support from administration and intention to remain in the 

job.  This will make teachers be much committed to teach and remain in profession. 

Lowe, (2006); and Mulkeen,( 2005) argued that teacher commitment should be 

raised if teachers were offered  incentives, bonuses and salary increase. 

Furthermore, Kane and Mallon (2006) suggested that to improve teacher‟s 

commitment,  new appointed teachers should advised to  join teachers‟ union which 

will help to vocalize what they see as the main obstacles to good performance and 

routes to survival. Central to this advice is to seek work-life balance from the 

beginning, to concentrate on teaching, to seek support, to take chance for individual 

and proficient development, and to give the first priority on the job and in their 

minds. This is the very advice that experienced teachers benefit from, as, if enacted; 

it would reduce job frustrations. 

In addition, Buczynski and Hansen (2010) pointed out that, in education, it is usually 

believed that, the quality of teachers‟ learning experiences directly affect the quality 

of students‟ learning experiences. Particularly, teachers‟ continuous learning may 

bring about constructive effect on student learning. In Tanzania context, several 

studies have suggested strategies for the promotion of teachers‟ commitment to 

teaching.  For example, Mkumbo (2012) suggested on the improvement of teachers‟ 

welfare by addressing issues of poor working conditions for teachers, including 

provision of adequate housing and social services, water and sanitation, poor 

transport, poor school environments and   poor pay. 

Indeed, Mkonongwa (2012) found that teachers‟ commitment would be fostered 

when adequate training resources will be provided to teachers. In line with regular 

training of teachers she added on the importance of existence of good teacher-student 
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interaction in classrooms and addressing the problem of shortage of teachers.  

HakiElimu (2011) suggested that in order to foster teachers‟ commitment to the 

teaching profession, teachers‟ pay should be improved; the question of timely 

promotion should be addressed by reducing unnecessary bureaucratic procedures. 

Moreover, teachers must organize themselves and take full and thorough action to 

see their rights is realized: The Teacher Performance Appraisal System provides 

teachers with meaningful appraisals that encourage professional learning and growth. 

This appraisal can contribute to fostering teachers‟ development and identifying 

opportunities for additional support where required. 

2. 9 Literature Gap 

In this chapter the literature review has revealed that several studies such as those of 

Bennell and Mukyanuzi (2005); Bennell and Akyeampong (2011); HakiElimu 

(2011); Mkumbo (2012) have been done on teacher commitment to teaching 

profession in Tanzania. The study by Raheem (2009) while focused on teacher 

commitment it only assessed the level of commitment and its relation to students‟ 

achievement as perceived by English language teachers in public schools in 

Palestine. In that regard, there is a scarcity of knowledge on how teachers are 

committed to implement their roles and functions in classroom context and how their 

commitment affects students‟ academic performance. This study attempted to find 

out the perceived influence of teacher commitment to classroom duties on 

performance of students in secondary schools in Tanzania. Research methods and 

procedures are presented in chapter three. 
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2.10 Conceptual Framework  

Cresswell (2008) argues that the conceptual framework stands as a map which 

directs the researcher how to deal with the problem depending on the research 

question for the study. In this study, Stufflebeams‟ (1971) model was modified and 

employed in this study. The model comprised three elements which reflect the study. 

The three elements in Figure one, namely input, process and product are explained 

here under. 

The first element is input.  The teaching and working environment were supposed to 

influence teachers to exert more efforts (commitment) to classroom activities, which 

finally impacts students‟ performance. When teachers are adequately supplied, with 

high qualification, and have enough teaching and learning materials they will be 

more committed to work as a result students‟ performance will be improved. 

The second element is Process/ implementation. Teacher commitment is 

characterized with six elements which are categorized in two dimensions. The first 

category includes individual teacher‟s personal attributes which regards teacher 

commitment as “passion” and as the “investment of extra time”.  When these 

elements are found among teachers, definitely high student performance will be 

witnessed in any school. Teachers are supposed to have passion to the teaching 

profession. In that case, the teacher with passion will care for students, and work 

hard regardless of obstacles that may exist in the school.  This dimension 

incorporates attributes like identity, values and beliefs that every teacher, brings to 

the teaching role. These factors are ideological framework on which teachers 

construct their own behaviors and beliefs on teacher commitment. 
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The second category of teacher commitment is enactment dimension. This category 

regards teacher commitment as “focus on the student”, “maintaining of professional 

knowledge”  “engagement with the school community” and “transmitting school 

knowledge or values”.  Factors like school context, students, colleagues and time 

spent in a particular school have greater influence on teacher commitment. When the 

teacher has this factors will work hard and use his competency to make sure that 

students are learning and finally ends with flying colours in academic performance. 

The third element is product.  Secondary schools will achieve high student 

performance if students are learning effectively, supported with adequate 

infrastructures (adequate buildings, furniture, books, enough teachers).  In addition, 

school property will be safe and teachers and pupils would have good discipline, “we 

trust” and welfare. Finally, input, process and product interact in the school system in 

a collaborative manner for the common goal of building quality education in the 

country. All these interactions must comply with the government Educational policy 

(ETP, 1995); SEDP programs, MoEVT, (2010); educational reforms in the country 

and internal school vision, mission and values. 
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 Figure 2.1: Conceptual Framework/Theoretical Framework of the Study 

 Source: A modified Stufflebeams (1971) Evaluation Model.  

2.11 Literature Synthesis 

The above studies indicate that teacher commitment influences high students‟ 

academic performance (Fuller, 2007; Raheem, 2009; Laddunnuri, 2012). Many 

studies indicated that lack of teacher commitment have caused adverse effects to 

students‟ poor performance.  major causes behind lack of teacher commitment have 

been cited as poor working environment and low teachers‟ pay (Mkumbo, 2012); 

Low status accorded to teachers by community (Lawal, 2012) and heavy workload 

attached to teachers due to educational reforms of current days (Galton & MacBeath, 

2002). 

In this view, it is clear that both educators and researchers are common in view that 

teacher commitment is the important factor in education arena which should 

improved in order to stimulate teacher to emit their efforts to the extent that should 

make difference in student learning.  A number of studies were reviewed, which 
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showed that the notion of teacher commitment has been understood in different 

ways. But the greater position of literature is that teacher commitment in classroom 

and school practice promotes student‟s academic attainment and that certain factors 

are now known to promote teacher commitment.   
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CHAPTER THREE 

RESEARCH METHODOLOGY 

Chapter Overview 

In this chapter, the design of the study is highlighted in Section 3.1, Section 3.2 

describes research approach, Section 3.3 explains the location of the study, Section 

3.4 describes the target population of the study, Section 3.5 explains data collection 

methods, Section 3.6 is about data analysis plan, and the chapter ends with validity of 

instruments and ethical considerations in Section 3.8. 

 3.1 Research Design 

The present study was descriptive in nature, in which a case study design was 

employed. A case study design is suitable for the researcher who intends to 

investigate the phenomenon under study in the natural setting (Yin, 2009). 

According to Frankfort and Nachinias (1996), the research design is the overall plan 

or strategy that guides the researcher in the process of collecting, analyzing and 

interpreting observations. Design of the study depends on nature of the study and its 

objectives (Oso & Onen, 2008). It constitutes the plan for data collection, 

measurement and analysis.  It is a scheme, outline or framework that is used to 

generate answers to research problems (Kombo, and Tromp, 2006). 

3.2 Research Approach 

This study was largely based on qualitative research paradigm with some quantitative 

elements of complementing the qualitative approach. This was employed as minor 

while the other was a dominant one. This is because qualitative study is regarded as 
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an enquiry process of understanding a social or human problem, based on building a 

complex holistic picture, formed with words, reporting detailed views of informants 

and conducted in a natural setting (Gay, 1992). Qualitative approaches are highly 

exhaustive and reliable because they make a deep exploration that is purposefully 

comprehensive (Cohen, Manion & Morrison, 2000). 

 The study aimed at obtaining an intense and in-depth investigation of the 

participants‟ views, opinions, beliefs and perceptions on the perceived influence of 

teacher commitment to teaching on student‟s performance in secondary schools 

through learning things that are generally true. Moreover, the study aimed at 

revealing how teachers engaged in classroom and the effects of their commitment to 

students‟ academic performance. Therefore, this study employed a case study design 

which is the most powerful in providing a greater amount of rich description and 

detailed information in the real life setting.  

In this study, four selected schools were studied where teachers, school heads and 

students were involved to get rich and in-depth information to provide real picture of 

issues regarding teacher commitment to classroom activities and student 

performance.  

3.3 Location of the Study. 

The study was conducted in Musoma Municipality in Mara region. Reasons for 

selecting this area are because the Basic Educational Statistic in Tanzania 2006 - 

2011showed that Mara region is among the regions that secondary schools in the 

country performed poorly in Form Four National Examinations (MoEVT, 2010). So 

it was convenient for a researcher to conduct the present study to investigate the 
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perceived influence on teacher commitment teaching on student‟s performance. 

3. 3.1 Description of Research Area 

Musoma Municipality is approximately 6300 ha.  It composed of small scattered hills 

and plains. The region is located in the shores of Lake Victoria and has population of 

180,034 people according to 2002 census. It lies between latitude 1˚ 30‟ south of 

equator and 28˚ 48‟ East of Greenwich (Musoma Municipal, 2009). The town is 

about 248 km north-east of Mwanza city. 

 

 Figure 3.1: A Map of Mara Region 

 Source: Musoma Municipality 
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3.4 Target Population, Sample and Sample Size and Sampling Procedure 

3.4.1 Target Population 

Population refers to an entire group of persons or elements that have at least one 

thing in common (Kombo & Tromp, 2006).   The target population is the group of 

people that a researcher wants to study and drawing conclusion (Mertens, 1998). The 

researcher considered a variety of the target population in deciding sample size for 

the reason that the greater the variety, the larger the sample required to represent the 

population (Chadwick, Bahr and Albrecht, 1984). This study focused on four ward 

secondary schools which were selected on the basis that they are government owned 

and have poor academic performance. In this study, the target population included 

four School Heads, four Academic Masters/Mistresses, twenty four Teachers and 

sixty four Students. 

3.4.2 Sample Size  

A sample is a part of the target or accessible population that has been procedurally 

selected to represent it (Oso & Onen, 2008). It is the segment of population in which 

the researcher is interested in gaining information and drawing conclusion.  

Moreover, the idea of sampling in qualitative research is to select participants who 

are best able to give the researcher access to a special perspective, experience or 

condition which the researcher wishes to understand (Morse, 1994). The total sample 

therefore, that was employed to obtain data relevant for this study is ninety six 

informants, which comprises of teachers, students as well as heads of schools.  
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3.4.3 Sampling Procedure and Technique  

The study used mainly purposive sampling procedure.  Purposive sampling was 

dominantly used in the study because of the nature of information supposed to be 

collected. In purposive sampling, the sample is chosen for specific purpose (Cohen, 

Manion & Morrison, 2000). The technique was used to get a sample of schools; 

school heads, academic masters/mistresses, teachers and students who were supposed 

to have rich and specific information needed in the study (Mason & Bramble, 1997). 

