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Abstract

This study assessed the influence of job satisfaction on the work performance of
primary school teachers in public schools, using Mkuranga District Council as
a case study. Mixed method approach was employed in which data were collected
from a sample of 120 respondents. Quantitative data were analysed using
descriptive statistics, while qualitative data were subjected to content analysis.
The findings indicate a strong relationship between job satisfaction and teacher
performance, with 97% of respondents reporting that job dissatisfaction
adversely affects their effectiveness in public primary schools. The study further
reveals that a supportive work environment plays a critical role in enhancing
teachers’ morale and performance. Key factors influencing job satisfaction
include timely and adequate remuneration, a conducive working environment,
access to teaching and learning resources, a positive relationship between staff
management, and opportunities for professional development. Based on these
findings, the study recommends that the Ministry of Education, Science and
Technology (MoEST) strengthen policies aimed at improving teachers’ working
conditions, particularly by ensuring competitive salaries and timely payment of
allowances. Additionally, the study underscores the importance of sensitising
teachers about their professional rights and entitlements through regular
workshops and seminars. Beyond financial incentives, the findings emphasise the
need for holistic strategies that foster supportive school environments to
sustainably enhance teacher motivation and performance in public primary
schools.

Keywords: Job satisfaction, Remuneration, Working Conditions, Work
Performance
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1.0 INTRODUCTION

A teacher plays a critical role in shaping the future of a nation, which makes
understanding their job satisfaction essential for ensuring their continued
engagement and effectiveness (Baluyos et al., 2019). Research on job satisfaction
and teachers’ performance is crucial for school administrators, policymakers, and
educators alike, as it helps to identify ways to motivate teachers and improve
their productivity (Gana et al., 2016). Satisfied and motivated teachers are more
likely to positively influence student learning, while a lack of motivation and job
satisfaction can have a detrimental impact on student outcomes. Therefore, it is
important for educational leaders to prioritize initiatives that foster teacher
motivation and job satisfaction (Kyara, 2015).

Job satisfaction is vital for building teacher commitment and productivity within
school systems. Teachers who feel fulfilled in their roles tend to demonstrate
greater dedication, which, in turn, enhances their engagement and involvement
in the school community (Shila & Sevilla, 2015). This sense of fulfillment not
only boosts teachers’ morale but also contributes positively to the overall success
of the school (Sadasa, 2016). Magbool (2017) also points out that teacher job
satisfaction is closely linked to student achievement, highlighting that
improvement in teacher satisfaction and commitment can lead to significant
educational advancements.

However, it should be noted that the relationship between job satisfaction and
teacher performance is a subject of global interest. Studies have consistently
indicated that job satisfaction is positively correlated with better teacher
performance. For example, Judge and Bono (2019) found that teachers with
higher levels of job satisfaction tend to perform better and are less likely to leave
their jobs. In addition, studies like that of Harter et al. (2020) demonstrate that
job satisfaction leads to greater employee engagement, productivity, and
improved organizational outcomes, which directly impact teacher performance.

In regions such as South Tulare County, California, research shows that high
levels of job satisfaction among teachers correlate with improved retention,
teaching effectiveness, and student performance (Stoll-Lollis, 2015). Teachers in
these schools valued their roles and found fulfillment in the responsibilities
associated with their positions. However, satisfaction varied depending on factors
like tenure and years of service (Ghavifekr & Pillai, 2016). In Turkey, elementary
science teachers generally report high job satisfaction and self-efficacy, but
factors like increased class sizes and teaching hours can lead to emotional
exhaustion. Nevertheless, aspects such as professional community, peer
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collaboration, and autonomy in classroom decisions remain strong predictors of
teacher job satisfaction (Stearns et al., 2015).

In Africa, Amponsah-Tawiah and Mensah (2016), Macky & Boxall, (2019), and
Mwita (2019) revealed that job satisfaction significantly influenced workers'
performance and their intentions to remain in their roles.

Haule’s (2017) research in the banking sector in Tanzania demonstrated that job
satisfaction directly influenced employee retention and organizational
performance, a finding that aligns with international literature. However, in the
specific context of the Mkuranga District Council, the relationship between job
satisfaction and teacher performance is not well understood. Local dynamics,
challenges, and opportunities may differ significantly from those in other regions
of Tanzania. This study aims to fill this gap by exploring how job satisfaction
affects teacher performance in Mkuranga’s public primary schools. By doing so,
it will offer insights into the specific challenges teachers face and identify
strategies to improve their job satisfaction, ultimately contributing to better
teaching practices and student outcomes.

2.0 LITERATURE REVIEW
2.1 Theoretical Framework

This study is based on Herzberg’s Two-Factor Theory of Motivation (Herzberg
et al., 1959), which distinguishes between hygiene factors and motivators that
affect employee job satisfaction and work performance. Hygiene factors, which
include salary, organizational policies, supervision, relationships with others, and
physical working conditions, do not directly motivate employees. However, if
these factors are lacking, they can lead to dissatisfaction and hinder performance.
In contrast, motivators, such as achievement, recognition, responsibility,
meaningful work, and growth opportunities, are built into the job and directly
improve job satisfaction, commitment, and productivity. In educational settings,
Herzberg’s theory helps explain why simply improving material conditions often
does not result in lasting performance gains unless intrinsic motivational factors
are also considered. Studies using this framework suggest that after meeting basic
workplace standards, intrinsic rewards play a crucial role in influencing teachers’
instructional efforts, professional commitment, and retention (Dartey, 2011).
However, some critics point out that the theory assumes that all employees have
the same needs and does not adequately consider contextual and structural
limitations, especially in public sector environments in low-income countries. In
these situations, external factors, particularly pay, may act not just as hygiene
factors but as key motivators because of their importance in meeting basic needs.
Despite the noted criticisms, Herzberg’s framework remains useful for
examining how both external and internal factors affect teachers’ job satisfaction
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and work performance in Tanzania’s public service system. It thus serves as a
solid theoretical base for this study.

