



Teaching Morale among Public Primary Schools’ Teachers in Tanzania: An Interplay of Job Satisfaction, Commitment, and Emotional Well-being 
ABSTRACT

This study assessed the status of teaching morale among teachers in public primary schools in Tanzania. It specifically examined how job satisfaction, professional commitment, and emotional well-being interact to shape teaching morale among public primary school teachers in Tanzania. The study was grounded on Self-Determination Theory (SDT) by Deci and Ryan (1985) and employed a convergent mixed design within the framework of a mixed methods approach in Ilemela and Misungwi District councils in Mwanza region, Tanzania.  Questionnaire, interview and documentary review were employed for data collection from 352 respondents. The study revealed that, job satisfaction, emotional well-being and their professional commitment interact to shape teaching morale among public primary school teachers as been high. 

The study further revealed that low salary, heavy teaching load and poor working environment compromise full realization of teaching morale. It was therefore concluded that, teaching morale among public primary school teachers is high. Moreover, it was also concluded that, low salary, heavy teaching load, poor working conditions undermine teachers’ efforts to fully assume their roles and thus compromising their teaching morale. In response to the study findings, it is recommended that, the government should review teachers’ salaries, employ more teachers as a strategic mechanism to reduce the current teaching load and provide adequate teaching resources to heighten teaching morale. 
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1. INTRODUCTION

Teaching morale has been widely acknowledged as an important aspect in enhancing performance in both private and public education sectors  (Mboweni & Taole, 2022; Saksri, Chunin & Nokchan, 2018). Evidence from empirical studies show that  teaching morale is associated with job pride, attitude and emotions a teacher has at a work place (Mallik & Mallik, 2019; Werang et al., 2023). Remarkably, teacher’s work morale is a total gratification that a teacher derives from his job, the prevailing atmosphere, and the factors that appeal to his individual propensities. It is thus, a totality of attitudes and feelings that constitute a reserve of physical and mental strength, including self-confidence, optimism and a positive mental attitude (Ali et al., 2021; Groenewald, Kilag, Mandaya-Abapo, 2023).
The demands for quality education provision have grown over the years and Tanzania is no exception of this phenomenon (URT, 2014). Since her independence in 1961, Tanzania has been struggling to provide quality education service to combat ignorance, poverty and diseases, with a strong focus on human capital investment  for socio-economic development (Freeman, 2020; Ismail, 2022 & Mushi, 2006). Empirical evidence reveals that, the quality of education system largely depends on dedicated teaching force within a supportive working environment (Niemi, 2021; Stromquist, 2018).
According to Ali et al., (2021), teaching morale among teachers is raised when teachers are recognized for the effort they make; feel valued; involved in making school decisions;  and feel as part of the school, the factors that among other things, trigger their  working morale and enhance pupils’ academic achievements. This is accredited by Mallik & Mallik, 2019; Mboweni & Taole, 2022;
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; Zhou, Slemp & Vella-Brodrick, 2024) who posit positive learning climate among teachers arouse their attitudes and feelings that constitute physical and mental strength of the teachers, job satisfaction, professional commitment and emotional well-being.
Research indicate that teachers with high morale influence the quality of education, pupils’ learning outcome and school learning environment (Pendleton-Brown, 2019; Rwelamila, 2019). Teachers with high morale are self-motivated, committed, and enthusiastic about their profession, all of which foster better lesson delivery, pupil engagement and classroom management, hence fostering meaningful learning (Mallik & Mallik, 2019; Mboweni & Taole, 2022).  Notably, teachers with high morale are more likely to collaborate with colleagues, adapt to changes, and pursue professional development. Moreover, when teachers feel valued and supported, they experience lower stress and burnout, reducing turnover and ensuring continuity and stability in schools. Eventually, high teacher morale contributes to a positive, effective learning atmosphere (Ali et al., 2021; Khanthap, 2022).

