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ABSTRACT 

This study investigated the influence of teachers moonlighting on teaching in 

Tanzanian Secondary Schools. The study was conducted in 18 public secondary 

schools of Ubungo and Kigamboni municipalities of Dar es Salaam city. The 

study also involved 6 heads of school, 10 academic masters/mistresses, 137 

classroom teachers, teachers- moonlighter 10, and 3 WEOs. The study further 

involved 2 district TSC officials and 1 zonal SQA. Heads of school, WEOs, 

district TSC, and zonal SQA were sampled through purposive sampling. 

Classroom teachers and academic masters/mistresses were sampled through 

simple random sampling and snowball sampling. Through descriptive design 

under mixed methods approach, the researcher was able to collect data through 

questionnaires, interviews, and FGDs. 

The study findings revealed that teachers had a number of moonlighting practices 

that were generating extra income to cover the salary gap. Moonlighting practices 

such as part-time teaching, petty business, retail shops, catering services, and 

selling snacks during and after school hours were found to be the common 

practices undertaken by teachers in public secondary schools. Again, the study 

finding revealed that teachers’ moonlighting has positive and negative outcome.  

It was found that teachers’ moonlighting was compromising time for classroom 

instructions. On the other hand, teachers’ moonlighting was found to increase 

teaching morale to teachers who moonlight .Furthermore, the findings from this 

study reveal that teachers were employing strategies like late coming to school, 

and misuse of sick leave.  

Based on the study findings, it is concluded that, there is a need of finding the best 

way to regulate moonlighting practices among secondary school teachers so that 

they are in the position of doing other income-generating activities in the 

environment that does not compromise teaching or producing dysfunctional 

conflicts in schools. Moreover, some recommendations were made on how to 

improve practices, policy-driven solution and future research. Recommendations 

were made to improve practice and policy-driven solution. Furthermore, 

recommendation for further research has been made to undertake studies on 

teachers’ moonlighting and teaching morale, relationship between financial 

constraint and teachers’ moonlighting, teacher attrition and teachers’ 

moonlighting, and to their perception on moonlighting.                              



 

vii 

TABLE OF CONTENTS 

DECLARATION AND COPYRIGHT .................................................................... i 

CERTIFICATION ................................................................................................... ii 

ACKNOWLEDGEMENTS ................................................................................... iii 

DEDICATION ........................................................................................................ v 

ABSTRACT ........................................................................................................... vi 

TABLE OF CONTENTS ...................................................................................... vii 

LIST OF TABLES ................................................................................................. xi 

LIST OF FIGURES ............................................................................................... xii 

LIST OF APPENDICES ...................................................................................... xiii 

LIST OF ABBREVIATIONS AND ACRONYMS ............................................. xiv 

 

CHAPTER ONE .................................................................................................... 1 

INTRODUCTION ................................................................................................. 1 

1.0 Introduction ....................................................................................................... 1 

1.1 Background to the Problem ............................................................................... 1 

1.2 Statement of the Problem .................................................................................. 6 

1.3 The Purpose of the Study .................................................................................. 7 

1.4 Objectives of the Study ..................................................................................... 7 

1.5 Research Questions ........................................................................................... 8 

1.6 Significance of the Study .................................................................................. 8 

1.6.1 Practical Significance ..................................................................................... 8 

1.6.2 Theoretical Significance ................................................................................. 9 

1.6.3 Knowledge Significance ................................................................................. 9 

1.7 Scope and Delimination of the Study .............................................................. 10 

1.8 Limitations of the Study .................................................................................. 10 

1.9 Definition of Key terms ................................................................................... 11 

 

CHAPTER TWO ................................................................................................. 13 

LITERATURE REVIEW ................................................................................... 13 

2.0 Introduction ..................................................................................................... 13 

2.1 Theoretical Framework ................................................................................... 13 

2.1.1 Expectancy Theory of Motivation ................................................................ 13 



 

viii 

2.1.1.1 Basic Assumptions of the Theory ............................................................. 13 

2.2 Literature Review ............................................................................................ 15 

2.2.1 The Concept of Moonlighting ...................................................................... 15 

2.2.2 The Nature of Moonlighting Practices ......................................................... 16 

2.2.3 The Impacts of Moonlighting on Teaching .................................................. 16 

2.2.4 Teacher Moonlighting Strategies ................................................................. 17 

2.3 Empirical Review ............................................................................................ 18 

2.3.1 Studies from Outside Tanzania .................................................................... 18 

2.3.2 Empirical Studies in Tanzania ...................................................................... 22 

2.4 Synthesis and Knowledge Gap ........................................................................ 25 

2.5 Conceptual Framework ................................................................................... 25 

 

CHAPTER THREE ............................................................................................ 28 

RESEARCH METHODOLOGY ....................................................................... 28 

3.0 Introduction ..................................................................................................... 28 

3.1 Philosophical World Views of the Study ........................................................ 28 

3.2 Research Approach .......................................................................................... 29 

3.3 Research Design .............................................................................................. 30 

3.4 Location of the Study ...................................................................................... 30 

3.5 Target Population ............................................................................................ 31 

3.6 Sample and Sampling Techniques .................................................................. 32 

3.6.1 Sample Size .................................................................................................. 32 

3.7 Sampling Techniques ...................................................................................... 33 

3.7.1 Purposive Sampling ...................................................................................... 33 

3.7.2 Snowball Sampling ....................................................................................... 33 

3.7.3 Simple Random Sampling ............................................................................ 34 

3.8 Methods of Data Collection ............................................................................ 34 

3.8.1 Interviews ..................................................................................................... 34 

3.8.2 Focus Group Discussion (FGD) ................................................................... 35 

3.8.3 Questionnaires .............................................................................................. 35 

3.9 Data Analysis and Interpretation ..................................................................... 35 

3.9.1 Analysis of Qualitative Data ........................................................................ 35 

3.9.2 Analysis of Quantitative Data ...................................................................... 37 



 

ix 

3.10 Trustworthiness ............................................................................................. 37 

3.10.1 Credibility ................................................................................................... 37 

3.10.2 Transferability ............................................................................................ 38 

3.10.3 Dependability ............................................................................................. 38 

3.10.4 Confirmability ............................................................................................ 38 

3.11 Ethical Considerations ................................................................................... 39 

 

CHAPTER FOUR ............................................................................................... 41 

RESULTS PRESENTATION AND DISCUSSION OF THE FINDINGS..... 41 

4.0 Introduction ..................................................................................................... 41 

4.1 Preliminary Findings ....................................................................................... 41 

4.1.1 Informants’ Characteristics .......................................................................... 41 

4.2 Research Findings ........................................................................................... 45 

4.2.1 Moonlighting Practices among Public Secondary School Teachers ............ 45 

4.2.2 The Impacts of Teachers’ Moonlighting on Teaching ................................. 51 

4.2.2.1 School Timetable ....................................................................................... 51 

4.2.2.2 Classroom Preparation and Lesson Facilitation ........................................ 54 

4.2.2.3 Syllabi Coverage ....................................................................................... 57 

4.2.2.4 Students’ Assessment and Evaluation ....................................................... 59 

4.2.2.5 Teachers’ Status and Professional Development ...................................... 62 

4.2.2.6 Teachers’ Moonlighting and Teachers’ Attrition ...................................... 64 

4.2.2.7 Teachers’ Moonlighting and Dysfunctional Conflict Affecting Teaching 66 

4.2.2.8 The Green Light Side of Teachers’ Moonlighting .................................... 67 

4.2.3 Strategies used by Secondary School Teachers to Harmonize Moonlighting 

Activities alongside Teaching ...................................................................... 69 

4.2.3.1 Employing Second Persons and Misuse of Sick Leaves ........................... 70 

4.2.3.2 Casual Absenteeism and Late Coming to School ..................................... 71 

4.2.3.3 Bribing the School Management and Rushed Teaching ........................... 72 

 

CHAPTER FIVE ................................................................................................. 74 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS ..................... 74 

5.0 Introduction ..................................................................................................... 74 

5.1 Summary of the Study ..................................................................................... 74 



 

x 

5.1.1 Summary of the Process Involved in the Study ........................................... 74 

5.1.2 Summary of the Study Findings ................................................................... 75 

5.1.2.1 Moonlighting Practices among Secondary School Teachers .................... 75 

5.1.2.2 The Outcome of Teachers’ Moonlighting on Teaching ............................ 76 

5.1.2.3 Strategies used to Harmonise Moonlighting alongside Teaching ............. 77 

5.2 Conclusion of the Study .................................................................................. 77 

5.3 Recommendations ........................................................................................... 78 

5.3.1 Recommendations for Practice ..................................................................... 78 

5.3.2 Recommendations for Policy-driven Solution ............................................. 79 

5.3.3 Recommendations for Further Research ...................................................... 79 

REFERENCES .................................................................................................... 81 

APPENDICES ..................................................................................................... 90 

 

 



 

xi 

LIST OF TABLES 

Table 3. 1:  Sample Size and Informants’ Categories ....................................... 33 

Table 4. 1:  Informants’ Characteristics ............................................................ 42 

Table 4. 2:  Informants’ Characteristics and Distribution by Age and Sex  ..... 43 

Table 4. 3:  Informants’ Characteristics and Distribution by Level of 

Education and Teaching Experience  ............................................ 44 

Table 4. 4:  Moonlighting Practices among Public Secondary School 

Teachers ......................................................................................... 45 

Table 4. 5:  Time for Teachers’ Moonlighting ................................................. 52 

Table 4. 6:  Impacts of Teachers’ Moonlighting on Classroom 

Preparation and Lesson Facilitation ............................................... 55 

Table 4. 7: Teachers’ Moonlighting and Syllabi Coverage ............................. 57 

Table 4. 8:  Teachers Moonlighting on Students’ Assessment and 

Evaluation ...................................................................................... 60 

Table 4. 9: Teachers’ Status and Professional Development ........................... 63 

Table 4. 10:  Strategies used by Teachers to Balance Teaching 

Moonlighting ................................................................................. 70 

 

 

 

 

 



 

xii 

LIST OF FIGURES 

Figure 2. 1: Conceptual framework ....................................................................... 27 

  



 

xiii 

LIST OF APPENDICES 

Appendix A:  Questionnaire for Classroom Teachers .......................................... 90 

Appendix B:  Questionnaire for Academic Masters ............................................ 93 

Appendix C:  Interview Guideline to Heads of schools ....................................... 96 

Appendix D:  Focus Group Discussion to teachers who moonlight .................. 101 

Appendix E:  Research Clearance Letter from UDOM ..................................... 102 

Appendix F: Research Clearance Letter from RAS Dar es Salaam to 

Ubungo Municipality ................................................................... 103 

Appendix G:  Research Clearance Letter from RAS Dar es Salaam to 

Kigamboni Municipality .............................................................. 104 

Appendix H:  Research Clearance Letter from DAS Kigamboni District ......... 105 

Appendix I:  Research Clearance Letter from DAS Kigamboni 

Municipality ................................................................................. 106 

Appendix J:  Research Clearance Letter from DAS Ubungo District .............. 107 

Appendix K:  Research Clearance Letters from DAS Ubungo Municipality .... 108 

 

 

 

 

 

 

 

 

 



 

xiv 

LIST OF ABBREVIATIONS AND ACRONYMS 

CEO  Chief Executive Officer 

COVID-19  Corona Virus Disease 2019 

CPC  Current Population Survey 

DAS  District Administrative Secretary 

DRC  Democratic Republic of Congo 

FGD  Focus Group Discussion 

ILO  International Labour Organization 

MC  Master of Ceremony 

NGOs  Non-Government Organizations 

ORG  Outgoing Rotation Group 

OUT  Open University of Tanzania 

SPSS  Statistical Package for Social Sciences 

SQA  School Quality Assurers  

TSC  Teachers’ Service Commission  

UDOM  University of Dodoma 

URT  United Republic of Tanzania 

USA  United States of America 

WEO  Ward Education Officer 

 



 

1 

CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

This chapter presents the background on the influence of teachers’ moonlighting 

regarding teaching in Tanzanian secondary schools. It comprises of a statement of 

the problem, purpose of the study, research questions, significance of the study 

and the scope of the study and definitions of key terms as they are used 

throughout the dissertation. 

1.1 Background to the Problem 

Nowadays, the percentage of workers involving themselves in moonlighting 

activities has been rampantly increasing worldwide. Teachers are one of the 

professionals that are highly affected by this phenomenon (Teder & Mikser, 

2019). Moonlighting is perceived as holding multiple jobs or an alternative source 

of income generating activity that employees in countless disciplines involve 

themselves to meet financial constraints stemming from their primary full time 

jobs. Ara and Akbar (2016) define moonlighting as the process of holding 

supplementary jobs among the workers outside the primary job and normal 

working hours. It is highly noticed in the occupations with high rates of 

supplementary jobs like medical field, police and teaching field (Betts, 2011). 

Teachers who are dissatisfied with their primary job opt to look for moonlighting 

activities to supplement their salaries. Recently, the number of teachers holding 

multiple jobs has increased (Mulokozi, 2015). The prominence of moonlighting 

stems from satisfaction and is equated with financial, intellectual and/or social 

satisfaction. 

Kimmel (2001) opines that moonlighting reflects workers’ decisions to engage in 

secondary jobs to stabilize their financial faults stemming from primary jobs. 

Again, the study by Smith and Bernice (1967) in the United States of America 

reveals   that many teachers hold other jobs in addition to their teaching 

throughout the nation as the strategy to supplement their salaries. Henderson and 

Henderson (2006) report that, teachers in Texas worked at the average of 12.4 

hours in a week beyond the normal working hours. They add that 33% of teachers 

in Texas were found holding multiple jobs driving them to moonlight at 46% and 
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had the intention to leave the education field. The report found that 63% of the 

teachers in Texas wanted to quit moonlighting but failed because of financial 

instability. This means that teachers engage in extra jobs to fill the gap of salary 

insufficiency stemming from their primary job in order to cover the cost of living 

and maintain the living standards (Jamadin & Noordin, 2014). 

On the other hand, moonlighting is associated with demographic features such as 

age, sex, marital status and households of the workers (Thimothy & Nkwama, 

2017). According to them, male workers have higher degree of moonlighting 

compared to female workers. Similarly, the study by Betts (2004) depicts that 

male teachers were found having higher degree of moonlighting at the rate of 

46.3% contrary to female teachers who were found to moonlight at the rate of 

29.6% in New Jersey, India. 

Again, Timothy and Nkwama (2017) opine that workers moonlight as the move of 

employees and deprioritizing responsibilities of their primary job. For example, 

Winter (2010) observes that teachers who moonlight in the United States work at 

least one hour below their normal working hours of their primary job. Moreover, 

Ara and Akbar (2016) and Lambert and McCarthy (2006) argue that the tendency 

of teachers to hold second jobs reflects job satisfaction level among employees 

with their respective schools. They add that the driving forces detracting teachers 

from their primary job can be examined by analyzing the relationships that exist 

between job satisfaction and the level of moonlighting.  

Also, the study on multiple jobs holding among teachers in Malaysia by Jamadin 

and Noordin (2014) reveals that teachers were found holding multiple jobs other 

than curriculum practices of their schools as the strategies to curb their financial 

uncertainty. Others were found receiving salaries and wages from two or more 

employers. Teachers holding multiple jobs were reported as workers with little 

pay in their primary job.  On the same regard, Kadzamira (2006) maintains that 

many teachers in Malawi hold supplementary jobs to earn more income and 

supplement their salaries to cater for the living costs of their families.  According 

to Mulokozi (2015) moonlighting seems to be a common practice among teachers 
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in Tanzania since many teachers engage in secondary jobs as the means to curb 

financial constraints of their primary jobs.  

The study conducted by Koomson, Afful Jr, and Villano (2017) in Ghana reveals 

that moonlighting is one of the pushing factors for teacher attrition. They contend 

that teachers who moonlight leave their primary jobs to rewarding non-teaching 

jobs purposely to overcome their financial stress. They add that teachers leave the 

classroom on secondment. This study associates teachers’ moonlighting with 

teacher attrition in the sense that tenure policies in American Schools define 

teacher attrition as leaving the classroom practices to join other occupational tasks 

within or outside the education field. This means that teachers’ moonlighting and 

attrition refer to other activities undertaken by teachers that, in one-way, reduce 

their commitments and teaching force within educational setting (Koomson, Afful 

Jr, & Villano, 2017). Additionally, Ara and Akbar (2016) opine that teaching is 

one of the professions that is characterized by high degree of moonlighters and 

teacher attrition.  

Koomson, Afful Jr, and Villano (2017) reveal the fact that teachers’ moonlighting 

and attrition are associated with gender in that male teachers have higher degree 

of moonlighting and attrition and leave teaching profession contrary to their 

female counterparts. Financial incentives serve as one of the push factors that 

influence male teachers to leave teaching profession to other occupations that are 

more rewarding. On the other hand, the study by Hirpassa (2006) came up with 

contrary verdicts that show female teachers hold multiple jobs and are likely to 

leave teaching profession than male teachers in Oromia Government secondary 

schools in Ethiopia. Facts from these studies reveal that teachers’ moonlighting 

and attrition involve both male and female teachers. 

Moreover, teachers’ moonlighting and attrition are associated with age and 

teaching experiences. Koomson, Afful Jr, and Villano (2017) contend that 

teachers below 30 years and those above 50 years in Ghana have the likelihood to 

moonlight and leave the teaching profession to other occupations than the middle 

age teachers. This gives a U-shape model indicating the relationship between 

years of teaching and moonlighting and attrition among the secondary school 
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teachers. According to Igersoll (2001), teachers’ moonlighting and attrition is 

perceived as a U-shaped model in the sense that new teachers entering in the 

world of teaching profession have higher rate of moonlighting and leaving the 

business of teaching. For those who remain, moonlighting and attrition decline 

gradually in the mid of their teaching career and mounts again during the 

retirement age. This indicates that there is a close relationship between years of 

teaching and teachers’ moonlighting and attrition. 

Furthermore, Molyneaux (2011) argues that moonlighting increases the likelihood 

of shortage of teachers especially in rural areas since teachers deliberately resist 

posts in rural areas due to inadequate opportunities to supplement their primary 

jobs. Teachers who are employed in rural areas try their level best through legal 

and illegal means to shift from rural areas to urban where they find ample 

opportunities to supplement their primary jobs. Contrariwise, Hite, et al. (2006) 

found that moonlighting is considered as one of the avenues for resource-sharing 

among schools particularly science teachers.  Schools with scarce teachers in 

specialized knowledge opt for part-time teachers from schools that have such 

teachers. This study evidences that teachers’ moonlighting reduces the 

commitment to primary job and increases the likelihood of teacher attrition to 

supplementary jobs that are more rewarding than the teaching profession. 

In Tanzania, workers’ moonlighting is also a common practice albeit it seems to 

be under researched and overlooked by policymakers. Timothy and Nkwama 

(2017) in their study contend that moonlighting among the public workers is the 

result of low salaries pay and economic hardships that drive them to hold second 

jobs. Additionally, Hakielimu (2011) reports that about half of teachers in public 

schools engage in moonlighting activities out of school systems to generate add-

on income during school hours. Mulokozi (2015) stresses that, some of teachers 

take loans from financial institutions and use them in secondary activities that 

generate more income to supplement their primary full-time job salaries. 

According to her study, teachers use such loans to undertake petty business such 

as retail shops, stationeries and selling snacks during break time. 
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Timothy and Nkwama (2017) contend that moonlighting among teachers in 

Tanzania primary schools is high and almost the same as in other developed and 

least developed countries. The supreme preferred supplementary jobs are trading 

and agro-business. They identify two empirical factors that significantly influence 

primary school teachers to moonlight. They include age and sex. In this regard, 

male teachers have the likelihood to moonlight twice above their female 

counterparts. Again, the probability of moonlighting among teachers increases at 

the rate of 5% with the increase of years of teaching experiences. This indicates 

that teachers’ moonlighting is a common practice where teachers with many years 

of teaching experience have the likelihood to moonlight than their new entrant 

counterparts. Moonlighting behaviour, in this study, seems to hurt the 

performance of teachers and reduce their commitments in the classrooms. 

Likewise, Lyimo (2014) conducted a study in Moshi district and reports that 

insufficient salaries and limited allowances create a pathway towards teachers’ 

involvement in supplementary jobs. It has been revealed that some of teachers 

engage in non-teaching activities during class hours in order to earn extra income 

that supplement their insufficient salaries. He adds that many teachers in public 

secondary schools have left teaching practices and opted   for other occupations 

which have more pay thus leading to shortage of teachers predominantly in the 

countryside areas. Again, it has been shown that teachers who moonlight perform 

poorly in business of teaching. This implies that teachers with moonlighting 

behaviour spend more time in supplementary activities and less time in classroom. 

Evidences from this study show that some of the teachers use students as 

manpower to perform specified activities in their supplementary activities.  For 

example, teachers who moonlight in terms of crop cultivation or livestock keeping 

around the school campus, sometimes use students to attend those activities. Other 

activities like selling snacks are done in the school campus during break time 

(Lyimo, 2014). 