2.2 Empirical Literature Review
2.2.1 Teachers’ Working Conditions and Work Performance

A substantial body of knowledge of international and regional research shows
that teachers’ working conditions are vital for work performance, both directly
and indirectly through job satisfaction and commitment. Studies in various
educational contexts consistently find that supportive leadership, adequate
facilities, manageable workloads, and positive relationships with colleagues
boost teacher effectiveness, attendance, and engagement in teaching
(Baharuddin, 2021; Wea et al., 2022). In addition to physical conditions,
researchers increasingly point out the importance of the social and emotional
aspects of the school environment. Evidence indicates that poor relationships,
emotional isolation, and weak collaboration among teachers decrease job
satisfaction and negatively impact performance (Tabancali, 2016). Studies
focused on developing countries also identify poor management, lack of
transparency, and political interference as significant sources of dissatisfaction
and underperformance among teachers (Sahito & Vaisanen, 2019). Studies across
different districts reveal ongoing issues such as inadequate teaching resources,
poor housing, long commutes, limited opportunities for professional growth, and
heavy workloads (Shonje, 2016; Chikoyo, 2020). These conditions are linked
with low morale, increased absenteeism, and lower quality of instruction. Mixed-
methods studies show that improvements in housing, teaching materials, and
administrative support can significantly boost teacher commitment and student
learning outcomes (Idd & Kiwonde, 2022; Myeya & Rupia, 2022). Some studies
suggest that non-monetary recognition and respect from peers have a greater
influence on teacher performance compared to financial rewards alone (Shambe,
2019). In contrast, research on workplace stress in Tanzanian schools finds that
excessive workloads, low pay, and limited promotion opportunities create
chronic stress that undermines performance, regardless of intrinsic motivation
(Nyakeko et al.,, 2023). However, many research efforts explore working
conditions or performance separately, without adequately examining how job
satisfaction affects this relationship, especially in public primary schools.
Additionally, research on district-level public service contexts, like Mkuranga
District, is scarce, which limits the policy relevance of existing findings.

2.2.2 Teachers’ Remuneration and Work Performance

Teacher pay has received considerable attention as a key external factor affecting
work performance, particularly in low- and middle-income countries. Generally,
research shows a positive link between pay and teacher performance, although
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the strength and consistency of this relationship differ across contexts. Studies
from East Africa highlight that base salaries, overtime pay, and income security
programs significantly affect teachers’ commitment, attendance, and teaching
methods (Kiprop, 2018; Ssegawa, 2019; Zikanga et al., 2021). Importantly,
several studies found that income security and predictability impact performance
more than merely high salaries, underscoring the value of financial stability.
Research indicates that inadequate and poorly structured pay packages lower
teacher commitment and encourage teachers to seek additional income, which
distracts from their instructional focus (Mbarouk, 2017; Ephrahem et al., 2022).
At the same time, these studies note that pay works alongside other factors,
including working conditions, leadership quality, and professional development
opportunities. However, the connection between pay and performance is not
straightforward. Some studies find high performance despite average pay,
especially where intrinsic motivation or strong organizational cultures are present
(Anumaka et al., 2021). In contrast, data from economically constrained settings
indicate that consistently low pay threatens the quality of education by
undermining teachers’ welfare (Mukomana, 2021). A major limitation of this
body of work is its tendency to view pay as a standalone factor in determining
performance.

2.2.3 Teachers’ Job Satisfaction and Work Performance

The relationship between teachers’ job satisfaction and work performance has
produced varied findings, reflecting increasing complexity in the field. Many
studies indicate a positive relationship, suggesting that satisfied teachers are more
engaged, committed, and effective in their teaching (Amin, 2015; Huimin &
Taien, 2022; Lima & Allida, 2023). Key aspects of satisfaction identified include
promotion opportunities, quality of supervision, work environment, and
compensation. Conversely, some studies challenge the idea of a direct link
between satisfaction and performance. Research by Cortez et al. (2021) and
Cummings (2021) shows that while teachers may report moderate to high job
satisfaction, this does not always translate into better performance or improved
student outcomes. These findings imply that structural limitations, accountability
pressures, and lack of professional autonomy can weaken the connection between
satisfaction and behavior in public education. Some studies have taken more
integrated approaches, emphasizing the roles of cognitive commitment, job
security, and support from the organization (Karkita, 2018; Irene & Michael,
2024). These studies suggest that job satisfaction leads to better performance
when teachers feel recognized, treated fairly, and have long-term career stability.
Despite these developments, there is still limited empirical evidence from public
primary schools in Tanzania, especially research that explicitly addresses how
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job satisfaction and work performance interact within public service management
systems.

Conceptual Framework
Based on literature Review, Figure 2.1 presents the conceptual framework of the
study.

