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ABSTRACT 

This study intended to explore the influence of school heads on teachers‟ job 

performance in public secondary schools. The study had three specific objectives 

which were: to explore ways that school heads use to promote teachers‟ job 

performance, to identify the challenges that school heads face in promoting teachers‟ 

job performance, and to explore how far the school heads take care of the teachers‟ 

social needs aiming at intensifying teachers‟ job performance. The research was 

conducted at Kongwa district in Dodoma region of Tanzania. The study relied on 

constructivism research paradigm basing on qualitative approach and it employed 

case study research design. The data were collected through interview, focus group 

discussion, documentary review and observation. A sample of twelve teachers was 

considered of which three were school heads and nine were teachers from three 

selected secondary schools. Purposive and volunteer sampling techniques were 

employed to get school heads and teachers respectively. Data were collected and 

analyzed qualitatively through thematic method. The findings of this study revealed 

that motivation and creation of good working environment to the teachers play an 

important role in promoting teachers‟ job performance. The findings depicted that 

there are some challenges that school heads face in the process of promoting 

teachers‟ job performance involving lack of management skills among school heads, 

financial constraints and poor working and living conditions. The study concluded 

that, the school heads play very significant roles in sustaining teachers‟ job 

performance in public secondary schools. In this study, it was recommended that, the 

government should appoint qualified teachers into school heads position and when 

appointed, the school heads should apply the proficient management skills acquired 

so as to sustain good job performance of the teachers in secondary schools. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction 

This chapter is comprised of the background of the study, statement of the problem 

and the research objectives. Also, the chapter presents the research questions, 

significance of the study, and the scope of the study. Finally, the operational 

definitions of the key terms that were used in this study are provided.  

1.2 Background of the Problem 

The managerial task is one of the occupations of a school operation that has been and 

will continue to be very complicated feature of administration in secondary schools 

(Abubakr, 2018). He asserts that, the complications with this occupation involve the 

endless practice of supporting teachers to develop their instructional performance as 

regarded by the proficient regulations established by the Ministry of Education. As 

an educational supervisor, a school head is a very significant educational leader who 

should make sure that the schools fulfills the expected goals and objectives. In other 

words it can be translated that, for a school to have high teachers‟ job performance, it 

is very imperative for the school head to be wise and skillful. This gives sense to 

have effective educational supervisors so as to enhance teachers' job performance. 

According to Gaparayi, Nsengumukiza and Rutali (2008), a school head is a person 

who confidently inspires others in their thoughts and dealings towards an admirable 

aspiration. They declare that, the school head has the responsibilities and reactions 

on conducting the practice of learning, systematizing and work in groups, 

supervising the school, accounting on the institutional results and strengthening the 

incorporation of the school in its surroundings. In this way, the school head is the 

overall in charge of the school and all its activities. He/she is responsible to monitor 
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and evaluate the tusks that every teacher in the school performs. All these 

responsibilities call for school heads or managers to have enough human resource 

management skills so as to positively influence the teachers‟ performance. 

As human resource supervisors of the learning centre, the heads of schools should be 

responsible in personnel managerial tasks like ensuring proficient improvement of 

workers, inspiring the workers, disciplining, encouraging and evaluating the tusks 

that they do (Abubakr, 2018). This argument shows that the school heads have many 

roles to play to make the schools to meet their objectives.  Also, this should mean 

that without good heads of schools it is difficult for the schools to accomplish the 

projected outcome. In accordance to this, there is a need to do more investigation on 

the area of influence of school heads on teachers‟ job performance. This will 

influence proper organization of school heads for the betterment of educational 

activities. 

School heads are required to be skillful enough to help teachers and other staff to get 

better their weakness, inspiring them, developing desired dreams and being role 

models in job performance (Ikediugwu, 2016; Mbiti, 2007; Adaegbe, 2016). Also, 

these authors assert that when school heads manage the personnel successfully 

especially the teachers, job outcome is likely to advance while the opposite of this 

may results to poor teachers‟ attendance and poor academic facilitation in the classes. 

This can be justified that, the school head is a very important figure in running the 

daily school activities. Therefore, there is a high need for management skills among 

school supervisors. 

Heads of schools are the great source of changes in schools, so they are needed to 

acquire high knowledge on management and leadership skills so as to be competent 

in their schools. This can be evidenced by Aluko and Adan (2015) who argue that, a 
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victorious accomplishment of any task in schools is highly predetermined by the 

administrative and supervisory efficiency of school heads. This suggests that without 

good school head, it is difficult for a school to achieve high teachers‟ job 

performance. Also, it is argued that successful school managers can obviously 

sustain positive changes as well as improvement in the academic arena (Malekela, 

2004; Mosha, 2004). However this calls for school heads to be resourceful and to 

acquire advancement and competence in management skills. 

The job performance of teachers is a concern of everybody in the society. Hornby 

(2000) defined the term performance as the process of doing something or 

implementation of an action or a repetitive act or fulfillment. In this fact, teachers‟ 

performance should involve the teachers‟ role of facilitating learners in and outside 

the classrooms. Also, the teachers‟ job performance includes teaching using the 

instructional resources, teaching methods, preparing lesson plans, organizing lesson 

assessments of students, organizing fieldwork, marking and releasing students‟ 

results, involvement of teachers in sports, attending school assembly and guidance 

and counseling just to mention a few. Therefore, it can be justified that teachers‟ job 

performance is the ability of teachers to use the acquired knowledge, skills and 

experience in facilitating the teaching/learning process both in and outside the 

classrooms. All these duties are greatly influenced by the school head. 

The findings from Mfaume and Bilinga (2017) assert that some in-disciplinary 

practices that teachers practice in Tanzanian public secondary schools, including 

violent behaviors and sexual abuse are caused by lack of excellent managerial skills 

among some school heads. URT (2010) stated that partial school management skills 

among some school heads affect daily activities, academic performance and the 

school financial management. This reminds a need for the educational sector to 
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assign well experienced heads of schools so as to bring a positive influence on the 

teachers‟ job performance. In so doing, the school will acquire a high teachers‟ job 

performance. 

According to Onguko et al. (2008), it is exposed that there is limited training 

institutes for educational administrators in this country and this challenge causes a 

number of school heads to be appointed into managerial positions without the 

required skills. After being appointed, some of primary and secondary school heads 

are trained by the Agency for the Development of Educational Management 

(ADEM), but the training programmes offered by this agency usually last for short 

periods of time and ADEM itself seems to lack a clear arrangement on how to run 

these programmes (Malekela, 2004). However, currently, there is an increase in the 

number of both public and private schools and yet there has been far less concern 

with the preparation and growth of school leaders in Tanzania (Komba & Nkumbi, 

2008). However, it is very essential for the school heads to possess enough 

management skills so as to smoothly run the schools towards the admirable goals. 

Therefore, this study intended to explore the influence of school heads on teachers‟ 

job performance. 

1.3 Statement of the Problem 

According to URT (2009), a successful head of school is expected to promote the 

school so that it becomes a core for its own progress. For this regard, a head of 

school has to play not only the managerial role and policy regulation, but also he/she 

should become a leader who can listen and judge issues precisely (Malekela, 2004; 

Mosha, 2004). Again, they argue that, the school head should be committed to 

curriculum accomplishment, promote teamwork so as to be able of organize different 

school level supervision actors, and put into practice the school vision. However the 
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school head should practice excellence in service, play a part actively in introducing 

changes and innovations in the school, accept responsibility, as well as give 

appropriate resolutions also one is needed to be accountable to positive changes 

(Abubakr, 2018; Gaparayi, Nsengumukiza & Rutali, 2008). So having a good school 

head, the expectation is to have good and high teachers‟ job performance. 

However, some of the school heads in Tanzania lack some of the necessary 

management skills something which causes ineffectiveness in teachers‟ job 

performance (URT, 2010; Onguko et al., 2008). According to these authors, lack of 

management skills among some school heads lead to poor or low teachers‟ job 

performance.  

Therefore the current study explored the influence of school heads on teachers‟ job 

performance in public secondary schools. This study took Kongwa district as a case 

study. 

1.4.1 General Objective 

The general objective of this study was to explore the influence of school heads on 

teachers‟ job performance in public secondary schools. 

1.4.2 Specific Objectives 

i. To explore ways that school heads use to promote teachers‟ job 

performance. 

ii. To identify the challenges that school heads face in promoting teachers‟ 

job performance. 

iii. To explore how far the school heads take care of the teachers‟ social 

needs aiming at intensifying teachers‟ job performance. 
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1.5 Research Questions 

i. What ways do the school heads use to promote teachers‟ job 

performance? 

ii. What challenges do the school heads face in promoting teachers‟ job 

performance?  

iii. How far do the school heads take care of the teachers‟ social needs 

aiming at intensifying teachers‟ job performance? 

1.6 Significance of the Study 

This study is of value to educational stakeholders in the secondary education. It 

benefits the management and staff of secondary schools as it would be a source of 

information and reference material on human resource management practices at 

schools. Again, it would be useful to policy makers and also it would provide 

applicable information to the Teachers Service Commission (TSC) and school heads 

in particularly. Future researchers would also benefit from this study, either in 

advancing in the same research problem or in other related areas of interest. 

1.7 Scope of the Study 

This study focused on exploring the influence of school heads on teachers‟ job 

performance in public secondary schools. It spotlighted only on public secondary 

schools, particularly in Kongwa district of Dodoma region. This study involved three 

public secondary schools. The study considered school heads and teachers of public 

secondary schools as the study participants. This study employed a case study 

design. With this regard, the results of this study may not be generalized beyond the 

study area though some aspects can be applied elsewhere depending on needs and 

sustainability. 
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1.8 Operational Definitions of the Key Terms 

Management 

Management is defined as a social process which is designed to ensure the 

cooperation, participation, intervention and involvement of others in the achievement 

of organizational goals (UNESCO, 2001). According to Nwachukwu (2000), 

management is the coordination of all the resources of an organization through the 

process of planning, organizing, directing and controlling in order to attain 

organizational objectives. From the above definitions, one can define management as 

the process of planning, organizing, directing, controlling and coordinating the 

human and non-human resources so as to make effective and fruitful attainment of 

organizational objectives and goals.   

Performance  

According to Hornby (2000), performance is defined as “the act or process of 

carrying out something or execution of an action or a repetitive act or fulfillment or 

implementation. Performance is important for organizations as employees‟ 

performance leads to service success. Also, performance is important for individuals, 

as achieving tasks can be a source of satisfaction (Muchhal, 2014). Performance is 

the result of work of a person or group in an organization at a particular time which 

reflects how well the person or group reach the qualification of a job in a mission of 

organization‟s goal achievement. Job performance can be defined as behaviors or 

activities that are performed towards accomplishing the organization‟s objectives 

(Motowidlo, Borman & Schmit, 1999). Many factors could influence the employee‟s 

job performance including equipment, physical work environment, meaningful work, 

standard operating procedures, rewards for good or bad systems, performance 
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expectancy, and feedback on performance, in addition to knowledge, skills and 

attitudes (Stup, 2003). 

Teachers’ job performance 

Teachers‟ job performance refers to how the teachers respond to duty in terms of 

punctuality in attending lessons, giving and marking assignments, syllabus coverage, 

preparation of professional documents, supervising school activities and being 

regular in schools (Nyakongo, 2015). 

School Head 

The school head is the staff member with the greatest responsibility for the 

management of a school (DeMatthews & Mawhinney, 2014). For this regard, the 

school head can be referred to as the school leader who has the top administrative 

and supervisory role at a school level. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction  

This chapter covers theoretical framework of the study, the conceptual framework of 

the study, the review of empirical studies and the research gap. 

2.2 Theoretical Framework 

This study which explores the influence of school head on teachers‟ job performance 

in public secondary schools is related to the „„Human Relation Theory of 

Management‟‟ which is explained as follows bellow:  

Human Relations Theory 

According to Galabawa (2001), Human Relations refers to people‟s incorporation in 

relation to work circumstances in a manner that encourages them to work mutually, 

helpfully and with financial, mental and social fulfillment. Also, he adds that it is the 

relationship between individuals and groups of people within any community. The 

proponents of the human relations theory are many but in this study, the reference is 

made to Mary Packer Follett. The essential idea in this theory is that human factor is 

vital in the accomplishment of the organizational goals. It is assumed that the 

achievement of workers depends significantly on how best their needs and 

aspirations are taken care of. It assumes that human management is an attitude of 

mind. This is in sense that an individual is a social being who finds both identity and 

sense of fulfillment in group experience.  People who have undertaken studies in 

human relations are many, but Mary Packer Follett (1868-1933) is often regarded as 

the first great proponent of human relations theory. She was a social philosopher, and 

had interest in studying human problems faced in organizations. She concluded that 
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lack of productivity can only be reduced through cooperation among the workers in 

an organization.  

The major focus of human relations theory is on interpersonal relationship between 

individuals, co-workers and the cordial relationship that exists between management 

and personnel that will enhance organizational goals.  Human relation theory tries to 

systematically discover the social as well as the psychological factors that can create 

an atmosphere for effective and efficient human relations that can increase 

organizational output. Since the school head deals with different people that is the 

teachers, students, non-teaching staff, parents and the community, it is imperative 

that human relations be in such a way that enhances educational goals and objectives. 

Human relations theory is therefore relevant to this study because it suggests a good 

way of managing people in an organization towards achievement of the 

organizational goals. As a school manager, a school head is supposed to play as a 

facilitator of teachers‟ needs so that the teachers‟ job performance can positively be 

improved.  

Furthermore, human relation theory became useful to this study because it describes 

how the organizational managers and supervisors should lead and supervise the 

employees. Likewise, in the school working environment, in order for the teachers to 

have good job performance, the school head is supposed to take care of the teachers‟ 

needs and assuring their job satisfaction. If teachers get satisfied with their supervisor 

and the school management in general, it is therefore easy for them to work hard 

towards the attainment of the organizational goals. The theory suggests that as the 

school administrator, the school head should make sure that there is good and 

attractive relationship among the teachers. Good relationship among the teachers 

influences good cooperation, job satisfaction, job efficiency and effectiveness, 
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discipline of work, hardworking, low stress, good communication, high job 

performance and the like. 

2.3 Review of Empirical Studies 

Nyakongo (2015) did a study on the Influence of Motivation on Teachers‟ Job 

Performance in Public Secondary Schools in Rachuonyio South Sub - County, 

Homa-Bay County, Kenya. The main objective of the research was to find out how 

motivation could affect the job performance among public secondary school 

teachers. A descriptive survey research design was used and public secondary school 

teachers on TSC payroll were involved as target population in the study area. Ten 

percent of the target population was selected giving a sample size of 157 

respondents. Data was collected using questionnaire as data collection instrument. 

In data analysis, the study used descriptive statistics as the way of analyzing data. 

Data analysis involved editing and inspection then SPSS computer program was used 

to process quantitative data. Findings observed that working conditions, promotion 

of teachers and in-service training are important in the performance of teachers. This 

study relates to the current study which aimed to explore the influence of school 

heads on teachers‟ job performance. Conversely this study was conducted on the 

Kenyan surroundings but the current study based on Tanzania. 

Mbwana (2015) conducted a study on Motivation and Performance of Secondary 

School Teachers in Tanzania. He assessed the implication of motivation on falling of 

students‟ performance and enforcement of teachers in facilitating performance. The 

researcher employed both qualitative and quantitative approach from which a 

descriptive research design was used. The study used Secondary teachers from two 

selected schools as the study population. The researcher under this study used 
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purposive and simple random techniques as well as Stratified Sampling Technique 

which were easy to administer the target respondents so as to get the desire results. 

In this study different four methods were used to collect data including questionnaire, 

interview, observations, and documentations. The researcher analyzed and 

interpreted the quantitative data by using SPSS computer program in computing and 

analyzing the data. Also the qualitative types of data were analyzed accordingly. In 

this study, it was discovered that most of the employees in this ward were not 

motivated enough to perform their work effectively. But even though, the teachers 

dedicated themselves to be teachers and remain in the field despite the absence of 

motivation. Therefore, the study has a minor relationship to the current study in the 

aspect of motivation but largely it differs in case of title, objectives and the research 

approach. 