Teacher have the feeling that their meagre salaries do not match with the  teaching 

tasks and what is promised in the education and training policy (Lawrent, 

2019).This is highly influenced by the delayed teachers’ promotion and salary 

advancement. Teachers’ promotion in Tanzania is done on the basis of academic 
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qualifications and teaching experiences. The delayed salary increase and 

advancement have influenced some of the teachers to hold multiple jobs such as 

establishment of tuition centres and part-time teaching in other schools where they 

earn extra income to fill the salary gap and harmonize life expenses. Teachers 

devote much time in other business than classroom lesson preparation for 

effective teaching (Lawrent, 2019).  

1.2 Statement of the Problem 

Moonlighting in public service has been one of the hot agenda among researchers 

and practitioners. The teaching profession is frequently cited as one of the 

disciplines which are highly affected by this phenomenon (Teder & Mikser, 

2019). Teachers’ moonlighting has attracted the interests of researchers in the 

global world yet it seems to be among the areas which is under-researched 

(Timothy & Nkwama, 2017). In most cases, moonlighting among teachers 

deteriorates education as it leads to superficial teaching. Kisumano and Wa-

Mbaleka (2017) reveal that moonlighting in higher learning institutions has 

become one of the controversy agenda which compromises the quality of teaching 

and learning. According to them, professors who moonlight have neither ample 

time to give assignments nor prepare lecture series adequately for effective 

teaching. Winter (2010) opines that teachers’ moonlighting has detrimental effects 

on education because lesser time is devoted to curriculum instruction as compared 

to the time spent on moonlighting activities. 

Teder and Mikser (2019) have focused on the positivity of teachers’ moonlighting 

and the importance and meaning that teachers give to their work-life and 

narratives on their primary full-time job and secondary jobs. Despite their focus 

on the positivity of moonlighting, they agree to each other that teachers’ 

moonlighting distorts curriculum instructions. Jamadin and Noordin (2014) 

studied teachers’ moonlighting with the focus on the motive behind teachers’ 

engagement in in moonlighting activities. Financial records, personal interests and 

gaining extraordinary experiences from multiple jobs have been the focus of 

interest. Results from this study show that teachers’ moonlighting contradicts 

teaching because it leads to the mismatch between time available for classroom 

instruction and time on task in the classroom.  
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 Literature addresses driving factors that influence teachers to moonlight 

alongside teaching. Salary insufficiency and economic constraints have been 

regularly reported in literature as one of the major factors driving teachers to 

moonlight (Lyimo, 2014; Mulokozi, 2015; Timothy & Nkwama, 2017; Kisumano 

& Wa-Mbaleka, 2017; Teder & Mikser, 2019). Teachers in Tanzania work in 

unfriendly environment and are paid low salaries that make them dissatisfied   

with their primary job (Mulokozi, 2015).  This influences teacher to engage in 

moonlighting activities to complement their salaries and cover the cost of their 

living. 

Initiatives to curb moonlighting activities among teachers have been addressed. 

Mulokozi (2015) stresses that school managements have been trying at their best 

to uproot moonlighting through the use of various mechanisms. These 

mechanisms include school attendance registers, classroom journals, inspecting 

teachers’ portfolios, and use of special contract forms. Others are school rules and 

regulations, physical follow up, and establishment of remedial classes. Despite the 

initiatives taken by school managements to curb moonlighting, yet teachers have 

been frequently reported to moonlight which in turn creates a pathway towards 

ineffective teaching (Mulokozi, 2015). Therefore, teachers’ moonlighting needs 

critical investigation in order to rescue the situation and enhance effective 

teaching among secondary school teachers. The researcher found that undertaking 

this study would help educational practitioners develop better understanding on 

this problem and take appropriate measures to regulate moonlighting practices for 

the sake of having outstanding teaching among secondary school teachers in 

Tanzania. 

1.3 The Purpose of the Study 

The general objective of this study was to investigate the influence of teachers’ 

moonlighting on teaching in Tanzanian secondary schools.  

1.4 Objectives of the Study 

i. To examine teachers’ moonlighting practices among secondary school 

teachers in Tanzania. 

ii. To investigate the impacts of teachers’ moonlighting on teaching. 
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iii. To examine strategies used by secondary school teachers to harmonize 

moonlighting activities alongside teaching. 

1.5 Research Questions 

i. What are the moonlighting practices among secondary school teachers? 

ii. How do moonlighting practices affecting teaching among the teachers who 

moonlight? 

iii. What are the strategies used by secondary school teachers to harmonize 

moonlighting activities alongside teaching?  

1.6 Significance of the Study 

Significance of the study is vital in research. Considering the matter of fact even 

brilliant hypothesis, the well designed and conducted studies have little values 

unless they are communicated to the intended society(s) and address remedies to 

the studied phenomenon (Kothari, 2004). The significance of this study is divided 

into practical significance, theoretical significance and knowledge significance. 

1.6.1 Practical Significance 

Notwithstanding a number of studies on moonlighting and teachers’ moonlighting 

conducted in the external world such as USA, Malaysia, Pakistan, DRC, and 

Ghana, the researcher found that conducting this study in Tanzania would be truly 

worthwhile. The researcher found that undertaking this study would help 

educational practitioners to attain an understanding on this phenomenon 

especially in the context of Tanzanian secondary schools particularly its 

implications on teaching and teaching profession. Thus, this study is vital and it is 

expected to be  in the position to build awareness to school managements, 

education officials, ministry of education, and education stakeholders on the 

magnitude of teachers’ moonlighting, its impacts on teaching and appropriate 

remedies against teachers’ moonlighting. Again, the findings of this study are  

expected to offer insights to policymakers and revisit education policy, circulars, 

and other government directives to take notes regarding the influence of teachers’ 

moonlighting on teaching and recommend policy-driven solution. 
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1.6.2 Theoretical Significance 

This study employed Expectancy Theory of motivation propagated by Doyle 

Vroom (1897-1980) as it guided to collect the required data. The theory is about 

employees’ expectations and beliefs on their respective organisations. This theory 

has an assumption that if an employee sees no valued rewards from the effort 

he/she devotes to the organisation, he/she has the likelihood to look for alternative 

jobs with higher valued rewards (Kodalker, 2007). The findings from this study 

match with the assumptions of expectancy theory as it was found that teachers 

were leaving the business of teaching in their primary full-time jobs and looking 

for moonlighting activities that would cover the salary gap.  

Thus, from this viewpoint, this theory anticipates to help school managements and 

develop a sound performance appraisal system that is beneficial and attractive to 

teachers and motivate them to work at their best to attain school objectives. 

Again, the core assumption of this theory revealed in this study gives insights to 

school managers and other education stakeholders to determine what actually 

motivates teachers rather than focusing on “one size fits all” means of motivation. 

Moreover, it is anticipated that the implications of this theory revealed in this 

study enables school managements to create favourable atmosphere and school 

goals that stretch teachers to devote their efforts and achieve higher performance 

of their schools. 

1.6.3 Knowledge Significance 

The findings of this study intended to fill the void knowledge to the existing 

literature on teachers’ moonlighting and teaching among secondary school 

teachers in Tanzania. In this regard, the findings from this study have been able to 

elevate empirical evidences by revealing the facts of teachers’ moonlighting and 

teaching in Tanzanian secondary schools. Thus,   the findings from this study 

influence other researchers to conduct further studies on other streams of 

moonlighting among public servants in Tanzania and external world. 
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1.7 Scope and Delimination of the Study 

The study was confined to the classroom teachers, academic masters/mistresses, 

heads of school, WEOs, district TSC officials, and zonal SQA officials on the 

influence of teachers’ moonlighting on teaching in Tanzanian secondary schools. 

This phenomenon was undertaken in the selected secondary schools of Ubungo 

and Kigamboni municipalities of Dar es Salaam city. In spite of numerous 

categories of informants involved in this study, they were regarded as appropriate 

informants to provide comprehensive information on teachers’ moonlighting and 

its outcome on teaching. The study employed a descriptive research design in 

which questionnaires, interviews, and FGDs were employed as tools for data 

collection.  

1.8 Limitations of the Study 

This study focused on the collection of data on teachers’ moonlighting practices, 

the impacts of teachers’ moonlighting practices, and the strategies used by 

secondary school teachers to balance both teaching and moonlighting practices. 

The study encountered some setbacks despite the completion of data collection 

successfully. These setbacks were not unique because many researchers have at 

one time or another faced challenges concerning research time constraint. The 

time for data collection was too challenging to accomplish on time due to the 

outbreak of the COVID -19 pandemic. It became difficult to easily access the 

informants due to conditions  that  were  imposed  that is,  keeping  social  

distance  so as  to help  fight  the COVID -19 pandemic. Thus, UDOM added time 

for data collection to compensate the lost time during the outbreak of COVID - 

19.  

Moreover, the other challenge experienced in this study was associated with the 

nature of the study itself. Many teachers were too anxious to respond to the study 

questionnaires, and had phobia to participate effectively during FGDs due to the 

sensitivity of this study. Some teachers had thoughts that the researcher was sent 

by the authorities to spy on teachers who were engaging in moonlighting activities 

since the code of conduct and standing orders in Tanzanian public service prohibit 

civil servants to engage in multiple activities that compromise the quality of 

services.  Furthermore, some of the school leaders neglected the researcher 
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claiming that teachers were busy with curriculum practices. Therefore, requesting 

teachers to participate in this study would interfere the school timetable. To solve 

these challenges, the researcher created a good rapport to the informants which 

helped to trust the researcher that this study was for academic purpose and it was 

undertaken with due respect to ethics of research. Again, to solve the issue of 

negligence to some of school leaders, the researcher requested those leaders to 

allow the researcher to meet with teachers during break time and the time before 

commencement of morning classroom sessions.   

Additionally, some teachers asked for payments and allowances for their 

participation in this study by claiming that researchers are generally funded when 

they conduct researches. They claimed that they had to be paid some allowances 

for their participation in the research. Other teachers did not return the supplied 

questionnaires and other kept quiet during FGDs. To address  these  issues, the  

researcher  spent  some  time explaining  to the  participants  the  importance  for  

them  to  participate  in the  study even  if they  were  not  given  anything  in 

return. This made them   understand and therefore participated in the study. 

Again, to  address  the  issue  of  non-returned  questionnaires,  the  researcher  

resorted interviews and FGDs to  offset  the  vacuum  of  information  which  was   

created  by   the  non-returned  administered   questionnaires.  

1.9 Definition of Key terms 

Moonlighting: Ara and Akbar (2016) define moonlighting as the state in which 

salaried employees hold second jobs or dual activities in addition to primary full-

time jobs. Moonlighting in this study means the tendency of secondary school 

teachers to hold multiple jobs or activities such as part-time teaching, having petty 

business, catering service, and/or selling snacks during and after school hours.  

Teaching: Joyce and Weil (1985) define teaching as a process by which teachers 

and students create a shared environment including setting values and beliefs 

which in turn colour their view of reality. In this study, teaching means the 

process in which teachers enhance curriculum practices on the ground.  
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Full-time jobs: Ara and Akbar (2016) define full-time jobs as the primary jobs in 

which an employee has entered into agreement as his or her main job. Full-time 

jobs in this study means teaching in which a teacher has been employed 

permanently and pensionable and has signed terms of employment contract with 

his/her employer. 

Part-time jobs: ILO (2014) defines part-time jobs as the process in which a 

salaried and waged employed person work in other institutions fewer hours than 

the hours worked in the full-time jobs. The term part-time in this study means the 

tendency of teachers to work in other institutions such as private schools and other 

non-education institutions something that compromise time for teaching in his/her 

full-time job.  

Expectancy: According to Kondalkar (2007), expectancy refers to the probability 

perceived by workers that the efforts that they devote to the respective 

organisation lead to the performance. In this study, expectancy means the 

perception of secondary school teachers that devoting certain amount of efforts to 

school leads to better performance. In the situation where a teacher has lost hope 

of attaining his/her expectations, he/she has the likelihood to opt for moonlighting 

activities. 

Instrumentality: Kondalkar (2007) conceptualizes instrumentality as the degree 

in which a worker believes that performing at a particular level leads to the 

expected outcome from the organisation. In this study, instrumentality means that, 

if a teacher sees no relationship between job performance and the received salary 

or any other fringe benefits, he/she has the likelihood to quit teaching as his 

primary full-time job and look for other job with more rewards.  

Valence: Kondalkar (2007) defines valence as the degree to which an 

organisation creates environments to satisfy workers’ needs. Valence in this study 

refers to the situation in which school managements try their best to satisfy 

teachers’ needs. It means that, if the efforts devoted by teachers are not well 

valued, there is a high probability for teachers to moonlight as the means to find 

rewards with resilient preference (Mathibe, 2008) 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This chapter critically reviews existing literature on moonlighting and teachers’ 

moonlighting. It presents theoretical literature which identify the theory that 

guided this study and empirical studies on moonlighting and teachers’ 

moonlighting. Again, it reveals the knowledge gap on teachers’ moonlighting. 

2.1 Theoretical Framework 

2.1.1 Expectancy Theory of Motivation 

This theory was propagated by the Canadian professor of management and 

psychology Victor Doyle Vroom (1897-1980) in 1964 (Lunenburg, 2001). The 

theory is contrary to other needs theory(s) such as Herzberg (1968), Maslow 

(1970), Alderfer (1972), and McClelland (1976) that address what motivates 

individuals at the work station (Lunenburg, 2001). According to Lunenburg 

(2001), expectancy theory is about the cognitive antecedents that motivate 

workers and their relationships. The theory is based on workers’ beliefs that there 

is a close relationship between their workforce and performance they achieve 

from that workforce as the rewards they receive from their efforts and the way 

they perform their tasks. This means that workers have the likelihood to be 

motivated if they believe that strong efforts lead to better performance and better 

performance leads to desired rewards (Lunenburg, 2001). 

2.1.1.1 Basic Assumptions of the Theory 

Vroom (1964) developed the expectancy theory with four assumptions. The first 

assumption states that people join organizations expecting to attain their desired 

needs, motivation and past experiences that include workers to exhibit certain 

behaviour to the organization (Lunenburg, 2001).The second assumption 

postulates that the conscious choice of the workers is influenced by the worked 

behaviour .This means that people in the organisation exhibit behaviour that 

conforms to their expectations. The third assumption is that workers live with 

expectations of getting many things from the organisations where they work such 

as satisfactory salary, fringe benefits, job security and salary advancement. The 



 

14 

last assumption states that workers choose alternative tasks purposely to elevate 

their personal needs (Lunenburg, 2001). 

The expectancy theory has three elements. They include expectancy, 

instrumentality and valence. An employee is motivated to work better if and only 

if he /she believes that: (a) the effort devoted to the job leads to acceptable 

performance (expectancy) (b) his/her performance will be well rewarded 

(instrumentality) and (c) the rewards values are highly positive (valance) 

(Lunenburg, 2001). 

 The expectancy theory is of high merit to school management as it helps to 

determine the rewards that the staff believes will be attained from their efforts and 

performance in the classroom (Mathibe, 2008). In this context, organizational 

managements have responsibility of trying at their best to increase the beliefs 

among employees that good performance results to valued rewards (Lunenburg, 

2001). This belief can be increased through measuring job performance 

accurately, describing how successful performance will result to valued rewards, 

and showing examples of employees whose good performance has been well 

rewarded (Lunenburg, 2001; Mathibe, 2008). 

However, the expectancy theory has been challenged by its bottleneck of 

neglecting inability of organisations to provide adequate resources, time, 

incentives, and fringe benefits that satisfy employees in their full time jobs 

(Kondalkar, 2007). Again, if the organization takes less concern on what actually 

motivates its employees and employs a common “one size fits all” reward system 

and bonus, it can lead to less productivity among employees (Mathibe, 2008). If 

an employee is not satisfied with the rewards resulting from his efforts and 

performance, he/she has the likelihood to moonlight or quit the primary full-time 

job to the ones that are more rewarding (Winter, 2010; Lyimo, 2014; Mulokozi, 

2015; Timothy & Nkwama, 2017). In spite of the drawbacks of the expectancy 

theory, this theory is still relevant to this study. The reason behind this argument 

is that, the theory contains arguments that act as the benchmark for employees to 

fulfil their responsibilities in the primary full-time jobs or opt to other jobs which 

are more rewarding. The assumption that employees expect diverse things from an 
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organization such as job security, good salary, salary advance and increment gives 

room to employees to moonlight if the primary job dissatisfies their needs 

(Mulokozi, 2015).  

2.2 Literature Review 

2.2.1 The Concept of Moonlighting 

The concept of moonlighting can be traced back in the 1960s.  Hamel (1967) 

propagates the concept of moonlighting as the new terminology regarding workers 

holding dual jobs. The data in a survey that explored the relationship between 

moonlighting and weekly income earning were available for the first time. 

According to Hamel (1967), the analysis of the relationship between moonlighting 

and working hours and the possible reasons for moonlighting and occupations of 

moonlighters started to gain momentum. In his survey, moonlighting was viewed 

as the tendency of an employee to hold dual or multiple jobs. Winter (2010) 

defines moonlighting as having a second job in addition to primary full-time job. 

For instance, a professor at Congolese Christian University with part-time tasks to 

other high learning institutions is said to be moonlighting (Kisumano & Wa-

Mbaleka, 2017). Husain (2014) conceptualizes moonlighting as holding a second 

full or part-time job alongside the primary full-time job. It is a situation in which 

employees such as teachers teach concurrently to more than one school or have 

other businesses alongside primary full-time job (Kisumano & Wa-Mbaleka, 

2017).  

Betts (2011) addresses two theoretical frameworks to conceptualize moonlighting. 

He classifies moonlighting into two theoretical frameworks. These include 

economic and dispositional approaches. Economic approaches regard 

moonlighting as the source of income in which an employee generates an extra 

income. In contrast, dispositional approach goes an extra mile beyond financial 

perspectives.  Under this approach, moonlighters are considered as economically 

and socially deprived or denied. On the other framework, moonlighters are people 

with second to none features who are more energetic with higher aspiration 

(Kisumano & Wa-Mbaleka, 2017). 
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Literature explains the factors as to why employees moonlight. Economic 

constraints and salary insufficiency have been frequently cited as among the 

leading factors for employees’ moonlighting (Lyimo, 2014; Mulokozi, 2015; Ara 

& Akbar, 2016; Timothy & Nkwama, 2017; Kisumano & Wa-Mbaleka, 2017; 

Teder & Mikser, 2019). Moonlighting for economists is considered to have been 

caused by the labour market fluctuations. In the situation that an employee cannot 

find any satisfaction of his or her needs from the primary full-time job, he or she 

opts to moonlight. In this regard, lesser hours are spent in the primary full-time 

job and the rest hours are used in the second job to fill the gap of labour market 

fluctuation (Kisumano & Wa-Mbaleka, 2017).   

2.2.2 The Nature of Moonlighting Practices 

Timothy and Nkwama (2017) address the nature and degree of moonlighting 

practices among public primary school teachers in Tanzania. Non-school related 

activities such as retail and micro businesses are among the moonlighting 

activities taking highest percentage of the jobs done by primary school teachers in 

addition to their primary full-time jobs. Other moonlighting practices are crop 

farming, livestock keeping, and motorcycle (boda boda) riding, hair dressing 

salon, public minibus, and mobile money transaction shops (Timothy & Nkwama, 

2017). Mulokozi (2015) presents moonlighting practices among secondary school 

teachers in Dar es Salaam Tanzania. The results show that teaching private tuition, 

doing petty trades, part-time teaching, barbershops, and small scale gardening 

count as moonlighting activities among public and private school teachers 

(Mulokozi, 2015). Lawrent (2019) associates moonlighting practices with 

teachers’ multiple roles such as being school accountant alongside teaching.  

According to Lawrent (2019) teachers’ multiple roles and extra income generating 

activities such as part-time teaching compromise the quality of teaching since 

lesser time is spent on curriculum instruction compared what is spent on multiple 

role activities. 

2.2.3 The Impacts of Moonlighting on Teaching 

Kisumano and Wa-mbaleka (2017) reveal positive and negative outcomes of 

moonlighting on teaching. Their study focused on moonlighting based on 

teaching, research, health, family, and primary full-time job. They argue that if 
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moonlighting is regulated and professors manage their teaching loads; 

moonlighting may not be a detriment to teaching. However, the findings reveal 

that moonlighting among Professors in DRC has been affecting the quality of 

education since they try at their level best to accommodate teaching load with 

moonlighting by flying over learning materials needed to accomplish a particular 

course. The professors who moonlight lack adequate time to prepare, update the 

course, and procrastinate students’ tests and assignments (Kisumano & Wa-

Mbaleka, 2017). Teder and Mikser (2019) also stress that moonlighting among 

teachers affects the quality of teaching since teachers fail to respond to their 

teaching responsibilities.  The findings from these studies reveal that 

moonlighters, in this case, possess limited time in the business of teaching.  The 

findings from Mulokozi (2015) are consistent with those of Kisumano and Wa-

Mbaleka (2017) that teachers who moonlight compromise teaching quality since 

they have limited time for classroom preparation.  