\Independent Variablesl |Dependent Variable|

Working conditions
Workload

Public respect for Teachers
School safety

School decision making
Student readiness to learn

Remuneration
e Wages

* Salary Teachers” Work Performance
e Incentives

* Non- monetary benefits

Job Satisfaction

e Employee Recognition
e Employee Relationships
e Promotion

Figure 1: Conceptual Framework
Source: Researcher (2024)

3.0 RESEARCH METHODOLOGY

The study employed a mixed-method case study design to assess the interplay
between job satisfaction and work performance among public primary schools’
teachers in Mkuranga District Council, Coast Region, Tanzania. The district was
purposively selected due to its strategic importance in primary education
delivery, the predominance of government-owned primary schools, and
persistent challenges related to teacher working conditions and limited staff
development opportunities. The target population comprised 173 respondents,
including primary school teachers, district- and ward-level education
administrators, and representatives from non-governmental organizations
involved in education-related programs. A total sample of 124 respondents was
determined using Yamane’s formula at a 95% confidence level and a 5% margin
of error. Simple random sampling was applied to select NGO respondents to
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minimize selection bias, while purposive sampling was used to select primary
school teachers and key education officials, namely the District Pre- and Primary
Education Officer, Academic Officers, Ward Education Officers, and a Statistical
Logistics Officer, based on their professional roles, experience, and access to
relevant institutional information. Quantitative data were collected using a
structured questionnaire with a five-point Likert scale to measure dimensions of
job satisfaction and work performance, while semi-structured interviews were
conducted with education administrators to capture managerial and contextual
perspectives. Quantitative data were analysed using descriptive statistics to
assess the interplay between variables, whereas qualitative data were subjected
to thematic analysis to identify recurrent patterns and explanatory insights.
Integration of quantitative and qualitative findings enhanced the robustness and
credibility of the results through triangulation. Ethical approval was obtained
from relevant authorities, informed consent was secured from all participants,
and confidentiality and anonymity were strictly maintained throughout the study.

3.1 Validity and Reliability

Ensuring the validity and reliability of research findings is fundamental to
upholding the integrity and credibility of a study (Creswell & Creswell, 2017).
In this research, which explored the influence of job satisfaction on the work
performance of primary school teachers in public schools within the Mkuranga
District Council, several strategies were implemented to enhance the reliability
and validity of the results. As noted by Amupanda (2023), a measurement tool is
deemed valid when it accurately assesses the intended construct. To ensure the
validity of this study, the content of the research instruments was thoroughly
reviewed, and the scales were systematically evaluated in relation to the research
objectives. Additionally, Duke et al. (2020) highlight that research instruments
are considered reliable when they consistently yield stable results over time. In
this study, test-retest reliability was applied to evaluate the consistency of the
instruments. Furthermore, the Kaiser-Meyer-Olkin (KMO) test was employed to
assess the suitability of the data for factor analysis. The KMO value was found
to be 0.763 (76.3%), which exceeds the acceptable threshold of 0.5, indicating
that the data met the required standard for reliability.

Table 1: Validity
KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 763
Bartlett's Test of Sphericity Approx. Chi-Square 247.853
Df 210
Sig. .038

Source: Field data (2024)
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The study's reliability was determined using the Cronbach’s alpha formula (ra =

k Yo
(—1) (1 - o ); Where 6> = variance of one test item. Other variables are identical
to the KR-20 formula. The reliability statistics show that the Cronbach's alpha
values for all factors exceed the threshold, suggesting that the internal
consistency of the conceptual framework of the scale is reliable, as shown in
Table 2 below.

Table 2 Reliability Statistics

Variable Number of items Croncbach's Alpha
Job satisfaction factors 8 0.643
Teacher performance factors 9 0.732
Relationship between job satisfaction and

teacher performance 6 0.631
Strategies for improving job satisfaction 5 0.873

Source: Field data (2024)

4.0 FINDINGS AND DISCUSSION
4.1 Teachers’ Working Conditions and Work Performance

The first objective of the study examined how teachers’ working conditions
influence their work performance in public primary schools under the Mkuranga
District Council. The findings indicate that teachers’ performance is shaped by a
combination of structural, managerial, and relational workplace conditions,
rather than by any single factor in isolation. As summarized in Table 3,
respondents most frequently identified job security, participatory decision-
making, and positive working relationships as central influences on their
professional performance. These were followed by school heads’ supervision,
workload, promotion opportunities, and access to professional training. The
distribution of responses highlights the multidimensional nature of teachers’
working environments and underscores that performance is embedded in both
institutional arrangements and everyday professional interactions. Job security
emerged as the most salient factor influencing performance. Within the
Tanzanian public service context, secure employment appears to provide teachers
with psychological stability and professional assurance, enabling sustained
commitment to instructional responsibilities. Teachers who perceive their
employment as stable are more likely to invest time and effort in lesson
preparation, learner assessment, and classroom management, whereas
uncertainty may discourage long-term professional engagement. Also, teachers
highlighted the importance of supportive supervision by the heads of schools and
involvement in school-level decision-making. These findings suggest that
teachers perform more effectively when schools operate as collaborative
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professional communities rather than as strictly hierarchical organizations.
Qualitative evidence from district education officials reinforces these findings.
One academic officer noted that while the government continues to improve
teachers’ working environments, significant challenges persist:

“The government, through the Ministry of Education, Science and Technology, is
making efforts to improve teachers’ working conditions. However, there are
persistent challenges such as heavy workload, inadequate housing, shortages of
teaching and learning materials, limited training opportunities, and delayed
career progression. Teachers’ performance largely depends on how well these
working conditions are planned and managed.” (Academic Officer, Mkuranga
District Council, July 2024).

This observation highlights the gap between policy intentions and school-level
realities, particularly in resource-constrained in public education settings. From
a theoretical perspective, these findings align with organizational environment
factors that distinguish between technical conditions (such as tools,
infrastructure, and workload) and the human environment (including leadership
practices, collegial relationships, and decision-making processes). The
prominence of human and governance-related factors in this study suggests that
leadership quality and institutional culture are particularly influential in shaping
teacher performance. The findings are consistent with earlier studies by Ahiri et
al. (2023), who demonstrated that supportive teaching environments enhance job
satisfaction and performance, while Chisaka and Gichinga (2018) emphasized
the combined influence of work environment, leadership, and compensation on
teacher effectiveness.

