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ABSTRACT 

The aim of this study was to investigate the strategies employed by heads of schools 

for motivating teachers used in rural public secondary schools in Tanzania. The 

study was conducted in Ushetu Council, where by 8 rural public ordinary level 

secondary schools were selected. The study involved 51 respondents where 32 were 

classroom teachers, 8 were academic masters, 8 were heads of the respective 

schools, 2 school inspectors and 1 Secondary District Officer. The study used 

probability sampling technique which included Simple Random Sampling to obtain 

classroom teachers and the school inspectors. Data were collected through 

questionnaire, documentary review and a Checklist. The study found that many 

classroom teachers were not motivated in their work, while very few indicated that 

they were somehow motivated by some ways. 

From discussion of the findings, based on research objectives, the study has given 

recommendations that teachers should be engaged in various training, seminars and 

workshops to always update their knowledge in order to cope to their job and their 

environment, the Ministry of Education Science and Technology should allocate 

more funds to the rural public ordinary secondary schools to enable heads of schools 

provide rewards to teachers and improve school management through improving 

training of heads of schools found in rural public secondary schools. Furthermore, 

the study recommended an in-depth study to assess the impact of teachers‟ 

motivational strategies on the general performance of secondary schools using a 

larger sample and covering a wider geographical area as well as conducting another 

study to differentiate the perception between learners who are being taught by the 

motivated teachers and those who are taught by unmotivated teachers. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background to the Problem 

This study intended to examine the strategies used by heads of schools to motivate 

teachers in rural public secondary schools. Any nation that wants to be known as a 

developed country must build its human resources confidently. A country is said to 

be technologically developed if greater part of her people are well educated 

(DoubleGist 2013), for that reason, teachers who are instructors must be motivated 

adequately because motivation is the key to performance and improvement. 

Motivated teachers always complete the job set for him/her even when those jobs or 

assignments are complicated or seen uninteresting (URT, 2013). Motivation of 

teachers in teaching and learning process can direct activities towards particular 

goals, lead to raise effort and energy, increase initiative and determination in 

activities, (DoubleGist 2013). However, the important question has remains to be 

what strategies should be used in motivating these teachers so that they perform their 

job maximally. Should such strategies be similar all over the country, region, 

districts and school or should they differ from place to place, individual to individual 

and time to time? 

DoubleGist (2013) is of the opinion that motivated teachers always look for better 

ways to do their teaching job; they are more excellence oriented and are more 

creative. Therefore, motivated teachers are determined to give their best to 

accomplish the maximum productivity i.e qualitative education. Motivation can be 

in the form of regular payments of salary, fringe benefits such as allowances, 

bonuses, job trainings, encouragement of the teachers, provision of good 

environment, maintaining high degree of relations and improve the teachers‟ 
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welfare. Hence any teacher that enjoys all of the above mentioned items is ought to 

be motivated. I 

According to Alu, Oya, Odo, Ede and Ugwu (2001) as sited in DoubleGist (2013), 

education is an earliest attempt designed to be the vehicle of social change and over 

the development of personality, culture and civilization. Education is a process 

considered to help all human beings to develop into persons. In Educational sector 

then, motivation plays a great role, when teachers are motivated lead to good 

performance and the best output, sustain the national growth and development and 

also the wellbeing of its society at large. 

1.2 Teachers’ Motivational Strategies  

Human beings, teachers included, are said to be extrinsically or intrinsically 

motivated. Intrinsic motivation is said to be resulting internally in the job itself. It is 

that which occurs while a person is performing an activity in which he takes delight 

and satisfaction in responsibility. Intrinsic motivation is seen as internal return, 

while extrinsic motivation is encouragement or reward that a person can enjoy after 

he finishes his work. Duret (2008) argues that motivation holds the importance to 

the understanding of human behavior.  According to him, motivation explains why 

one individual dodges work, another works normally adequately enough to reach the 

height, while yet others resort to unlawful and unconventional methods of achieving 

social, academic, economic and political credit. It is a common phenomenon to find 

some teachers dodging their work while others accomplishing their work diligently. 

Duret (2008) added that motivation should be carefully manipulated whether in the 

work circumstances or study situation, so that our teachers are neither under 

motivated or over motivated but appropriately motivated so as to be helpful to 
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themselves in their society and the educational industry at large. Teachers who are 

properly motivated are expected to work under internal drive (without being forced) 

and being delighted to perform their activities hence bringing success of 

accomplishing target that affects the definite performance (Cheung, 2014). 

Teachers need exposure to good training and being well motivated; teachers cannot 

be expected to solve problems of students while unmotivated by themselves 

(Boniface, 2016). Many of the school and classroom practices and behaviors that 

weaken academic achievement result from conflicting messages embedded in 

teachers‟ dissatisfaction as a result of less motivation or poor motivational strategies. 

School performance is a cry to most of the developing countries as well. Many 

parents, students and various stakeholders admire to have good performance. 

Despite of various efforts done by various educational stakeholders, the academic 

performance is still an issue exposed to discussion. Many scholars as well as 

researchers are trying to find out the mitigation to the poor performance particularly 

in public rural secondary schools (URT, 2013). One important and crucial aspect 

that needs to be addressed is “the strategies of teachers‟ motivation” with its 

contribution towards the issue of poor students‟ academic performance in remote 

areas (World Bank, 2010).  

Ozidi (2012) asserts that teachers` motivation strategy to assume a task depends on 

their expected reward. Efficient teaching and ethical will take place when there is 

physically powerful motivation in terms of wages and innovation from both 

employers. Teachers‟ motivation may be aroused by either extrinsic or intrinsic 

stimuli both of which are important in directing and regulating the learner‟s 

behaviour towards realization of the desired goals.  
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In Tanzania the academic performance is dropping year after year despite of the 

great efforts done by the Government to raise it. The situation is alarming most in 

rural public schools (URT, 2013), teachers‟ motivation has an important influence 

on students‟ academic achievement. Motivated teachers play a crucial role in 

educational attainment because they are responsible for translating policy into action 

and principles based on practice during interface with the students (Afe, 2008). 

Since teaching and learning depend on teachers, no wonder an effective and 

motivated teacher has been conceptualized as one who produces desired results in 

the line of his/her duty as a teacher. Yet teachers‟ motivation in teaching profession 

has been forgotten in one way or another.   

This study intended to assess the strategies used to motivate teachers in rural public 

ordinary secondary schools in Tanzania. The government is doing its best to provide 

good environment for Education e.g. classrooms are constructed, books are provided 

by the government, teachers are being trained and recruited, yet the problem of mass 

failure in public secondary schools seem to increase (URT, 2013), Even the current 

announced results of 2015 and 2016 indicate that among ten best schools are from 

towns and cities most of which are private schools probably this might be caused by 

the use of teachers who are not well motivated and satisfied to perform their duties 

in rural public ordinary secondary schools. One of the strategies to raise academic 

performance in rural public secondary schools is to introduce an attractive 

motivation package for teachers at all levels with special considerations of those in 

difficult environment (Mulkeen et al, 2007). The government and education system 

need to figure out what it will take to get teachers to come to school every day and 

teach well so that we do not waste children‟s time and dash their aspirations, 

(Twaweza 2014). This calls for a need to revise the strategies of teachers‟ 
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motivation used by different educational leaders in order to fulfill their tasks 

accordingly.  

A study conducted by the Tanzania Teachers Union (TTU) in 2006 recommended 

three important issues that were not addressed by the government yet. These were: 

improved teachers and support, better understanding and enforcement of standards 

and ethics, as well as the basic guarantees regarding teachers‟ pay and welfare. The 

report concluded that “without motivated and competent teachers focused on pupils 

learning all the reforms will come to naught” (Sumra and Rajan, 2006 p 288). 

However this report had no specific strategies recommended to be used in 

motivating teachers in rural public ordinary secondary schools.  

1.3 Statement of the Problem 

The motivation of teachers in rural public secondary schools is very low although 

the government is trying its best to employ teachers and post them to rural public 

ordinary level secondary schools due to the increased demand of teachers to teach in 

the community public secondary schools. There is clear evidence that the 

motivational strategies in such areas are a root cause for this problem. (URT, 2008) 

asserts that remote and rural areas critically suffer from shortage of teachers…the 

teaching and learning environment is not motivating, making it difficult to attract, 

attain, and retain high quality teachers in schools.  

The shortage of teachers in rural public secondary schools is further explained by the 

lack of clear and reliable infrastructure for teachers to stay in (Mulkeen, 2010). This 

calls for an investigation on strategies used for motivating teachers found in rural 

public ordinary secondary schools.  
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The study therefore intended to identify factors influencing teachers‟ motivation in 

rural Government secondary schools, examine the strategies used to motivate them 

and determine challenges of motivating teachers in rural public secondary schools in 

Ushetu Council, Kahama District. 

1.4 Objective of the Study 

This study aimed at investigating the problem of teachers‟ motivation strategies used 

in rural public ordinary secondary schools, because ITFTEFA, (2010) argues that 

across Sub-Saharan Africa (SSA), rural communities are the most challenged in 

recruiting and retaining qualified teachers. Hence the study focused on the factors 

influencing motivation, strategies used to motivate teachers and the challenges of 

motivating teachers and finally suggesting measures that could be adopted to deal 

with meaningful motivational support to teachers found in rural areas basing on 

Ushetu Council.  

1.4.1 Specific objectives of the study 

This study was guided by three (3) specific objectives as follows: 

1. To identify the factors influencing the teachers‟ motivation in Government 

ordinary level secondary schools in Ushetu Council in Kahama District. 

2. To examine the strategies of teachers‟ motivation used by heads of secondary 

schools. 

3. To determine the challenges of teachers‟ motivation in Ushetu Council. 

1.4.2 Research Questions  

Below is a list of questions which were to be answered during the process of 

conducting this study in reference to the above mentioned specific objectives. 

These questions guided the study; 
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(i) What are the factors that influence teachers‟ motivation towards teaching 

profession in rural ordinary public secondary schools in Ushetu Council? 

(ii) What are the strategies used by heads of schools to motivate teachers in rural 

Government ordinary level secondary schools in Ushetu Council? 

(iii) What are the challenges that secondary school managers face in motivating 

their teachers in Ushetu District council? 

1.5 Significance of the Study  

Teachers‟ motivation is very important, particularly at the school organization level 

in terms of bringing about healthy education. Teachers have been considerably given 

power under the decentralization school management policy. According to 2014 and  

2015 Education and Training Policy in Tanzania, “Ministries are in charge for 

training lower organs and communities consequently, education and training shall 

delegate their responsibilities of management and administration of education to 

sustain healthy education by creating a favorable working and living atmosphere 

within their schools (Boniface, 2016). This policy brings a problem when it comes 

to teachers‟ motivation as such lower organs like heads of schools posses no fund to 

pay their teachers, construct staff houses or making other improvements to the 

school infrastructure. Also, the funds that are brought to schools have restrictions on 

how to use them. This study then was expected to identify the factors influencing 

teachers‟ motivation, examining the strategies of motivating teachers and examine 

the challenges of motivating teachers. 

1.6 Delimitation/ scope of the Study  

This study was restricted to a single Council of Ushetu in Kahama District found in 

Shinyanga Region, Tanzania. The empirical investigations were conducted in 
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Ushetu Council where rural public secondary schools were involved. The study was 

therefore delimited to only 8 rural public secondary schools with a limited sample of 

respondents that were carefully selected to represent other schools found in the area. 

Such schools were named A, B, C, D, E, F, G, and H to ensure ethical issues. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This chapter reviews the literature related to the current study on the strategies for 

motivating teachers in rural public secondary schools. It addresses theoretical frame- 

work and different views on strategic importance of secondary education, trends of 

teachers‟ motivation in rural public secondary schools, challenges facing school 

heads in teachers‟ motivation implementation, relationship between teachers‟ 

motivation and students‟ academic performance, empirical studies, conceptual 

framework and finally the summary and gaps to be filled by this study.  

