



The Effect of Working Environment on Teachers’ Motivation in Primary Schools in Kinondoni Municipal, Tanzania

ABSTRACT
The study examined how the work environment influences teachers' motivation within the Kinondoni Municipal Council. It was conducted across twenty-one primary schools in the municipality. A specific objective guiding the research was to assess the impact of the work environment on teachers’ motivation in Kinondoni. The study involved 83 respondents from various levels, including primary school teachers, school heads, ward education officers, and district education officers. The research employed a mixed-methods approach and adopted a descriptive research design. Purposive and simple random sampling strategies were used to select participants. Data collection methods included questionnaires and semi-structured interviews. As a mixed-methods study, quantitative data were analyzed using descriptive statistics, while qualitative data were subjected to content analysis. Findings indicated a positive and significant relationship between the work environment and teachers’ motivation. Specifically, three variables—teaching and learning materials, school infrastructure (including classrooms, desks and chairs for pupils, toilets for both pupils and teachers, and teachers’ houses), and pupil-teacher ratios—each had a positive influence on teachers' motivation. Based on these results, it is recommended that the government construct additional classrooms to accommodate the growing number of pupils. The number of toilets should also be increased to match student and teacher populations. Additionally, providing textbooks and reference materials for both pupils and teachers would enhance the effectiveness of teaching and learning activities. To improve convenience and morale, the government should consider building teachers' houses near school premises to reduce long commutes which can negatively impact teaching quality and teachers' motivation.
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1. INTRODUCTION
Globally, the quality of the workplace environment impacts employees’ motivation levels as well as their performance (Ajala, 2012). The work environment significantly affects employees’ productivity. The success of any organization is closely linked to the job performance of its employees (Mohammed, 2014). The work environment is an important issue that can influence teachers' motivation in schools and their commitment to work. Boyd et al. (2011) stated that an inspired workplace results in inspired workers, with increased attention to the importance of work performance, environment, and working conditions all of which are critical factors in motivating teachers. They also noted that teachers in public schools often lack motivation due to poor working conditions. Ladd (2011) argued that employees spend a significant amount of time in their work environment each week, making it crucial for organizations to optimize working conditions to help employees perform tasks more effectively.

The work environment encompasses the physical setting, such as temperature and equipment, as well as job-specific characteristics like workload and task complexity. It also includes broader organizational features such as culture and history, alongside external factors such as local labor market conditions, industry sector, and work-home relationships (Loeb, Darling-Hammond & Luczak, 2005). Moreover, it involves policies, rules, work relationships, and internal and external environmental factors that influence employees’ performance. Masoom (2021) pointed out that the work environment includes conducive factors such as organizational encouragement, supervisory support, and workgroup backing, as well as toxic conditions like teaching impediments and workload pressure. Features of the work environment include opportunities for control, skill utilization, achievement of externally set goals, variety, clarity, adequate compensation, physical security, interpersonal contact, and social status. While many of these are vital for psychological well-being, some like workload may become detrimental at excessively high levels. Conversely, variables such as income and social status are less likely to harm well-being even when elevated.

According to Afful-Broni (2012), employees’ job performance is generally determined by three factors: ability (the capability to perform the job), work environment (tools, materials, and information needed), and motivation (the desire to perform the task).

The work environment substantially influences teachers' commitment. Committed and highly motivated teachers working in conducive environments contribute their time and energy toward achieving school goals and are considered the primary asset of the school. They provide the intellectual capital that many schools now regard as their most critical resource. Teachers who share a commitment to their school and collective well-being are better positioned to generate the social capital that facilitates effective school learning. Conversely, an unconducive work environment can lead to feelings of dissatisfaction and diminish teachers’ contributions (Ushie et al., 2015). A positive work environment makes teachers feel good about coming to work, thereby motivating them to sustain and increase their commitment (Ali et al., 2013). When teachers find their work environment unfulfilling or unsatisfying, it can lead to boredom, reduced efficiency, fatigue, frustration, and dependency ultimately resulting in low commitment.