Table 3: Responses from Public Schools Teachers on Working Conditions

Variable Frequency (n=120) Percent (%)
Job security 26 22
Workload 16 13
Good working relationships 20 17
School heads’ supervision 19 16
Participative decision making 21 17
Promotion opportunities 12 10
Teachers’ training 6 5
Total 120 100

Source: Field data (2024)

4.2 Teachers’ Remuneration and Work Performance

The second objective explored the role of remuneration in shaping teachers’ job
satisfaction and work performance. The findings in Table 4 indicate that
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remuneration influences performance primarily through its effects on morale,
professional commitment, and occupational well-being. Nearly half of the
respondents reported that remuneration enhances teacher morale, while others
associated it with increased commitment to work, reduced occupational stress,
and lower absenteeism. These results suggest that adequate compensation
supports teachers’ emotional and psychological engagement with their work,
thereby contributing indirectly to improved performance. However, the findings
also indicate that remuneration alone is insufficient to sustain high levels of
performance. While adequate pay motivates teachers and reduces dissatisfaction,
it does not fully compensate for challenges such as excessive workload, limited
instructional resources, or constrained opportunities for professional growth.
This interpretation is supported by insights from district-level administrators.

The District Pre-Primary and Primary Education Officer explained:

“Public school teachers are paid according to a standardized public service
salary structure designed to ensure equity. Compared to previous periods,
remuneration has improved, although it remains dependent on the national budget
and salary scales.” (DPPEO, Mkuranga District Council, July 2024)

The standardized salary system promotes fairness but limits flexibility in
recognizing individual performance differences. This reflects a broader tension
in public service management between equity and performance-based incentives.
These findings support the argument that effective reward systems should
integrate both financial and non-financial incentives. Sardjana et al. (2019)
similarly observed that compensation influences employee productivity, but its
effectiveness depends on how it is combined with recognition, appraisal, and
supportive working conditions. Accordingly, Richardson et al. (2018) underscore
that recognition serves as a potent motivator, fulfilling teachers' psychological
need to feel valued and appreciated.

Table 4: The Effects of Teachers’ Remuneration on their Work Performance

Variable Frequency (n=120) Percent (%)
Increase morality among the teachers 59 49
Commitment on working 34 28
Decrease work-related stress 20 17
Reduce teachers’ absenteeism 7 6
Total 120 100

Source: Field data (2024)

4.3 Teachers’ Job Satisfaction and Work Performance

The third objective examined the relationship between teachers’ job satisfaction
and work performance. The findings in Figure 2 reveal a strong perceived
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association between these constructs, with most respondents indicating that
higher job satisfaction corresponds with improved professional performance.
Teachers who reported greater satisfaction also reported stronger commitment,
increased instructional enthusiasm, and greater willingness to support learners
beyond formal teaching hours. These results suggest that job satisfaction
functions as a central mediating mechanism through which working conditions
and remuneration influence performance outcomes. Importantly, not all
dimensions of job satisfaction appeared equally influential. Satisfaction related
to career advancement opportunities, access to teaching resources, and
recognition of performance was more closely associated with improved
performance than satisfaction derived solely from interpersonal relationships.
This suggests that instrumental and growth-oriented factors play a particularly
important role in shaping professional effort within public primary schools.
School administrators confirmed that teacher performance is commonly assessed
through indicators such as student learning outcomes, teaching commitment,
collaboration with leadership, and engagement in additional academic support
activities. These performance dimensions are inherently motivational,
reinforcing the importance of satisfaction as a driver of effectiveness. These
findings align with existing literature by Lamaro and Okello (2024), who found
that higher job satisfaction is associated with better teaching outcomes, while
Dunifa and Ilham (2023) emphasized the role of satisfaction in enhancing
primary school teachers’ performance. Bayulos et al. (2019) further demonstrated
that satisfied teachers are more likely to create positive and productive classroom
environments, which ultimately benefit student learning. In a similar vein, Wang
(2021) noted that teachers who feel that there are clear and accessible paths to
professional development within their roles are more likely to be motivated and
engaged.
9%

10%

Strongly
Agreed

Figure 2: The Significant Relationship between the Teachers' Job Satisfaction and Work
Performance
Source: Field data (2024)
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5.0 RECOMMENDATIONS

Based on the findings of this study, several policy- and practice-oriented
recommendations are proposed to enhance teachers’ job satisfaction and work
performance within Tanzania’s public primary school system. First, the study
recommends that the Government of Tanzania, through the Ministry of
Education, Science and Technology (MoEST) and its affiliated departments,
strengthen efforts to improve teachers’ working conditions comprehensively and
sustainably. Particular attention should be given to ensuring that remuneration,
allowances, and other employment benefits are not only adequate but also
disbursed in a timely and transparent manner. Delays or inadequacies in salaries
and allowances were found to undermine teachers’ morale and weaken their
commitment to professional responsibilities. Beyond remuneration, the Ministry
should prioritize improvements in workload management, availability of
teaching and learning resources, access to housing where feasible, and structured
opportunities for professional development and career progression. Addressing
these interconnected dimensions would contribute to a more supportive work
environment, thereby enhancing teacher motivation, accountability, and
performance.