Wangai (2015) did a research on „„Principals‟ Leadership Behaviors and Teachers‟ 

Job Satisfaction in Public Secondary Schools, Nairobi County, Kenya‟‟. The 

researcher targeted to find out on principal leadership behaviors impact towards job 

satisfaction in public secondary school teachers. The researcher employed correlation 

research plan. An accessible sample was 45 principals and 225 teachers from 45 

public secondary schools. Two types of sampling procedures were used that is simple 

random sampling and purposive sampling. The study utilized two questionnaires: 

Leader Behaviors Questionnaire and Teacher Job Satisfaction Questionnaire. 

Data obtained statistically were analyzed by means of SPSS computer program. The 

study concluded by showing that there was existence of association among school 

heads management behaviors towards teachers‟ work fulfillment. All four leadership 

behaviors were found to have significant positive relationship with teachers‟ job 
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satisfaction. Wangai‟s study relates to the current study because both investigate on 

management skills of school heads towards the teachers. However the current study 

intended to explore the influence of school heads on teachers‟ job performance in 

public secondary schools. 

Kelvin (2016) did a study on „„Role of Motivation in Teacher‟s Job Performance in 

Public and Private Secondary Schools in Tabora Municipality‟‟. In his study, Kelvin 

used mixed approach under descriptive design. A total of 132 respondents from six 

secondary schools were involved in the study whereby 120 of secondary teachers 

were selected randomly and the purposive sampling technique was used to obtain 

two education officers and ten school Inspectors. The investigator employed 

interview, questionnaire, observation, and documentary reviews in collecting data. 

Finally, the investigator analyzed data; translated then presented and concluded that 

motivation is very important in influencing the job performance among the teachers 

in secondary schools. Despite the similarities, the current investigation differed in 

terms of research problem, objectives and the title. 

Bolei (2012), also conducted a research on teachers‟ perceptions of head teachers‟ 

human skills practice in secondary school management and how this influences their 

work commitment: the case of Baringo district, Kenya. The findings of the study 

showed that there was a mild relationship between the teachers‟ perceptions of head 

teachers‟ practice of human skills and their commitment to school work.  Although 

the study have some few similarities with the current research, the different appears 

on the managerial skills studied, that the research looked at the influence of human 

skill only while this study focused on the influence of school heads on teachers‟ job 

performance in public secondary schools. Again the research was conducted in a 
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different environment from Tanzania. Therefore, this difference led to the necessity 

of the current study. 

Roul (2012) carried out a study on principals‟ leadership behaviors in secondary 

schools of North Shoa, Ethiopia. The study employed a descriptive survey method. 

Out of a population of 30 secondary schools, 10 were selected through stratified 

random sampling technique. Data for the study was collected through questionnaire, 

interview, and focus group discussions. Data was analyzed through SPSS using 

frequency counts, percentages, correlation matrix and the t-test. From the findings 

laissez-fair leadership style was the dominant leadership style among principals of 

secondary schools in the zone. The study stressed much on studying the leadership 

style whereas the current study intends to explore the influence of school heads on 

teachers‟ job performance in public secondary schools. 

2.4 Conceptual Framework 

2.4.1 Human Resource Management Capacity of School Heads 

According to Smith (1996), supervision originated during the development of 

charitable social agencies in Europe and North America in the 19th century and it 

involved the staffing, organization and oversight of large number of volunteers and 

later it paid teachers.  Petes (1967) asserted that one of the overseer‟s works is to 

make sure that the task is done effectively and to standard, and this could be viewed 

as a managerial task. In this sense, the school head is the one who is responsible to 

make sure that all activities in the school are performed in the best way that could 

lead to high job performance.  

Howley and Pendarvis (2002) suggested that in order to reduce pressures for head 

teachers, there is a need to provide professional development programmes that 

enable new administrators to meet challenges in educational leadership, which 
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obviously involves supervision. This is important since it keeps the school heads 

updated and makes them to solve the challenges that arise. For this regard, the 

teachers holding the school head‟s position should be provided with proficient 

knowledge and skills that can make them to be good and competent managers or 

supervisors. In doing so, the teachers‟ job performance will be sustained. 

Glickman (1990) has noted that the managerial objective of school heads is to 

advance classroom and school instruction by enabling teachers to become more 

adaptive, more attentive, and more organized in their work. This means that the 

school head‟s role is paramount in enabling teachers to be more productive in the 

school related activities. However, the school heads need to be skillful and 

knowledgeable on management so as to influence and inspire the teachers towards 

the accomplishment of the organization goals. This encourages and influences the 

teachers towards the achievement of the organization goals. 

Kadushin (1992) observed that, the key objective of management is to ensure the 

obedience of policy and procedure of work. The school heads are given authority to 

supervise the teachers to ensure the acceptable, successful and suitable 

accomplishment of agent policies and systems of the school. So the school head is 

supposed to acquire enough management skills that may enable him/her to lead and 

organize the teachers towards good job performance. According to Hoy and Miskel 

(2001), the indicators of good school management include motivated staff; good 

interpersonal relations at work place; high staff morale and hard working as well as 

high job performance. Therefore, schools which lack these indicators would be 

characterized by dissatisfied as well as unmotivated staff; stressed interpersonal 

relations; low working morale for staff and low teachers‟ job performance. 
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Therefore, if the school head is competent on management skills, it is obvious that 

the teachers‟ job performance will be high due to effective school management. 

According to Harris (1975), school head maintains teaching resource or change the 

school operation in the way that it directly influences the teaching process employed 

to improve pupils learning. It is therefore a highly instruction-related operation 

intended for both sustaining and advancing academic processes in a learning arena 

but not extremely pupils oriented. For this reason, the school head is supposed to 

create attractive working environment for the teachers so as to impress them to work 

hard with high working morale. In so doing, the teachers‟ job performance will be 

sustained. 

Garubo and William (1988) define the supervisory process as the procedure of 

providing staff members with ego (self-esteem) support and a way of solving the 

learning difficulties in order to help them to grow and develop as professionals and 

civilians. As a supervisor of the school, the school head should assure the teachers 

the availability of all the necessary teaching and learning materials that are 

accountable in promoting teachers‟ job performance. All these call for the school 

head to be resourceful on management skills.  

2.4.2 Roles of a School Head on Teachers’ Job performance 

As the case in other fields of human undertakings, the educational sector depends on 

active, efficient, effective and reliable workforce to achieve success. To achieve the 

desired success, the administrators in the secondary school system are saddled with 

the responsibility of directing, guiding and coordinating staff and students 

appropriately to achieve excellent performance. Agreeing with this, Peretomode 

(2004) argues that the job of managing the personnel is one of the crucial functions 

of educational administrators, because of the existing correlation between effective 
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management and achievement of educational goals and objectives. Also he asserts 

that, personnel management acts as the wheel of progress in the realization of 

educational goals and objectives. It means that without an effective school head, a 

school may find it difficult to achieve its set goals and objectives. 

A head of school plays as the top executive in a school and is therefore the in charge 

of all school operations. School heads are also the chief agents for enforcing national 

education policy within the school system, and are responsible for ensuring that the 

official curriculum is followed and covered. According to Lashway, et al. (1997), 

headmasters/mistresses are role models in schools, and their actions are noticed and 

interpreted by others as reflecting to what is important. This shows that the school 

heads act as the connection between the school and the general society. According to 

Gupta (2006), the purpose of leadership is to achieve some common goals. He goes 

further by asserting that the leader makes every effort to ensure that the followers 

strive enthusiastically to realize common objectives. Therefore, school heads are to 

be very effective and very committed so as to influence the teachers‟ job 

performance positively. 

The constructive educational dreams and visions are likely to be achieved through 

having well and skilled school heads to organize the schools particularly public 

schools to which most of the Tanzanians enroll pupils. Even though educational 

sector is generally responsible with the implementation of the various reforms 

including the secondary education development plan 2004-2009 and now 2010-2015 

through its education agencies towards achieving the millennium goal, the 

accountability of the school administration should be emphasized. Specifically, the 

school head as the general supervisor of the school has to be accountable on the 



18 
 

 

stipulation of suitable directives towards achievement of the school. This should 

involve the fulfillment of the educational goals and objectives among teachers.   

A school head, through the organizational staff plays a very vital role towards the 

school development. Also, as the school manager, he/she has to acquire enough 

administrative skills to control the school. He/she plays as the medium that 

influences teachers to be vision oriented and hard-working in the satisfaction and 

fulfillment of not only the school objectives but also the national goals (Briggs & 

Wholstetter, 2003). According to West, Jackson, Haris, and Hokins (2000), a school 

that gets better is that which has a supervisor who offers a paramount and 

quantifiable contribution on its improvement. This is to say that the schools heads 

need to be keen enough to keep the school successful.  

Mujtaba, Luk, Murphy and Saowakul (2009) claim that a school as a modern 

workplace is diverse meaning that it is filled with multicultural human resource that 

are from different culture. So long as teachers are not alike in terms of ethics, ideals, 

and culture, school supervisors need to provide a clear awareness regarding to the 

needed code of conduct so that all teachers can act accordingly. Though the schools 

might have the same features as in the other institutions, they differ from other 

organizations since they have many goals while other organizations might have a 

single objective. So this calls for the school heads to be very skillful in human 

resource management.   

According to Babyegeya (2002), the school heads need to be aware of their tasks in 

relation to the objectives of their schools. This needs an obligatory and an efficient 

application of administrative knowledge so as to attain the admirable educational 

objectives. With this regard, school heads should gain the essential supervisory 
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ability so that they can manipulate well regulations and enforce the implementation 

of the educational policies, mobilizing resources and getting the job done in a 

victorious manner. This calls for the inevitability of investigations and enhancement 

on school management. 

Syarwani (2012) did a research from which he suggested that the achievement and 

the breakdown of the school are predetermined as a result of the capability of the 

administrator to handle the school successfully towards its objectives. Mujtaba et al. 

(2009), point out that a contemporary manager or supervisor should acquire 

applicable technical, human, and conceptual skills based upon his/her position of 

management. Knouse (2009) stated that efficient administrators are required to 

fruitfully organize various people having mixed behaviors, understanding, and 

aptitude. 

Supervision is imperative particularly when there are important complementarities 

and spill over among actions of dissimilar people (Poster, 2009). A school head 

should have deep understanding on administrative expertise involving conceptual 

skills, technical and human skills in order for him/her to administer the organization 

successfully (Schermerchorn, 1999).  All these, if applied well by the school heads, 

may lead to high teachers‟ job performance because they keep teachers confident. In 

this case, as the personnel manager of the school, the school head is charged with a 

number of responsibilities including motivating his/her staff, staff appointment, 

allocation of duties, staff maintenance, promotion and discipline as well as planning 

the curriculum towards the needs of students (Armstrong, 1991). Moreover good 

management can certainly contribute to school improvement by abetting the 

motivation, participation, and coordination of the teachers (Adesina, 1980). 
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2.4.3 The Influence of Motivation on Teachers Job Performance 

According to Armstrong and Taylor (2014) motivation is defined as the force that 

strengthens, directs and maintains a certain kind of behavior. They assert that high 

performance is attained by well-motivated people who are prepared to exercise 

discretionary effort. In other words, motivation can be defined as the strength and 

direction of behavior and the factors that influence people to behave in certain ways. 

For this reason, school heads are to be in the front line in applying motivation to the 

teachers so as to strengthen good teachers‟ behavior especially hard working, 

production of good students‟ performance, good teachers‟ work attendance, and the 

like. All these can be attained through effective application of motivation. 

Dessler (2001) defines motivation as the intensity of a person‟s desire to engage in 

some activities. Motivation can be intrinsic or extrinsic. Extrinsic motivation refers 

to the external factors which can be measured in monetary terms e.g. salary and 

benefits, promotion and disciplinary. Extrinsic motivation has immediate and 

powerful effect but does not last long. Intrinsic motivation refers to external factors 

e.g. responsibility, freedom to act, scope to use and develop skills and abilities and 

challenging work and opportunities for development. Intrinsic motivation lasts 

longer since they are concerned with quality of working life. Nel et al. (2001) assert 

that a motivated person has the awareness of specific goals that must be achieved in 

specific ways; therefore his efforts are directed at achieving such goals. 

Organization success can be achieved by the satisfied and motivated employees and 

good leadership (Malik, Danish & Usman, 2010). This implies that, for a school to 

sustain good teachers‟ job performance there is a need for the school heads to apply 

motivation and good management style. When teachers are motivated fairly, it is 

very possible for them to work hard and successful. So in doing this, the job 
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performance of the teachers will expand and the desired goals and objectives are 

reached. 

The organization should motivate its employees and set up formal and informal 

structures for rewarding employees behaving in the way required. Rewards may 

involve internal rewards, such as challenging assignments, and external rewards, 

such as higher compensation and peer recognition (Chandrasekar, 2011). 

Performance of professional employees is poor not only due to working environment 

factors but also due to lack of human resource management aspect such as 

recognition of employees who performs well, poor working condition, absence of 

performance appraisal system and poor feedback on performance outcome. 

Therefore significant changes in promotions, compensation and benefits help in 

keeping employees satisfied and in turn increase production. 

Okonkwo and Obineli (2011) stressed that many teachers in public schools lack 

motivation and job satisfaction because of poor salary and poor condition of the 

environment of their workplace. This is because a workplace environment with 

essential facilities is a preface to job satisfaction among workers. If secondary school 

teachers are well motivated, they can put more effort on their undertaking so as to 

ensure that they give out a better job performance.  

According to Mullins (2006), motivation is a key ingredient in employee 

performance and productivity. Though people might have clear work objectives, the 

right skills and supportive work environment, they will not get the work done 

without sufficient motivation to achieve those work objectives. He added that 

motivated employees are willing to exert a particular level of effort, for a certain 

amount of time, toward a particular goal. Motivation represents the complex forces 
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and needs which provide the energy for an individual to perform a particular task. A 

motivated employee is always conscious of the goal to be achieved and directs 

his/her efforts towards attaining it. 

Obineli (2013) reported that there are several factors that may affect the level of job 

satisfaction and these are salary, promotion, work environment and in-service-

training. All over the world, people engage in work in order to receive pay with 

which to acquire necessities and luxuries needed to better their lives. In addition, 

workers and teachers in particularly need money to enable them to care for members 

of the extended family. Some teachers experience stagnation and when this occurs, 

they are demoralized, frustrated and dissatisfied with their jobs and look elsewhere 

for greener pasture. This dissatisfaction normally leads to low job performance 

among the teachers 

Managers and supervisors need to step in and mediate conflicts before they escalate 

into more serious problems requiring disciplinary action. Employees may need to be 

reminded what behaviors are considered inappropriate when interacting with co-

workers. Effective managers should know their employees need recognition and 

praise for their efforts and accomplishments. Employees also need to know their 

supervisor's door is always open for them to discuss any concerns they have that are 

affecting their ability to do their jobs effectively and impeding their satisfaction at 

the office.  

Carribbean Community Secretariat (2011) observed that the provision of adequate 

physical resources including facilities, equipment and maintenance can help in 

influencing attitudes and facilitating program success. Lack of facilities makes 

teaching ineffective for the teacher and this demoralizes the teacher no matter how 
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determined he/she may be in achieving certain goals. In such cases the teacher is left 

to teach without essential facilities and where possible forced to improvise in order to 

make learning effective. This becomes more difficult especially in this field of 

teaching because it demoralizes the teachers.  

Hill (2010) stated that employees spend so much time in their work environment 

each week and therefore it is important for organizations to try to optimize their 

working conditions like providing spacious work areas rather than cramped ones 

because adequate lighting and comfortable work stations contribute to favorable 

work conditions. Providing productivity tools such as upgraded information 

technology to help employees accomplish tasks more efficiently and contributes to 

job satisfaction as well. All these can be met if the school head of a particular school 

is proficient on human resource management skills. 

2.4.4 The Influence of Working Environment on Teachers’ Job Performance 

Opperman (2002) defines working environment as a compound being consisted of 

three major sub environments: the technical environment, the human environment 

and the organizational environment. Technical environment refers to tools, 

equipment, technological infrastructure and other physical or technical elements. The 

technical environment creates elements that enable employees perform their 

respective responsibilities and activities. The human environment refers to peers, 

others with whom employees relates, team and work groups, interactional issues, the 

leadership and management. This environment is designed in such a way that 

encourages informal interaction in the work place so that the opportunity to share 

knowledge and exchange ideas could be enhanced. This is a basis to attain maximum 

productivity. Organizational environment include systems, procedures, practices, 

values and philosophies. Therefore, management needs to take control over the 



24 
 

 

organizational environment so as to impress the teachers towards the attainment of 

the admirable goals.   

