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Abstract

This study examined how job satisfaction determow#inuance commitment among secondary schodhéesc
in Tanzania. Two research objectives and two rebequestions guided the study. It employed a detbogi
cross sectional survey design to collect data f&&0 secondary school teachers from urban and aueals in
Arusha Region, Tanzania. Data was collected throagfuestionnaire and was analysed using descriptive
statistics, an independent sample t-test, and ssigne coefficients, with the use of the Statistieakkage for
Social Sciences (SPSS), version 21. It was fouatl tdachers’ age, sex, teaching experience, typtodol
ownership as well as school location contributephificantly to their continuance commitment. Sodiahefits,
meaningfulness of teaching, job characteristicainitrative support and workplace condition argoarce of
teachers’ satisfaction in the teaching professiod their willingness to serve their employers. Teas’
continuance commitment is sustained when they perdbat they are supported and valued. To increask
maintain teachers’ continuance commitment, empkgéould provide timely promotion, recognise andanrel
teachers and plan regular professional developpregrammes for them.

Keywords: Job satisfaction, continuance commitment, secgrstarool teachers, Tanzania.

1. INTRODUCTION

The issue of job satisfaction in the teaching meif@n has attracted great attention in order teerstdnd how
teachers’ workplace behaviour can be translatea gnéater productivity. Job satisfaction has badacus of
pedagogical research in the areas of teachershfmselneeds, orientation, perceptions and expeasitin the
teaching profession (Yicel, 2012, Kavenuke, 20A8ditionally, organisational commitment has beam&d
in various fields of study and the education seig@o exception.

Where teachers are satisfied school performancepotentially improve in rendering service to their
employers. This implies that satisfied secondahostteachers are most likely to influence studeetrning
positively while the opposite may have a negatimpact to students’ performance (Sirima and Po®@1,0) as
efforts are made to improve the quality of educgiio line with growing demands of education in sbgi In
this way, to achieve quantitative and qualitaticki@tion positive outcomes, requires examining ltevd
teachers’ job satisfaction (Yucel, 2012).

Workforce is considered an important determinargabfool competitiveness. Thus, it is vital for sgisdo
maintain exceptional teachers. These are an impoatset for school performance in general angtiodents’
physical, intellectual and affective growth in peutar. Few empirical studies have attempted toreskl
teachers’ satisfaction and its influence on teatmntinuance commitment in secondary schoolsanzania.
This is the gap that the current study attemptdatitipe.

An exploration of the relationship between teachps satisfaction and continuance commitment will
potentially enhance teachers’ effectiveness as ®orf1993) puts it; commitment can result in a stabhd
productive workforce. Committed teachers utiliseitttcreativity and contribute towards school depetent
initiatives (Umoh, Amah and Wokocha, 2014).

1.1 Purpose of the Study
The purpose of this study was to examine job satigfn as a determinant of teachers’ continuancentitment
to their respective schools. The study further sbig determine whether teachers differ signifibairt their
intention to continue working for their employe8pecifically, the study examined:
(i) The extent to which teachers’ demographic and dctivaracteristics significantly contribute to their
continuance commitment, and
(i) The way job satisfaction factors contribute to tesas’ continuance commitment.

1.2 Research Questions
(i) How do teachers’ demographic attributes (sex, agd,teaching experience) and school characteristics
(school location and type of school ownership) dbuate to their continuance commitment?
(i) How job satisfaction factors (meaningfulness of jible, job characteristics, social benefits, workpla
conditions and administrative support) contribatéetachers’ continuance commitment?
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2. LITERATURE REVIEW

This section reviews literature regarding demogi@@nd school characteristics, job satisfaction #meir

contribution to teachers’ continuance commitmetie Toncept of job satisfaction has acquired mafipitiens

due to various interpretations. Job satisfactiorelated to a wide range of factors including need®ntation,
feelings, perceptions and expectations, which aved to overlap (Kavenuke, 2013). It is an affextieaction
to an individual's work situation (Muguongo, Muguaad Muriithi, 2015). Job satisfaction is an impaoitt
indicator of how employees feel about their jobl{Bg and ljantiku, 2016). In this study, job satistfon refers
to teachers’ positive attitudes and feelings albioeit jobs.

Continuance commitment is also a major focus of #tudy as it is imperative in explaining employees
organisational commitment. The three component inpiagosed by Meyer and Allen (1991) is widely used
conceptualise affective, hormative and continuazaramitment as facets of organisational commitminthis
model, continuance commitment is defined as thdingitess of employees to keep working with an
organisation. It is an employee’s awareness ofctists associated with leaving the organisation @veynd
Allen, 1997).

Different study findings have been reported regardhe contribution of gender on teachers’ contitea
commitment. Some propose that continuance commitaees not differ significantly between female anale
teachers (Otunga and Mange, 2014; Machumu andl&at014). These two studies suggest that teachers’
continuance commitment to their employers is nfiténced by gender.

Other studies however, suggest that gender signifi¢ influences teachers’ continuance commitmant.
study among private secondary school teachers iaBalpur, Pakistan, revealed that when comparebetio
male counterparts, female teachers are more metivarid more committed to continue with their joawaz
and Yasin, 2015). These findings are supported dyeluke (2013) who reports similar findings.