Timothy and Nkwama (2017) came up with similar results as Mulokozi (2015) in 

which moonlighting among primary school teachers in Tanzania resulted to vague 

classroom preparation and inconsistent school attendance which has been 

affecting teaching. Brown, Sullivan, and Maninger (2013) stress that; teacher 

attrition is among the major outcomes of moonlighting in Texas, USA. They add 

that secondary jobs that are more rewarding motivate teachers to leave their 

primary jobs and join other occupations. The findings of their study reveal that 

teachers who hold supplementary job work at an average of 11.6 hours per week. 

Winter (2010) adds that teachers’ moonlighting in USA has harmful effect on 

education. He found that teachers holding multiple jobs spend more time in 

moonlighting activities rather than classroom practices. In this regard, 

moonlighting encompasses adverse outcome on teachers and their performance on 

the primary job. 

2.2.4 Teacher Moonlighting Strategies 

Moonlighting or multiple roles in the context of public service in Tanzania is 

among the practices which are prohibited as they compromise the quality of 

service (Lawrent, 2019). Due to this reason, teachers in public schools have the 

likelihood to misuse sick leaves, coming late to school, and inconsistent 
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attendance as the means to find the room for moonlighting (Lyimo, 2014; 

Mulokozi, 2015; Timothy & Nkwama, 2017 and Kisumano & Wa-Mbaleka, 

2017). Again, Lyimo (2014) argues that truancy is one of the mechanisms that 

some teachers employ as a deviation towards teacher moonlighting. There is a 

good number of truancy cases frequently revealed in literature that some teachers 

intentionally leave classroom instruction as the loophole of getting ample time to 

engage in supplementary activities that are more rewarding than their primary 

full-time job (Lyimo, 2014; Ara & Akbar, 2016 & Timothy & Nkwama, 2017).  

2.3 Empirical Review 

2.3.1 Studies from Outside Tanzania 

Winter (2010) conducted a study on teacher moonlighting taking evidence from 

the U.S. current population survey. The study investigated the effects which 

teachers’ moonlighting has on the hours that teachers spend on the business of 

teaching as their primary job. This study used data from the available survey data 

of the 2005-2007 Current Population Survey (CPS) Outgoing Rotation Group 

(ORG) collections to examine the reasons behind teachers’ moonlighting and its 

consequences. The sample entailed all full time public primary and secondary 

school teachers under the age of 62 years who revolved out of study from January 

to April or September to December.  Teachers in May to August rotation group 

were exchanged in the sample in order to ensure that only teachers who 

moonlighted during the school year were involved in the study. The findings from 

this study reported that teachers with moonlighting behaviour were spending 1.12 

hours less per week on classroom practices than teachers who did not moonlight. 

The report shows that teachers’ moonlighting reduces the amount of time teachers 

spend on the teaching to their primary jobs by one hour per week.  

Again, the results from this study show that   male teachers are likely to moonlight 

than their female counterparts. Thus, this study focused on the investigation of the 

determinants of teachers’ moonlighting and examined the effects that teachers 

who moonlight have on their primary job in the US. However, as it is has been 

noted, Winter (2010) was neither interested to investigate the influence of 

teachers’ moonlighting on teaching nor examine moonlighting practices among 

teachers. Thus, this study intended to fill the knowledge gap existing in literature 
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by conducting a study on the influences of teachers’ moonlighting on teaching in 

Tanzanian secondary schools. 

Moreover, Jamadin and Noordin (2014) piloted a preliminary study on multiple 

jobs holding among teachers in Malaysia to investigate the participation of 

teachers holding supplementary jobs at once. The study used a survey design 

involving 11 items on job characteristics to assess the instruments in the 

investigation of multiple job holders in labour market. The study participants were 

teachers from public primary schools in urban areas. Twenty five questionnaires 

were randomly distributed to the study participants. Also, personal interview and 

observation were conducted with the school leaders. The reliability of multiple job 

holding characteristics was evaluated by using Cronbach’s Alpha coefficient. The 

descriptive analysis was conducted to identify the frequencies of the number of 

the respondents focusing on demographic data. The findings of this study found 

that 60% of the study participants were actively involved in multiple jobs.. 

Additionally, the study reveals that teachers’ supplementary jobs were related to 

educational field and others were unrelated to education such as agriculture, 

business and working with family(s). The results from this study indicate that 43.8 

% of the study participants were holding multiple jobs which were not related to 

education field whereas 25% were somehow related to education field. The study 

also indicates that multiple job holding among teachers is due to a number of 

reasons. Some teachers moonlight because of financial records which become the 

major factor driving some of them to hold multiple jobs at once. The second 

motive for moonlighting among teachers is personal interests. The study also 

reveals that teachers hold secondary jobs because they want to get extraordinary 

experiences from multiple jobs. Again, the study found that teachers engage in 

various types of occupations other than trading and petty businesses.  Despite its 

findings shedding some light on the current study, this study did not take concern 

on the influence of teachers’ moonlighting on teaching or answer the question of 

teachers moonlighting outcomes on teaching. Therefore, there was a need for the 

current study to bridge the existing gap in the context of Tanzanian secondary 

schools.  
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Furthermore, Hyder and Ahmed (2011) conducted a study on the dynamics of 

moonlighting in Pakistan. The study investigated the dynamics of moonlighting 

and association of occupations between primary and secondary job. The concern 

of the study was based on cross-section data labour force survey 2006-2007. The 

determination of the study was on male wage workers settling in urban areas. A 

quantitative approach with a probit model was employed to estimate the degree of 

moonlighting among the public servants. The sample of this study involved 17248 

male workers residing in urban areas.  The findings from this study reveal that 

90% of moonlighters were married and the average time spent on labour force 

was high for workers with moonlighting behaviours. Evidences from the study 

show that all occupations including clerks and craft involved in this study, had the 

probability of moonlighting.  

The motive behind moonlighting is underutilization of skills and hour constraints 

in the primary job. The study again reveals that the average age of workers who 

moonlight lies between 40 years. The results of this study also indicate that 

managers, professionals, technicians and elementary occupations are popular 

moonlighters. Lastly, the study analyzed the association between primary and 

secondary occupations and found that only technicians and professional are two 

categories in which workers hold secondary jobs in the same occupations. Thus, 

this study was not intended to answer questions concerning moonlighting in 

education field rather it was generalized with other occupations. Therefore, the 

current study intended to inform readers on the influence of teachers’ 

moonlighting on teaching purposely to fill the gap of knowledge existing in 

literature. 

Teder and Mikser (2019) conducted a study on teachers with multiple jobs by 

introducing a small-scale narrative study from Estonia, and proposed a 

preliminary typology of teachers holding multiple jobs. The aim of this study was 

to understand the meaning and importance that teachers give to their work-life 

narratives on their primary and secondary jobs. The participants of the study were 

carefully selected based on specific criteria where by eight teachers were 

interviewed. The study employed a life history methodology which focused on 

professional life histories. Interviews were used as an instrument for data 
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collection. The data were analyzed thematically by combining the deductive and 

inductive approaches. 

Results from this study indicate that teachers were satisfied with the field of 

teaching and felt self-actualized although they were found moonlighting in order 

to achieve certain internal and external needs.  Also, the interviewed teachers 

reported that they had realized their potential at school and prestigiously regarded 

teaching as one of the noble jobs. However, they were involved in multiple job 

holding parallel with their primary job. The supplementary jobs revealed in this 

study were both teaching and non-teaching and kept multiple jobs separated from 

the teaching profession. On the other hand, evidences from the study indicate that 

teachers moonlight in order to actualize and disclose their potential, self-

satisfaction and elevate the sense of self pride in the teaching practices. The study 

also shows that some of teachers used the earned income from secondary jobs to 

improve the environment of their schools and the methods of teaching. At the last, 

the study found that teachers holding multiple jobs started at the time of their pre-

service studies. In this regard, teachers treated their primary jobs more casually 

and considered additional job to be essential than the primary jobs.  Nevertheless, 

this study hardly took the concern of what specifically could be the influence of 

teachers’ moonlighting on teaching or answer the questions of what strategies do 

teachers use to balance both teaching and moonlighting at once. Therefore, the 

current study intended to answer these questions in order to contribute knowledge 

to the existing literature. 

Apart from that, Boateng, Adjei, and Oduro (2013) conducted a study to 

investigate the determinants of moonlighting in Ghana. The study used a 

quantitative approach with a probit regression model based on national work 

household statistical survey data which were undertaken in 1998/1999 and 

2005/2006 to investigate the determinants of moonlighting among the public 

workers in Ghana. Results from this study reveal that age factor increased the 

probability of Ghanaian workers to engage in moonlighting. This implies that 

younger workers who are more energetic have the likelihood of holding multiple 

jobs and the probability of holding a second job decreases as the energy factor 
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becomes no longer relevant. According to them, workers become weak and 

perform less in both primary and secondary jobs as one becomes old.  

The study again provides evidence that male employees have 3% point higher 

probability than their female counterparts holding multiple jobs in 1998 and 1999 

which seems to be consistent with Heineck & Schwarze (2004) who reveal that 

female workers in Germany had less probability of moonlighting than males. 

Additionally, the findings from this study indicate that married employees were 

found holding multiple jobs in 2005 / 2006 survey and this is consistent with the 

study by Owusu (2001) who contends that married employees have highest degree 

of moonlighting than the unmarried ones. Lastly, the study evidences that 

employees with secondary education and household characteristics have highest 

index of moonlighting purposely to earn more income that serves for higher 

dependency costs of their families. Boateng et al. (2013) used demographic factor 

to investigate the determinant of moonlighting among workers in Ghana. 

However, this study did not have the focus of this phenomenon in education or 

what definitely might be the influence of teachers’ moonlighting on teaching. 

Again, this study neither intended to examine moonlighting practices among 

teachers nor the impacts of teachers’ moonlighting and the strategies employed by 

teachers to harmonize the situation; hence, the need for the  current study.  

2.3.2 Empirical Studies in Tanzania 

Timothy and Nkwama (2017) conducted a survey study on moonlighting among 

teachers in urban Tanzania with a focus on public primary school teachers in Ilala 

district located in Dar es salaam region to examine the determinants of teachers’ 

moonlighting. This study used a binary logistic model that tested for the decision 

of primary school teachers to moonlight based on demographic factors such as 

age, sex, household size and marital status. Using a survey of 313 primary school 

teachers in 10 primary schools, the findings reveal that 39.4% of the teachers were 

holding secondary jobs. Again, the study shows that age, sex and years of 

teaching experiences were among the driving factors that had influenced teachers 

to moonlight. Regression results from this study show that male teachers engage 

in moonlighting than female teachers. It is revealed in the study that 62% of the 



 

23 

male teachers moonlight above the 35% of female teachers exhibiting 

moonlighting behaviour. 

Considering the age factor, the results show that the proportion of moonlighting 

among teachers lies at 26.6% in the group age of 35; 44.3% in the group age of 

35-44 years and 48.9% in the age of 45-60. Lastly, the study confirms that 

financial constraints were found to be the motive behind inducing 94.3% teachers 

to moonlight in order to fill the gap between the salary income and the required 

income to cover the living costs. In spite of the fact that this study used 

demographic factors such as age, sex, household size, and marital status as 

Boateng et al. (2013) to examine determinants of teachers’ moonlighting among 

primary school teachers, it hardly intended to investigate the influence of 

teachers’ moonlighting on teaching among secondary school teachers. Thus, the 

current study anticipated to add knowledge on the existing literature by examining 

moonlighting practices among secondary school teachers, the impacts of 

secondary school teachers’ moonlighting and investigating the strategies 

employed by teachers who moonlight to balance both school related activities and 

moonlighting practices at once. 

Likewise, empirical results from Mulokozi (2015) on teachers’ moonlighting and 

its impact on their job performance in Dar es salaam region show that insufficient 

salaries was among the leading factors that were  influencing  teachers to hold 

multiple jobs as the strategy  to  compensate  low income stemming from their 

unsatisfactory salaries. Using qualitative and quantitative approaches, the findings 

from this study reveal that 84.75% of the teachers who were moonlighting were 

influenced by financial drawbacks from their teaching occupation and 70.1% were 

found moonlighting due to the increased living costs stemming from their 

extended families. Additionally, the study reveals that 71.5% of the interviewed 

teachers reported that moonlighting affected their teaching performance in terms 

of inability to prepare the lessons adequately. Due to time constraints, some of 

moonlighters opted to teach without prior lesson preparations.  

Finally, the results indicate that the mechanisms used by school management to 

curb moonlighting behaviour were not effective. For instance, 100% of the 
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interviewed teachers on the strategies used to curb moonlighting reported that 

those strategies were not appropriate. These strategies included school attendance 

registers, inspecting teachers’ work, warning letters, school rules and regulations 

and provision of incentives. Others were special forms, establishment of remedial 

classes and physical follow up. This study examined teachers’ moonlighting and 

its effects on teachers’ job performance among secondary school teachers in Dar 

es Salaam, Tanzania. However, it did not specifically intend to investigate the 

influence of teachers’ moonlighting on teaching. The current study envisioned to 

fill that gap by answering questions regarding the nature of moonlighting 

practices among secondary school teachers, the impacts of teachers’ moonlighting 

and strategies that secondary school teachers use to moonlight alongside teaching. 

Similarly, evidences from Lyimo (2014) on the analysis of teachers’ low 

payments in Tanzania with the focus on public secondary schools in Moshi 

reveals that low income earned from teaching occupation as primary job among 

teachers influenced them to moonlight. Using qualitative approach, the descriptive 

findings indicate that teachers were involving themselves in multiple economic 

activities to supplement their insufficient salaries. Moreover, the study reveals that 

extra economic activities undertaken by teachers have detrimental impact to 

students’ academic performance and they adversely affect the quality of teaching.  

The results from this study also indicate that many teachers were dissatisfied with 

the amount of income received from their teaching profession. In this regard, 

some of teachers were found out of their working stations engaging in other 

rewarding extra activities to earn more income. 

However, this study did not intend to answer the questions stemming from the 

influence of teachers’ moonlighting on teaching. Rather, its focus was on the 

analysis of teachers’ low payment in Tanzania and how it affects teachers and 

students’ learning. Therefore, the current study intended to bridge this gap by 

examining the nature of moonlighting among secondary school teachers, 

investigating the outcomes of teachers’ moonlighting and exploring strategies that 

teachers use to fulfil school related activities of their primary full-time jobs and 

moonlighting. 
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2.4 Synthesis and Knowledge Gap 

Moonlighting among employees particularly public service has been one of the 

controversy phenomenon. The major reason for this controversy is the way it is 

practised (Timothy & Nkwama, 2017).  A number of studies  have revealed  this 

phenomenon with distinctive focuses (Winter, 2010; Jamadin & Noordin, 2014; 

Hyder & Ahmed, 2011; Teder & Mikser, 2019; Boateng et al., 2013; Timothy & 

Nkwama, 2017; Lyimo, 2014; Mulokozi, 2015). Foreign literature evidences that 

teachers’ moonlighting has attracted the attention of researchers (Teder & Mikser, 

2019).  Winter (2010) studied teacher moonlighting drawing evidence from U.S’ 

current population survey to investigate the determinants of teachers’ 

moonlighting on hours they spend in classroom practices. Also, Jamadin and 

Noordin (2014) conducted a study on multiple jobs holding in Malaysia to 

investigate teachers’ involvement in supplementary jobs at once. Again, Hyder 

and Ahmed (2011) and Boateng et al. (2013) studied moonlighting to investigate 

the dynamics and determinants of moonlighting among workers and found that 

demographic factors count as one of the determinants of moonlighting among 

workers.  

Despite   the availability of literature on teachers’ moonlighting, additional 

information was needed in the context of Tanzanian educational system. The 

fundamental questions that were to be answered are: What are teachers’ 

moonlighting practices among secondary school teachers in Tanzania? How do 

teachers’ moonlighting affect teaching? What are the strategies used by secondary 

school teachers to balance moonlighting activities alongside teaching? Thus, the 

current study anticipated to bridge this gap with an attempt to conduct a study on 

the influence of teachers’ moonlighting on teaching in Tanzanian secondary 

schools. 

2.5 Conceptual Framework 

A conceptual framework refers to the pictorial representation showing the 

interactions and interrelatedness of variables of the study (Cohen, Manion, & 

Marison, 2007). This study contained a pictorial model of three variables: 

independent, mediating and dependent variables. 



 

26 

Independent variables: part-time teaching, electronic transaction shops, retail 

shops, selling snacks, and mobile business.  

Mediating variables: leisure time, diverse individual needs, increased family 

needs, and individual desire for self-actualization. Others include insufficient 

salaries, availability of ample rewarding jobs, late coming to school, truancy, and 

misuse of sick leaves. 

Dependent variables: truancy, poor syllabus coverage, banking instructional and 

vague lesson preparation. Others include persistence of disciplinary cases, and 

poor formative assessment. 

The conceptual framework hereunder shows that existence of leisure time among 

teachers, diverse needs, individual desire for self-actualization, insufficient 

salaries, and ample rewarding jobs influence teachers to moonlight. The misuse of 

sick leaves, late coming to school, and truancy are used as an excuse for 

moonlighting (part-time teaching, electronic money transaction shops, retail 

shops, selling snacks, and mobile businesses). Thus, moonlighting practices 

among teachers compromise available time for classroom instruction leading to 

poor syllabus coverage, use of banking instruction, vague lesson preparation, poor 

formative assessment and evaluation, and limited time for teachers to update their 

knowledge. 
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Figure 2. 1: Conceptual framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

Representative Model on Teachers’ Moonlighting 

Source: Adapted from Mulokozi (2015) 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction 

This part entails research approach, research design, sample and sampling 

techniques, target population and location of the study. Other sections include 

methods of data collection, data analysis plan, validity and reliability of the 

instruments and ethical consideration.  

3.1 Philosophical World Views of the Study 

According to Creswell (2014), philosophical world views refer to research 

paradigms or philosophical orientations of the world and the nature of research 

brought to the study by the researcher.  The overall research methodology process 

is steered by a set of beliefs of the researcher. This means that the meaning of 

research methodology is drawn from the philosophical assumptions and 

paradigms of research (Creswell, 2007). These assumptions involve view point on 

the nature of reality (ontology), how the researcher gets to know what he/she 

knows (epistemology), the role of values (axiology), the research language 

(rhetorical), and the methods that the researcher use in the process (methodology) 

(Creswell, 2007).  

With reference to Creswell (2007), epistemological assumption stresses on the 

questions of relationship between the researcher and what is studied and/or 

intended to be studied. It is about how we get to know the truth of what we know. 

Epistemological assumption in this study was attained through collaboration with 

study participants in the field and familiarization to the study area. On the other 

hand, ontological assumption focuses on the nature of reality of the researched 

phenomenon. The nature of reality is subjective and multiple reality as viewed by 

informants in the study or objective as predetermined by the researcher (Creswell, 

2007). In this study, ontological assumptions were addressed through collecting 

subjective (qualitative) objective (quantitative) data from the field on the 

influence of teachers’ moonlighting in the selected secondary schools in Ubungo 

and Kigamboni Municipalities of Dar es Salaam city. 
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Moreover, axiology is about the question of what is the role of values. Here, the 

researcher acknowledges the value-laden of research and that biases are present 

(Saunders, Lewis, & Thornhill, 2009). Hence, axiology in this study was in situ in 

the sense that the researcher openly discussed values that shape the study basing 

on the researcher’s own interpretation in conjunction with interpretation made by 

participants in the field. Precisely, this study employed a pragmatic philosophical 

paradigm. With reference to Creswell (2007), pragmatism embraces the beliefs of 

what works either subjectively or objectively in the field. This world’s view takes 

the focus on the outcomes of research. Pragmatists believe in the external world’s 

independence of mind in that the world is not seen as an absolute unit. Therefore, 

the world view in this study was addressed through mixed methods approach 

(qualitative and quantitative) whereby multiple methods of data collection (in-

depth interviews, questionnaires and FGDs) were at the position to answer 

research questions of this study (Creswell, 2007).  

3.2 Research Approach 

This study employed a mixed research approach (quantitative and qualitative) due 

to the nature of the required data. This means that some of the required data were 

quantified whereas others needed participants’ voices. According to Creswell 

(2014) research approach refers to a plan and procedures for the study spanning 

the decision from broader perspectives to the detailed methods of data collection. 

It entails philosophical perspectives, designs and specific methods of data 

collection. Selection of appropriate research approaches depends on the nature of 

research problem, the researcher’s personal experiences, issues being addressed 

and the nature of target population (Creswell, 2014). A qualitative study involves 

in-depth investigation of the phenomenon using a small group of population 

(Creswell, 2007). Bogdan & Biklen (1998) contend that the purpose of qualitative 

investigation is not about generalization of the findings, it means to collect rich 

and detailed data to portray a full picture of the study problem. 