Second, the study recommends that teachers’ unions play a more proactive role
in strengthening teachers’ awareness and understanding of their rights and
entitlements. This can be achieved through regular capacity-building initiatives
such as workshops, seminars, and targeted communication forums that inform
teachers about employment conditions, remuneration structures, allowances, and
promotion procedures. By improving teachers’ knowledge of these issues, unions
can empower their members to engage constructively with education authorities
and school leadership. In addition, teachers’ unions should continue to advocate
for improved working conditions through evidence-based dialogue with
policymakers, ensuring that teachers’ concerns are effectively represented in
education sector reforms.

Third, the study recommends that public primary school teachers themselves
adopt a broader and more holistic perspective on job satisfaction and professional
performance. While remuneration is an important determinant of motivation, the
findings indicate that teacher performance is also strongly influenced by non-
monetary factors such as positive relationships with colleagues and school
leadership, supportive supervision, access to adequate teaching facilities, and
opportunities for professional growth. Teachers are therefore encouraged to
actively engage in collaborative practices, participate in school-level decision-
making, and pursue continuous professional development where opportunities
exist. Cultivating a professional mindset that values both intrinsic and extrinsic
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sources of motivation can enhance teachers’ effectiveness and resilience, even
within challenging institutional contexts.

REFERENCES

Adolph, P. (2021). Impact of Motivation on Work Performance for Public
Secondary School Teachers; The Case Study of Lindi Municipality
(Doctoral dissertation, The Open University of Tanzania).

Ahiri, J., Dunifa, L., Ramly, R., [lTham, M., &Ahiri, Y. (2023). The effect of job
satisfaction on teachers’ performance: A survey with elementary school
teachers in Kendari City, Indonesia. International Journal of Education,
Learning and Development, 11(1), 71-81.

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M.
(2019). Employee engagement, human resource management practices,
and competitive advantage: An integrated approach. Journal of
Organizational Effectiveness: People and Performance, 2(1), 7-35.

American Psychological Association. (2017). Ethical principles of psychologists
and code of conduct. American Psychologist, 72(1), 1-14.

Amin, M. (2015). Relationship between job satisfaction, working conditions,
motivation of teachers to teach, and job performance of teachers in MTs,
serang, Banten. J. Mgmt. & Sustainability, 5, 141.

Amupanda, J. S. (2023). Research Methodology. In Diamond Warriors in
Colonial Namibia. https://doi.org/10.2307/j;.8155055.13.Retrieved 11
October 2023.

Anumaka, B. 1., Tamale, M. B., Mugizi, W., Zikanga, D. K., &Zikanga, D. K.
(2021). Remuneration and Job Performance of Teachers in Government
Aided Secondary Schools in Western Uganda. 3 (2), 10-22.

Arafat, Y., & Eddy, S. (2021, July). The Effect of Teacher Compensation and
Job Satisfaction on Teacher Performance./n International Conference on
Education Universitas PGRI Palembang (INCoEPP 2021) (pp. 1047-
1051). Atlantis Press.

Babbie, E. (2010). The practice of social research (12th ed.). Belmont, CA:
Wadsworth.

Baharuddin, B. (2021). The Effect of Working Environment on the Teacher
Performance. LenteraPendidikan:  JurnalllmuTarbiyahdanKeguruan,
24(1), 122-130.

Baluyos, G. R., Rivera, H. L., &Baluyos, E. L. (2019). Teachers’ job satisfaction
and work performance. Open Journal of Social Sciences, 7(8), 206-221.

Bashir, S., Shoaib, M., Noor, A. and Tirmizi, S. R., (2019). Factors Influencing
Employee Retention in the Telecommunication Industry. Pakistan.

Batuigas, F. D., Leyson, F. C., Fernandez, L. T., Napil, J. N., &Sumanga, C. S.
(2022). Factors affecting the teaching performance of junior high school

AJASSS Volume 7, Issue No. 2, 2025 | Page 159



Hassanal Issaya

teachers of MadridejosNational High School.4sia Research Network
Journal of Education, 2(1), 40-47.

Bell, E., Bryman, A., & Harley, B. (2022). Business research methods.Oxford
University Press.

Bellés-Obrero, C., & Lombardi, M. (2022). Teacher performance pays and
student learning: Evidence from a Nationwide Program in Peru. Economic
Development and Cultural Change, 70(4), 1631-1669.

Boswell, W. R., Shipp, A. J., Payne, S. C., & Culbertson, S. S. (2020). Changes
in newcomer job satisfaction over time: Examining the pattern of
honeymoons and hangovers. Journal of Applied Psychology, 94(4), 844-
858.

Brown, R. N., Carducci, R., &Kuby, C. R. (2014). Disrupting Qualitative Inquiry.
Peter Lang Publishing Incorporated.

Cardy, R. L., & Dobbins, G. H. (2016). HRM: A basis for management
development. Human Resource Management, 33(1), 83-97.

Carter, M. Z., Armenakis, A. A., Feild, H. S., &Mossholder, K. W. (2019).
Transformational leadership, relationship quality, and employee
performance during continuous incremental organizational change.
Journal of Organizational Behavior, 34(7), 942-958.

Chambel, M. J., & Oliveira-Cruz, F. (2018). Exploring the relationship between
workaholism and job attitudes. The role of job boredom. The Spanish
Journal of Psychology, 13(2), 677-686.

Chen, H., Liu, Y., & Hsiao, C. (2019). A moderation effect of employees’
personality traits on the leadership style and job satisfaction of police
officers. Public Personnel Management, 41(2), 289-308.

Chen, J. C., & Silverthorne, C. (2016). Leadership effectiveness, leadership style,
and employee readiness. Leadership & Organization Development Journal,
29(5), 405-419.