The school environment plays a vital role in motivating teachers and influencing their productivity. When teachers perceive their classroom as a safe, healthy, and happy space with adequate resources and facilities, they tend to engage more actively in teaching activities. This underscores that employees’ motivation is heavily influenced by both physical aspects of the work environment and the degree to which it provides meaningful work. Conducive working environments offer pleasurable experiences and help teachers realize their goals, whereas toxic environments cause pain and hinder their behavior (George, Louw & Badenhorst, 2008). Factors such as excessive workload, bias, discrimination, favoritism, lack of support from upper management, feelings of being unvalued, and financial issues can cause unhappiness and anxiety, leading to feelings of depression, inadequacy, mental exhaustion, and depersonalization (Masoom, 2021).

Employees are also concerned with a comfortable physical work environment, which heightens motivation. Fringe benefits such as housing allowances, transportation, pensions, health insurance, overtime pay, and staff training can serve as additional motivators. Motivation involves creating desired behaviors in individuals and includes two main facets: intrinsic and extrinsic factors. Intrinsic motivation originates from within the individual such as interest, talent, and curiosity while extrinsic motivation arises from external rewards like awards, penalties, and social support (Bennell & Akyeampong, 2007). The Sustainable Development Goals (SDGs), specifically Goal 4.a, aim to build inclusive, safe, and nonviolent learning environments that are sensitive to children with disabilities and gender differences.

At its 110th session in June 2022, the International Labour Conference recognized “a safe and healthy working environment” as a fundamental principle and right at work. It designated the Occupational Safety and Health Convention, 1981 (No. 155), and the Promotional Framework for Occupational Safety and Health Convention, 2006 (No. 187), as fundamental conventions. It remains unclear to what extent the working environment in primary schools influences teachers’ motivation in Kinondoni Municipality.

A positive work environment is essential for teachers’ motivation and productivity. When teachers perceive their classroom as safe, healthy, and resourceful, they are more likely to participate actively in their teaching roles (Bennell & Akyeampong, 2007). This highlights that motivation is best fostered by both the physical conditions and the meaningfulness of the work environment. Conversely, toxic environments often result in negative experiences that diminish teachers’ motivation.

A substantial body of research indicates that poor working environments are negatively related to turnover intention (Griffeth, Horn, & Gaertner, 2000), while, working environment with infrastructural challenges affect students’ learning and academic end-results (Mghimba & Mwila, 2022). Dissatisfied employees are more likely to consider alternative employment. Sogoni (2017) observed that lack of motivation among teachers' manifests through unwillingness to participate in school activities, poor attendance, tardiness, reluctance to engage in further training, uncreative teaching approaches, negative attitudes during meetings, and unhelpful behavior when assistance is needed.

The Tanzanian government has undertaken various initiatives (Big Results Now, SEDP - BRN, Primary Education Development Plan- PEDP, and Secondary Education Development Plan- SEDP) to improve working conditions, such as constructing classrooms, science laboratories, halls, hostels, sports fields, sanitation facilities, teachers’ houses, and providing in-service training to make the teaching-learning environment more comfortable for both teachers and students (see, Ngirwa, 2018; URT, 2010-SEDP II). Additionally, the government has paid salaries and non-salary arrears and committed to clearing debts to enhance teachers’ job satisfaction and effectiveness (The Guardian-IPP MEDIA, 2025).

Despite these initiatives, the working environment in many Tanzanian primary schools particularly in Kinondoni remains suboptimal, with persistent challenges that undermine teachers' morale and job satisfaction. Previous studies, such as Bennell and Akyeampong (2007), highlight that teacher motivation is strongly influenced by both intrinsic and extrinsic factors within the school environment. However, there is a gap in local research specifically examining how the working environment exclusively affects teachers’ motivation in primary schools within Kinondoni Municipal.

2. LITERATURE REVIEW

Teachers Working Environment

A school's working environment encompasses a range of characteristics that impact the well-being, motivation, and performance of both teachers and students. Key aspects include the classroom layout and physical surroundings: classrooms should be spacious, well-illuminated, and properly ventilated, with comfortable seating arrangements. Facilities should provide access to up-to-date teaching aids, technology, and well-maintained infrastructure. Ensuring safety and hygiene is also crucial; creating a pristine and secure setting for everyone involved helps foster a conducive learning environment. The social environment is equally important, encompassing collegial relationships and positive interactions among teachers, staff, and administration. Building constructive relationships between students and teachers is vital, with the goal of fostering mutual respect and collaboration. Community engagement plays a significant role as well, involving active participation of parents and the wider community in school activities and decision-making processes. A school culture that promotes values such as respect, inclusivity, and cooperation helps create a positive atmosphere.

