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Abstract
This paper examines the existing relationship betwemployees satisfaction and their job performangce
analyzing the determinants of the two variablegi¢&action & Performance); how they complement eattter
and what is the impact of this relation to an oigation so as to widen the understanding of thenphreenon to
both employers and employees in order to increas®imance and achievements with reference to Tea'za
education sector.
Considering teachers work in government-owned pinaad secondary schools in Tanzania as a sanfyide, t
paper employs secondary data, interview, persdmsdroation and experience in the Tanzanian educagotor
to examine the relationship between satisfactiahgerformance, influence and repercussions.
The findings show not only a positive correlatibetween job satisfaction dimensions and employees
performance, but also positive influence of joliséaction on job performance thus satisfied empésyare
highly motivated, have higher job morale and perfdretter than those who are dissatisfied.
Key words: Relationship, employees, job satisfaction, jolfqgremance, teachers, government-owned schools.

1. Introduction

Job satisfaction plays a vital role for any orgatian to achieve its goals and missions. It isanoiew subject
since it captured the attention of many scholarsnfany decades (Zembylas & Papanastasiou, 2{i6é by
Ngimbudzi, 2009). It refers to the degree or lewgklcontentment (Agho Et all, 1993) or discontentanf
employee regarding his/her work in general. It mental attitude and perception of the work (Hus2011) that
may eventually create the intention to join an aigation, stay or leave the job. Employees havér tvn
needs, interests, preferences, choices, feelimjjsvaates which make them comfortable and feelttiay are in
a right place in accordance to their capabilitees] that the job will be the source of satisfyihgit needs and
expectations.

According to Ilham (2009), as cited by Hussin (20tkfines job satisfaction as’Rositive or negative aspects
of employees’ attitude towards their job or son@fees of the job.”

On the other hand, job satisfaction shows empldymastional state of mind that reflects effectieaction to
the job and work conditions (Hussin, 2011). Thisams employee’s peace of mind and happiness igederi
from his/ her job satisfaction as well as workiranditions. Additionally, satisfaction can be defings, when
there is fulfillment of employee’s conditions agesult of his/her job (Thorndike & Barnhart, 197i%d by
Myers Giacometti, 2005)

From these definitions, two major characteristia® @e derived. First, there is either a positivenegative
attitude from employees toward their jobs. A pesitattitude increases employees’ morale and mativab
higher job performance as a result of satisfactibis brought by what can be called “satisfienst'.contrast, a
negative attitude lowers employees’ morale, moiivatself-esteem and decreases job performanceessith of
dissatisfaction. Negative attitude is brought byatwtan be called “dissatisfiers”

Secondly, the attitude can be on the “whole” warjust part of it. This means that for employeebédasatisfied,
employers must, as much as possible, considerethergl working environment of employees. Ignorirgireyle
element can make employees satisfied or dissatjdfieis impacting job performance. The attitudemployees
towards work has an impact not only on job perforcea but also on organizational effectiveness and
achievements. For teachers, this attitude may la@vémpact in teaching performances as well as state
academic progress/achievements.

Job performance refers to putting knowledge antlsski practice so that work can be done effectivahd
efficiently (Hussin, 2011). For an employee to detiwell and put efforts in a particular job, h&/simust be
satisfied with it. Job performance is characterigéth certain observable behaviors of employees(fizell,
McHenry & Wise, 1990). Therefore, to understandphenomenon of job satisfaction, employers muséies
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these behaviors to understand the attitude of eyapl These behaviors can easily be observed frerway an
employee performs his/her tasks. Satisfied emgley®rmally have positive behavior on job perforoeadue
to a positive attitude towards work, like workingoae and beyond job description which may incluadeking
extra time, volunteering/helping co-workers to anptish their tasks, while dissatisfied employees/ relaow
negative behavior as a result of negative attituittesworking above deadlines, low engagement irigpening
group tasks and not abiding to organizational rales regulations. It is expected that, an emplaylee shows
positive behavior may perform better than one wimas negative behavior.