On the contrary, other studies show that male &racimore than their female counterparts, are cdatfte
with their job (Muguongo, Muguna and Muriithi, 2018nd are more committed to their schools (Jonathan
Darroux, and Thibeti, 2013). These findings arepsufed by Sirima and Poipoi (2010) who have fouimak t
male teachers are more motivated and committed fiwenale teachers and therefore more likely to digpl
continuance commitment to their jobs.

Studies on the influence of age on teachers’ coatine commitment reveal mixed results. One line of
argument accepts that there exists a relationsbtpvden age and continuance commitment as senigrity
positively associated to continuance commitmenhdfttan, Darroux, and Thibeti, 2013; Otunga and Mang
2014). These studies assert that as teacherddget they adjust to the teaching profession andkplace life
situations. This supports the findings by NyenyemWaslowski, Nimrod and Peter (2016) which showt &
employees’ age increases, so does their self-camfiel and consequently greater levels of continuance
commitment.

Senior teachers aspire to continue in their curjelné because they have benefited from promotiah an
rewards. Otunga and Mange (2014) found that teatlkentinuance commitment is linked to their agéded
teachers have exhibited intention to continue wagkwith their employers than their younger couraeip
Jonathan, Darroux, and Thibeti (2013) found higimawer intentions among junior teachers comparetheo
senior counterparts, sighting that young teachersrere entrepreneurial, the fact that increaseis thobility.
They argue that junior teachers have little to ioseerms of benefits associated with long service.

However, other studies indicate that age has nufgignt influence on teachers’ continuance comraitin
Machumu and Kaitila (2014), for example, found niffedence between the young and older teachers in
reference to teachers’ retention in Tanzania, mtilig that teachers’ age does not cause any signffi
differences regarding their continuance commitment.

Experience in teaching has been found to influgaaehers’ continuance commitment. Studies revesl th
as teachers gain greater experience in teachieg,ténd to remain in the profession (Njiru, 201@&vEnuke,
2013). Thus, as teachers stay in the teaching ssioie they earn more and adjust their expectatigtiisreality,
hence more continuance commitment (Otunga and Ma&tijet). Similarly, it has been established thathers
with less than five years of teaching experieneeraore likely to consider leaving their workplaten their
more experienced counterparts (Jonathan, DarraukThibeti, 2013).

Other studies reveal a close positive associatievden teaching experience and decreased teachers’
continuance commitment (Njiru, 2014; Machumu andtikéa 2014). In other words, more experienced heas
expressed less continuance commitment to the teggtriofession and to their employers compared $s le
experienced teachers.

Location of a school (rural or urban) may influeneachers’ continuance commitment. Jonathan, Dafrou
and Thibeti (2013) report that teachers who workunal-based secondary schools exhibit intentioleawve their
employers. Contrary to these findings are thoséMlaghumu and Kaitila (2014), which show that locatis
insignificant in determining continuance commitmesu, the present study sought to verify such digmncies.

Working conditions are an integral part of job sattion. Teachers’ houses, transport to and froen t
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school, the presence and physical conditions afseteoms, offices, laboratories, and availabilityteftbooks
are major determinants of job satisfaction amorapiseary school teachers (Kavenuke, 2013). A coneuci
working environment that facilitates teachers’ werthances their commitment to their jobs. On tharary, a
non-conducive environment can make even those eéesicltho were initially committed to teaching, have
negative attitudes about the school in which theykvand the teaching profession in general.

Costs that employees strive to maintain in the plate make it difficult for them to forsake and lsee
employment elsewhere. These costs include persomabtments an employee has made; close working
relationships with co-workers, family ties, relat&hip with the community to which an employee bgkrocal
affiliation, acquired job skills, seniority, penag retirement benefits, and other benefits (Kauskiene, 2012
and Umoh, Amah and Wokocha, 2014).

Continuance commitment evolved from Backer's (19&0Je-bet theory, which hypothesizes that
employees, including teachers maintain membersliip their organisation as a way to preserve accated|
side-bets. Teachers weigh the investment they haae in their schools to keep working with an oiggaition
(Khan, Naseem and Masood, 2016).

Continuance commitment relates to teachers’ expegi@nd what they have contributed to their schools
(Kavaliauskiene, 2012). It boosts teachers’ feainfibelonging, security, efficacy, greater camgvancement
and increased rewards for an individual teacheréiKake, 2013). Hence, satisfied teachers lackrtemtion to
leave their respective schools.

Job satisfaction has a positive influence on emg#sy continuance commitment (Khan, Jam and Ramay,
2010). It influences their intention to remain im arganisation. Employees’ job satisfaction alss laa
significant impact on organisational commitment.ughcommitted teachers have a better understarmafing
school goals and values. Devoted and satisfiechéza@re normally higher performers and their doution to
school performance is tremendous (Gholami and, T46112).