Professional development opportunities are essential for broadening educators’ knowledge and enhancing their growth. Recognizing and appreciating both teachers’ and students’ efforts and achievements fosters motivation. Providing assistance with administrative tasks can alleviate burdens and allow teachers to focus more on teaching. Effective and encouraging leadership further fosters a collaborative work environment, promoting teamwork and shared goals. The emotional and psychological environment, alongside well-being programs, is designed to support the mental health of teachers and students alike. Stress management involves providing knowledge and assistance to help individuals handle and reduce stress effectively. It also entails facilitating open and transparent communication channels across the institution, which are vital for a healthy and supportive school environment.

Regarding teachers’ motivation, it is an essential concept for creating an engaging and effective learning environment. When teachers feel motivated, they are more likely to inspire their students and foster a positive classroom atmosphere, ultimately leading to improved educational outcomes (Abdu & Nzilano, 2018). Educational achievements can be significantly enhanced when teachers are supported and recognized for their efforts. Motivation stems from various factors, including professional development opportunities, collaborative work environments, and a strong sense of community within the school. These elements contribute to a teacher’s overall job satisfaction, which directly influences their ability to connect with students and deliver quality instruction.

Creating a supportive environment benefits teachers and, in turn, enhances student engagement and achievement. This dynamic creates a positive feedback loop where motivated educators inspire their students to excel. This interconnectedness underscores the importance of investing in teacher support as a means of elevating the entire educational experience (Ganta, 2021). According to Orji and Enyiamaka (2017), a nurturing atmosphere allows educators to thrive, leading to improved morale and a sense of belonging among staff. When teachers feel valued and supported, they are more likely to collaborate and share best practices, further enriching the learning environment. Such synergy not only cultivates professional growth but also encourages students to develop a love for learning, ultimately driving academic success and personal development.

Furthermore, involving teachers in decision-making processes and providing adequate resources can greatly boost their motivation, making them feel valued and empowered. When educators are invested in their own growth, they are better equipped to nurture and guide their students’ learning journeys (Abdu & Nzilano, 2018).
Theory of Herzberg Maintenance on Employee Motivation
This study was guided by Herzberg's Motivation-Hygiene Theory. The theory was developed by Herzberg in 1966. It posits that motivational factors are primarily intrinsic, such as growth, advancement, recognition, and achievement, and are related to job satisfaction. Consequently, the theory suggests that job satisfaction depends on individuals' feelings about their work, including task achievement, recognition, advancement, responsibility, and the nature of the work itself. These are regarded as satisfiers that motivate individuals to achieve organizational goals. Herzberg concluded that the aspects of the work environment that satisfy employees are different from those that dissatisfy them. The theory emphasizes that improving the work environment can motivate employees to perform better. Conversely, job dissatisfaction is influenced by negative feelings concerning factors such as work conditions, salary, job security, organizational policies, supervision, and personal status, which Herzberg referred to as hygiene factors.

Herzberg's theory has important implications for job satisfaction in teaching and learning, as it relates directly to teachers’ motivation and commitment. The theory successfully demonstrates the distinction between satisfaction and dissatisfaction, showing clearly that each can lead to different outcomes. However, it has been criticized for not considering individual differences; it assumes that all employees will react similarly to changes in motivating and hygiene factors. Additionally, the theory has been questioned because it does not specify how motivating and hygiene factors should be measured.

This study employs Herzberg’s theory as a guiding framework, based on both hygiene and motivation factors. It is because the theory helps explain the importance of the work environment and quality of work life, which are essential in making jobs more engaging, reducing turnover, and improving performance. Furthermore, the theory suggests ways to redesign jobs to incorporate more motivating elements, thereby enhancing employee satisfaction and productivity.
Conceptual Framework
Jabareen (2009) affirms that, conceptual framework relays toward abstract ideas or theory used by philosophers and thinkers in building up new notions or to reinterpret existing ones. 
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Figure 1. Conceptual framework

Source: Adopted from Mulungu (2012), p. 34.