According to Yesufu (1984), the nature of the physical conditions under which 

employees work is important towards work output. For this reason, it is significant 

for the school working environment to be supplied with the important conditions so 

as to result positive work output.  Both management and employees should be safe 

and conscious at all times. Also, an attainment of the employees‟ requirements in the 

organization must be realized. This push for more productivity from public sector 

agencies is not a new phenomenon. These factors may be important; yet, believing 

that the attitudes and management styles of school supervisors are what really 

influence employees‟ productivity.  

The working conditions are very important to the organization. If the employees have 

negative perception of their working conditions, they are likely to be absent, have 

stress-related illness, and their productivity and commitment tend to be low. On the 

other hand, those organizations with a friendly, trusting, and safe environment 

normally experience greater productivity, communication, creativity, and financial 

health (Kreisler, et al., 1997). However, this requires for the heads of schools to 

guarantee existence of good, friendly and convincing work environments at schools. 

Bornstein (2007) states that in organizations where employees are exposed to 

stressful working conditions, productivity are negatively influenced and that there is 

a negative impact on the delivery of service. On the other hand if working conditions 

are good, productivity increases and there is a positive impact on the delivery of 

service. Therefore, there is a correlation between the working conditions and job 

performance of employees in an organization. For this regard, it is important for the 

school environment to have the essential requirements such as enough school 
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infrastructure including teachers‟ offices, classrooms, teachers‟ houses, toilets, 

laboratories, libraries and the like. The other important teachers‟ requirements 

involve water supply, electricity supply, and food supply. 

Brenner (2004) asserted that the ability of employees within an organization to share 

knowledge throughout the system depends on the conditions of their work 

environment. Some employees tend to be more productive in a well facilitated work 

environment. Furthermore, the quality of comfort variable from work environment 

determines the level of satisfaction and productivity of workers. Workers 

productivity   cannot be optimal if the conditions of work environment are not 

favorable. Improved work environment enhances employee‟s productivity. As 

argued by Allen and Meyer (1990), the management‟s role is to enhance an 

employee‟s job satisfaction by creating positive work environment. According to 

them, conducive working environment attracts and motivates teachers to work had 

with high working morale. Okumbe (1998) says that workers are concerned with 

their work environment for their personal comfort as well as for facilitating 

efficiency at work. The environment should be clean, modern with adequate and 

appropriate tools for work. 

Sumra (2005) reported that several areas of interest on teachers‟ status in Tanzania 

have been identified. These areas can be examined to understand the contextual 

national situation of teachers in government-owned schools in Tanzania. It is through 

this national contextual situation that analysis can be done to examine the factors that 

affect government school teachers‟ job satisfaction and performance. These factors 

have been categorized as working conditions and living conditions.   

Generally the living and working condition of teachers are poor and not promising 

for better employees‟ performance as well as students‟ academic achievements. This 
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means the higher the satisfaction, the higher the employees‟ performance. It may be 

implied that, if other factors remain constant then satisfaction is directly proportional 

to performance. This relationship suggests that, if the working and living conditions 

of teachers will be improved, it is likely that their satisfaction level will also increase 

their performance. Motivation has a direct influence on job performance (Inayatullah 

& Jehangir, 2012). When employees are motivated positively it is a catalyst for 

higher performance. Moreover, there is a statistically strong relationship between the 

attitude of employees and the satisfaction with the reward they expect as a return of 

their performance. An employee‟s positive attitude increases his/her satisfaction 

level.  

Work environment is a significant concern that can affect the job satisfaction of 

teachers in school projects. Obineli (2013) argued that inspired workplace results to 

inspired workers and draws attention to the importance for work performance, the 

atmosphere, quality and style of buildings and offices. For this regard, the conditions 

of working environment influence teachers‟ job performance. Good working 

conditions provide greater physical comfort for teachers and boost their morale. 

While very poor conditions breed frustration and regret and consequently a high 

sense of dissatisfaction. For the school working environment to be good, the head of 

school has a greater contribution than the teachers because he/she is the one existing 

as the school supervisor. This indicates that, there is a need for the school heads to be 

skillful enough to pressurize the creation of good working environment. 

The working environment should also involve a system of peace and love among the 

teachers. If teachers are bounded by peace and love, there become good and strong 

cooperation that results to good job performance.  According to Homerin (2008), a 

supervisor in the working place is required to love the workers as him or herself. The 
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same argument is depicted by Antony (1979) who asserts that any person is supposed 

to treat others as one would wish to be treated. Also, Hubbard (2007) said that there 

is a need to do to others what you want them to do to you. This is the meaning of the 

Law of Moses and the teaching of the prophets as derived from the holy books. 

However these explanations are equally reflected to the school environment where 

teachers are needed to be surrounded with peace and love. This situation, promotes 

job performance of the teachers. 

There is also a direct relationship between leadership and performance (Inayatullah 

& Jehangir, 2012). Good leadership catalyzes high employees‟ performance. 

However, Agho et al. (1993) show that there is a positive relationship between job 

satisfaction and productivity, but also other scholars like Inayatullah and Jehangir 

(2012) assert that employees motivation increases productivity.  To achieve high 

levels of employees‟ productivity, organizations must ensure that the physical 

environment is conducive to organizational needs facilitating interaction and privacy, 

formality and informality, functionality and cross-disciplinarily. Consequently, the 

physical environment is a tool that can be leveraged both to improve production 

results (Mohr, 1996) and employee well-being (Huang, Robertson & Chang, 2004). 

Ensuring adequate facilities are provided to employees is critical to generating 

greater employee commitment and productivity. The provision of inadequate 

equipment and adverse working conditions has been shown to affect employee 

commitment and intention to stay with the organization. 

2.4.5 Managerial Skills on School Heads 

Kamble (2011) asserts that managerial skills are a collection of characters and 

elements on the managers‟ individualities which assist them to successfully run the 

responsibilities of the association. Also managerial skills are explained as the 
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specialized professional acquaintance on a particular occupation that supervisors 

need to acquire so as to carry out their tasks and dealings (Analoui & Al-Madhoun, 

2002). In this aspect, the managerial skills are what help the managers to manage 

different institutions and schools in particularly. So without managerial skills, it is 

difficult to successfully lead any organization. 

According to Katz (2002), managerial skill is defined as the managers‟ skills of 

transforming information and understanding into applicable system.  In his study on 

“Most common skills of effective managers”, Katz categorized manager‟s skills into 

two main categories namely personal skills and communication skills. According to 

him, managerial skills can also be categorized into personal skills that deal with self-

awareness development, managing stress, skills for solving problems and 

Interpersonal skills that include communication skills, power of influencing others, 

conflict management, skills of motivating people and group skills which include 

empowerment, team building, and delegation of authority. Therefore, it is very 

important for managers to have Managerial Skills so as to be effective in their 

institutions. 

Also managerial skills can be referred to as supervisor‟s power that enables the 

progress of the organization that one leads (Syarwan, 2012). However it is very 

important for the school manager to acquire all the essential managerial skills so as 

to sustain the school achievement and teachers‟ job performance in particularly. 

According to Schemerchorn (1999), there are three basic skills the manager should 

have. These skills include technical skills, social skills and conceptual skill. In this 

study the main focus is put on the managerial skills as the ability of the school head 

to organize all school activities and the subordinates towards achievement of the 
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organizational goals. However, one should find that management skills guide the 

manager towards organizational goals. 

Diagrammatically, the school head as the manager of the school needs to be very 

humanitarian so as to identify teachers‟ needs and to treat them accordingly towards 

the attainment of the admirable goals and objectives. The school head is required to 

listen, encourage and accept the contribution of the teachers. However the school 

head needs to influence and communicate to the teachers fairly. This will make and 

keep teachers satisfied, willing, hard workers and effective in their job as indicated in 

figure 2.1 below: 
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Figure 2.1: A Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

Source: Adapted and modified from Gould (2002). 
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accomplishment of the organizational goals. For this regard, the school head is 
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Human Relation Approach of 

Management 

 

 

 

 

 

 

School 

Head 

 

 

 

 

 

 

 Creating good 

and friendly 

working 

environment 

 

 Motivating 

teachers and 

fulfilling 

teachers‟ social 

needs  

 

 Making use of 

appropriate 

management 

skills 

 

Teachers 

 

 Job 

satisfaction, 

job efficiency 

and 

effectiveness 

 

 High job 

performance 

and good 

discipline of 

work 

 

 Hard 

working, 

high working 

morale and 

Low stress 



31 
 

 

duties by the school head encourages and promotes teachers‟ job performance. 

However, the school head should be in the front line in encouraging teachers, 

motivating them and implementing all necessary responsibilities. The 

accomplishment of these duties leads to job satisfaction, job efficiency and 

effectiveness, high job performance and good discipline of work as well as hard 

working, high working morale and low stress among the teachers. 

2.4.6.2 Creating Good and Friendly Working Environment 

Working environment has great impact on the teachers‟ job performance. However, 

the head of the school has an important role to play in assuring that there become 

good and friendly working environment. For this reason, the school head is required 

to maintain peace and love among teachers, encouraging, recognizing and supporting 

the teachers as well as fulfilling some other social needs. When there is good 

working environment, there is high possibility for the teachers to work hard with 

high working morale. This is because good working environment tends to attract the 

workers and attracts them to attend at work every day. Therefore, it is the 

responsibility of the school head to encourage and assure creation of good and 

friendly work environment so as to sustain the teachers‟ job performance. 

2.4.6.3 Motivating Teachers and Fulfilling Teachers’ Social Needs 

School heads have to increase the morale and motivation of their teachers by 

increasing job satisfaction of their staff and by regulating their working environment. 

A highly motivating working environment provides better opportunities and various 

changes to improve the quality of life of teachers. As workers of any organization, 

teachers need to be motivated and require their social needs to be fulfilled. When all 

these are fulfilled, there is a high possibility for the teachers to be free to work hard 

and to have high job performance. The school head is responsible to make sure that 
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he/she motivates teachers and fulfills the teachers‟ social needs. When the teachers 

are well motivated and that their social need are sustained then it is easy for them to 

work hard and to have good working morale resulting to high teachers‟ job 

performance. 

2.4.6.4 Making Use of Appropriate Management skills 

The school head is supposed to use appropriate management skills so as to impress 

the teachers in their undertaking. The use of good management approaches impresses 

the teachers to work hard. However, leadership skills can influence the staff morale. 

This means that, good management skills enable the school head to identify the 

teachers‟ requirements so as to find out the solutions for the betterment of the 

teachers‟ job performance. Good management approach gives a room for the 

teachers to be free to give out their contributions. Doing this, calls for the school 

heads to be effective on management skills so as to uphold the teachers‟ job 

performance.  

2.4.6.5 Job Satisfaction and Job Efficiency and Effectiveness 

Job satisfaction describes the feelings attitudes or preference of individuals regarding 

work. It indicates how content an individual is towards his or her work. With this 

regard, job satisfaction can be defined as the attitudes and feelings people have about 

their work. Positive and favorable attitude towards the job indicates job satisfaction 

while negative and unfavorable attitude indicates dissatisfaction. This point indicates 

the feedback which results from satisfactory working environment in terms of 

leadership and working conditions. All these are highly determined by school heads. 

Therefore, there is a need for school heads to be active and efficient in taking care of 

the teachers‟ needs so as to keep them satisfied. 
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2.4.6.6 High Job Performance and Good Discipline of Work 

However, employees‟ performance is depending on the willingness and also the 

openness of the employees themselves on doing their job. Also it can mean that by 

having this willingness and openness  of  the  employees  in  doing  their  job,  it  

could  increase  the  employees‟  productivity which  also leads to high job 

performance. When the school head sustains a good working environment, the 

teachers also tend to give positive job performance. Also, when the teachers are 

satisfied with their working environment, then their discipline get improved and 

become good. Therefore, for the teachers to have good job performance and to have 

good discipline of work, they need their school head to take care of their needs 

including working and living conditions and social needs. 

2.4.6.7 Hard Working, High Working Morale and Low Stress 

Morale can be defined as the state of mind and emotions affecting the attitude and 

willingness to work, which in turn, affects individual and organizational objectives; 

or it can also be defined as the mental attitude of individual or of a group, which 

enables the employee to realize that the maximum satisfaction of his/her drives 

coincides with the fulfillment of the objective or the concern. In any organization, it 

is very important for the employees to have good working morale. High employee 

morale is important because it helps in improving productivity, improving 

performance and creativity, reducing number of leave days, paying higher attention, 

providing safe workplace and improving quality of work. Also, high employee 

morale leads to on-time reporting of employees for work, and improving 

communication, recruitment and creativity of employees. Furthermore, high 

employee morale keeps retention of employees in the organization. For this regard, it 
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is the duty of the school head to make sure that he/she provides all of the necessary 

teachers‟ requirements that can make the teachers to work hard, and to be stress free. 

2.5 Research Gap 

Through reviewing different studies, it could obviously be found that there is a close 

relationship between the previous studies and the present study. Nevertheless this 

research differed from the previous studies in a number of aspects. The first aspect 

was on research objective. In this aspect, it could be observed that Nyakongo‟s study 

investigated on the Influence of Motivation on Teachers‟ Job Performance in Public 

Secondary Schools; Mbwana‟s study aimed at assessing motivation and its 

implication on the falling of students‟ performance and enforcement of teachers to 

facilitate performance; Wangai‟s study targeted to find out how principal leadership 

behaviors impact teachers‟ job satisfaction in public secondary; Kelvin‟s study 

investigated the role of motivation on teacher‟s job performance in public and private 

secondary schools; Bolei‟s study investigated on teachers‟ perceptions of head 

teachers‟ human skills practice in secondary school management and how this 

influences their work commitment: the case of Baringo district, Kenya; and Roul‟s 

study investigated on principals‟ leadership behaviors in secondary schools of North 

Shoa, Ethiopia. Therefore the objective of this study was to explore the influence of 

school heads on teachers‟ job performance in public secondary schools. The second 

aspect that distinguishes this study from the previous studies was on the 

methodological part where the previous studies used mixed approach but this study 

used qualitative approach. Also the previous studies took place in different areas 

while this study take place in Kongwa district of Dodoma-Tanzania as the study area.   
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CHAPTER THREE 

METHOGOLOGY 

3.0 Introduction 

This chapter covers the research methodology that was used in this study. It includes 

research paradigm, research approach, research design, study area, population and 

target population. Also, the chapter covers the sample, sample size and sampling 

techniques. Finally, the chapter describes the sources of data, data collection 

methods, data analysis procedures, trustworthiness of the study findings and the 

ethical considerations. 

3.1 Research Paradigm 

According to Guba (1990), research paradigm is referred to as “a basic set of beliefs 

that guide action.” Creswell (2014) defines it as a general philosophical orientation 

about the world and the nature of research that a researcher brings to a study. This 

study relied on constructivism paradigm. This study employed constructivism 

approach because it is typically an approach to qualitative research. More recent 

writers who have summarized this position are Lincoln et al. (2011), and Mertens 

(2010), among others. Social constructivists believe that individuals seek 

understanding of the world in which they live and work. This paradigm enables the 

researcher to widen individual sense of their experiences or meanings directed 

toward the influence of school heads on teachers‟ job performance in public 

secondary schools. These meanings are varied and multiple, leading the researcher to 

look for the complexity of views rather than narrowing meanings into a few 

categories or ideas. The goal of the research is to rely as much as possible on the 

participants‟ views of the situation being studied. The importance of research 

paradigm in research study is to put the researcher in the right perspective. It serves 
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as the researcher‟s theoretical lens in determining the most appropriate research 

design for the research problem being investigated. 

3.2 Research Approach 

This study employed qualitative research approach. Qualitative research is an 

approach for exploring and understanding the meaning individuals or groups ascribe 

to a social or human problem (Creswell, 2012). The process involves emerging 

questions and procedures, data typically collected in the participant‟s setting, data 

analysis inductively building from particulars to general themes, and the researcher 

making interpretations of the meaning of the data. As argued by Creswell (2012), the 

study used qualitative approach for data collection in order to explore phenomena 

whereby in-depth interview, focus group discussion, documentary review and 

observation were employed so as to describe variation, to describe explanation 

relationships, to describe individual experiences and group norms in order to get 

participants perspectives using interactive strategies in real-life situation. Also the 

selection of this research approach considered its flexibility in probing verbal 

explanations and that it assists to gain deeper understanding of knowledge, skills, 

experience, attitudes and feelings regarding the phenomenon being studied. 