2.1 Theoretical Frame work  

There are various theories that have been developed especially in relation to motivation 

strategies. Some of these theories include but may not be limited to Instinct Theory of 

Motivation, Incentive Theory of Motivation, Drive Theory of Motivation, Arousal 

Theory of Motivation as well as Humanistic Theory of Motivation (Cherry, 2013). 

Moreover, these theories have their own strengths and weaknesses. This study, used 

Incentive theory of motivation and Drive theory as guiding theories. 

2.1.1 Incentive Theory of Motivation  

Incentive theory of motivation was propounded between 1940s and 1950s by a 

psychologist known as Clark Hull. It is a psychological theory that postulates 

exterior rewards as the motivation for human actions. The theory suggests that 

human beings are motivated to do things because of external rewards. Behavioral 

learning concepts such as association and reinforcement play an important function 

in this theory of motivation. It may be observed that this theory shifts the stress of 
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motivation from the internal to external. Incentive theories anticipated that behavior 

is motivated by the "pull" of external goals, such as rewards, money, or recognition. 

It is simple to think of many situations in which a particular goal, such as a 

promotion at work, can serve as an external motivation that helps activate particular 

behaviors (Hockenbury & Hockenbury, 2003). In education industry, it is clear that 

rural public secondary school teachers enjoy little of these incentives. 

People are pulled towards behaviors that suggest positive incentives and pushed 

away from behaviors linked with negative incentives. In other words, differences in 

behavior from one situation to another can be traced to the incentives available and 

the significance a person places on those incentives at the time (Bernstein, 2011 

Pg12). The theory mainly focused on the aspects that one‟s actions are directed 

towards gaining certain rewards. The significance of this theory is that incentive can 

be used to people engaged in certain behaviors, but they can also be used to get 

people to impede performing certain actions.  Rewards only turn out to be powerful 

if the individual places value on the incentive provided and such reward have to be 

obtainable in order to be motivating. 

As such, this theory found its application in this study in that it was conceptualized 

that there were various factors which were external in nature that influenced the 

retention rates of teachers in rural public secondary schools. Some of these factors 

included but may not be limited to provision of incentives. These included 

recognition of the teachers‟ efforts, increase in income or payments and provision of 

gifts and seminars as well as workshops.  
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2.1.2 Drive Motivational Theory  

To complement the incentive theory of motivation, the Drive theory of motivation 

was also used in this study. The theory was also initially created by a behaviorist 

known as Clurk Hull in1930s. It was further developed by his colleague Kenneth 

Spense in 1943 and 1952 (Dewey, 2007). This theory stressed on incentive 

motivation rather than biological drive. It was found to be useful in this study 

because human beings, teachers included, are motivated by the rewards which are 

the expected outcome of the activities they fulfill.  

Teachers all over the world have expectations and problems that they think would be 

solved by the salaries and incentives they receive as a result of their work, if the 

rewards obtained out of this work reduce their tensions then teacher feels motivated 

and may finally work tirelessly. On the other hand, if the teaching profession does 

not meet the teachers‟ expectations, ie. do not reduce the tension then teachers are 

less satisfied and not motivated.  

The theory suggests that people are pulled toward behaviors that lead to rewards and 

pushed away from actions that might end up to negative consequences. Two people 

may act differently in the same situations based entirely on the types of incentives 

that are available to them at that time (Cherry, 2013). 

From this perspective then, teachers may also perform differently while teaching in 

the similar environment depending on the state of their motivation which is 

automatically influenced by the strategies used to motivate them. 
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According to the drive theory of motivation, people are motivated to take certain 

actions in order to reduce the internal tension that is caused by unmet needs. This 

theory is useful in explaining motivation that has a strong biological component, 

such as hunger or thirst. Teachers are motivated to work so as they can obtain these 

biological needs, if their expectations are not met then motivation is lowered. 

Based on this idea, this study suggested that all motivation arises as a result of these 

biological needs. Thirst, hunger and the need for warmth are all examples of drives that 

teachers expect to solve using their work. If the work does not solve them, then teachers 

become unmotivated to work. A drive creates an unpleasant state; a tension that needs to 

be reduced. This theory is useful to this study because the drives act as reinforcement 

for that behavior which is Motivation. This reinforcement increases the likelihood that 

the same behavior will occur again in the future when the same need arises. 

2:2 Strategic Importance of Motivation in Education  

Motivation works as a connection connecting internal and external drives of 

performance in education sectors. Tactically, motivation in education is referred to 

as „a central‟ or the link in the functioning of the determinants of educational 

performance and development at large (URT, 2010b). Experience showed that, first, 

the majority of the people in both the private and public sectors are at least 

anticipated to be motivated to accomplish the education activities all over the world.. 

In this view, this increases performance, which will advance the quality of life of 

most Tanzanians; second, the entire primary education development system relies on 

teachers who are well motivated; third, candidates of higher and tertiary education 

and training are the results of the outcome of the inputs made by the motivated 

teachers in lower secondary education system (URT, 2010b). Motivation is thus 

regarded as an essential, though not adequate, condition for education development 
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improving performance in the entire education system. Debatably, clear motivation 

strategies are expected to create the obligatory base for improving performance in 

education system, which is essential for the contemplated economic increase to 

place the country among middle-income countries (Boniface, 2016). Unfortunately, 

this aspect has been overlooked for a long time due to weak suppositions of „being 

exclusive with low social compared to other educational developmental aspects.  

2:3 Trends of Teachers’ Motivation in Rural Public Secondary schools 

Bennel (2011) asserts that it is normally accepted that the competence and 

commitment of teachers should be the most important determinant of learning 

results. What is prominent is just how little systematic research has been carried out 

on strategies of motivational and incentives issues among teachers in rural public 

secondary schools mainly in LICs. There has not been a single article in any of the 

four leading international proportional education journals during the last ten years 

that has centered on the strategies of teacher motivation and pay in any LIC in either 

Africa or Asia nor has it been possible to locate any study that systematically tracks 

levels and on how the strategies of teacher motivation is undertaken and affects 

students‟ performance in rural public secondary schools.  

In short, therefore, the proof base is very weak and vital steps are needed to develop 

a wide-range research program in this area. Another key discovery of this review is 

that it is very hard to make broad generalizations about strategies of teacher 

motivation and encouragement. Nonetheless, there is a strong simplification 

imperative in global discourses about education which often leads to simplistic and 

quite misguides conclusions and recommendations (Bonifacece 2016).  
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Bennel (2011) continues saying that regardless of development condition, the 

teaching force in most countries has never enjoyed full professional status. 

Nevertheless, the status of teachers as a semi-profession is more evident in 

developing countries.  

Government teachers in some countries, most especially in South Asia, are largely 

held responsible for falling educational standards and the wholesale „failure‟ of 

public secondary education. The general status of government teachers has fallen as 

a result and there has been a mass departure of both better off as well as poorer 

children to private schools. More generally, there are mounting public concern about 

the growing proportion of teachers who are „not interested in teaching‟ even if 

relatively more teachers are efficiently qualified in most countries (Bennel, 2011). 

Tanzania being one of these Nations and Ushetu one of its Councils is greatly facing 

the same problem in regards to the teachers‟ motivation. 

It is widely argued that standards of expert conduct among teachers are declining in 

many LICs and, at least in part, this is due to declining status, confidence and 

motivation. There is, however, usually little or no clear evidence to hold these 

claims of increasing work-related misconduct, cases of teachers having sexual 

relationships with students and of even being „sugar daddies‟ have been widely 

reported in the media in East and Southern Africa. The incidence of fraudulent 

practices among teachers, mishandling of government funds, charges for educational 

services, are also said to have increased in many countries, as Bennel (2011) 

concluded that dramatic turn down in the standard of living of teachers in many 

LICs has been a key factor causative to their declining occupational status.  



  

15 

The work and living atmosphere for many teachers is poor, which tends to lower 

self-esteem and is usually de-motivating. Many schools found in Ushetu lack basic 

services such as pipe-borne water and electrical energy, staff rooms, and toilets. 

Housing is the main issue for most of schools found in Ushetu. Also, the age outline 

of teachers has become younger in many Tanzanian ordinary secondary schools 

(Ushetu being included) with very high expectations out of teaching profession due 

to the rapid expansion of secondary schools. Each Ward has its own school and 

some Wards posses more than one school that has increased a number of 

unmotivated teachers (Bennel, 2011). This means that there are relatively few 

experienced teachers who can hand out as mentors and provide professional support 

and control hence heads of schools need to work close with their teachers and 

always try to encourage them and motivate them if better performance is to be 

attained. 

2.4 Challenges facing Heads of schools in Teachers’ Motivation Implementation 

Boniface (2016) describes motivation as the psychological processes that influence 

individual performance with respect to the attainment of workplace aims and tasks. 

On the other hand, measuring the determinants and consequences of work 

motivation is complex because these psychological procedures are not directly 

evident and there are numerous organizational and environmental hindrances that 

can affect goal attainment. Bennel (2011) is of the opinion that supposed wisdom 

among occupational psychologists is that „pay on its own does not increase 

motivation‟. However, financial motives are likely to be principal among teachers in 

those LICs where pay and other material profits are too low for individual and 

household endurance requirements to be met. 
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When these basic needs have been convened it is possible for „higher-order‟ needs, 

which are the basis of factual job satisfaction, to be realized. A key empirical 

concern is therefore to establish the extent of this crisis. Most of the rural public 

ordinary secondary schools are located in remote areas where such inducement have 

not yet been reached, but since there is a school, teachers are required to go and live 

for the purpose of teaching those students.  

Bennel and Mukyanuzi (2005) acknowledged that both government and its 

international associates recognize the need to develop teacher job satisfaction and 

motivation in order to raise educational quality. However, the dedication to take the 

steps that are required to do this is comparatively weak. In part, this is because the 

focal political pressure is to enlarge secondary school enrolments rather than 

improve the quality of service delivery. Given the current staffing norms, this will 

require an almost 50 percent boost in the teaching force, which has major 

implications for the likely affordability of better pay and housing. Moreover, teacher 

motivational strategies are likely to critically affect the quality of teaching 

profession. The incidence from many countries shows that, faced with this state of 

affairs, governments and donors look for ways of suppressing the teachers‟ demands 

in a variety of ways, most notably by threatening them and making strict laws to 

silence teachers. However, technocratic fixes of this kind have hardly ever worked 

since they fail to take into account the very complex working and living conditions 

that teachers have to suffer. 
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2.5 Relationships between Teachers’ Motivation and Students’ Academic 

Performance  

A study conducted in Nigeria noted that the success of students in any examination 

depends largely on qualified and dedicated teachers (Sabitu and Nuradeen, 2010). 

To be dedicated requires one to be well motivated and having self intrinsic drives 

rather than working under stressful situation. Bangbade (2004 in Sabitu and 

Nuradeen, 2010) found that, teachers' motivation of his subject matter and work 

environment at large has significant association with students' academic 

performance. Therefore, education managers should recruit teachers with attractive 

characteristics, also mentoring and correct guidance and counseling should be made 

part and parcel during the teacher training. Sabitu and Nuradeen (2010) concluded 

that it is usually accepted that no country in the world can develop beyond the 

quality of her teachers in her education sector. The education administrators should 

look for teachers with both formal trainings and well motivated to perform their 

tasks and try to always motivate them. It is only a motivated teacher that knows 

when and how to present learning materials to students in such a way it would 

encourage them to keenly learn. Heads of schools must create welcoming 

environment, listen to the claims of the teachers and try to meet up the expectations 

of the teachers so as to make them motivated and valued whenever possible. This is 

very important to teachers found in Ushetu mainly where most of the public ordinary 

secondary schools are situated in remote areas. 

2:6 Empirical Studies 

2.6.1 Studies Undertaken in Tanzania 

A study conducted by Sasi (2011) in Tanzania expresses that the causes for better 

performance in secondary schools to have the better qualified and motivated 
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teachers. Sasi (2011) also commented that Christian secondary schools perform 

better in ordinary secondary schools examinations because their teachers are 

motivated by the Christian teachings and satisfied as they believe that not 

performing their duties is a sin and against the will of God. 