The use of both qualitative and quantitative approaches was influenced by the 

nature of the required data for this study. For instance, the data that reveal the 

outcomes of teachers’ moonlighting on teaching and the strategies that teachers 

employ to balance both school related tasks and moonlighting activities needed 
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informants’ voices and practical experience of this phenomenon. Thus, a 

quantitative approach could hardly handle these data. Therefore, the qualitative 

approach was proposed with the aid of in-depth interviews and focus group 

discussions to handle these data since it was appropriate to accommodate data 

regarding the respondents’ voices and experiences of the researched phenomenon. 

On the other hand, the data on teachers’ moonlighting practices were handled by 

quantitative approach in which close-ended questionnaires were used where 

quantification of data with computer software was put on place.  

3.3 Research Design 

Research design or strategies of inquiries are types of inquiry that encompass 

qualitative, quantitative and mixed research approaches that point to specific 

direction of the study (Creswell, 2014).This study employed a descriptive survey 

design as it incorporates both quantitative and qualitative data. Descriptive survey 

design describes factual data on the basis of variables of interests by gathering 

information and data on beliefs and predictions, attitudes and preferences, and 

behaviour on both past and present experiences (Cohen et al., 2007).  This design 

also consists of phenomena descriptions which may range from a narrative 

description or systematic and structured statistical data analysis.  Descriptive 

survey design describes phenomena without making analysis on the relationships 

existing among variables (Fraenkel & Wallen, 2000).  

This design was helpful in the collection of data through questionnaires, 

interviews and focus group discussions (FGDs) on teachers’ moonlighting 

practices, the outcome of teachers’ moonlighting on teaching, and the strategies 

that teachers use to balance both moonlighting activities and teaching as the 

primary full-time job (Omari, 2011). Data from classroom teachers, heads of 

schools, ward educational officials, district TSC officials and school quality 

assurers were gathered through this design.   

3.4 Location of the Study 

This study was conducted in Dar es Salaam city particularly in the selected 

government secondary schools only of Ubungo and Kigamboni Districts. Dar es 

Salaam city is found along the coastal area of the Indian Ocean. It is bordered by 
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Coastal region in the western part. The location was selected based on the 

references of Timothy and Nkwama (2017) and Mulokozi (2015) who studied 

teachers’ moonlighting in Dar es Salaam city particularly in Temeke, Ilala and 

Kinondoni. Since the selected areas have the same features as Temeke, Ilala and 

Kinondoni, and are found in Dar es Salaam city, the researcher was interested to 

study the same phenomenon in Ubungo and Kigamboni to reveal the fact of 

moonlighting in Dar es Salaam city. 

3.5 Target Population 

This study consisted of education actors as informants from Dar es Saalam city. 

These actors included classroom teachers, academic masters/mistresses, and heads 

of schools; ward education officers (WEOs), district Teachers Service 

Commission (TSC) officials, and School Quality Assurers (SQAs). The rationale 

for inclusion of these categories of informants was to amass factual information 

on teachers’ engagement in moonlighting activities and the way it influences 

teaching in Tanzanian secondary schools. The study anticipated to collect data 

from these actors in order to share their practical experiences and realities on 

teachers’ moonlighting.  

Classroom teachers were involved in this study since are the ones who really 

implement curriculum in the classroom. Moreover, these actors have been 

revealed in literature to moonlight (Winter, 2010; Mulokozi, 2015; Timothy & 

Nkwama, 2017; Lawrent, 2019) which became the rationale for their inclusion in 

this study. Thus, classroom teachers for this case were in the position to provide 

factual information about their experience on moonlighting practices and the 

strategies that they were using to moonlight alongside teaching. Furthermore, 

heads of school were involved in this study due to the fact that they are 

educational actors responsible to administer and supervise day-to-day school 

functions. They are obliged to ensure teachers’ effectiveness and efficiency in the 

implementation of curriculum on the ground. Due to the virtue of their positions 

as school leaders, they were in the position to provide precise information on 

teachers’ moonlighting and its effects on teaching.  
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Likewise, academic masters/mistresses were among the vital informants for this 

study since they were versed with authoritative power to supervise academic 

affairs of schools on behalf of heads of school. Due to their positions, they were 

able to provide information on teachers’ moonlighting and the way it impacts the 

business of teaching. Additionally, ward educational officials were included in 

this study because they are educational officials responsible to oversee 

educational affairs in their respective wards. Because of this reason, they have 

been experiencing moonlighting cases in their wards. In this regard, these 

informants were in a good position to provide reliable and accurate information on 

the nature of teachers’ moonlighting and its outcomes on teaching. Furthermore, 

district TSC officials were involved in this study for the reason that they were 

educational official responsible for teachers’ disciplinary cases. In this matter, 

these officials have been experiencing teachers’ moonlighting disciplinary cases. 

Thus, TSC officials could be able to reveal the impacts of teachers’ moonlighting 

due to their practical experiences as people responsible for overseeing teachers’ 

discipline. Lastly, school quality assurers were involved in this study because they 

are practitioners responsible to ensure education quality in schools. Thus, these 

informants had information on the extent to which teachers’ moonlighting was 

affecting teaching in their authoritative boundaries.  

3.6 Sample and Sampling Techniques 

3.6.1 Sample Size 

Decisions on the number of items (sample size) to involve in the study depend on 

the nature of the study and the kind of data required (Cohen, Manion, & Marison, 

2007). The sample size for this study was obtained through Yamane (1967) 

formula. Therefore, from Yamane (1967), the formula for sample size is:  n = 

N/1+N (e)², where n = sample size, N = population of the study, and e = level of 

precision of sampling error which is 7% or 0.07. The   number of secondary 

school teachers in Ubungo is 958 and Kigamboni is 388 thus making a total 

number of 1346 (URT, 2018). Thus, N = 1346, e = 0.07, now the sample size (n) 

= 1346/1+1346(0.07)² = 177. The sample size for this study was 177 informants 

from the selected secondary schools in Ubungo and Kigamboni of Dar es Salaam 

City. 
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Table 3. 1: Sample Size and Informants’ Categories 

Informants Categories Number of the Respondents 

Heads of school 06 

Academic masters/mistresses 10 

Classroom teachers 137 

Ward education officials 03 

District TSC officials 02 

Zonal SQA officials  01 

Teachers who moonlight (Moonlighters) 18 

Grand Total 177 

Source: Fieldwork (2020) 

3.7 Sampling Techniques 

Sampling techniques are the procedures taken by the researcher in selecting items 

for the sample of the study (Kothari, 2004). In order to obtain the sample of this 

study, the researcher employed purposive sampling, snowball sampling, and 

simple random sampling.  

3.7.1 Purposive Sampling 

Purposive sampling refers to the process in which   the researcher deliberately 

selects participants from the population (Creswell, 2007). In this study, purposive 

sampling was employed to select 10 academic masters/mistresses, 6 heads of 

school, 3 ward education officials, 2 district Teachers Service Commission 

officials, and 1 Zonal SQA since they were informants with unique characteristics 

and had specific information needed for this study.  

3.7.2 Snowball Sampling 

Snowball sampling is a non-probability sampling technique in which researchers 

identify a small number of informants with specific features that researchers are 

interested in (Cohen et al., 2007). Snowball sampling in this study was used to 

identify 18 teachers who were specifically moonlighting as they were key 

informants with second to none information regarding moonlighting and teaching 

at the same time. 
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3.7.3 Simple Random Sampling 

Probability sampling that entails simple random technique was used in this study 

to select 137 teachers from eighteen public  secondary schools. The rationale for 

this technique in this study was to provide equal chance to classroom teachers and 

academic masters/mistresses to participate in the study (Cohen et al., 2007). 

Randomization process of these informants was done through lottery process in 

which the numbers of the required informants were written on slip of papers and 

put in a container from which a lottery was conducted (Kothari, 2004) 

3.8 Methods of Data Collection 

Triangulation methods were used in order to collect valid and reliable data for this 

study. This was due to the fact that triangulation increased the chance of the 

findings’ validation since the use of multiple methods supplemented to each other. 

Triangulation is more accurate and precise because there are no perfect 

instruments of data collection. It means that the faults of one instrument are 

compensated by the strengths of another instrument (Creswell, 2014). Thus, the 

intended data for this study were gathered through interviews, focus group 

discussion, and questionnaires. 

3.8.1 Interviews 

Interviews are the oral interactions between the researcher and the respondents 

(Kothari, 2004). They are the means of communication which are naturally 

spoken by which the researcher gathers accurate data from study participants at 

hand. According to Yin (2011), interviews are natural devices which facilitate 

data collection of many facts. In-depth interviews were administered to heads of 

school; ward educational officers, district TSC officials, and Zonal SQA to 

investigate the participants’ understanding on teachers’ moonlighting and its 

consequences on teaching. This instrument was used to these informants to collect 

data on the outcomes of teachers’ moonlighting on teaching. In-depth interviews 

in this regard were concrete and precise to collect data on this theme since these 

educational actors were the ones responsible for administering and supervising 

curriculum instruction. Being educational managers and officials, they were found 

to have experience on this phenomenon and its consequences on teaching. 
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3.8.2 Focus Group Discussion (FGD) 

Focus group discussion refers to the form of group interview in which respondents 

interact within the group and discuss the topic provided by the researcher with the 

expectation to yield collective rather than an individual person’s views. It is from 

the participants’ interaction in which the data for study emerge. The participants 

have the autonomy to interact with each other rather than the interviewer and give 

out their views (Cohen et al., 2007). The data that were gathered through focus 

group discussion acted as the guide to revisit facts acquired from interviews and 

questionnaires. 

This instrument was employed to teachers who were specifically moonlighting in 

order to share their experiences on teachers’ moonlighting and the way it is 

practised on the ground. The rationale for using this instrument was to gather in-

depth information on teachers’ perceptions, concepts, and experiences on 

teachers’ moonlighting and the way teachers were engaging in moonlighting 

alongside teaching. Groups of 6 to 10 informants in the discussion were formed as 

advised by Krueger and Casey (2000) to ensure effective participation in the 

discussion. 

3.8.3 Questionnaires 

In this study, close-ended questionnaires were used to ensure the collection of 

quantitative data (Kothari, 2004). This method gave room to the participants to 

read and give their responses autonomously. In this case, there were 

questionnaires for classroom teachers, and academic masters/mistresses. These   

instruments were geared to help the researcher collect information on teachers’ 

moonlighting practice and the way they were practising moonlighting.  

3.9 Data Analysis and Interpretation 

This study employed a mixed research approach, thus, raw data were synthesized 

and analyzed on the basis of qualitative and quantitative data. 

3.9.1 Analysis of Qualitative Data 

Analysis and interpretation of data in qualitative studies are two sides of the same 

coin occurring concurrently (Hess-Biber & Leavy, 2006).   In this study, 
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qualitative data were collected through interviews and FGDs. Thematic analysis 

was employed to analyze and synthesize data from interview tools and FGDs as 

suggested by Braun and Clarke’s (2006). Braun and Clarke (2006) suggests 

thematic analysis framework with six stages which include data familiarization, 

generation of initial codes, searching for themes, and reviewing and refining the 

themes, give names to the themes, and interpretation of data. Thematic analysis 

was used since it is an approach that systematically analyzes qualitative data 

normally in the form of interview transcripts, field notes and questionnaire texts 

written by the respondents. Thematic analysis entails theme identifications or 

coding, data identification and result interpretation by synthesizing data that 

reflect study objectives or hypothesis and seeking common responses, 

relationships, theoretical construct and explanatory principles (Mills, Durepos, & 

Wiebe, 2010). 

During data analysis, sub-themes regarding the study objectives were developed. 

Interviews and FGDs were coded to reduce and locate study findings into main 

and sub-themes, patterns and concepts that match with the objectives of the study. 

Some information was kept for future use and the rest extraneous and meaningless 

information was rejected. Analysis and interpretation of data in this part focused 

on the unit of analysis and responses of teachers who moonlight-moonlighters, 

heads of school, ward education officials, district TSCs, and Zonal SQAs. 

Classroom teachers were regarded as informants with second to none information 

on this phenomenon since they were the key targeted informants envisaged to 

moonlight and one of the fundamental practitioners responsible for implementing 

the curriculum on the ground. Also, heads of school were considered crucial due 

to the reasons that they were the ones responsible to oversee day-to-day school 

functions. Again, ward education officers were important unit of analysis due to 

the virtue of their power to supervise educational affairs in their respective wards. 

Similarly, district TSCs officials were regarded as potential category of 

informants during data analysis and interpretation since they were the ones with 

power to discipline teachers for any misconduct revealed by teachers that 

contradicted the terms of employment. Lastly, Zonal SQAs were also important 



 

37 

unit of analysis because they were the ones versed with power to assure education 

quality in primary and secondary schools, and teacher education colleges.   

3.9.2 Analysis of Quantitative Data 

Data that were obtained deductively from closed-ended questions of questionnaire 

were quantified through descriptive statistics with the aid of computer software of 

Statistical Package for Social Sciences (SPSS) version 20 showing the frequency 

and percent of the informants involved in the study. This version provides 

information on the average point and distributions of data gathered (Loewen & 

Plonsky, 2016). The variables were coded according to the nature of questions of 

the questionnaire sheets. Lastly, data under this section were processed and 

analyzed through statistical descriptions by using tables representing frequencies 

and percentages of the participants’ responses. 

3.10 Trustworthiness  

This study also took a consideration of data trustworthiness since it incorporates 

qualitative data in one side whereas the other side consists of quantitative data. 

Trustworthiness of qualitative data is attained through paying attention to worth 

(Guba & Lincoln, 1985). Shenton (2004) presents four criteria as developed by 

Guba and Lincoln (1981) to ensure trustworthiness in qualitative inquiry.  

3.10.1 Credibility 

Credibility is equivalent to internal validity as addressed by positivists in which 

the researcher seeks to measure what is targeted (Shenton, 2004). Merriam (1998) 

argues that credibility is used as the congruence of the findings. Credibility in this 

study was attained through the use of in-depth interviews and FGDs as the 

appropriate methods to collect the actual intended data on the influence of 

teachers’ moonlighting on teaching and report them as presented by the 

informants in the real natural setting. Also, credibility in this study was adhered to 

through establishment of good rapport with the informants and enabling them to 

participate willingly. 



 

38 

3.10.2 Transferability     

Transferability is regarded as external validity in which the research findings can 

be used to a wider population (Merriam, 1998). Despite the arguments that 

generalizability in qualitative inquiry is hardly attained because of small number 

of informants and confined research context, (Shenton, 2004) argues that the 

samples are the representatives of the wider group. Thus, rejection of 

transferability should not be entertained. Transferability in this study was attained 

by providing contextual information about the studied area as it was collected 

through interviews and FGDs. Further, this study hardly intended a purely 

statistical generalization, generalization was attained through the use of Vroom 

(1964) expectancy theory to guide the whole research process and elucidate the 

findings of this study. Again, analytical generalization was attained in this study 

since the sampled informants including classroom teachers, academic 

masters/mistresses, WEOs, TSC officials, and zonal SQAs willingly provided the 

targeted data. 

3.10.3 Dependability   

Naturalistic inquiry uses dependability as an alternative term to reliability used by 

positivist researchers using similar techniques and participants in the context 

where the study was undertaken (Golafshani, 2003; Stenbacka, 2001). According 

to Merriam (1998), dependability means replication of the research findings with 

similar context and similar participants. Shenton (2004) argues that dependability 

is ensured through conducting a peer review, debriefing, audit trail, reflexivity, 

calculation of inter-rater agreements, and triangulation of the research methods. 

Thus, this study adhered to dependability by ensuring tranquillity and safe context 

for the informants to participate and provide the required data autonomously and 

without any coercion. Also, dependability was attained through a review of the 

collected data by the supervisor.  Moreover, the researcher triangulated the 

research sites in which data for this study were collected from public secondary 

schools from Ubungo and Kigamboni municipalities of Dar es Salaam city. 

3.10.4 Confirmability    

According to Winter (2000), confirmability means ensuring objectivity of the 

research findings in which the researcher is free from subjectivity and the 
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collected data reflect informants views. Confirmability in this study was 

addressed by presenting the findings as they were generated from the informants 

without subjecting them to the preferences of the researcher. This was attained by 

employing neutrality in the whole process of data collection and analysis to make 

sure that the meaning was drawn from the informants participated in this study.  

3.11 Ethical Considerations 

Ethics in research are crucial in assuring authenticity and quality of the study. The 

reason behind ethical issues in research is to ensure safety of the participants’ 

privacy through anonymity and informed consent (Creswell, 2014). He further 

adds that ethical issues cover the whole research process in the sense that they are 

considered prior to the study, at the onset, during data collection and data analysis, 

and during reporting and storing of the data. In order to ensure ethics in this study 

as addressed by Creswell (2014) the following were considered. 

Research Permission Letter: the consent to conduct this study was attained from 

the respective authorities. Ethical clearance letter was sought for from the 

University of Dodoma through the office of the Vice Chancellor. Again, the 

researcher got the ethical clearance letter from the Dar es Salaam Regional 

Administrative Secretary (RAS), District Administrative Secretary (DAS) and 

Education officials from Ubungo and Kigamboni Municipalities. These letters 

were used for prior consent to the study participants. 

Assurance of Confidentiality: the researcher ascertained that the information 

provided by the respondents remained anonymous. This means that the 

respondents’ names and school names were not mentioned in the study report; 

instead anonymous names were used to represent the informants that were 

involved in the study. 

Informed Consent: the researcher explained the purpose and benefits of the 

study to the respondents and told them that the information that they would 

provide to researcher would be for the research and not otherwise. Again, the 

consent from the informants was realised through the consent form designed by 

the researcher to ask for permission from the participants to record their responses 
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during interviews where necessary. This helped the researcher to get accurate and 

precise information during analysis of the data. 

Avoidance of Plagiarism: the researcher ensured that the literature incorporated 

in this study from other studies and sources were honestly and appropriately 

acknowledged from their origin sources. Also, the use of plagiarism checker was 

observed to avoid plagiarism.  



 

41 

CHAPTER FOUR 

RESULTS PRESENTATION AND DISCUSSION OF THE FINDINGS 

4.0 Introduction 

The fundamental focus of this study was to investigate the influence of teachers’ 

moonlighting on teaching in Tanzanian secondary schools. This chapter addresses 

the influence of teachers’ moonlighting on teaching focusing on three objectives 

addressed in the first chapter of this study. These objectives take an account of 

examining teachers’ moonlighting practices among secondary school teachers in 

Tanzania, to investigate the outcome of teachers’ moonlighting on teaching, and 

to examine the strategies that secondary school teachers use to harmonize 

moonlighting activities alongside teaching. Data were gathered from public 

secondary school teachers, academic masters/mistresses, heads of school, ward 

educational officers, District TSC officials, and SQAs from Ubungo and 

Kigamboni Municipalities of Dar es Salaam city.  

The foremost themes and sub-themes of this study were developed after critical 

reading, analysis, and interpretation of data collected from the field. Critical data 

analysis led to the emergence of specific patterns. Data collected through 

interviews and FGDs were analysed through thematic analysis as suggested by 

Braun and Clarke’s (2006) thematic analysis framework with six stages. The six 

stages addressed by Braun and Clarke (2006) include data familiarization, 

generating of initial codes, searching for themes, and reviewing and refining the 

themes, giving names to the themes, and interpretation of data. Data that were 

collected through questionnaires were analyzed through descriptive statistics with 

the aid of computer software of Statistical Package for Social Science (SPSS) 

version 20. 

4.1 Preliminary Findings 

4.1.1 Informants’ Characteristics 

The informants who participated in this study included 6 heads of school, 10 

academic masters/mistresses, and 137 classroom teachers from eighteen public 

secondary schools of Ubungo and Kigamboni municipalities. Others included 18 

teachers who moonlight (Moonlighters), 3 WEOs, 2 district TSC officials, and 1 
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zonal SQA. The demographic information of the study participants is presented 

before presentation of the sub-themes to provide a clear cut foundation for 

interpretation of the study findings. The Tables below present demographic 

information of the informants involved in this study.  

Table 4. 1: Informants’ Characteristics 

Categories of informants Frequency Percent (%) 

Heads of school 6 3.4 

Academic masters/mistresses 10 5.6 

Classroom teachers 137 77.4 

Ward education officers  3 1.7 

District TSC officials 2 1.1 

Zonal SQA official 1 0.6 

Teachers who moonlight-Moonlighters 18 10.2 

Grand Total 177 100.0 

Source: Fieldwork (2020) 

Table 4.1 indicates the distributions and categories of informants involved in this 

study in terms of frequency and percentage. Heads of school took 3.4% whereas 

academic masters/mistresses took 5.6% of the total informants involved in this 

study. Again, classroom teachers covered the highest percent of 77.4%. Others 

were WEOs with 1.7%, TSC officials with 1.1%, zonal SQA officials covering 

0.6%, and teachers who moonlight-moonlighters with 10.2%. 
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Table 4. 2: Informants’ Characteristics and Distribution by Age and Sex 

(N=177) 

Variable  Category Frequency (N) Percent (%) 

Age  20-25 3 1.7 

 26-31 34 19.2 

 32-37 83 46.9 

 38-43 39 22.1 

 44-49 10 5.6 

 50-54 5 2.8 

 55 above 3 1.7 

Total   177 100.0 

Sex  Male 43 24.3 

 Female 134 75.7 

Total  177 100.0 

Source: Fieldwork (2020) 

Regarding the sex of the study participants, 43 males, equivalent to 24.3% were 

involved in the study whereas 134 females corresponding to 75.7% participated in 

the study. The sex of the study participants was crucial to this study since it 

provided understanding to the researcher on which group sex was highly ranked 

as engaging in moonlighting activities.  