3.3 Research Design  

This study employed a single case study research design. Case study is a form of 

research design which focuses on a single unity such as one individual, one group, 

one organization, or one program (Creswell, 2012).This design enabled the study to 

meet its objectives because it enables arriving at detailed description and 

understanding of the target entity. Case study techniques are obligatory for 

managerial purposes (Kothari, 2004). They are also of massive value in taking 

decisions regarding several management problems. In this case, this design made it 
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possible for the researcher to study and explore deeply the case of school head 

management particularly the influence of school heads on teachers‟ job performance 

in public secondary schools. This design fitted this study because it enabled 

collection of deep data pertaining management from which generalization was made. 

3.4 Area of Study 

This study took place in Kongwa district which is found in Dodoma region. This area 

has good number of public secondary schools from which different managerial ways 

relating to the study was studied. According to URT (2012), Kongwa is among seven 

districts in Dodoma Region of Tanzania. It is bordered to the north by Manyara 

Region, to the east by Morogoro Region, to the south by Mpwapwa District, and to 

the west by Chamwino District. Its district capital is the town of Kongwa. According 

to URT (2012), the population of Kongwa District is 309,973. Kongwa District is 

administratively divided into 22 wards which are Chamkoroma, Chiwe, Chitego, 

Hogoro, Kongwa, Lenjulu, Mtanana, Nghumbi, Sejeli, Makawa, Matongoro, Iduo, 

Kibaigwa, Mkoka, Mlali, Ngomai, Njoge, Songambele, Ugogoni, Pandambili, 

Sagara and Zoissa (URT, 2012). This area has been selected because there is no 

current study conducted with the same research objective. Kongwa district has 26 

public secondary schools with 441 teachers. 
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Figure 3.1: A Map showing Kongwa District Location within Dodoma Region 

 

   Source: URT (2012). 
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3.5 Study Population and Target Population 

According to Sekeran (2005) and Punch (2000), population refers to the entire group 

of people, events or things of interest that the researcher needs to investigate. Kombo 

and Tromp (2006) define population as a group of individuals, objects or items from 

which samples are taken for measurement. Also, Best and Khan (2003) defined 

population as any group of individuals who have one or more characteristics in 

common which is of interest to the researcher. The target population under this study 

was teachers of public secondary schools in Kongwa district of Tanzania. These 

involved both school heads and teachers. This district had a population of 441 

secondary school teachers. The study opted to use teachers as the target population 

so as to deep draw experience and understanding regarding the influence of school 

heads on teachers‟ job performance in public secondary schools. 

3.6 Sample, Sample Size and Sampling Technique 

Sample is a subgroup of the target population that the researcher plans to study for 

the purpose of making generalizations about the target population (Creswell, 2012). 

According to Bartlett, Kotrlik and Higgins (2001), sample size refers to the number 

of participants or observations included in a study. This study considered a sample 

size of twelve (12) out of 441 public secondary school teachers from whom, three 

were school heads and nine of them were teachers. The use of small sample was 

considered so as to minimize time and money cost that could be encountered in the 

completion of this study.  

In this study, purposive and volunteer sampling techniques were employed. 

Purposive sampling is a non-random technique wherein, unlike scientific sampling, 

respondents are deliberately selected based on their possessed characteristics 

congruent to the requirement of the study (Tongco, 2007). He adds that the selection 
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of who and how many should be included in the study rests on the intelligent 

judgment and discretion of the researcher. In this study, purposive sampling 

technique was used to get the heads of schools, one from each school. This study 

made use of purposive sampling because this sampling technique is consistent with 

exploratory research, it is the widely used sampling strategy in qualitative research, 

and it is meant for studies seeking rich information that can be studied in depth 

(Hoepfl, 1997).  

Through volunteer sampling technique, three teachers from each school were 

involved to form a small group for the focus group discussion which was led by the 

researcher. This group excluded the school head and the assistant head. So after the 

introduction of the research purpose through the head of school, the researcher asked 

three teachers to volunteer for the focus group discussion. 

3.7 Data Collection Methods and tools 

The data under this study were collected through four ways namely interview, focus 

group discussion, documentary review and observation. The use of these methods 

enabled the collection of the required information as generated from the participants. 

Also, the use of multiple methods in data collection was important in getting rich and 

deep information regarding the influence of school heads on teachers‟ job 

performance in public secondary schools. 

3.7.1 Interview Method 

According to Cohen, Manison and Morrison (2001), interview method is defined as 

an interchange of views between two or more people on a topic of mutual interest 

and emphasizes the social research data. It is a research tool for data collection that 

involves the collection of data, through verbal interaction between the interviewer 
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and interviewee. In this case, interview method was employed purposely because it 

has high response rate also it allows deep explanation in response to the research 

questions (Miller, 1977). According to Kothari (2004) interview guide have 

advantages and disadvantages; the major advantages of using this method is that, 

there is greater flexibility under this method as the opportunity to restructure 

questions is always there, especially in case of unstructured interviews. According to 

him, interview has some weaknesses including time consuming, especially when the 

sample is large. In this study, three heads of schools were interviewed from the three 

selected schools. The researcher conducted interview through negotiation with each 

respondent‟s time. The interviews were conducted in respective areas. The interview 

guide used open ended questions from which respondents were able to discuss issues 

related to the research topic that is to say the influence of school heads on teachers‟ 

job performance. Through this method, appropriate information was collected and 

documented by the researcher. 

3.7.2 Focus Group Discussion 

Additionally, the researcher formed a group of four participants including the 

researcher in each of the three selected schools. In each group the researcher 

participated as the leader and controller of the group.  Through this method, the 

researcher defined the problem under study and kept it clear for the participants to 

give out their contributions. All information obtained from the participants was 

recorded by the researcher as the group organizer. As argued by Wellington (2000), 

this method was useful as it facilitated easy construction of meaning between the 

researcher and the respondents. Also, the method was important because it enabled 

the researcher to rephrase the questions accordingly. Additionally, focus group 

discussion allowed the researcher to ask more questions with a chance of providing 
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insights into other unfamiliar issues which allowed pattern and themes to be 

developed during data analysis. Furthermore, the method enabled the participants to 

reach consensus which would be difficult to obtain through other methods (Bryman, 

2008).  

According to Lewis, Thornhill and Saunders (2009), focus group discussion has 

some weaknesses involving the fact that it may be dominated by few participants 

especially if it is not well managed and that it consumes more time as every 

participant‟s contributions are valued. These challenges may be avoided throw 

reducing participant‟s dominance of the discussion and providing equal chance for 

each one‟s contribution. 

3.7.3 Documentary Review 

According to Kothari (2013), documentary review is referred to as the process of 

reading various reports, data, and statistics in the office or any place associated with 

the issue of study. The researcher used documentary review to complement the 

information obtained through the use of interview, observation, and focus group 

discussion. This method enabled the collection of data through studying different 

written documents showing number of teachers, number of teachers‟ houses and 

teachers‟ offices. Also documentary review assisted the researcher to get data 

regarding teachers‟ attendance through attendance register books and permission 

books 

The researcher also reviewed documents from District Education Officer which 

showed the total number of government secondary schools and the number of 

teachers found in Kongwa District. The information and data obtained from these 

sources were useful in enriching and complimenting the information and data 
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obtained from the fore mentioned primary sources. Kothari (2013) contends that the 

advantage of using documentary review is that it helps the researcher to get 

information which is not found from other sources of data collection.  

3.7.4 Observation 

According to Creswell (2012), observation is defined as the process of gathering 

firsthand information by observing people and places at a research site. According to 

him, the advantages of observation include the opportunity to record information as it 

occurs in a setting, to study actual behavior, and to study individuals who have 

difficulty in verbalizing their ideas. Kothari (2004) indicates that observation 

increases the chance for the researcher to obtain a valid and credible picture of the 

phenomenon being studied. The method thus helps the researcher to have an 

opportunity to look at what is taking place in the situation. In addition, he argues 

further that this method tends to get rid of subjectivity and bias in data collection and 

it gives accurate information relating to what is actually seen in time and place. 

However, according to Kothari (2010), observation method has various limitations 

including the fact that it is firstly an expensive method; secondly, the information 

provided by this method is very limited and thirdly, sometimes unforeseen factors 

may interfere with the observational tasks. 

In this study, observation assisted the researcher to take pictures showing different 

phenomena including the school infrastructure such as teachers‟ offices, laboratories, 

teachers‟ houses and other physical conditions. Also, this method enabled the 

researcher to study feelings and emotions of the participants in response to their 

school management during data collection. To facilitate this process, the researcher 

prepared an observational protocol which means a form designed by the researcher, 
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before data collection, that is used for taking field notes during an observation 

(Creswell, 2012). 

3.8 Data Analysis Procedures 

According to Kothari (2004), the term analysis refers to the computation of certain 

measures along with searching for patterns of relationship that exist among data-

groups. The data in this study was analyzed through thematic method of data 

analysis. As a qualitative descriptive approach, thematic analysis is a method for 

systematically identifying, organizing, and offering insight into, patterns of meaning 

(themes) across a dataset (Braun & Clarke, 2006). In this kind of analysis, the data 

were analyzed in order to encompass comprehensible and straightforward 

interpretation and discussion of the findings. This method involved familiarizing 

with the data, generating initial codes, searching for themes, reviewing potential 

themes, defining and naming themes and producing the report.  

Data generated from interview, focus group discussion, documentary review and 

observation were analyzed based on themes generated from the research objectives 

regarding the influence of school heads on teachers‟ job performance in public 

secondary schools. 

3.9 Trustworthiness of the Study 

According to Lincoln and Guba (1985), trustworthiness is referred to as a way 

qualitative researchers can persuade themselves and readers that their research 

findings are worthy of attention. As asserted by Guba and Lincoln (1989), 

trustworthiness is equivalent to validity and reliability as applied in quantitative 

researches. In order to assure trustworthiness of this study, the researcher made use 

of the four criteria namely credibility, transferability, dependability and 

file:///C:/Users/Lnov/Downloads/data%20analysis%202.htm
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confirmability as introduced by Lincoln and Guba (1985). The application of the four 

fore mentioned criteria of trustworthiness was as indicated below: 

3.9.1 Credibility 

According to Guba and Lincoln (1989), credibility is employed to mean how 

confident the qualitative researcher is in the truth of the research study‟s findings.  

This criterion assisted the researcher to answer the question of how true and accurate 

the findings are. To ensure credibility of the findings, this study made use of 

triangulation method which entails the use of multiple ways of data collection. These 

methods were interview, focused group discussion, documentary review and 

observation method. Yin (1994) emphasizes that the significance of using multiple 

sources is to triangulate the converging lines of evidence. Also, data collection 

instruments were presented to the researcher‟s supervisor for expert review. After 

receiving comments from the supervisor, the instruments were revised to incorporate 

all indispensable suggestions and corrections.   

Moreover, to assure trustworthiness of the study findings, the researcher employed 

purposive sampling technique so as to involve the intended study participants. Also, 

to assist good understanding of the topic under study, the researcher treated each 

participant by asking probing questions and paraphrasing the question to assure 

generation of the intended information. Furthermore, in order to guarantee freedom 

of expression among the study participants, the researcher allowed the use of both 

English and Kiswahili as Tanzanian formal languages. This made easy for the 

respondents to be comfortable and to share more of their experiences as asserted by 

Poggenpoel and Myburgh (2003). 

file:///C:/Users/Lnov/Downloads/data%20analysis%202.htm
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3.9.2 Transferability 

Transferability is used to mean the way how the qualitative researcher demonstrates 

that the research study‟s findings are applicable to other contexts (Tobin & Begley, 

2004). According to them “other contexts” can mean similar situations, similar 

populations, and similar phenomena under study. To assure transferability of the 

study findings, the researcher used thick description to show that the research study‟s 

findings can be applicable to other contexts, circumstances, and situations as argued 

by (Lincoln & Guba, 1985). Since qualitative approach is interested to focus on small 

number of particular environments and elements, this study used an appropriate 

sample so as to make good generalization for the desired findings. With this regard, 

this study used a sample of 12 out of 441 teachers from 3 out of 25 public secondary 

schools found in Kongwa district. So, this sample was taken for generalization. 

Also, to ensure transferability of this study, the researcher collected thick descriptive 

data regarding the influence of the school heads on teachers‟ job performance which 

allowed comparison to other possible contexts. The study employed interview, 

documentary review, focus group discussion and observation as ways or methods for 

data collection in order to assure collection of thick descriptive data for 

transferability of the study findings. 

3.9.3 Dependability 

According to Lincoln and Guba (1985), dependability is the extent that the study 

could be repeated by other researchers and that the findings would be consistent. In 

other words, if a person wanted to replicate your study, they should have enough 

information from your research report to do so and obtain similar findings as your 

study did. According to Tobin and Begley (2004), a qualitative researcher can use 

inquiry audit in order to establish dependability, which requires an outside person to 

file:///C:/Users/Lnov/Downloads/data%20analysis%202.htm
file:///C:/Users/Lnov/Downloads/data%20analysis%202.htm
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review and examine the research process and the data analysis in order to ensure that 

the findings are consistent and could be repeated. 

To achieve dependability, researchers can ensure the research process is logical, 

traceable, and clearly documented (Tobin & Begley, 2004). When readers are able to 

examine the research process, they are better able to judge the dependability of the 

research (Lincoln & Guba, 1985). Therefore, in order to assure dependability of the 

study findings, the researcher employed appropriate research instruments including 

interview guide, observational checklist, documentary review guide and guiding 

questions for focus group discussion. Also the research design employed assisted the 

researcher to get deep and sufficient data which assure the dependability of the study 

findings.  

3.9.4 Confirmability 

Confirmability is concerned with establishing that the researcher‟s interpretations 

and findings are clearly derived from the data, requiring the researcher to 

demonstrate how conclusions and interpretations have been reached (Tobin & 

Begley, 2004). In other words, this means that the findings are based on participants‟ 

responses and not any potential bias or personal motivations of the researcher. This 

involves making sure that researcher bias does not skew the interpretation of what 

the research participants said to fit a certain narrative. According to Guba and 

Lincoln (1989), confirmability is established when credibility, transferability, and 

dependability are all achieved. 

To establish confirmability to this study, the researcher provided an audit trail, which 

highlighted every step of data analysis that was made in order to provide a rationale 

for the decisions made. This helped to establish that the research study‟s findings 

file:///C:/Users/Lnov/Downloads/data%20analysis%202.htm
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were accurately portrayed from participants‟ responses. Also, the current study used 

triangulation process so as to assure collection of satisfactory data for accurate and 

confirmable study findings. 

3.10 Pilot Study 

The aim of doing a pilot study was to validate the accuracy of the research 

instruments before the actual data collection from the study area. According to 

Graham (2001), pilot study helps in developing and testing adequacy of research 

instruments, assessing the feasibility of a study, designing a research protocol, 

assessing whether the research protocol is realistic and workable and establishing 

whether the sampling frame and technique are effective. Also, he asserts that, pilot 

study assists in assessing the likely success of proposed recruitment approaches, 

identifying logistical problems which might occur using proposed methods, 

estimating variability in outcomes to help determining sample size, determining what 

resources are needed for a planned study and developing a research question and 

research plan. 

In conducting pilot study, the researcher selected one school out of the three selected 

secondary schools in Kongwa district. At this school, the researcher tested the 

instruments so as to know if they could be appropriate to the study. Pilot study 

assisted the researcher to correct and improve the research instruments so as to yield 

the intended data. However, through doing pilot study, the researcher managed to 

reduce some questions which appeared to seek for the same data. Also, the process 

enabled the researcher to add some questions that were thought to complement the 

required data. For this reason, the researcher managed to reconstruct and paraphrase 

the questions so as to fulfill the demands of the research objectives. 
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3.10 Ethical Considerations 

This study followed all the research ethics during data collection and the report 

writing procedures. Before going to the field, a permission letter was asked from the 

UDOM postgraduate coordinator who represents the university in this matter. The 

letter from the university was taken to Kongwa district administrators who were 

responsible for processing the research permit. The research permission letter was 

taken to the target schools so as to allow the researcher to collect data. Moreover, the 

researcher ensured confidentiality of the data shared; privacy and safety of the 

participants during the process of data collection. To ensure confidentiality under this 

study, participants‟ and schools‟ names are not mentioned in this dissertation; 

pseudonyms are used. 
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CHAPTER FOUR 

DATA PRESENTATION AND ANALYSIS 

4.1 Introduction  

This chapter presents and analyses the data obtained from the field. The chapter 

comprises of two sections in which the first section gives description on the 

participants involved in the study and the second section presents and analyses the 

data collected from the participants. In this chapter, the presentation and analysis of 

data is organized according to the research objectives. The study was primarily 

conducted to explore the influence of school heads on teachers‟ job performance in 

public secondary schools.  Specifically, the study was conducted to address three 

research objectives; the first objective was to explore ways that school heads use to 

promote teachers‟ job performance, the second objective was to identify the 

challenges that school heads face in promoting teachers‟ job performance and the 

third specific objective was to explore how far the school heads take care of the 

teachers‟ social needs aiming at intensifying teachers‟ job performance. The results 

obtained from the analysis of the collected data are presented below.   