Teachers‟ motivation have greater force on achievement of students‟ academic 

performance because teachers play essential role in the formidable endeavor through 

imparting the needed knowledge and ability in the minds of students (Sasi, ibid). In 

Tanzanian context, to get adaptation of the real working environment, fresh teachers 

from colleges have to work in schools and be paid a considerable salary for about 

three years. At the end of the period, the employer would make a decision as to 

whether to recommend a teacher as a qualified teacher. It is expected that within this 

period of time teachers are well motivated and this system helps new teachers to get 

experience from the experienced teachers.  

2.6.2 Studies Conducted in Other Countries  

The dissimilarities in students‟ academic performance in different schools exist not 

only in Tanzania but also in diverse countries worldwide where by some students 

perform far better than others. For instance, in Texas, (Cherry, 2013) a study was 

conducted on the effects of teacher motivation on students‟ achievement in central 

school mathematics and revealed that students who were taught by well motivated 

teachers performed better in mathematics tests than students who were taught by 

unmotivated teachers. Teachers‟ motivation such as good payments, well scaled 

salaries, good housing, caring and paying much attention on teachers‟ needs have 

effects on standard product. 
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Another study conducted in USA by Battersbay (2006) pointed out that motivated 

teachers are obviously more satisfied and have honed their teaching skills to a 

greater extent than those who always blame and boycott demanding for their salaries 

and other individual needs. They have typically developed well-established 

interaction with their learners who know and understand the anticipation that the 

teacher has of them when being taught in their lessons. One of the contradictions of 

life as a teacher is that over the average and long-term, it is a job that offers a large 

degree of professional self-sufficiency, scope for originality and inventiveness, the 

probability to develop one‟s own „style‟ of teaching, and approaches to particular 

topics (Battersbay, ibid) 

In the study by Lambert and Morgan (2010) conducted in England, discovered that 

to be occupied with the subject in a way that extends and  refines their synoptic 

capacity requires less stressful environment as well as intrinsic motivation. Lambert 

and Morgan (2010)  acknowledge that Educational thinkers and writers have 

variously emphasized diverse aspects of the teaching role that the teacher as an 

expert in their professional of teaching, the teacher as catalyst of learning, the 

teacher as a motivator and source of stimulation as well as  the teacher as supporter 

of moral standards. 

Motivation is of enormous concern for stakeholders in education; the declining 

performance of students at both Ordinary and Advanced levels in external 

examinations has demanded a series of workshops and increase of other motivating 

incentives to various secondary school teachers (Kagoda, 2009). 
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2.7 Conceptual Framework   

A conceptual framework is illustrated as a set of broad thought and principles which 

will be taken from appropriate fields of inquiry and used to structure a subsequent 

presentation (Omari, 2011). The conceptual framework will present clear link from 

the literature to the study objectives and questions. There are many contributions 

which lead to some students perform better than others in Form Four final 

examinations. In this study, the independent variable, intermediate variable, and 

dependent variable will be taken up as shown below to suit the study. The 

justification of the model is that it spells out the need for evaluating educational 

practices and program or policy realization. The model proposed stages that 

influence teachers' motivation from rural public secondary schools. In Tanzania, the 

major standard used to measure education output is performance in final nation 

examinations results known as certificate of secondary education examination 

(CSEE) (URT 2010 & 2012) 

The independent variables in this scaffold included the nature of the education and 

Training Policy (ETP) and its consequences on the realization of Secondary 

Education Development Program (SEDP). So SEDP was set up to meet this target. 

The second variable is the allocation of sufficient fund to increase job satisfaction, 

allocation of sufficient fund to improve working environment and improving 

availability of social services in rural areas. It was assumed that teachers‟ motivation 

have direct effect on both teacher work performance and students‟ academic 

performance. The major objectives of the ETP are improving the quality of the 

education process; increasing and improving access and fairness for all children.  
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Intermediate variables are the course variables which influence the independent 

variables to impact on dependent variables in which case the teachers‟ motivation is 

the end result. Intermediate variables are considered to have both direct and indirect 

outcome on the dependent variables. The intermediate variables comprise challenges 

of motivating teachers which are; poor policy implementation, insufficient fund, 

poor social services, nature of the school infrastructure and workload. The 

researcher assumed that the teachers‟ motivation has an influence on positive 

teachers‟ feelings on their work profession, increased work performance and high 

teachers work attendance. If these challenges are met in rural public secondary 

schools, teachers will be motivated workforce and there will be a good link between 

independent variables and intermediate variables.  

Dependent variables are the end product in the conceptual framework model. In the 

context of this model they include; positive teachers‟ feelings on their work 

profession, increased work performance as well as high teachers work performance 

as summarized in Figure 2.1 below. 
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Figure 2.1: Conceptual Framework on the Influence of Teachers’ Motivation  

Towards Students’ Academic Performance 

 

 

 

 

 

 

 

 

2.8 Summary and Research gaps  

In this chapter, literature was appraised on the strategies for motivating teachers in 

Tanzanian rural public ordinary secondary schools. The information from; Sabitu 

and Nuradeen (2010), Mukyanuzi and Bennell (2005), Sasi (2011), Mashaka (2005), 

Alexander (2005), Battersbay (2006), Lambert and Morgan (2010) and Kagoda 

(2009) have been used to give the general picture of the factors influencing teachers‟ 

motivation. Most of the literatures have indicated that in ordinary rural public 

secondary education, some motivation strategies of teachers are not met. However, 

motivation factors differ from an individual to another and teachers‟ demands to be 

motivated also differ without forgetting that places are also too unique to provide 

general conclusion basing on their contributions.  

Independent variables 

(Strategies) 

- Appropriate 

education and 

Training Policy.  

- Allocation of 

sufficient fund. 

- Availability of social 

services. 

- Work environment. 

- Professional 

Development. 

Intermediate 

variables  

(Challenges) 

-Poor implementation 

of policy. 

-Insufficient budget. 

-Poor social services. 

-Nature of the school 

infrastructure. 

-Workload. 

 

 

 

 

Dependent 

variables 

(Outcome) 

- Positive teachers' 

feelings on their 

work profession. 

- Teachers‟ job 

satisfaction. 

- Increased teachers 

work 

performance. 

- High teachers 

work attendance. 
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Furthermore, few studies that involved motivation have concentrated on the general 

causes and effects of poor performance without concentrating on the contributions of 

teachers' motivational strategies in their specific schools and environments as well 

as on what measures should be taken to minimize or alleviate the problem of 

teachers‟ demotivation.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction  

This chapter explains the epistemological perceptions and methodology which the 

researcher used to collect data from different sources of information. The chapter 

starts with the research design used by the study, the study approach, followed by 

the population of the study including sampling procedures and technique, then 

location of the study. Other methodological aspects that are presented in this chapter 

includes, data collection methods, validity, ethical issues and data analysis 

procedures.   

3.2 Research Design  

Research design can be defined as a procedure of creating an empirical test to 

support or disprove a knowledge claim (Merterns and Mc Laughlin, 2004). The 

function of a research design is to provide scaffold for the collection of relevant data 

within minimal expenditure of resources which are effort, time and money.  The 

research design is the conceptual arrangement within which research is to be carried 

out and it constitutes the blue print for the collection, measurement and analysis of 

data (Kothari, 2008). 

Research whose independent variable is not manipulated is called „non-experimental 

hypothesis-testing research‟. For example, suppose a researcher wants to study on 

whether intelligence affects reading capability for a group of students and for this 

purpose he arbitrarily selects 50 students and tests their brain power and reading 

capabilities finding the relation of the two valuables simultaneously. This may be of 

non-experimental hypothesis-testing research because the independent variable 
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which is brain power, is not manipulated (Kothari, 2008). Thus from the point of 

view of this study, the researcher used cross-sectional as non-experimental research 

design which involved collecting data from unlike respondents at one point at a time 

and compare them. Therefore, the study also involved triangulation research 

methods in which both quantitative and qualitative research method were used for 

the function of checking and maintaining validity and reliability of the study results.  

3.3 Study Approach 

The study mainly used quantitative research approach basing on assessment research 

design. Quantitative research approach was used because this research involves the 

creation of quantitative data in the form which is subjected to careful quantitative 

analysis in the course of validating hypothesis. Also, qualitative approach was used 

to complement quantitative approach. Hence a mixed approach was used. Merterns 

and McLaughlin (2004) defined quantitative research as the systematic gathering of 

data that results in the quantification of uniqueness of participants in the study. 

Therefore, the assessment research design was based on teachers‟ motivational 

strategies used by different heads of schools by observing some existing 

consequences, and searching back through the data for reasonable causal variables, 

factors as explanations.  In this study, the intention was to identify the factors 

influencing teachers‟ motivation in rural public secondary schools, to examine the 

strategies used for motivating teachers and determining the challenges of motivating 

teachers in Ushetu Council. Therefore, independent variables (teachers' motivation 

strategies) were appropriate education training policy, allocation of sufficient fund, 

availability of social services and work environment, while the dependent variable 

which were, teachers‟ job satisfaction, increased teachers' work performance, 

positive teachers‟ feelings on their profession, and high teachers‟ work attendance. 
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The design was useful because the researchers‟ interest was to collect numerical 

information and test hypotheses based on role of teachers‟ motivation strategies, 

working environment and job satisfaction on teachers' feelings on their work 

performance. The researcher collected qualitative data in order to provide qualitative 

description on teachers‟ motivation strategies and job satisfaction on teachers and 

feelings on their work performance. The researcher was interested to tell how 

teachers‟ motivation strategies manipulate their work in rural public ordinary 

secondary schools. 

3.4 Target Population  and Sample Size 

3.4.1 Target population 

Omari (2011) defines a population as the sum of any group of units which have one 

or more characteristics in general that are of interest to the research. So the target 

population for this study was classroom teachers, academic masters/mistresses, 

heads of schools, District Secondary Education Officer (DSEO) and inspectors. 

These were purposively selected because they are people responsible with education 

under which teachers‟ motivation lies. 

This research was conducted using samples since Ushetu Council has many rural 

public ordinary secondary schools that the researcher could not afford visiting all of 

them. A sample which is a small proportion of a population selected for observations 

and analysis (Omari, 2011) was used. 

3.4.2 Sample Size 

 This study considered only one Council out of the three councils found in Kahama 

District which is Ushetu Council. Eight (08) rural public ordinary secondary schools 

from the Council were randomly selected from different locations to suit the study. 
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The sample size used in this study consisted of 32 subject classroom teachers were 

choosen from eight (8) rural public ordinary secondary schools which were 

randomly selected, eight academic masters (one from each school), eight heads of 

secondary schools (one from each selected school), one District education officer 

(DSEO) from the Council and two District school inspectors who were purposively 

selected were the informants. This made a total of 51 respondents. Table 3.1 shows 

the distribution of the respondents 

3.5 Sample and sampling procedures  

3.5.1 Sample  

A sample is a smaller group obtained from the accessible population (Mugenda and 

Mugenda, 2008). This subgroup is cautiously selected to be representative of the 

whole population with the relevant character. Each member or case in the sample is 

referred to as respondent or interviewees. The sample size of this study was Fifty 

one (n=51). Classroom teachers were 32 (n=32), Heads of school were eight (n=8) 

Academic masters were eight (n=8), School inspectors were two (n=2) and District 

Secondary Education Officer (DSEO) was one (n=1) 

Table 3. 1Distribution of the Respondents 

Respondent Frequencies 

Classroom teachers 32 

Heads of schools 08 

Academic masters/mistresses 08 

District secondary education officer (DSEO) 01 

School inspectors 02 

Total 51 

Source: Field data, 2017. 
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Simple random sampling procedure was used to arrive at 100% of the classroom 

teachers and purposive sampling was used to all other respondents basing on their 

occupations. All respondents were involved in this study. This was because there 

were a small number of respondents though in a wide scattered geographical 

location. The researcher could access all the classroom teachers, heads of schools, 

academic masters/mistresses, school inspectors and DSEO in all the selected eight 

secondary schools.  