Considering the age groups of informants involved in this study, 83 informants 

equivalent to 46.9% were aged 32-37 years old. The other higher age group 

involved in this study was aged 38-43 years, in which 39 informants making 

22.1% of the total sampled study participants participated in the study. Also, 

informants aged 26-31 years took another higher rank in the study. This age group 

comprised of 34 informants corresponding to 19.2%. Also, others were 10 (5.6%) 

aged to 44-49, 5 (2.8%) aged to 50-54 and lastly 3 (1.7%) were involved in this 

study. Age groups in this study were essential in the sense that, they became the 

benchmark for the researcher to get an understanding on the age group highly 

involved in the business of teachers’ moonlighting among public secondary 

school teachers.   



 

44 

Table 4. 3: Informants’ Characteristics and Distribution by Level of 

Education and Teaching Experience (N=177) 

Variable Category Frequency (N) Percent (%) 

Level of Education Diploma 24 13.6 

 Bachelor Degree 136 76.8 

 Master Degree 16 9.0 

 Doctorate 1 0.6 

Total  177 100.0 

Teaching 

Experience 

0-4 16 9.1 

 5-9 79 44.6 

 10-14 50 28.2 

 15 above 32 18.1 

Total   177 100.0 

Source: Fieldwork (2020) 

Table 4.3 reveals that majority of the informants 136 (76.8%) involved in this 

study held bachelor degree. Diploma level comprised of 24 informants equal to 

13.6% of the informants sampled and involved in the study. Again, 16 master 

degree informants corresponding to 9.0% and only 1 informant amounting to 

0.6% of the total informants participated in this study. This part was vital 

regarding the nature of the information needed in this study. This part gave room 

to the researcher to familiarise himself with the data collected from the field. 

Making reference to teaching experience, 78 classroom teachers equal to 44.6% 

participated in this study and were rated with higher percent with teaching 

experiences of 5-10 years. Moreover, teaching experiences of 10-14 years was 

also ranked higher as it comprised of 50 classroom teachers equal to 28.2% of the 

total classroom teachers involved in this study. In addition, 32 teachers with 

teaching experiences of 15 above rated at 18.1% of the sampled classroom 

teachers involved in this study. Furthermore, a classroom teacher whose teaching 

experience was 0-4 years comprised of 16 teachers and was rated at 9.1% of the 

total informants involved in this study. Teaching experiences in this study was 
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also vital as it was among the basic foundations to the researcher to understand the 

nature of moonlighting practices among public school teachers.  

4.2 Research Findings 

4.2.1 Moonlighting Practices among Public Secondary School Teachers 

The first objective of this study was about examining teachers’ moonlighting 

practices among public secondary school teachers in Tanzania. Data on this 

objective were gathered from classroom teachers, academic masters/mistresses, 

heads of schools, and TSC officials. Raw data on this objective were read 

thoroughly and well interpreted in order to develop sub-themes. Informants’ 

voices were incorporated against the developed sub-themes to authenticate the 

targeted results from this objective. 

Table 4. 4: Moonlighting Practices among Public Secondary School 

Teachers (N= 147) 

Moonlighting Practices Frequency Percent 

(%) 

Part-time teaching 10 6.8 

Monetary Transaction Shops 16 10.9 

Retail-shops  13 8.8 

Whole sale shops 10 6.8 

Mobile business 12 8.2 

Petty business 21 14.3 

Motorcycle Taxi 12 8.2 

Taxi driving 6 4.0 

Selling snacks 11 7.5 

Agro-business 8 5.4 

Other institutions and NGOs 7 4.8 

Catering services 9 6.1 

Master of Ceremony (MC) 5 3.4 

Hair Dressing Salon and Barbershop 7 4.8 

Total  147 100.0 

Source: Fieldwork (2020) 
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Table 4.4 presents frequency and percent of classroom teachers and academic 

masters/mistresses participated in this study through questionnaires. It also 

presents a synopsis of moonlighting practices among secondary school teachers in 

Ubungo and Kigamboni municipalities of Dar es Salaam city. The classroom 

teachers and academic masters/mistresses who participated in this study reported 

diverse moonlighting activities that public secondary school teachers were 

undertaking alongside teaching as their primary full-time job to generate extra-

income to cover the salary gap. Petty businesses equivalent to 14.3%, seemed to 

be a dominant moonlighting activity. For instance, during FGDs with teachers 

from school C, one teacher argued that: 

“I have petty business that I do after school hours. I have a place 

at Mahakama ya ndizi market where I sell potatoes, onions, 

tomatoes, combs of bananas, food ingredients, and many other 

spices. Sometimes, I use school hours at my business especially 

on those days following holidays. Also, I go to supervise my 

business when the people who have employed to run my 

business become sick or have unavoidable excuses” (FGD at 

School C: 3
rd

 August, 2020). 

Again, Table 4.4 indicates that 10.9% of the informants under this table were 

engaging in monetary transaction shops, whereas 8.2% reported that they were 

engaging in motorcycle taxi (bodaboda) riding. Also, 4.0% informants said that 

they were engaging in car taxi driving such as Uber and Taxify, and 5.4% 

reported that they had agro-businesses. The current study’s findings under these 

sub themes conform to Vroom’s (1964) expectancy theory of motivation and 

Timothy and Nkwama (2017) in that teachers go an extra-mile looking for second 

jobs to fill the salary gap of their primary jobs. Timothy and Nkwama (2017) 

concur with the findings of this study as they report that primary school teachers 

in Ilala district were engaging in different moonlighting activities. They add that 

public minibus, motorcycle tax services, and mobile money agents were highly 

being run by primary school teachers as extra-income generating activities where 

extra-income was earned to ease the salary constraints.   

Again, Table 4.4 above indicates that 6.8% of the informants reveal that 

secondary school teachers were involved in whole sale shops, 8.2% other teachers 
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were engaged in mobile businesses and 8.8% said that they were engaging 

themselves in retail-shops. Working to other non-educational institutions 

contained 4.8% of the classroom teachers and academic masters/mistresses. 

Catering service took 6.1%, and hair dressing salon and barbershop stood at 4.8% 

out of 147 informants involved in this study through questionnaires. These 

findings agree to the assumption of Vroom’s (1964) expectancy theory that 

workers in the organizations exhibit working behaviour that conforms to their 

expectations.  The results from these findings reveal that teachers have been 

exhibiting moonlighting behaviour to boost their main job. These findings go 

parallel to those of Koomson et al. (2017) who   contend that teachers in public 

schools in Ghana had a number of moonlighting practices alongside teaching such 

as working in NGOs, whole sales and retail trading. According to them, these 

practices increased the rate of teacher-turnover in which teachers were leaving 

public service and joining business activities and others getting employed in 

private institutions. 

Moreover, during data collection, the researcher found some teachers selling 

snacks in schools during school hours. This was revealed by 7.5% of the total 

sampled teachers who reported that they were selling snacks during school hours. 

Some teachers reported that they were forced by their working climate to sell 

snacks at school in order to earn money for meals and transport costs since their 

salary(s) could not cover all the living costs of their teaching life. Regarding this, 

one teacher argues that: 

“I am selling snacks to teachers and even to students in the 

classroom during lesson presentation. It is not my own will to do 

so, but it is because of the nature of our working environment. If  

I  depend  only  on  my salary, I can’t manage to pay meal bills  

and transport costs. I have also a big Milling Centre at Mabibo 

market. I use the hours after school and during weekend to 

purchase grains for my Centre. I have bought a small truck that I 

use to collect grains to my Centre and supply grains to my 

customers. I sell different grains including rice, beans, 

groundnuts, and maize in terms of retail and whole sale” (FGD 

at School D: 27
th

 July, 2020). 
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These findings agree to those of Mulokozi (2015) that teachers in public schools 

have a variety of extra-income generating activities to do including selling snacks 

at school during school hours. According to her finding, the target customers are 

teachers and students since many public secondary schools have no food 

programmes for teachers and students.  

The other moonlighting practice revealed in this study was Master of Ceremonies 

(MCs) which consisted of 3.4% teachers of the sampled classroom teachers and 

academic masters/mistresses. During FGD, teachers said that they had a variety of 

moonlighting activities where they were earning more income to cover the costs 

of life expenses considering that they were living in the city where everything was 

too expensive. In relation to this, one teacher from School A said that: 

Professionally, I am a teacher teaching social study subjects, but 

I attend different functions as MC. I like to introduce myself as 

MC rather than a teacher since it is a job which is more paying 

than teaching especially in public schools. Even during school 

graduations and other social affairs at my school, I am the one 

who leads those events as MC. In fact, we are teaching in public 

schools not for the reason that there is sufficient salary to cater 

for our living costs; it is because public service is the comfort 

zone where many teachers live while doing other businesses that 

generate extra-income to pay for their daily life bills. The salary 

that we are paid can’t make the ends meet.  It can’t even help to 

build a house with at least two simple rooms (FGD at School 

A: 28
th

 July, 2020).  

The findings under this objective have exhibited the relationship with other 

previous studies. For instance, Timothy and Nkwama (2017) came up with 

findings that have correspondence with the current findings. They revealed that 

primary school teachers in Ilala Dar es Salaam were engaging in non-school 

related moonlighting practices including retail shops, micro and small scale 

trades, livestock keeping, and crop farming. They argue   that the only solution of 

surviving in the big city like Dar-es-Salaam was for teachers to opt for 

moonlighting practices. Also, Mulokozi (2015) found that teachers in private and 

public schools were engaging in salon activities and attending small gardening. 

She contends that teachers had a number of moonlighting practices because 



 

49 

teaching environment in Tanzanian public secondary schools is not supportive and 

the take home salary received is insufficient to cover all living costs. Referring to 

Vroom’s (1964) expectancy theory of motivation; workers live in the 

organisations expecting to attain satisfactory salary and other fringe benefits to 

cover their life expenses.  Therefore, if  they  do not  realise  their  expectations  

within  the  organisation  they  are  working with, they are likely to look for 

alternative jobs that generate extra-income to  satisfy their needs.  Regarding this, 

the findings from this study show that teachers were engaging themselves in 

moonlighting undertakings to earn extra-income to cover the salary gap stemming 

from teaching as their primary job. 

Part-time teaching was among moonlighting practice that was being engaged in 

by public secondary school teachers in the Dar es Salaam city. Results from this 

study show that 6.8% of the informants involved through questionnaires reported 

that they were engaging themselves in part-time teaching. In relation to this, in the 

course of interview sessions with one of the heads of school from B, it was 

narrated that: 

“I have a six year experience as a head of school in this school. 

In previous years, part-time teaching in Dar es Salaam city took 

the highest degree among the extra-activities undertaken by 

teachers.  However, nowadays, the number of teachers engaging 

in part-time teaching has been gradually decreasing because of 

the fear of the new regime. At this school, there are four science 

teachers who go for part-time teaching. I have been warning 

them several times, yet they still continue with their mission 

secretly” (Interview at School F: 6
th

 August, 2020) 

These findings conform to Kisumano and Wa-Mbaleka (2017) who reveal that 

lecturers at Congolese Christian University were involved in part-time tasks to 

other high learning institutions in DRC.  They add that professors in private 

universities in DRC had the highest rank of moonlighting particularly part-time 

lecturing because they were lowly being paid in their primary jobs. Furthermore, 

the present findings are consistent with those of Jamadin and Noordin (2014) who 

find that teachers in Malaysia were engaging in part-time teaching and were 

receiving salaries and wages from more than one employer. Their findings 
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indicate that teachers with multiple jobs had deviated from their primary jobs due 

to the reason that they were not satisfied with the earnings obtained from primary 

jobs, that is why they opted to look for the second jobs where extra-income was 

earned. This conforms to the perspectives of Vroom’s (1964) expectancy theory 

that employees have the likelihood to find an alternative job if their primary full-

time jobs do not satisfy their socio-economic needs.  

In addition, during of interview sessions with heads of school and TSC officials, 

other moonlighting practices being  done  by public secondary school teachers 

were mentioned .  On this, the head of school from school C said that: 

“In my school, teachers have different income generating 

activities which they do after school hours. They have small 

scale industries including soap production, oil manufacturing, 

and bricks production. I, the head of school, have a small oil 

industry where products like hand sanitizers, and hand wash 

soaps are produced. I and my colleague teachers with second 

jobs have employed other persons to run our businesses. We 

often supervise our businesses after school hours. The motives 

influencing me and my workmate teachers to engage in 

moonlighting activities are insufficient salary, lack of transport 

allowances, lack of meals and accommodation, inadequate 

salary advancement and prior preparation for retirement”( 

Interview with a Respondent at School C: 3
rd

 August, 2020). 

Again, during interview with one of the TSC officials in district A, other 

moonlighting activities being practised in Dar es Salaam city were highlighted:   

One teacher who is in our authoritative boundaries has big 

stationery near a certain institution where he earns more income 

to cover the salary gap. He has employed other people who run 

and supervise the business in his absence. He sometimes leaves 

the school during school hours to take care of his business as he 

is the Chief Executive Officer of his business. Another teacher 

has her own private school here in Dar es Salaam. She is the 

CEO of her school and she has employed the head of school 

whose main duty is to discharge administrative functions in her 

absence (Interview with a Respondent at District A: 23
rd

 

March, 2020). 
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The above findings are supported by the views of Winter (2010) who finds that 

teachers in USA possessed big firms and small scale industries that they were 

attending at the same time with teaching in public schools. According to him, 

these moonlighting practices were affecting the time that teachers were obliged to 

devote to curriculum practices in schools.  Generally, the findings from Winter 

(2010) and Vroom’s (1964) expectancy theory perspectives, show that it is 

obvious for workers to leave their main jobs considering that the primary jobs do 

not satisfy their needs. Considering the findings from the current study, many 

teachers have been frequently reported to hold multiple activities that generate 

extra-income to cover their salary gap.  

4.2.2 The Impacts of Teachers’ Moonlighting on Teaching 

The second objective on this study intended to investigate the impacts of teachers’ 

moonlighting on teaching. Data for this objective were collected from classroom 

teachers; heads of schools, academic masters/mistresses; WEOs, district TSC 

officials, SQA, and teachers who moonlight-moonlighters. The analysis and 

interpretation of the findings to this objective focused on the development of sub-

themes.  

4.2.2.1 School Timetable     

The impacts of teachers’ moonlighting on school timetable was very imperative in 

this study because curriculum practices at school centre  on time available for 

classroom instruction and time on task where curriculum instruction takes place. 

Classroom teachers and academic masters/mistresses were asked through 

questionnaires to reveal the extent to which teachers’ moonlighting was affecting 

school timetable. Regarding teachers’ moonlighting, these informants were asked 

about teachers’ school attendance, leaving the school for some time and coming 

back to school. Some of them said that they were leaving the school in order to go 

to supervise their moonlighting activities during school hours. Others said they 

were engaging in other income-generating activities after school hours. Table 4.5 

below indicates the definite time for teachers’ moonlighting practices. 
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Table 4. 5: Time for Teachers’ Moonlighting (N=147) 

Duration Frequency Percent (%) 

During school hours 19 12.9 

After school hours 48 32.7 

After school hours and holidays 60 40.8 

During holidays 20 13.6 

Total 147 100.0 

Source: Fieldwork (2020) 

Table 4.5 shows that many teachers who were moonlighting   were engaging in 

those practices after school hours. The findings indicate that 12.9% of the total 

classroom teachers and academic masters/mistresses involved in this study 

through questionnaires revealed that teachers were doing their business during 

school hours whereas 32.7% said that teachers were engaging in moonlighting 

activities after school hours and during holidays. Again, 40.8% said that teachers 

had been engaging in moonlighting activities after school hours, and 13.6% said 

that teachers did their business during holiday.  

Through interview sessions, heads of school were asked to air out their views on 

teachers’ moonlighting activities done during school hours. They argued that, to 

some extent, teachers’ moonlighting were compromising school timetable. This is 

due to the fact that some teachers were leaving their working stations and their 

lessons untaught to care for their business. They also said that the school calendar 

indicates that 194 days available time for classroom instruction and 40-80 minutes 

are defined as time on task that a teacher has to attend a lesson in the classroom. 

Bad enough, some teachers who were being engaged in moonlighting 

undertakings did not adhere to the scheduled school timetable to facilitate their 

lessons efficiently.  

On this, the head of school from school A said that: 

At my school, there are two teachers who have restaurants near 

the school campus. The school management has warned them 

twice about their tendency of leaving their lesson untaught and 

going to their restaurants to care for enduring issues of their 
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businesses. Thus, these teachers have been trying to use 

remedial time to compensate their lesson. The experience shows 

that during remedial time, many students are tired because of 

being exhausted by a number of lessons. Consequently, trying to 

compensate their lessons during remedial time particularly 

during evening, leads to ineffective teaching making students 

fail to grasp knowledge as it was expected earlier (Interview 

with a Respondent at School A: 30
th

 August, 2020). 

These findings concur with  the study undertaken by Lyimo (2014), Ara and 

Akbar (2016) and Timothy and Nkwama (2017) which reveal that teachers 

intentionally leave the business of teaching to spare time for supplementary jobs 

that they hold along curriculum practices in their main schools as evidenced in 

this study. Again, these findings are similar line with the viewpoints of Vroom’s 

(1964) theory that the behaviour exhibited by workers in the organization defines 

their satisfaction level. Now, teachers leave the curriculum practice in their 

schools looking for second jobs which add on income as revealed in this study. 

Also, the researcher was interested to hear the voice of the school leaders about 

teachers’ moonlighting practices that teachers do after school hours and during 

holidays. The head of school from school C said that school timetable was highly 

compromised in the sense that some teachers who engaged in multiple activities 

after school hours were also behaving in the same way.  Some teachers engaging 

in moonlighting practices were complaining too much and had a lot of excuses. 

She was of the views that: 

The effect to school timetable is on late coming and earlier 

leaving the school due to multiple jobs that some teachers do in 

the darkroom. Teachers who moonlight complain too much.  

They do not comply with the school directives since they have 

other income-generating activities to do. They use such 

opportunity as an excuse for moonlighting. We, as heads of 

school, have tedious tasks having to lead teachers of this kind 

(Interview with a Respondent at School C: 31
st
 July, 2020). 

These findings are supported by the ideas of Ologunde, Akindele and Akande, 

(2013) who stress that lecturers in Nigerian Universities were  involving 

themselves  in moonlighting undertakings that compromised their performance in 
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terms of lecture hours per week, publication of papers and journal articles, and the 

number of projects that they were obliged to supervise. Again, Wesonga (2011) 

conforms to the findings of this study by revealing that lecturers in Uganda were 

moving from one university to another looking for part-time opportunities like 

conducting researches where they could earn more extra-income. He argues that 

the tendency of lecturers to hunt for part-time opportunities had a high probability 

of distorting lecture hours of their primary full-time universities. Additionally, 

Winter (2010) argues that teachers who moonlight spend lesser time in classroom 

instruction since  most of  the time is spent on moonlighting practices as 

established in this study and the standpoints of Vroom’s (1964) expectancy theory 

of motivation. His findings show that moonlighting among teachers reduces the 

amount of time that teachers spend on teaching to their primary full-time jobs. 

Likewise, Teder and Mikser (2019) came up with similar results to the current 

study showing that teachers who moonlight to some extent have limited time 

which they use in their business of teaching compared to teachers who do not 

moonlight. 