4.2 Description of the Participants of the Study 

This part shows the demographic characteristics of the study participants including 

level of education, working experience, age, sex, number of participants and number 

of schools involved. The description provided in this part is of assistance for both the 

researcher and the readers because it simplifies understanding of the distinctiveness 

of the study participants. In displaying those characteristics, table 4.1 below assists to 

show some of the participants‟ characteristics. 
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Table 4.1: Demographic data showing participants’ characteristics 

School         Respondent     Gender    Age range   Educational level      Working  

         Experience 

                    Teacher A           F 45 - 54 Degree                      21 Years 

                    (School Head) 

 Teacher B            M 35 - 44 Diploma                   18 Years 

 School A Teacher C M 25 - 34 Degree                      5 Years 

 Teacher D F 25 - 34   Degree                     5 Years 

 

School B Teacher E M 35 - 44    Degree                      12 Years 

                    (School Head) 

 Teacher F M 25 – 34    Degree                      5 Years 

 Teacher G M 25 - 34    Diploma                    7 Years 

 Teacher H M 25 - 34    Degree                      2 Years 

 Teacher I M 35 - 44   Degree                       11 Years 

                    (School Head) 

School C Teacher J M 25 - 34   Degree                       5 Years 

 Teacher K M 35 - 44   Degree                       10 Years 

 Teacher L M 25 - 34            Degree                       7 Years 

Key: F = Female, M = Male 

Source: Field data (2019). 

 

4.2.1 Composition of the Participants 

This study involved 12 participants as the sample size which was selected out of 441 

public secondary school teachers. The analysis of the characteristics of this sample 

shows that 9 participants who equal to 75% were secondary school teachers from the 

three selected schools; and 3 participants which equal to 25% were heads of schools 

each from one school. 



52 
 

 

4.2.2 Participants’ Gender Information 

The sample under this study was comprised of participants with consideration of 

gender balance in sense that the researcher provided equal opportunity in 

participation between males and females. For this case, the researcher managed to 

involve respondents of equal balance in School A whereby 2 (50%) of the 4 

participants were males and the rest 2 (50%) were females.   However, the gander 

issue encountered some challenges particularly in School B and in School C due to 

the fact that in school B it was only males who were accessible and school C had 

only single sex that is males. So it became difficult for the researcher to manage 

gender balance in those two schools (school B and school C).  

4.2.3 Age Range of the Participants 

The age of the participants including school heads and teachers was classified into 

four classes. These classes had an interval of 10 years and they involved teachers 

aged from 25–34 years, 35 – 44 years, 45 – 54 and 55 +. With regard to the fore 

mentioned age classes, the findings show that 7 respondents that is to say 58.3% had 

an age ranging from 25 to 34 years; 4 respondents which equal to 33.3% of the study 

sample had an age ranging from 35 to 44 years; 1 respondent or 8.3% of the 

participants had an age ranging from 45 to 54 years; and then the data shows that 

there was no participant aged from 55 and above. The finding shows that majority of 

the respondents were aged ranging from 25 to 34 years. These teachers had good 

experience enough to express their feelings regarding the influence of the school 

heads on teachers‟ job performance in public secondary schools of Tanzania 

particularly in Kongwa district as the study area of this investigation. 
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4.2.4 Level of Education of the Participants 

Regarding the level of education of the participants in this study, the finding shows 

that there were two levels of education among the participants. These two levels of 

education involved diploma in education and bachelor degree. With reference to the 

number of the study participants that was 12, the finding shows that 10 participants 

that is to say 83.3% of the sample size had degree level of education whereby 2 

participants which equal to 16.7% of the sample size had diploma level of education. 

All teachers with diploma were found to have persuaded diploma in teaching. 

Furthermore, the degree holders were in two classes in which 4 teachers had 

Bachelor of Arts in Education and 6 teachers pursued Bachelor of Arts with 

Education. 

This data however portrays that the number of secondary schools teachers who are 

degree holders in Kongwa district is higher than diploma holders. In fact, all 

participants managed to possess good level of education that enabled them to give 

out constructive contribution pertaining to the study topic which was on the influence 

of school heads on teachers‟ job performance in public secondary school. 

4.2.5 Working Experience of the Participants 

The years of working experience among the participants were categorized into three 

categories. These categories had an interval of ten years from each and they involved 

those teachers with working experience extending from 1 – 10 years, 11 – 20 years, 

and 21 +. From these categories, the findings show that 8 respondents that were 

manipulated as 66.7% of the sample size had an experience ranging from 1 – 10 

years; 3 participants which accounted as 25% of the total sample had working 

experience ranging from 11 – 20; and 1 participant that is to say 8.3% of the sample 

size had working experience extending from 21 +. However, the findings bring a 
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depiction that the number of secondary school teachers with working experience 

extending from 21 and above is lower than those teachers with working experience 

ranging from 1 to 10 years and 11 to 20 years. The respondents had good working 

experience that assisted the enrichment of the required data on the current topic of 

this inquiry. 

4.3 Presentation and Analysis of the Views Collected from the Participants 

This part presents and analyses the participants‟ views as obtained from the field 

through interview, focus group discussion, documentary review and observation as 

ways of data collection. These views have been organized basing on the specifics 

research objectives and research questions regarding an exploration of the influence 

of the school heads on teachers‟ job performance in public secondary schools. 

4.3.1 Ways Used by School Heads to Promote Teachers’ Job Performance 

With regard to specific objective number one that was to explore ways that school 

heads use to promote teachers‟ job performance, the general question was, what 

ways do the school heads use to promote teachers‟ job performance? This question 

intended to find out the different ways or techniques employed by the school heads 

to promote teachers‟ job performance in public secondary schools.  

4.3.1.1 Provision of Motivation to the Teachers 

The finding shows that provision of motivation to teachers is a good way of 

encouraging teachers to work hard and to have high job performance. This was 

pointed out by all three (3) heads of schools involved in the study. This suggests that 

in order for the teachers to work hard there is a need for the school head to motivate 

teachers and to create a good and motivating environment. This may keep teachers 
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motivated and will make them to have high job performance. In suggesting this, a 

school head from School A had the following to say: 

…As a matter of promoting teachers‟ job performance, I do 

motivate my teachers through different ways including appreciating 

the one who perform well. Sometimes I do provide motivation in 

form of material things though it is in rare cases under so limited 

resources. This includes awarding teachers who produce good 

grades to the students‟ academic performance during national 

examinations. So in doing this, I do promote the teachers‟ working 

morale… (Semi-structured Interview, March 2019). 

In the same point of view, a head of School B commented: 

…Motivation has got good role in promoting teachers‟ job 

performance because it encourages teachers to work successfully. In 

my school, I use to motivate teachers who perform well involving 

awarding the production of good students‟ subject grades during 

national examinations… (Semi-structured Interview, March 2019).  

In the same vein, a head of School C suggested during the interview and had the 

following to add:    

…However, as a way of promoting teachers‟ job performance, it is 

very important to motivate teachers especially when they do better. 

In this school, teachers are scarcely motivated due to limitation of 

resources. The provision of motivation arouses working willingness 

and readiness   among the teachers… (Semi-structured Interview, 

March 2019). 

On the side of focus group discussion, most of the participants required the school 

heads to motivate teachers in different ways so as to promote job performance. 

Supporting the same point, 9 participants that equal to 100% of all participants from 

the three selected schools sustained the same point. However, the findings from the 

discussion show that motivation was applied by the school heads from School A and 

School B. As the discussion was going on, one of the group participants that is to say 

Teacher D from School A said the following: 

…In this school, the school head motivates teachers through 

different ways including providing rewards to those teachers who 
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produce higher grades to the students‟ academic performance in the 

national examinations. Also, the school head motivates teachers 

through congratulating those who work hard and appreciates every 

one‟s contribution. So, these keep the teachers willing and confident 

in this working environment… (Focus group discussion, March 

2019).  

The findings from School C show that 3 out of 3 respondents which equals 100% of 

the group participants complained that the school head does not motivate teachers 

anyhow in that particular school. With reference to the discussion from this school, 

the discussants recognized the influence of motivation to the teachers‟ job 

performance and they explained that motivation should not only involve money or 

any other material thing but also appreciation, and recognition of what the teachers 

do is a good form of motivation. While explaining this point of view, Teacher J from 

School C argued in the following way: 

…Motivation in this school is not applied by the school head. In this 

case, I can‟t say that it is because of limitation of resources but it is 

due to the nature of the school head. I am free to say this because 

what I know is that, motivation cannot only be provided in form of 

tangible things like money and properties but also it can be provided 

through words of appreciation, support and even certificates of 

appreciation… (Focus group discussion, March 2019).   

As the discussion was carrying on, Teacher K took the chance and had the following 

to contribute in this particular point: 

…Myself I don‟t see motivation in this school something that has 

greatly discouraged my job performance. Saying this should not be 

translated that I need money from the school head but what I require 

is the support, appreciation, encouragement and recognition of the 

teachers‟ contribution from the school head. These have good 

influence to the teachers‟ job performance and when it comes to 

their opposite, the results become low working morale and the 

like… (Focus group discussion, March 2019). 

The finding shows that the point of motivation attracted all the group participants. 

For this reason, Teacher L had the following to say: 
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…In our circumstance, motivation is not provided at all. However, 

the teachers try their level best to perform their duties though the 

school head neither encourages nor cares about the teachers‟ 

contributions. Therefore, the absence of motivation in this school 

lowers down the teachers‟ working morale... (Focus group 

discussion, March 2019). 

However, the findings from focus group discussion from all the schools involved 

show that motivation is a good way of promoting teachers‟ job performance. For this 

reason, the finding shows that some of the school heads motivate the teachers while 

there are other school heads who do not motivate the teachers. With regard to the 

discussion apprehended in School C, it obviously shows that the school head in that 

particular school does not motivate teachers. This situation leads to discouragement 

of teachers in their undertaking. Therefore, as a way of upholding teachers‟ job 

performance, different forms of motivation should be provided to the teachers. So 

school heads should learn well on how to motivate teachers through different forms 

of motivation so as to uphold the job performance of the teachers.  

4.3.1.2 Recognizing and Appreciating Teachers’ Contributions 

Regarding the ways of promoting teachers‟ job performance, the finding show that 

the school heads are supposed to recognize and appreciate the teachers‟ 

contributions. In doing this, the teachers are getting encouraged and gain confidence 

of doing better. With regard to this point, 12 respondents that make 100% of 12 

respondents endorsed this point. During interview, a school head from Schools A had 

the following to say in response to the point: 

…As a head of school, I use to appreciate each teacher‟s 

contribution especially when one performs well. Also I usually 

recognize the contribution of the teachers so as to encourage them in 

what they do. For this reason, I find that, recognition and 

appreciation add something in promoting teachers‟ job 

performance... (Semi-structured Interview, March 2019). 
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During interview, another school head from School B suggested the same point, 

explained it and substantiated it in the following way:  

…It is good to recognize and appreciate the teachers on what they 

do. In this school, when a teacher performs something good, I, as 

the head of school normally recognize his/her contribution and 

appreciate him/her. I do this so as to make everyone feel supported 

and to be free to do things in his/her level best… (Semi-structured 

Interview, March 2019). 

The findings from focus group discussion show that teachers need to be recognized 

and appreciated on what they do. However, the findings depict that the point is  

sustainable in some schools whereas it is not sustainable in some other schools due to 

lack of management skills among some heads of schools. The participants from 

School A and School B testified that their school heads recognize and appreciate 

their teachers‟ contributions. While verifying this point during the discussion, 

Teacher B from School A had the following to confess: 

…As a way of promoting teachers‟ job performance, the school 

head should recognize and appreciate the teachers‟ contributions. 

Doing this encourages the teachers and adds teachers‟ working 

morale. Now talking of this school, the school head use to recognize 

and appreciate the teachers‟ contributions. This is verified when one 

performs well, the school head congratulate and advertises the one 

positively… (Focus group discussion, March 2019). 

As the discussion went on, another teacher from the same school that was Teacher C 

had the following to add on the same point: 

…In our teaching/learning environment, different teachers appear to 

possess different abilities of performing work, so it is the duty of the 

school head to identify and recognize the teachers‟ potentials. And 

having recognized the teachers‟ potentials, the school head is 

responsible to encourage and appreciate the teachers for their 

different prospective. In this school, the school head has a tendency 

of recognizing and appreciating the teachers in what they do… 

(Focus group discussion, March 2019). 

In School B, the teachers suggested the same point and gave it priority indicating that 

it could be a good way of promoting teachers‟ job performance. In putting forward 
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this point, Teacher F from School B commented in the following way during the 

discussion: 

…Management should recognize, encourage and appreciate the 

teachers‟ contributions. In doing this, the teachers are encouraged 

and therefore, the job performance expands. In our school, the 

school head recognizes and appreciates the teachers‟ contributions. 

For this reason, the teachers are encouraged and motivated to 

perform duties creatively and confidently… (Focus group 

discussion, March 2019). 

The same discussion was held in School C. In this particular school, the teachers 

advocated and identified that the school head should recognize and appreciate the 

teachers‟ contributions. Regarding this point, the finding from the teachers shows 

that the school head does not recognize and appreciate the teachers‟ contributions. 

This situation disheartens the teachers‟ working morale. For this reason, the teachers 

during the discussion were free to say that whatever and however good one performs, 

there is neither recognition nor appreciation given to the one. So, the teachers were 

largely discouraged by their school supervisor. To support this argument, Teacher J 

from this school had the following to say during the discussion: 

…As teachers, we need to be recognized, encouraged and 

appreciated in the professional duties that we perform. These are 

costless things but they are very valuable to our psychological 

mindset. Now the absence of these things leads to teachers‟ job 

discouragement and low job performance. In this school, the school 

head does not care about recognition and appreciation to the 

teachers in what they do. This situation discourages teachers and 

reduces their job performance. And I think that this situation is 

caused by lack of some management skills… (Focus group 

discussion, March 2019). 

As the discussion progressed, Teacher K from the same school got indebted to say 

the following regarding the same point: 

…I myself do not understand what is with our school head because 

however good a teacher can perform, the school head neither 

recognizes nor appreciates the one‟s contribution. Actually, this 

situation discourages the teachers working morale. So, as teachers, 
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we find that there is a need for the school heads to recognize, 

appreciate and encourage what the teachers perform… (Focus group 

discussion, March 2019). 

Therefore, the findings suggest that recognition and appreciation to the teachers‟ 

performance play an important role in intensifying teachers‟ job performance. Again 

the findings confirm that in some schools like School A and School B, the school 

heads pay attention in recognizing and appreciating the teachers contributions 

whereas some other school heads do not recognize and appreciate their teachers‟ 

contributions as it has been evidenced from School C. For this reason, the school 

heads are required to recognize and appreciate the teachers‟ contributions. In doing 

so, the teachers are getting encouraged and they are motivated to perform better. 

4.3.1.3 Creation of Good and Friendly Working Environment 

A good and friendly working environment in this study is referred to as something 

that makes employees feel good about coming to work every day and also motivates 

them constantly to sustain them throughout the day and causes them to give out their 

best effort.  With regard to this point of view, the findings show that the school 

supervisors are required to be in the front line in creating good and friendly working 

environment. During interview, 2 study participants that make 67% out of 3 (100%) 

participants suggested that creation of good working environment is a good way of 

promoting teachers‟ job performance. This is because good working environment 

motivates teachers and encourages them to have good working morale. In proposing 

this point, Teacher A from School A commented the following: 

…In strengthening teachers‟ job performance, I find it good to 

create a good and friendly working environment. In doing this, the 

aim is to make teachers motivated and attracted. Motivating and 

attracting working environment has a positive influence on teachers‟ 

job performance. In sustaining good work environment I use to 

assure fair communication among the teachers, application of 

motivation and appreciation to the good work and sustaining love 
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and cooperation among the employees… (Semi-structured 

Interview, March 2019). 