For the school, teacher’s continuance commitmesiilt® in increased tenure, limited turnover, reduce
training costs, greater job satisfaction and aahigant of administrative goals (Babayi and ljantiR0]16).
Teachers with high job satisfaction have a stroffigcion and greater attachment in realising thalgjoand
sustaining the values of the school so that theyuatikely to leave it (Meyer and Allen, 1997). $amy, Khan,
Jam and Ramay (2010) observe that teachers alelyrio leave the school or be absent when thegatisfied
and identifying themselves with it.

The relationship between teachers’ job satisfactod their continuance commitment is significantly
positive (Nyenyembe, Maslowski, Nimrod and Pet&l&). Teachers who are satisfied with how well they
paid would stay, while those who are dissatisfieauld perform less or quit their job. On the othand,
turnover intention is high when teachers feel disBad with the work environment (Jonathan, Daxoand
Thibeti, 2013). If teachers do not move to a nmeatsfactory teaching job, they may develop fealitastrike
or perform less in their jobs. Teachers who ar&sfsad with their work are likely to remain in thgrofession
longer.

Studies show that the more satisfied a teachethis,more he or she invests his or her energy in
performance and more he or she invests in theircfisequently the higher they would stay with shikool
they work with (Njiru, 2016). In this way, a teacheho has high continuance commitment would plast&y
with the school to elude the costs of leaving wever, little is known about the contribution jsdtisfaction of
secondary school teachers in Tanzania to theiiragarice commitment. Therefore, present study wandted
to address this issue.

3. METHODOLOGY

The study employed a descriptive cross sectiormakgudesign, in which the population was studied aingle
point in time. Sekaran (2005) merits the desigmemviding a snapshot of the outcome and charatitsis
associated with it at a specified point in timehisTdesign helped the researcher to find out hdwsptisfaction
determined teachers’ continuance commitment inrgggy schools in Tanzania.

The study was conducted in eight secondary schindsusha Region. The Region was selected randomly
from the 27 Regions of Tanzania Mainland. Two Déssr with different environments were selected @ b
representative of rural and urban locations ingtuely. Thus, Arusha City was purposely selecterbpoesent
the urban setting while Monduli District was randgrselected from the six Districts to represent theal
schools.

A stratified random technique was used to selaat $zhools (two public and two private) from amaigy
secondary schools in Arusha City and other foubstsh(two public and two private) from 23 secondsefiools
in Monduli District. The selection of these schoatss based on two criteria: Location (urban orljuaad type
of school ownership (public or private). Permissiorvisit the schools was obtained from relevarhauities.
All participants consented to participate in thedgt

All teachers in the sampled schools were invitedpsoticipate in the study. An instant invite and
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questionnaire take technique was used. Thus, athtrs who were present at school during the sunere
requested to fill the questionnaire. A total of 26@chers (137 male and 113 females) participatdide study.
Response rate registered 250-questionnaire reftecting a 100 percent response.

The questionnaire used to collect data that inforiinés study was categorised into three parts:hieac
demographic and school characteristics, job satisfa factors and the continuance commitment scase,
modified from the Organisational Commitment Questiaire (Mayer and Allen, 1997). This was contextigal
to the teaching profession in Tanzania. In botHescaespondents rated their agreement with statsnon a
five point Likert scale, starting from 1= stronglljsagree to 5= strongly agree. The researcheredigach
selected school and administered a questionnairesfgondents in person, with the help of a keyrimémt in
each school. Respondents were assured of confiigntatnd anonymity. They were also given guidediros
how to respond.

Validation of the questionnaire scale was ascesthiny engaging educational management experts from
the Faculty of Education, University of Dar-es-%aa Tanzania. Both face and content validity ofrdeearch
instrument were positive. Few areas for modifiaaticere identified and corrected.

To test the reliability of the questionnaire, aopistudy was conducted in four secondary schoots no
selected to participate in the study. They weredet from the study area because they sharedathe s
characteristics with those selected for the stuhe job satisfaction factors scale had a Cronbaalpha
coefficient of 0.88, while the continuance commitrihscale scored 0.85. Both observed alpha codffigieere
above the cut off point of 0.70, indicating gooteimal consistency as recommended by Sekaran (2005)

The data collected from the field was systematjcatbanised to facilitate analysis. It was firstled then
transferred to a computer sheet prepared by usidtatistical Package for Social Sciences (SPSSjore1,
and following an IBM guideline.

Descriptive statistics provided frequencies, peil@ges, mean scores and standard deviations. Sgmig
levels of the relationship between respondents’agaphic and school characteristics and scoresritirmance
commitment were analysed using an independent.t@edinal scale items could assume interval |elah, as
that did not dramatically affect Type | and Typeelrors (Giasvand, 2012). The test of significamaes
performed at the probability level of p<0.05.

A standard multiple regression analysis was perfarito examine the impact of job satisfaction factor
(meaningfulness of the job, job characteristicsjadenefits, workplace conditions and administesupport)
on teachers’ continuance commitment, in which theng predictor was identified.

4. RESULTS

4.1 Demographic information of respondents

In this section, results from the field are anadiydeirst, descriptive statistics are presentedénform of cross-
tabulated data with regard to the respondents’ deapdic and school characteristics.