4.2.2.2 Classroom Preparation and Lesson Facilitation 

Classroom preparation and lesson facilitation was another vital variable that the 

researcher intended to know about the extent to which teachers who were 

moonlighting were affecting them. The findings reveal that some of the teachers 

with critical moonlighting failed to make sound classroom preparations since they 

were overloaded with extra-income generating activities alongside teaching. The 

findings show that some teachers who were found moonlighting had no effective 

preparation schemes of work and lesson plans (26.5%), overflying the material 

when teaching (16.2%), poor teaching resources (14.3%), ineffective prior-

preparation (14.3%), ineffective lesson preparation (11.6%) and they lacked 

ample time to master the subject content knowledge (17.1%). Table 4.6 highlights 

these findings. 
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Table 4. 6: Impacts of Teachers’ Moonlighting on Classroom Preparation 

and Lesson Facilitation (N=147) 

Variables  Frequency Percent (%) 

Ineffective schemes of works and lesson plans 39 26.5 

Ineffective prior-preparation  21 14.3 

Overflying teaching materials 24 16.2 

Poor teaching resources 21 14.3 

Poor mastery of subject content knowledge 25 17.1 

Ineffective lesson presentation 17 11.6 

Total 147 100 

Source: Fieldwork (2020) 

Table 4.6 shows the responses of classroom teachers and academic 

masters/mistresses which reveals the extent to which classroom teachers were 

hardly preparing a sound lesson due to the influence of teachers’ moonlighting 

undertakings. Considering the impacts of teachers’ moonlighting particularly on 

classroom preparation and facilitation, heads of school were of the views that 

many teachers who were moonlighting had inadequate time to prepare their 

lessons effectively.  On this particular issue, the head of school F was   of the 

view that: 

Teachers at my school who seriously engage in entrepreneurial 

activities have no good schemes of work and lesson plans. They 

teach too fast to save time for their businesses. Others were 

overfiding students by providing them with all notes to them at 

once. Bright students are the ones who are used to write notes to 

other students. Some teachers sell snacks in the classroom 

during lesson presentation. Sometimes students come in my 

office to report the incidents of teachers who sell snacks during 

lesson presentation (Interview with a Respondent at School F: 

24
th

 July, 2020).  

These results are consistent with the findings of Timothy and Nkwama (2017) 

who came up with almost the same results to the current study. They establish that 

some of the primary school teachers in Dar es Salaam who were engaging in 

moonlighting activities had unsatisfactory schemes of work and poor lesson 
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preparation. Again, Winter (2010) is of the view that teachers’ moonlighting 

influences teachers to spend lesser time in curriculum practice making them have 

limited time for classroom preparation as established in this study. In this regard, 

teachers are unable to spare time for scheme of work preparation, lesson plans, 

teaching resources and/or have enough time to go through reading regarding their 

areas of specialization. This conforms to the assumption of Vroom’s (1964) 

expectancy theory of motivation that, the primary job with inadequate payment 

has little value in which lesser time is devoted compared to the second jobs that an 

employee earns extra-income from. 

Moreover, the heads of school involved in this study contended that some teachers 

who were exhausted with multiple jobs were employing poor teaching resources 

and were in conflicts with students. The head of school E viewed that teachers 

who were  engaging themselves  in moonlighting activities at her school had 

quarrels with students who were  taking  snacks on credit  but  failing  to pay on 

time:  

 “I gave a warning letter to one of the teachers who were selling 

snacks in the classroom and during lesson presentation. She was 

giving many home activities to students who had failed to pay 

her money for the snacks they had taken on credit. Some 

teachers who moonlight distort their competence in the area of 

their specialization. This is due to the reason that they 

sometimes become busy to the extent of lacking time to prepare 

themselves for classroom instruction particularly schemes of 

work, lesson plans, lesson notes and other teaching resources” 

(Interview at School E: 30
th

 July, 2020). 

 The findings of  this study especially on  this sub-theme, match with those  of 

Kisumano and Wa-Mbaleka (2017) who contend that most of the  professors 

tended to rush their teaching when facilitating lectures in their primary full-time 

universities. Sometimes even in the universities where they were moonlighting, 

teaching was at the cross-road since it was slanted by rushing it as a strategy to 

serve both masters. They add that professors tended to offer their courses very 

quickly and they were delaying lectures, tests and assessments. This was lessening 

their effectiveness and efficiency in teaching. Furthermore, Mulokozi (2015) 
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stresses that teachers in public secondary schools had no effective classroom 

preparation. She adds that they had the tendency of overfeeding notes to students 

because of time limit as it was revealed in this study. In addition, she argues that 

nowadays, teachers are busy with entrepreneurial activities and have little spared 

time for classroom preparation and lesson presentation.  

4.2.2.3 Syllabi Coverage 

Syllabi coverage was another essential area in which the researcher intended to 

know the degree to which teachers’ moonlighting was affecting its 

accomplishment. Questionnaires for classroom teachers and academic 

masters/mistresses entailed questions that sought the truth as to whether 

moonlighting practices among secondary school teachers were compromising the 

coverage of syllabi of their respective subjects. In this regard, 61.9% of the 

classroom teachers and academic masters/mistresses participated in this study 

through questionnaires agreed to the fact that they had no sufficient time for 

syllabi coverage of their respective subjects. Table 4.7 reveals this fact in which 

classroom teachers and academic masters/mistresses were asked to agree or 

disagree if teachers who were moonlighting had limited time for students’ 

assessments and evaluations.  

Table 4. 7: Teachers’ Moonlighting and Syllabi Coverage (N=147) 

Source: Fieldwork (2020) 

During FGD, some of classroom teachers argued that they had no sufficient time 

to complete syllabi as they were concentrating on second jobs rather than teaching 

as their primary full-time job. Reacting on this, one of the classroom teachers 

said: 

Options  Frequency Percent (%) 

Yes 91 61.9 

No 56 38.1 

Total 147 100.0 



 

58 

“Accomplishing the syllabus of the subjects that I facilitate to 

me, it is something tough. You know, it is impossible to use 

most of my time in this business of teaching, because teaching 

can’t cover all my living costs considering the fact that we are 

living in the city which is very expensive. Sometimes, I 

compromise ethical and moral values of my profession by lying 

to the head of school that I have some family problem or I don’t 

feel well. The purpose   behind all this is to remain at my 

business where I earn more income” (FGD at School C: 28
th

 

July.2020). 

Another teacher viewed that she could not attend the school effectively since it 

was through her catering business where she was managing to pay transport costs, 

rent charges and school fees for her children.  She maintained that:  

“Teachers who aren’t moonlighting have no teaching morale 

because they are unable to pay their bills. As you know, our 

salary isn’t sufficient to pay all bills in our daily teaching life; 

teachers have no rent allowance, transport allowance, and 

teaching allowance. Thus, it is my duty to make sure that my 

business is able to pay for my life expenses regardless of the 

conflict that I encounter with my school management due to 

unsatisfactory school attendance. I have been warned. However, 

the business is moving”. (FGD at School D: 24
th

 July, 2020) 

These findings are further supported by the ideas of Betts (2004) and Lyimo 

(2014) that teachers with multiple jobs have limited time to accomplish their 

teaching schedules on time. Betts (2011) adds that unsatisfactory teaching with 

superficial syllabus accomplishment puts students and schools in a dilemma of 

less students’ learning and academic performance. Moreover, Kisumano and Wa-

Mbaleka (2017) reveals this fact as evidenced in this study that Professors at 

Congolese Christian University were delaying the courses and tests since they 

were overloaded with part-time tasks to other universities where they were 

earning more income. This reveals the fact that teachers are unable to accomplish 

their respective courses due to moonlighting practices as revealed in this study. 

Apart from FGD with classroom teachers, heads of school maintained that some 

of the teachers who moonlight had inadequate time to complete their subject 

syllabi. In the course of interview sessions, the head of school from school C 
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revealed that moonlighting among teachers at her school had detrimental ending 

in accomplishing syllabi of their respective subjects. She said that: 

“Teachers who moonlight at my school have been in quarrels 

with the office of the head of school. This is   because their 

businesses have been affecting the school timetable and 

accomplishment of subject syllabus. For instance, some of the 

teachers with moonlighting behaviour stay at their business 

centres for some time taking care of their business when their 

assistants employed to run the business aren’t present or are 

sick.  Many teachers here in my school and experience from 

other schools, fail to balance both teaching and moonlighting 

practices.  Most of them use sick leaves, late coming and asking 

for permission with the intent to attend their moonlighting 

activities” (Interview with a Respondent at School B: 29
th

 

July, 2020). 

These findings agree with the findings of Mulokozi (2015) and Husain (2014) 

who ascertain that moonlighting among teachers has direct and unforeseen impact 

on subject syllabi and course modules. Again, Mulokozi (2015) opines that 

secondary school teachers who were moonlighting had many remedial sessions as 

the strategy to cover the syllabus gap that they had created because of 

moonlighting practices. She stresses that some of teachers in public secondary 

schools hardly covered their syllabi since they were nowhere to be found during 

school hours and other teachers had been working full-time in private school 

despite   being public school teachers.  

4.2.2.4 Students’ Assessment and Evaluation 

Another important question through questionnaires that was posed to classroom 

teachers and academic masters/mistresses was about how teachers who were 

moonlighting had sufficient time to mark students’ exercises and assignments, and 

whether teachers’ moonlighting was affecting assessment and evaluation of 

students’ learning progress. With reference to the study findings, 68.7% of the 

classroom teachers and academic masters revealed that teachers’ moonlighting 

was one of the bottlenecks obstructing effective assessments and evaluation of 

students’ learning progress. Table 4.8 below shows the frequency and percent of 

classroom teachers and academic masters/mistresses participated in this study 
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through questionnaires about the way teachers’ moonlighting distort assessments 

and evaluations of students’ academic progress. 

Table 4. 8: Teachers Moonlighting on Students’ Assessment and Evaluation 

(N=147) 

Options  Frequency Percent (%) 

Yes 101 68.7 

No 46 31.3 

Total 147 100 

Source: Fieldwork (2020) 

The influence of teachers’ moonlighting on students’ assessment and evaluation 

was among the variables of interest that gained momentum in the course of 

interview with the WEOs and heads of school. The interview guide to ward 

educational officers and heads of school intended to know the degree to which 

teachers’ moonlighting was affecting the assessment and evaluation of students.  

On this, the WEO from ward A revealed that teachers had insufficient time to 

assess and evaluate students’ academic learning progress because of being busy 

with moonlighting practices. She claimed that:  

We ward educational officers have the authoritative power to 

supervise day-to-day educational affairs in our wards. Two 

weeks ago, I went to one of the secondary schools in my ward, I 

noted quarrels and misunderstanding between the head of school 

and classroom teacher. The quarrel was on students’ results 

since that particular teacher failed to submit students’ academic 

results in academic office on time. After making a follow up, I 

found that, that teacher had a big whole sale shop here in Dar 

Salaam. This made him lack adequate time to undertake 

students’ assessment and evaluation (Interview with a 

Respondent in Ward A: 24
th

 March, 2020). 

Again, one of the heads of school from school F contended that: 

One of the basic terms of contract between the teacher and 

his/her employer are students’ affairs who are under his/her 

care. Therefore, the teacher is responsible to prioritize students’ 
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affair more than any other goings-on. Bad enough, some of the 

teachers who were moonlighting at this school had put forward 

their businesses making them have limited time to assess 

students’ competence in terms of projects, portfolios, and hands-

on activities. Occasionally, these teachers have no adequate time 

even marking students’ tests and assignments on time” 

(Interview with a Respondent at School F: 4
th

 August, 2020).  

The findings of the current study correspond to the findings of Jamadin and 

Noordin (2014) that some teachers in Malaysia were exhausted by multiple 

activities to the extent of lacking time to attend students’ academic progress as 

scheduled in school strategic plans as evidenced in this study. The findings of this 

study under this sub-theme go in parallel way with Vroom’s (1964) expectancy 

theory of motivation addressing that workers have little values to their main jobs 

if the former jobs have low motives compared to the latter. Teachers do not value 

the importance of students’ academic progress yet have adequate time for  extra-

income generating activities as established in this study. 

Besides, during FGD in school C, some of the teachers who were moonlighting 

exhibited their testimonies that they had insufficient time to attend all school 

businesses as scheduled in school timetable and other school guiding principles.  

On this, one of the teachers revealed that: 

“In fact, I can’t lie that I can manage to make a follow up to 

every student’s academic progress because I have other business 

to do to help my kids survive here in town. The cost of my life 

expenses can’t be covered by the monthly salary that I earn. I 

have to be foresighted to survive in this city. Frankly speaking, 

teachers who don’t moonlight and calling themselves patriots 

are in the  wrong way since their facial expressions to us denote 

some sorts of envy to our life style” (FGD at School C: 7
th

 

August, 2020).  

Another teacher from school C during FGD said that his business had 

extraordinary value than teaching in public schools. He claimed that: 

The nature of my subject has been consuming a lot of time in 

projects, case studies, and tours. Wonderful! In this year, my 

students have not yet attended even a single study tour because I 
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am always busy supervising my business. The time that I could 

use for projects and case studies it is the one that I use to run my 

business. I have skipped those sections that need practical 

experiences and opted for other means of teaching. I can’t 

devote all my time to students’ affairs leaving my family in 

hardship” (FGD at School: C 7
th

 August, 2020). 

These findings go in parallel with Mulokozi (2015) who reveals that teachers who 

were engaging in multiple jobs had no enough time to attend students’ affairs as 

revealed in this study. She adds that assessment of students’ progress was one of 

the areas which were highly affected by teachers’ moonlighting practices. 

Similarly, Kisumano and Wa-Mbaleka (2017) finds almost the same findings as it 

is evidenced in this study that professors who were moonlighting as part-time in 

DRC had the tendency of procrastinating tests and assignments of their respective 

students because they were unable to serve both masters equally. 

4.2.2.5 Teachers’ Status and Professional Development 

Teachers’ status and professional development are key aspects in nurturing an 

effective teacher. A responsive teacher is made up of a combination of aspects. 

Thus, teachers’ status and professional development cannot be left behind when 

speaking about an effective teacher who is able to facilitate students’ learning as 

the prerequisite of being a classroom teacher versed with ethical and moral values. 

One of the important questions asked to the classroom teachers’ and academic 

masters/mistresses through questionnaires were to be acquainted with information 

if teachers’ moonlighting was distorting their status and creating a room for 

inadequate time for professional development. Regarding this finding, 78.9% of 

the informants under this sub-theme agreed that moonlighting among secondary 

school teachers was distorting teachers’ status as it was making them have little 

time for professional development. The question asked was: is it true that teachers 

engaging in moonlighting activities have no enough time for professional 

development enabling them to update their knowledge and teaching skills?  



 

63 

Table 4. 9: Teachers’ Status and Professional Development (N=147) 

Options Frequency Percent (%) 

Yes 116 78.9 

No 31 21.1 

Total 147 100.00 

Source: Fieldwork (2020) 

During interviews, heads of school said that many teachers who were 

moonlighting at their schools lacked enough time for intensive and extensive 

reading to master the subject content knowledge, attend workshops and seminars, 

and further training to improve their understanding in the area of their 

specialization. The head of school from school D made reference to this that: 

Some teachers who moonlight in my school have lost their 

personality as ethical teachers. Others dress in the manner which 

goes contrary to teachers’ culture. Teachers’ moonlighting in 

this school is something common since teachers engage in such 

business without any worry. For example, there is one teacher 

who has been employed here 10 years ago as a diploma teacher. 

Now, he has launched business firms here in Dar es Salaam city 

which make him lack time for further training. He is busy all the 

time. He sometimes even fails to attend social affiliation issues 

such as funeral ceremonies because of his business” (Interview 

with a Respondent at School D: 5
th

 August, 2020). 

The WEO from ward A, added that in her ward there were experiences of 

classroom teachers whose moonlighting activities had made them neglect 

curriculum practices including teacher professional development. On this, she said 

that: 

“From my experience as a ward educational officer, 

moonlighting among teachers compromise available time for 

classroom instruction and spare time for professional 

development. One English teacher in one of the secondary 

schools in this ward boycotted to attend workshops for the 

modern teaching methodologies because it didn’t pay any extra-

income rather than meals and transport allowance. This is 

because of being busy with other activities that pay more 
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income” (Interview with a Respondent at Ward A: 6
th

 

August, 2020).  

These findings agree with those of Ara and Akbar (2016) together with Kisumano 

and Wa-Mbaleka (2017) who stress that multiple jobs among university lecturers 

were making them too busy to update their knowledge that in turn would enable 

them to facilitate effective learning. Kisumano and Wa-Mbaleka (2017) reveal 

that professors at the Congolese Christian University who were moonlighting had 

limited time to conduct research which is among the prerequisite of professors’ 

professional development. They add that inadequate research production and 

publication have been affecting professors’ ability to facilitate learning among 

students. They have been failing to fulfil one of the major expected tasks from 

experts in higher learning institutions. Similarly, Mulokozi (2015) contends that 

nowadays, some teachers own pubs and other income generating activities which 

become as the barriers to attend seminars and workshops on teaching career. She 

adds that teachers have no ample time to attend teaching and learning training but 

are ready to spend more time in entrepreneurial skills workshops.  

4.2.2.6 Teachers’ Moonlighting and Teachers’ Attrition  

Multiple job holding among teachers have been influencing some teachers to 

leave public service. Some teachers leave public service and join private schools 

and others join business carriers. One of the fundamental questions incorporated 

in the TSCs interview guide was to collect information to whether the TSC office 

had experienced teacher turnover due to moonlighting behaviour among public 

secondary school teachers. The TSC secretary from district A responded to the 

question by saying that: 

“Some teachers request termination and leave the public service 

with no pay purposely to continue with other business in private 

institutions and entrepreneurial activities.  Basing on 

experiences in Dar es Salaam city, some teachers have left the 

business of teaching and have now launched big retail and 

whole sale shops at Kariakoo Centre. One teacher who was my 

classmate left the public service and he has now a big stationery 

and monetary transaction shop in Dar es Salaam city. Another 

teacher has big stationery near a certain institution” (Interview 

with a Respondent District A: 23
rd

 March, 2020). 
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Again, during interview session with the ward education officer from ward A, she 

responded to the question that, some teachers had left public employment and 

joined private schools that were paying more salary compared to public 

employment. She revealed that: 

“Some teachers have left their primary jobs and joined other 

activities which pay a lot of money. One of my college mates 

left teaching in public secondary schools and joined one 

prominent secondary school in Dar es Salaam city.  He was 

saying that he was looking for his future” (Interview with a 

Respondent District A: 24
th

 March, 2020)  

The current findings match with the findings by Bobbitt (1988) who argues that 

teachers in Washington, USA had unusual frequencies of teacher turnover due to 

the motive behind moonlighting practices among public school teachers as it was 

revealed in this study. Also, the current findings correspond to those by Fitchett, 

Heafner, and Harden (2016) that some teachers with multiple jobs had the highest 

degree of attrition due to financial reasons, profession escape and apprenticeship 

prior to quitting the teaching profession as established in this study. This is in 

agreement to the assumptions of Vroom’s (1964) expectancy theory that 

employees leave their main jobs to the second jobs with more rewards as 

evidenced in this study. 

Additionally, the TSC secretary from district B revealed that there was a number 

of moonlighting cases that were leading to teachers’ attrition, transfer, demotion, 

and termination. She also revealed the fact that secondary school teachers’ 

turnover due to the influence of moonlighting was on teachers’ mouths:  

Basing on my experience as the TSC official, I know of teachers 

who left the teaching in public secondary schools due to 

moonlighting activities. In most cases, the information on 

teachers’ moonlighting and attrition is on teachers’ mouths. 

Teachers’ moonlighting has resulted into termination, transfer 

and sometimes demotion. One teacher left teaching business 

with the intention to moonlight and launched a big pub. This has 

been affecting the teaching profession because the numbers of 

teachers has been decreasing especially science teachers who are 
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usually reported to quit teaching in public service” (Interview 

with a Respondent District B: 5
th

 August, 2020). 

As it is established in this study, Ara and Akbar (2016) came up with similar 

findings revealing that teaching is among the professions characterized by high 

degree of moonlighters and teacher attrition due to financial reasons. In the same 

findings, Molyneaux (2011) contends that moonlighting has increased the 

probability of shortage of teachers particularly in remote areas. He argues that 

some teachers who are employed in rural areas try through legal and illegal means 

to ask   for transfer to urban areas where there are opportunities to moonlight. 

Thus, those who fail to get legal transfer leave the public service and join other 

businesses. 

4.2.2.7 Teachers’ Moonlighting and Dysfunctional Conflict Affecting 

Teaching 

The influence of teachers’ moonlighting affecting teaching was one of the 

questions posed to heads of schools in the course of interview sessions. The 

researcher intended to know if moonlighting by secondary school teachers was 

bringing conflict to schools that in turn affected teaching. It was found that 

teachers’ moonlighting was creating a way to dysfunctional conflicts which was 

affecting teaching. The head of school from school B said that sometimes 

teachers’ moonlighting was   bringing conflicts that affected the teaching career. 

He said that some teachers who were not moonlighting perceived their 

counterparts who were moonlighting as irresponsible thus reducing the efficiency 

of teaching even to teachers who were not moonlighting. On this, she said that:  

Sometimes teachers’ moonlighting among teachers has been 

bringing conflict in this school. Teachers who don’t moonlight 

perceive others who moonlight as irresponsible and mediocre. 

This decreases teaching morale. As the head of school, I have 

experienced conflict being brought by teachers who moonlight. 