Chen, Z. X., Tsui, A. S., & Farh, J. L. (2020). Loyalty to supervisor vs.
organizational commitment: Relationships to employee performance in
China. Journal of Occupational and Organizational Psychology, 75(3),
339-356.

Chisaka, M. Z., & Gichinga, L. (2018). Job satisfaction factors influencing
teachers’ performance in public primary schools: A case study of Mombasa
County. The Strategic Journal of Business and Change Management, 5(4),
1467-1486.

Chikoyo, R. A. (2020). Influence of Working Environment on Teacher Attrition
in Public Secondary Schools in Kilimanjaro and Manyara Regions,
Tanzania. East African Journal of Social and Applied Sciences (EAJ-SAS).
Vol.3, No.2. http//www.mocu.ac.tz. (Accessed 26 September 2024).

Page 160 | AJASSS Volume 7, Issue No. 2, 2025



Hassanal Issaya

Cmar, Orhan & Karcioglu, Fatih. (2012). The Level of Job Satisfaction in Public
Sector: A Survey Study in the Province of Agri, Eastern Anatolia, Turkey.
Economics And Management. 17. 10.5755/j01.em.17.2.2203.

Colquitt, J. A., LePine, J. A., & Wesson, M. J. (2017). Organizational behavior:
Improving performance and commitment in the workplace (5th Ed.). New
York, NY: McGraw-Hill Education

Cortez Lima, W., &Allida, D. (2023, A. O., Galman, S. M. A., Amaranto, J.,
Tomas, M. J. L., & Rufino, M. V. (2021).Teacher’s job satisfaction and its
relationship with their work performance, professionalism, and
commitment. Open Access Library Journal, 8(5), 1-10.

Creswell, J. W. (2013). Qualitative Inquiry and Research Design: Choosing
Among Five

Creswell, J. W., & Creswell, J. D. (2017). Research design: Qualitative,
quantitative, and mixed methods approach. Sage publications.

Cropanzano, R., & Mitchell, M. S. (2018). Social exchange theory: An
interdisciplinary review. Journal of Management, 31(6), 874-900.

Cummings, P. (2021). Relationship Between Teachers' Job Satisfaction and
Students' Academic Performance. Edith Cowan Journal of Education, 1(1),
41-48.

Danica Bakoti¢ (2016) Relationship between job satisfaction and organisational
performance, Economic Research-EkonomskalstrazZivanja, 29:1, 118-130,
DOI: 10.1080/1331677X.2016.1163946

Dartey-Baah, Kwasi & Amoako, George. (2011). Application of Frederick
Herzberg's Two-Factor theory in assessing and understanding employee
motivation at work: A Ghanaian Perspective. European Journal of
Business & Management. 3.

Deci, E. L., Vallerand, R. J., Pelletier, L. G., & Ryan, R. M. (2016). Motivation
and education: The self-determination perspective. In D. H. Schunk & J. L.
Meece (Eds.), Student perceptions in the classroom (pp. 197-222).
Lawrence Erlbaum Associates, Inc.

Deci, E. L., Vallerand, R. J., Pelletier, L. G., & Ryan, R. M. (2018). Motivation
and education: The self-determination perspective. Educational
psychologist, 28(3), 323-346.

Demerouti, E., Bakker, A. B., Nachreiner, F., &Schaufeli, W. B. (2019). The job
demands-resources model of burnout. Journal of Applied Psychology,
86(3), 499-512.

Dessler, G. (2019). Human resource management (16th ed.). Pearson.

Ducharme, L. J., Knudsen, H. K., & Roman, P. M. (2016). Emotional exhaustion
and turnover intension in human service occupations: The protective role
of coworker support. Sociological Spectrum, 28(1), 81-104.

AJASSS Volume 7, Issue No. 2, 2025 | Page 161



Hassanal Issaya

Duke, C., Hamidi, S., & Ewing, R. (2020). Validity and reliability. In Basic
Quantitative Research Methods for Urban Planners (pp. 88-106).
Routledge.

Dunifa, L., & Ilham, M. (2023). The Effect of Job Satisfaction on Teachers’
Performance: A Survey with Elementary School Teachers in Kendari City,
Indonesia. International Journal of Education, Learning and Development,
Vol. 11, No.1, pp.71-81, 2023.Published: 22. 11(1), 71-81.

Eisenbeiss, S. A., Knippenberg, D. V., &Boerner, S. (2016). Transformational
leadership and team innovation: Integrating team climate principles.
Journal of Applied Psychology, 93(6), 1438-1446.

Ephrahem, G., Evans OgotiOkendo, R., & Salema, V. (2022). Influence of
Teachers’ Remuneration Package Items on Their Job Dedication in Public
Secondary Schools in Arusha Region, Tanzania.lnternational Journal of
Education, Learning and Development, 10(11), 16-43.

Farh, J. L., Hackett, R. D., & Liang, J. (2019). Individual-level cultural values as
moderators of perceived organizational support-employee outcome
relationships in China: Comparing the effects of power distance and
traditionality. Academy of Management Journal, 50(3), 715-729.

Gana, A. B., Bukar, A. G., &Kadai, Y. M. (2016).An assessment of teacher’s job
satisfaction and job performance in three selected secondary schools of
Borno State, Nigeria. Continental J. Education Research, 4(1), 28-24.

Ghavifekr, S. and Pillai, N.S. (2016). The Relationship between School’s
Organizational Climate and Teacher’s Job Satisfaction: Malaysian
Experience. Asia Pacific Education Review, 17, 87-106.

