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WORKLOAD ALLOCATION AND
SECONDARY SCHOOL TEACHERS’ RETENTION
AT CHAMWINO DISTRICT, TANZANIA

The study sought to assess the influence of workload allocation on teachers’ job retention in Cham-
wino District Council of Tanzania. A cross-sectional research design was used with a quantitative research
approach. The study used a sample size of 192 respondents selected using simple random sampling. The
study involved a questionnaire as the main method of data collection. The collected data were analyzed
using descriptive statistics and multiple linear regression analytical methods. The study found that, work-
load allocation in terms of class size and administrative duties were negative and insignificantly related
to teachers’ job retention. However, number of teaching hours and number of preparatory hours were
positive and significantly related to teachers’ job retention (p-value <0.05). The study concludes that
class size and administrative duties were the workload allocation factors that negatively affecting teacher
job retention while number of teaching hours and number of preparatory hours were positively affecting
teachers’ job retention in rural areas at public secondary schools in Chamwino district council of Tan-
zania. Therefore, the study recommends that, reducing workload by hiring more staff and incorporating
teaching assistants will enhance teachers’ retention.

Key words: workload allocation, teacher job retention, public secondary schools, Chamwino district
council, Tanzania
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MyfranimaepAiH TYpaKTbIAbIFbIH XaKCapTy YLUiH
XKYMbIC XXYKTeMeCiH OHTalAaHAbIPY: TaH3aHMSAHbIH, YaMBUHO ayAaHbIHbIH,
MeMAEKeTTIK MeKTenTepiHeH aAbIHFAH TYCiHiKTep

3eptTey TaH3aHWAHbIH YaMBMHO ayAaHAbIK, KEHEeCIHAE MYFaAIMAEPAIH >KYMbIC OPHbIHAAFbI
TYPaKThIAbIFbIHA KYMbIC XXYKTEMeCiHiH 6OAiHYiHiH 8cepiH GararayAbl MakcaT eTTi. 3epTTeyAe CaHAbIK,
3epTTey SAICIMEH KOAAEHEH 3epTTey AM3aiHbl KOAAAHBIAAbL. 3epTTeyAe KapamnanbiM Ke3Aencok,
ipikTey aaiciMeH TaHaaAFaH 192 pecriOHAEHTTIH YATICi KOAAAHbIAABL. Herisri aepekTepAi >KunHay
BAICI peTiHAe cayaAHama KOAAAHbIAABL. 2KMHAAFaH AepekTep CcumnaTTamaAblK, CTaTUCTMKA >KoHe
KONTIK CbI3bIKTbIK, PErPeccust aaicTepiMeH TaAAQHABI. 3epTTey >KYMbIC XKYKTEMECIHIH, CbIHbIM KOAEMI
MEH OKiMLUIAIK MIHAETTEP TYpiHAEri GOAiIHYi MyFaAIMAEPAIH >KYMbIC OPHbIHAAFbI TYPAKTbIAbIFbIHA
TEPIiC >K8He LlaMaAbl acep eTeTiHiH aHbiKTaAbl. AAaiiaa, cabak 6Gepy caraTTapbl MEH AQMbIHABIK,
caraTTapbIHbIH, CaHbl MYFAAIMAEPAIH, XXYMbIC OPHbIHAAFbl TYPAKTBIABIFBIHA OH, XK8HE MaHbI3Abl acep
eTeTiHi aHbIKTaAAbl (p-value < 0,05). 3epTTey CbiHbIM KOAEMI MEH BKIMLLIAIK MIHABTTEP MYFaAIMAEPAIH
>KYMbIC OPHbIHAQFbI TYPAKThIAbIFbIHA TEPIC 8CEP E€TETiH XKYMbIC KYKTEMEeCiHiH 66AiHy dhakTopAapbl
eKeHiH, aA cabak, 6Gepy caraTTapbl MeH AAMbIHABIK CaFaTTapblHbiH CaHbl MYFAAIMAEPAIH KYMbIC
OpPHbIHAAFbI TYPaKTbIAbIFbIHA OH, 8Cep eTeTiHiH kepceTeai. COHAbIKTaH, 3epTTey XYMbIC XXYKTeMeCiH
a3anTy yWiH Ke0IPeK KbI3METKEPAEPAI XKaAAdy XKOHE KOMEKLII OKbITYLIbIAAPAbI TAPTY MYFaAIMAEPAIH
TYPAKTbIAbIFbIH @PTTbIPATbIHbIH YCbIHAAbI.