Occasionally, teachers who sell snacks in this school punish 

students who don’t buy their commodities. It makes students 

lose attention and motivation to attend a lesson taught by a 

particular teacher who moonlights. This creates hatred between 

teachers and students” (Interview with a Respondent in 

School B: 28
th

 July, 2020). 
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Moreover, the head of school D added that teachers’ moonlighting and conflict 

were the two sides of the same coin:  

“My office had a critical conflict with one of teachers who were 

moonlighting. The conflict rose because he was not attending 

the school as scheduled according to the school guideline. Once 

I started to make a follow up on his behaviour, it brought 

conflict that also involved the school board that was called in to 

rescue the situation. During this conflict students were not 

taught as it was planned to cover all topics before national 

examination since this teacher’s students were about to sit for 

national examination” (Interview with a Respondent School 

D: 27
th

 July, 2020). 

These findings are consistent with Koomson, Afful Jr and Villano (2017) who 

ascertain that moonlighting was a driving force for conflict in schools. They stress 

that multiple jobbing among public school teachers leads to staff conflict that in 

turn affects teaching practices.  The findings of this study are also in line with 

those of Kisumano and Wa-Mbaleka (2017) who argue that part-time teaching 

among professors at Christian University increased conflict and misunderstanding 

that occurred between University management and professors who were 

moonlighting without prior-approval of the university management.  

4.2.2.8 The Green Light Side of Teachers’ Moonlighting 

The general aim of this study was on the influence of teachers’ moonlighting on 

teaching in Tanzanian secondary schools. The researcher found that teachers’ 

moonlighting had also positive impact on teaching. During interview session with 

heads of school and FGDs with classroom teachers, it was revealed that teachers’ 

moonlighting had positive impact as it increased the teaching morale. Some 

teachers brought the part of income generated from moonlighting practices to 

their schools.  On this, the head of school C noted that: 

In my experience, teachers’ moonlighting in this school doesn’t 

distort teaching and teachers’ competence to that extent. 

Teachers who don’t moonlight are the ones who lack teaching 

morale since the monthly salary in this cadre doesn’t satisfy all 

life expenses of a teacher. The nature of the activities done by 

me and my colleague teachers don’t affect the available time for 
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classroom instruction. My teachers who moonlight have 

employed other people to supervise and run their businesses. So 

their  moonlighting  do  not  affect  the  school activities  to  that  

extent   (Interview at School C: 3
rd

 August, 2020).  

Likewise, heads of school were asked to give their views regarding their 

experience on what could happen if the government seriously banned 

moonlighting among secondary school teachers. The head of school C stressed 

that: 

The situation will be worse than the way it is today. This is 

because teachers’ moonlighting is the one that gives teachers 

income to run their life including renting houses, paying for 

transport and other basic needs. If the government seriously 

prohibit teachers to moonlight, it should make sure that teachers 

have supportive environment where they won’t be in trouble to 

pay house rent, transport bills, water bills, and other 

accommodation charges” (Interview with a Respondent 

School C: 3
rd

 March, 2020) 

Considering the green light of teachers’ moonlighting, the head of school A added 

that: 

Prohibiting teachers to moonlight kills teaching morale and 

academic performance. It is better to find the best way to 

regulate moonlighting activities among secondary school 

teachers. As teachers, we have to find the means of income 

generation so that we may get other sources of income to cover 

our life expenses. Teachers in my school engage in other 

businesses because their salary doesn’t satisfy their life 

expenses. For example,  in my school, we only provide tea from 

school income and teachers have to buy bites from their own 

pockets. Sometimes, I tell them to find the better way of doing 

their business that doesn’t compromise the teaching practices” 

(Interview with a Respondent School A: 31
st
 March, 2020). 

The findings of this study further match with Teder and Mikser’s (2019) findings 

that some public school teachers in Estonia were   holding second jobs thus 

contributing to their professional and financial development.  It was revealed that 

teachers considered second jobs as important in their bid to help their schools. 

They were also using the skills gained from their second jobs to improve their 
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teaching career. They advised that moonlighting today should not be viewed as a 

crime rather it should be regulated so that teachers engage in moonlighting 

without distorting teaching.  

During FGD at school D, some teachers who were moonlighting agreed that they 

were bringing the part of generated income to their school in different ways.  

Regarding this, one teacher said that: 

On some occasions, I bring back the generated income from my 

business to support students coming from absolute poverty. I 

give material support such as exercise books, pens, and pencils 

to my students coming from poor families. I also, provide 

stationery materials such as rim papers to my school using part 

of the income generated from my business” (FGD at School D: 

28
th

July, 2020). 

These results, further, support the idea of Kisumano and Wa-Mmbaleka (2017) 

who contend that moonlighting among Professors in DRC would have no harmful 

effects if it were to be well regulated and legislated. They add that employers had 

responsibilities to define the circumstances which made the moonlighters engage 

in second jobs. They said, further, that if moonlighting was well regulated, 

professors would be in a good position to earn more income from other 

universities and bring the profit to the institutions where they were working as 

their primary-full time jobs. On the other hand, the findings of the current study 

match with those of Thimothy and Nkwama (2017) who reveal that 69.1% of the 

sampled respondents showed that teachers’ moonlighting in Tanzanian primary 

schools did not affect teaching in their primary-full time jobs because many 

teachers were engaging in these activities after school hours outside the school 

campus and others had hired second persons to run their businesses. 

4.2.3 Strategies used by Secondary School Teachers to Harmonize 

Moonlighting Activities alongside Teaching 

The third objective in this study sought to examine the strategies used by 

secondary school teachers to balance moonlighting activities alongside teaching.  

To realise this objective, classroom teachers and academic masters/mistresses 

were questioned through questionnaires on the common strategies that teachers 
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who were moonlighting were using to balance both teaching in their primary full-

time jobs and those of moonlighting. With respect to this objective, it was found 

that teachers were using   a number of mechanisms to ensure that moonlighting 

was taking place. Many teachers said that they were employing visible and 

invisible strategies to serve both masters at once. Some of them argued that they 

had hired second persons to run the business whereas others said that they were   

doing their businesses during break time and during sports and games, after 

school hours and during holidays. Again, some teachers said that they were 

misusing sick leaves or regular permission and lying that they were living far 

away from the school location Table 4.10 below reveals   these findings. 

Table 4. 10: Strategies used by Teachers to Balance Teaching Moonlighting 

(N=147) 

Strategies Frequency Percent (%) 

Late coming to school 29 19.7 

Misuse of sick leaves 21 14.3 

Casual absenteeism 31 21.1 

Bribing the school management 12 8.2 

Rushed teaching 13 8.8 

Employing other people 41 27.9 

Total 147 100.0 

Source: Fieldwork (2020) 

The subsequent sub-headings discuss teachers’ moonlighting strategies presented 

in Table 4.10. 

4.2.3.1 Employing Second Persons and Misuse of Sick Leaves 

Interpretation from the Table 4.10 indicates that 27.9% of the classroom teachers 

and academic masters/mistresses through questionnaires who participated in this 

study stressed that they had employed other people to run and supervise their 

businesses. Again, 14.3% of the informants responded to questionnaires reported 

that they were misusing sick leaves by asking for permission pretending that they 

were sick or had family problems. During FGDs with classroom teachers, they 

argued that although they had employed other people to run and supervise their 
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business, they were misusing sick leaves as an opportunity to moonlight.   

Regarding this, one teacher narrated that: 

“I am doing my business after school hours, but in the situation 

where there is limited time after school hours to do my business; 

I use permission given purposely to make sure that my business 

is in progress. There are some seasons where the number of 

customers increases. In these seasons, I usually leave the school 

for some hours to contain the inflow of customers. However, I 

have employed other persons to handle   business in my 

absence” (FGD at School C: 28
th

July, 2020). 

Referring to the findings of this study, Sangwan (2012) came up with similar 

findings that employees in India were  wrongly  using the sick leaves as the loop 

hole to engage in other business alongside their primary full-time jobs. Again, 

Wesonga (2011) reveals the same findings  that lecturers in Uganda were  using  

the loop hole of university academic freedom to engage in other income 

generating activities. According  to Mathibe (2008), the  expectancy theory and its 

implications for employee motivation opines that, employees exhibit varying 

behaviour in their working  stations denoting their dissatisfaction level in their 

primary full-time jobs and engage in second jobs as revealed in this study. 

4.2.3.2 Casual Absenteeism and Late Coming to School 

Other strategies which were highly ranked in questionnaires for classroom 

teachers were casual absenteeism and late coming to school. In this regard, 

21.11% of the classroom teachers and academic masters/mistresses involved in 

this study through questionnaires said that they were casually not attending the 

school as an excuse for moonlighting. Again, 19.7% of the sampled classroom 

teachers and academic masters/mistresses said that teachers with multiple 

activities were coming late to school as the strategy of finding a room for 

moonlighting. One teacher from school D contended that he did his business after 

school hours and he sometimes left the working station for some days and went to 

run his business. He added that: 

I have a milling shop here in Dar es Salaam. I’m doing my 

business after school hours and during holidays. It doesn’t affect 

my teaching because we leave at school at 3:30 pm, this gives 
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me a room to attend my business without compromising the 

school timetable. There are circumstances where I come late or 

have to take a   fabricated permission of 2-3 days which I spend 

in my business. However, the school timetable is in progress. I 

do this when my business partners and labourers who I have 

employed are not present (FGD at School D: 7
th

 August, 2020). 

Another teacher from school C during FGD claimed that: 

I’m doing my business in school campus. I sometimes go to 

look for my business during break time and during weekends. 

Other days I supervise my business during class hours especially 

at the time when I’m idle with no lesson in the classroom. 

Teachers and students are the targeted customers of my 

business. For that reason, I have to dedicate my time at school 

ensuring that my customers have good service (FGD at School 

C: 28
th

July, 2020). 

The findings of the current study are consistent with Thimothy and Nkwama 

(2017) who contend that primary school teachers had unusual excuses, coming 

late to school and were resorting to casual absenteeism as the strategies for 

moonlighting. Also, Kisumano and Wa-Mbaleka (2017) came up with findings 

which match with findings of the current study. They opine that professors at the 

Congolese University were not attending lecture hours or undertaking research 

papers as scheduled in the University guideline.  These Professors were using that 

loop hole to moonlight. Additionally, Kisumano and Wa-Mbaleka (2017) reveal 

that other strategies that were being employed by professors to moonlight similar 

to the current study were to lie to their University management so that time for 

moonlighting was saved. These lies with baseless reasons found professors saying 

that they had family meetings or had sick relatives at their homes thus 

compromising their ethical and moral values.  

4.2.3.3 Bribing the School Management and Rushed Teaching 

Furthermore, 8.8% contended that they were overflying teaching as the strategy to 

save time for moonlighting and others 8.2% said that they were bribing their 

school leaders to ensure that the business of moonlighting was done with no 

barriers from school managements.  With respect to the third objective, teachers 

viewed their voices through FGDs that they had limited time for classroom 
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practices and employed rushed teaching because most of their time was used in 

second jobs where they were earning extra income. Others viewed that they had to 

share the income gained from second jobs with school leaders to ensure their 

security when moonlighting.  On   this, one teacher from school C argued that: 

“Most of the time, I’m busy with my business. I have limited 

time to prepare and present in the classroom effectively. What I 

do is to prepare adequate notes and give them to students to 

write. Being too loyal to the government with this meagre salary 

can’t make us even afford the basic needs of our families. 

Sometimes I go beyond our ethical values by sharing the same 

meal with my head of school to ensure the security of my 

employment” (FGD at School B: 7
th

 August, 2020). 

From the findings, it is clearly indicated that some of secondary school teachers 

engaging in second jobs had little time to attend their lessons effectively. They 

were using teacher centred strategy to facilitate teaching because of being busy 

with extra activities where they were earning extra-income. These findings align 

with those of Kisumano and Wa-Mbaleka (2017) who argue that lectures in DRC 

were overflying their courses since they were too exhausted due to their part-time 

tasks. Likewise, Vroom (1964) expectancy theory of motivation and Banerjee’s 

(2012) findings are related to the current study that employees become loyal to 

their  second jobs where they earn extra-income and become too shallow to 

perfom their tasks in the main jobs as it is less valued as evidenced in this study.  
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

This chapter is about summary of the study, general conclusions and 

recommendations based on the study’s findings. The chapter also gives 

recommendations for further research.  

5.1 Summary of the Study 

The summary of this study is divided into two parts: summary of the process 

involved in the study and the summary of the study findings. 

5.1.1 Summary of the Process Involved in the Study 

The current study was undertaken based on the goings-on controversies of 

moonlighting among public servants specifically teachers who have been 

frequently cited as one of the professions highly affected by moonlighting 

practices. The study took place in the context of Tanzanian public secondary 

schools particularly in Dar es Salaam city to investigate the influence of teachers 

moonlighting on teaching in Tanzanian secondary schools. Heads of school; 

academic masters/mistresses, classroom teachers, teachers who moonlight-

moonlighters, WEOs; district TSC officials, and zonal SQA official were potential 

informants involved in this study.  This study used Expectancy Theory of 

Motivation propagated by Vroom (1964) as its theoretical framework to guide this 

study. This theory is centric to workers’ beliefs that there is a close relationship 

between the efforts devoted to the organization and the way they perform different 

activities as scheduled in their organizational directives. 

Referring to internal and external literature, a thorough review was undertaken to 

get inputs on the nature of moonlighting and the way it is has been practised 

among teachers. Through literature review, a need was identified to undertake the 

study that would make the researcher to come up with a comprehensive picture of 

what denotes teachers’ moonlighting. Based on the objectives of this study, three 

assumptions were developed to investigate the influence of teachers’ 

moonlighting on teaching. Assumptions for this study said that teachers’ 

moonlighting would be both positively and negatively   influence teaching. Again, 
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it was envisaged that teachers would be in the position of moonlighting due to 

insufficient salaries and unsupportive teaching environment facing secondary 

school teachers. Similarly, the research had an assumption that classroom teachers 

would have a number of strategies that they would employ to balance both 

teaching in their primary full-time schools and moonlighting alongside teaching.  

Using a mixed methods research approach and descriptive research design, 

sampling techniques including purposive sampling, simple random sampling, and 

snowball sampling were used to select 177 informants involved in this study. 

Purposive sampling was used to select 6 heads of school; 3 ward education 

officers, 2 district TSC officials, and 1 zonal SQA. Simple random sampling by 

lottery means was used to select 137 classroom teachers and 10 academic 

masters/mistresses. Snowballing was used to identify 18 classroom teachers who 

were specifically moonlighting.   Questionnaires, interview guides, and FGDs 

guide were the research instruments used to collect the required data.  

5.1.2 Summary of the Study Findings 

The general objective of this study was to investigate the influence of teachers’ 

moonlighting on teaching in Tanzanian secondary schools. The study sums up the 

study findings consistently with the focus on study objectives. 

5.1.2.1 Moonlighting Practices among Secondary School Teachers 

It was found that secondary school teachers were holding a number of 

moonlighting practices that were generating extra income to cover the salary gap. 

Moonlighting practices such part-time teaching, petty business, retail shops, 

monetary transaction shops, agro-business, and catering services were common 

among secondary school teachers. Teachers argued that they were implicitly 

forced to engage in extra-income generating activities due to the mismatch 

between the salary received and the increased life expenses. Likewise, heads of 

schools and other education stakeholders involved in this study argued that, it was 

hard to prohibit moonlighting among secondary school teachers since it is through 

moonlighting where teachers were getting extra-income to pay for meals and 

accommodation and school fees for their children. They added that Dar es Salaam 

was one of the most expensive cities, thus, prohibiting teachers to moonlight 



 

76 

would distort teaching morale of the respective teacher engaging in moonlighting 

practices. 

5.1.2.2 The Outcome of Teachers’ Moonlighting on Teaching  

The second objective of this study was about the outcome of teachers’ 

moonlighting on teaching. Analysis and interpretation of   the findings under this 

objective found that teachers’ moonlighting had detrimental effects on school 

timetable. It was found that some teachers were vacating their working stations 

and going to take care of their businesses. Others were leaving their main schools 

and going for part-time teaching in private schools. Also, it was found that 

teachers’ moonlighting   was affecting teachers in the process of classroom 

preparation as they were unable to prepare effective and comprehensive schemes 

of work and lesson plans of their respective subjects. Another effect was 

concerned with syllabi coverage in which some of the teachers who were 

moonlighting were unable to accomplish their syllabi on time.   

Moreover, teachers who were found moonlighting had insufficient time to assess 

and evaluate students’ exercises and assignments.  It was noted that such teachers 

lacked sufficient time for intensive and extensive reading to master their subject 

content knowledge because of being busy with moonlighting practices. 

Furthermore, it was found that some teachers who were engaging in moonlighting 

activities were leaving the teaching in public schools to join private institutions. 

Others were joining businesses with second to none rewards. In the same line, it 

was found that sometimes teachers’ moonlighting was bringing conflict that 

affected teaching. It was also found that some teachers who were not 

moonlighting perceived their counterpart moonlighters as irresponsible thus 

reducing efficiency of teaching. On the other hand, teachers’ moonlighting had 

green light side. It was revealed that teachers’ moonlighting was increasing the 

teaching morale and sometimes the income brought from moonlighting activities 

helped to give assistance to students coming from poverty stricken families.   
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5.1.2.3 Strategies used to Harmonise Moonlighting alongside Teaching   

Teachers revealed a number of strategies employed to balance both teaching and 

moonlighting practices. Heads of school, academic masters/mistresses, and 

classroom teachers said that they used legal and illegal means that were favouring 

their moonlighting practices. Strategies like employing other people to run the 

business, late coming to school, misuse of sick leaves, and casual absenteeism 

were listed as among the common strategies employed by secondary school 

teachers as an excuse for moonlight practices. 

5.2 Conclusion of the Study 

Referring to the study findings, the summary of the current study has been made 

on the basis of the research objectives. The conclusion on this study is made here 

based on the study findings and discussion. 

i. It is evident that moonlighting to some of secondary school teachers is 

inevitable due to the increased life expenses with stagnant salary 

advancement and increment to teachers. Some teachers argued that 

teaching in public schools is not for the reason that there is sufficient 

salary to cater for their living costs. It is because public service is the 

comfort zone where many teachers live while doing other businesses. 

Thus, it is concluded here that there is a great need to revisit teachers’ 

salary payment system which in turn meets teachers’ needs regarding the 

increased life expenses. This would help to minimize the rate of 

moonlighting among secondary school teachers in Tanzania.  

ii. On the other hand, it was found that sometimes teachers’ moonlighting 

increased the teaching morale to teachers involved in moonlighting 

practices. It was revealed that in some occasions, moonlighting among 

teachers did not affect teaching. On the contrary, it was found that   some 

teachers who were not moonlighting   were the ones with less teaching 

morale since the received monthly salary in teaching cadre did not make 

them meet their basic needs. Thus, it is concluded here that there is a need 

of finding the best solution to regulate moonlighting activities among 

secondary school teachers so that teachers do other income generating 
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activities in the environment that does not compromise teaching or 

generate dysfunctional conflicts in schools. 

iii. Codes of conduct and standing orders in Tanzanian public service prohibit 

civil servants including teachers from involving themselves in other 

businesses that compromise the quality of service. Heads of school were 

asked to say   something regarding their experience on what could happen 

if the government strictly banned moonlighting among secondary school 

teachers. It was revealed that the situation would be worse than the way it 

is today. In this regard, it is concluded that if the government seriously 

prohibits teachers to moonlight, it should make sure that teachers have 

supportive teaching environment where they should be paid enough 

salaries to make them pay house rent, transport charges, and other 

accommodation charges. 

5.3 Recommendations 

With reference to the findings of this study, three forms of recommendations are 

made. They include recommendation for practice, recommendation for policy 

driven solution, and recommendation for further research. 

5.3.1 Recommendations for Practice 

Based on the study findings, recommendations emerging from informants have 

been made for future practice. 

i. Teachers as one of the core practitioners in implementing the   curriculum 

on the ground, have a big role to play in attaining educational goals in 

secondary schools. Despite the prominence of teachers in the 

implementation of school curriculum, yet their values are still in question. 

Thus, it is recommended that school managements have an obligation to 

design motivational system that adds value to teaching profession and 

encourage teachers to work at their best. Also, there should be terms of 

service with tangible pay package parallel to the increased life expenses. 

This will be one of the remedies against the increased high rate of 

moonlighting practices among public secondary school teachers. 
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ii. Moreover, recommendation has been made that, there should be salary 

advancement and increase; timely salary increment, promotion, house rent 

allowances; transport allowances, meals and accommodation, teaching 

allowance, and tuition fee allowances for teacher professional 

development. In absence of these aspects, it makes teachers to find 

themselves at the cross-road influencing them to find other means of 

income generation which compromise curriculum practices in their 

schools. The concern made by heads of school was that, many teachers 

have been struggling for meals and accommodation and suggested food 

programmes for teachers and students in schools. Thus, provisions of these 

aspects will enable to contain teachers stay at their working stations as 

required by school regulations. 

5.3.2 Recommendations for Policy-driven Solution 

Education policymakers and other cross-cutting authorities responsible to 

administer secondary school teachers should revisit standing orders and other 

government directives to allow teachers to hold other businesses under specific 

conditions. Again,  with policy-driven solution against teachers’ moonlighting, the 

moonlighters are expected to be at the position of sharing financial gain to the 

employers of their primary jobs. Recommendation is made that teachers’ 

moonlighting should not be prohibited but should be regulated and conditioned as 

other professionals like medical doctors. In this regard, the focus should be on the 

accomplishment of school timetable and other curriculum practices regardless of 

moonlighting practices that a particular teacher holds. 