The technique was also used to get a sample of teachers on the basis of gender, work 

experience, and responsibilities of the teacher apart from classroom duties. 

In addition, students were selected on the basis of gender and class levels. Class 

monitors and prefects were selected in classes because it was expected that they have 

rich information on teacher commitment to teaching. 

(i) Schools  

The researcher identified four accessible government secondary schools with Form I-

IV classes from the municipal. Schools were selected through purposive sampling. 

The criteria for selecting the schools were due to their ownership.  That is, they must 

be government owned ward secondary schools. Secondly, the selected schools have 

poor performance in National Form IV Examinations and third, the schools were 

located near the researcher‟s locality. The researcher‟s assumption was that 

respondents from each of the schools would have their own unique views, 

reflections, beliefs, motives, and opinions on the perceived influence of teacher 

commitment to teaching in relation to students‟ performance in secondary schools. 

(ii) Students 
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Sixty four (64) students were involved in this study. Purposive sampling was 

employed in order to get 16 students in each school and four students in each class 

level. The power of purposive sampling lies in selecting information in rich cases for 

in-depth analysis related to the central issue being studied (Kombo and Tromp, 

2006).  That is, two students must be girls and two boys. Furthermore, the selected 

students were purposely selected in order to get student leaders.  However, the 

factors such as convenience, availability and willingness to work with the researcher, 

and timetable flexibility were considered. Students were involved in filling 

questionnaires provided to them by the researcher (see Appendix, A).  

Table 3.1: Students Participated in the Study from Selected Secondary  

                   Schools 

 School name Total 

A B C D 

Gender 

 

Male 8 8 8 8 32 

Female 8 8 8 8 32 

Total  16 16 16 16 64 

 

(iii) Teachers 

The study involved twenty four (24) teachers. For each school six teachers were 

selected. Among the selected teachers three were male and three were female where 

possible. Teachers were purposively selected regarding work experience, 

responsibilities of the teacher apart from classroom duties and teachers for science 

and mathematics as it is expected by the researcher that science and mathematics 

teachers are few in schools. On the other hand, the researcher was aware of the 
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prevailing situation of shortage of teachers, low teacher commitment and poor 

performance in national examinations especially students of Community Secondary 

Schools. Teachers were expected to participate in the study by filling the 

questionnaires provided by the researcher (see Appendix B).  

Table 3.2:  Teachers from Selected Community Secondary School 

Gender  School name Total 

A B C D 

Male 3 3 3 3 12 

Female 3 3 3 3 12 

Total 6 6 6 6 24 

 

Table 3.2 indicates that each school six teachers were selected to participate in the 

study while for each school 3 were male and 3 were female. 

Table 3.3: Teachers’ Educational Levels and Experience 

Respondents Diploma Degree Teaching experience 

A 4 2 3-4years 

B 3 3 1-2 years 

C 5 1 Over 10 years 

D 4 2 1-2 years 

 Source: Field study 2013  

 Table 3.3 indicates teachers‟ educational levels in selected community secondary 

schools possessed diploma and degree of secondary education qualification and only 

one teacher had an experience of more than 10 years.  In school A teachers have the 

experience of 3-4 years and in school C teachers have experience of more than ten 

years. 
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(iv)  Heads of Academic Units (academic masters/mistresses) 

Four academic masters/mistresses participated in the study.  Purposive sampling was 

employed to get academic masters from selected schools.  For each selected school, 

one academic masters/mistress was interviewed to get information on the perceived 

influence of teacher commitment towards classroom duties on student academic 

performance in secondary schools. Through unstructured interview (see Appendix C) 

Academic masters/mistresses were able to provide information on teacher‟s 

performances in teaching duties and student academic performance. 

(v) Heads of Schools 

Four Heads of Schools were involved in the study. These were selected through 

purposive sampling. For each selected school, a school head was interviewed to get 

information on the perceived influence of teacher commitment towards teaching on 

student‟s academic performance. Heads of schools are included in the enquiry by 

virtue of their leadership role.  They are regarded as reliable source of first hand 

information about the school. This is due to the fact that they are directly involved in 

the supervision of the teachers during their course of work in schools.  

The school heads were involved because as per this study, they are the ones 

responsible for monitoring, supervising and reporting any actions of misconduct, low 

commitment and negligence of teachers during working hours. School heads were 

able to provide general information on teacher‟s performances in teaching duties, 

also on student academic performance. Besides, school heads were in the position to 

give information on the real situation they were facing while they were supposed to 

teaching at the same time doing administration duties. They understand teachers who 
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were more committed than others. Furthermore, school heads may understand other 

factors contributing to the causes of low or high commitment of teachers.   

Table 3.4: Distribution of respondents 

School 

name 

School 

characteristics 

School 

Heads 

Academic 

Masters 

Teachers Students Total 

A Day school 1 1 6 16 22 

B Day school 1 1 6 16 22 

C Day school 1 1 6 16 22 

D Day school 1 1 6 16 22 

Total Day school 4 4 24 64 96 

  

3.5. Data Collection Methods 

This study used multiple methods of collecting data. These multiple methods were 

adopted to improve the quality and comprehensiveness of the information collected. 

The methods used to gather data were questionnaires, interviews and documentary 

review. The intention was to ensure validity of data as the instrument complements 

one another, and a combination of more than one method makes data more 

dependable.  

 3.5.1 Interviews  

In this study, the interview protocols were used as the main data collection technique.  

3.5.2 Unstructured interviews 

Unstructured interview was administered to Heads of School and Academic 

Masters/Mistresses (see Appendix C). It enabled the researcher to capture the 
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detailed information regarding feelings and perceptions on committed teachers 

towards their duties in secondary schools. The researcher used unstructured interview 

technique to investigate:  

(i)  The duties assigned to normal teachers in schools other than teaching duties 

(ii)  Commitment of teachers to teaching related duties given that they are 

assigned other duties than the teaching duties; and suggestions from 

stakeholders regarding commitment of teachers in ward secondary schools in 

Tanzania. 

This investigation was required to reveal the complex phenomenon of teacher 

commitment to teaching duties and the relationship on student performance. The 

context of the schools, cultures and other conceptions of commitment were revealed 

through unstructured interview questions 

3.5.3. Questionnaires 

Unstructured and structured questionnaires were employed to collect data from both 

teachers and students (see Appendix B). The researcher used structured questions 

because it was easy and quicker to administer, recording responses and coding the 

information given by the respondents. On the other hand, open - ended questions 

enabled the researcher to get views and opinions from the respondents. This study 

employed unstructured questionnaires (Appendix B, Section I) and structured 

questionnaires (Appendix B, section II) to collect required information from 

teachers.   

Structured questionnaire are those conducted when it is known at the outset what 

information is needed. The interviewer prepared questions that respondents will have 
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to answer personally. Panneerselvam (2007) asserts that, the advantages of using 

questionnaire are because, questionnaires are cost effective and efficiency, it covers 

large numbers of respondents who are widely spread geographically. 

 Teachers‟ questionnaires were used to collect information about; 

(i) The normal daily duties which are assigned to them in the context of 

expanded roles of teacher as per educational reforms (RQ 1 & 2). 

(ii) What is the impact of teacher commitment towards students‟ performance 

(RQ 3). 

(iii)  What influences the levels of commitment of teachers to teaching duties (RQ 

4). 

(iv)  Strategies used to improve teacher commitment to teaching (RQ 6).   

The items of the questionnaire are categorized into three parts: The first part was 

designed to gather teacher‟s personal data (Appendix B, question 1 to 3) and uncover 

the extent of workload attached to teachers (question 4 to 6). Furthermore, question 7 

to 9 aimed at collecting information about behaviors and actions shown by teachers 

to express their commitment to teaching duties.  The second part consisted of five 

items (Section II) from question 1 to 5, that aimed at gathering information about 

teachers‟ level of commitment towards their teaching work.  

The third part aimed at gathering information about teachers‟ level of commitment 

toward teaching, and is structured questionnaires. The third part contained the two 

written questions that were added by the researcher. The first one attempted to 

address factors that may increase teachers‟ commitment to their job, while the second 

one dealt with issues that may decrease teachers‟ commitment to their teaching 
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duties. In addition, teachers  were asked to write factors they thought were  the 

causes of poor performance of students in NECTA examinations in their schools (RQ 

5 Is poor performance of students in ward secondary school due to  lack of teachers‟ 

commitment towards teaching?).    

3.5.4. Documentary review 

In addition to interviews, data can be generated from documents and records which 

are non-human sources made available, often at low cost, and being factual (Cohen, 

Manion & Morrison, 2000). Data obtained by this method enabled the researcher to 

cross-check the consistency of the data generated through interviews. Mason and 

Bramble (1997) add that document search, especially in qualitative research, is used 

by the researcher in order to gain insights into the context and social processes 

underlying the events. 

This particular instrument was used to collect information regarding availability of 

both lesson plans, scheme of work, teachers‟ attendance register, class journals and 

past national examination results (See Appendix D). These documents enabled the 

researcher to examine the extent to which teachers were committed to teaching by 

preparing lessons before entering the classrooms. Moreover, the documentary review 

aimed to investigate, whether teachers attended the classes for all allocated periods or 

not. This enabled the researcher to understand  duties assigned to normal teachers in 

schools other than teaching duties and whether  poor performance of students in ward 

secondary school was due to  lack of teachers‟ commitment to teaching.  

3.6 Data Analysis Plan  

Leedy and Ormrod (2005) argues that data analysis, especially in qualitative research 
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paradigm, involves step by step  organization of details about the case, categorization 

of data, interpretation of single instance, identification of patterns and synthesis, and 

tentative generalizations. It sharpens sorts, focuses, discards and organizes data in 

such a way that a final conclusion can be drawn and verified (Miles et al., 1994 

In this study the data and information collected were sorted out and analyzed in 

descriptive explanatory, narrative approach and numerical forms. Content (thematic) 

analysis was employed to identify, analyze, and interpret qualitative data 

collected/generated through interviews and documentary search according to 

material patterns and themes in line with the research questions.  Data analysis was 

carried out with the purpose of summarizing the collected data and organizing them 

in such a way that they would answer the research questions. In this study, the 

researcher used the following steps in data analysis. 

First the researcher read and summarized the data collected from the field so as to get 

the first impression. The  collected data was red several times in order to code them 

according to categories and details of settings, types of situations observed,  

perspectives and views of subjects of all manner of phenomena and objects; 

processes, activities, events,  strategies and methods observed.  Second, organization 

of data was done according to each individual respondent. Third, data were explained 

and were and were scrutinized in detail. Fourth, data were arranged, categorized, 

coded and grouped into themes. Finally, the researcher interpreted the data in relation 

to research themes and wrote a report.  