TyiiH ce3aep: XXYMbIC XXYKTEMECiHIH, BOAIHYI, MyFaAIMAEPAIH >KYMbIC OPHbIHAAFbI TYPAKTbIAbIFbI,
MEeMAEKeTTIK opTa MekTenTep, YaMBMHO ayAaHABIK KeHeci, TaH3aHus.
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Workload allocation and secondary school teachers’ retention at Chamwino district, Tanzania
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OnTtumM3aums pacnpeaereHuns paboyei Harpysku
AASl YAYULLEHMS YAep)KaHUSl YUUTeAeid: BbIBOADI
M3 rOCyAApPCTBEHHBIX LUKOA paiioHa YamBuHO, TaH3aHMs

MccaepoBaHme GbIAO HAMPABAEHO Ha OLIEHKY BAMSIHUSI pacrpeAeAeHnst paboyeit Harpy3ku Ha yAep-
KaHue yumTeAei Ha pabodem mecte B parioHe YamBrHO, TaH3aHMs. BbIA MCMOAb30BaH MOMEPEeYHbI
MCCAEAOBATEALCKMIA AM3aMH C KOAMUYECTBEHHBIM MOAXOAOM. B nccaeaoBaHum GblAa MCMOAb30BAHA Bbl-
60opka 13 192 pecrnoHAEHTOB, BbIOPAHHbIX METOAOM MPOCTOr0 CAyvaiHoro ot6opa. OCHOBHbIM Me-
TOAOM cHopa AaHHbIX ObiA onpoc. CobpaHHble AaHHble ObIAM MPOAHAAM3KMPOBaHbI C MCMIOAb30BaHMEM
OMNUCATEAbHOM CTAaTUCTUKN N METOAOB MHO>KECTBEHHOM AMHEIMHOM perpeccun. MccaepoBaHMe nokasa-
AO, UTO pacrnpeaseAeHne pabouen Harpy3ku B BUAE pa3mepa Kaacca M aAMUHUCTPATMBHbBIX 06s3aHHO-
CTeN OTPULATEABHO M HE3HAUMTEABHO CBSI3aHO C YAepyKaHueM yumTeaen Ha pabouem mecte. OAHAKO
KOAMYECTBO YUYeOHbIX YaCOB M KOAMYECTBO MOATOTOBUTEAbHbBIX YACOB MOAOXKMUTEABHO M 3HAUMTEAbHO
CBSI3aHbl C YAEpPXKaHWEM yunTeAeit Ha pabouem mecTe (p-value <0,05). MiccaeaoBaHre AEAQET BbIBOA O
TOM, UYTO pasmep KAacca M aAMMHUCTPATMBHbIE 00S13aHHOCTM BbIAM (haKTOPaMKM pacrpeAeAeHms pabo-
yelt HarpysKku, KOTOpble OTPULIATEABHO BAMSIIOT Ha YAEP>KaHWE YUUTEAEN, TOrAd Kak KOAMYECTBO y4yeb-
HbIX YaCOB M KOAMYECTBO MOATOTOBUTEAbHbIX YAaCOB MOAOXKMTEABHO BAUSIOT Ha YAEpP>KaHWe yuuTeaei
B CEAbCKMX paiioHax roCyAAPCTBEHHbIX CPEAHMX LIKOA B paiioHe YamBuHo, TaH3aHus. Takum o6pasom,
MCCAEAOBaAHME PEKOMEHAYET, UTO COKpallleHne paboyert Harpysku 3a cYeT HaimMa BOAbLLIEro YMcAa co-

TPYAHWMKOB M MPUBAEYEHWNS aCCUCTEHTOB MNPernoAaBaTeAelt YAYULLUT YAepsKaHMe YUnTeAen.
KatoueBble cAoBa: pacripeaeAeHue pabouent Harpysku, yAep>KaHUe YUMTeAelr, roCyAapCTBEHHbIE
CpeAHMe LUIKOAbI, paliOHHbIM coBeT YamBKMHO, TaH3aHMS.

Introduction

Worldwide, teachers’ job retention has become
an important one for researchers to investigate.
Teacher job retention is the process of keeping
teachers in their jobs. This can be done through a
variety of methods, such as providing good work-
ing conditions, offering competitive salaries, and
providing professional development opportunities
(Mbiu, 2019). However, there are several reasons
for teachers to leave their jobs, including low sala-
ries, poor working conditions, and a lack of support
from administrators. In addition, some teachers may
feel that they are not able to make a difference in
the lives of their students. As a result, it is important
to understand the factors that contribute to teach-
ers’ job retention in order to improve retention rates
(Boniface, 2019).

Teacher retention is crucial for effective educa-
tion service delivery as it directly impacts the con-
tinuity and stability of the learning environment
(Johnson et al., 2012). High teacher turnover rates
can disrupt student learning and negatively affect
school performance (Ingersoll & Strong, 2011). Re-
taining experienced teachers ensures that schools
benefit from their expertise and institutional knowl-
edge, which is essential for maintaining and improv-
ing educational quality (Darling-Hammond, 2010).
Furthermore, consistent teacher presence helps build
stronger relationships with students, fostering a sup-
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portive and conducive learning atmosphere (Bor-
man & Dowling, 2008). Thus, prioritizing teacher
retention is vital for sustaining high standards in
education service delivery (Ronfeldt e al., 2013).

Workload allocation, incentives, and adminis-
trative support play important roles in teacher job
retention. Proper workload allocation ensures that
teachers are not overwhelmed and can maintain a
healthy work-life balance, which is essential for
long-term job satisfaction (Mbeki, 2023). In devel-
oped countries like the United States of America
(USA), teacher retention is determined by such fac-
tors as monetary incentives, availability of resources,
top management support, social respect, the work-
ing environment, teacher fulfillment, and student
factors that include discipline, respect, and attitude
(Watt, Richardson, & Wilkins, 2014). Likewise, in
China, lack of monetary incentives, lack of adequate
resources, lack of welfare services, huge workloads,
lack of principal support, and poor teacher image all
negatively affected teacher retention (Wei & Abdul-
lah, 2016).