3.5.2 Sampling Procedure  

Sampling is a process, of choosing a sub-group from a population to participate in 

the study (Ogula, 2005). It is the procedure of selecting a quantity of individuals for 

learning in such a way that the individuals selected represent the large group from 

which they were selected. Probability and non-probability sampling procedures were 

used to sample schools, classroom teachers, academic masters/mistresses school 

inspectors and DSEO.  

Sample of Secondary Schools 

The study targeted 8 rural public secondary schools in Ushetu Council in Kahama 

District. The targeted sample was a representative of 18 public secondary schools 

found in the Council. Stratified sampling was used to make sure that different 

geographical locations are involved. From different geographical locations simple 

random sampling was used to obtain eight secondary schools.  

Sample of classroom Teachers 

The sample of classroom teachers was arrived at through simple random sampling 

procedure. In total there were thirty two classroom teachers (n=32). Four teachers 
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from each school were randomly selected when the researcher reached at the 

destination. All respondents responded to this study. 

Sample of other Respondents 

Other respondents included heads of schools, academic masters, school inspectors 

and District secondary education officer. Purposive sampling was used to obtain 

these respondents basing on their occupations. 

3.6 Study Area  

The study was conducted in Ushetu Council. The selection of Ushetu based on the 

fact that Ushetu Council is a newly established Council. The headquarters of the 

District was not well established; hence most of the schools were situated in remote 

area. It had private secondary school but parents who were well-off sent their 

children to private secondary schools outside the District. With that diversified 

nature of the population and schools, the drawn sample was expected to give the real 

image and actual picture on the situation of teachers‟ motivation found in rural areas 

hence arrive at desired solutions to suit the aim of this study. 

3.7 Data Collection Methods and Tools 

This section provides a sketch of the research techniques in the quantitative data 

collection process which includes questionnaire and documentary analysis. Also 

information about teachers‟ interest and feelings in teaching profession was 

collected from the selected secondary schools in Ushetu Council. According to 

Kothari (2004), in descriptive research and surveys, primary data were collected in 

the course of personal interviews.  

Nevertheless, there were several methods of collecting primary data, particularly in 

surveys and descriptive research. But as far as this study was concerned, the 
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researcher used the following methods to collect data; both checklist and 

questionnaires to collect primary data from classroom teachers, heads of schools and 

academic masters. Documentary review from heads of schools, District officer and 

school inspectors whereby questionnaire was designed and utilized as tools for data 

collection.  

The pilot study was also carried out before conducting the research to validate the 

sample size. Checklist was used to obtain data on trends of students‟ performance 

from the DSEO. Documentary review was applied to see the regularities of the 

teachers‟ attendance and participation in various school activities. 

3.8 Validity and Reliability of Research Instruments  

3.8.1 Validity  

Validity refers to the degree to which data and theory support the interpretation of 

findings entailed by using certain measures. In other words, validity of instrument is 

the degree to which it assesses what it is supposed to asses. According to Mugenda 

and Mugenda (2008), validity is the accuracy and meaningfulness of assumptions, 

which are based on the research findings. It is the degree to which the outcome 

obtained from the analysis of the data actually represents the variable of the study.  

With regard to, this study content related technique was used to measure the degree 

to which the question items reflect the specific areas covered. The validation of the 

questionnaires and interview schedule was done through the following ways: the 

researcher requested some research experts, skilled personnel of education 

administration and fellow students to review the items on the instrument to 

determine whether the set of items precisely represented the variables under study. 

They were asked to examine, judge, make and suggestions to the researcher.  
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The researcher also asked research experts to substantiate whether the instruments 

were valid. After construction of the questionnaires and checklist, the researcher 

reviewed the items with the help of the supervisor and fellow students to ensure 

correctness of the instruments. The suggestions given were integrated and changes 

were made to validate the instruments. For example instead of using questions, the 

experts suggested using statement in questionnaires, instead of using specific years 

range was suggested. 

3.8.2 Reliability  

The term reliability refers to the level of internal consistency of the research 

instrument. Therefore, for a research instrument to be reliable, it must be capable of 

producing consistent results when used more than once to collect data from two 

samples that have been drawn randomly from the same population (Mugenda and 

Mugenda, 2008). To establish the reliability of the research instruments, the 

researcher had to carry out a pilot test of the instruments using another similar group 

with the same characteristics as the one targeted in the study. That is, the researcher 

used the same instrument to a sample of respondents from two randomly selected 

schools. The reliability of the teachers‟ questionnaire was computed to suit the SPSS 

analysis method and the likert scale was founnd to be within the required statistical 

alpha which is equal to or greater than 0.5 as George and Mallery (2003) suggested.  

3.8 Research Ethical Issue 

Since the research engaged human participants, it was conducted in a state that 

respects human dignity, safety and rights of research participants and that recognizes 

the tasks of researchers. Checklist and other guiding research documents were 

prepared for data collection, processing and analysis and there was no any 
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mistreatment of any of the information discovered. Prior to data collection, the 

researcher had to go to the field, in the district of study area, below are detailed 

activities that were performed in the field:-  

 To report to the District Commissioner to ask for permission to conduct a 

research in the area. This office directed the researcher to go to the Regional 

commissioner for seeking permission. 

 To report to the Ushetu District Executive Director as directed by the RC 

 To pioneer on what the researcher intends to do in the area of study and 

make clear the benefits of the study to the whole society in the district. 

  To categorize and select respondents and schools that the researcher 

intended to meet in the course of data collection. 

 To make concrete primary and secondary data collection  

Because ethical issues for the research studies include informed approval, 

confidentiality and psychological threat (Brown et al, 2007) the researcher had to 

request a permission letter (research clearance letter) from the University Authority 

to be presented to the respective areas where the research was to be conducted, who 

then gave an authorized permit to see the District Executive Director who issued a 

research permit to the relevant schools under which data were to be collected. At 

school level, the researcher had to ask consent from the head of school before data 

collection began.  All teachers were briefed concerning the purpose of the study and 

also about the voluntary nature of informants in the study. 

During data collection process, ethical issues were undertaken so as to guarantee that 

there is high level of privacy between the researcher and the respondents. According 

to Omari (2011), ethical problem should be resolved in support of participants 
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including privacy of individuals greatly respected, the information obtained 

remained confidential to the researcher, and researcher should never become 

disloyal to those who supplied information. Names of schools were substituted by 

alphabetical letters A, B, C, D, E, F, G and H which by no way were the initials 

match with their true names and respondents were substituted with numbers (i.e 

respondent no 1, 2, 3, 4 etc.) The ethical issues was also taken into concern in 

disseminating the research findings and became free from biased languages against 

persons, gender, sexual orientation, racial or ethnic group, disability, or age. Still, 

the study avoided possible suppressing, falsifying, or inventing findings to convene 

research ethical standards. 

3.9 Data analysis Procedures 

The collected data were analyzed by means of Statistical Package for Social 

Sciences version twenty (SPSS 20) software. Since the research engaged 

triangulation method, then data were analyzed both quantitatively and qualitatively 

but the overall presentation of this study was done quantitatively. Little was in 

qualitative style. So, quantitative data were analyzed by running various responses, 

comparing means and correlation to capture links of variables. That is, the analysis 

in which the patterns, themes, and categories of analysis come from the data; they 

emerge out of the data rather than being forced on them preceding to data collection 

and analysis. Using this approach, the researcher made a fuss of himself in the data 

descriptions trying to elaborate and interpret them. In addition, they were treated 

according to the research objectives of the study as stated. 

 

 



  

34 

CHAPTER FOUR 

DATAPRESENTATION, ANALYSIS AND DISCUSSION OF THE 

FINDINGS 

4.1 Introduction  

This chapter presents analysis and discusses the information obtained from the field. 

The study targeted five categories of respondents who were: Classroom teachers, 

Heads of schools, Academic masters/mistresses, School inspectors and District 

education Officer. Questionnaires were administered to collect data in the sampled 

schools. The study aimed at investigating the strategies for motivating teachers in 

Tanzanian rural public secondary schools particularly Ushetu council in Kahama 

district. Frequency, graphs and distribution tables were used in presenting data 

where interpretations and discussions were done after each information presented. 

4.2 Demographic characteristics 

4.2.1 Expected respondents 

The researcher expected to meet a total of 51 respondents in conducting this study 

and very lucky the researcher met all expected respondents who were 32 classroom 

teachers, 8 heads of schools, 8 academic masters/mistresses, 2 inspectors and 1 

DSEO. Although the issue of gender failed to be materialized because out of 8 heads 

of schools only 1 was female while out of 32 teachers only 8 were female. The table 

below indicates the nature of the respondents who responded to this study. 
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Table4. 1:Respondents’ Distribution by Gender  

Designation Col Male um Female  uTotalmn4 Percent5 

Classroom teachers         24          8         32   

Academic masters          6          2 8  

Heads of schools          7          1 8  

School inspectors          2          0  2  

District Ed. officer          1          0 1  

Total         40  11 51 100% 

Source: Field data, 2017 

The information indicated above shows that most of the respondents were male. This 

was because out of eight heads of schools, only one was female, hence the 

researcher had to use 7 male heads of schools and only one female head of school. 

All the inspectors were male. Six academic masters were male while two were 

female and twenty eight classroom teachers were male while 8 were female. It was 

difficult to meet female teachers because of various reasons; some schools had no 

female teachers while in some incidences they were found out of their stations for 

maternity leave and other factors. 

4.2.2 Age of Respondents 

This part intended to give the information about; age, highest professional 

qualifications and duration stayed at the current stations for respondents as well as if 

the respective head of school attended the administrative course and the duration 

he/she served before being the head of school for the purpose of capturing the 

experience to motivate the teachers. The results from the respondents were as 

follows 
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Table 4. 2: Ages of Respondents 

Designation 26-30 31-35 36-40 Above 40 

Classroom teachers 18 (56%) 9 (28.1%) 4 (12.5%) 1 (3.1%) 

Heads of schools 1 (12.5%) 2 (25.0%) 2 (25.0%) 3 (37.5%) 

Academic 

masters/mistresses 

0 (0%) 4 (50%) 4 (50%) 0 (0%) 

DSEO 0 (0%) 0 (0%) 1 (100%) 0 (0%) 

Inspectors 0 (0%) 0 (0%) 2 (100%) 0 (0%) 

Source: Field data, 2017 

This information has been presented graphically by using bar graph to show clearly 

the relationship as you may note in the figure below. 

Figure 4. 1: Ages of Respondents  

 

Source: Field data, 2017 

From Table 4.2 and Figure 4.1 above we note that out of eight respondents, three 

heads of schools were above 40 years, two were of the age ranging from 36-40 

years; the two had the age of 31-35 years while one had the age ranging between 26-

30 years. Most of the classroom teachers were still young, with the age below 30 
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years while only one classroom teacher had the age above 40. This has been proved 

by Bennel (2011) in his quotation “this means that there are relatively few 

experienced teachers who can hand out as mentors and provide professional support 

and control…” 

This reveals that some schools may lack experienced teachers who can act as mentor 

to newly employed teachers who possess highest expectations and finally loose 

motivation when their dreams are not fulfilled as per their expectations. The findings 

showed that all inspectors and the DSEO are of the age ranging between 36 years 

and 40 years.  

4.2.3 Respondents’ professional Qualifications 

This questionnaire aimed to obtain the information from the respondents regarding 

the highest profession qualification of both classroom teachers and heads of schools. 

The results were obtained and are presented using Table no 4.3 and Figure no 4.2 

below.  