The conceptual framework illustrates the relationships between the dependent and independent variables (Kothari, 2010). Additionally, Ndunguru (2007) affirms that a conceptual framework is a narrative outline that presents the variables to be studied and the relationships among them. The conceptual framework of this study demonstrates a set of relationships among the variables, which include the independent variables and the dependent variable. In this study, the independent variables encompass the school's working environment, such as issues related to leadership roles in providing support or discouragement, the presence of a toxic climate, impediments, and workload factors like the teacher-student ratio. These factors influence teachers’ motivation, which is reflected in aspects such as the level of job discipline, punctuality, effectiveness in lesson preparation, attendance at various academic and school-social activities, academic supervision, and student performance. The dependent variable, which is impacted by these factors, is illustrated in figure 1.
3. METHODOLOGY

This research employed a quantitative approach, which involves collecting and analyzing data, integrating the findings, and drawing inferences using quantitative methods within a single study (Tashakkori & Creswell, 2007). According to Kothari (2019), quantitative research is based on statistical measurements of specific characteristics and is applicable to phenomena that can be expressed in numerical terms. Additionally, the study aimed to make quantitative inquiries into the influence of the working environment and teachers’ motivation in primary schools. A descriptive research design was adopted to facilitate precise measurement and reporting of the characteristics of the phenomena under investigation. The primary objective was to examine the influence of the working environment on teachers’ motivation in primary schools within Kinondoni Municipal.

The target population for this study consisted of 464 teachers from twenty-one public primary schools in Kinondoni Municipal (Kinondoni Municipal Council, 2023). However, not all schools were included, as some had adequate infrastructure, such as sufficient staff offices and toilets for students. Consequently, only 12 schools out of the 21 government primary schools in Kinondoni Municipal were considered for the study. The exclusion criteria were based on the number of toilets and staff rooms. The sample size was 178 respondents, determined using Yamane’s formula, which is preferred because it provides a representative sample of the entire population. The sampling method used was simple random sampling, where teachers were randomly selected from various departments and units within the schools. A list of teachers from each department was provided, and respondents were selected using sequence numbers from a random number table. The choice of this sampling method was due to the diverse nature of the schools; despite being within the same region, they differed in various aspects, making it essential to employ a truly representative sample.

The primary method of data collection was a questionnaire. This involved a structured set of questions sent to respondents to answer at their convenience and then return the completed questionnaires to the researcher (Kothari, 2019). A total of 180 questionnaires were prepared and distributed to teachers across ten selected primary schools in Kinondoni Municipal. The researcher personally administered the questionnaires to ensure that the respondents fully understood the questions and to minimize the likelihood of incomplete responses. For respondents who did not understand either Swahili or English, the researcher clarified the questions using a translator. The use of questionnaires was relevant because they included both open-ended and closed-ended questions, allowing the researcher to gather opinions and ideas about the subject matter from the community members. The reason for selecting community members as respondents was their familiarity with the local context and their awareness of the importance of a conducive working environment for teachers’ motivation in primary schools within Kinondoni Municipal.
4. RESULTS AND DISCUSSION
In this study, there were two main variables i.e. independent variable (working environment) and dependent variable (teachers’ motivation). It was assumed that the well-furnished school working environment would be conducive in heightening teachers’ motivation in performing the teaching activities. The coefficient of terminate R-Square is 0.568 (see Table 1) meaning that 56.8% of variability in the dependent variable is explained by the independent variable. The test of whether the model is better in predicting the outcome was conducted. The test was significant (F=14.313, p value=0.000, see Table 1). The multi-collinearity test shows that there was no issue (VIF<10). The following is a list of 8 variables which are significant (p-value <0.5) at 5% significant level (see, Table 2) and the corresponding interpretation is provided in Table 3.

1.
Sub-scale1 with negative coefficient (-.125),

2.
Sub-scale2 with positive coefficient (0.189),

3.
Content_delivery_2 (disagree) with positive coefficient (0.170),

4.
Content_delivery_4(agree) with negative coefficient (-0.287),

5.
Classroom_number_2 (disagree) with positive coefficient (0.195),

6.
Classroom_number_3 (undecided) with positive coefficient (0.307),

7.
Classroom_number_4 (agree) with positive coefficient (0.600), and

8.
Attractive_office_washroom_3(undecided) with negative coefficient (-.334).
Table 1: Model Summary
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.754a
	.568
	.529
	.28147

	a. Predictors: (Constant), Sub-scale1, Sub-scale2, Sub-scale3, Content_delivery_2, Content_delivery_3, Content_delivery_4, Content_delivery_5, Classroom_number_2, Classroom_number_3, Classroom_number_4, Classroom_number_5, Attractive_office_washroom_2, Attractive_office_washroom_3, Attractive_office_washroom_4, Attractive_office_washroom_5.