2. What Are The Determinant Factors That Affect Job Satisfaction And Performance For Teachers
Working In Government-Owned Schools In Tanzania?
According to a report by Sumra (2005), several argfainterest on teachers’ status in Tanzania Hseen
identified. These areas can be examined to undeisthe contextual national situation of teachers in
government-owned schools in Tanzania. It is throtingd national contextual situation that analysia be done
to examine the factors that affect government skcteahers’ job satisfaction and performance. €Hastors
have been categorized into two:

= Working conditions

= Living conditions

2.1 Working Conditions

2.1.1 Teaching Materials

Insufficiency of teaching materials like appropeidtooks for all subjects that are being taughtteesn a major
challenge facing teachers in both rural and urbgsasa (Zombe, pp.2, Nyirenda, 2013). However, in my
experience, the situation is worst in rural aré@asnany schools, students have to share one boohke schools
have only one book owned only by the subject teagteo has to read it before the class for studémts
understand what has been written in the book. mesoases teachers are forced to post on the rimigne so
that students may copy the content of the bookéir texercise books. According to Sumra (2005)y @8 of
teachers agree that there is adequate teachinpaming resources in schools that they are workia only
insufficiencies of books but also libraries haveeiged less attention when new schools are buistablished.
Insufficiency of desks has made most studentsttonsthe floor, as | experienced in the past 20siddowever
till recently, in some schools, the situation il tte same.

Lack of Science laboratories has been one of nidgallenge which has made science subjects to lghtiau a
more theoretical way than practical. Due to theuffisiency of laboratories, students taking Sciescbjects
can't carry out a real practical in their natioredaminations so the government established a ttiealre
examination to the practical called “Alternative goactical’. This situation was referred to as Ueguacy of
resources” and it affects teachers’ working enwiments (Thorndike & Barnhart 1979 cited by Myers
Giacometti, 2005)

2.1.2 Big Number of Students’ Enrollment

The big number of students’ enrollment affects heas’ classroom delivery and control. Class sized@o large
for teachers to attend effectively to every stud&mdreover, due to populated classes, some studsmtsup
sitting at the extreme back of the classes thugetiing what is taught in class because they dsedr what is
being taught; eventually they turn to their ownibass and become noise makers. In addition, teacpend a
lot of time in marking students’ exercise booksntha teaching (Sumra, 2005). Therefore, large numiodé
enroliment without sufficient classrooms and boak® stumbling block for teachers to reach thedrckéng
goals and lead to low student progress. In this, W&gchers are not comfortable being in classeshardly do
they enjoy their work.

The big number of student enrollment is not prapoel to the number of teachers available to attiedn. In
rural areas, the number of teachers is very smathpared with the number of students’ enrollmente Th
exclusive report byMwananchi newspapesupports this view, as it shows that at llyamctedgnary School
(also known as Kashishi Primary School) in Namalladillage, Bukombe district in Geita region, therthern
part of Tanzania has about 600 students and 3 demanly. In another school in the same distridieda
Mutukula primary school, there are 354 students witly 5 teachers. This means that, in llyamcheleo8I the
average ratio of teachers to students is 1: 20@gviln Mutukula it is roughly 1: 70. This is an exbrdinary
ratio, too big for teachers to attend every stu@défectively. (Meena & Masinde, 2013)
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2.1.3 Teacher’s Workload

Teachers’ working loads are very big for both priynand secondary schools. Teachers have to teady ma
subjects because of the small number of teacheritable. However, the workload in rural schooldhéavier
(50%) than in urban (20%) of which they teach aimim of 30 periods per week (Sumra, 2005). Science
subjects’ teachers are very few while in rural sgéhdeachergnd up teaching subjects which are out of their
areas of specialization so that students shouldtagtidle. This forces teachers to work beyondt ttedl of duty;
and teaching in this way becomes a tiresome jdlainzania.