However, information obtained through quantitative data were translated into 

frequencies and percentages and then presented in tabular form.  
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3.7 Validity and Reliability of the Instruments 

Validation of the research instruments is concerned with making sure that the 

instrument measures what it is supposed to measure (Enon, 1998). Mertens (1998) 

asserts that validity (measuring the intended one) and reliability (accurate estimate of 

the target attribute) are normally used in the quantitative approach. However, in 

qualitative research, validity insists on internal consistency and a coherent logic, 

across the study elements and reliability focuses on dependability of the data (Punch, 

2005).  

In order to validate the instruments, this study used questionnaire which was 

complemented with other methods such as documentary review and interviews to 

make sure information gathered was real and true about the way teachers reacted 

towards their teaching duties.  To make sure that information used were valid, the 

researcher used triangulation in the data collection process. According to Gall, Gall 

and Borg (1999), triangulation is the use of multiple approaches to collect data about 

the same phenomena in order to give a complete picture of what is being studied and 

to cross - check information obtained from the study.  

The information collected from documents review were checked with that from 

questionnaires to cast some doubt on how seriously the interview data were taken. 

Interview content was checked against questionnaires to see if there is some level of 

consistency. To ensure that the information collected was reliable questionnaires and 

interview questions were pre-tested by answering and filling questionnaires to check 

whether those questions will meet the intended objectives by using fellow masters 

students and teachers in the nearby  schools in Ng‟hong‟hona village near the 

University of Dodoma. 
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3.8 Ethical Considerations 

The research clearance letter (see Appendix E) secured from the University of 

Dodoma was presented to the Regional Administration Officer (RAS) in Mara region 

for research permit (see Appendix F). The institutional consent to conduct the study 

in the selected schools was provided by the school heads. On meeting participants, 

the researcher introduced herself, clarified the purpose of the study and explained 

how it would be conducted. The researcher explained that besides enabling the 

researcher to accomplish her study as a partial requirement for her Masters 

programme, findings from the study could be used for introducing changes geared at 

promoting teachers commitment in provision of secondary education. Hence, 

personal details like names would not be shown in the research report. 
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CHAPTER FOUR 

FINDINGS AND OBSERVATIONS 

4.1 Overview 

 This chapter presents the findings which were found during the study. Findings were 

presented and analyzed through descriptive explanatory approach according to the 

research questions which were employed during data collection activity. The 

following are research questions as drawn from chapter one: 

i. What are the duties assigned to normal teachers in schools other than teaching? 

ii. Are the teachers with administration duties committed to teaching?  

iii. What are the characteristics of the committed teacher towards student 

performance? 

iv. What changes the level of commitment of teachers to teaching? 

v. Is poor performance of students in ward secondary school influenced by lack of 

teacher commitment towards teaching? 

vi. What strategies should be implemented to improve high level of commitment of 

teachers in ward secondary schools? 

4.2 Presentation of Findings According to the Research Questions 

 4.2.1 Findings on duties Assigned to Normal Teachers in Secondary Schools        

Other than Teaching 

 Interview responses from four heads of schools who participated in the study 
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showed that teachers carried out the responsibility of teaching as planned. They 

explained that teachers usually prepared the lesson notes, lesson plan and scheme of 

work before entering classes. Similar responses were given by the teachers that, they 

participate in preparing the lessons as planned. However, these teachers explained, 

that apart from preparing scheme of work and lesson plans they perform other duties 

that consume a lot of time and deny them from preparing good lessons. Such duties 

are face-to-face consultation with students, supervision of cleanliness, student 

discipline, drama, school board meeting, pastoral matters and external marking of 

examinations. Proliferations of workload lead teachers into stress hence low 

commitment to teaching. For instance, a history teacher who is also a head of 

department from “A” secondary school was recorded saying: 

 “We are so busy with school responsibilities, apart from teaching duties” 

The teacher explained further that he was sometimes required to chair a school 

committee meeting, supervise student clubs, attend school visitors, and solve student 

problems. These duties reduce time for lesson planning and preparation, and finally 

lead to poor classroom instruction. 

In addition, the academic master from one of the schools that participated in the 

study said:  

 “I have 28 periods per week and I‟m supposed to prepare up to date handouts 

and  compile students‟ academic report for the whole school”. 

These duties are too much to be handled by a single teacher. The teacher also 

explained that, shortage of teachers is also a big problem in ward secondary schools 

especially teachers for science and mathematics subjects. The teacher further stated: 
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 “We are so busy with school responsibilities, apart from teaching duties” 

The teacher explained further that, he was sometimes required to chair a school 

committee meeting, supervise student clubs, attend school visitors and solve student 

problems. These duties reduce time for lesson planning and preparation, and finally 

lead to poor classroom instruction. The teacher further clarified that, such 

circumstances of shortage of teachers‟ results into high workload which sometimes 

make teachers feel exhausted and loose morale of teaching and finally dropping of 

students‟ academic progress.  

Data from the unstructured questionnaire reported that, teachers, apart from teaching 

deals with other activities like supervision of environmental conservation projects, 

HIV/AIDs programs, income generating projects and school maintenances. They 

reported that, the salaries they get are low compared to too much work they are 

performing. And this reduces commitment to their duties as they perceive it as being 

exploited by the employer. 

Likewise, through documentary reviews, several documents such as scheme of work 

and lesson plans were found. The documents proved that teachers actually make 

preparations prior to teaching. Also, other teachers were observed conducting their 

teaching activities as scheduled while others were busy in the staff-room preparing 

lessons. It was however observed that, some teachers were coming to school late, 

spending little time than indicated in the teaching timetable, and leaving the school 

early while the classes were in progress. Besides, it is common to find teacher telling 

stories after their periods had started instead of entering classes.  Students were 

observed restless in the classes while others were roaming outside the classes. 
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 4.2.2 Findings from Teachers Committed to Teaching Despite being Assigned 

 Administration Duties  

 In this particular question, the effects of administration duties to teacher 

commitment to teaching were examined. Heads of department through an 

unstructured interview gave their perceptions that, administrative duties assigned to 

teachers, usually affect their commitment to teaching. For instance a head of 

academic department from one of the visited schools said:  

“….Administrative duties are so intense especially at the beginning of the 

year and during examination.” 

The head of academic department explained further that when students join school 

for the first time, they need close follow- up in the registration process. This includes 

making sure that the selected students have come with all the requirements, 

necessary for starting the lessons. Similar responses were given by the heads of the 

selected schools. They explained that during preparation of national examinations, 

teachers become so much occupied with preparation of examination venues, and 

examination requirements, such as laboratory equipments and stationeries. Few 

teachers are selected to supervise national examinations outside the school. 

The remaining teachers must take over all the responsibilities of the vacated teachers. 

This creates a big burden and increased workload to remaining teachers.  After 

supervision of the national examinations, several teachers are selected for marking.  

These periods are characterized with very high work load, anxiety and stress for 

teachers much annoyance and finally, teachers become less committed to work.  

Another head of school said: 

 “During the national examination period, all teachers and students become 
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much busy and frustrating due to work increase”. 

Teachers through interviews explained that during examination period, excessive 

workload, lack of teaching time, and frustration with administration responsibilities 

were a contributing factor to low commitment to teaching. Conversely, students 

explained that, teachers were sometimes observed doing other activities than 

teaching. Such activities were income-generating activities and private tuition.  A 

school head from one of the schools clarified that most teachers were not willing to 

take on heavy teaching load, because they felt that, they were not being treated fairly 

in terms of salaries. 

Table 4.1: Students’ Responses on the Effects of Teachers’ Administration 

Duties to Classroom Attendance 

Response Frequency Percentage  

Teachers do not  attend classes regularly 48 75 % 

Teachers do not complete syllabus content 14 21.9 % 

Administration duties do not affect classroom 

attendance 

2 3.1 % 

 Total 64 100 % 

 

Unstructured questionnaires recorded students‟ perceptions on teachers with 

administration duties as shown in Table 4.1. Seventy five percent declared that, most 

teachers with administration duties lack enough time to cover the topics as planned 

by the national curriculum frameworks. Twenty one, point nine percent responded 

that, some teachers tried to attend their periods though they fall short to complete the 

syllabus content. In addition, they explained that, some teachers went to classes late 

and teach with high pressure so that they could cover the subject content as it was 
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planned. 

However, three, point one percent of the respondents had the contradictory 

comments that teachers knew well their duties. They explained that even if some 

teachers could not attend of all their periods, they found extra time for compensating 

the missed ones.  For them, they don‟t see administration duties as a factor which 

affects classroom activities. Instead, they regard a teacher as someone capable of 

performing any kind of duty in any situation. Indeed, one teacher with administration 

duty reported that, he enjoyed having many responsibilities. For him, more roles help 

him to be competent and fit for the current world. 

Generally, the study findings revealed that the majority of respondent cited the 

existence of excessive non-teaching responsibilities as the factor which hinders 

teacher commitment to teaching.  Though few teachers, especially those with high 

competence regard more workload for them as the way to prepare them for greater 

responsibilities which will finally enable them to fit with the modern complex world. 

The researchers‟ view regarding this question was that teachers with administrative 

duties were much busy with both classroom and administration duties, they were 

behind syllabus and sometimes they lack effective implementation of both classroom 

and administration responsibilities. Perhaps this situation is fueled with the acute 

shortage of teachers in most studied schools. 

4.2.3 Findings of Characteristics of Teacher Commitment towards Student            

Performance 

Interview responses from 3 out of 4 academic masters showed that commitment to 

teaching was identifies in relation to the amount of extra time teachers devoted to 
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teach. One academic master said: 

 “I sometimes prepare my lessons during the night; otherwise I have no   time 

during working hours.” 

The academic master discussed the need for investing extra time to complete 

responsibilities associated with teaching. Similar findings was given by teachers‟ 

interview by adding on the above views that teacher commitment is characterized by 

feelings of contentment, a sense of accomplishment, and readiness to dedicate more 

time to students. To show how teachers invest extra time, another teacher articulated 

that: 

 “I stay at work after school hours trying to finish up marking and planning for 

students‟ work, and I would take it at home even during the weekends.” 

Likewise, academic master „C‟ and „D‟s concept of teacher commitment was also 

supporting on time investment for the wellbeing of the students. One teacher from 

school „A‟ held that: I felt like giving extra attention to students. I spend plenty of 

time marking and planning the lessons prior going to class. Planning lesson gives me 

more confidence during the teaching and learning process. 

Data from unstructured questionnaire for teachers revealed that, 13 out of 24 teachers 

reported teacher commitment as a passion, emotional involvement or love of a 

particular element in teaching. While 6 out of 24 teachers reported that, teacher 

commitment as focus on the students and the rest 5 out of 24 teachers reported 

teacher commitment as maintaining professional knowledge. Here are some 

statements from teachers to support their comments: The English teacher said: 

“The commitment that teachers have naturally extends to the children in their 

care”. 

Similarly, reactions from teachers‟ unstructured questionnaires elucidated that a 
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committed teacher place  high value on the individual students within their concern 

and consider that focusing on the  needs of the students is central to the duty of 

teaching. Teachers‟ comments were as illustrated: 

 “A committed teacher has to know the learner‟s background and teach 

according to his/her pace.” 