Source: Field Data (2024).

Key: 

Sub-scale 1= Social-economic support factors

Sub-scale 2= School Infrastructure support factors

Sub-scale 3= School Teaching Resources & Staff Welfare factors
Table 2: Analysis of Variance
	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	17.009
	15
	1.134
	14.313
	.000b

	
	Residual
	12.913
	163
	.079
	
	

	
	Total
	29.923
	178
	
	
	

	a. Dependent Variable: motivation scale

	b. Predictors: (Constant), Sub-scale1, Sub-scale2, Sub-scale3, Content_delivery_2, Content_delivery_3, Content_delivery_4, Content_delivery_5, Classroom_number_2, Classroom_number_3, Classroom_number_4, Classroom_number_5, Attractive_office_washroom_2, Attractive_office_washroom_3, Attractive_office_washroom_4, Attractive_office_washroom_5.


Source: Field Data (2024).
Key: 

Sub-scale 1= Social-economic support factors

Sub-scale 2= School Infrastructure support factors

Sub-scale 3= School Teaching Resources & Staff Welfare factors
The results of the multiple regression analysis revealed that, on one hand, Sub-scale 2 has a positive coefficient (0.189), indicating that for every one-point increase on the Likert scale (e.g., from “agree” to “strongly agree”) in the teacher's working environment rating associated with sub-scale 2, the teacher motivation score is expected to increase by 0.189 points on average. This suggests that a higher level of agreement with the independent variable-working environment is associated with a higher level of the dependent variable-teachers’ motivation.

Furthermore, content_delivery_2 (disagree) has a positive coefficient (0.170), indicating that, compared to the reference category (those who "strongly disagree"), respondents who rated the work environment as 2 (disagree) in terms of content delivery had an average of 0.170 points higher on teacher motivation. Similarly, classroom_number_2 (disagree) with a positive coefficient (0.195) shows that, relative to the reference category (those who "strongly disagree"), respondents who rated the number of classrooms as 2 experienced an average increase of 0.195 points on teacher motivation.

The regression table also revealed that classroom_number_3 (undecided) has a positive coefficient (0.307), implying that, compared to the reference category ("strongly disagree"), respondents who rated the number of classrooms as 3 (undecided) had, on average, 0.307 points higher on teacher motivation. Additionally, classroom_number_4 (agree) with a positive coefficient (0.600) indicates that respondents who rated the number of classrooms as 4 experienced an average increase of 0.600 points in teacher motivation compared to the "strongly disagree" category.

In summary, positive coefficients suggest that higher levels on the Likert scale are associated with higher levels of the teaching motivation, while negative coefficients imply that higher levels on the Likert scale are associated with lower levels of the dependent variable-teaching motivation.
Table 3: Coefficient Multiple Regression
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1.
	(Constant)
	2.283
	.096
	
	23.782
	.000
	
	

	
	Sub-scale1
	-.125
	.029
	-.304
	-4.270
	.000
	.523
	1.912

	
	Sub-scale2
	.189
	.030
	.462
	6.419
	.000
	.511
	1.957

	
	Sub-scale3
	-.050
	.033
	-.121
	-1.484
	.140
	.397
	2.516

	
	Content_delivery_2
	.170
	.070
	.201
	2.422
	.017
	.383
	2.611

	
	Content_delivery_3
	.093
	.137
	.052
	.681
	.497
	.446
	2.240

	
	Content_delivery_4
	-.287
	.095
	-.226
	-3.030
	.003
	.476
	2.099

	
	Content_delivery_5
	-.215
	.110
	-.158
	-1.955
	.052
	.406
	2.465

	
	Classroom_number_2
	.195
	.086
	.237
	2.253
	.026
	.239
	4.185

	
	Classroom_number_3
	.307
	.097
	.287
	3.148
	.002
	.318
	3.149

	
	Classroom_number_4
	.600
	.139
	.394
	4.331
	.000
	.320
	3.128

	
	Classroom_number_5
	.292
	.151
	.192
	1.935
	.055
	.270
	3.707

	
	Attractive_office_washroom_2
	-.051
	.068
	-.056
	-.752
	.453
	.470
	2.130

	
	Attractive_office_washroom_3
	-.334
	.106
	-.212
	-3.155
	.002
	.587
	1.702

	
	Attractive_office_washroom_4
	.131
	.286
	.024
	.459
	.647
	.976
	1.025

	
	Attractive_office_washroom_5
	.048
	.152
	.018
	.319
	.750
	.876
	1.142

	a. Dependent Variable: Motivation Scale


Source: Field Data (2024).