Teachers’ working load includes lesson preparatgrch as schemes of work and lesson plans, teaching
marking, counseling, and supporting students acamdy like administering remedial classes and doin
administration duties like being the “Teacher onytiult also involves extracurricular activitieské sports,
gardening and attending professional developmairtitrg. This huge workload and very tight schedumpels
teachers to work restlessly and sometimes makestahehing profession more stressful than it should
professionally be (ibid)

2.1.4 Students’ Nutrition

Through interview and observation, | have realitkat students’ poor nutrition affects mental anggital
wellbeing due to the fact that some parents are fwoan extent that they can'’t afford timely andabaed diet
for their children to have a proper growth and dewment. Most students go to school with empty stoins,
and they have to stay at school until they compketsons in the evening. In most parts of Tanzanischool
day start at 0730hrs in the morning and end betvwli€noon and 1800hrs in the evening, dependinghen t
nature of a particular school because some sch@nls only one session and others have two sesBimms
morning to noon, and from noon to evening. Thiglkir living affects students mentally, socially gptaysically,
making teaching become a task rather than a jate dachers have to go extra miles to enable ‘tdwwing
students” to grasp the subjects’ contents.

2.1.5 School Location and Transportation

In most cases the location of many schools is iamfwhere teachers live particularly in rural aré8amra,
2005). In my observation, transport facilities umal areas are poor, which necessitate teacherstaddnts to
walk long distances. In urban areas, teachersaaedfwith extra expenses for transport fare. Incitigs like
Dar es Salaam, Mwanza and Arusha, teachers spengl tmee on their way to and from jobs due to tcaffi
congestion. They have to wake up early morningywbeh 4:00-5:30a.m for them to report to work onetiat
7:30a.m. Traffic congestions make teachers to avimeytardy at work; or when they are on time, theytired
even before they start teaching. Long hours orrahd reduce their leisure time, and that may impactheir
health and teaching performance.

2.2 Living Conditions

2.2.1 Housing Conditions

The housing condition for teachers is one of thgpmehallenges they face. In both urban and rures, there
are very few government- owned houses to accomraddathers (Davidson, 2007). Very few teachers gena
to build their own houses. Most of them depend emtad houses or apartments which are expensivewyin
experience a monthly rent for a normal room in dran city like Dar es Salaam ranges between 501000000
TSH (US$ 31- US$ 62) depending on the quality amdtion of the house. This is a huge amount feaaher
who earns a basic monthly salary of about US$ #&8gfaduate teachers) and has a family to afferding 2

or 3 rooms depending on the size of his family.acfers living in government-owned houses have to pa
monthly rent which is contrary to workers in otipeofessions who are either paid housing allowancesay in
government or company-owned houses for free. Sorteeviewed teachers explained that they are nal pai
housing allowances.

In rural areas the quality of houses teachersitivie very poor (Davidson, 2007, Sumra 2005); drellocation

is quite distant from their schools. Most rural sesi are mud-thatched. Some few teachers triedild their
own houses using the available poor building malgrin their areas. This poor housing demoralieestiers
and lead to poor performance as one teacher angtidiéw can someone expect a teacher to teach hdfdhe
can't sleep at night when it rains because of¢lagdge of the house? (Davidson, 2007)

2.2.2 Teacher’s Salary

Teachers’ salary is the number one challengingfaotteachers work in government-owned schooaimzania.
Generally, teachers argue that, salary is very(Dawidson, 2007) to enable them to sustain thedrsli A current
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basic monthly salary for a new university graduatcher is 589,000 TSH (US$ 368Most teachers have to
do other income generating activities in order tipmement their income (Bennell & Mukyanuzi, 2005).
observed some teachers in rural areas like Mkuraigfaict in Coastal region and Mkinga district Tanga
region engage in agriculture or small businessedevthose in urban areas like Dar es Salaam, Arasith
Tanga city have opted to teach in private schamp&ning their education centers for tuitions, deachers,
especially in rural areas have to travel a vergldistance to receive their monthly salaries. Sbanee to go to
town councils where they have to stand in a longuguwaiting for their salaries (Sumra, 2005). Hosvein
most places nowadays salaries are deposited idesidbank accounts. To have access to bank service
teachers have to travel a long distance in mostschsm rural to urban centers where most banksitrated
(ibid)

2.3 External Factors
Thorndike & Barnhart (1979) cited by Myers Giacotng005), suggest that some external factors lyawssly
affected teachers’ satisfaction and hence impamefbrmance.