The teacher insist on the above statement that being a committed teacher means 

knowing and  being considerate to the student needs in the first place and regarding 

them as individuals human being,  and to make  them move  forward to the next step. 

Furthermore, teachers from school „D‟ responded that, a committed teacher takes a 

responsibility of transmitting knowledge, values and beliefs to students. Likewise, 

teachers try to develop a sense of tolerance for others and support the fellow 

students. In the same vain, students‟ questionnaires revealed corresponding remarks 

adding to those mentioned by teachers that a committed teacher shows an interest 

and eagerness in all the interactions that occur in the classroom setting and 

involvement with students. Contrary to the existing comments another idea is that a 

committed teacher is engaged with the school community in more than a professional 

capacity. 

During the study the researcher‟s observation revealed that findings in this research 

questions have different views on the characteristics of the teacher commitment. 

Some of respondents outlined teacher commitment as investment of extra time; 

caring of students; professional development and transmitting of knowledge, values 

and skills to learners. 
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4.2.4 Findings Regarding Factors which Influences the Level of Commitment of 

Teachers to Teaching 

In this question the researcher was interested in uncovering the levels of teachers‟ 

commitment to teaching and the factors that influenced the increase or decrease in 

commitment. Three close-ended followed by two open-ended questions were filled in 

by the teachers.  

Table 4.2: Teachers’ Response Showing the Levels of Teacher Commitment 

No. of 

Question 

Question/Theme  Yes No Total 

No. % No. % No. % 

1 Would you leave teaching if 

you find another job? 

18 78 6 22 24 100 

2 Would you advise your child to 

become a teacher? 

15 62.5 9 37.5 24 100 

3 Do you think low respect to 

teachers can lower teacher 

commitment? 

23 93.8 1 6.2 24 100 

4 Do poor school environment 

decrease teacher commitment 

to teaching? 

24 100 0 0 24 100 

5 Do you think heavy workload 

can decrease commitment to 

teaching? 

22 90.6 2 9.4 24 10 

      Source: Field study 

In order to understand the levels of teacher commitment to teaching, teachers were 

asked to fill in the questionnaire as indicated in the Table 4.2 above. In the first 

question teachers were asked whether they would leave teaching job if opportunity of 

other jobs will be found. Findings revealed that only 22 % teachers were not willing 
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to leave the job. Further teachers‟ perception on the profession, teachers were asked 

if they would advise their own children to become teachers. Fewer teachers, 37.5 % 

said they would advise their children to choose teaching. 

Furthermore, teachers were asked whether low respect accorded to teachers by the 

society might cause a decrease in teacher commitment. Ninety three, point eight 

percent (93.8 %) agreed that low respect placed to teachers‟ decreases teacher 

commitment. In addition, teachers were asked to give their perceptions whether poor 

school environment, could decrease teacher‟s commitment to teaching. Findings 

indicated that, all 100% teachers agreed that poor school environment decreases 

teacher‟s commitment.  Finally, teachers were requested to give their perception if 

high workload may reduce teacher‟s commitment to teaching. Results pointed out 

that, only 6% teachers disagreed on the statement. 

Teachers were required to respond on the question sought to uncover factors that 

may increase the level of commitment to teaching. In reacting to the question, the 

responses were collected and categorized according to three factors and are 

summarized in Table 4.3 below. 

Table 4.3:  Factors that Increase the Level of Teacher Commitment to Job. 

Factors Frequency Rank 

Good salary 12 1 

Good working environment 9 2 

Accessibility of teaching materials 3 3 

Total 24 - 

 Source: Field study 

Table 4.3 above shows that, there are three factors that may help teachers to enhance 
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their commitment to their jobs.  Good salaries achieved the first rank with 12 

teachers, good working environment achieved the second rank with 9 respondents, 

and accessibility of teaching materials achieved the third rank with 3 respondents. 

 

Teachers were required to give their opinions to the second open question which 

aimed to tap information about factors which decreases the level of teacher 

commitment to teaching. Responses were collected, categorized,   and summarized in 

Table 12 below: 

Table 4.4: Frequency Distribution of Factors Decreasing Teachers Level of  

      Commitment to their Job. 

Factors Frequency Rank 

Low salary 11 1 

Heavy workload 8 2 

Bureaucratic work environment 5 3 

Total 24 - 

 Source: Field study  

Table 4.4 reveals that low salary achieved the first rank with 11 respondents, a lot of 

written work achieved the second rank with 8 respondents, bureaucratic climate 

achieved the third rank with a frequency of (5) respondents. 

Reaction from one academic master highlighted many negative experiences in the 

teaching profession, which could be portrayed as causes for the low level of teacher 

commitment.  He reported teachers have increased the frequency of sending blames 

to the Tanzania Teachers Union (TTU) against their employers, about being poor 

treated. For example, most teachers reported to be deprived of their leave allowances, 
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delays in promotion, unpaid salary arrears and unfair treatment when they are 

referred to referral hospitals.  

Furthermore, teachers said, many teachers get frustrated especially on their first 

appointment owing to delayed salary arrangements. In addition, teachers get 

employed with expectations that, the school environment is furnished with housing, 

social services (water and electricity) and teaching equipments. When they arrive to 

schools with poor environment, they become disappointed and loose commitment of 

teaching from the beginning. 

Again, response from three academic masters when asked about factors that may 

decrease teacher commitment, they said; Students and the community do not respect 

them. For example, one academic master from school D reported: 

“When you punish a misbehaved student, some of them might wait you on 

the  way back home and revenge”…..Otherwise, their parents and some 

political leaders may force you to withdraw punishment”. 

Furthermore, the academic master reported that, stubborn students in most cases 

were found charting with mobile phones or playing in the classrooms while teachers 

were facilitating lessons. Such situation is the basis for loss of commitment as 

teachers regards this as being disrespected. 

4.2.5 Findings and Observations on Poor Performance of Students in Ward     

 Secondary Schools 

This question intended to uncover the sources they thought were behind students‟ 

poor performance in national examinations in their schools particularly the National 

Form Four Examination results. Findings and observations revealed that students‟ 

academic performance is continuously decreasing year to year. 
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Results from interview with Academic Masters‟ revealed that, 100 % of the 

informants reported revealed that, two major factors were highlighted as accountable 

for poor performance. Firstly, poor teaching conditions were the major reason for 

poor performance. Also, it was reported that, heavy workload were the other major 

reason for teachers underperforming their duties and responsibilities. Four major 

issues were particularly cited as constituting a poor working environment; lack of 

teaching and learning resources, and shortage of teacher especially those for science 

subjects and poor student academic background: One academic master was quoted 

saying that: 

 “Schools have become places where young people are wasting time, no 

 learning is taking place. There is no library here, no laboratory, no  books; 

 teachers are tired for the circumstances” 

Poor teaching and learning facilities were frequently mentioned factors for students‟ 

poor academic performance. The academic master reported that, teachers complained 

that, the schools were not equipped with enough resources to support teaching and 

learning. Again, many subjects did not have supporting text or reference books. As 

such, teaching was left to the teacher‟s individual initiative, and this impedes 

commitment to the teaching work. In such a situation students lack teacher‟s close 

assistance and hence remain challenged throughout the education cycle. 

Science equipments were also found to be not enough and sometimes not available at 

all. It was claimed that some schools have no laboratory equipments that could be 

used to teach science subjects. Lack of science equipments in schools, is a serious 

problem in the teaching of these subjects. These subjects depend heavily on 

experiment for students to be able to acquire practical skills. If schools lack the 

apparatus, it would be impossible to teach science subjects effectively. 
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Furthermore, 16 out of 24 teachers complained about lack of housing facilities, 

which cause them to live unhappy life, since they cannot manage to pay for decent 

accommodation. This is said to be due to poor remuneration they receive. Many ward 

secondary schools were built in the outskirt areas, not connected to electricity and 

water services, and this caused teachers‟ lives even more miserable.  Teachers‟ 

comments quoted below are illustrative: 

 “Our school is located a bit far from town center. There is no electricity, no 

public transport, no clean water and no teachers‟ quarters. We used to rent 

houses in the community”. 

The teacher insisted, the prevailing condition forced teachers to be late comers to 

school. Also, teachers lamented that lack of housing facilities and public transport is 

among the source of low commitment to teaching. 

Results from students‟ response revealed that, poor teaching and learning facilities 

were frequently mentioned factor for students‟ poor academic performance. Students 

complained that, the schools are ill equipped to support teaching and learning 

process. Students‟ views largely supported the findings of the interviews. For 

example, many schools do not have operating laboratories and libraries. Moreover, 

many subjects did not have supporting text books. As such, teaching was left to the 

initiative of the teacher. The results were also supported by teachers in their findings 

that, they (teachers) fail to deliver lessons and fail to make better preparations 

especially for doing practice in science subjects. Since teachers are no longer 

committed they do not improvise local teaching and learning materials.  

It was also found that, 15 out of teachers said, students‟ poor academic background 

was another factor considered to contribute to students‟ poor results in national form 

four examinations. Teachers reported the presence of students selected to join 
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secondary schools while are not able to read and write. Nevertheless, 8 out 24 of 

teachers reported that, students had very low proficiency of English language and 

less competent in mathematics. For instance, many teachers in the questionnaire cited 

that „there are many students who are unable to write their name or else to read 

English sentences. 

Apart from poor academic background also both academic masters and school heads 

quoted shortage of teachers as another source for poor academic performance. For 

example, 2 out of 4 academic masters reported that insufficient teachers especially in 

science subjects are the main causes for poor students‟ performance. It was also 

pointed out that 3 out of 4 school heads responded that, shortage of teachers caused 

teachers to be assigned many teaching periods. Heads of schools said, almost each 

teacher have twenty eight (28) periods and above in different classes. This rate is too 

high and causes tardiness to teachers. 

Fifty six (56 %) percent of students reported that, teachers have no enough time for 

classroom interaction.  Some of the teachers enters the class, gives the notes and 

leaves. It now becomes the class monitor‟s task to write the notes for other students 

to copy. It will take time for the teacher to reappear in the class, and when he 

appears, he just passes through the topics very quick and briefly in such a way that 

the chance for discussions or even asking questions is not there. 

From documentary review findings, it was found that, the national examination 

results for three consecutive years (2008 - 2010) were not convincing. The results 

indicated that, almost all selected schools have performed poorly in the National 

Examinations (NECTA).  Both of four school investigated had the average of “F”.   

The rate of examination performance was illustrated in Table 4.5 below. 
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Table 4.5: National Examination Results for Selected Schools from 2008 - 2010. 

Year Position Grade Meaning 

2008 Average  8 F 

2009 Average 8 F 

2010 Average 5 F 

 Source: researcher (2013) 

The researcher‟s observation, justified that, the trend of poor academic performance 

in ward secondary schools is raising. Thus, both educational stakeholders (teachers, 

students, parents, community and government) have to find out solutions which will 

help to increase the quality of teacher commitment and quality of education in the 

country. 