5.3.3 Recommendations for Further Research 

Since research is a continuous process, the study findings of this study cannot 

provide all inclusive results. Thus, referring to the findings of this study, the 

following areas need critical investigation. 

i. This study focused on the influence of teachers’ moonlighting on teaching 

among secondary school teachers in Tanzania. It did not cover the 

influence of teachers’ moonlighting on teaching morale. Thus, further 

study is needed to investigate the influence of teachers’ moonlighting on 
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teaching morale among public school teachers and other levels of 

education. This will enhance a comprehensive understanding of 

moonlighting practices among public school teachers. 

ii. Moonlighting activities among teachers have been inducing some teachers 

to leave public service and join private institutions whereas others engage 

in entrepreneurial activities. Thus, a study is needed to determine the 

relationship between financial constraints, moonlighting, and teacher 

attrition. Undertaking this study will widen the scope of understanding of 

what actually motivates teachers and what detracts them to leave public 

service. 

iii. This study did not cover issues concerning to teachers’ moonlighting and 

professional development. Thus, it is recommended here that a study is 

conducted focusing on teachers’ moonlighting and professional 

development. This will enable education practitioners to be aware of 

impediments that deteriorate the effectiveness of tacchers. 

iv. The current study did not focus on teachers’ feelings and perceptions on 

their moonlighting practices while being permanently employed as 

teachers in public service. In this regard, a qualitative study is needed to 

determine the feelings and perceptions on moonlighting of primary and 

secondary school teachers while being employed permanently in public 

schools. This is vital since without knowing teachers perceptions on 

moonlighting, it might be tiresome to address its sound solution.  
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APPENDICES 

Appendix A: Questionnaire for Classroom Teachers 

Dear Sir/Madam, 

I am a bona fide student at the University of Dodoma (UDOM) pursuing a master 

degree in education. I am now carrying out a study on “Influence of teachers’ 

moonlighting on teaching in Tanzanian secondary schools.” Teachers’ 

moonlighting in this study means the tendency of teachers to hold multiple jobs or 

activities such as; part-time teaching, having petty business, and/or selling snacks 

during and/or after school hours. Therefore, I kindly request your heart-felt 

participation and response to answer the subsequent questions in this 

questionnaire.  

This study is for academic purpose and it will be undertaken with due respect to 

ethics of research. Thus, your contribution will not be disclosed to anybody and it 

will embrace anonymity and confidentiality of names and information that you 

provide.  

I am enthusiastically looking forward to receiving your positive response. 

Yours Sincerely, 

Hassan A. Basimwaki 

Please put a tick (√) in the provided space or fill in the space with a correct 

answer/response. It is my humbled expectations that you will answer all the 

questions sincerely.  

A: Personal Particulars  

Ward……………………………District/Municipality………………………… 

Age: (a) 20-25 [     ] (b) 26-31[     ] (c) 32-37 [     ] (d) 38-43 [     ] (e) 44-49 [     ] 

(f) 50-54 [     ] (g) 55 and above [     ] 

Sex: (a) Male [     ] (b) Female [     ] 

Level of Education 

Diploma [     ] (b) Bachelor degree [     ] (c) Master degree [     ] (d) Doctorate [     

] 
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Years of teaching experience: (a) 0-4 [     ] (b) 5-9 [     ] (c) 10-14 [     ] (d) 15-19 [    

] (e) 20-24 [     ] (f) 25-29 [     ] (g) 30-34 [     ] (h) 35-39 (i) 40 and above [     ] 

B: Responses on Teachers’ Moonlighting 

1. Is your take home salary good enough to cover your basic needs and other 

living costs?     (a) YES [     ] (b) NO [     ] 

2. Do you have loans in financial institutions such as banks and SACOSS?   (a) 

YES   [     ] (b) NO [     ] 

3. Do you have any business or entrepreneurial activities? YES [     ] (b) NO [     ] 

4. Is there any of your fellow teachers who have business or entrepreneurial 

activities within or outside the school campus?     (a) YES [     ] (b) NO [     ]   

5. Do you teach in other schools during school hours?        (a) YES [     ] (b) NO [     

]  

6. Do you teach in other schools as part-time teacher after school hours?   (a) YES     

[     ] (b) NO [     ]     

7. Is there any of your fellow teachers in your school who teaches in other schools 

as part-time teacher during school hours?    (a) YES [    ] (b) NO [     ]     

8. Is there any of your fellow teachers in your school who teaches in other schools 

as a part-time teacher after school hours?    (a) YES [     ] (b) NO [     ]   

9. Do you teach tuition classes/centres that give you an extra-income?  (a) YES [     

] (b) NO [     ]         

10. Is there any of your fellow teachers in your school who have tuition 

classes/centres giving him/her extra-income?        (a) YES [     ] (b) NO [     ] 

11. When do your fellow teachers teach tuition classes/centres?  (a) During school 

hours [     ] (b) After school hours [     ] (c) During holidays [     ] (d) After school 

hours and during holidays [     ] 

12. When do your fellow teachers in your school do their business?  (a) During 

school hours [     ] (b) After school hours [     ] (c) During holidays [     ] (d) After 

school hours and during holiday [     ]  

13. Do you leave the school for some time to take care of your business and come 

back to school?    (a) YES [     ] (b) NO [     ]      
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14. Do your fellow teachers at your school leave the school to take care of for 

their businesses and come back to school?     (a) YES [     ] (b) NO [     ]       

15. Is there any of your fellow teachers who sell snacks during school hours in 

your school?    (a) YES [     ] (b) NO [     ]    

16. Have you ever witnessed your head of school warning or reprimanding your 

fellow teachers who sell snacks in your school?   (a) YES [     ] (b) NO [     ]    

17. Below is the list of moonlighting activities which are frequently practised by 

teachers. Put a tick [√]   on the activity which is commonly practised by teacher(s) 

in your school.    (a) Part-time teaching [     ] (b) Monetary transaction shops [     ] 

(c) Retail-shops [     ] (d) Whole sale shops [     ] (e) Mobile business [     ] (f) 

Petty business [     ] (g) Motorcycle taxi (Bodaboda) [     ] (h) Taxi driving (Taxify 

and Uber) [     ] (i) Selling snacks [     ] (j) Agro-business [     ] (k) Working to 

other non-education institutions and NGOs [     ] (l) Catering [     ] (m) Master of 

Ceremony (MC) [     ] (n) Hair Dressing Salon and Barbershop [     ]    

18. Do you bring back the part of benefits obtained from moonlighting activities 

in your school or to your head of school?      (a) YES [     ] (b) NO [     ]     

19. The following are the strategies used by teachers to harmonise moonlighting 

alongside teaching. Please put a tick (√) on the strategy which is frequently used 

by teachers who moonlight in your school.    (a) Late coming to school [     ] (b) 

Misuse of sick leaves [     ] (c) Casual absenteeism [     ] (d) Bribing school 

management as an excuse for moonlighting [     ] (e) Rushed teaching [     ] (f) 

Employing other people (casual labourers) to run the business [     ]  

20. Moonlighting activities make teachers lack ample time for syllabus coverage 

of their respective subjects.     (a) YES [     ] (b) NO [     ] 

21. Teachers’ moonlighting leads to opt for lecture method and overflying the 

materials when teaching.     (a) YES [     ] (b) NO [     ] 

22. Teachers who moonlight in your school have limited time for students’ 

assessment and evaluation.     (a) YES [     ] (b) NO [     ]     

23. Teachers engaging in moonlighting activities in your school have no enough 

time for professional development enabling them to update their knowledge and 

teaching skills.   (a) YES [     ] (b) NO [     ]   

24. Have you ever convinced the institution that you work as a second job to fund 

your school?         (a) YES [     ] (b) NO [     ] 
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Appendix B: Questionnaire for Academic Masters 

Dear Sir/Madam, 

I am a bona fide student at the University of Dodoma (UDOM) pursuing a master 

degree in education. I am now carrying out a study on “Influence of teachers’ 

moonlighting on teaching in Tanzanian secondary schools.” Teachers’ moonlight 

in this study means the tendency of teachers to hold multiple jobs or activities 

such as: part-time teaching, having petty business, and/or selling snacks during 

and/or after school hour. Therefore, I kindly request your heart-felt participation 

and response to answer the subsequent questions in this questionnaire.  

This study is for academic purpose and it will be undertaken with due respect to 

ethics of research. Thus, your contribution will not be disclosed to anybody and it 

will embrace anonymity and confidentiality of names and information that you 

provide.  

I am enthusiastically looking forward to receiving your positive response. 

Yours Sincerely, 

Hassan A. Basimwaki 

Please put a tick (√) in the provided space or fill in the space with a correct 

answer/response. It is my humbled expectations that you will answer all the 

questions sincerely.  

A: Personal Particulars  

Ward……………………………..District/Municipality…………………………

…… 

Age: (a) 20-25 [     ] (b) 26-31 [     ] (c) 32-37 [     ] (d) 38-43 [     ] (e) 44-49 [     ] 

(f) 50-54 [     ] (g) 55 and above [     ] 

Sex: (a) Male [     ] (b) Female [     ] 

Level of Education 

Diploma [     ] (b) Bachelor degree [     ] (c) Master degree [     ] (d) Doctorate [     

] 

Years of teaching experience: (a) 0-4 [     ] (b) 5-9 [     ] (c) 10-14 [     ] (d) 15-19 [     

] (e) 20-24 [     ] (f) 25-29 [     ] (g) 30-34 [     ] (h) 35-39 (i) 40 and above [     ] 
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B: Responses on Teachers’ Moonlighting 

1. Is there any of your teachers holding multiple jobs or activities like part-time 

teaching, selling snacks at school, and/or holding other businesses inside and/or 

outside your school campus?     (a) YES [     ] (b) NO [     ] 

 2. Is your head of school happy with teachers holding multiple income generating 

activities?        (a) YES [     ] (b) NO [     ] 

 3. Do Moonlighting activities that some of your teachers hold affect their school 

attendance?      (a) YES [     ] (b) NO [     ] 

4.  Moonlighting activities among teachers may result into teachers’ absenteeism. 

Do you have such cases in your school?     (a) YES [     ] (b) NO [     ]     

5. Does teachers’ moonlighting behaviour among teachers affect classroom 

instructions in your school?        (a) YES [     ] (b) NO [     ] 

6. Do moonlighting activities among your teachers compromise syllabus coverage 

of their respective subjects?          (a) YES [     ] (b) NO [     ] 

7. Do moonlighting activities affect the mastery of subject content knowledge 

among teachers at your school?     (a) YES [     ] (b) NO [     ]     

8. Is it true that moonlighting activities among teachers influence them to overfly 

the materials when teaching? Do you have such cases in your school?       (a) YES 

[     ] (b) NO [     ] 

9. Do moonlighting activities of your teachers make them less committed to the 

extent of lacking effective schemes of work and lesson plans? (a)YES [   ] (b) NO 

[ ] 

10. Do moonlighting activities of your teachers make them get into classrooms 

without effective prior preparation?       (a) YES [     ] (b) NO [     ] 

11. Do your teachers who moonlight prepare teaching resources before and during 

teaching?  (a) YES [     ] (b) NO [     ] 

12. Do your teachers who moonlight have ample time to mark students’ exercises 

and assignment?      (a) YES [     ] (b) NO [     ] 

13. Do your teachers who moonlight attend their lesson in the classrooms as 

scheduled in your school timetable?      (a) YES [     ] (b) NO [     ] 
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14. Does teachers’ moonlighting in your school distort assessment and evaluation 

of students’ learning progress?     (a) YES [     ] (b) NO [     ] 

 15.  Do moonlighting activities of your teachers compel them to have 

unorganized remedial classes at your school?     (a) YES [     ] (b) NO [     ]  

16. When do your fellow teachers in your school do their business?  (a) During 

school hours [     ] (b) After school hours [     ] (c) During holidays [     ] (d) After 

school hours and during holiday [     ]  

17. The following are the strategies used by teachers to harmonise moonlighting 

alongside teaching. Please put a tick (√) on the strategy which is frequently used 

by teachers who moonlight at your school.  (a) Late coming to school [     ] (b) 

Misuse of sick leaves [     ] (c) Casual absenteeism [     ] (d) Bribing school 

management as an excuse for moonlighting [     ] (e) Rushed teaching [     ] (f) 

Employing other people (casual workers) to run the business [     ]  

18. Below is the list of moonlighting activities which are frequently practised by 

teachers. Put a tick [√]   on the activity which is commonly practised by teacher(s) 

in your school.    (a) Part-time teaching [     ] (b) Monetary transaction shops [     ] 

(c) Retail-shops [     ] (d) Whole sale shops [     ] (e) Mobile business [     ] (f) 

Petty business [     ] (g) Motorcycle taxi (Bodaboda) [     ] (h) Taxi driving (Taxify 

and Uber) [     ] (i) Selling snacks [     ] (j) Agro-business [     ] (k) Working to 

other non-education institutions and NGOs [     ] (l) Catering [     ] (m) Master of 

Ceremony (MC) [     ] (n) Hair Dressing Salon and Barbershop [     ]    
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Appendix C: Interview Guideline to Heads of school 

A: Personal Particulars 

Sex…………………Age………………….. 

School 

name…………………………District/Municipality……………………….. 

Level of Education……………Years of teaching 

experience……………………… 

Years of experience as head of school………………….. 

B: Information on teachers’ moonlighting 

1. There have been moonlighting cases among secondary school teachers in 

that they hold multiple activities such as part-time teaching, petty business 

and selling snacks during and after school hours. What does this mean in 

relation to your experiences as the head of school?  

2. What do you consider to be the motive behind influencing some of your 

teachers to moonlight? What makes some of your teachers leave classroom 

practices and engage in other income generating activities? 

3. There is a claim that sometimes teachers’ moonlighting benefits schools 

that teachers teach as their primary full-time job. How does your school 

benefit from moonlighting activities of your teachers? 

4. How does moonlighting behaviour distort your teachers’ competence in 

their areas of specialization? 

5. Effectiveness in the use of time available for classroom instruction is vital 

in teaching practices at your school. How does teachers’ moonlighting 

activities compromise teaching in your school? 

6. How do you consider the time spent in school in relation to that of 

moonlighting activities among your teachers? What time specifically a 

teacher should spend in school and why? To what extent does teachers’ 

moonlighting affect the school timetable? 

7. Codes of conduct in Tanzanian Public Service prohibit public servants 

including teachers to engage in other business rather than their main 

primary full-time jobs. What are the consequences of prohibiting your 

teachers to moonlight? Have you ever warned or reprimanded your 

teachers due to their moonlighting behaviour? What happened?  

8. Does moonlighting behaviour of your teachers bring conflicts to your 

school? How do those conflicts impact teaching?  

9. What is the relationship between teachers who moonlight and those do not 

moonlight in your school? Does this relationship affect teaching? 
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10. In your opinion, how can teachers’ moonlighting be effectively regulated?  

11. Do you think is there any teachers’ moonlighting issues you know which 

have not yet been addressed in our talk?  

12. What are the strategies used by teachers harmonise moonlighting 

alongside teaching? 

Thank you for your participation  
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Appendix C 1: Interview Guideline to Ward Education officials 

A: Personal Particulars 

Sex……………………….Age………………….. 

Ward………………………………District/Municipality……………………….. 

Level of Education………………………Years of teaching 

experience……………… 

Years of experience as Ward Education Official………………….. 

B: Information on teachers’ moonlighting 

1. Are there any moonlighting cases among secondary school teachers in 

your ward? If yes, what does it mean in relation to teaching practices in 

schools under your administrative boundaries? 

2.  How do you see the relationship between teachers who moonlight and 

heads of school in your ward? Is there any evidence revealing teachers 

who moonlight involving heads of schools for their own interests? How 

does this relationship affect teaching practices? 

3. What could be the significant outcomes of teachers’ moonlighting on 

school functions and teaching practice? 

4. Do you think teachers’ moonlighting compromises time for curriculum 

instruction among secondary school teachers in your ward? How does this 

take place? 

5.  What do you consider to be the best remedy of teachers’ moonlighting 

among secondary school teachers in your ward?  

6. Do you think are there any teachers’ moonlighting issues you know which 

have not yet been addressed in our talk?  

Thank for your kind participation 
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Appendix C 2: Interview Guideline to Teachers’ Service Commission (TSC) 

officials 

A: Personal Particulars 

Age……………………..Sex…………………. 

District/Municipality……………………Level of Education…………………… 

Years of teaching experience…………Years of experience as TSC Official..…… 

B: Information on teachers’ moonlighting 

1. As teacher disciplinary commission, have you ever experienced teachers’ 

moonlighting cases? How do you address this phenomenon? 

2. Does your office receive teachers’ disciplinary cases relating to part-time 

teaching and/or doing other businesses among secondary school teachers 

during and/or after school hours? What does this mean regarding the 

available time for teaching practices?  

3. Is there any disciplinary case of teachers’ moonlighting in your office that 

has resulted into secondary school teachers’ termination, transfer, and/or 

demotion? How do teachers’ termination, transfer and demotion affect 

teaching? 

4.  Have your office ever experienced secondary school teachers’ attrition 

because of moonlighting behaviour among teachers? How far does teacher 

attrition affect teaching? 

5. What could be the status of teachers who engage in moonlighting activities 

and their professionalism? To what extent does this affect teaching? 

6. How do you recommend on teachers’ moonlighting and teaching? 

7. Do you think are there any teachers’ moonlighting issues you know which 

have not yet been addressed in our talk?  

 

 

Thank you for your cooperation  

 



 

100 

Appendix C 3: Interview Guideline to School Quality Assurers (SQAs) 

A: Personal Particulars 

Age…………………….. Sex……………………. 

District/Municipality……………………….Level of Education……………… 

Years of teaching experience……………Years of experience as SQA………… 

B: Information on teachers’ moonlighting 

1. As quality assurance department, have you ever experienced secondary 

school teachers’ moonlighting behaviour? How do you address this 

phenomenon? 

2. There have been moonlighting cases among secondary school teachers in 

that they hold multiple activities such as part-time teaching, petty business 

and selling snacks during and after school hours. What does this mean in 

relation to your experiences as the District Education Quality Assurer?  

3. Effectiveness in the use of available time for teaching practices is vital in 

enhancing effective teaching. How does moonlighting behaviour among 

secondary school teachers in your administrative boundaries affect the 

available time for classroom instruction?  

4. Teachers’ moonlighting behaviour may result into secondary school 

teachers’ termination, transfer, and/or demotion? How do teachers’ 

termination, transfer and demotion affect teaching?  

5. As department for education quality assurance, have your office ever 

experienced secondary school teachers’ attrition because of moonlighting 

behaviour among teachers? How far does teacher attrition affect teaching? 

6. What could be the status of teachers who engage in moonlighting activities 

and their professionalism? To what extent does this affect teaching? 

7. How does moonlighting behaviour distort teachers’ competence in their 

areas of specialization? 

8. Codes of conduct in Tanzanian Public Service prohibit public servants 

including teachers to engage in other business rather than their main 

primary full-time jobs. What are the consequences of prohibiting teachers 

to moonlight? Have you ever warned or reprimanded your teachers due to 

their moonlighting behaviour? What happened?  
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Appendix D: Focus Group Discussion to teachers who moonlight 

This study anticipates covering four FGD consisting of six members for each 

group specifically to secondary school teachers who moonlight. 

The discussion will commence with: 

i. Introduction of the researcher with greetings. 

ii. Explaining the major aim of the discussion. 

iii. Agreeing on the principles to guide the discussion. 

iv. Opening discussion on the topics relating to teachers’ moonlighting. 

The discussion will cover the following topics. 

i. Teachers’ involvement in moonlighting activities alongside teaching. 

ii. Motives behind teachers’ engagement in moonlighting activities. 

iii. Strategies employed to balance both moonlighting activities and teaching 

practices. 

iv. Management of time for teaching practices and that of moonlighting 

activities. 

v. The outcomes of teachers’ moonlighting on teaching. 

vi. Utilization of income generated from moonlighting activities (to discuss 

whether the generated income from moonlighting activities are shared 

with heard of schools as an excuse for moonlighting).  

Thank you for your time and participation in this discussion 
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Appendix E: Research Clearance Letter from UDOM 
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Appendix F: Research Clearance Letter from RAS Dar es Salaam to 

Ubungo Municipality 
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Appendix G: Research Clearance Letter from RAS Dar es Salaam to 

Kigamboni Municipality 

 

 



 

105 

Appendix H: Research Clearance Letter from DAS Kigamboni District 
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Appendix I: Research Clearance Letter from DAS Kigamboni Municipality 
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Appendix J: Research Clearance Letter from DAS Ubungo District 
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Appendix K: Research Clearance Letters from DAS Ubungo Municipality  
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