Table 1: Respondents’ Demographic Information

Characteristics N Percentage
Sex

Male 137 54.8
Female 113 45.2
Age

Below or equal to 35years 144 57.6
Above 35 years 106 42.4
Teaching experience

Below or equal to 10years 148 59.2
Above 10 years 102 40.8
School location

Urban 136 54.4
Rural 114 45.6
School ownership

Public 142 56.8
Private 108 43.2

Table 1 shows demographic and school characteyisficstudy respondents who were 250 in all. There
were 137 males (54.8 percent) and 113 females (@é&@ent). In addition, 57.6 percent of respondevese
aged 35 years and below while 42.4 percent wereeal3d years of age. As regards work experience 59.
percent of respondents had worked for 10 yearess &nd 40.8 percent had worked for more than &afsye
While 45.6 percent of respondents worked in ruchbsls, the majority of them, (54.4 percent) workedrban
secondary schools. Finally, 43.2 percent of respotsdwere from private while 56.8 percent were fiaublic
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secondary schools.

4.2 The role of demographic attributes in teacherstontinuance commitment
The first objective of the study focused on examgnwhether or not there were any significant déferes in
teachers’ intention to remain in the job in relatim their demographic characteristics (sex, agaching
experience) and school characteristics (type odaicbwnership and school location). Table 2 sumsearithe

3

k

findings.
Table 2: Teachers't-test scores for continuance aoitment by demographic characteristics
% Mean Std. Dev t Sig

Sex Male 71.9| 44.65 6.213

Female 815 45.21 6.437 36.62 0.0481
Age Below or equal to 35years 74{1 45.68 6.385

Above 35 years 80.4 45.54 6.630 47.11 0.003
Teaching experience Below or equal to 10years 722  45.2B 6.378

Above 10 years 77.8  46.09 6.568 42.19 0.002
School location Urban 89.0] 47.11 5.820

Rural 65.5| 44.28 6.701 13.69 0.004*
School ownership Public 97.5| 45.80 6.490

Private 89.1] 45.25 6.392 46.2B 0.654

Key:
**p=0.05, (2-tailed).

As regards to sex, data shows that most femald¢eag81.5 percent) indicated that they would corgi
serving their employers compared to 71.9 percertheifr male counterparts. Thus, a statisticallyngigant
difference (t=36.62, p=0.048) was identified. Thidicates that male teachers are more likely tduneran
intention to leave their current employers and weldewhere than their female counterparts.

With regard to age, continuance commitment wastipej influenced by seniority. Data indicated that
teachers aged 30 or above (M=45.54, SD=6.630)anglicintention to continue working in their schooys80.4
percent, while those under 30 years (M=45.63, SBBH). had 74.1 percent. When examining the datarigr
statistically significant difference in continuancemmitment between young and older teachers, $ fwand

that such variations significantly exist (t=47.p&, 0.003).

Furthermore, the findings show that there are Bmgmt differences (t=42.19, p= 0.002) in teachers’
continuance commitment with respect to their woxkeriences between those who had worked for ugno t
years (M=45.28, SD=6.378) and those who had wofkednore than ten years (M=46.09, SD=6.568). This
shows that as teachers spend more time servingtiaybar school, they develop behaviours that redtieir

quitting intentions.

Concerning school location, the findings indicdtattmore urban schoolteachers (89 percent) thad rur
schoolteachers (65.5 percent) disclosed the imterfor continual commitment to their employers. t-fest,
supported this as it showed that variations existetiveen urban teachers (M=47.11, SD=5.820), ara ru
teachers (M=44.28, SD=6.701). This was statisticaifjnificant, (t=13.64, p=0.004). This implies tHaing
environments and access to social services in usbeas are likely to cause teachers to continugngetheir
employers. When examined with respect to type diost ownership, 97.5 percent of teachers in private
secondary schools (M=45.80, SD=6.490), and 89.temérin public secondary schools (M=45.25, SD=6)392
expressed deliberate willingness to continue sgrtfreir employers respectively. Thus, the diffeeeneas
statistically insignificant, (t=46.28, p=0.654)dinating that both government and private educatectors had
put in place similar retention mechanisms to kegghers in their jobs.

4.3 The Job Satisfaction Factors Contribution to Tachers’ Continuance Commitment

Another research objective sought to explore jdisfsation factors that significantly contributed teachers’
continuance commitment to their employers and teirtloverall satisfaction with their daily dutiesoh]
satisfaction was examined in consideration of ffaetors, namely: Job Characteristics (JC), whicbbpd
aspects of the teaching profession that teachere saisfied with, Meaningfulness of the Job (Mahich
measured the way teachers were valued and whagtiegd from teaching.

Other factors were Social Benefits (SB), which mmblihe role of non-economic aspects that sustained
teachers’ satisfaction with teaching, Workplace dittons (WC), which refers to teachers’ satisfactimith the
physical and material condition of their workplaesd Administrative Support (AS), which indicatadbers’
satisfaction they had regarding support and caoenfimmediate supervisors and school administrators.
Continuance commitment (CC) showed teachers’ ifdrrib continue serving to a particular employicbaol.