Table4. 3: Respondents’ professional Qualifications 

Designation Diploma Bachelor Masters Any other 

Classroom teachers 15 (46.9%) 17 (53.1%) 00 (00%) 00 (00%) 

Heads of schools 

Academic masters  

mistresses 

05 (62.5%) 

01 (25%) 

03 (37.5%) 

07 (75%) 

00 (00%) 

00 (00%) 

00 (00%) 

00 (00%) 

DSEO 00 (0%) 01 (100%) 00 (00%) 00 (00%0 

Inspectors 01 (50%) 01 (50%) 00 (00%) 00 (00%) 

Source: Field data, 2017 
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Figure 4. 2: Respondents’ professional qualification  

 

Source: Field data, 2017 

From the above information we discover that five (which is 62.5%) heads of schools 

had Diploma as their highest level of education while three ie 37.5% had a Bachelor 

degree. Fifteen (15) classroom teachers which is 46.9% were Diploma holders and 

53.1% of the classroom teachers had a Bachelor degree. In some schools, heads 

were Diploma holders while classroom teachers had degrees. Sushila (2004) argues 

that the head of school is the leader in a school, the spin around which many aspects 

of the school revolve, and the person in charge of every aspect of the organization be 

it academic or managerial, he/she is then expected to be experienced and well 

educated. It is then anticipated that such situation might have effects on the teachers‟ 

motivation due to increased inferiority complex to heads of schools and superiority 

complex to the classroom teachers. The findings also indicated that both DSEO and 

one Inspector for Ushetu council possessed a Bachelor of education degree, while 

one inspector had a Diploma in education.  
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4.2.4 Respondents’ Duration at the current station 

This part intended to investigate how long teachers stay in one station for the 

purpose of mastering the environment and create friends in order to increase their 

motivation at work. The results indicated that only four classroom teachers stayed at 

one station for 6 to 10 years while the other 28, equal to 87.5% stayed between 1 to 

5 years. This goes against the ideas of Sasi (2011) with an opinion that the system 

should help new teachers to get experience from the experienced teachers. How can 

they learn from them if they do not stay longer with them? This also may have 

impact on the newly employed teachers‟ motivation as it gives a short time to 

interact with the environment and their colleagues.  

With regard to respondents‟ duration at the current station, 37.5% of heads of 

schools who are 3 heads of schools, stayed at the same station between 1-5 years, 

50% (ie. 4 heads of schools) stayed about 6 to 10 years and 12.5% (1 head of school) 

stay at the same station for more than 15 years. Below is the table and figure 

illustrating this information.  

 Table4. 4: Respondents’ Duration at the current Station. 

Designation 1-5 yrs 6-10 yrs 11-15 yrs 16+ yrs 

Classroom teachers 28 (87.5%) 04 (12.5%) 00 (00%) 00 (00%) 

Heads of schools 3 (37.5%) 4 (50%) 00 (00%) 01 (12.5%) 

Source: Field data, 2017 
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Figure 4. 3:Respondents’ Duration at the current Station.  

 

       Source: Field data, 2017                                            

4.2.5 Heads of schools’ Administrative courses Attended. 

This questionnaire aimed to investigate on both heads of schools who attended 

administrative courses and how long did they serve before being selected to be heads 

of schools respectively. The findings revealed that some heads of schools attended 

the administrative courses while others did not. Also, the respondents depicted out 

that there was no specific time that one needed to serve before being selected to be 

the head of school. These findings are well presented below using Table no 4.5 and 

two figures (no 4.4 & 4.5) below.  

Table4. 5: Heads of schools attended administrative courses 

Values Frequency Percent 

YES 6 75% 

NO 2 25.00% 

TOTAL 8 100.00% 

Source: Field data, 2017 
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Figure 4. 4:Heads of schools’ attended administrative courses attended 

 

  Source: Field data, 2017 

Figure 4. 5: Head of schools’ Duration before Headship  

 

              Source: Field data, 2017 

From the two Figures above  ( 4.4 & 4.5 ) and Table 4.5, the information obtained 

revealed that six heads of schools attended administrative course out of eight while 

two had not attended such courses and half of the respondents had served below or 

exactly five years before they were selected to be heads of schools. Such incidences 

may lead to incompetent heads of schools with little knowledge on administrative 

skills, hence causing low motivation of teachers whom they are leading. This 

correlated with the findings of Mulkeen (2010) who observed the inequality between 
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the national necessities of new teachers and the outgoing qualified teachers in many 

Sub-Saharan African (SSA) countries leading to high demand for the government to 

train and retain more teachers. 

4.3 Factors influencing the Motivation of Teachers in rural public ordinary 

secondary schools  

The questions pertaining to this aspect sought to find out if the teachers declare the 

strategies by strongly disagree, Disagree, Being neutral, agree or strongly agree on 

the factors influencing teachers‟ motivation in rural public ordinary secondary 

schools basing on the three objectives of the study, which were; identifying the 

factors influencing the teachers‟ motivation in rural public ordinary secondary 

schools in Ushetu Council, examining the strategies of motivating teachers used by 

heads of secondary schools as well as determining the challenges of motivating 

teachers in Ushetu Council.  
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Table4. 6: Factors influencing teachers’ motivation in rural public 

ordinary secondary schools 

s/n Factors influencing the 

Motivation of Teachers 

in rural public ordinary 

secondary schools 

 

SD 

 

D 

 

N 

 

A 

 

SA 

  Fq % Fq % Fq % Fq % Fq % 

1 Provision of in-service 

courses and seminars. 

10 31.3 12 37.5 2 6.3 5 15.6 3 8.4 

  2 Willingness to provide 

annual work leave. 

5 15.6 12 37.5 7 21.9 8 25.0 00 00 

  3 On-time payments of 

transport allowance. 

20 62.5 6 18.8 2 6.3 4 12.5 00 00 

  4 Information availability 

on training 

opportunities. 

2 6.3 14 43.8 11 34.4 5 15.6 00 00 

  5 Provision of faire 

promotion as per 

regulations. 

9 28.1 12 37.5 8 25.0 3 9.4 00 00 

6 Satisfaction in making 

job related decisions. 

6 18.8 6 18.8 11 34.4 8 25.0 1 3.1 

7 Enough authority to 

carry out the job is 

provided. 

5 15.6 10 31.3 5 15.6 12 37.5 00 00 

8 Teachers‟ recognition 

level is very high. 

5 15.6 15 46.9 10 31.3 2 6.3 00 00 

9 Teachers‟ involvement 

in decision making. 

1 3.1 4 12.5 8 25.0 16 50.0 3 9.4 

10 Respecting Teachers‟ 

views and suggestions 

17 53.1 6 18.8 4 12.5 5 15.6 00 00 

11 Teachers are well 

inducted to perform 

their job. 

5 15.6 8 25.0 12 37.5 4 12.5 3 9.4 

12 Satisfactory 

encouragement and 

assistance. 

2 6.3 8 25.0 7 21.9 13 40.6 2 6.3 

13 The CSEE improves 

with time. 

1 3.1 2 6.3 11 34.4 15 46.9 3 9.4 

Source: Field data, 2017 

KEY; Fq = frequency, SD = strongly disagree, D = Disagree, N = Neutral, A = 

Agree, SA = strongly agree 
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The information obtained from the field on factors influencing the motivation of 

teachers within the study area presented above has been discussed as follows: 

About 31.3% of the respondents strongly disagreed on receiving encouragement and 

assistance from the Government to participate in in-service courses and seminars as 

a motive for their work. Some respondents did not even know what seminars aim 

where one respondent said,  

“…..I have five years now since my first appointment but I 

have never seen any teacher from this school attending a 

seminar. Personally, I move out of my school at the end of 

the month going to the Bank to look for my salary”  

 

The statement above relates to the findings made by Bennel (2011) who said that 

many reform programs also try to raise the workload of teachers and forget about or 

pay little attention to pay and other conditions of service. Also Bennel (2011) 

continued saying that regardless of development condition, the teaching force in 

most countries has never enjoyed full professional status. Very few respondents 

equal to 9.4% strongly agreed, 15.6% agreed only, 6.3% were neutral and 37.5% 

disagreed on the issue of teachers receiving encouragement and assistance to 

participate in in-service courses and seminars. This might be the cause for the low 

motivation of teachers in rural public ordinary secondary school. 

Willingness of the Authority to assist teachers to acquire annual work leave was 

another item presented where 15.6% of respondents strongly disagreed, 37.5% 

disagreed, 21.9% were neutral and 25.0% agreed but there was no any respondent 

who strongly agreed. Most of those who disagreed argued that the authority forces 

them to remain at school during the holiday so as to teach classes with national 

Examinations while the annul leave should be taken by teachers during the holidays, 

ie when students are not at school. This also acts as the influencing factor for 



  

45 

teachers‟ motivation in rural public ordinary secondary schools as the findings made 

by Lambert and Morgan (2010), on motivated teachers in schools discovered that to 

be occupied with the subject in a way that extends and refines their synoptic capacity 

requires less stressful environment as well as intrinsic motivation. 

On-time payments of transport allowance during their annual work leave was 

another influencing factor for teachers‟ motivation which was presented where by 

the results indicated that 62.5% of respondents strongly disagreed, most of them said 

that the payments is not done on time and sometimes not paid at all; 18.8% of 

respondents disagreed, 6.3% were neutral while 12.5% agreed and there was no any 

respondent who strongly agreed. One respondent complained that, the school was so 

periphery to the extent that even going to the main road to board the bus was 

difficult. This correlated with the findings of Bennel (2011) who said that regardless 

of development condition; the teaching force in most countries has never enjoyed 

full professional status. One respondent unsatisfied with the salary and teaching 

conditions of his school, painfully complained and said the following words to the 

researcher 

“…I need a salary of almost two months for going home 

and returning. The salary itself is not enough and the 

transport allowance is not given on time hence I opt not 

to go because of the cost”  

This greatly also concurs with Bennel (ibid), in that that financial motives are likely 

to be principal among teachers in those LICs where pay and other material profits 

are too low for individual and household endurance requirements to be met. This 

also can be a very big cause for a low motivation factor for the teachers because it 

denies the rights of the worker to get annual leave and it can also minimize 

efficiency of the work. 
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Another teachers‟ motivation influencing factor that was presented was the 

availability of information on training opportunities. With regard to this factor 

6.35% of respondents strongly disagreed, 43.8% disagreed 34.4% were neutral, 

15.6% agreed and no respondent who strongly agreed. The large number of 

respondents who were neutral indicated that most teachers in rural public secondary 

schools do not aspire for further training; new technology and innovations remain 

unrevealed to them so they stick on the knowledge obtained during schooling. This 

is against the findings made by Boniface (2016) who asserts that   ….teachers need 

exposure to good training and being well motivated; this also may affect motivation 

and lower the performance. 

Provision of fair promotion as per regulation was also another motivation factor that 

was investigated during the study. The results revealed that 28.1% of respondents 

strongly disagreed, 37.5% disagreed, 25.0% were neutral and 9.4% agreed. These 

findings show that respondents who both strongly disagreed and disagreed summed 

to 65.6%, which is more than half of the respondents. This means that provision of 

fair promotions as per regulation is not adhered to in rural public ordinary secondary 

school teachers, hence influencing teachers‟ motivation negatively within the 

respective areas. Once again, this situation resembles the findings made by Bennel 

(2011) who said that regardless of development condition, the teaching force in most 

countries has never enjoyed full professional status. 

Satisfaction in making job related decisions aiming to find out how teachers are 

satisfied with issues of decision making in their job was the next factor presented 

and 18.8% of the respondents strongly disagreed, 18.8% disagreed, 34.4% were 

neutral, 25.0% agreed while 3.1% strongly agreed. The findings indicated that most 

of the respondents were neutral, this being the case it is the anticipation of the 
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researcher that motivation cannot be high with teachers who are uncertain. It is 

expected that teachers in such circumstances are not highly motivated to work as 

Chukwuka (2013) findings asserted “these activities which help in releasing tension 

have optimistic valence and those that have opposite effect have negative valence, 

tension endure valence in an organism and valence direct behavior. Tension 

continues until the organism accomplishes its goals.” 