School working environment has a significant bearing on teaching effectiveness, Teachers' working conditions in Tanzania pose a challenge and have been identified to have a significant  impact on their job satisfaction and effectiveness (Amaniel, 2023; Kennedy & Garewal, 2020; Pendleton-Brown, 2019). Cases of low salaries compared to the cost of living, poor physical working environments, insufficient teaching facilities, poor housing, lack of accommodation near schools, heavy workloads, limited opportunities for professional growth such as in-service training and mentoring and poor leadership in schools are widely reported (Kihwele & Kihwele, 2023; Maningu, 2017). Similarly, safety concerns also arise from dilapidated school infrastructure and challenging commutes for teachers. Many teachers face stress and burn out due to these conditions, leading to low morale, absenteeism and lateness, which in turn impacts pupils’ performance negatively (Connecticut State Department of Education, 2020; Kihwele & Kihwele, 2023; Maningu, 2017; Mboweni & Taole, 2022a; Msuya, 2021). 
Like any other country in the world, Tanzania has committed itself to various strategic initiatives aimed at enhancing teaching morale and performance. Important efforts include the decentralization of governance since the 1990s, that focused on empowering head teachers with greater decision-making authority to foster effective learning environments and supporting teachers (MoEVT, 2013; Manaseh, 2016; Rwiza, 2016). The Primary Education Development Programme (PEDP) was adopted to improve quantity and quality of primary education through in-service training, infrastructure development and provision of teaching and learning materials (Pesha, 2016; URT, 2012). Besides, the Education Sector Development Programme (ESDP) emphasized professional development, provision of adequate resources, and infrastructure to boost teacher motivation (URT, 2018a). Furthermore, the 2023 directive issued by the Commissioner Education emphasized head teachers to conduct teacher coaching, mentoring, and collaborative learning communities to enhance teacher competence and morale (URT, 2018b).
Furthermore, majority of studies have investigated the roles on job satisfaction and commitment in Tanzania, but few have comprehensively examined the combined effect of job satisfaction, professional commitment, and emotional well-being on teaching morale. Understanding this interplay is vital, as low morale among teachers can bring significant effects to the education sector.
Again, irrespective of the adopted initiatives, the literature has shown that teachers’ performance schools has remained at average levels (Kashamba, Ngirwa & Maulid, 2023;  Mohamed, 2020). This situation gives doubt on the teaching morale in the context of Tanzania public primary schools. It is from these veracities that the study was developed to examine the status of teaching morale among public primary schools in Tanzania as an interplay of the three main aspects.
Based on the aim of this study, the following research question emerged:
(1) How do job satisfaction, professional commitment, and emotional well-being interact to shape teaching morale among public primary school teachers in Tanzania? 

2. LITERATURE REVIEW

The Concept of Teaching Morale

Teacher morale is a vital aspect of the learning environment which influence teacher performance and student learning outcomes (Connecticut State Department of Education, 2020). Researches indicate that various authors have reported teaching morale depending on its impact on educational landscape. According to  Mboweni and Taole (2022), teacher morale is associated with job pride, attitude and emotions a teacher has at his/her  work place. Additionally, Saksri, Chunin and Nokchan (2018) avow that teacher’s work morale is a total gratification that a teacher derives from his job, the prevailing atmosphere, and the factors that appeal to his individual propensities. It is thus, a totality of attitudes and feelings that constitute a reserve of physical and mental strength, including self-confidence, optimism and a positive mental attitude. 

Similarly, Groenewald, Camangyan, Kilag, Mandaya-Abapo, Cabuenas and Abendan (2023) argue that high teaching morale leads to the improvement of teaching and learning process. Notably, Willis and Varner (2010)  and Latif (2021) affirm that, teachers’ work morale depends on various aspects such as emotional well-being, satisfaction with teaching job, job engagement, teacher rapport with the head teacher, job commitment, community support, teacher work load and relations with fellow teachers and students. However, studies consistently show that the attributes for teachers’ work morale are mutually connected to how school leadership provides support and encourage them to bring about pupils’ achievement (Bush & Anania, 2023; Mahmoud-Raba, 2017; Puruwita et al., 2022). 