4.6 Observed Strategies towards Improving the Level of Teacher Commitment 

in Tanzania Secondary Schools 

With regard to this particular research question, the researcher was interested to 

probe strategies that could be used, to increase teacher commitment towards teaching 

in ward secondary schools. The study revealed that most teachers were dissatisfied 

with their working condition, low salaries, insufficient teaching and learning 

resources, heavy workload and the status the community and government accord to 

teaching profession. Majority of respondents had many suggestions. 

Findings school heads revealed that, 2 out of 4 school heads commented that, teacher 

should be provided with regular training (long-term and in-service). This will 

motivate teachers and raise their commitment to teach.  One school head said: 

 ...” if the government provides room for teachers‟ to get regular training 

will increase teachers‟ expertise and their competence in teaching. 
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School heads commented that, the current world is continuously changing every day 

while teachers are not getting any refresher training. Teachers sometimes failed to 

answer students‟ questions and sometimes, this cause embarrassment to teachers. 

Furthermore, frequent curriculum changes, creates teaching job become cumbersome 

as teachers are not aware of the novice changes. Academic masters were asked to 

propose strategies that would help to increase teacher commitment to teaching duties. 

Three out of four the academic masters reported that if the government and the 

society around would respect teaching profession, then teachers would be proud of 

their work and become more committed to teach as it is in other professions, such as 

law and medicine.  

Similarly, teachers reported that, teacher commitment would be raised if the working 

and living environment for teachers, would be improved. Teachers‟ statements were 

quoted: 

 “If the government will provide teachers‟ with houses, water and  electricity, 

probable one could tolerate living in this environment.” 

Teachers reported that the poor working and living environment would be provided 

with necessary need such as decent houses, water and electricity services and reliable 

public transport. This will motivate teachers to do their work peacefully 
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CHAPTER FIVE 

DISCUSSION OF THE FINDINGS 

 Chapter Overview 

This chapter presents the discussion of the research findings revealed during the 

study, regarding the perceived influence of teacher commitment to teaching on 

students‟ performance in Musoma municipality, Tanzania. The discussions of the 

findings are presented in line with the research questions investigated and section 5.1 

explains the research problem analysis.  

5.1 Research Problem Analysis 

The main objective of this study is to pave the way towards understanding the 

perceived   influence of teacher commitment to teaching on student‟s performance 

given the rapid expansion of secondary education sector in Tanzania and increased 

poor performance in community/ward secondary schools. This has led teacher 

commitment to teaching to deteriorate continuously as teachers were experiencing 

heavy workload due to their shortage, and carrying more responsibilities than before. 

The second issue is about the year to year increased poor performance of students in 

form four national examinations. This was mainly reported to increase parallel to the 

expansion of enrolment of Primary School Pupils and secondary school Students 

through PEDP and   SEDP respectively as the increase of schools was not alike to 

supply of materials and equipments required furnishing the schools. Therefore, 

strategies to address these challenges to improve teacher commitment to teaching 

duties were provided.  
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5.1.2 Duties Assigned to Teachers in Community Secondary Schools that are 

 Different from Teaching.  

The findings showed that majority of teachers in community secondary schools in 

Tanzania carryout, responsibility of preparing the lesson notes, lesson plan and 

scheme of work, which is perceived as the core roles of teachers. These duties are 

regarded as process variables in implementation of classroom duties. 

In addition to the core roles, teachers reported to have been performing much in other 

non-teaching duties which consume their time and deny them enough chance for 

preparing good lessons. Such duties ranges from face-to-face consultation with 

students, supervision of cleanliness, student discipline, drama, school board meeting, 

pastoral matters and external marking of examinations. Majority of teachers reported 

teaching job to be complex, as they marked what they call intensification of work. 

Intensification refers to increasing pressure to do more in less time, be responsive to 

a greater range of demands from external sources, meet a greater range of targets and 

being driven by deadlines. The more intensive the demand and external pressure the 

less is teachers‟ sense of control over their own planning, decision making, 

classroom management and relationships. Teachers reported that too much extra-

curricular activities consumes time and make teachers fail to finish up their 

classroom work which finally adversely affected their commitment to teaching.    

These findings are similar to the study done by the Ministry of Education and the 

New Zealand Teachers Council (2003). The study found that teachers perceived the 

amount of extra-curricular work, in the teaching job as the main obstacle to the 

teaching profession and students‟ academic performance. Likewise, Smithers and 
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Robinson (2001) found that, workload has been the major reason for teachers 

quitting teaching profession in United Kingdom (UK).  Increase in complexity of 

workloads in schools was blamed by teachers as the leading cause for teacher 

shortages. The recurring nature of the relationship between workload and shortage of 

teachers was blamed to make retention and potentially recruitment mostly difficult 

(Smithers& Robinson, 2003b). 

The increasing workload of secondary school teachers is clearly problematic, and is 

perceived to have diverted them from the core business of teaching, and has 

increased to some extent change in capacity over current decades. Teachers reported 

facing ever increasing workload, resulting in an increase in paperwork (non-

classroom work) and administration work. There has been an excessive rapidity of 

change in curriculum and assessment which is perceived to have been poorly 

supported by school working environment, school administration and too rapidly 

imposed reforms. More increasingly, teachers reported they have been called upon to 

attend social issues that arise in society for which they are not prepared for, and 

which draw attention away from a focus on supporting learning as a result, student 

academic performance drops.  

Teachers also reported that the increasing workload has drawn attention to the need 

for teachers to prioritize work-life balance to ensure they can do their jobs 

effectively. These work performed by teachers have no clear consensus from the 

participants on the core nature of teachers‟ work, resulting in an ambiguous and 

potentially contradictory set of expectations and the possibilities that teachers will 

always be seen as not quite effective.  

Shortage of teachers in schools was among the leading cause of increased workload, 



72 

which impinges them to commit their efforts efficiently, hence poor teacher 

commitment. This comment is in congruent with the report by Secondary Education 

development Programme II brought by MoEVT (2010), which points out that, one of 

the major challenges facing secondary schools in Tanzania today, is shortage of 

teachers. The report indicated that, there are not enough teachers available in schools 

to provide education compared to the current increased enrollment of secondary 

school students in the country.  The current challenge, of shortage of teachers, was 

also reported by Tanzania media, for example, The Daily News magazine (May, 19/ 

2012) reported that there is the acute shortage of teachers in ward secondary school 

all over the country. 

Furthermore, while the expansion of access to education is wonderful, it would be 

nice if during such expansions much effort was put into increasing the number of 

teachers as in increasing the number of students.  If the number of Teachers‟ 

Training Colleges were equally expanded at the same time, as the secondary school 

expansion, then perhaps the shortage of teachers would not be so great.  Instead an 

already existing shortage of teachers was greatly exacerbated. The shortages of 

teachers therefore, have resulted into low teacher commitment and hence poor 

student academic performance. 

In view of the above findings, it is true that students‟ intention in any school is to see 

teachers attending classrooms and students pass the examinations as it opens the 

possibilities for further studies and potentials for improved future lives. But, 

regarding to community secondary schools environments in the country, teachers are 

few and are required to perform other duties apart from teaching activities. 

Contrary to the above findings, (HakiElimu, 2011; Bennell, and Mukyanuzi, 2005) 
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contends that, few teachers were reported to be absent from work and when traced 

the reasons for absenting their periods, they were reported to be busy with their 

private endeavors. Teachers engaging in private activities during working hours are 

regarded as among the signs of low commitment to teaching duties. As far as it was 

concerned, the situation may be caused by inadequate salaries which were reported 

by teachers as one among the cries which caused teachers‟ sentiments and low 

teacher commitment.  

5.1.3 Effects of Non- Teaching Duties to Teacher Commitment to Teaching 

In this aspect the intention was to investigate the effects of non-teaching duties 

assigned to teachers on their commitment to teaching. Administration duties are 

concerned with process variables in teacher commitment to teaching. The analysis 

from heads of departments agreed that administration duties have unfavorably 

impacted on teaching duties, especially at the beginning of the year when new 

students are being enrolled and during preparation and doing national examination. 

In the same manner, most school heads concurred with the above analysis by saying 

that administration, duties make teaching work more complex as teachers engage in 

many activities which spent a lot of time as a result teachers become pressurized to 

meet deadlines.   

This finding corresponds with the study by Hargreaves (1992) which found that, in 

Ontario, work intensification represents one of the most frustrating activities which 

erode commitment to teachers with administration duties. Similarly, Belliveau, Liu 

and Murphy (2002) argued that the majority of teachers‟ time is spent directly with 

their students, although the working time outside the classroom is of considerable 

proportions. 
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In view of the above findings, it was observed that teachers with administration 

duties are overworked, but they are highly committed with administration duties than 

teaching work. In most cases, school heads, academic masters, and heads of 

departments are observed dealing with tendering of school visitors, taking students‟ 

records, attending out of school seminars/meetings which are mostly associated with 

payments. In this case they fail to attend fully allocate periods in the class. Otherwise 

when they attend classes they used less time or rushed to cover topics. This situation 

results into inadequate lesson preparation, poor content presentation, poor classroom 

interaction which finally results into students‟ failure to study well and poor student 

performance.     

As reported by students, it was revealed that, most teachers with administration 

duties, lack enough time to cover the topics as planned by the national curriculum 

frameworks. In addition, students responded that, some few teachers tried to attend 

their periods though they failed to complete the syllabus content as a result they 

deliver lessons poorly. This was commented by form three students that they had 

completed form two without finishing the syllabus contents prior entering in another 

class level. These findings are in line with those found by Ingvarson, et al., (2005) in 

News Zealand. The study found that workload was unmanageable to the extent 

managers, middle managers and teachers reported to be short of good balance 

between home and work and therefore they felt that workload was heavy hence, 

affecting the quality of their teaching as well as their health. 

Students‟ interest in academic arena is to finish the syllabus content and finally pass 

the national examinations. Since school heads and all teachers with administration 

duties felt to have too much workload, in less available time as a result of shortage of 
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teachers, it was perceived by students that, teachers were not committed to classroom 

activities, and therefore, they regard teachers as the main cause for their poor 

performance. However, few respondents‟ had the contradictory comments that 

teachers knew well their duties. They explained that even if some teachers did not 

attend all their periods they found extra time for compensating the missed ones.  For 

them they don‟t see administration duties as a factor which affects classroom 

activities. Instead, they regard teachers as someone capable of performing any kind 

of duty in any situation 

Studies by (NZCER, 2003; Galton & Fogelman 1998; PPTA, 1995) are in congruent 

with the above findings which found that, workload among principals and teachers 

were so high and they wanted a reduction in the amount of paper work and 

clerical/administrative work. Likewise, teachers argue that they spent only one third 

of allocated hours on teaching. This was translated that teachers spent a quarter of 

school holiday time on school related work and they failed to enjoy their holidays 

completely. Such a situation can cause poor performance as teachers who are under 

pressure and stress can‟t have high commitment toward teaching and teach their 

students efficiently. On the other hand, teachers need time to make thorough 

preparation for proper delivery of learning contents. 