Respondents were also asked if enough authority to carry out their job at school was 

given and the results, as shown in the table above, indicated that 15.6% of 

respondents strongly disagreed, 31.3% disagreed, 15.6% were neutral 37.5% agreed 

while no any respondent who strongly agreed. Those who disagreed amounted to 

46.9%, 37.5% agreed while 15.6% were neutral. This indicate that to some extent, 

the authority to carry out the job is given to teachers though not at a large extent. 

This might be the reason to why some teachers perform their tasks a bit well in such 

areas managing some students to pass Examinations although not at the required 

rates. 

 The findings on teachers‟ recognition level showed that it is unsatisfactory as the 

Table 4.6 above indicates 15.6% of respondents strongly disagreed 46.9% disagreed; 

respondents who were neutral were 31.3% while the other 6.3% agreed. If the level 

of teachers‟ recognition is low we also expect their motivation to be low as activities 

Cherry (2013) emphasized these activities which help in releasing tension have 

optimistic valence and those that have opposite effect have negative valence, tension 

endure valence in an organism and valence direct behavior. Tension continues until 

the organism accomplishes its goals.  
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Teachers‟ involvement in decision making was seen to be positive because the result 

from respondents indicated that 9.4% strongly agreed, 50.0% agreed 25.0% were 

neutral 12.5% disagreed and 3.1 strongly disagreed as the table 4.6 above indicates. 

The success of a rural public secondary school might be due to the result of 

involving the teachers in decision making which correlates with the findings from 

Herberg‟s theory of motivation, who argues that if workers are properly involved in 

decision making, the situation can change from an average group among staff 

members into a highly productive team.  

The information from table 4.6 also shows that, teachers‟ views and suggestions are 

not well respected as 53.1% of the respondents strongly disagreed, 18.8% disagreed, 

12.5% neutral while only 15.6% agreed. The findings hence indicated that, 

Teachers‟ views and suggestions are not put into considerations by administrators. 

This also contradicts Herberg‟s theory of motivation by not respecting the workers‟ 

views and suggestions you then do not involve them in decision making. Such 

situations may lower the workers motivation. 

From the findings, we also note that a percentage of 15.6% strongly disagreed and 

stated that there is no teachers induction to perform their job completely while 

25.0% disagreed on such performance, 37.5% were neutral, 25.5% accepted and 

agreed that induction of teachers was conducted and the percentage of the 

respondents who strongly agreed were 9.4% as the table 4.6 above elaborates. From 

this view, then 40.6% of respondents disagreed, 37.5% were neutral and 21.9% 

accepted. This means that a large number of teachers are not inducted to meet the 

challenges of teaching profession before joining the field. 
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The findings revealed that satisfactory encouragement and assistance to teachers is 

somehow encouraging since 6.3% of the respondents strongly agreed,40.6% agreed, 

21.9% were neutral while those who disagreed and strongly disagreed were 31.3% 

as the table no 4.6 above shows. 

Most of the respondents, equal to 46.6% agreed that the CSEE results improve with 

time while 9.4% strongly agreed, 34.4% were neutral 6.3% disagreed and 3.1% 

strongly disagreed. This verifies that in many rural public ordinary secondary 

schools, the CSEE results improves with time hence opposing the idea of results 

improvement being one of the motivation strategies as Ozidi, (2012), who argued 

that the students‟ performance sometimes may serve as a motivation for the teachers 

in some situations. 

4.4 Strategies used by Heads of schools in Motivating Teachers in rural Areas 

Questionnaires were distributed in order to find out if the heads of secondary schools 

declare the strategies by Always, Sometimes, Rarely or Never on the Strategies of 

motivating teachers used by heads of secondary schools, the results from findings 

from the field indicated 
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Table4. 7 Strategies used by Heads of schools in Motivating Teachers 

in rural Areas 

s/n  Strategies of motivating 

teachers used by heads of 

secondary schools. 

Always Sometimes Rarely Never 

  Fq % Fq % Fq % Fq % 

1 Recommending teachers 

for further education and 

training. 

5 62.5 3 37.5 00 00 00 00 

2 Providing Information to 

teachers about further 

training. 

4 50.0 4 50.0 00 00 00 00 

3 Assisting teachers to get 

work leave. 

5 62.5 00 00 3 37.5 00 00 

4 Giving advice to 

individual teachers. 

6 75.0 2 25.0 00 00 00 00 

5 Involving teachers in 

decision making. 

4 50.0 4 50.0 00 00 00 00 

6 Support teachers to solve 

their own problems. 

4 50.0 2 25.0 2 25.0 00 00 

7 Delegate duties to teachers 

and assist to perform them. 

4 50.0 3 37.5 1 12.5 00 00 

8 Giving freedom to teachers 

to select the teaching 

methods. 

4 50.0 4 50.0 00 00 00 00 

9 Punishing teachers who do 

not attend work on time. 

5 62.5 3 37.5 00 00 00 00 

10 Rewarding teachers whose 

subjects perform better in 

CSEE. 

3 37.5 5 62.5 00 00 00 00 

11 Punishing teachers who do 

not attend work without 

permission. 

1 12.5 3 37.5 3 37.5 1 12.5 

Source: Field data, 2017                                 Key; fq= frequency 

The information collected from 8 respondents who are the heads of secondary 

schools on strategies for motivating teachers used by heads of secondary schools 
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revealed the situation as tabulated in Table 4.7 above and can be discussed as 

follows. 

About 62.5% of the heads of schools always recommend teachers for further training 

while 37.5% recommend their teachers only sometimes this adheres to Benell (2010) 

with the idea that “the head of school must recognize the importance of staff training 

in a school and support in service education and training of teachers and encourage 

the teacher to go for further studies”. No respond who said rarely or never on the 

recommendation for teachers‟ training. On the other hand, 50% of the respondents, 

argued that they always provided information on teachers‟ training and the other 

50% only provide information sometimes, the respondents who said sometimes did 

not provide information argued that it was for fear that all the teachers could leave at 

once and in most cases those who went for further training did return, instead they 

looked for other works or change the station of work. This is against the findings of 

Benell (2010) who stated that training is for the purpose of retaining the work force 

at the station. 

From Table 4.7 above, it was also noted that 62.5% of the respondents assisted their 

teachers to get work leave and 37.5% assisted them sometimes although the 

challenge remained to be the transport allowance which was out of their authority. 

The respondents declared that some teachers, particularly those living far away 

failed to go for their holidays due to lack of transport fare this also brought 

agreement of the findings made by Bennel (2011), that regardless of development 

condition, the teaching force in most countries has never enjoyed full professional 

status. 

A percentage of 75.0% of the respondents also said they always advised individual 

teachers while only 25.0% said they sometimes advised individuals. There was no 
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respondent who said neither rarely nor never. One head of school from the sampled 

schools had this to say; 

 “…………had it not been my careful advice, no teacher 

would accept staying here, formally teachers were only 

reporting and when they go for their luggage never came 

back again, I have to talk to them very friendly and 

convince them to remain giving them hope that the 

situation will soon change……” 

This greatly related to the study conducted by (URT, 2008a; Tanzania Education 

Sector Analysis-TESA, 2011)  that, “ ….in Tanzania, there is plain confirmation that 

teachers assigned in remote rural schools report in low numbers, and even those who 

are already there seek transfer to urban areas.” This means that most of the heads of 

schools advise their teachers individually and sometimes with false promises so as to 

retain them. 

About 50% of the respondents always involve their teachers in decision making 

while the other 50% involve them sometimes, hence the involvement of teachers in 

decision making according to the respondents is considerably good. The question of 

solving teachers‟ individual problems was also presented where 50% of respondents 

said that they always solved them, 25% said sometimes and 25% said they rarely 

solved them. This has been well illustrated in Table 4.7 above. 

Delegation of duties is also always done at 50%, sometimes done at 37.5% and 

rarely done at 12.5%. The reason behind is that some teachers neglect to accept 

duties assigned to them. The respondents also gave freedom to select teaching 

method at a percentage of 50% while the other 50% offered such freedom to 

teachers sometimes. This correlates to the study done by Battersbay (2006) who said 

that “….scope for originality and inventiveness, the probability to develop one‟s 

own „style‟ of teaching, and approaches to particular topics.”  
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The findings also revealed that punishing teachers who do not attend at work on 

time is always done at 62.5%. This accepted the theory x of Mc Gregor (1960) who 

said that because of the hate of work, the majority of people must be coerced, 

restricted, directed and threatened by punishment to get them to put forth sufficient 

attempt towards the improvement of the organization objectives.  The responses on 

sometimes done was about 37.5% while rewarding teachers whose subjects perform 

well in CSEE is always done at 37.5% and sometimes at 62.5%. Respondents said 

that there was sometimes lack of fund to reward the teachers, so in some cases, such 

teachers were rewarded verbally. Naturally verbal rewards cannot be compared with 

material reward when it comes to motivating workers. Hence verbal rewards may 

lower the motivation of teachers in rural areas. 

Teachers who completely do not attend at work without permission are always 

punished at 12.5%, sometimes punished at 37.5% rarely punished at 37.5% and 

never punished at12.5%. This can be seen as contradicting to theory x and accepting 

theory y of Mc Gregor (1960) with the opinion that, external controls and threats of 

punishments are not the only way for bringing about hard work towards 

organizational objectives.   

Information from school inspectors 

Questionnaires distributed here sought to find out if the school inspectors declared on 

how the motivator is being used by heads of schools to motivate their teachers in their 

respective schools basing on the current inspection carried out by the school inspectors 

by stating; Never, Very rare, Sometimes or Always basing on the objective “what 

strategies of motivating teachers are used by heads of secondary schools.” Two 

school inspectors were involved and the findings were as tabulated below in table 4.8, 

followed by a detailed discussion of the findings.      
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Table4. 8: Motivators used by Heads of Secondary Schools  

Motivator Never Very rare Sometimes Always 

 Fq % Fq % Fq % Fq % 

Salary increase 0 00 0 00 1 50 1 50 

Teaching allowance 0 00 1 50 1 50 0 00 

Rewards 0 00 2 100 0 00 0 00 

Appreciation 0 00 0 00 1 50 1 00 

Extra training 1 00 1 50 0 00 0 00 

Social support 0 00 0 00 2 100 0 00 

Accommodation 0 00 2 100 0 00 0 00 

Transport allowance 1 00 1 50 0 00 0 00 

Tasks 1 00 0 00 1 50 0 00 

Promotion 0 00 0 00 0 00 2 100 

Job opportunity 0 00 0 00 1 50 1 50 

Transparence 0 00 1 50 1 50 0 00 

Others 1 50 1 50 0 00 0 00 

Source: Field data, 2017                             Key: Fq = frequency  

From table 4.8 above the information from school inspectors indicated that salary 

increase is sometimes and always used by Heads of schools to motivate their 

teachers at 50% each while teaching allowance is very rare and sometimes used. 

Heads of schools said that they rarely use teaching allowance because of the scarce 

resources they have to run the school as well as the restrictions given by the 

Government on the fund they receive from the government and because of the same 

reason rewards is also very rare used to motivate teachers where the school 

inspectors‟ findings revealed so during their recent inspection. This may decrease 

the teachers‟ motivation and the situation relates to the study done by Bennel and 

Mukyanuzi (2005) who acknowledged that both government and its international 

associates recognize the need to develop teachers‟ job satisfaction and motivation in 

order to raise educational quality. 
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Inspectors also admitted that heads of schools use appreciation at a percentage of 

50% to motivate their teachers always and sometimes, where encouragement and 

verbal appreciation was seen to be commonly used to motivate them. According to 

the findings from the inspectors, social support was sometimes used at 100%, all 

inspectors admitted on the use of social support in motivating teachers. This greatly 

related to the study done in Texas by Sasi (2011) who discovered that good 

payments, well scaled salaries, good housing, caring and paying much attention on 

teachers‟ needs have effects on standard product. 