2.3.1 Parents’ Support

Teachers have been working hard regardless ofdzauhing and working conditions but they lack supfrom
parents/ guardians of their students (Bennel & Mutkzi, 2005). Some interviewed teachers explaihed t
students’ parents / guardians are not making folipwon their children’s academic and behavior pFegrso as

to ease teachers’ work. However, | have observatidéspite teaching, teachers have also becomeselous,

and sometimes taking on the parenting role in sitppind dealing with personal students’ matters. &Som
interviewed teachers show their dissatisfactionhwsbme parents/ guardians who react against tesacher
whenever their children are subjected to discipliractions like suspension or community servic&dder their
indiscipline in school. These community serviceksamcludes (but not limited to) slashing, watergydens,
fetching water, sweeping and mopping on the floor.

2.3.2 Society’s Perception on Teaching Profession

The perception of society towards teaching professs unfavorable. Historically, teaching was amdhg
highly respected professions in Tanzania in 19{@Wert, 1998 cited by Sumra, 2005) where teachens o
government-owned schools were paid a reasonaldeysahd fringe benefits that enabled them to sugtagir
living. However, currently teachers are not respediy students and the society (Nias, 1981) bedaashing
is regarded a low paid profession (Sumra, 2005)deéits show respect only when they are in school
surroundings (ibid). Thus, the social status otheas has been regarded as poor people. Teachad#raic
qualification is another reason behind negativegation of the society. The government put low iigation
requirements to join teaching profession whichwaianost applicants who have poor academic perforeném
join teaching trainings (Sumra, 2006, Wort, 199@diby Sumra, 2005 ) therefore, teaching regardedrathe
failures who couldn’t meet qualifications to joim dther professions (Zombe, pp.6). Currently, io ppprimary
school teaching training, applicants should haveisimum of Grade four passes in Ordinary level ovai
exams, while diploma trainee teachers (seconddryaddeachers) should have a minimum of Grade passes
in Advanced level national exam (Bennell & Mukyahn@005, MOEC, 1995: 102, cited by Ngimbudzi, 2009)

2.3.3 Teachers’ Emotional Intelligence

Some teachers in government-owned schools havgadine emotional intelligence to where they workdgse
they have been allocated in areas that are nbieaf thoice, hence they request transfers (Bed&nblukyanuzi,
2005). | observed that some are denied chanceartdfer because they couldn't fulfill the transfemalification
requirements like finding a fellow teacher for eanbe, thus become separated from their family mesrioe a
long time (Davidson, 2007) until during holidaysudto this misallocation, one may expect that scowples
suffer a long distance relationship resulting insEquences like divorce, cheating and unneceseaflots that
might have been avoided if they could be livingetthger. Being allocated a work station separate fspouses’
area of residence causes unnecessary cost behausacher is forced to pay the living expensesiforherself
and that of the spouse. This situation affectsherc psychologically, emotionally, socially and ecmically
hence de-motivating them and eventually leadiniguwojob performance.

3. Satisfaction Level of Teachers in Tanzania Govement-Owned Schools

1 This data was collected from teachers salary shipthis time the exchange rate was 1US$ = TSH) 160
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The degree of job satisfaction is not homogenousdture. It differs from one person to another doe
individual income, the working place, age, sex,eoraf seniority in the working place, and academic
qualifications (Lawler &Porter, 1967). High level satisfaction of employees guarantees deliverywaoifkers’
best efforts, thus high quality of job performari¢tussin, 2010). The job satisfaction level of temshin
Tanzania Government-owned schools is generallydomipared to other professions; however it seens ike

a slight difference between the satisfaction légelurban and rural school teachers. The reseamndings show
that the overall satisfaction level in rural aré&asigher than in urban areas (Sumra, 2005). Basm&umra
(2005) research report, the satisfaction leveltmidentified using the following criteria:

3.1 Salary

Regardless of the area, gender or qualificationealthers are not satisfied with the low salary thay earn.
They say that their salary cannot sustain theniveod decent life (Cooksey ET al, 1991 cited by &yr2005,
Bennel & Mukyanuzi, 2005, Davidson, 2007, Sumrdd&0Cooksey Et al. stated the amount of 5,565 it
was paid in 1991, although was raised up to 10dimere by 2005. Still, it has been a major crytéarchers. In
my personal research on the current monthly saiarythe 2013/2014 financial year, a fresh from stho
graduate teacher with a salary scale grade of “TGTSearn a basic salary of 589,000 Tsh (US$ 368htimy;
after all deductions he earns 473,000 TSH (295)lS%a take home. This amount is still a very laargy!
Furthermore, it is not only adequate salary, bachers’ also complain on salary delay, that they raot
receiving it on time (before/at the end of the nmpn¢Sumra, 2006)

Table 1: Teachers’ View on Adequacy of Salaries.bgation of School

Response Location of School
Urban Rural Total
N % N % N %
Adequate 7 1.3 34 4.1 41 3.0
Not adequate 411 75.4 643 76.7 1054 76.2
No response 127 23.3 161 18.8 288 20.8
Total 545 100.0 838 100.0 1383 100.0

Source: Sumra (2005:32)
Referring to tables 1 above, 76.2% of Teacherseatirat their salary is inadequate while only 3% teay it is
adequate. This means the level of dissatisfactidrigh on the issue of pay.

3.2 Health Care Insurance Scheme Program

Teachers are under a health care insurance schexgem run by the government. The respondent teache
whom | interviewed in Tanga and Dar es Salaamsiigplained that they contribute 3% of their mopttasic
salary for health insurance, this view supportesb ddy Sumra (2005). They argue that they have oiceto
choose which health insurance scheme best mathbgsneeds; they are all under “National Healthutasce
Fund (NHIF)”. Generally, teachers are not satisfiéth ineffective health care insurance scheme (@u2006)
especially poor services from hospitals affiliateith NHIF to serve them (Sumra, 2005) . The prevéddo not
treat them fairly compared with those who pay ishchence they treat them as if they get servicegde (ibid).
Also, the insurance covers treatment of only soeve diseases and medical checkup. Some checkupssdis
and medicines are to be paid for in cash by teadhemselves. Thus, teachers have low satisfaletiah in the
health care scheme provided by NHIF.

Table 2: Satisfaction with Health Insurance Schémé&overnment School Employees

Response Urban Rural Total
N % N % N %
Yes 82 15.0 257 30.7 339 24.5
No 326 59.8 391 46.7 717 51.8
No response 131 24.0 182 21.7 313 226
Not applicable 6 1.1 8 0.9 14 1.0
Total 545 100.0 838 100.0 1383 100.0

Source: Sumra (2005:38)
With reference to table 2, more than half (51.8%deachers are not satisfied with the health insteascheme
in both rural and urban areas. This is a very latisgaction level.
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3.3 Involvement of Teachers in Decision Making

All issues regarding education are decided by theegiment. Teachers being the number one stakeakdde
only involved in the final stage of implementatibat not in decision making. It is the Tanzania itngt of
Education that is responsible for curriculum desiGarrently, teachers are supposed to te&tadi za Kazi’
(Vocational Skillsin primary schools. Teachers are not even familiin some topics like painting, carpentry
and drawing. Therefore, how can they teach whahateonversant in? (Sumra, 2005:40, Sumra, 2008n1%
2001:69 cited by Ngimbudzi, 2009)

3.4 In service Training

Teachers are not provided with professional devakg seminars to enable them to face new challeagés
cope with new developments especially in this efrajlobalization (Sumra, 2006:7, Nyirenda, 2013).eTh
syllabus has been changing now and then, new td@es been introduced but in-service trainings reve
effectively administered to teachers, however, PEPRmary Education Development Program) and SEDP
(Secondary Education Development Program) recomeateitdSumra, 2006)

3.5 Favoritism in the Promotion Process
Teachers are not satisfied with how promotionsaahinistered. There has been favoritism (David2®95
cited by Davidson, 2007) in selecting who to sufservegional, zonal and national exams, markingrsxa
attending in-service training as well as promoti@me respondent in Manyoni district in Singida oegiin the
central part of Tanzania alleges that, districicédfs appoint their friends; and he has 22 yearservice but has
never been appointed to supervise exams (Sumrd&).2@h the other hand, there is a delay in upgadin
teachers’ salary scales as part of promotion (ibidjny experience, | observed some teachers etapiiig time
in one scale, for example some graduate teacherariga city in the north eastern part of Tanzarta were
employed in mid 2009 are still under salary scdl@®TS D1 which is a scale for new employees. Someg
when the promotion is done, changes in salary elaydd for a long period of time. This shows lowsfaction
level of teachers towards promotion.