As presented on Table 3, the SB factor, was regddecontribute more to teachers’ job satisfactioan

147



Journal of Education and Practice
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online)
Vol.8, No.22, 2017

www.iiste.org

IS

other facets of job satisfaction with a mean of£N8.88), which was within the range of “agree” &atfongly
agree”. In general, teachers revealed that they watisfied when their students passed school atidnal

examinations (M = 3.51, SD = 0.624), when work mateoperated with them (M = 3.48, SD = 0.673), when

their jobs were secure (M = 3.35, SD = 0.601) ahémteachers were accorded respect by communitybersm
(M =3.09, SD = 0.694).
Table 3: Job satisfaction and continuance commitndevels

Scale item Statement Mean Std. Dev
JC1 | have interest in teaching 3.05 0.715
JC2 Teaching is close to my ideal 2.89 0.665
JC3 Teaching gives me satisfaction 2.78 0.765
JC4 | have obtained what | want in teaching 0.250 .888
Job characteristics scale 2.81 0.423
MJ1 Teaching provides me with opportunity to useskijls 2.83 0.718
MJ2 Teaching is a challenging job 2.70 0.714
MJ3 Colleagues at school value my contribution 2.68 0.692
MJ4 | am satisfied with my teaching job 2.66 0.777
Meaningfulness of a job scale 2.73 0.382
SB1 | am satisfied when students pass examinations 3.51 0.624
SB2 My work mates cooperate with me 3.48 0.673
SB3 | feel secure in the teaching profession 3.35 .60D
SB4 I am happy when community members respect me 09 3] 0.694
Social benefits scale 3.38 0.561
AS1 I am happy with support | receive from admiragirs 3.12 0.547
AS2 | am satisfied with support | receive from schadministrators 3.06 0.654
AS3 | am satisfied with care | get from my immediatipervisors 3.54 0.632
Administrative support scale 3.24 0.612
WC1 Rewards and incentives are satisfactory 2.48 812.
WC2 My employer cares about my well being 2.61 B.84
WC3 | am satisfied with school physical environment 2.69 0.846
WC4 | am comfortable with career opportunities 2.70 0.804
Workplace conditions scale 2.62 0.854
Total Job satisfaction scale 3.11 0.74
CC1 I am likely to remain in this school in comifige years 3.68 0.671
CC2 I am intending to look for another well paybegching job 2.11 0.636
CC3 I am intending to change my current profession 2.07 0.524
Continuance commitment scale 3.02 0.482

It was found that the majority of teachers werésfiatl with the support rendered by school admiatsts
(AS) concerning the role they played in educatimg young generation in the nation. This aspectgitlthe
following scores: Mean= 3.24 and Std. Dev. 0.61#jidating that teachers were satisfied with thib jo
satisfaction dimension. Regarding specific iteraachers agreed that they were satisfied with stigpey got

from administrators (M=3.06, SD= 0.654), they wheppy regarding such support (M=3.12, SD= 0.541d) an

they were satisfied with care received from immedgupervisors (M=3.54, SD= 0.632).

With regard to JC, the satisfaction of most teasheth this job dimension was low (M = 2.81). Imrtes of
individual items, teachers were mostly satisfiethwhe interest they had in teaching (M = 3.05,8D.715).
However, in the other three items, teachers shdemdevels of satisfaction as follows: Teachingswa@ose to
their ideal (M = 2.89, SD = 0.665), Teaching galvent satisfaction (M = 2.78, SD = 0.765) and teaxihad
obtained what they wanted in the teaching profesg@ib= 2.5, SD = 0.888).

In terms of the MJ factor, teachers displayed lewel of satisfaction (M = 2.73), which was withimet
range of the “disagree” component of the survemit&Vith regard to individual items, the followingsults
were recorded: “Teaching provides me the opponutateffectively use my skills” (M = 2.83, SD = A8),
teaching is a challenging job to teachers (M = &b, = 0.714), colleagues at school valued eachr'sthe
contribution to the school (M = 2.68, SD = 0.692deachers were satisfied with teaching (M = 2$B,=

0.777).

The four items that tapped teachers’ responseshenC dimension concerning their job satisfaction

yielded a mean of 2.62. It was the lowest indeiheffive examined facets of job satisfaction. Tihiplies that
few teachers were satisfied with the WC in thespeztive schools. The teachers observed that terde and
incentives offered by their employers (M = 2.48, S0.812) were not enough to sustain their satigfaavith
the profession. Descriptive statistics further @adéd teachers’ satisfaction under this dimenssofolblows: “my
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employer cares about my well being” (M=2.61, SD4B8 “I am satisfied with the school physical
environment” (M=2.69, SD=0.846) and “I am comfotabwnith the career opportunities offered by my
employer” (M =2.70, SD=0.804).

In all, findings indicate that teachers in secogdarhools are satisfied with aspects under so@néfits
and administrative support dimensions, while theigpldy low satisfaction with job characteristics,
meaningfulness of the job and workplace conditiofisus, teachers were likely to give up teachingy Jo
satisfaction factors (JC, MJ, SB, WC and AS) weomsidered an independent variable and the total job
satisfaction scale scored 3.11, SD= 0.740.