Likewise, Teacher F from School B came up with the following argument during the 

interview session: 

…There is a need to create good work environment so as to make 

teachers attracted and interested. In creating good work environment 

I do assure open and transparent communication among the 

teachers, appreciating teachers, encouraging team work and 

maintaining trust. These situations add working morale and hence 

endorse job performance of the teachers… (Semi-structured 

Interview, March 2019). 

However, through observation, it was observed that some schools had satisfactory 

working conditions whereas the other schools had poor working conditions. 

Moreover, it was noted that the school conditions available influenced teachers‟ job 

performance. The same point was suggested by the study participants during focus 

group discussion and it was supported by 9 respondents which is 89% of the 

participants. In proposing this point, Teacher B from School A had the following to 

say during the discussion: 

…Job performance among the teachers is accompanied with 

existence of good working environment. I mean that if the work 

environment is conducive, the teachers will be attracted and will be 

motivated to work comfortably. Also, good working environment 

reduces stress among the teachers resulting to positive effect on 

teachers‟ job performance… (Focus group discussion, March 2019). 

In School B, Teacher G came up with the same point and stated the following during 

focus group discussion: 

…In order for the teachers to have good job performance, there 

should be good working environment. For this reason, the teachers 

will be satisfied and they will be feeling supported and motivated to 

work hard and happily… (Focus group discussion, March 2019). 
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In School C, Teacher J demonstrated that: 

…The school under the school head is required to sustain good 

working environment that can make the teachers to feel comfortable 

in attending school daily and giving out their high effort on their job 

responsibilities. However, in this school, the working conditions are 

poor and not attractive… (Focus group discussion, March 2019).  

Therefore, the findings show that good and friendly working environment has a 

positive influence on teachers‟ job performance. Teachers and other employees are 

encouraged to work hard if they are supplied with some kind of requirements like 

peace, love, cooperation, fair communication, motivation and the like. However, the 

finding shows that some schools have managed sustaining good working 

environment like that of School A and School B whereas other schools have bad 

working environment as evidenced by School C. So, the school heads are advocated 

to assure creation of good and attractive working conditions in all aspects so as to 

sustain the existence of teachers. 

4.3.1.4 Application of Good Management Approach According to Situation 

The findings from both interview and focus group discussion suggest that, the 

management should apply a suitable management approach according to the school 

situation/environment. Regarding responses from the school heads, 3 participants 

that equal to 100% of the participants from interview portrayed that they use 

contingency/situational management approach. They justified that there is a time 

when they use forms of democratic management and also they use dictatorship or 

autocratic styles of management. In this point of view, the findings show that it is 

difficult to use one form or style of management in all situations. In justifying this, 

one school head that is Teacher A from School A explained in the following way: 

…In managing this school, I don‟t use one specific way but I rule 

according to the situation available. For this reason, I mean there is 
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a time when I use democratic style of management and sometimes 

I use dictatorship style. Therefore, it is the environment or situation 

that determines the good management style to use… (Semi-

structured Interview, March 2019). 

Also, in supporting the same point, Teacher E from School B had the following to 

say during the interview: 

…In case of management style, I normally use different styles 

depending on the environment. To me, it is difficult to use one way 

of management in all situations because there is a situation when I 

use democratic style of management and in other cases I use 

dictatorship style of management… (Semi-structured Interview, 

March 2019). 

Teacher I from School C held the same approach and had the following to say during 

the interview: 

…In ruling this school, I usually use both democratic and 

dictatorship depending on the situation available. I do this because it 

is too difficult to use one special management style and forcing to 

use one style will result into poor organization of some other 

matters… (Semi-structured Interview, March 2019). 

On side of the teachers, it was found that many teachers preferred democratic to 

dictatorship kind of leadership. However, the finding shows that 9 respondents which 

make 100% of the participants in focus group discussion commented that it is 

difficult to use one management style. For this reason, the teachers suggested that 

school heads should manage schools according to the situation. In suggesting this 

way, Teacher D from School A commented in the following way:  

…In this school, the school head uses different styles of 

management. In this way, there is a time when he uses democratic 

style and sometimes one uses autocratic and collaborative style. 

However, democratic style is the most applied one though in some 

other cases it is difficult to be applied. Therefore, there is a need to 

manage depending on the nature of the situation… (Focus group 

discussion, March 2019). 

In the same school, Teacher B took the chance and commented the following during 

the discussion: 
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…To me, democratic style is the best though it is difficult to apply it 

alone. In this school, the school head uses democratic and 

dictatorship in most of the cases. So, it is good to apply management 

style according to the school situation… (Focus group discussion, 

March 2019). 

Also in School B, Teacher F commented the same point and had the following to say 

during focus group discussion: 

…Normally, the school head uses democratic management style, but 

in some other cases the school head uses dictatorship style of 

management. However, what I see is that it is the situation that 

suggests the best management style to be applied… (Focus group 

discussion, March 2019). 

The same point was supported in School C in which Teacher K got the following to 

say during the discussion: 

…In our school environment, the school head applies different 

management styles depending on the situation. To me, I suggest the 

school heads to use various styles depending on the school 

situations that exist… (Focus group discussion, March 2019). 

Therefore, with reference to the findings under this theme, it can be verified that, 

there should not be one special way to apply in managing teachers. This means that, 

school heads should use contingency approach of management which allows 

application of different leadership styles according to situation. Therefore, in order to 

promote good job performance of the teachers, school heads should apply 

appropriate management approach depending on the school situations. The suitable 

leadership style influences job performance of the teachers. 

4.3.1.5 Providing Good Cooperation to the Teachers on all Responsibilities 

The findings show that for the teachers to have good job performance there is a need 

for the school head to provide good cooperation to the teachers. This can be indicated 

through supporting the teachers on what they do, encouraging them, appreciating and 

recognizing all good things what the teachers do. The findings suggest that, the 
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provision of good and strong support makes teacher to feel that they are supported 

and they are accepted on what they do. The findings from focus group discussion 

show that there is cooperation between the school heads and the teachers in some 

schools whereas in some other schools there is weak cooperation. From the three 

selected schools, the findings show that 2 schools (School A and School B) that 

make 67% of the studied schools have good cooperation between the school heads 

and the teachers while vice versa in School C. In commenting this point positively, 

Teacher B from School A had the following to say during the discussion:  

…In promoting teachers‟ job performance, the school head has an 

important role to play including providing good, strong and 

consistent cooperation to the teachers. Doing this normally 

encourages teachers in their daily job responsibilities. In this school, 

the school head is fulfilling well the duty of providing good and 

consistence cooperation to the teachers. This encourages teachers 

and it has positive influence on teachers‟ job performance... (Focus 

group discussion, March 2019). 

Likewise, Teacher G from School B commented the following during focus group 

discussion: 

…As teachers, we need to get cooperation from our school head. 

Also the school head should exist as the sign of unity and 

cooperation among the teachers. This assists teachers to gain 

confidence in making decisions and in performing duties resulting 

to high teachers‟ job performance… (Focus group discussion, 

March 2019). 

The findings show that as the same question was asked in School C during focus 

group discussion, the feedback was a bit different in sense that the participants said 

that there were weak cooperation between the school head and the teachers. This 

situation creates some kinds of discouragement and disunity among the teachers. As 

the discussion was carried on, Teacher J from this school had the following to say: 

…There is a positive influence for the school management to pay 

good cooperation to the teachers in all responsibilities. But in this 

school, the cooperation from the school head is weak. For this 
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reason, the teachers are discouraged because of weak cooperation 

between these two sides… (Focus group discussion, March 2019). 

However, the findings demonstrate that for the schools to get good teachers‟ job 

performance there is a need to sustain strong and consistent cooperation between the 

school head and the teachers. Existence of consistent cooperation empowers 

teachers‟ working morale also it simplifies work. This situation depends largely on 

the heads of schools. Therefore, the school management should basically grant strong 

cooperation to teachers so as to uphold their job performance.  

4.3.1.6 Encouraging and Supporting Teachers 

The study findings suggest that the school heads are required to encourage and 

support the teachers on what they do. For this reason, there is an important weight for 

heads of schools to keep encouraging the teachers on matters relating the job 

responsibilities. With reference to the responses from both interview and focus group 

discussion, the findings show that teachers needs to be encouraged and to be 

supported in what they do. In suggesting this point, Teacher A from School A said 

the following during interview: 

…Working with teacher encounters a number of challenges 

including job discouragement, personal stress, personal and group 

conflicts. All these challenges call for the school heads to gain high 

ability to encourage and support teachers on different situations. 

Doing this sustains and influences positive teachers‟ job 

performance… (Semi-structured Interview, March 2019). 

In relation to this point of view, Teacher E from School B commented the following 

during the interview: 

…As a school head, it is very important to encourage the teachers so 

that they can be interested to work hard. In this school, I use to 

encourage teachers in what they perform. Doing this involves 

advising teachers to admire the job, influencing cooperation and 

molding them to adopt the environment… (Semi-structured 

Interview, March 2019). 
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Therefore, in upholding teachers‟ job performance, the school heads are supposed to 

encourage and support teachers in their daily responsibilities. Again, the findings 

show that the teachers face many different challenges in their working environment. 

So, encouragement and provision of support to teachers have important role to play 

with the teachers‟ job performance. For this reason, the school heads must make sure 

that they keep on encouraging and supporting teachers in different issues so as to 

intensify job performance among the teachers. 

4.3.1.7 Accepting Challenges from the Teachers 

As a way of promoting teachers‟ job performance, the finding suggests that school 

heads are supposed to accept challenges from the teachers. As responses from 

interview, 2 respondents which is 67% of the participants confirmed that it is good to 

accept challenges and to take them positively. In commenting this point of view, 

Teacher A from School A stated the following during the interview: 

…I, as the school head normally allow my teachers to challenge me 

where necessary. I do this because me becoming the head of school 

does not mean that I know everything and that every decision that I 

decide is right. So, allowing teachers to challenge me gives me a 

chance to get all good contributions that the teachers can make. Also 

this situation gives the teachers some kind of confidence to give out 

their input towards improving job performance… (Semi-structured 

Interview, March 2019). 

Contributing on the same point of view, Teacher E from School B had the following 

to say during the interview: 

…Sometimes, I find it good to accept challenges from the teachers. 

In doing this, I give them freedom to make decision and to give their 

contributions. Doing this helps me to collect different teachers‟ 

opinions and enables me to make correction when I may go wrong. 

Also this makes the teachers to feel that they are accepted… (Semi-

structured Interview, March 2019). 

However, these findings suggest that, the school heads are supposed to accept 

challenges from the teachers and that are required to take challenges positively. In 
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other words, it can be translated that challenges brings changes especially when are 

taken positively. For this reason, it is obvious that there is no person who is perfect, 

so allowing and accepting challenges from teachers is a good approach of collecting 

teachers‟ opinions and finding solutions to solve them. In doing so, the teachers‟ job 

performance gets improvement. 

4.3.2 Challenges that School Heads Face in Promoting Teachers’ Job 

Performance 

With reference to specific objective number two which was to identify the challenges 

that school heads face in promoting teachers‟ job performance, the general question 

was, What challenges do the school heads face in promoting teachers‟ job 

performance? The question aimed to identify different challenges that school heads 

face in relation to teachers‟ job performance in public secondary schools. From this 

question, different themes were generated from the study participants. These themes 

were organized as follows bellow: 

4.3.2.1 Issues that are Beyond the School Management 

The findings show that the school management is highly challenged by issues that 

are beyond the school management such as salary issues, interruption from top 

leaders, changes in curriculum and syllabus, and the like. These things and the like 

are beyond the school management, so it is difficult to find solutions towards the 

betterment of the teachers‟ job performance. To justify this point, Teacher A from 

School A had the following to comment during the interview: 

…However, school management is challenged by interruption from 

the top leaders. As school head, it is difficult to oppose the orders 

from the top management. So, some of the orders tend to have 

negative impact to the school management… (Semi-structured 

Interview, March 2019). 
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4.3.2.2 Financial Constraints 

The finding shows that financial constraints are other challenges that confront the 

school management. When the school run shortage of money, it is difficult to 

implement some issues that depend on money like buying teaching materials, 

building and repairing buildings, and buying apparatus and chemicals. These 

challenges hinder the smooth implementation of the school activities. This problem 

was supported by 100% of the study participants. In proposing this point, Teacher E 

from School B stated the following during the interview: 

…However, money is a great challenge which faces the school 

management in sense that it limits implementation of a number of 

things that depends on money in their fulfillment such as buying 

teaching materials. For this reason, even if the school management 

has good plans but it becomes difficult to accomplish them due to 

financial restriction… (Semi-structured Interview, March 2019). 

The same argument was verified by Teacher D from School A who commented the 

following during the discussion: 

…Shortage of money is a difficulty that challenges management and 

the teachers‟ job performance because the implementation of many 

things depends on the availability of money. For this reason, it 

becomes difficult to fulfill some of the management and teachers‟ 

needs. As result, the job performance of the teachers is disturbed… 

(Focus group discussion, March 2019). 

Also Teacher G from School B had the following to add on the same point during the 

discussion: 

…Money plays a very important role in running different school 

activities. When there is shortage of money, it is difficult to put 

plans in practice. With reference to this point, in this school we 

normally desire to do many things but when we come into the point 

of money it becomes difficult to put those things into action… 

(Focus group discussion, March 2019). 



70 
 

 

Therefore, the finding shows that the problem of money limits the school 

management to accomplish different objectives towards upholding the job 

performance of the teachers.  

4.3.2.3 Lack of Management Skills among School Heads 

The findings show that some of the school heads are not proficient on management 

skills. For this reason, it becomes difficult for them to do effective management on 

their schools. So, this inefficient disturbs teachers‟ job performance. Regarding the 

responses from the respondents during focus group discussion, 33% of the 

participants pointed out that there is the problem of management skills among some 

of the school heads. To verify this point of view, Teacher J from School C had the 

following to say during the discussion: 

…Some of the school heads lack management skills that‟s why they 

are not well-organized in their management system. This school is a 

good example of schools whose head is inefficient on management 

skills and this is a great obstacle that faces teachers‟ job 

performance. For this reason, the teachers in this school do perform 

their job just because of their internal call but not as an influence of 

the school head… (Focus group discussion, March 2019). 

Speaking from the same school during the discussion, Teacher K had the following 

to add on the same point: 

…It is good for the heads of schools to be proficient on management 

skills. However, in this school, our supervisor is ineffective on 

management skills. This is evidenced through poor organization of 

the teachers. This challenge leads to job discouragement among the 

teachers, stress and poor job performance… (Focus group 

discussion, March 2019). 

As the discussion went on, Teacher L from School C got indebted to add 

the following: 

…The way how this school is managed indicates that the school 

head lacks management skills because there is poor application of 

management skills. This situation results to low working morale and 
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discouragement among the teachers… (Focus group discussion, 

March 2019). 

4.3.2.4 Disunity between the School Head and the Teachers 

With regard to the study findings, it was depicted that disunity is another challenge 

which faces teachers‟ job performance. When there is disunity, it becomes difficult 

to sustain good teachers‟ job performance. 33% of the participants during focus 

group discussion supported this point by justifying that it challenges their school. 

During focus group discussion, Teacher J from School C asserted the following: 

…In this school, there is no strong unity between the school head 

and the teachers. This situation is largely caused by the school head 

for failing to maintain peace and love among the teachers. For this 

reason, the teachers are discouraged and they do not have good 

working morale… (Focus group discussion, March 2019). 

Describing the same point, Teacher K from the same school ought to express the 

following during the discussion: 

…In our school, the two sides involving the school head and the 

teachers are not well united, something that negatively affects 

teachers‟ job performance. Sometimes, teachers find themselves as 

if they are isolated because each side fights alone… (Focus group 

discussion, March 2019). 

4.3.2.5 Lack of Vision among School Heads 

The findings show that some of the school heads lack vision or mental pictures on 

how to organize their schools. School heads are supposed to be resourceful on 

teachers‟ needs. This ability requires the school head to be skillful enough to 

identify, plan and to treat the teachers accordingly. When the school head lack 

visions, then it will be difficult to reach the expected goals. In portraying this point, 

Teacher J from School C commented the following during focus group discussion: 

…Some of the school heads are kept into positions but they don‟t 

have vision. This challenges the teachers‟ job performance. For this 

reason, it is good for the government to train well the teachers 
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before appointing them into heads of schools… (Focus group 

discussion, March 2019). 