Gloria, L & Proscovia, D.O. (2024).East African Journal of Education Studies
Job Satisfaction and Teachers’ Performance in Secondary Schools in Gulu
District. 7(2), 271-290. https://doi.org/10.37284/eajes.7.2.1929.MLA

Hammer, C. S. (2016). The importance of participant demographics. American
Journal of Speech-Language Pathology, 20(4), 261.
https://doi.org/10.1044/1058-0360 (2016/ed-05)

Haule, E. G. (2017).An empirical investigation into the impact of job satisfaction
on organizational commitment in Tanzania. European Journal of Business
and Management, 9(33), 1-12.

Hendri, M.1. (2019). The mediation effect of job satisfaction and organizational
commitment on the organizational learning effect of the employee
performance". International Journal of Productivity and Performance
Management, Vol. 68 No. 7, pp- 1208-1234.
https://doi.org/10.1108/1JPPM-05-2018-0174

Herzberg, F. (1959).The Motivation to Work. John Wiley & Sons, New York.

Page 162 | AJASSS Volume 7, Issue No. 2, 2025



Hassanal Issaya

Huimin, Y. U., &Taien, L. (2022). The relationship between job satisfaction and
employee performance of teacher in n university, china. Psychology
Research, 12(6), 398-409.

Idd, O. R., & Kiwonde, F. M. (2022). Motivating Factors Influencing Public
Primary School Teachers’ Performance in Tanzania: A Case of Mbogwe
District. Journal of Research Innovation and Implications in Education,
Vol.6, Iss.2, 2022 (pp. 352 - 359)

Igbal, A., Aziz, F., Farooqi, T. K., & Ali, S. (2016). Relationship between
teachers’ job satisfaction and students’ academic performance. Eurasian
Journal of Educational Research, 16(65), 335-344.

Irene, O., & Michael, F. (2024). Impact of Job Satisfaction on Teachers’
Performance in Public Secondary Schools In Mubi North Local
Government Area, Mubi, Adamawa State, Nigeria. International Journal
of Educational Research and Library Science.

Kartika, G., &Purba, D.E. (2018). Job satisfaction and turnover intention: The
mediating effect of affective commitment. Psychological Research on
Urban Society.

Kiprop, B. D. (2018). Rewards and Teacher Performance of Public Secondary
Schools in Kericho County, Kenya. Kenyatta University, Business
Administration. Nairobi: Kenyatta University. Retrieved June, 11, 2024.

Kisamba, G. K., Amunga, J., &Watindi, R. (2021). Teacher Working Conditions
and Job Commitment: Empirical Evidence from Public Primary Schools in
Vihiga Sub County, Kenya. Education, 6(3), 560-571.

Kothari, C. R. (2004). Research Methodology: Methods and Techniques. New
Age International (P) Limited, Publishers. New Delhi.

Kothari, C., Kumar, R., & Uusitalo, O. (2014).Research Methodology. New Age
International.

Kothari, C.R. (2014). Research methodology: Methods and techniques, 2nded.
New Age International; New Delhi.

Kothari, C.R. (2019). Research Methodology: Methods and Techniques. 4™
Edition, New Age International Publishers, New Delhi.

Kyara, T. E. (2015). The effect of primary school teachers’ job satisfaction on
their work performance in Kinondoni District, Tanzania (Doctoral
dissertation, The Open University of Tanzania).

Lay, A. A. M. (2020). An investigation into the relationship between teachers’
job performance and job satisfaction in Myanmar. Opus et Educatio, 7(2).

Lima, W., &Allida, D. (2023). Relationship between Job Satisfaction and Job
Performance among Faculty in Selected Faith-Based Universities in
Haiti.East African Journal of Education and Social Sciences (EAJESS),
Vol. 4, No. 1, pp. 30-37

AJASSS Volume 7, Issue No. 2, 2025 | Page 163



Hassanal Issaya

Locke, E. A. (2017). What is job satisfaction? Organizational Behavior and
Human Performance, 4(4), 309-336.

Maali, C., Ainamani, H. E., &Mwesigye, A. R. (2020). The Relationship between
Remuneration and Teacher Performance in Government-Aided Secondary
Schools in Kasese District. International Journal of Science and Research
(IJSR) SJIF (2019): 7.583

Magbool, S. (2017). Interrelationship between Collective Teacher Efficacy and
Job Satisfaction of Teachers at Secondary Schools. NUML Journal of
Critical Inquiry, 15, 180-196.

Mbarouk, A. 1. (2017). Impacts of Teachers’ Remunerations on Working
Performance in Temeke District (Doctoral dissertation, The Open
University of Tanzania).

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (2019). An evaluation of
precursor measures of employee turnover. Journal of Applied Psychology,
64(5), 509-517.

Mtahabwa, L. M. (2016). The United Republic of Tanzania: Ministry of
Education, Science and Technology Pre-primary and primary teacher
deployment strategy. 62.

Mukomana, S. (2021). The impact of teacher remuneration on the provision of
quality education in secondary schools of Zimbabwe. International Journal
of Research and Innovation in Social Science, 5(5), 216-221.

Mwita, J. C. (2019). The relationship between job satisfaction and organizational
performance: The case of the public sector in Tanzania. International
Journal of Business and Management, 14(10), 17-27.

Myeya, P., &Rupia, C. (2022). The Influence of Working Conditions on
TeachersJob Performance in Public Secondary Schools in Bukombe
District, Geita Region, Tanzania.East African Journal of Education
Studies, 5(2), 217-226.

Nyakeko, F., Ngirwa, C. C., &Malingumu, W. (2023). Secondary School
Teachers’ Perception of Occupational Stress Causes in Mwanza Region,
Tanzania.Asian Research Journal of Arts & Social Sciences, 20(3), 1-13.