Continuance commitment to the teaching professiwhta schools where teachers worked was considered
a dependent variable. The majority of teacherscatdd that they were not likely to quit the teaghimofession
or change an employing school, (M=3.02, SD= 0.48B)ee items tapped data in this dimension naniem
intending to look for another well paying teachjob in another school” (M= 2.11, SD= 0.636), “| amending
to change my current profession” (M=2.07, SD= 0)524d “I am likely to remain working at this schdot the
next five years” (M=3.68, SD= 0.671).

Table 4: Regression outputs on Job satisfaction aedchers’ continuance commitment

Unstandardised coefficients Standardised
coefficients t Sig
B Std. error Beta
Constant 0.678 0.453 0.991 0.008
Workplace conditions 0.512 0.118 0.574 1.542 0.600*
Social benefits 0.548 0.262 0.482 4.291 0.002p*
Administrative support 0.345 0.134 0.334 0.226 80
Meaningfulness of the job 0.267 0.146 0.416 3.724 .02%*
Job characteristics 0.542 0.148 0.361 2.347 0.09%**
R=0.706 (a), R2=0.54, F=71.54, p<0.001. |

Key:

B= Unstandardised Beta coefficient,
Beta= Standardised Beta coefficient,
Std. Error= Standardised error of Beta.

To identify the strongest predictor of teachershtomuance commitment among the five job satisfactio
factors, a standard multiple regression analysis performed. Results presented in Table 4 show ttieat
regression model is significant (F= 71.54, p<0.0030.706. All five job satisfaction factors argrsficant
predictors of teachers’ continuance commitment heirt employers. The adjusted R square value of 0.54
indicates that all predictor variables explain 54%ovariation in teachers’ continuance commitmentttie
teaching profession in secondary schools in Taazdrhis implies that 46% variation in teachers’ tommnce
commitment in the teaching profession is explaibpgather factors.

When the above job satisfaction factors were séglgraonsidered, it was found that workplace cdndi
were the strongest predictor of teachers’ contineacommitment in the teaching profession (Beta=74).5
p=0.000), followed by social benefits (Beta= 0.4820.002), administrative support Beta= 0.345, p68),
meaningfulness of the job (Beta= 0.416, p=0.02BY kstly was the job characteristics factor (Be@a361,
p=0.198).

5. DISCUSSION

Results show that gender is a significant deterntinhteachers’ continuance commitment in secondahpols.
Female teachers expressed an intention to contwoddng for their current employers. These resaits similar

to those by Njiru (2014) who found that female te=rs possess higher levels of continuance commitmen
compared to their male counterparts. It is argteadl women are contented with jobs in which they icéeract
with others in a supportive and cooperative wayv@fiauskiene, 2012). Teaching is one of such jddbghis
way, female teachers are socialised into valuéiyde¢s and behaviours that are communal in nature.

Family ties impact continuance commitment of ferrei@ployees as they develop awareness of the benefit
associated with staying in a school. This inclugdsng care of their children’s learning. Hencenéde teachers
are reluctant to be transferred to other places.

Teachers’ continuance commitment increases with Ageteachers get old, they adjust to the teaching
profession and life situation at their workstatiomtis supports findings by Nyenyembe, Maslowskinhbd
and Peter (2016) that as employee’s age increas#ses his or her self-confidence these feelingstadyreater
levels of continuance commitment. Older teacherirasp continue working with their current employer
because they have benefited from promotion androswva

On the contrary young teachers display non-contioeacommitment behaviours as they hold higher
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expectations that may remain unfulfilled in theareer span. Teachers’ continuance commitment iplglee
embedded within their sense of self (Kavenuke, 20T8is is in accordance with what was documentgd b
Jonathan, Darroux and Thibeti (2013) that old teexhdisplay higher continuance commitment to their
employers due to expectation for promotion andnébed to protect benefits associated with long sersuch as
gratuity and pension benefits, and that youngerleyegs have a long way to go before they can befriefn

the same.

Teachers’ work experience determines their levetatinuance commitment to their employers. Tlass,
teachers spend more time serving a particular $chbey develop behaviours that reduce their qugtti
intentions. Similarly, Kavenuke (2014) stresses thachers who had six or more years of serviceahsilong
feeling regarding inter-personal relationships watther teachers than those who had five or lesssyeh
teaching experience. So, teachers develop voluptaglivity to continue serving their employers.

Moreover, teachers working in urban secondary sshgfmwed positive attributes to continue servingrt
present employers. This is due to the fact thathtes working in rural areas work in dreadful wedaditions
(Machumu and Kaitila, 2014). Rural conditions geterimmense misery among teachers. Complementisig th
argument, Njiru (2014) found that working for maysars in rural isolated areas limits teachers’ oppity for
academic and professional growth, which leads aghers’ job turnover. However, these findings caditt
those by Jonathan, Darroux, and Thibeti (2013) falomd that the school location was an insignificiactor in
determining teachers’ continuance commitment ash&a from rural and urban settings faced common
workplace conditions problems.