Job Satisfaction
Job satisfaction is a complex construct that covers various internal and external factors that influence influencing an employee's overall happiness with their work (Bellibaş et al., 2020; Syahril & Hadiyanto, 2018). In the context of school setting, job satisfaction can majorly affect teachers, which in turn affects the school. When teachers are satisfied with their careers, they usually align with the school’s goals and mission (Amerol, 2025; Singh, 2023). A teacher who supports the school’s mission will be loyal and more likely to spread only good things about the school to friends and family. Nzowa (2020) asserts that posits that introduces motivation in the education system can further enhance job satisfaction, and contributes directly to a teacher’s sense of value and belonging within the school. 
Babu et al., (2022) contend that there’s also lower turnover when most of the teachers are satisfied with their jobs. Satisfied teachers are also more productive and  believe in not only what they do, but also in want to get the job done and get it done well for the sake of the school and team (Modest & Onyango, 2021; Wu, 2023). These actions result into improved work efficiency and pupils’ learning outcomes. Job satisfaction therefore, is crucial to a school’s success. However, it’s also essential for the well-being of the teachers. Job satisfaction significantly influences the teacher’s mindset and happiness in the workplace (ibid). 
Job satisfaction is not merely determined by compensation but also by aspects such as recognition, career advancement, and work-life balance (Eneh et al., 2024; Westover, 2024). Understanding these components therefore, is crucial for organizations aiming to enhance employee morale, work engagement and productivity. Researches indicate that job satisfaction among workforce depends on employees’ beliefs in their capabilities and their ability to manage personal stressors together with positive work environment with supportive culture and active feedback mechanisms (Abdu & Nzilano, 2018; Bellibaş et al., 2020). Babu et al. (2022) add that aggressive workplace culture and active employee feedback processing are crucial for enhancing satisfaction. Additionally, evidence from literature affirms that job satisfaction is a measure of workers' happiness with their job and encompasses cognitive, affective, and behavioral components which ultimately influences employee performance (Babu et al., 2022).
In this study, three observable variables namely: teachers’ passion on teaching carrier, proud feeling of being a teachers and decision stability on being a teacher upon given another chance were assessed to measure job satisfaction as one of the interplay elements in the teaching morale.
Professional Commitment

Professional commitment, also known as work commitment, refers to an employee's dedication, loyalty, and enthusiasm toward their profession and organization. It's a positive attitude and feeling of responsibility toward the organization's goals, mission, and vision (Lim, 2021; Yaghoubia et al., 2022). Committed employees are highly motivated and invest their best efforts and talents to prioritize both individual and organizational success (Abdu & Nzilano, 2018). 
Mwesiga and Okendo (2018) highlight the importance of professional commitment in the workplace as it creates a bond between employees’ experience with the organization they work in. Koomson (2022) add that employees who are committed to their organization generally feel a connection with their organization, feel that they fit in and, feel they understand the goals of the organization. They thus tend to be more determined in their work, show relatively high productivity and are more proactive in offering their support (ibid).
Ghazzawi (2019); Hui and Singh (2020); Lim (2021) highlight three forms in which employees show their commitment to the organization they work in. These include affective, continuance and normative commitments. Affective commitment, relates to how much employees want to stay at their organisation while Continuance commitment relates to how much employees feel the need to stay at their organisation. For the case of normative commitment relates to how much employees feel they should stay at their organisation. Therefore, employees that are normatively committed generally feel that they should stay at their organisations (ibid). 
The strengths of any profession depend on the degree of commitment of its members, and teachers are of no exception (Altun, 2017; Hui & Singh, 2020). Teachers’ commitment has been identified as one of the most critical factors for pupils’ academic success and school’s development in general. In the context of teaching profession, commitment is closely connected to teachers’ work performance and their ability to integrate new ideas into their own practice, staff turnover, as well as having an important influence on students’ achievements and attitudes towards school  (Mwesiga & Kireti, 2018). Literature show that pupils’ performance is directly linked to how teachers are committed to their teaching roles and this derives the need to draw attention and need to conduct the study to shape the education landscape in Tanzania (Livigha & Seni, 2025; Shao, 2021). In this study, two observable variables namely: personal dedication toward improving teaching skills; and personal willingness to go above and beyond of what is expected from being a teacher were assessed to measure teachers’ professional commitment as one of the interplay elements in the teaching morale.