Table 3: Teachers View on Fairness of Promotion.

Is promotion process fair? Location of school

Urban Rural Total

N % N % N %
Yes 142 26.1 343 40.9 485 35.1
No 273 50.1 338 40.3 611 44.2
No response 130 23.8 157 18.7 287 20.7
Total 545 100.0 838 100.0 1383 100.0

Source: Sumra (2005:31)
Referring to table 3, about 44.2% of teachers hawesatisfaction level regarding the promotion mes

3.6 Effectiveness of Teachers Union (TTU)
Teachers are not contented with the effectivene$3d and are complaining about:

* Membership: constitutionally, membership is notndetory, it is only acquired after the
member been approved and registered (TTU constitu009) but in my experience, the
practice has been made mandatory in most partsanfahia, despite the fact that most
teachers do not want to register/ did not registerit. This is against the freedom of
association which is enshrined in the constitutiéthe United Republic of Tanzania of 1977
where by a person should not be forced to joinaditam join an organization or party

e Salary deduction: according to constitution of Tama Teachers Union (TTU, 2009) a
member is responsible to pay 2% of the basic salarg monthly membership fees. Teachers
argue that there is no openness on where the mgoey and how it is used. Therefore,
teachers feel that they are exploited and haveyative perception on TTU (Sumra, 2005)

4. How Low Teachers’ Satisfaction Levels Affect thie Job Performance?

There are three determinant factors for job peréoroes. These are motivation, work environment dilityato
work (Griffin, 2005 cited by Inayatulllah & Jehang?012). Low employee satisfaction brings abow lo
motivation on work performance, making the orgatiiraunstable in facing internal and external cadies,
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thus underperformance (Hussin, 2011). Motivatioretaployees is a catalyst to make them happy, caeuinit
and productive (Inayatulllah & Jehangir, 2012. @ude, 2010 cited by Hussin, 2011).

In order for work to be done efficiently, there hashe a positive link between high morale of waskand job
performance (Warr & Wall, 1975 cited by Nias, 198Ihis means that the higher the morale, the hidgher
performance. In other words, the lower the sattgfacthe lower the morale; which in turn resultgoin
underperformance. Low teachers’ motivation affetiteir classroom performance and other duties and
responsibilities outside the classroom thus becgrdifficult for a teacher with low motivation tofef his free
time to assist students with low academic perfogeair engage himself in volunteer counseling sessof
behavioral and emotional disordered students.

The performance of any job depends much on the@mwvient in which the job is done (Herzberg, 1996ctby
Nias 1981.). Teachers’ working environments arerpg@mmbe, pp.6) and have influence in motivatior an
satisfaction of employees that will result in umbsformance. The following areas can be lookedoat t
understand well this view:

Teachers have been complaining on unfair promo¢ind favoritism from the educational officials asliwe
ineffectiveness of Tanzania Teachers Union (TTWn{&, 2005). This suggests that there is no fafrand
equity in leadership. Under this situation, teasherorale is lowered and negatively affects th&rfgrmance.
In explaining the effects of morale, Brayfield & dékett, (1995) suggest that high job satisfactias an
influence on employee morale; labor turn-over beesiow and reduces absenteeism at work, thus iregirdt
increase of production efficiency. Therefore if tleadership style is democratic enough teacherk heil
motivated to offer their full efforts in teachingdperform other responsibilities.