Both private and public secondary schools havelaimétention methods to attract teachers to castin
serving them. This normally makes teachers workatoi& honouring their contracts. In this way, aghess
stay, they invest both socially and economicalyaiway that they gain positive extrinsic incenditeat lead to
their need to stay (Njiru, 2014). This aligns wiltle argument by Kavenuke (2013) who reports thaileyees
whose individual needs are perfectly blended becemetionally stress free, happy with their work avmuld
put in their best towards achieving school goalsisT teachers would intensify efforts in givingitheest to the
school and become more dedicated in offering serviieachers therefore display no difference onicoance
commitment scores when they have similar work celtwffice facilities and organisation set up (lbaa,
Darroux, and Thibeti, 2013).

The present study indicates that most teachers imdeeest in teaching, as they perceived that theye
obtained what they wanted in teaching. TeachemvVipion of basic needs such as food, water, shditalth
care and education for family members contributedtdachers’ continuance commitment to serve their
employers. On the contrary, when teachers feeltdaathing is not their ideal profession, they giyeserving
their current employers or quit teaching altogetfdiis was also the case with the findings in onls by
Kavenuke (2013) who found that low pay forced @daproportion of teachers to look for ancillary mgdo
earn extra income from private tutoring, which rtegdy impacts schools as teachers devote lesstiaehing
in their schools.

Job satisfaction predicted teachers’ continuaneeneibment to the profession. This is in line witlidies
of other scholars such as Sirima and Poipoi (20dd)athan, Darroux, and Thibeti (2013) and Kaver{@ké.3)
who found that satisfied teachers expressed th&niion to continue working for their employerigis due
to the fact that job satisfaction expresses itseHn individual's immediate reactions to the jdlnis influence
the development of teachers’ attachment to théioals upon conducting a comprehensive evaluatiotheif
schools’ values and expectations as well as thgithdal teacher’s future in it.

However, when teachers are dissatisfied with thetliey develop negative feelings about the schoti®
teaching profession, forcing them to consider mgtt Arguing in this vein, Njiru (2016) concurs Withe
argument that employees’ quitting decision procgskegin with the individual teacher identifying and
evaluating alternatives and then deciding whetbeyuit or stay in the job. It is obvious that thensequence of
this decision affects employees’ behaviour withiid autside the school environment.

Complementing this argument, Kavenuke (2013) reptrat lack of job satisfaction influences other
teachers’ workplace attitudes and behaviours. ik bgard, this can lead to teachers’ absentegisemature
retirement from the teaching profession and psyagjiohl withdrawal from the work. Thus, from thistiowk,
this kind of teachers’ withdrawal behaviour affetie employer as well as the entire education systethe
nation. According to Sirima and Poipoi (2010), effeeness of the education system and the impleatientof
educational reforms at classroom level depend laeteachers’ satisfaction with the system.

Teachers’ continuance commitment is determinedelaghers’ perception that they are satisfied with th
teaching job, as it provides them with the oppdtyuto use their skills when it challenges them mitigely. A
teacher who is willing to actively engage in teaghiand a teacher who perceives teaching as positee
ensure educational initiatives in the school andl thierefore improve and devote to their schoolwork
(Wasserman and Yehoshua, 2016).

Additionally, teachers feel satisfied when colleagwat school value each other’s contribution reggrd
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their role in educating the nation’s young generatiThis argument is in line with what Gholami ahidri
(2012) found that teachers display readiness tdiramn investing their energy and time to serve ¢herent
employer when they are satisfied with the teaclobg

Regarding the contribution of teachers’ perceivethiaistrative support to their devotion and conéince
commitment to their employers, the findings revdade association of teachers’ experience with atipes
mood in their workplaces. This is possible in rielatto the way teachers are valued and supportethdiy
school leaders in a time of need. It is argued gdime Machumu and Kaitila (2014) and Kiplangat, Maowyi
and Kangethe (2017) that educators who experieameeived sufficient organisational support feel tieed to
reciprocate the favourable treatment they receivm ftheir leaders at the employing organisatior\aititudes
and behaviours that benefit the school.

Teachers’ satisfaction with the support they obt&iom administrators sustains their continuance
commitment. These results confirm previous studedanzania (Kavenuke, 2013, Jonathan, Darroux, and
Thibeti 2013) that teachers are dedicated to #$wipols because of what they have gained from émefrioyers
in a way that they are not ready to forego theseefits. Thus, teachers stay longer working in aostluipon
getting satisfaction.

Leaders who assist employees in understanding théds are essential in fostering devotion among
teachers. According to Machumu and Kaitila (201d¢se practices provide structure and formality tbader
feedback to teachers, which, in turn, cement thagiport for the school in the form of continuanoenmitment.
Leadership practices that centre on the care oflemps place great emphasis on teachers’ teamwork
(Nyenyembe, Maslowski, Nimrod and Peter, 2016, #&iglat, Momanyi and Kangethe, 2017). Teamwork is of
paramount importance as it influences how teagherseive the school vision

The findings portray that school heads who createraaintain a culture of work pattern energise iees
to be creative in the accomplishment of their ddiljies. Technically, what school heads are dasnggarded
as rendering support for the teaching and learpingess. This study agrees with Machumu and Kit{2014)
argument that educators who establish a framework efffective leadership ensure sustainable school
improvement and teachers’ continued devotion. Setiool heads strive to lead in a way that showheracthat
the school can succeed through collaborative effofistakeholders, including the school managenteathers,
students and parents.