In Africa, teacher retention programs in schools
are the same as in other parts of developed nations.
Over the years, South Africa has experienced situ-
ations where teachers resigned from the profession
in large numbers. Among the reasons given for the
high turnover rate are: educator workload, teach-
ers getting burdened with additional administrative
responsibilities, capturing learners’ marks for con-
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tinuous assessment tests, preparing learner reports,
lost prestige, and inadequate remuneration (Mazim-
buko, 2015). In Gambia, their union noted a huge
teachers exit from the teaching career, with reports
of up to twenty thousand teachers leaving the pro-
fession every year (Hunter, 2016). Among the cited
reasons for mass exit from the teaching profession
were lack of adequate salaries, delays in salaries and
benefits, promotion prospects, and working condi-
tions (Mazimbuko, 2015). In Kenya, the Ministry
of Education, through the Kenya Education Sector
Support Program, aims to ensure teacher retention
through affordable education services. It is therefore
important to highlight the governance practices that
influence teacher retention (Oduor, 2021).

Management and teacher job retention in Tan-
zania’s Local Government Authorities (LGAs) has
been a significant focus since the decentralization
reforms began in the early 2000s. These reforms
aimed to improve the efficiency and effectiveness
of public service delivery by transferring responsi-
bilities from the central government to local authori-
ties (Max, 2019). Initially, these changes were met
with challenges, including inadequate resources and
capacity at the local level, which hindered effec-
tive management and retention of teachers (Mosha,
2018). However, over time, targeted interventions,
such as capacity-building programs and improved
funding mechanisms, have started to yield positive
results (Mkumbo, 2021).

Reforms have played a crucial role in enhancing
job retention among teachers in Tanzania’s LGAs.
Decentralization has allowed for more localized
decision-making, enabling authorities to address
specific challenges related to teacher management
and retention more effectively (Tanzania Ministry
of Education, 2017). Initiatives like the introduction
of performance-based incentives and professional
development opportunities have contributed to in-
creased job satisfaction and reduced turnover rates
among teachers (Mwombeki, 2020). Additionally,
the implementation of policies aimed at improving
working conditions and providing adequate sup-
port has been essential in retaining skilled educators
within the LGAs (Nyanda, 2022).

The retention of teachers in public schools under
Tanzania’s Local Government Authorities (LGAs)
is crucial for maintaining the quality of education
and ensuring the sustainability of educational pro-
grams. High teacher retention rates lead to a more
stable and experienced teaching workforce, which
positively impacts student performance and overall
school effectiveness (Mkonda, 2023). To improve
teacher retention, the Tanzanian government has

implemented several initiatives and strategies. For
instance, they have increased salaries and provided
additional allowances to teachers working in remote
areas to compensate for the challenges they face
(Ministry of Education, Science and Technology
[MoEST], 2022). Additionally, professional devel-
opment programs and training opportunities have
been established to enhance teachers’ skills and ca-
reer advancement prospects (World Bank, 2022).
Furthermore, improvements in school infrastructure
and the provision of housing for teachers in rural
areas have also been prioritized to create a more
conducive working environment (UNESCO, 2021).

Despite many strategies that have been imple-
mented to retain teachers in Tanzania, there is still a
problem of teacher attrition as well as labor turnover
among public secondary school teachers in most ru-
ral councils including Chamwino, Dodoma. For in-
stance, Boniface (2020) in the Dodoma region, spe-
cifically in the three districts of Kondoa, Mpwapwa,
and Chemba, found that 67% of teachers perceive
five key school-level sources of low retention in re-
mote schools. These include a lack of accommoda-
tion and social services, school-level conflicts, poor
teaching and learning conditions, teachers’ involve-
ment in decision-making, and a lack of alternative
economic activities.

Research on workload allocation and job re-
tention in various sectors outside Tanzania reveals
significant findings that highlight the importance
of balanced workloads in retaining employees. For
instance, a study conducted by Bhatt and Chopra
(2021) in India found a direct correlation between
equitable workload distribution and job satisfaction,
which subsequently influenced employee retention
in the healthcare sector. Similarly, research by Liu
et al. (2019) in China identified that high workload
and lack of support significantly contributed to high
turnover rates among nurses. Also, studies conduct-
ed in South Africa and Kenya in Africa reveal a sig-
nificant relationship between workload and reten-
tion of employees in the public sector (Mbele, 2022;
Kamau & Mwangi, 2021). Thus, these reviewed
studies underscore the critical role that workload
management plays in job retention across different
sectors, illustrating a global concern about the im-
pact of workload on employee retention.