Key: 
Sub-scale 1= Social-economic support factors

Sub-scale 2= School Infrastructure support factors

Sub-scale 3= School Teaching Resources & Staff Welfare factors
TABLE 4: 

[image: image1.emf]The Level of  Teachers’ Motivation in Primary   Schools  

 Statement  SD  D  U  A  SA  Mean  Std.  Dev.  

1. Teachers receive hardship allowance, or  other non  –   monetary benefits (e.g.  subsidized housing).  21   (11.7%)  95   (53.1%)  63   (35.2%)  0  0  2.23  .645  

2. Hardworking teachers are encouraged by  giving them presents.  21   (11.7%)  75   (41.9%)  60   (33.5%)  16   (8.9%)  7   (3.9%)  2.51  .950  

3. Teachers are promoted on the basis of their  qualifications and performance  49   (27.4%)  59   (33%)  11   (6.1%)  24   (13.4%)  36   (20.1%)  2.66  1.503  

4. Teachers output outweigh the pay they  receive in terms of salary.  0  0  26   (14.5%)  85   (47.5%)  68   (38%)  4.23  .688  

5. Teachers who get low pay with regard to  their inputs normally get de - motivated and  effect to their performance.  0  8   (4.5%)  36   (20.1%)  75   (41.9%)  60   (33.5%)  4.04  .847  

6. Hardworking teachers are  encouraged by  giving them presents.  74   (41.3%)  72   (40.2%)  23   (12.8%)  10   (5.6%)  0  1.83  .860  

7. Teachers are promoted on the basis of their  qualifications and performance.  25   (14%)  75   (41.9%)  61   (34.1%)  16   (8.9%)  2   (1.1%)  2.41  .879  

8. Hold positive  attitudes towards professional  74   (41.3%)  90   (50.3%)  13   (7.3%)  2   (1.1%)  0  1.68  .657  

9. There is training and development.  77   (43%)  83   (46.4%)  17   (9.5%)  2   (1.1%)  0  1.69  .689  

10 Good management and administration of  teachers.  49   (27.4%)  65   (36.3%)  55   (30.7%)  10   (5.6%)  0  2.15  .888  

11 Good interpersonal relations.  34   (19%)  55   (30.7%)  50   (27.9%)  31   (17.3%)  9   (5%)  2.59  1.130  

12 Good policies   on primary education.  59   (33%)  76   (42.5%)  31   (17.3%)  13(7.3% )  0  1.99  .893  

13 Hold positivity with the work  itself  49   (27.4%)  71   (39.7%)  45   (25.1%)  14   (7.8%)  0  2.13  .908  

Note:   Mean: 1 - 1.8  (Very Low),   1.81 - 2.6  (Low),   2.61 - 3.4  (Average),   3.41 - 4.2  (High)   & 4.21 - 5  (Very High) (Abu - Baker  et al.,   2019).   Key :  Key: 5 = Strongly Disagree, 4 =Disagree, 3 =  Neutral, 2 =Agree, 1 = Strongly Agree.  


The findings indicated that improvements in the teacher's working environment rating would positively influence teacher motivation (Igbafe & Igbineweka, 2019). Moreover, effective content delivery in a good working environment has a greater impact on teacher motivation. This implies that teachers are more likely to be motivated and able to deliver content effectively whenever the working environment is improved (Igbafe & Igbineweka, 2019). The study also highlights that the classroom environment has a significant effect on teacher motivation. In simpler terms, the classroom setting substantially influences teachers' motivation levels (Ngirwa, 2018). Additionally, the study shows that having attractive washrooms and well-equipped offices significantly increases teacher motivation. This suggests that enhancing washrooms and offices for teachers would lead to higher motivation levels. Improved conditions in these areas are likely to significantly boost teacher motivation (Abonyi et al., 2020). Therefore, comfortable work environments matter greatly.