Teachers’ satisfaction with physical and mater@iditions of their work place impacts their coninae
commitment to their employers. This is especiallyetwhen employers care about teachers’ well-baimg
provide requisite rewards and incentives. Teackeep working with their current employers when tliegl
that their expectations are met and their valuesealised (Njiru, 2014).

At school, teachers’ workplace environment is erkdnby keeping teachers’ determination to deliver
effective service through regular in-service tmagnior rewards. This is in line with Kavenuke's (301
observation that the most critical driver of growtir any school is its ability to hire and retaimetright
employees at the right time and place. In otherdaipthe success of any school depends on the carentitof
its employees and their readiness to work for aakcfor an extended duration, which would yield stamt
fruitful service.

Salary is associated with teachers’ job satisfacad lower attrition rate. It reduces the likebdoof
teacher turnover (Machumu and Kaitila, 2014). Teaghsalary positively relates to their retentiaer (Njiru,
2014) and so it is an imperative determinant ofrthetention. This is in line with earlier findindbat revealed
that well paid teachers stay longer in the teachirfession (Jonathan, Darroux, and Thibeti, 2013).

Poor school facilities such as inadequate teachiatgrials and laboratory equipment add to the vedes
teachers (Njiru, 2014 and Nyamubi, 2017). The labdity of and, access to resources, reflect tbieosl’s
support for teachers as they enable them to effdgticomplete given tasks with ease (Machumu anidl&a
2014), thus enhancing teachers’ sense of contkefficacy. In an academic work setting, this citmites to a
connection and attachment to the school as it isndication that the school values teachers andr the
contribution to the realisation of school goals éNyembe, Maslowski, Nimrod and Peter, 2016).

Non-economic factors such as respect from commumégmbers, cooperation from work mates and
students excelling in examinations sustain teathergtinuance commitment. Teachers expressed aetiish
with teaching when they perceived that they argeewd by community members who recognise their
contribution to educating the nation (Nyamubi, 20XRus transcending the material gain teacheraimtitom
the profession.

By implication, teachers work hard at helping sitddearn because they expect to receive respeiat wi
regard to the role they play in addressing leafnghysical, academic and moral growth (Wassermath an
Yehoshua, 2016), for the betterment of individearhers, their parents and the nation as a whal@rgued by
Njiru (2014), teachers do not wish to sacrificedstments made at and around school, both econamiisaxial,
from friendship with colleagues and members of comity.
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6. CONCLUSIONS

Teachers’ demographic variables as well as schmiacteristics determined the level of their aliege to their
respective schools. In the Tanzanian context, dclomation is a major determinant of teacher cardimce
commitment. Teachers in urban schools are more éttethin comparison to their rural counterpartsadreers’
readiness to serve society comes out stronglyegsghin more experience in teaching as well as #fey have
stayed at one workstation for a period of five gearlonger.

Teachers’ intention to remain working with theihseols is partly determined by age. Seniority peslii
influences teachers’ commitment to the school adriy an evaluated determination to attach to dchoals,
while higher levels of turnover are more likelyth@ir junior counterparts.

Social benefits, the meaningfulness of the teacpiadession, job characteristics and schools’ wiabg
conditions are sources of teachers’ satisfactiah thie teaching profession and their willingnesseove their
schools. Their satisfaction is boosted by the scadministration and community members’ readinessupport
the educational enterprise in their community.

Teachers’ assessments of the costs and benefitsn@dining in service at a particular workstatioe ar
influenced by their reluctance to give up estalglitlsocial as well as economic investments. Notrising,
teachers who remain in a particular school for ntbem five years are hesitant to forsake sociakfisn(care,
love and cooperation) and the economic investmimgg have made. This implies that teachers’ coatice
commitment in Tanzanian secondary schools wouldustained if they perceive that they are suppoatedi
valued. Given the importance of job satisfactioemsuring teachers’ continuance commitment, isgeatial for
employers to devise ways to improve job satisfacéimong junior teachers.

7. RECOMMENDATIONS
First, satisfied teachers display positive feeliapsut their job, especially when they feel thatirttemployers
treat them fairly. This, in turn, facilitates theirge to be responsible for provision of qualityeation. So, to
increase and maintain teachers’ commitment, empdoyespecially school heads should increase tesicher
readiness to serve their schools. Secondly, scmamlagers should devise work methods to retain &nact
young qualified teachers in the profession to avérisk of shortage of qualified schools teachers

Thirdly, providing sufficient opportunities for tiely promotion, recognising, rewarding and honouring
good teachers and planning regular professionatldpment programmes will increase teachers’ dewotio
their employer and to the teaching profession. thbyrpractising teachers should not make theirisdcand
economic setbacks an excuse for unprofessionatkipeac nor should school administrators be the eafs
social and economic setbacks. That is, professithéds should govern both teachers and adminsgat
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