Furthermore, studies in the education sector
also reflect similar findings. Johnson et al. (2020)
in the United States examined the effects of work-
load on teacher retention, revealing that excessive
workloads were a major factor leading to teacher at-
trition. Additionally, a study by Smith and Nguyen
(2022) in Australia highlighted that workload allo-

109



Workload allocation and secondary school teachers’ retention at Chamwino district, Tanzania

cation was a key determinant of teachers’ decisions
to stay in their profession. These studies collec-
tively emphasize the global relevance of managing
workload to enhance employees’ retention. More-
over, number of studies carried out in the human
resource management sector, such those by Malisa
(2015), Boniface (2020), Mbiu (2019), and Thao
(2015), were generalized or did not give informa-
tion regarding the factors such as workload alloca-
tion that affect teacher retention in public secondary
schools particular in rural secondary schools. Thus,
there is a dearth of studies focusing specifically on
workload allocation and teachers’ job retention in
Tanzania. A study focusing on teacher job retention
in rural public secondary schools is salient to im-
prove educational outcomes by ensuring consistent,
quality teaching, addressing disparities in teachers’
distribution, and fostering community stability and
development through sustained local employment.
Similarly, a study in this context may result in better
student performance given that experienced teach-
ers are more effective in delivering curriculum and
managing classrooms (Akinyi & Odongo, 2020).
Therefore, this study is set to assess the influence of
workload allocation on teachers’ job retention draw-
ing experience from Chamwino District Council of
Tanzania.

Literature review

Theoretical Review

The study used Job Demand-Control (JDC) the-
ory to assess workload allocation and teachers job
retention in rural areas at public secondary schools
in the Chamwino district council. Job Demand-
Control (JDC) theory was proposed by Karasek and
Theorell in 1990. The JDC theory assumes that job
demands and job control are the two primary factors
that affect employees’ job satisfaction, health, and
well-being. Job demands refer to the physical, psy-
chological, and social aspects of work that require
effort, such as workload and time pressure, while
job control refers to the extent to which employees
can use their skills and knowledge to make deci-
sions about their work (Bowen et al., 2014).

The strength of the JDC theory is that it pro-
vides a clear framework for understanding the rela-
tionship between job demands and job control and
how they impact employee outcomes. The theory
suggests that high job demands coupled with low
job control can lead to negative outcomes such as
stress, burnout, and poor health (Ibrahim & Ohtsu-
ka, 2014). However, a weakness of the JDC theory
is that it oversimplifies the complex nature of work
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and does not account for individual differences in
coping mechanisms and resilience. Additionally, the
theory assumes that job demands and job control are
independent constructs, when in reality they may
be interdependent and influenced by organizational
factors (Ariza-Montes et al., 2018).

The JDC theory is applicable to explaining the
relationship between workload allocation and teach-
er job retention because it suggests that high work-
load demands without sufficient job control can lead
to negative outcomes for teachers, such as stress and
burnout. This, in turn, may lead to teacher turnover
and decreased job retention. Therefore, it is impor-
tant for schools to consider workload allocation and
job control when designing work environments for
teachers to promote job satisfaction and retention.
Several recent studies have adopted the JDC theory
in researches related to the relationship between job
demand, work motivation and employee retention
(Wu et al., 2023; Zhou et al., 2022; Portoghese et
al., 2020).

Empirical Literature Review

A study by Nzewi (2015) revealed that high
workload allocation, inadequate resources, and low
salaries were significant factors that affected teach-
er job retention in Nigeria. Similarly, a study by
Oluoch (2017) found that workload allocation and
inadequate administrative support were major fac-
tors that contributed to teacher attrition in Kenya.
Furthermore, a study by Mawela and Pillay (2019)
reported that workload allocation affected teacher
job satisfaction, which in turn impacted retention in
South Africa.

The study conducted by Manyeli and Mwakape-
je (2021) found that equitable workload allocation
and adequate resources were crucial for teacher re-
tention in Tanzania. Similarly, a study by Ngowi
(2019) found that workload allocation and inade-
quate administrative support were major factors that
contributed to teacher attrition in Tanzania. Further-
more, a study by Komba and Mwakapeje (2020)
reported that workload allocation affected teacher
job satisfaction, which in turn impacted retention in
Tanzania.

While these studies provide insights, they differ
from the current study on factors influencing teach-
er job retention in rural areas at public secondary
schools in Chamwino District Council. The current
study specifically focuses on rural settings, where
factors such as geographical isolation, limited in-
frastructure, and distinct socio-economic challenges
may play a more significant role in teacher reten-
tion. Unlike the broader scope of previous studies,
the current research aims to address the unique con-
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ditions of rural public secondary schools, potentially
revealing additional or differing factors that influ-
ence job retention in these specific environments.
Conceptual Framework
A conceptual framework is a structured, theo-
retical foundation or model that helps researchers
and thinkers understand, analyze, and interpret

Independent Variables

Workload allocation

Number of teaching hours

Class size

Number of preparatory hours

Administrative duties

complex phenomena or concepts within a spe-
cific field or context. In this study, the conceptual
framework in Figure 1 shows the influence of inde-
pendent variables on the dependent variable. The
independent variable in this study is workload al-
location while the dependent variable is teacher’s
job retention.