Teacher commitment and effectiveness depends on the interaction of school heads, 

teachers, and students who are the permanent items of learning and teaching process. 

Within this interaction, school head is the administrator of school, and teacher is the 

director of classroom. In this respect, teachers commit themselves to their schools, 

students, teaching activities, if there are expectations of these groups and influences 

on the effectiveness of school. Therefore, school heads are expected to build the 
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environment which will enable both teachers and students to commit themselves to 

the extent that academic performance can be raised.  In the absence of school head‟s 

influence, teachers will not deliver their efforts to the maximum. 

Ma, and Maximillan (1999) supported the findings and argues that, frustrations with 

non-teaching, administrative routines and paperwork contribute to increased teacher 

dissatisfaction, withdrawal, and exiting the profession and hence a fade outcome is 

poor performance of students. Contrary to the above findings, it was observed by 

(Galton & MacBeath, 2002; Rosenblatt, 2001) that, most teachers with 

administration duties have a high commitment to their administration activities than 

teaching duties. This is because administration duties sometimes is associated with 

benefits that  make teachers satisfied as they gain recognition by the society or 

sometimes other benefits such as payments which is a motivating factor. In addition, 

administration duties to teachers help to reduce the problem of teacher turnover for 

those holding that positions. However, it caused poor performance as it have already 

discussed that administration duties utilizes a lump sum of time which might be 

otherwise used in classroom instruction. 

5.1.4 Characteristic of Teacher Commitment to Teaching  

The characteristics of a committed teacher to teaching were analyzed in different 

views. Findings from the academic masters identified teacher commitment in relation 

to the investment of extra time devoted to teaching.  Moreover, teachers‟ interview 

analysis revealed that teachers categorized teacher commitment as feelings of 

contentment, sense of accomplishment, passion to work and dedication of extra time 

to students. The characteristics of teacher commitment are regarded as process 

variables in the teaching and learning process. 
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In addition, interviewed school heads showed that a committed teacher is supposed 

to illustrate a strong link between commitment as life-long learning and continuing 

the capability to reflect on professional practice. Some of the participants‟ remarks 

illustrated that they used to prepare lessons at night since they are busy during the 

working hours while others said they enjoy interaction with learners as well as the 

importance of continuing with learning. Similar findings were found by (Crosswell, 

2006; Firestone, 1996; Nias, 1981; Choi & Tang 2009; Davidson, 2007) who 

commented that teacher commitment is associated with the investment of extra time, 

passion to work, maintenance of professional development, and focus on student 

performance. 

The above studies observed further that some teachers experienced high commitment 

while others were trapped in low commitment. Teachers with high commitment are 

very much satisfied with teaching duties and they enjoy interaction with students and 

finally made contribution to better performance of students in their examinations. 

Consequently, low level of teacher commitment reduces students‟ achievement in 

academic performance, increases teacher absenteeism and increases teacher turnover.  

Regarding the above findings, Firestone and Pennell (1993) argues that, teachers 

with high commitment were those who have emotions such as happiness, a sense of 

satisfaction or achievement, which is coupled with a psychological attachment to 

teaching in general.  Committed teachers, work hard towards the goal of making 

students learning in classrooms which results in high academic performance. Some 

of these teachers demonstrated high commitment by investment of extra time   and 

serving students voluntarily, while others were able to make satisfying time 

adjustment to accommodate the work and life commitments they valued (Buchanan, 
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1974). 

Teachers who are committed to teaching duties comply with the school timetable, 

students and exert considerable efforts willingly for the benefits of students who will 

finally excel in their academic performance. Teachers can work for long hours 

tirelessly and without showing any sentiment because his pleasure is to see students 

performing better in their studies. Analysis of data revealed that respondents 

expressed teacher commitment in different notions but the underlying sentiment of 

genuine care of students remained constant. Respondents defined teacher 

commitment as transmitting of knowledge, values and skills to learners.  

These notions of teacher commitment contribute to the overarching philosophy of the 

school and formed part of the underlying assumptions that drove the practices and 

approaches expected to classroom practices. Teachers who hold such a conception 

have a strong positive emotional connection with teaching in general or some 

specific aspect of their practice such as students or colleagues. Teachers with the 

identified qualities will make thorough preparation of the lessons, tender for students, 

make sure that student will achieve better in their examinations and make 

collaboration and good relationship between teachers, students and school heads will 

be strengthened. 

5.1.5 Level of Commitment of the Teachers to Teaching 

This study sought to uncover possible changes of teacher commitment levels, and the 

factors that influence those changes. It was however noticed from the findings that, 

teacher commitment to teaching is devastatingly low, with the majority of teachers 

reporting that, they would prefer to quit from teaching if the opportunity occurs. 
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In addition, teachers reported that they would not advise their children to join the 

teaching profession. Low teachers‟ commitment to the teaching profession is 

attributable to heavy workload caused by acute shortage of teachers, poor working 

conditions in schools, and the low status the community and government accord to 

the teaching profession. The above mentioned factors are input variables which 

influence teacher commitment to teaching. The present findings were in line with 

Raheem (2009), Lawal, (2012), Bennell and Akyeampong (2007) and Mkumbo, 

(2012) found that low salary‟ factor and poor working environment was the most 

effective factor in decreasing teacher‟s commitment toward their job.  

Better working conditions is the most critical factor driving teachers‟ commitment to 

teach, which in turn is strongly and positively correlated with students‟ academic 

achievement. When teachers are working in unfriendly environment where there is 

not enough teaching and learning resources, poor infrastructure, stubborn students 

and unsupportive areas, they tend to lose their morale and commitment to the work 

of teaching. 

Teacher commitment tends to decrease progressively over the course of the teaching 

career as it was reported by (Fraiser, Draper & Taylor, 1988). Most teachers, after 

early stage of commitment to teaching which is associated with the choice of 

professional identity, they experience many challenges and uncertainties at the 

working place. These challenges reduce teacher‟s commitment level to teaching 

work. Loss of commitment to teaching career in most cases is problematic and may 

cause teacher turnover and absenteeism as presented by Huberman, (1993). The poor 

working conditions, prevalent in most community secondary schools and meager 

salaries they receive, confirm and affirm teachers‟ dislike of the teaching profession. 
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The consequences of low teacher commitment are far reaching and are clearly 

reflected in students‟ poor academic performance which is being marked in the 

national examinations in these years which are progressively declining especially 

since 2006-2012. Teachers who are poorly committed  most often concentrates in 

personal matters during school hours just for the sake of topping up meager salaries 

they are paid. This situation is much painful to student learning and it may destroy 

the country‟s quality of education. 

However, Boylan and McSwan (1998) found contradictory views that, teachers in 

rural schools may not show low commitment as a result of challenges and 

uncertainties at working places. This is because there were few teachers who had 

served in rural areas for six years and reported high level of commitment to teaching. 

Therefore, teacher commitment may be diminished or enhanced by factors such as 

student behavior, collegial and administrative support, parental demands and national 

education policies (Day, 2000). Teachers in rural areas are not much stressed with 

the working environment only if they tuned their minds to abide with the prevailing 

circumstances in rural areas. Furthermore, lives in rural areas are not much 

competitive and expensive as it is in urban areas. Sometimes the cost of renting 

accommodation, water and foodstuff may be cheap compared to urban areas.   

Nevertheless, the continuous educational reforms which were witnessed in most 

African countries have lead to escalation of teachers‟ duties. UNESCO (1996) 

reported that teachers nowadays are supposed to perform many duties different from 

classroom instructions.  When teachers are forced to do activities which are different 

to classroom instructions, while s/he is not competent in that particular aspect the 

teacher may become frustrated, feeling as being exploited and lose commitment to 
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the job.  The result of low teacher commitment makes teachers develop tendencies of 

absenteeism, sluggish behaviors in classroom duties, lack of close relationship and 

help to students and finally it leads to students‟ poor academic performance. 

5.1.6 Lack of Teachers Commitment and Poor Performance of Students in 

Ward Secondary School  

 Findings from this research question showed that, student‟s performance in form 

four examinations is deteriorating rapidly especially in ward secondary schools.  

Many factors were contributing to students‟ poor performance in form four 

examinations.  Lack of teacher commitment, shortage of teachers, heavy workload 

among teachers, poor infrastructural facilities in schools, insufficient books in the 

school library, and poor salaries were causes behind poor students‟ performance. 

Poor students‟ performance is the product variable emanating from lack of teacher 

commitment. 

These findings are in congruent with the studies by (Bennelland Mukyanuzi, 2005; 

HakiElimu, 2011; Mkumbo, 2012) who found that lack of teacher commitment 

among secondary school teachers have caused the continuous drop in students‟ 

academic performance. It was also reported that, factors contributing to students‟ 

better examination performance are argued among other factors, to be  support from 

school heads, friendly working environment, teacher commitment to teaching 

activities, teachers self efficacy,  and students motivation to learn.  Other factors 

expected to contribute to better student performance are the availability and effective 

use of teaching methodologies, designed to encourage self learning administered by 

capable, motivated and committed teachers (Shahzad, 2007). 
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Many research done in sub-Sahara Africa (e.g. Akyeampong, 2011; World Bank, 

2005; Ngimbudzi, 2009) revealed a number of challenges facing the provision and 

delivery of secondary school education. Such challenges include poor working and 

living conditions, heavy workload, overcrowded classes, and lack of teaching and 

learning materials. Teachers reported that these challenges have great impact on the 

student academic performance in secondary schools. In their responses, they related 

these challenges to poor academic performance as they impinge the smooth delivery 

of lessons. In relation to pedagogical issues, teachers were the only resource to 

provide knowledge through lectures. Students are passive learners waiting to receive 

from teachers.  

The most reported affected subjects were sciences and mathematics which are 

inadequately staffed. For example, almost all teachers described their workload as 

„heavy‟ and it negatively affected their interaction with students. Heavy workloads 

have negative impact on teacher commitment and motivation, thus, classroom 

interaction is minimized as a result it negatively affects academic performance. 

The term workload is used to mean (overcrowded classrooms, stubborn students and 

long working hours), general classroom conditions, collegial and management 

support, location of the school, living arrangements and distance to work. Very large 

class sizes are cries for most teachers in all studied schools. Not surprisingly, most 

teachers at these schools feel isolated and lack support and collegiality as most times 

they are stressed with preparation of lessons, attending students and sometimes 

attending parents and other stakeholders visiting the schools. 

These findings were in line with studies, see (Makombe et al., 2010; Davidson, 

2007) who found that lack of instructional materials was reported to be a major 
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challenge across schools. Teachers reported that, they depended heavily on the 

materials from the government which were in short supply due to poverty in 

Tanzania. So long as the government of Tanzania cannot manage to supply all the 

required materials in schools (Benell and Mukyanuzi, 2005), teachers were supposed 

to improvise some of the teaching materials from local areas.  