There is a critical question to be considered, “Wang employees working?” According to Maslow (1943)
through his Human Motivation Theory has identifaéitferent human needs that have to be satisfiedh $eeds
include physiological needs, love and belongingnesteem needs and self actualization needs. Arttong
answers to this question is the fact that, theykwsw as to satisfy their needs. Therefore workeilk be
motivated to work in an environment that provideswmance that their needs will be fulfilled. PathaGTheory
of Motivation explains that employees are motivatedo actions that they expect to have a valus@rds in
return (Georgopoulous et al, 1957); Therefore fatiton here means that workers’ needs are meh- Ratal
Theory helps underscore the reason that workersvarking because they expect something valuabletirn
as a result of their efforts they offer. This thebelps us to raise another question that, “Doheescworking
environments allow them to earn the valuable retioan they expect?” Here, we may draw a concluiahit is
this “valuable reward” in return that motivates rthéo work (high job performance) in order to satisfieir
needs. These rewards can be external rewardsritkagtion and job security or internal rewards whigve to
do with employees’ feelings as a result of accoshplient of their work.

One of the “valuable rewards” as external rewardechers’ salary. Teachers’ status in the eyethef
community has been lowered because of low salalytttey receive. The teaching profession is consila
low paid profession. Through low salaries, teaclkarst satisfy their basic needs to make themdivkecent life
like other people in other professions. They Idsgrtrespect; hence, their job can't satisfy theith wther needs
like self esteem needs. This low job satisfacterel suggests low job performance

5. Conclusion

This paper has tried to show the determinantsithpinge the employees’ satisfaction and performamntgch
mainly are working, living conditions of employeasd other external factors; so as to understanduhent
situation of teachers in government-owned school§dnzania. It is my observation that any attentpts
improve teachers’ job performance in schools wit hear fruits if their satisfaction is not takerio account.
Generally the living and working condition of teach are poor and not promising for better employees
performance as well as students’ academic achievisme

Throughout the study, this paper reveals that tliera positive consistent relationship between eyg#s’
satisfaction and their performance (Lawler & Pqri€¥67, Robbins & Judge 2008, cited by Ngimbud@2D9).
This means the higher the satisfaction, the higheremployees’ performance. It implies that, ifestfiactors
remain constant then satisfaction is directly prtiponal to performance. This relationship suggéistd, if the
working and living conditions of teachers will beagroved, it is likely that their satisfaction lewill also
increase their performance level.

In this study one may realize the following.

Motivation has a direct influence on job performarnnayatullah & Jehangir, 2012). When employees ar
motivated positively it is a catalyst for higherfoemance.

Moreover, there is a statistically strong relatiuipsbetween the attitude of employees and thefaatisn with
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the reward they expect as a return of their perémree. An employee’s positive attitude increase#éis
satisfaction level.

There is also a direct relationship between lednierand performance (Adeyemi, 2010 cited by Inaljeatu&
Jehangir, 2012). Good leadership catalyzes highames’ performance.

Some literatures like Roethlisberg & Dickson, (1p8ked by Agho et all, (1993) shows that thera isositive
relationship between job satisfaction and proditgtibut also other scholars like Inayatullah & debir (2012)
assert that employees motivation increase prodtytacholars should not rely only on these assionptand
ignore other factors. Job satisfaction may be Highit is not necessarily a guarantee for high potidn, but
also employees’ motivation may be high but it's aahust that productivity will increase. In a schsettings,
other factors like students’ ability, attendancemeitment and emotional behaviors, parents’ econmtatus
and social background have to be considered toausecthey have influence in students achievements.
Furthermore, there is a positive link between &att®on and labor turnover (Lawler & Porter, 196When
employees are satisfied, their intention to quétjisb becomes low, in other words the higher thisfsation the
lower the labor turnover. Many graduate teacheesnat staying long in the teaching profession bgeeaf bad
working and living conditions (Sumra, 2005). Thayt dor other jobs because teaching doesn’t pay (#om
pp.6-7). In my observation, in 2011 for examplet oti10 new graduate employees at Galanos Secondary
School in Tanga (Urban area), 5 teachers (50%heft job within one year. This will create momagoyee
shortage and worsen more the education field.

6. Recommendations

The followings can be done to improve satisfactiod performance for teachers working in Governnosviied
schools in Tanzania:

Motivation to teachers is of the first importancecause it catalyses workers to be happy, uplifir the
commitments and make them more productive (Coler@tap cited by Hussin, 2011). Government and the
community should respect, recognize and appredfsetough work done by teachers in very challenging
environments. Teachers need to be encouraged mgdhvem both material and moral support like dighing
national teachers award programs like in otherezardo, such as journalism.