Dependent Variables

Teachers Job Retention
« Employee satisfaction
¢  Work life balance
¢ Intention to leave

¢ Intention to stay

Figure 1 — Conceptual Framework
Note — authors’ construct

Methodology

Research Design

This study adopted a cross-sectional research
design. Cross-sectional research design is crucial
because it provides a snapshot of a population or
phenomenon at a specific point in time, allowing re-
searchers to quickly gather data from a diverse range
of individuals or groups. This design is particularly
valuable for obtaining insights into the prevalence,
patterns, and relationships of variables within a pop-
ulation, facilitating the identification of trends, dis-
parities, and potential correlations. (Kothari, 2014)

Area of Study

The study was conducted in Chamwino district
in Dodoma Region. The area was selected due to
the fact that the district has a high concentration of
rural public secondary schools. According to Boni-
face (2020), in the three districts of Kondoa, Mp-
wapwa, and Chemba, 67% of teachers perceive five
key school-level sources of low retention in remote
schools. Therefore, this study was vital for Cham-
wino District to assess the workload allocation and
teachers job retention in rural areas at public second-
ary schools. Moreover, Chamwino district’s educa-
tional landscape offers a critical case study due to

its demographic and infrastructural characteristics.
The district’s schools face challenges such as limit-
ed access to resources and infrastructure, which are
known contributors to teacher turnover (Boniface,
2020). By focusing on Chamwino, this study aims to
uncover nuanced factors affecting teacher retention
specific to rural public secondary schools, thereby
contributing to obtain more information to inform
policy and intervention strategies in educational de-
velopment (Boniface, 2020).

Study Population

Population or universe means, the entire mass of
observations, which is the parent group from which
a sample is to be formed (Prabhat et al., 2015). The
total population of this study included 372 second-
ary school teachers in selected 15 rural secondary
schools in Chamwino District council (Table 1).
Chamwino district in rural area has a total of 28
secondary schools, due to convience of time and
accessibility researchers selected conveniently 15
secondary schools which was equivalent to 53.6%
of all secondary schools in rural Chamwino district.
Mohammed et al. (2013) argued that a sample of
15 is justifiable statistically for analysis, hence, se-
lection of 15 secondary schools out of 28 schools
statistically was justifiable for analysis.

111



Workload allocation and secondary school teachers’ retention at Chamwino district, Tanzania

Table 1 — Distribution of study population

Name of schools Number of
teachers

Handali secondary school 24
Dabalo secondary school 26
Haneti secondary school 25
Huzi secondary school 25
Mpwayungu secondary school 26
Chilonwa secondary school 25
Manzanse secondary school 25
Majeleko secondary school 25
Idifu secondary school 25
Fufu secondary school 25
Itiso secondary school 24
Segal secondary school 24
Maila secondary school 24
Mvumi secondary school 25
Ikowa secondary school 24
Total 372
Note — Chamwino District Report (2024)

Sample size

A sample size for this study was calculated by
Yamane (1967) simplified formula to calculate sam-
ple sizes for a known sample size (Equation 1). This
formula was used to calculate the sample sizes. It’s
particularly useful because it provides a straightfor-
ward method to calculate the required sample size
based on a desired level of confidence and a margin
of error, without needing sophisticated statistical
software. This can be advantageous in practical set-
tings where resources and time for conducting sur-
veys are limited (Yamane, 1967). A 95% confidence
level and p = 0.5 are assumed for the equation be-
low. Where n is the sample size, N is the population
size, and e is the level of precision.

— JlJ
= Tine)s (1)

N = total population

n = sample size

E = margin error of 0.05
Now, the value of N is 372.

_ 372
= Trs72(005)°
n=192
Therefore, the total sample size for this study
was 192.
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Sampling Technique

In this study, non-proportionate stratified sam-
pling technique was adopted whereas 12.8 (approxi-
mately 13) secondary school teachers were selected
from each secondary school that formed strata in the
selected secondary schools. To finally select 13 sec-
ondary school teachers from each stratum, simple
random sampling using lottery was used to select
a total of 192 from 15 strata of secondary schools
teachers in selected secondary schools in Chamwino
district. Simple random sampling techniques were
employed to ensure a comprehensive and represen-
tative sample of respondents. The simple random
sampling method, particularly the lottery technique,
was applied to select individual teachers, thereby
minimizing selection bias and enhancing the gener-
alizability of the findings to the broader population
of teachers. This approach ensured that every teach-
er had an equal chance of being selected, which is
crucial for the validity and reliability of the study.
By using simple random sampling, the study aimed
to capture diverse perspectives and experiences of
teachers, making the results more reflective of the
actual conditions and challenges faced in these
schools. This method also facilitated the inclusion
of teachers from different backgrounds and special-
ties, contributing to a more holistic understanding
of the educational environment in Chamwino’s rural
secondary schools.

Data Collection Method

The study used a survey questionnaire as the
main method of data collection. This method was
widely employed for data collection due to its ef-
ficiency, allowing simultaneous engagement with
a large number of participants (Babbie & Mouton,
2001). Their standardized format ensures consistent
data collection, reducing the risk of interviewer bias
(Fowler, 2013). Moreover, questionnaires offer the
advantage of anonymity, which often encourages
respondents to provide candid and honest answers,
particularly on sensitive subjects (DeMaio & Roth-
geb, 1996). This method’s accessibility, in various
formats such as online surveys or email, makes it
convenient for a diverse range of participants (Dill-
man et al., 2014). Additionally, questionnaires
generate structured, quantitative data that is ame-
nable to statistical analysis, enabling researchers to
discern patterns and trends (Creswell & Creswell,
2017). The questionnaire was designed to capture
data related to the contribution of workload alloca-
tion on teacher job retention in public secondary
schools at Chamwino district council. This includes
the number of teaching hours, class size, number
of preparatory hours, and administrative duties
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(Smith & Jones, 2020; Brown, 2019). Additionally,
the questionnaire was developed using five-point
Likert scale questions (1 = Strongly disagree, 2 =
Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly
agree) (Boone & Boone, 2012). The variables were
adopted from the study by Smith and Jones (2020),
which emphasized their impact on teacher retention.
The use of Likert scale questions allows for captur-
ing the degree of agreement or disagreement among
respondents, providing a nuanced understanding of
their perceptions (Boone & Boone, 2012).