The study by Mugyenyi et al. (2023), which demonstrated that classrooms with adequate lighting, ventilation, and comfortable furniture create a conducive working environment, supports these findings. Teachers in such environments are less likely to experience fatigue and health issues, which helps them stay focused and motivated. Furthermore, the results align with those of Mwita (2019), who showed that access to modern teaching aids, textbooks, and technology can enhance content delivery, making lessons more engaging and effective. When teachers have the necessary tools, it boosts their confidence and motivation. The study by Orji and Enyiamaka (2019) also supports the importance of attractive washrooms and offices, which can significantly influence teachers' motivation by providing a sense of well-being and professional respect. These findings are consistent with those of Altun (2020), who showed that clean, well-maintained washrooms and offices create a comfortable environment, reduce stress, and enable teachers to focus more on their tasks rather than on discomfort or health issues caused by poor facilities.
5. CONCLUSIONS AND RECOMMENDATIONS

The paper focused on the effect of the working environment towards teachers’ motivation, it can be concluded that, availability of teaching and learning materials, appropriate ratio between pupils and teachers and class room adequacy all have positive effect on the teaching motivation. This only true when the teaching conditions are improved in schools. It is also concluded that, long walking distance from and to school does have negative effect on teachers’ motivation. The government should embark on improving teachers’ motivation mainly basing on what motivates them.
Consent 

As per international standards or university standards, respondents’ written consent has been collected and preserved by the author(s).
Disclaimer (Artificial intelligence)

Author(s) hereby declare that NO generative AI technologies such as Large Language Models (ChatGPT, COPILOT, etc.) and text-to-image generators have been used during the writing or editing of this manuscript. 

6. REFERENCES
Abdu, N., & Nzilano, J. L. (2018). The influence of teachers’ job satisfaction and commitment in teaching public primary schools in Tanzania. Journal of Education and Practice, 9(1), 56-63. 10:890400. DOI: 10.3389/fpubh.2022.890400

Abonyi, K, Rapahel, I., Jonshon, T & Uvic, R. (2020). The effect of work motivation and employee performance: A systematic literature review. International Journal of Law Policy and Governance, 1(2). 103–110.

Afful-Broni, A. (2012). Relationship between motivation and job performance at the University of Mines and Technology, Tarkwa, Ghana: Leadership Lessons. Creative education, 3(03), 309.

Ajala, E. M. (2012, June). The influence of workplace environment on workers’ welfare, performance and productivity. In The African Symposium (Vol. 12, No. 1, pp. 141-149).

Ali, A. Y. S., Ali, A. A., & Adan, A. A. (2013). Working conditions and employees’ productivity in manufacturing companies in sub-Saharan African context: Case of Somalia. Educational Research International, 2(2), 67-78.

Altun, M. (2017). The effects of teacher commitment on student achievement. International Journal of Social Sciences & Educational Studies, 3(3), 51.

Bennell, P. & Akyeampong, K. (2007). Teacher motivation in sub-Saharan Africa and South Asia (Vol. 71). London: DfID.

Boyd, D., Grossman, P., Ing, M., Lankford, H., Loeb, S., & Wyckoff, J. (2011). The influence of school administrators on teacher retention decisions. American Educational Research Journal, 48(2), 303-333.

Creswell, J. W. (2014). A concise introduction to mixed methods research. SAGE publications. DO - 10.32936/pssj.v4i3.187

Ganta, V. C. (2021). Motivation in the workplace to improve the employee performance. International Journal of Engineering Technology, Management and Applied Sciences, 2(6), 221-230.

George, E., Louw, D.& Badenhorst, G. (2008). Job satisfaction among urban secondary-school teachers in Namibia. South African Journal of Education, 28, 135 – 154. 

DO - 10.15700/saje.v28n2a127
Griffeth, T. Horn, K. & Gaertner, R. (2000) Factors influencing teachers’ performance and retention. Mediterranean Journal of Social Sciences, 6 (1): 233 – 244.

Igbafe, K. R., & Igbineweka, V. (2019). Influence of work environment on teachers’ work motivation in Edo State public primary schools.

Jabareen, Y. (2009). Building a conceptual framework: Philosophy, definitions, and procedure. 
International Journal of Qualitative Methods, 8(4), 49-62.
Kinondoni Municipal Council (2023). Halmashauri ya Manispaa ya Kinondoni. 
https://kinondonimc.go.tz/
Kothari, C. R. (2019). Research methodology: Methods and techniques. 4th Edition, New Age International Publishers, New Delhi.