Tanzania Teachers Union (TTU) should be an indepenthstitution with independent workers who are no
government employees to coordinate and stand &mwhess’ professionalism and interests; includingotiating
with the government on salary increase, paymetaodiship, risk and other allowances in order to memsate
teachers who endanger their health using chalkdbdhrstrations, working in rural areas under haigs
conditions and those working around areas with vaitdmals like Mkuranga District in Coast regiondan
around national parks like Manyara, Serengeti saéigire. To increase membership loyalty and satis,
TTU must adhere to the principle of transparenay etier democratic principles. All money collecstbuld
benefit the members by giving them soft loans dlmivances when they retire or leave the job. Mossp¥TU
has to set professional quality standards whichgineernment has to follow when recruiting applicafdar
teachers’ trainings in order to maintain teachstiesus quo.

Mushrooming of government-owned ward secondary jamichary schools should go hand in hand with the
improvement of school infrastructures by buildingdarn classes, toilets, libraries, laboratorieachéeng and
non-teaching staff houses and sports grounds aogpoial the needs of every school. Equipment footatories,
books, desks etc should be available to easy #uvhiteg and learning process.

Education policies have been changing every nowtlag and several times politicians like ministease been
the source of the dramatic changes which sometiamesof less importance (Nyirenda, 2013). Educationa
Planning and policy implementations should be ilefthe hands of professionals, politics should ovgrride
professionalism. In 2004 for example, the governmiairoduced “unified science” as a new subject in
secondary school where Chemistry, Biology and Risysubjects were combined to form one subject. Wais
under the reign of the then Hon. Minister for ediscaMr. Joseph Mungai. After the 2005 general &beg the
then new minister Margret Sitta retained back the aurriculum that was changed before 2004 (ibid)all
these changes teachers were neither consultechnolvéd in decision making while they are respolesib
implementing it. It is my belief that when emplogegre involved in planning and decision makingy talvays
feel a part of the organization and become happy @mmitted in implementing the decision therefore,
government school teachers should be treated the.ssloreover, all changes made should go hand i ha
with trainings and seminars to make teachers iregowent-owned schools familiar with the particdaanges.
The newly introduced “Big Results” campaign in eatimn will not bear fruits if teachers are not itwexd from

its grass roots to implementations. The governmséould allocate funds for trainings before intradgcany
new policy or decision that needs teachers for é@mgntations.
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Misallocations of teachers have been amongst theorfa for teachers’ labor turnover (Zombe, pp.7) an
emotional intelligence. Teachers should be deploybdre they proposed when selecting areas to begos
Teachers transfer processes have been made uedgrolbnged hard cover of bureaucracy (Sumra, 2005)
reduce rural-urban teachers’ migration, the govemmmshould improve rural infrastructures as well as
introducing motivation incentives to teachers imatuareas like rural government school teachesaalhces,
soft loans and providing free household appliadiéessolar lights, kitchen appliances as well asusteaching
facilities like solar computers.

The government should come up with efficient modend systematic teachers’ promotion system thdtbeil
based on professional standards and performanmel@r to create transparency, fairness and equityachers’
promotion system. Any unethical practice by the cadional officers regarding unfair promotion shoiild
reported and immediately charged before the law.

7. Suggestion for Further Studies

Measuring performance is not a very clear phenomenmre research with wider samples needs to be,don
because it is not clear if for example we have &asure performance between teachers in urban saidareas

to determine whether teachers are satisfied. Tieesshers are working in different environmentshvdifferent
co-workers, different nature of students from twiiedent communities. It then becomes unclear hovset
clear and fair measuring standards that will adelyand fairly measure their performance.

Moreover, one may realize that due to low satigfactteachers live with negative emotional intedlige
towards their job due to lack of teaching careapeet , how will this situation affects teachersiogional
behavior and to what extent the effects will hawpacts on students’ behavior inside and outsideldssroom.
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