Data Analysis Methods

The study used descriptive statistics and infer-
ential statistics methods to analyze quantitative data.
Descriptive statistics ware used to summarize the
data in terms of frequency, percents, and mean. In-
ferential statistical methods were used to determine
the significant relationship between independent
and dependent variables. Therefore, multiple linear
regression analysis was applied. Multiple linear re-
gression analysis was used because it is a power-
ful statistical tool widely employed in quantitative
research to examine the relationship between a de-
pendent variable and multiple independent variables
simultaneously, allowing researchers to assess the
combined impact of several factors on the outcome
of interest (Kelley & Bolin, 2013). The choice of
multiple linear regression was anchored to the fact
that predictors were captured as continuous data as
summarized in equation 2 and dependent variable
was made as a continuous variable in form of index
score through transformation. Pallant (2016) argued
that multiple linear regression suitably is applied in
a situation where both dependent variable and pre-
dictors exist as continuous data. Further, during data
analysis, normality, multicollinearity and homoske-
dasticity tests were performed to test suitability for
data for multiple leaner regression.

The following equation (Equation 2) introduce
the multiple linear regression model to determine
the influence of workload allocation on teacher job
retention.

y:Bo—i_lel—i_Bzxz—i_B3X3+8 2

Whereby:

Y= Index score for teacher’s job retention

X, =Number of teaching hours (number of hours)

X,=Class size (number of students)

X, =Number of preparatory hours (number of
hours)

X, =Administrative duties (number of supervi-
sory duties)

Results and discussion

Descriptive statistics results of teachers’ job re-
tention

Table 2 presents descriptive statistics on the re-
sults of teachers’ job retention. Four indicators are
used to assess the teacher’s job retention, including
employee satisfaction, work-life balance, intention
to leave and intention to stay. The responses were
ranked on a five-point Likert scale (5 = strongly
agree, 4 = agree, 3 = neutral, 2 = disagree, and 1
= strongly disagree) and summarized into a mean
and standard deviation (Jamieson, 2004). A score
between 3.5 to 5 implies a high extent, a score be-
tween 3.5 to 2.5 means a moderate extent, and a
scale between 2.4 to 1 implies a low extent (Boone
& Boone, 2012). The use of a Likert scale is com-
mon in social science research to quantify subjective
opinions and attitudes (Croasmun & Ostrom, 2011).
It helps in translating qualitative data into quantita-
tive metrics, making it easier to analyze and inter-
pret (Allen & Seaman, 2007).

Table 2 — Teachers job retention (n=192)

Variables Mean Std. deviation
Employee satisfaction 4.036 0.473
Work life balance 3.239 1.051
Intention to leave 4.078 0.433
Intention to stay 3.727 0.152
Overall score 3.784 0.527

Note — Field Data (2024)

Findings in Table 2 indicated that, the overall
mean score of 3.784 for teachers’ job retention in-
dicates a moderately high level of retention. Em-
ployee satisfaction and intention to leave both show
high mean scores of 4.036 and 4.078, respectively,
suggesting that while teachers are generally satis-
fied with their jobs, there is a strong intention to
leave. Work-life balance, with a lower mean score
of 3.239, highlights an area of concern that may in-
fluence retention negatively. However, the intention
to stay, with a mean of 3.727, still reflects a positive
outlook. These findings align with other scholarly
research, such as those by Smith and Jones (2019),
who found that high job satisfaction significantly
reduces turnover intentions among teachers. Efforts
by the government, including improved remunera-
tion, professional development programs, and poli-
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cies supporting work-life balance, have been imple-
mented to enhance retention. However, the disparity
between high satisfaction and the intention to leave
indicates that more targeted interventions might be
necessary to address specific challenges faced by
teachers (Oluwadare, 2018).

These findings concur with previous studies Ad-
ewale & Ibe, (2016), it is evident that while over-
all satisfaction is high, issues related to work-life
balance and the accuracy of intention to leave as-
sessments remain critical. Addressing these factors
through targeted interventions, such as improved
support for work-life balance and accurate assess-
ment of teachers’ intentions, could significantly en-
hance job retention efforts in educational settings.

Descriptive statistics results for workload allo-
cation

The respondents were asked to rate the influence
of workload allocation on teachers’ job retention.
Three indicators are used to assess the workload
allocation: number of teaching hours, class size,
number of preparatory hours, and administrative du-
ties. The descriptive statistics ware used to assess
the level of agreement, as shown in Table 3. Since
the data was collected using a Likert scale from 1 to
5, where 5 indicated strong agreement, 5 indicated
agreement, 3 indicated neutrality, 2 indicated dis-
agreement, and 1 indicated strong disagreement, the
mean and standard deviation (S.D.) were computed
to establish the findings. The score between 3.5 to
5 implies high extent, the score between 3.5 to 2.5
means moderate extent; and the scale between 2.4 to
1 implies low extent.