Unfortunately, many teachers are not capable to prepare such material as they lack 

proficiency of preparing such materials. Teachers‟ dependency on government 

provision of teaching and learning materials has led to severe lack of teaching 

materials in schools. Similarly, the results revealed the lack teacher commitment in 

schools is the factor that hinders attaining better performance and quality education. 

It was observed that the problem of poor working environment is an obstacle for 

better academic performance. While teachers are complaining about  unavailability 

of teaching and learning materials, the working and living conditions in schools also 

led  to low commitment as supported by ( Benell and Mukyanuzi, 2005; Mkumbo, 

2012). It is also in conjunction with the study by Davidson, (2007) which revealed 

that, proper physical facilities are necessary for creating conducive teaching and 

learning environments. Some important physical facilities were missing especially in 

both selected schools. This is said to be due to lack of financial resources to construct 

them, and poor prioritizing among communities in the establishment of these schools 

as reported in the study by Makombe et al., (2010). 

Schools lack essential facilities and services including infrastructures such as, 

electricity services; water and sanitation, latrines and reliable public transport since 

infrastructure around the school make positive teachers‟ attitude to work. In other 

words, teachers conceived better performance by enhancement and improving the 
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school infrastructure and environments. That is why they reported that the 

environments in schools are unfriendly for working and living especially for new 

employed teachers who have difficulties in adjusting to the novice areas. 

Findings as well, revealed that shortage of teachers was the marked problem 

contributing to poor results in national examinations, see (Laddunuri, 2012; MoEVT 

(2010).  Shortage of teachers is a big problem in Tanzania and other sub-Saharan 

countries since the early 1990s, when the enrolment of secondary school students 

started to increase dramatically (URT, 2010). The shortage of teachers have caused 

poor performance in secondary education examinations, with most students getting 

marginal pass of Division IV or failing completely in ward secondary schools 

especially in the sciences and mathematics.  

Shortage of teachers especially in science and mathematics subjects has caused 

teachers to be assigned an overwhelmingly number of class sessions, which are not 

manageable. Findings from the study revealed that, one teacher may be allocated to 

teach mathematics in form one to form three classes and each level (for example, 

form one) may have three to four streams. This circumstance, does not allow the 

teacher to apply his competency in preparation of learning materials nor in 

pedagogical aspects. The teacher will automatically fail to make close relationship, 

care and interaction with individual learner.  This situation results into students‟ poor 

academic performance.  

Corresponding findings were presented by (Lawal, 2012; Mkumbo, 2012) who found 

that teachers are not committed anymore since students and other society are not 

respecting them. The findings also corresponds with that of Mulkeen, (2005), other 

countries such as Mozambique does award financial bonuses to teachers who are 
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willing to teach in rural areas, also by Lowe (2006)  who suggests offering 

incentives, bonuses and salary increases to teachers as a strategy of retaining them 

and improve the effectiveness and efficiency to teaching. 

More findings revealed that, majority of teachers reported that students‟ poor 

academic background was another factor considered to contribute on students‟ poor 

results in national form four examinations. Teachers reported that there were few 

students selected to join secondary schools while are not able to read and write. On 

top of that, those students have poor English and mathematics proficiency.  

Basing on these situation teachers felt that it would be difficult to teach students who   

lacks basic competencies required for coping with secondary education. In addition, 

insufficient supply of enough teaching and learning resources can also lead to failure 

of teachers to help students with low academic competencies. These observations are 

similar to that of Uwezo (2010) and HakiElimu (2011), who found that almost half 

(49.1 %) the children who complete primary school in Tanzania cannot read in 

English.  Similarly, (69 %) of the children entering secondary school, do not have an 

adequate foundation in mathematics that is essential for learning and analysis, 

particularly in science and commerce.  More importantly, about (20 %) students by 

the time they complete primary school, still cannot read the Standard 2 level story. 

This implies that, these children are illiterate completely. 

Teachers reported that, students who joined secondary education without acquiring 

basic skills (see Hakielimu, 2007; Uwezo, 2010) face difficulties in learning. In the 

Education and training Policy (ETP) document, the medium of instruction for 

secondary education in Tanzania is set to be English language. Therefore, inability in 

reading and writing in English is a big challenge to students in secondary schools in 
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their academic performance and examinations. Qorro, (2006) argue that lack of 

English proficiency is a great weakness to secondary school education in Tanzania. 

The logic behind this is, if students enter secondary education with low grades, it 

means that they will end the cycle with lower grades. This series therefore, continues 

to other levels of education including higher education. It is now important that 

examination system and formats be revisited to be able to screen and allow people 

with necessary qualities to enter the next cycle. In short, examination results should 

continue being measures of quality but the students‟ capabilities could be the more 

convincing to describe the academic performance. The prevailing situation of 

students with very low academic capability led teachers to loose commitment to 

teaching. 

Analysis from documentary review revealed that the trend of poor academic 

performance in ward secondary schools is rising progressively as it is shown in Table 

13. Findings in Chapter Four revealed that, the average pass rate in the national form 

four examinations in three years starting 2008 - 2010 show that all schools had the 

average of „F‟. This finding is congruent with Mkumbo (2012) who found that, the 

impact of lack of teacher commitment and poor working conditions has far reaching 

consequences and are clearly reflected in poor students‟ academic performance in 

national examinations. 

5.1.7 Strategies to Improve the Level of Teacher Commitment in Ward 

Secondary School in Tanzania 

Several opinions were given by teachers, students and school heads concerning ways 

forward towards ensuring high level of teacher commitment in ward secondary 
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school in Tanzania. Teachers suggested that commitment could be improved if the 

Government and other stakeholders could address the issue of upgrading the status, 

training, and working conditions of teachers that is, in furthering the 

professionalization (credentials) of teachers and teaching. Commitment of teachers is 

an important first step in the process of school reform. 

Professionalization of teachers will result in higher commitment, which will 

positively affect teachers‟ performance; this will ultimately lead to improvements in 

student learning. Professionalization   will be enhanced if teachers will be provided 

with regular training and recruitment of candidates who performed better in their 

secondary education. 

Sumra and Rajani (2004); and NCES (1997) presented similar findings that, a well 

organized pre-service and in-service training is required to enable teachers acquire 

competencies and efficacy necessary to meet education demand. Buczynski and 

Hansen (2010) commented that, in-service teacher professional development means 

the occupational instructions, intended to equip teachers with tools and resources 

necessary to provide quality teaching.  

With the shortage of teachers in secondary schools in Tanzania it is almost 

impossible to bring back to colleges and universities all teachers that are conceived 

poorly trained.  But teacher professional development courses are offered at schools, 

teacher colleges or resource centers. Resource centers are places where teachers 

meet, access reading and teaching and learning materials. Teachers may discuss 

issues related to their profession.  Professional development programs in the form of 

workshops, seminars, subject panels, and short courses are focused on increasing 

content and pedagogical knowledge 
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Teachers, like other professionals such as doctors and lawyers, should not be 

generalists, layperson, but experts.  Therefore,  efforts to upgrade credential 

requirements, such as tightening the entry-level standards for new teachers, would  

help insure that teachers possess expertise in the bodies of knowledge they will teach 

and  increase teacher commitment to professional careers and classroom teaching.  

Making teachers professionals will enable teachers use their competencies for 

efficiency and effectiveness. Upgrading the teaching occupation will lead to 

improvements in teachers‟ motivation and commitment which, in turn, will lead to 

improvements in teachers‟ performance and  improvements in student learning and  

performance.  

Other findings from teachers‟ questionnaires suggested that, teacher commitment 

could be improved if the working and living conditions of teachers would be 

improved. Teachers in Tanzania, as elsewhere, are considered the most important 

determinants in the provision of quality education in schools as supported by 

Davidson, (2006). Also revealed by Bennell and Mukyanuzi (2005 that they play the 

pivotal role in promoting learning outcomes and hence their commitment are 

considered important. 

As such, the government of Tanzania has a responsibility to ensure that teachers 

perform to the best of their abilities.  Attention must be paid to factors that affect 

teachers‟ performance. In schools, learning outcomes cannot be achieved if teachers 

are not committed (Owolabi, 2006). A well committed and motivated teacher is 

expected to promote students‟ learning, and hence improved academic performance.  

Shann (2001) presented similar argument that; teacher commitment depends on 

motivation and job satisfaction. In this case, teacher motivation is a predictor of the 
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commitment and effectiveness of an individual (ibid). Teacher commitment in Africa 

and Sub-Saharan Africa in particular, remains a challenge. Different issues like high 

workloads, large classes, lack of professional development training, poor living and 

working conditions have been raised as affecting teacher commitment. 

In Tanzania, teacher commitment seems to be a neglected issue in the education 

plans as found by Davidson, (2007). Attempts to improve classroom practice and 

learning outcomes in schools are assumed to be unsuccessful because teacher 

commitment and motivation is ignored, see (Bennell and Mukyanuzi, 2005). 

Insufficient teaching materials are among the major discouragement to the 

profession.  

Trying to perform teaching without the appropriate materials is very frustrating to 

teachers, as it may lead them to start thinking about leaving teaching and looking for 

other jobs. Therefore, teachers suggested improving the provision of teaching 

materials as one of the strategies for improving teachers‟ commitment in the 

profession (HakiElimu, 2011). Improvement of conditions of service for teachers is a 

promising way of increasing teacher morale, making the profession more attractive, 

enhancing retention of teachers, and improving the quality of teaching and academic 

performance.  

Similar finding was found by (Raheem, 2009) that teacher commitment will be raised 

if teachers should be given freedom in school activities and decision making   on 

issues of their concern. Moreover, committed teachers should be rewarded and 

provided with comfortable learning environments which in turn are strongly and 

positively correlated with students‟ academic achievement.  
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CHAPTER SIX 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

Overview 

This study intended to investigate how teacher commitment to teaching affects 

students‟ academic performance at ward secondary school level. The chapter 

presents the discussion of the finding of the study as presented in previous chapter 

five. The chapter is organized in three major sections which are summary, 

conclusions and recommendations of the study. 

6.1 Summary of the Study  

The study was conducted in Musoma Municipal, in Mara region. Four ward 

secondary schools were surveyed for implementation of the study. The data were 

collected through teachers‟ interview, student s‟ questionnaires and documentary 

review. The data were analyzed manually by use of descriptive qualitative case study 

method. The purpose of this study was to critically examine the perceived influence 

of teacher commitment to teaching on student‟s performance. In particular, it drew 

on four related research tasks:  

a) To identify various duties performed by normal teachers in ward secondary 

schools.  

b) To investigate the level of teacher commitment to teaching. 

c) To find out the impact of teacher commitment towards student performance. 

d) To propose strategies towards improving high level of commitment of teachers in 
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ward secondary school.  

The study drew on the case design to accomplish its mission. It was therefore, largely 

qualitative enquiry though some elements of quantitative enquiry were employed. 