Ladd, H. F. (2011). Teachers’ perceptions of their working conditions: How predictive of planned and actual teacher movement? Educational Evaluation and Policy Analysis, 33(2), 235-261.

Masoom, M. R. (2021). Educators' self-esteem: the effect of perceived occupational stress and the role of organizational support. International Journal of Educational Management, 35(5), 1000-1015.

Mghimba, A. E., & Mwila, P. M. (2022). Infrastructural challenges influencing academic performance in rural public secondary schools in Iringa District, Tanzania. Journal of Research Innovation and Implications in Education, 6(2), 17-24.
Mohammed, U. D., Yusuf, M. O., Sanni, I. M., Ifeyinwa, T. N., Bature, N. U., & Kazeem, A. O. (2014). The relationship between leadership styles and employees’ performance in organizations (a study of selected business organizations in Federal Capital Territory, Abuja Nigeria). Leadership, 6(22), 1-11.

Mugyenyi, A., Asiimwe, S., & Apiku, C. (2023). Relationship between school working environment and teachers' motivation in private primary schools of Wakiso district, Uganda. Vol. 9(2), IJARIIE-ISSN (O)-2395-4396.
Mulungu, N. (2012). A study on working conditions that affect teachers’ professional development in rural based primary schools in Tanzania; The case of Mbozi District. (Unpublished MA Ed. dissertation), University of Dar- es-Salaam.

Mwita, M. J. (2019). Effect of work environment on teachers’ performance, the case of selected primary schools in Ilala Municipal council. (Doctoral dissertation, Mzumbe University).

Ndunguru, H. (2007) Business process re-engineering: The technique to improve delivering speed of service industry in Tanzania. Independent Journal of Management & Production, 11 (3). 644-645.

Ngirwa, C. C. (2016). Bullying the teaching profession and education decline: Who cares? Journal of Issues and Practice in Education, 8(2), 151-167. ISSN 1821 5548

Ngirwa, C. (2018). Understanding teachers’ perception on organizational support in Tanzanian 
secondary schools. International Journal of Science & Research (IJSR). 7, (7), p.295-
299. 

Ni, Y. (2017). Teacher working conditions, teacher commitment, and charter schools. Teachers College Record, 119(6), 1-38.

Oludeyi, O. S. (2015). A review of literature on work environment and work commitment: implication for future research in citadels of learning. Journal of Human Resource Management, 18(2), 32-46.

Oludeyi, O. S. (2015). Workplace factors as determinants of job commitment among senior non-teaching staff of (Doctoral dissertation, Doctoral Dissertation, University of Ibadan, Ibadan).

Orji, M. G., & Enyiamaka, E. N. P. (2017). Effect of work environment on teacher commitment to duty in selected primary schools of South Eastern Nigeria. Journal of Management, 1, 62-78.

Loeb, S., Darling-Hammond, L., & Luczak, J. (2005). How teaching conditions predict teacher turnover in California schools. Peabody Journal of Education, 80(3), 44-70. 
Sogoni, E. C. (2017). Influence of work environment on teacher performance in public primary schools: a case study of Bungoma South Sub County, Kenya. Doctoral Dissertation, University of Nairobi.

Tashakkori, A., & Creswell, J. W. (2007). The new era of mixed methods. Journal of Mixed Methods Research, 1(1), 3-7.

The Guardian-IPP MEDIA (2025). Govt promises extra investment in teachers’ benefits, 
education. Local News, accessed on 10.06.2025. At: https://www.ippmedia.com/the-
guardian/news/local-news/read/govt-promises-extra-investment-in-teachers-benefits-
education-2025-06-09-124706
Ushie, E. M., Agba, A. M. O., & Okorie, C. (2015). Work environment and employees’ commitment in Agro-based industries in Cross River State, Nigeria. Global Journal of Human-Social Science Research, 15(6), 9-15.

URT (2010). Secondary Education Development Program (SEDP II). The Ministry of Education 
in Tanzania. 

Working Environment


Teaching and Learning Materials (Texts Books, Exercises Books, Papers, Notes, Pictures, Chalks, Models)


School Infrastructures


(Classrooms, Toilets, Staffrooms, Playground, Tables, Chairs and Libraries)


 Pupils – teachers’ ratio


(Students per class)


 








Teacher’s Motivation


Level of discipline in schools


Preparation of teaching materials


Attending school functions


Supervision of school activities


Student performance