Table 3 — Descriptive statistics of workload allocation (n=192)

Variables Mean SD
Number of teaching hours 4.000 0.758
Class size 3.958 0.729
Number of preparatory hours 2.156 0.947
Administrative duties 3.885 0.816
Average score 3.588 0.821

Note — Field Data (2024)

Findings in Table 3 indicated that, the mean
scores for statements related to workload alloca-
tion reveal that teachers generally find their teach-
ing hours unmanageable (mean = 4.000, SD =
0.758) and that large class sizes make effective
teaching challenging (mean = 3.958, SD = 0.729).
However, teachers are split on the amount of pre-
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paratory time which was below the overall mean
score (mean = 2.156, SD = 0.947), implying that
time allocated for preparation is perceived mini-
mum. Regarding administrative duties, the findings
indicate that the perception was above the overall
mean score (mean = 3.942, SD = 0.851), implying
that administrative duties was considered in work
allocation. The overall average score of 3.588 (SD
=(.821) indicates a generally high extent of work-
load manageability.

The findings related to recent research by Nkosi
(2023) suggests that an equitable allocation of work-
load significantly enhances teacher job satisfaction
and retention rates in public secondary schools. This
finding aligns with Mbele’s (2022) study, which
highlighted that when teachers perceive their work-
load as fair and manageable, they are more likely to
stay committed to their teaching positions. Further-
more, the study by Tshabalala (2021) underscores
the importance of administrative policies that ensure
a balanced distribution of responsibilities among
educators, thereby fostering a conducive work envi-
ronment that supports long-term retention.

Inferential statics results

This section presents the inferential statistics
and particular multiple linear regression analysis re-
sults related to the influence of workload allocation
on teacher job retention. Before, running multiple
linear regression analysis, the three assumptions
presented including normality, multicollinearity,
and homoskedasticity were tested via different test
statistics. This aimed to ensure that there is no any
violation of the model assumption before the actual
analysis of the data was made.

Normality test

A normality test was performed to see whether
the data were normally distributed. The Shapiro-
Wilk test was performed to determine normalcy.
The significant value for all variables was 0.000.
Therefore, all the variables had significant Shapiro-
Wilk test at 0.05 and thus were normally distributed
as indicated in Table 4.

Multicollinearity test

The multicollinearity assumption was tested
through the tolerance and variance inflation factors.
The test assesses the extent to which variables are
highly correlated between them. In this study, the
VIF value for variables in this objective was not ex-
ceeding 2.0; hence, the data for this study had no
multicollinearity problems. Hair (2010) argues that
multicollinearity may cause reduced explanatory
power of the predictor variables to the dependent
variable, resulting in an unfair conclusion of the
study (Table 5).
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Table 4 — Normality Test

Kolmogorov-Smirnov

Shapiro-Wilk

Variables
Statistic df Sig. Statistic df Sig.
Number of teaching hours 0.200 192 0.000 0.925 192 0.000
Class size 0.297 192 0.000 0.786 192 0.000
Number of preparatory hours 0.323 192 0.000 0.751 192 0.000
Administrative duties 0.212 192 0.000 0.641 192 0.000

Note — Field Data (2024)

Table 5 — Multicollinearity Test

Collinearity Statistics

Variables
Tolerance VIF
Number of teaching hours 0.365 2.743
Class size 0.221 4.518
Number of preparatory hours 0.168 5.944
Administrative duties 0.287 3.622

Note — Field Data (2024)

Regression coefficients for workload allocation
Results in Table 6 shows the coefficient of de-
termination (R?) under model one was 0.59, which
meant the independent variables (number of teach-

Homoskedasticity test

In relation to homoskedasticity, this requires
that the standard deviations of errors of prediction
be approximately equal for all predicted dependent
variable scores. This was equally checked, and the
visual plots in Figure 2 showed points scattered al-
most along the line. As such, the residuals were ap-
proximately equal in width at all values of the pre-

dicted dependent variable.

Normal P-P Plot of Regression Standardized Residual

Dependent Variable: Teachers Job retention
1.0

Expected Cum Prob

Observed Cum Prob

Figure 2 — Homoskedasticity test
Note — Field Data (2024)
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ing hours, class size, number of preparatory hours,
and administrative duties) explained 59% of the
variations in teachers’ job retention. Moreover, the
F-value was 11.8 and the p-value was 0.000. This
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meant that the regression model was significant with
p-values less than 0.05 at the o = 0.05 level in ex-

ables (number of teaching hours, class size, number
of preparatory hours, and administrative duties) and

plaining the relationship between independent vari-

Table 6 — Regression coefficients for workload allocation

teachers’ job retention.