The respondents also showed that accommodation was very rare used by heads of 

schools to motivate the teachers at 100%, while transport allowance is never used at 

percentage of 50% and very rare at the same rate, that is 50%. Heads of schools 

sometimes use tasks to motivate their teachers at 50% and at times never use them at 

the same rate. Promotion is always used to motivate teachers at the percentage of 

100% though OPRAS system. Other motivators are job opportunities and 

transparence where both are sometimes used by heads of schools at 50% to motivate 

their teachers. According to the findings from the inspectors, job opportunity is 

always used by heads of schools to motivate teachers at 50% while transparence is 

sometimes used at the same rate as it is illustrated in Table 4.8 above. Heads of 

schools use other motivators out of those mentioned at 50% while in a very rare 

cases heads of schools use others at the same rate ie 50%. 

4.5 Challenges of Motivating Teachers in Ushetu Council  

Questionnaires distributed aimed to find out if the teachers declare the challenges by 

make me very happy, Make me happy, Make me unhappy and make me very 

unhappy on the challenges of motivating teachers in Ushetu Council basing on the 
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Objective “what are the challenges of motivating teachers in rural public ordinary 

secondary schools”. 

Such challenges are; Ways used to recommend rural teachers for workshops and 

seminars, Ways used to recommend rural teachers for workshops and seminars, 

Teachers being left to schedule their activities and Authority to carry out the job 

delegated to teachers. The findings were as stipulated in the Table 4.9 below. 

Table 4.9: Challenges of Motivating Teachers in Ushetu Council  

s/n Challenges of 

Motivating Teachers 

in Ushetu Council 

 

V. happy 

 

Happy 

   

Unhappy 

 

V. unhappy 

  Fq % Fq % Fq % Fq % 

1 Ways used to 

recommend rural 

teachers for 

workshops and 

seminars 

5 15.6 9 28.1 5 15.6 13 40.6 

2 Teachers 

recognition on the 

job well-done 

5 15.6 10 31.3 10 31.3 7 21.9 

3 Teachers being 

left to schedule 

their activities 

7 21.9 10 31.3 9 28.1 6 18.8 

4 Authority to carry 

out the job 

delegated to 

teachers 

5 15.6 15 46.9 7 21.9 5 15.6 

Source: Field data,  2017                                     Key Fq = Frequency               

Ways used to recommend teachers for workshops and seminars mostly make them 

unhappy this has been evidenced by the responds where 40.6% of the respondents 

said that it makes them very unhappy, 15.6% make them unhappy while those who 
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said it makes them very happy were 15.6% and happy were 28.1%. According to the 

respondents, generally the ways used to recommend teachers for workshops and 

seminars make them unhappy 

The perception of teachers on their recognition for the job well done is not 

satisfactory since 21.9% of the respondents were very unhappy, 31.3% were 

unhappy while 15.6% were very happy and 31.3 were happy, this trend is clearly 

illustrated in Table 4.9 above. This relates with the study done by Musila (2010), 

who found that, some teachers complained that their efforts were not recognized by 

anyone. 

From Table 4.9 above the findings also indicate that most of the teachers were happy 

with the way they were left to schedule their activities where respondents who 

accepted by saying it made him/her very happy stood at 21.9% and those who said 

made him/her happy carried 31.3%, while those who responded made him/her 

unhappy and make him/her very unhappy were 28.1% and 18.8% respectively. This 

implies that teachers were satisfied with the freedom to schedule their activities.  

The findings also indicated that teachers were happy on the way authority to carry 

out the job delegated to them was being done. About 15.5% of respondents said the 

situation made them very happy, 46.9% said that it made them happy while 21.9% 

and 15.6% said it made them unhappy and very unhappy respectively. With these 

findings then, it is clear that most of the teachers were satisfied with the way 

authority to carry out the job delegated to them was being conducted.  
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4.6 Implication of the Findings 

Basing on the three specific objectives of the study which were; to identify the 

factors influencing teachers‟ motivation in rural public ordinary secondary schools 

in Ushetu council, to examine the strategies of motivating teachers used by heads of 

schools and to determine challenges of motivating teachers in Ushetu council, the 

findings revealed that; 

 The in-service trainings, seminars and workshops are not fairy provided to 

rural public teachers hence lowering some teacher‟ motivation.  

 Recognition by the authority is an important factor for teachers‟ motivation 

particularly in rural public ordinary secondary schools. 

 Teachers‟ motivation is greatly influenced by their independence in decision 

making. 

 There is a greater need to offer extra attention to teachers who work in rural 

public secondary schools since the working environment is not motivating 

and mostly lowers teachers‟ motivation. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Summary 

The purpose of this study was to investigate the strategies for motivating teachers in 

Tanzanian rural public ordinary secondary schools found in Ushetu District, 

Shinyanga. The objectives of the study were to identify the factors influencing the 

motivation of teachers in rural public ordinary secondary schools in Ushetu Council 

in Kahama District, to examine the strategies of motivating teachers used by heads 

of secondary schools and to determine challenges of motivating teachers in Ushetu 

Council. Then literature review relevant to the study provided procedure and laid the 

background to the study. To accomplish this purpose, an interview for heads of 

schools, a questionnaire for classroom teachers, checklist and documentary review 

were used as instrument to collect data from respondents.  

The target population consisted of a total of 51 respondents who were categorized 

into four groups as; 32 classroom teacher 8 heads of schools 8 academic masters 2 

school inspectors and 1 District secondary Education officer. All respondents were 

met which was 100%. Descriptive statistics were used to analyze the data and then 

presented as frequencies and percentages. Data ware analyzed using the statistical 

package for social sciences (SPSS) windows version 20 program. 

5.1.1 Factors Influencing of Teachers’ motivation in Rural Public Ordinary 

Secondary schools in Ushetu council 

The study revealed that some classroom teachers agreed that they were not 

motivated in their works while very few classroom teachers indicated that they were 

somehow motivated through various ways basing on; how they receive 
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encouragement and assistance to participate in the in-service courses and seminars 

was being undertaken, willingness of the authority in providing annual work leave, 

how their transport allowance was being paid during their annual leave, how the 

information on training opportunities was disseminated, how they were being 

promoted, satisfaction on making job related decisions, how they were being 

authorized to carry out their job, how they were being recognized after doing a good 

job,  how they were being involved in decision making on matters pertaining to 

school and teachers,  how their views and suggestions were being respected, how the 

induction of newly employees was carried out as well as on the ways used to 

recommend teachers for workshops and seminars. The most alarming issues that 

were found to hinder teachers‟ motivation in the findings according to the 

respondents were; provision of in service training and seminars, on time payments of 

transport allowance, provision of fair promotion as per regulations and respecting 

teachers‟ views and suggestions. 

5.1.2 Strategies of Motivating Teachers used by Heads of Secondary Schools 

Another objective dealt with in this study was to examine the strategies of 

motivating teachers used by heads of secondary schools in rural public secondary 

schools. This was done by referring to; how the heads of schools recommended 

teachers for further training, how they provided information for such trainings, how 

heads of schools assisted teachers to get work leave, how they advised individual 

teachers, how they involved teachers in decision making, how heads of schools 

solved teachers‟ personal problems, how heads of schools delegated duties, how 

they gave freedom to teachers to select teaching methods appropriates to their 

subjects, how the punishment was administered to teachers who do not attend work 

on time, how they rewarded teachers whose subjects performed better in CSEE and 
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how the heads of schools punished teachers who do not attend work without 

permission. The findings under this objective proved that most of the above 

activities were carried out though in different rates from one head of school to 

another, few of the heads of schools did not perform some of the activities and some 

reasons were given as to why they failed to perform them. Most of the motivation 

strategies that were found to be carried out by most of the heads of schools were, 

recommending teachers for training with 62.5%, assisting teachers to get work leave 

with 62.5%, advising individual teachers with 75.0% and punishing teachers who do 

not attend works on time with 62.5%. 

5.1.3 Challenges of Motivating Teachers in Ushetu Council 

Some of the challenges that were found to be critical in teachers‟ motivation during 

this study were; ways used to recommend teachers for workshops where due to 

scarcity of the opportunities it became very difficult to satisfy everyone, teachers 

recognition for the job well done where no enough resources to reward every teacher 

who did well in his/her duties also the political interference made by the village 

councilors which hindered the freedom of the teachers to perform their duties freely 

as per professionalism. 

5.2 Conclusion 

From the findings of the study the researcher would like to make the following 

conclusions; 

There is a relationship between the motivation strategies and teachers performance 

in the day to day duties. This is because motivation by the authority is an important 

factor for intrinsic and extrinsic drives of performance in human being. They feel 

very happy to perform tasks when they are motivated and realize that their efforts 
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are recognized. Participatory leadership between teachers and the heads of schools 

have a positive influence on the performance of teachers leading to a more 

motivated teacher. This is because teachers would like to make job related decisions, 

they also enjoy independence in decision making pertaining to their jobs. 

There is a positive influence of teachers support by the authority on their motivation 

which greatly has the effect on performance of teachers. Some of the heads of 

schools assign experienced teachers to orient new teachers on the school 

programmes, relation with the school community and locating accommodation 

which breaks the isolation of new teachers from the rest of the colleagues hence 

making them feel part of the school and motivated.  

Rural public ordinary secondary schools are less privileged schools compared to 

urban schools; teachers in such schools have low motivation and stay shorter in such 

schools hence no wonder that even the teachers‟ performance of such schools will 

greatly differ from other schools within the country basing on the nature of the 

motivation available within the area. 

5.3  Recommendations 

In line with the findings and conclusion of the study made above, the following 

recommendations are made in order to improve teachers‟ motivation in rural public 

ordinary secondary schools. 

5.3.1 Recommendations for Action 

The study found that public ordinary secondary school teachers agreed that 

recognition by the authority is an important factor in motivation. Hence education 
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administrators in any school should recognize and respect teaches‟ views since it 

enables the teachers to be motivated and achieve meaningful performance. 

Teachers enjoy independence in decision making which has a positive influence on 

their motivation leading to improve their performance. The Authority, Heads of 

schools and other Educational administrators should provide opportunities for 

participatory leaderships. 

The study shows that teachers‟ in-service training, seminars and workshops have a 

positive influence on teachers‟ motivation and then their performance. The teachers 

should be engaged in various trainings seminars and workshops to always update 

their knowledge in order to cope to their job and their environment. 

The Ministry of Education science and technology should allocate more funding to 

the rural public ordinary secondary schools to enable heads of schools provide 

rewards to teachers whose subjects perform well in various examinations in their 

schools instead of depending on the Ministry because the ministry considers the 

whole nation while the environment of the schools differ greatly. 

The Ministry should improve school management through improving training of 

heads of schools found in rural public secondary schools, without proper support 

and aid the heads of schools might lack some administrative skills to use in 

motivating their staff and finally heads of schools should find ways of supporting 

classroom teachers by improving their working conditions. 

5.3.2 Recommendations for Further Studies  

The researcher focused on strategies for motivating teachers in rural public ordinary 

secondary schools. Further studies need to focus on strategies for teachers‟ 

motivation in rural primary schools because primary schools lay down the 
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foundation for secondary schools particularly at this period where stress is put on 

Ward secondary schooling system in Tanzania.  

The study also recommends an in-depth study to assess the impact of teachers‟ 

motivational strategies on the general performance of secondary schools using a 

bigger sample and covering a wider geographical area to offer an understanding over 

o wider range in Tanzanian Education situations. 

 A study is also needed to differentiate the perception between learners who are 

being taught by the motivated teachers and those who are taught by unmotivated 

teachers and establish the level of understanding of the two groups. 
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APPENDICES 

Appendix I: Interview Schedule for the Heads of Schools 

PART A 

This part intends to collect demographic information from the heads of schools. 