Speaking in the same point of view, another teacher who was Teacher K said the 

following during the discussion: 

It is very essential for the school heads to be very rich on mental 

pictures regarding leading the teachers towards the admirable goals. 

However, in our school, the school head is not well in this aspect. 

This situation costs the teachers‟ job performance (Focus group 

discussion, March 2019). 

With regard to this point, it is obviously suggested that, school heads are human 

resources who are supposed to be keen enough to figure out dreams and making sure 

that they monitor them towards their accomplishment. Doing this sustains and 

promotes the teachers‟ working performance. This means that, through the school 

heads‟ plans or dreams, it is easy for him or her to put them into practice so as to 

achieve the desired outcome. But in the other hand, if the school head is not skillful 

enough in this aspect, it will be difficult for the school to realize positive teachers‟ 

job outcome. 

4.3.3 Teachers’ Social Needs 

The study objective number three was to explore how far the school heads take care 

of the teachers‟ social needs aiming at intensifying teachers‟ job performance. The 

general guiding question under this objective was: How far do the school heads take 

care of the teachers‟ social needs aiming at intensifying teachers‟ job performance? 

This question intended to discover how far the heads of school take care of the 

teachers‟ social needs with the aim of increasing teachers‟ job performance in public 

secondary schools. With reference to the findings under this study objective, some 

themes have been generated in response to this question. 
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4.3.3.1 Ensuring Good Relationships among the Teachers 

The findings suggest that the school heads are required to ensure good relationship 

among the teachers in the schools. It is very essential for the teachers to have good 

relationship among themselves in the school. Good teachers‟ relationship encourages 

unity, cooperation, love, and good communication. This point was supported by 

100% of the study participants from both interview and focus group discussion. To 

support this point, Teacher A from School A represented the following during 

interview: 

…The relationship of my teachers is to a large extent not bad. I say 

this because I normally see them cooperating well in doing many 

things like during marking student papers, running different duties. 

Now because of good relationship, the result becomes cooperation 

and the like… (Semi-structured Interview, March 2019). 

Also, Teacher E from School B had the following to say during the 

interview: 

…As a school head, my interest is to see teachers in good relations. 

I do encourage good communication and good cooperation with 

expectation that good relations among the teachers encourage unity 

and reduce stress… (Semi-structured Interview, March 2019). 

4.3.3.2 Sustaining Peace and Love among the Teachers 

The finding shows that 100% of the study participants support that peace and love 

among the teachers play an important role in promoting teachers‟ job performance. 

For this point, the school heads are required to be in the front line in promoting peace 

and love. In elaborating this point, Teacher B from School A commented the 

following:  

…If true love is maintained at school among the teachers, there is 

big possibility for the teachers to have good job performance. 

Therefore, it is the duty of every one to maintain peace and love. 

However, the school head plays a great role in maintaining peace 

and love at school. In this school, the head of school manages to 
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sustain peace and love among the teachers… (Focus group 

discussion, March 2019). 

The same point was commented by Teacher G from School B during the 

discussion: 

…For the school to have good teachers‟ job performance there is a 

need to maintain peace as well as love among the teachers. The two 

things help in keeping teachers free for doing their responsibilities. 

In sustaining peace and love, the school head normally encourages 

the teachers to maintain peace and love… (Focus group discussion, 

March 2019). 

With regard to this point, Teacher J from School C came up with the following 

during the discussion: 

…We need the school head or the school management to take care 

of the teachers‟ social needs such as maintenance of love among the 

teachers. I believe that love results to cooperation, happiness, 

passion, trust, friendship as well as togetherness among the teachers. 

The availability of these things plays an important role in 

influencing the job performance of the teachers. However, in this 

school, love is not well preserved… (Focus group discussion, March 

2019). 

In supporting the same point, another teacher that was Teacher L from the same 

school had the following to add during the discussion: 

…There is a great need for the teachers to be surrounded by peace 

and love. In maintaining these things, the school management is 

supposed to unite the teachers and to encourage them to avoid all 

forms of maltreatment… (Focus group discussion, March 2019). 

However, the findings describe that teachers in schools are gratified with working 

environment which is characterized by peace and love. The presence of these things 

that is to say peace and love effect to enjoyment, good working morale, low stress, 

job satisfaction, and even hard working among the workers and teachers in 

particularly. 
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4.3.3.3 Teachers’ Social Services 

The findings show that the teachers‟ social services are important and influence 

teachers‟ job performance. For this regard, the finding indicates that 3 schools out of 

the 3 selected schools had not enough social services to fit all the teachers. The social 

services considered included teachers‟ houses, electricity supply and water supply. It 

was suggested that, the presence of these fore mentioned social services influence 

teachers‟ job performance because they sustain teachers‟ existence and the general 

preparation and performance of the daily responsibilities. 

Through observation, it was observed that some schools had better social services 

than the other schools. However, it was observed that School A and School B had 

well supply of water and electricity while in School C it was found opposite. Again, 

during focus group discussion, Teacher K from School C had the following to say: 

…We are working under poor working conditions such as shortage 

of water, absence of electricity supply, and shortage of teachers‟ 

houses. These challenges affect teachers‟ job performance. In this 

case, there is a need for the teachers to be treated with all the 

important social services so as to simplify the teachers‟ 

responsibilities… (Focus group discussion, March 2019). 

Also, Teacher L from the same school maintained the same point by commenting the 

following during the discussion:  

…As teachers, it is unquestionable that we need to be supplied with 

full and sufficient social services so that we can work comfortably. 

However, in this school, the social services are poor and not 

attractive to the teachers. This discourages teachers‟ working morale 

as it can be evidenced that there is neither water supply nor 

electricity supply… (Focus group discussion, March 2019).  

However, the findings suggest that, social services play an important role in 

promoting teachers‟ job performance. For this regard, some of the schools had better 

social services than the other schools. For the schools that had better social services, 

the teachers seemed to have higher working morale than those schools with poor 
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social services. Therefore, the school heads should assure the availability of good 

social services at school so as to sustain good teachers‟ job performance. As result, 

this will encourage, motivate and attracts the teachers to maintain good job 

performance. 
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CHAPTER FIVE 

DISCUSSION OF THE FINDINGS 

5.1 Introduction 

This chapter intends to discuss and interpret the findings that have been presented 

and analyzed in chapter four. The discussion and interpretation of the major findings 

is organized based on the objectives of the study. For this order, the discussion 

commences with the exploration of the ways that school heads use to promote 

teachers‟ job performance in public secondary schools. In this objective, the 

consideration is on provision of motivation to the teachers, recognizing and 

appreciating the teachers‟ contributions, creation of good and friendly working 

environment, and providing good cooperation to the teachers on all responsibilities. 

After that, the discussion carries on with the identification of the challenges that 

school heads face in the process of promoting teachers‟ job performance paying 

focus on issues that are beyond the school management, money constraints and lack 

of management skills among school heads. At last, the discussion is on the 

exploration of how far the school heads take care of the teachers‟ social needs aiming 

at intensifying teachers‟ job performance, sticking on ensuring good relationships 

among the teachers and sustaining peace and love among the teachers. 

5.2 Ways Used by School Heads in Promoting Teachers’ Job Performance 

5.2.1 The Influence of Motivation on Teachers’ Job Performance 

The findings of this study indicate that good job performance of the teachers can be 

brought about through effective application of motivation to the teachers. The 

findings portray that some school heads motivated the teachers while other school 

heads did not do it well. Consequently, for the schools that make well application of 

motivation, the teachers‟ job performance is higher whereas for those schools whose 



78 
 

 

heads do not motivate the teachers well also the teachers‟ job performance is lower. 

This means that for the school to have high teachers‟ job performance, the school 

head is supposed to motivate teachers well so that they may work under good 

working morale. 

This finding corresponds with that of Armstrong and Taylor (2014) as pointed out in 

chapter two of this study that assert that high performance is attained by well-

motivated workers who are prepared to exercise discretionary effort. This means that 

for the teachers to have good and high job performance there is a need for the school 

heads to motivate the teachers effectively. This is because, motivation directs, 

encourages and strengthens the workers‟ behavior and teachers‟ behavior in 

particularly. 

Again, the finding concurs with Malik, Danish, and Usman (2010) who noted that 

organization success can be achieved by the satisfied and motivated employees and 

good leadership. With regard to this point, a school head is acting as the school 

leader, supervisor, manager or administrator of the school at school level. Therefore, 

it is the responsibility of the school head to make sure that he/she controls everything 

regarding teachers‟ needs including the application of motivation to the teachers so 

as to sustain good job performance. 

As indicated in chapter two, the findings of this study correspond with that of Nel et 

al. (2001) who asserts that a motivated person has the awareness of specific goals 

that must be achieved in specific ways. This means that, a well-motivated person is a 

moralized person who is indebted to work hard so as to satisfy the manager or 

supervisor through achieving the admirable goals. Therefore, there is a need for the 

school heads to motivate well the teachers so as to uphold their job performance. For 
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this reason, motivation should be provided without biasness among the teachers 

meaning that the school head should motivate teachers equally. 

Also, the finding concurs with studies by Nyakongo (2015) and Kelvin (2016) as 

indicated in chapter two that investigated on the Influence of Motivation on 

Teachers‟ Job Performance in Secondary Schools and concluded that motivation is 

very important in influencing the job performance among the teachers. For this 

reason, it is obvious that motivation has a great role in influencing teachers‟ job 

performance. Therefore, these findings call for school heads and the other 

supervisors to be keen in taking care of the application of motivation towards 

endorsement of good teachers‟ job performance. 

5.2.2 The Importance of Recognizing and Appreciating the Teachers’ 

Contributions 

The findings of this study indicated that, for a school to have good teachers‟ job 

performance, the school head is required to recognize and appreciate teachers‟ 

contributions. Through recognition and appreciation from the school head, teachers 

get encouraged and get confidence of performing better. However, the findings 

suggest that in the schools where the school heads recognize and appreciate the 

teachers‟ contributions, the teachers tend to have higher working morale than in the 

schools where the school heads neither recognize nor appreciate the teachers‟ 

contributions. 

The findings of this study concur with that of Chandrasekar (2011) in chapter two 

who asserts that, performance of professional employees is poor not only due to 

working environment factors but also due to lack of human resource management 

aspect such as recognition of employees who performs well. This signifies that, 

school heads are supposed to recognize and appreciate the teachers‟ contributions 
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especially when a teacher performs well. Recognition and appreciation give teachers 

encouragement and motivate teachers to find the better approach of performing the 

daily responsibilities. As the result of this, the teachers‟ job performance is sustained. 

5.2.3 The Importance of Good Working Environment on Teachers’ Job 

Performance 

Most of the teachers under this study declared that the school heads are required to 

create good working environment. With this regard, good working environment 

attracts the teachers to come at work every day. However, the findings suggest that, 

in schools where there is good working environment, the teachers‟ job performance 

is better than in the schools where there is poor working environment. 

This finding is concurrent to that of Yesufu (1984) in chapter two which asserts that, 

the nature of the physical conditions under which employees work is important 

towards work output. This means that, for the teachers to have good job performance 

at school there is a need for the school under the school head to create good and 

friendly working environment. Good working environment motivates teachers and 

adds working morale among the teachers. 

As indicated in chapter two, the findings of this study are in accord with those of 

Obineli (2013) that argued that inspired workplace results to inspired workers and 

draws attention to the importance for work performance. This means that, teachers 

are inspired to work hard and confidently where there is good working environment 

while the opposite results to poor teachers‟ job performance. For this regard, the 

school head is required to assure creation and preservation of good and friendly 

environment so that the teachers‟ job performance cannot be disturbed. Also good 
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working environment influences teachers‟ work attendance because it attracts the 

teachers to attend at work daily. So, this leads to high job performance. 

Also, the findings agree with that of Bornstein (2007) as indicated in chapter two 

which states that in organizations where employees are exposed to stressful working 

conditions, productivity are negatively influenced and that there is a negative impact 

on the delivery of service. This means that, poor working conditions demoralize the 

teachers and so it reduces job performance. On the other hand if working conditions 

are good, productivity increases and there is a positive impact on the delivery of 

service. Also, good working conditions influence teachers to make well preparations 

for carrying out their daily duties. For this regard, good working environment 

reduces stress among the teachers and hence it encourages teachers to concentrate on 

the job responsibilities. 

5.3 Problems Facing School Heads in the Process of Promoting Teachers’ Job 

Performance 

5.3.1 Lack of Management Skills among School Heads 

The findings under this study portray that there are school heads that lack 

management skills. This situation negatively affects the teachers‟ job performance. 

However, the school supervisors are supposed to accumulate lots of management 

skills and leadership experience that can help them to lead and supervise their 

schools effectively. For this reason, it is noticeable that without management skills, it 

is difficult for the school to successfully lead the school. 

The findings of this study are concurrent to that of Onguko et al. (2008) that expose 

that there are limited training institutes that produce educational administrators in 

this country and this challenge causes many school heads to be appointed into 

supervisory positions without the required skills. Therefore, the appointment of 
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school heads should consider the personal ability through management skills that one 

has attended. As argued by Briggs and Wholstetter  (2003) in chapter two, the school 

head is acting as the medium that persuades teachers to be vision oriented and hard-

working in the fulfillment and accomplishment of not only the school objectives but 

also the national goals. 

5.3.2 The Effect of Poor Working and Living Conditions on Teachers’ Job 

Performance 

The findings of this study indicate that, poor working and leaving conditions have 

negative impact on teachers‟ job performance. In this way, when the working 

conditions are poor, the teachers are dissatisfied. And when the teachers are 

dissatisfied with the environment, then it is difficult for them to have good job 

performance. Therefore, there is a need for the school heads to assure improvement 

of the teachers‟ social services so as to sustain better and higher teachers‟ job 

performance. 

The findings of this study concur with that in chapter two as indicated by Mutura 

(2012) who advocates that, work and living environment for many teachers are poor 

and tends to lower self-esteem of teachers to a great extent. Also, the finding 

corresponds with that of Bennell (2004) who asserts that housing is a major issue for 

nearly all teachers. Only a few of them have standard houses as compared to workers 

in other sectors. However, the finding of this study is concurrent to that of Chemisto 

(2007) as indicated in chapter two who found that there are inadequate staff houses 

to accommodate all the teachers in the school compound. Many teachers commute 

from far and that affect the nature of preparation for teaching lessons.  
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5.4 Issues Related to the Teachers’ Social Needs 

5.4.1 The Role of Peace and Love on Teachers’ Job Performance 

The findings indicated that, for the schools to have good teachers‟ job performance 

there should be enough peace and love among the teachers. Peace and love play a 

great deal in putting teachers together towards accomplishment of the organizational 

goals. If teachers are surrounded by love and peace, it is easy for them to maintain 

good cooperation and to care each other in and outside the working environment. 

Also, if everyone is treated fairly, teachers will be happier, more involved and 

motivated to do extremely well. Not only does this environment bode well for the 

sustained growth of the organization but also the teachers will take note and become 

more satisfied as well. Creating an environment in which employees are happy and 

satisfied will benefit the organization in the long run. 

This finding is concurrent to that of Homerin (2008) as indicated in chapter two 

advocating people to love others as themselves. This means that the school heads 

have to apply this Golden Principle in their leadership. In the same way, the teachers 

should do the sane to their school heads. If this principle will be well applied, the 

teachers‟ job performance will be sustained. However, the same argument is declared 

by Hubbard (2007) and Antony (1979) who view that, supervisors are to do to others 

what they want others to do to them. This is the meaning of the Law of Moses and 

the teaching of the prophets. This is constructive in the existing working situations. 

5.4.3 The Influence of Good Social Services on Teachers’ Job Performance 

The findings of this study show that availability of good social services to the 

teachers supports good job performance of the teachers. However, the findings 

indicate that most of the schools do not have enough teachers‟ houses to 

accommodate the number of the teachers available. Also, the findings show that 
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some of the schools do not have well supply of electricity and water. The 

insufficiency of these services interfere the job performance of the teachers. For this 

regard, it is important for the school to have good social services. 