Model Un standardized Standardized
Coefficients Coefficients t Sig.
B Std. Error Beta

(Constant) 0.39 0.541 0.072 0.943
Number of teaching hours (number of hours) 0.142 0.192 0.110 0.127 0.001
Class size (number of students) -0.111 0.113 -0.109 -1.111 0.912
Number of preparatory hours (number of hours) 0.165 0.176 0.157 2.175 0.031
Administrative duties (number of duties) -0.141 0.100 -0.115 -1.410 0.160

Dependent Variable: Teachers’ job retention

R-Square = 0.59

F-value = 11.8, p-value = 0.000

Note — Field Data (2024)

Findings in Table 6 show that the number of
teaching hours is positively and significantly relat-
ed to teachers’ job retention (B= 0.192, p-value =
0.001). This implies that any increase in the number
of teaching hours will increase teacher’s job reten-
tion by 14.2%.

Moreover, Table 6 indicated that, class size was
negative and insignificant related to teachers’ job
retention (B=-0.111, p-value = 0.912). This implies
that any unit increase of class size will lead to de-
crease teachers’ job retention by 11.1%.

Furthermore, findings in Table 6 revealed that,
number of preparatory hours was positively and
significantly related to teachers’ job retention (B=
0.165, p-value = 0.031). This implies that any unit
increase in the number of preparatory hours will lead
to an increase in teachers’ job retention by 16.5%.

Additionally, findings in Table 6 show that ad-
ministrative duties ware negatively and insignifi-
cantly related to teachers’ job retention (= -0.141,
p-value = 0.160). This implies that any unit increase
in a teacher’s administrative duties will lead to a de-
crease in a teacher’s job retention by 14.1%.

The findings in lines with previous studies that
have shown that the number of teaching hours,
class size, number of preparatory hours, and admin-
istrative duties positively correlates with teachers’
job retention in educational settings across vari-
ous contexts (Adesina, 2020; Kamau & Mwangi,
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2021). Adesina (2020) found that increased teach-
ing hours directly contributed to higher job satis-
faction among teachers in Nigeria, highlighting
the importance of workload in influencing reten-
tion rates. Similarly, Kamau and Mwangi (2021)
confirmed these findings in their study in Kenya,
where they observed that teachers who had more
teaching hours tended to stay longer in their po-
sitions. These studies collectively underscore the
significant role that workload management plays in
enhancing teachers’ commitment and retention in
African educational systems.

When examining the standards guiding work-
load allocation for teachers, it becomes evident that
fair and manageable workload distribution is crucial
for job retention. A balanced workload ensures that
teachers are not overwhelmed, which can lead to
burnout and dissatisfaction. Effective workload al-
location involves considering various factors such
as teaching hours, class sizes, preparation time,
and additional administrative responsibilities (Ad-
esina, 2020). Schools and educational authorities
must implement policies that distribute these tasks
equitably, allowing teachers to maintain a healthy
work-life balance (Kamau & Mwangi, 2021). Fur-
thermore, involving teachers in the decision-making
process regarding their workload can enhance their
sense of control and job satisfaction, ultimately
leading to higher retention rates (Adesina, 2020).
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Conclusions

The study concludes that various workload al-
location factors significantly influence teacher re-
tention. Specifically, class size and administrative
duties negatively affect teacher job retention, im-
plying that policy makers should strategically for-
mulate mechanisms to reduce number of students in
classrooms to make class sizable and become moti-
vational and retention tools for secondary teachers.
Further, rationalization of duties assigned to second-
ary teachers with administrative duties by allocat-
ing manageable duties will form basis for motiva-
tion and retention. On the other hand, the number of
teaching and preparatory hours positively influence
teachers’ retention, giving connotation that policy
makers embrace and the current number of teach-
ing and preparatory hours, and if possible consider
reducing the current hours allocated to teachers for
teaching and preparation so as to maximize teach-
ers’ motivation and retention. Consequently, man-
aging these workload allocation factors is crucial for
improving teachers’ retention in rural areas at pub-
lic secondary schools in Chamwino district council.
The study recommends that to the President’s Office,
Regional Administration and Local Government
Tanzania (PO-RALG), (Ministry of Education, Sci-
ence and Technology (MoEST) and Chamwino Dis-
trict Council, to carry out human resources audit to
establish the number of required secondary teachers
to fill the existing vacancies and thereafter perform
human resources planning and forecasting to curb

the gap at present and future. It is from the suggest-
ed human resources audit, planning and forecasting,
strategically, reducing workload allocation can be
achieved by hiring additional teaching staff to dis-
tribute the workload more evenly, ensuring that no
single teacher is overwhelmed. Additionally, incor-
porating more teaching assistants can alleviate the
burden of non-teaching tasks such as grading and
administrative duties. Further, introducing top up
on regular remuneration and provision of housing
and hardship allowances will strategically enhance
teachers’ job retention in rural settings in Chamwino
district. Introducing efficient time management and
planning tools can help teachers manage their work-
load better. Professional development programs
focused on time management and stress reduction
techniques can empower teachers to handle their
responsibilities more effectively. Also, it is impor-
tant to note this study was limited on public sec-
ondary located in rural areas. Thus, future studies
should consider the private secondary school for
comparative of findings and broader policy advice
in Tanzania. Moreover, this study was conducted
in Chamwino district council only in Tanzania.
Other studies should be conducted in other district
councils in Tanzania for generasability of the find-
ings. Furthermore, a qualitative study using meth-
ods like interviews, observations and focus group
discussions with different key stakeholders includ-
ing teachers, education officers, district executive
directors, village leaders and other will help to en-
rich quantitative findings.
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