Ohide, A. D. F., Mbogo, R. W., Alyaha, D. O., &Mbogo, R. W. (2017). Impact
of Working Conditions on teacher job satisfaction and performance in the
private primary schools in Yei Town, South Sudan. IRA International
Journal of Education and Multidisciplinary Studies, 8(1), 122-129.

Palys, T., & Atchison, C. (2014). Research decisions: Quantitative, qualitative,
and mixed

Sadasa, K. (2016). The Influence of Organizational Culture, Leadership
Behavior, and Job Satisfaction towards Teacher Job Performance./ndian
Journal of Health and Wellbeing, 4, 1637-1642.

Page 164 | AJASSS Volume 7, Issue No. 2, 2025



Hassanal Issaya

Sahito, Z., &Vaisanen, P. (2019). Teachers’ job satisfaction in developing
countries: a literature review. Euro-JCS, 5(1).

Salameh, N., &Benkohila, N. (2024). The Impact of Job Satisfaction on
Teachers’ Performance in the UAE.In BUiD Doctoral Research
Conference 2023: Multidisciplinary Studies (pp. 9-30). Cham: Springer
Nature Switzerland.

Saunders, M., (2016). Research Methods for Business Students, 4th ed. Prentice-
Hall: Harlow

Shambe, M. A. (2019). The Effects of Working Conditions on Teacher’s
Performance in Temeke Public Secondary Schools (Doctoral dissertation,
The Open University of Tanzania).

Shila, J.M. and Sevilla, A.V. (2015). The Influence of Teachers’ Job Satisfaction
on Their Organizational Commitment: An Indian Context. International
Journal of Education and Management Studies, 5, 53-57.

Shonje, G. N. (2016). The influence of working conditions on teachers’ job
satisfaction: The case of Kisarawe district public secondary school
teachers, Tanzania (Doctoral dissertation, The Open University of
Tanzania).

Spector, P. E. (2016). Using self-report questionnaires in OB research: A
comment on the use of a controversial method. Journal of Organizational
Behavior, 15(5), 385-392.

Ssegawa, L. (2019). The Impact of Teachers’ Remuneration on Performance of
Schools under Universal Primary Education (UPE) system in Uganda,
Kayunga District. (Undergraduate dissertation, Kampala International
University).

Stearns, E., Banerjee, N., Moller, S. and Mickelson, R.A. (2015). Collective
Pedagogical Teacher Culture and Teacher Satisfaction. Teachers College
Record, 117, 17-18.

Stoll-Lollis, C. (2015). Exploring Principal Leadership Behaviors and Their
Impact on Teacher Job Satisfaction in Southern Tulare County, California
(Order No. 3739366).

Tabancali, E. (2016). The relationship between teachers’ job satisfaction and
loneliness at the workplace.Eurasian Journal of Educational Research, 66,
263-280, http://dx.doi.org/10.14689/ejer.2016.66.15. Retrieved 15 June
2024.

Taherdoost, H. (2016). Sampling methods in research methodology; how to
choose a sampling technique.How to Choose a Sampling Technique for
Research (April 10, 2016). (Retrieved 18 June 2024).

Toropova, A., Myrberg, E., & Johansson, S. (2021). Teacher job satisfaction: the
importance of school working conditions and teacher characteristics.
Educational Review, 73(1), 71-97.

AJASSS Volume 7, Issue No. 2, 2025 | Page 165



Hassanal Issaya

United Nations. (2018). World public sector report 2018: Unlocking the human
potential for public sector performance. United Nations Publications.
URT.(2020). National Framework for Teachers Continuous Professional

Development, Ministry of Education, Science and Technology. 50.

Wang, H. J., Lu, C. S., & Lu, Y. J. (2019). The effect of ethical leadership and
organizational culture on employee ethical behavior in the international
port context.Journal of Chain Cases. Palgrave Pivot, Cham.
https://doi.org/10.1007/978-3-319-71658-9 8.(Retrieved 21 September
2024).

Wanjohi, J. N. (2020). Effects of Remuneration of Teachers on their Performance
in Public Secondary Schools in Ndaragwa Constituency, Nyandarua
County, Kenya (A Research Project, Gretsa University)

Wea, D., Wolomasi, A. K., &Werang, B. R. (2022). Working conditions and
work performance of remote elementary school teachers. Journal of
Educational and Management Studies, 12(1), 01-07.

Yeboah, A. S., Baah-Ennumh, T. Y., &Okumah, M. (2020, November 24).
Understanding the economic, socio-cultural, and environmental impacts of
resettlement projects. African Geographical Review, 41(1), 71-92.
https://doi.org/10.1080/19376812.2020.1850299. (accessed 22nd February
2024)

Youndt, M. A., Snell, S. A., Dean Jr, J. W., &Lepak, D. P. (1996). Human
resource management, manufacturing strategy, and firm performance.
Academy of Management Journal, 39(4), 836-866.

Zagenczyk, T. J., Scott, K. L., Gibney, R., Murrell, A. J., & Thatcher, J. B.
(2019). Social media and the wellbeing of organizational insiders: The
moderating role of relative social status. Computers in Human Behavior,
44, 68-717.

Zikanga, D. K. Z. D. K., Anumaka, B. I. A. B. 1., Tamale, M. B. T. M. B,
&Mugizi, W. M. W. (2021). Remuneration and job performance of
teachers in government-aided secondary schools in Western Uganda.
Interdisciplinary Journal of Education Research, 3(2), 10-22. (accessed
22nd February 2024).

Page 166 | AJASSS Volume 7, Issue No. 2, 2025


https://doi.org/10.1007/978-3-319-71658-9_8