There were 96 respondents that included 64 students, 24 teachers, 4 school heads and 

4 academic masters/mistresses. Relevant information was sought through interviews, 

questionnaires and document search. All collected data were coded manually. 

Qualitative and quantitative data were analyzed manually. Both primary and 

secondary data informed the analysis. 

6.2 Main Findings of the Study 

6.2.1. The Duties Performed by Normal Teachers in Ward Secondary Schools 

Teachers in ward secondary schools perform many duties in the daily basis. The 

duties range from classroom instructions, extra curricular activities and 

administration duties which were marked to have made the teaching profession more 

complex as many duties were introduced in the current times.  

6.2.2 The Current Status of Teacher Commitment in Ward Secondary Schools 

Teacher commitment to teaching duties is progressively decreasing. The current 

status of low teachers‟ commitment to teaching is attributed by shortage of teachers 

in schools, heavy teachers‟ workload and   poor working and living conditions in 

schools. 

6.2.3. The Impact of Low Teacher Commitment towards Student Performance 

The effects of low teacher commitment to student performance marked the persistent 

and progressive increase in mass failure in national form IV examinations especially 
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in ward secondary schools. For example, the study reveals that pass rate of the 

students in national form four examinations were continuously declining from 82.3 

% to 50.74 % since 2006 to 2010 and the situation in 2011 was worse. 

The majority of respondents agreed that teachers and students in ward secondary 

schools face a number of challenges during the teaching and learning process. 

Overcrowded classrooms, lack of relevant textbooks, laboratories, libraries and many 

periods allocated to teachers stand out as the biggest challenges. 

6.2.4. Strategies Proposed Towards Improving High Level of Teacher 

Commitment 

The proposed strategies towards improving teacher commitment in ward secondary 

schools were employment of enough teachers to reduce the burden of heavy 

workload performed by teachers in ward secondary schools. Furthermore, the 

government and other stakeholders help improve the working and living conditions 

of teachers by providing relevant teaching and learning materials which will help to 

increase students‟ performance. 

6.3 Conclusion 

The purpose of the study was to explore the perceived influence of teacher 

commitment to teaching on students‟ performance in ward secondary schools. The 

results of this study have illustrated that teacher commitment is progressively low. 

The status of low teachers‟ commitment to the teaching occupation is characterized 

by shortage of teachers which resulted into heavy workload to teachers and poor 

working and living conditions in schools. The impacts of low teachers‟ commitment 

have extensive implications which some of them are reflected in poor students‟ 



93 

academic performance in national examinations. Additionally, teachers‟ low 

commitment to the teaching profession could partly explain the high teachers‟ 

absenteeism and turnover which has been established among teachers in Tanzania 

and other sub-Sahara-African countries (Teachers for EFA, 2010). 

6.4 Recommendations 

In view of the findings of this study, the following recommendations are made with a 

view to fostering teachers‟ commitment to the teaching duty which in turn could 

positively affect students‟ academic achievement and improve the National Form 

Four examination results.  

Teachers‟ commitment has emerged as a major issue affecting students‟ academic 

performance, with a majority of teachers, particularly inward secondary schools, 

demonstrating very low commitment to the teaching profession. This low level of 

teacher commitment is mainly attributable to shortage of teachers which caused 

heavy workload to teachers and poor working and living conditions in schools.  In 

order to foster teacher commitment to the teaching profession, the following 

measures are recommended: 

First, the government should make sure that shortage of teachers especially those for 

mathematics and science subjects are addressed by employing more teachers to 

reduce the problem of heavy workload. 

Second, the Government and other stakeholders should seriously address the issue of 

poor working and living conditions for teachers, including provision of housing and 

availability of social services such as water and electricity and improve transport 

facility by increasing budget allocated to secondary education. 
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Third, teachers‟ professional practice should be improved by providing regular in-

service teacher professional development programmes which will help to improving 

teachers‟ professionalism. Majority of the teachers suggested that in-service teacher 

training program will enables them to learn new skills and teaching techniques which 

will help to cope with the modern world.  

Fourth, in order to reduce work overload and paper work teachers are advised to 

apply teacher teaming in the teaching process as suggested by Neill (2001) and apply 

learner-centered approaches as this method helps to reduce teacher‟s burden and 

allows students to be more self learners than depending much on teachers. Students 

may even acquire knowledge by discussing with others. On the same time teachers 

will gain more expertise by teaming with others. Furthermore, the strategy of de-

streaming of classes should be applied. For example, form one class both streams to 

be placed under one hall and conduct teaching together. 

6.5 Recommendation for Further Research 

This study has examined teacher commitment to teaching and how it affects 

students‟ academic performance. More research efforts on how to redirect 

dissatisfied commitment towards satisfied commitment is urgently needed.  A sense 

of satisfied commitment provides a great source of strength and enjoyment to a 

teacher. Examining dissatisfied commitment with a new perspective helps people 

unpack their “ongoing emotional struggles” 
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APPENDECIES 

APPENDIX A 

KIAMBATISHO A: DODOSO KWA WANAFUNZI 

Jibu kwa kuweka  vema (√) katika nafasi uliyopewa.  

1.  Jina la shule ……………………………………………………………..... 

2. Jinsia yako: Me………………Ke…………………………………………. 

3. Umri wako…………………………………………………………………. 

4. Unasoma kidato cha ngapi? …………………............................................... 

5. Ni kwa jinsi gani unamtambua   mwalimu mwenye moyo wa kujituma katika 

shughuli za ufundishaji darasani? ....................................................... 

6.  Je, ni kwa namna gani walimu waliopewa majukumu ya utawala wanamudu  

kuhudhuria na kufundisha vipindi vyao darasani?.....................  

7.  Je, walimu wanahudhuria vipindi vyote walivyopangiwa kufundisha? 

........................................................................................................................ 

8. Je ni kwa namna gani walimu wanawahi kuingia darasani wanapokuwa na 

vipindi?........................................................................................................... 

9.  Ufaulu  wa  mitihani ya NACTE  ya kidato cha nne ukoje katika shule hii?  

........................................................................................................................ 

10. Kama matokeo ya mitihani ya kidato cha nne siyo mazuri, unafikiri ni nini 

chanzo cha tatizo hilo? .................................................................................. 

11.  Ni mbinu na mikakati gani unafikiri/unashauri inaweza kutumika kuboresha na 

kuinua moyo wa kujituma kwa walimu katika kazi za ufundishaji madarasani? 

............................................................................................................................ 

12.  Hali ya maabara ikoje hapa shuleni? Inavyo vifaa vya kutosha kufanyia 

mazoezi?...................................................................................................................

.............................................................................................................. 

13. Mnapokuwa darasani ni wanafunzi wangapi wanakuwa na vitabu vya kiada? 

.......................................................................................................... 

14. Hali ya miundombinu kama vile maji, umeme, vyoo, na madarasa ikoje hapa 

shuleni?.................................................................................................    
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APPENDIX B: 

DODOSO KWA WALIMU. 

SECTION  I: 

1. Jina la shule………………………………………………. 

2. Jinsia  Me (  ) Ke ( ) 

3. Kiwango cha elimu: Diploma…….Shahada ya Kwanza……Shahada ya 

pili……... 

4.  Ni majukumu gani uliyonayo mbali na kufundisha masomo uliyopangiwa hapa 

shuleni?...................................................................... 

5. Unafundisha vipindi vingapi kwa wiki?…………………………………... 

6. Je kabla ya kuingia darasani unafanya maandalizi gani? ……………………….. 

7.   Unapokuwa na kipindi darasani, unamaliza muda wote uliopangiwa wa 

kipindi?..................................................................................................................... 

8.  Ni kwa muda gani unafika shuleni?...................................................................... 

9. Ni muda gani unaondoka shuleni?.............................................................. 

10. Hali ya maabara ikoje hapa shuleni? Inavyo vifaa vya kutosha kufanyia 

mazoezi?................................................................................................................... 

11. Hali ya miundombinu kama vile nyumba za walimu, maji, umeme, vyoo, na 

madarasa ikoje hapa shuleni?............................................................................ 

12. Unafikiri ni kwa nini baadhi ya walimu wamepoteza au kupungukiwa na ari ya 

kujituma katika kazi ya kufundisha darasani?......................................................... 

 

13. 13.Ni nini matokeo ya walimu kukosa/kupungukiwa na moyo wa kujituma kwa 

ujumla?…………………………………………………………………………… 

14. 14Unafikiri  ni nini chanzo cha matokeo mabaya katika mitihani yaTaifa ya  

kidato cha pili na cha nne hapa shuleni?.................................................................. 

15. Ni  mikakati gani ifanyike ili kuinua moyo wa kujituma wa walimu mashuleni?  

......................................................................... 

 

 

 

 



106 

SECTION  II 

 

Tick Yes or No in the space provided to answer the five questions below. 

No. of 

question. 

Question/theme Yes No 

1 Would you leave teaching if you find another job?   

2 Would you advise your child to become a teacher?   

3 Do you think lack of teacher respect from the students 

and community can lower teacher‟s commitment? 

  

4 Do you think poor school environment can decrease your 

commitment to teaching? 

  

5 Do you think high workload can decrease commitment 

to teaching? 

  

 

Please answer the following questions. 

1. What are the most important three factors that may increase your commitment to 

your job? 

a. -------------------------------------------------------------------------------------- 

b. -------------------------------------------------------------------------------------- 

c. -------------------------------------------------------------------------------------- 

2. What are the most important three factors that may decrease your commitment to 

your job? 

a. -------------------------------------------------------------------------------------- 

b. -------------------------------------------------------------------------------------- 

c. -------------------------------------------------------------------------------------- 
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APPENDIX C 

Interview guide to School Heads and Academic Masters/Mistresses 

1. Respondent no………………………………………. 

2. Sex Male (  ) female ( ) 

3. Marital status…………………… 

4. Occupation……………………………… 

5.  Level of education………………………..  

6. What are the duties assigned to a normal teacher? 

7. Does teacher assigned other duties apart from classroom related duties? 

8. If yes, how do you think these can duties affect classroom does related activities. 

9. How would you characterize a teacher who is highly committed to classroom 

related activities? 

10.  What do you think are the causes of poor performance in the NECTA 

examinations in your school? 

11.  What strategies do you suggest to improve teacher commitment to classroom 

duties? 
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APPENDIX D 

Documentary Review Checklist. 

Checklist for collecting information from school documents 

Document Information Quality 

Teachers‟ attendance register Checking teachers, attendance  

Log book Checking major school events  

Classroom journals Teachers classroom attendance  

Copies of lesson plan Teachers plans &efficiency  

Copies of scheme of work Teachers‟ plans  

Copies of national examination 

results 

Students‟ performance  

Number of teachers in school Work load to teachers  

Number of allocated periods  per 

teacher 

Work load to teachers  

 

 

 

 

 

 

 

 



109 

APPENDIX E 

CLEARANCE LETTER 
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APPENDIX F 

RESEARCH PERMISSION 
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APPENDIX G 

UTAMBULISHO WA KUFANYA UTAFITI 

 

 