These findings correspond with that of Obineli (2013) as indicated in chapter two 

asserting that good social services are necessary requirements for the teachers to 

work hard and to have good job performance. For this regard, there is a need for the 

school heads to assure availability of good and sufficient social services including 

teachers‟ houses, water supply, electricity supply, health services and the like. The 

availability of all these, save the teachers and therefore they lead to high job 

performance among the teachers. 

Also, the findings concur with that in chapter two by Inayatullah and Jehangir (2012) 

who declare that if the social services of the teachers will be improved, it is likely 

that their satisfaction level will also increase their performance. This shows that, 

social services have a direct influence on job performance of the teachers because if 

a teacher is not satisfied with the social services available, the situation will affect his 

or her job performance. 
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CHAPTER SIX 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

6.1 Introduction 

This chapter presents the summary of the study findings, the study‟s conclusion and 

recommendations as well as suggestions for further research. 

6.2 Summary 

The summary of the major findings has been organized in accordance with the 

research objectives which are: to explore ways that school heads use to promote 

teachers‟ job performance; to identify the challenges that school heads face in 

promoting teachers‟ job performance and to explore how far the school heads take 

care of the teachers‟ social needs aiming at intensifying teachers‟ job performance. 

6.2.1 Ways Used by School Heads to Promote Teachers’ Job Performance 

The findings of this study revealed that motivation to the teachers plays a good role 

in promoting teachers‟ job performance. The findings showed that some school 

heads motivate the teachers while others do not motivate teachers resulting to 

teachers‟ demoralization and low job performance. As revealed in this study, 

motivation encourages teachers to work hard towards the attainment of the 

organization goals. Again, the findings depicted that some school heads recognize 

and appreciate the teachers‟ contributions while others does not. For this reason, the 

findings suggest that, school heads should recognize and appreciate the teachers‟ 

contributions. Also, the findings showed that there are some schools where there are 

poor working conditions. The findings accepted that there is a positive influence of 

creating good working environment on teachers‟ job performance. 
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The findings also depicted that application of appropriate leadership style according 

to situation is a good way of encouraging good job performance. For this reason, 

school heads should be wise enough to use suitable leadership style according to the 

situation of the school. In doing so, the teachers‟ working morale will be sustained 

and the job performance of the teachers will be promoted as well. Also, as a school 

head, he/she is supposed to provide good cooperation to the teachers on all 

responsibilities of the school. Cooperation among the teachers makes the work easy 

and as results it upholds the teachers‟ job performance. However, good cooperation 

should involve encouraging and supporting teachers as well as accepting challenges 

from them. 

6.2.2 Challenges that School Heads Face in Promoting Teachers’ Job 

Performance 

The findings depicted that there are some challenges that school heads face in the 

process of promoting teachers‟ job performance. These challenges involve lack of 

management skills among school heads, financial constraints and poor working and 

living conditions. From this study, the findings have shown that some school heads 

lack some essential supervisory skills, a situation that causes them to mislead the 

teachers resulting to low working morale and low job performance. Also, poor 

leaving and working conditions among teachers in some schools leads to stress and 

demoralization among the teachers resulting to low job performance. Therefore, the 

findings of this study call for the school heads to be proficient on management skills 

so that they become good managers and supervisors. Also the working and leaving 

conditions of the teachers should be improved so as to satisfy and impress them. 
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6.2.3 Teachers’ Social Needs 

The findings of this study revealed that, fulfillment of social needs and social 

services are very important in sustaining teachers‟ job performance. These findings 

revealed that some school heads take care of the teachers needs while other school 

heads do not do so. This means that when teachers are well treated with all the 

important social needs and services, it is easy for them to concentrate on the job 

while the opposite of this results to stress among the teachers, demoralization and 

low job performance. Therefore, it is the responsibility of the school heads to assure 

the accomplishment of the teachers‟ social services and social needs because he/she 

is the one who supervise and report the school matters to the top management where 

necessary. 

6.3 Conclusion 

This study explored the influence of the school heads on teachers‟ job performance 

in public secondary schools in Kongwa district of Tanzania. The study concluded 

that, the school heads have very significant roles to play in sustaining teachers‟ job 

performance in public secondary schools. These roles involve motivating teachers, 

recognizing and appreciating the teachers‟ contributions, creation of good and 

friendly working environment, application of appropriate leadership style according 

to situation, providing good cooperation to the teachers on all responsibilities, 

encouraging and supporting teachers as well as accepting challenges from the 

teachers. If all these are to be followed by the school heads, the teachers will get high 

working morale resulting to high job performance. 

6. 4 Recommendations of the Study 

In the light of the study findings, discussion and the conclusion drawn, the study 

came up with recommendations both for action and for further research: 
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6.4.1 Recommendation for Action 

With regard to the findings generated from this study, the following 

recommendations are made for the purpose of upholding teachers‟ job performance 

in public secondary schools: 

i. The government should establish enough institutions to provide teachers with 

knowledge and skills regarding school management and administration. 

ii. The government through its responsible organs should appoint qualified 

teachers into school heads position. For this regard, those teachers who are 

appointed into school heads position should apply the proficient management 

skills acquired so as to sustain good job performance of the teachers in 

secondary schools. 

iii. Money constraints should be solved by the government so as to assist the 

implementation of different plans that are to be arranged by the school. 

iv. The government should provide leadership courses to all newly appointed 

school heads while those who are already practicing headship roles should 

attend in-service seminars and workshops to improve their abilities on school 

management. 

v. The government should create conducive working environment for teachers 

by providing reasonably good salary, housing, allowances and any other 

recompense that may attract teachers to stay happily in the teaching 

profession. 

vi. Local governments should create other sources of income so as to minimize 

depending absolutely on the central government. This can include 

mobilization of the community resources (human and non-human), involving 

donors and other stakeholders. 
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6.4.2 Recommendation for Further Study 

Based on the findings of this study, a number of recommendations were put forward 

on the following areas of inquiry for further research: 

i. Due to limitation of time and fund, the study was conducted only in Kongwa 

district and that it was restricted to some few selected public secondary 

schools in this particular district. It is therefore recommended that a similar 

study should be conducted in more schools and districts in the whole country 

in order to come up with a wider knowledge regarding the influence of school 

heads on teachers‟ job performance. 

ii. There is a need of carrying out a correlation study on the influence of school 

heads on teachers‟ job performance in both public and private secondary 

schools so as to get a chance of comparison between the two kinds of schools. 
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APPENDICES 

Appendix 1: Financial Arrangements 

This study involved various activities which consumed 2,010,000/=Tsh only. The source of 

fund was from my own source of income. The budgeting of this amount of money was 

broken down as indicated below: 

S/N ACTIVITY SERVICE AMOUNT 

(TSHS) 

TOTAL 

(TSHS) 

1 Research 

proposal 

writing 

 Internet service 50,000/=  

 

 

250,000/= 

 Airtime 50,000/= 

 Typing and printing 150,000/= 

2 Data 

collection 

(Field 

work) 

 Transport  350,000/=  

 

 

1,100,000/= 

 Accommodation  350,000/= 

 Meals  400,000/= 

3 Data 

analysis 

and 

research  

report 

writing 

 Printing and 

binding 4 copies @ 

copy 40,000/= 

160,000/= 160,000/= 

4 Emergency  500,000/= 500,000/= 500,000/= 

 

5 

  

 TOTAL 

 

2,010,000/= 
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Appendix 2: Duration 

 

S/N Activity   Duration 

2018  2019 

July Aug Sept Oct Nov Dec Jan Feb March Apr May June 

1 Concept note writing             

2 

 

Proposal writing             

3 Proposal defending             

4 Proposal submission             

5 Data collection             

6 Data analysis and report writing             

7 Dissertation defense             

8 Dissertation submission             
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Appendix 3: Interview Guiding Questions 

Dear respondent, my name is Yona A. Mdogo. I am a student from The University of 

Dodoma doing research on „„Influence of School Heads on Teachers‟ Job 

Performance in Public Secondary Schools: A Case of Kongwa District.‟‟ This 

research is a part of the requirements of the Master Degree of Arts in Education. I 

kindly ask you to give me the required information and all information will be 

adhered to my confidentiality and remain for academic purpose. 

Interviewee’s Preliminary Information 

Name………………………………  Sex...............  Level of Education……........... 

Age………………..                          Years of Work Experience…………………… 

Questions 1: What ways do the school heads use to promote teachers‟ job 

performance? 

i. What do you do to promote teachers‟ job performance? 

ii. What do you think are important needs for teachers to work hard? 

iii. How do you assure creation of good working environment?  

iv. As a head of school, how do you motivate teachers aiming at promoting 

job performance? 

v. Which kinds of leadership are you interested to apply in leading your 

school? And why do you think it is good for your leadership? 
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Question 2: What challenges do the school heads face in promoting teachers‟ job 

performance?    

i. What challenges do you face in the process of enhancing teachers‟ job 

performance at school level? 

ii. What should be done to solve the above (Qn. 2. i.) challenges?  

Question 3: How far do the school heads take care of the teachers‟ social needs 

aiming at intensifying teachers‟ job performance? 

i. How do you take care of the teachers‟ social needs in your school? 

Thank you for your cooperation 
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Appendix 4: Focus Group Discussion for Teachers 

Dear respondents, my name isYona A. Mdogo. I am a student from The University 

of Dodoma doing research on „„Influence of School Heads on Teachers‟ Job 

Performance in Public Secondary Schools: A Case of Kongwa District.‟‟ This 

research is a part of the requirements of the Master Degree of Arts in Education. I 

kindly ask you to give me the required information and all information will be 

adhered to my confidentiality and remain for academic purpose. 

Participant’s Preliminary Information 

Name………………………………  Sex...............  Level of Education……….......... 

Age………………..                          Years of Work Experience…………..………… 

Questions 1: What ways do the school heads use to promote teachers‟ job 

performance? 

i. What should the school management do to promote teachers‟ job 

performance? 

ii. Does the school head motivate teachers aiming at promoting job 

performance? How? 

iii. What are the important teachers‟ needs that could make you perform better? 

iv. Which kind of leadership is dominant in this school? Which kind of 

leadership do you like more for you well-being? 

v. What should the school head do to make teachers work hard and efficiently? 
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Question 2: What challenges do the school heads face in promoting teachers‟ job 

performance?  

i. Explain the management challenges that hinder the teachers‟ job performance 

at school level. 

ii. What should be done to solve the above (Qn 2.i.) management issues? 

Question 3: How far do the school heads take care of the teachers‟ social needs 

aiming at intensifying teachers‟ job performance? 

i. How far does the school head take care of the teachers‟ social needs in your 

school? 

Thank you for your cooperation 
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Appendix 5: Observational Checklist 

School Physical Infrastructure and Services 

S/N Items  Available Not Available Status 

1 Administration block    

2 Teachers‟ office and 

department offices 

   

3 Staff chairs and tables    

4 Teachers‟ toilets    

5 Teachers‟ houses    

6 Water supply    

7 Electricity supply    

8 Laboratories     

9 Library 

 

   

10 Stationary facilities 

involving computers 
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Appendix 6: Interview for School Head 

Responses from Teacher A from School A 

General Question: What ways do the school heads use to promote teachers‟ job 

performance? 

Specific Questions 

i. What do you do to promote teachers‟ job performance? 

Interviewer: What do you do to promote teachers‟ job performance? 

Interviewee: 

1. First of all I do mentor the student teachers. In doing so, I do make them  

2. accept their profession positively. Why do I do this because I know that  

3. them being to school, learning to be teachers, is to some extent quite  

4. different to the actual practice. And from there, I usually find the  

5. acceptablebehaviour and knowledge to impart to them.But what theyface  

6. in the environment are quite different to what they were thinking when  

7. they were in their school (college). So I do mender them that how, when  

8. are they supposed to perform effectively to their working station. And  

9. now by doing this I think what I face is that the teachers do accept that  

10. this is our work. Yah, profession is our work. We must make sure that we  

11. provide to our maximum level to these students of the environment where  

12. we are working. To myself I find that mentoringthem is one of the ways  

13. to make them promote their performance. Without creatingthem to be  

14. acceptable I mean, yah, without be affordable to the environment. I  

15. cannot get the result I need. Not only meandering them, another thing I let  

16. them, I usually let the teachers deliver what they have freely. I usually  

17. accept their ideas. I allow them challenge myself. I allow them challenge 
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18. the environment and all other stake holders.But direct them on how are  

19. they supposed to challenge me. They must challenge me with the  

20. directives of letting them change to make their performancegood. When I  

21. reach to this aim, I usually look to the teachers and believe myself thatthis 

22. step improves working performance of the teachers. So I can say that the  

23. first one I mender them, I let them deliver, I allow them challenge me and  

24. other ways.As a matter of promoting teachers‟ job performance, I do  

25. motivate my teachers through different ways including appreciating the  

26. one who perform well. Sometimes I do provide motivation in form of  

27. material things though it is in rare cases under so limited resources. This  

28. includes awarding teachers who produce good grades to the students‟  

29. academic performance during national examinations. So in doing this, I  

30. do promote the teachers‟ working morale... 
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Appendix 7: Interview Guide for School Head 

Dear respondent, my name is Yona A. Mdogo. I am a student from The University of 

Dodoma doing research on „„Influence of School Heads on Teachers‟ Job 

Performance in Public Secondary Schools: A Case of Kongwa District.‟‟ This 

research is a part of the requirements of the Master Degree of Arts in Education. I 

kindly ask you to give me the required information and all information will be 

adhered to my confidentiality and remain for academic purpose. 

Interviewee’s Preliminary Information 

Name………………………………  Sex...............  Level of Education……….......... 

Age………………..                          Years of Work Experience…………………… 

S/N Research Question Probing Question 

1 What ways do the school 

heads use to promote 

teachers‟ job 

performance? 

 

vi. What do you do to promote teachers‟ 

job performance? 

vii. What do you think are important 

needs for teachers to work hard? 

viii. How do you assure creation of good 

working environment?  

ix. As a head of school, how do you 

motivate teachers aiming at promoting 

job performance? 

x. Which kinds of leadership are you 

interested to apply in leading your 

school? And why do you think it is 

good for your leadership? 

2 What challenges do the 

school heads face in 

promoting teachers‟ job 

performance?    

iii. What challenges do you face in the 

process of enhancing teachers‟ job 

performance at school level? 

iv. What should be done to solve the 

above (Qn. 2. i.) challenges?  

3 How far do the school 

heads take care of the 

teachers‟ social needs 

aiming at intensifying 

teachers‟ job 

performance? 

 

ii. How do you take care of the teachers‟ 

social needs in your school? 
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Appendix 8: Focus Group Discussion for Teachers 

Dear respondents, my name isYona A. Mdogo. I am a student from The University 

of Dodoma doing research on „„Influence of School Heads on Teachers‟ Job 

Performance in Public Secondary Schools: A Case of Kongwa District.‟‟ This 

research is a part of the requirements of the Master Degree of Arts in Education. I 

kindly ask you to give me the required information and all information will be 

adhered to my confidentiality and remain for academic purpose. 

Participant’s Preliminary Information 

Name………………………………  Sex...............  Level of Education…….......... 

Age………………..                          Years of Work Experience………………… 

S/N Research Question Probing Question 

1 What ways do the 

school heads use to 

promote teachers‟ 

job performance? 

i. What should the school management do to 

promote teachers‟ job performance? 

ii. Does the school head motivate teachers aiming 

at promoting job performance? How? 

iii. What are the important teachers‟ needs that 

could make you perform better? 

iv. Which kind of leadership is dominant in this 

school? Which kind of leadership do you like 

more for you well-being? 

v. What should the school head do to make teachers 

work hard and efficiently? 

 

2 What challenges do 

the school heads 

face in promoting 

teachers‟ job 

performance? 

i. Explain the management challenges that hinder 

the teachers‟ job performance at school level. 

ii. What should be done to solve the above (Qn 2.i.) 

management issues? 

 

3 How far do the 

school heads take 

care of the teachers‟ 

social needs aiming 

at intensifying 

teachers‟ job 

performance? 

 

i. How far does the school head take care of the 

teachers‟ social needs in your school? 
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Appendix 9: Documentary Review Guide 

S/N Item Remarks 

1 Number of teachers 

 

 

2 Number of teachers‟ offices 

 

 

3 Number of teachers‟ houses 

 

 

4 Attendance register  

 

 

5 Permission book  

 

 

6 Social welfare file 
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Appendix 10: Introductory letter from UDOM for data collection 
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Appendix 11:Permission letter from Kongwa District Council 