Please use a tick (√) in the right box to complete the information. 

a) What is your gender? Male (   ) Female (   ) 

b) How old are you? Below 25 years (   ) 26-30 years (   ) 31 – 35 years (   ) 36-40 

years (   ) 40 and above (   ) 

c) What is your highest professional qualification? Diploma teacher (  ) Bachelor of 

Education (   ) Masters (   ) 

Any other (specify) …………………………………………………............... 

d) Have you attended any administrative course?         Yes   (   )       No     (    ) 

e) How long did you serve as a teacher before becoming a head of school? 

1-5 years (   ) 6 – 10 years (   ) Over 10 years (   ) 

f) How long have you been in your present school?  Below 5 years (    ) 6 – 10 years 

(   ) Over 10 years (   ) 
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PART B 

This part aims to collect information on the extent to which the head of school carry 

out some motivational practices on teachers. 

In the items below please indicate by a tick (√) the frequency in which you do the 

following whether it is; Always, Sometimes, Rarely or Never. 

 Alway

s 

Sometimes Rarely Never 

1. Recommend teachers for more 

education and training. 

    

2. Provide information to teachers 

about further training. 

    

3. Assist teachers to get work leave     

4. Give advice to teachers 

individually 

    

5. Involve teachers in decision 

making 

    

6. Support/assist teachers to solve 

their own troubles 

    

7. Delegate duties to teachers and 

assist them in performing them 

    

8. Give freedom to teachers in 

selecting the teaching methods 

    

9. Do teachers attend work on 

time? 

    

10. Are the results of CSEE 

improving? 

    

11. Teachers‟ absenteeism problem 

in this school 
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PART C 

1. What extra responsibilities other than teaching do you give to your teachers? 

........................................................................................................................................

........................................................................................................................................ 

2. In what ways do such responsibilities influence your teachers‟ reaching-job 

Performance? 

…………………............................................................................................................

........................................................................................................................................ 

3. How do you treat your teachers for a job well done? 

........................................................................................................................................

........................................................................................................................................ 

4. What programs does your school have on staff development? (at least 2) 

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

5 Is there any other income that your teachers earn out of their monthly salary?     

Yes (  ) No ( ) if yes mention the source  

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

Thank you very much 
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Appendix II: Questionnaire for Classroom Teachers 

Kindly you are requested to fill this questionnaire. Your participation will assist getting 

information on influence of teachers‟ motivational strategies carried out in rural public 

secondary schools in Ushetu Council, Kahama District Shinyanga Region. Please 

answer all questions as honestly as possible. Your name or that of your school is not 

required; this will ensure maximum confidentiality. 

PART A 

Put a tick (       ) in the spaces provided 

1. What is your gender?      Male (   ) Female (   ) 

2. What is your age bracket? 

Below 25 years (   ) 26-30 years (   ) 31 – 35 years (   ) 36-40 years (   ) 40 and above (  ) 

3. What is your highest professional qualification? 

Diploma teacher (   ) Bachelor of Education (   ) Masters (   ) 

Any other (please specify) …………………………………………………….. 

4. How long have you been in your current school (work station)? 

1-5 years (    ) 6 – 10 years (    ) Over 10 years (    ) 

5 What responsibility do you hold in the school? 

Class teacher (    ) Games teacher (    ) senior teacher (    ) 

Any other (please specify) ……………………………………………… 
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6. Please indicate your teaching subject(s) in CSEE 2015 and their mean scores 

(i) ……………………………….…………………… mean score…………………… 

(ii) ……………………………….…………………….mean score…………………… 

(iii) ……………………………….……………………mean score…………………... 

PART B 

For the following question write a number that best describes your feelings against each 

of the statement given 1 = strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5= 

Strongly Agree. 

Staff Development (1, 2, 3, 4 or 5) 

1. Teachers receive encouragement and assistance from the government to participate 

in-service courses and seminars.                                                                                 (    ) 

2. The government is willing to assist teachers acquire an annual work leave.           (    ) 

3. Teachers are paid the transport allowance on time during their annual leave        (    ) 

4. Information is promptly availed to teachers by the government on available training   

Opportunities                                                                                                              (    ) 

4. Teachers in your school receive a fair promotion as per regulations                        (    ) 



  

77 

Responsibility and Recognition (1, 2, 3, 4 or 5) 

5. The extent to which you are allowed to make job related decisions is satisfactory   (   ) 

6. The authority given to you to carry out the job specified to you is enough.              (   ) 

7. The level of teachers‟ recognition after doing a good job is very high                     (   ) 

8. Teachers are highly involved in decision making on matters pertaining to school and      

     Teachers                                                                                                                   (    ) 

9. The government respects the teachers‟ views and suggestions.                                (    )  

Teacher support   (1, 2, 3, 4 or 5) 

10. Teachers in this school are well inducted on their job                                           (     ) 

11 The encouragement and assistance you receive from the administration/government 

to learn from your Colleagues is satisfactory                                                                (    ) 

Performance (1, 2, 3, 4 or 5) 

12. Teachers in the school are always punctual for duty                                             (    ) 

13 The CSEE results in the school have been improving                                            (    ) 

For motivation purpose 
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PART C 

For items 1-5 please indicate by writing number 1-4 in the brackets provided on how the 

following items influence your job basing on the following parameters  

(1 = make me very happy, 2 = make me happy, 3 = make me unhappy, 4 = make 

me very unhappy) 

14. Recommendation to attend seminars and workshops                                     (     ) 

15. Recognition by the administration/government for a job well done.              (     ) 

16. Being allowed to schedule my own work and make job related decisions.     (     ) 

17. Being given authority to carry out the job delegated to me.                             (     ) 

18. Suggest any other strategy (ies) that the authority/government can use to improve 

teacher motivation                 

…………………………………………………………………………………………… 

……………………………………………………………………………………………

……………………………………………………………………………………………

…………………………………………………………………………………………… 

 

Thank you very much 
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Appendix III: Questionnaire for Academic Masters 

This Questionnaires aims to gather information on the influence of Authority 

motivational strategies on Teachers in rural public secondary schools in Ushetu 

Council in Kahama District, Please honestly fill the information required bearing in 

mind that the information will no way be produced for the purpose other than the 

study reasons.  

PART A 

Put a tick (       ) in the spaces provided 

1. What is your gender?      Male (   ) Female (   ) 

2. What is your age bracket? 

Below 25 years (   ) 26-30 years (   ) 31 – 35 years (   ) 36-40 years (   ) 40 and above (  ) 

3. What is your highest professional qualification? 

Diploma teacher (   ) Bachelor of Education (   ) Masters (   ) 

Any other (please specify) …………………………………………………….. 

PART B 

1. What does Authority do to teachers when candidates do well in CSEE? 

………………………………………………………………………………………… 

………………………………………………………………………………………… 

2. What other responsibilities do the teachers engage in the school apart from 

teaching in class? 

………………………………………………………………………………………… 

………………………………………………………………………………………… 
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3. How many teachers are taking further studies currently from this school? 

………………………………………………………………………………………… 

4. How is the administrative authority related with other teachers? 

………………………………………………………………………………………… 

5. How is the teachers‟ daily attendance to school? 

………………………………………………………………………………………… 

………………………………………………………………………………………… 

6. How punctual are the teachers in attending lessons? 

………………………………………………………………………………………… 

Thank you very much 
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Appendix IV: Questionnaire to the School Inspector  

PART A 

Put a tick (       ) in the spaces provided 

1. What is your gender?      Male (   ) Female (   ) 

2. What is your age bracket? 

Below 25 years (   ) 26-30 years (   ) 31 – 35 years (   ) 36-40 years (   ) 40 and above (   

) 

3. What is your highest professional qualification? 

Diploma teacher (   ) Bachelor of Education (   ) Masters (   ) 

Any other (please specify) …………………………………………………….. 

How have the following motivators been used by heads of schools to motivate 

teachers in secondary school? Please base on any recent inspection that was 

conducted? 
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Please indicate by using; (1= Never, 2= Very rare, 3= Sometimes, 4= Always) 

S/no Motivator 1=Never 2=Very 

rare 

3=sometimes 4=Always 

1 Salary increase     

2 Teaching 

allowance/incentive 

    

3 Rewards     

4 Appreciation     

5 Extra training     

6 Social support     

7 Accommodation     

8 Transport 

allowance 

    

9 Tasks     

10 Promotion     

11 Job opportunities 

such as workshops, 

seminars e.t.c 

    

12 Transparence     

13 Others     

 

 

Thank you very much 
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Appendix V: Form Four Academic Performance Check List (to be 

Obtained from the DSEO’S Office)  

PART A 

Put a tick (       ) in the spaces provided 

1. What is your gender?      Male (   ) Female (   ) 

2. What is your age bracket? 

Below 25 years (   ) 26-30 years (   ) 31 – 35 years (   ) 36-40 years (   ) 40 and above (  ) 

3. What is your highest professional qualification? 

Diploma teacher (   ) Bachelor of Education (   ) Masters (   ) 

Any other (please specify) …………………………………………………….. 
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S/NO SCHOOL YEAR Students sat 

for CSEE 

Students passed Students 

failed 
DIV 1 DIV 11 DIV 111 DIV 1V 

1  2011       

2O12       

2013       

2014       

2015       

2  2011       

2012       

2013       

2014       

2015       

3  2011       

2012       

2013       

2014       

2015       

4  2011       

2012       

2013       

2014       

2015       

5  2011       

2012       

2013       

2014       

2015       

6  2011       

2012       

2013       

2014       

2015       

7  2011       

2012       

2013       

2014       

2015       

 

8 

 

 2011       

2012       

2013       

2014       

2015       

Thank you for participation 
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Appendix VI: Permission Letter of the University Of Dodoma 
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Appendix VII: Permission letter from RAS Shinyanga 
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Appendix VIII: Error Free Correction From External Examiner 

Observation from the external 

examiner 

           What has been done 

Certification, Declaration and 

Copyrights as well as Dedication was not 

included in the report 

The words “ Source field data, 2011” 

were mistakenly included in the Table of 

content 

The words “ …… to be filled by the 

study”  were found irrelevant in the 

Table of content 2:8 

Within the ABSTRACT some words 

were wrongly capitalized and the word 

“level” was missing to the secondary 

schools 

Missing of the Article “an”  on pg. 2 

Missing of the information of 2014,2015 

and 2016 on issues of academic 

performance in rural Government O-

level secondary schools 

Using the word  “specific” instead of 

particular on pg. 5 

Using Community secondary schools 

instead of  Ward secondary schools pg. 5 

Using Government secondary schools 

instead of public secondary schools pg. 5 

Omission of the word “basing” pg.5 

 

Wrong Numbering of 1.5 and 1.6 pg. 6 

 

 

Using Teachers‟ motivation instead of 

             They have been included 

 

 

        Those words were deleted from                           

the Table of content 

 

Those words were omitted 

 

 

Capitalization has been correctly 

done and the word “level” has been 

added 

 

The article has been added 

The information of 2015 and 2016 

has been added to substantiate the 

point 

 

Correction has been made and the 

word “specific” has been used 

Correction has been made as per 

instructions of the external examiner 

Correction has been made and the 

word Government replaced public 

The word has been omitted as per 

instruction 

Correction has been done and  1.4.1 

and 1.4.2 were used respectively 

 

The Correction has been done to 
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motivation of Teachers pg. 6 

 

Punctuation marks were not well used 

pg. 10 

 

Capitalization of E to the word  

Education was seen irrelevant, pg 11 

Using the word “…were considered” 

instead of  “…will be taken up” pg. 18 

 

Using “ …the model proposed stages” 

instead of  “…the model will be used to 

determine” pg18  

Separating Target population  sample 

pg.24 

Putting one idea at a time in different 

paragraphs. Pg 27 

meet the requirements of the external 

examiner 

The punctuation marks were 

correctly used as directed by the 

Examiner 

It was written in small letter 

The advice of External examiner has 

been followed and the words 

“…were considered” replaced the 

words “… will be taken up” 

The correction has been made as the 

External examiner instructed 

 

The target population was separated 

from sample 

Paragraphing has been done 

considering one idea at a time. 

 