Emotional Well-being

Emotional well-being refers to feelings of fulfillment, emotional connection, and personal satisfaction in one's role (Hidayati et al., 2023; Rahmi, 2024; Razali & Sukor, 2023). In the teaching profession, emotional well-being is featured in teachers’ ability to demonstrate emotionally attached to teaching, non-regret of their decision of becoming teachers, feeling supported by fellow teachers around them, coping well with school obligations, great deal of personal satisfaction with teaching as well as teachers’ appreciating of the greatest contribution made to the society (Guariglia et al., 2023; Rahmi, 2024).
The emotional well-being of teachers in schools is of vital importance because it impacts  not only the teachers themselves but also their pupils they teach within the  broader educational environment. USAID (2019) assert that emotionally well-balanced teachers have their positive teaching morale and thus create a secure, stable and positive classroom environment for effective pupils’ learning. Pandey (2024) recognizes the association of teachers’ well-being and mental health as the most important ingredients in managing classroom challenges effectively and fostering a conducive learning atmosphere where pupils thrive academically and emotionally to achieved the intended learning outcomes. Studies have shown that emotional well-being of teachers is the foundation of a successful education system. Bardach et al. (2022) maintains that teachers’ well-being influences pupils’ learning, their own effectiveness, their retention and their teaching morale. Thus, recognizing and supporting teachers is a vital endeavor for nurturing their teaching morale for a healthy learning community (Alves et al., 2021). In this study, four observable variables namely: personal satisfaction derived from teaching; emotionally attachment to the teaching profession; non-regretting about being a teacher; and Personal contribution to the society through teaching were assessed to measure emotional well-being of teachers as one of the interplay elements in the teaching morale.
Self-Determination Theory
This study is grounded on the Self-Determination Theory (SDT) by Ryan and Deci (1985) which stipulates that human being is essentially motivated to grow and function effectively when their basic psychological needs related to autonomy, competence and relatedness are satisfied. Contextually, teaching morale mirrors teachers’ intrinsic motivational and emotional state which foster teachers’ enthusiasm to work. When teachers feel to have autonomy in their instructional practices, they feel competent in their instructional roles and maintain supportive and harmonious relationships with their fellow teachers and school leadership, their professional commitment, job satisfaction, and emotional well-being are enhanced.  Thus, Self-Determination Theory provides a comprehensible framework for explaining how professional commitment, job satisfaction, and emotional well-being interact to influence the overall teaching morale.

Conceptual Framework

The study employed Self-Determining Theory to explain how job satisfaction, professional commitment, and emotional well-being interact to shape teaching morale among public primary school teachers in Tanzania. The conceptual framework comprises four essential components as indicated in Fig. 1 and explains how teachers are motivated to grow and teach effectively when their psychological needs related to competency, autonomy and relatedness are fulfilled.  Essentially, teaching morale is reflected in a positive attitude toward teaching that stems from supportive relationships, positive emotion emotional, social interaction and enthusiasm with fellow and pupils.  Teachers experiencing autonomy in their professional practices, competent in their instructional roles and their feelings that their instructional roles relate with their passion show high levels of enthusiasm and motivation. Generally, the conceptual framework shows how job satisfaction, professional commitment interact to shape teaching morale as presented in Fig. 1.

Fig. 1: Conceptual Framework as adopted and modified from Self-Determination Theory (SDT) assumptions by Ryan and Deci (1985)
Research Philosophy
This study adopted pragmatism as its philosophical stance. Pragmatism is based on the assumption that, knowledge is not fixed and absolute, but rather dependent on the context and consequences of an idea and it is developed through mixed approach (Kaushik & Walsh, 2019). This study adopted pragmatism because it is a philosophical partner of the mixed research approach (Dawadi et al., 2021; Ishtiaq, 2019). Thus, it allowed the use appropriate methods and techniques that were relevant to the study objectives (Creswell & Creswell, 2023).

Research Approach and Design 
This study was conducted within the framework of a mixed research approach. It involved both quantitative and qualitative methods as a means to counterbalance the weaknesses inherent within one approach with the strengths of the other (Creswell, 2022). Thus, the quantitative approach allowed the researcher to establish the cause and effect relationships of the study variables while the qualitative approach enabled the researcher to gain deeper insights from the respondent’s experiences (Hurst, 2023). Based on the research objectives, this study  employed a convergent mixed method design in which both qualitative and quantitative data were collected in parallel, analyzed separately, and then merged (Creswell & Creswell, 2023). More importantly, the study used concurrent triangulation design. The design was preferred because it enabled collection of large amount of data at once with less cost and time  (Creswell & Plano Clark, 2018). Having analyzed and merged quantitative and qualitative data, through this design, the results were integrated to get a comprehensive understanding of the research problem. Remarkably, the qualitative data were collected for the purpose of confirming, cross-checking and complementing the quantitative findings (Creswell, 2022).

METHODOLOGY
Study Population, Sample and Sampling Techniques
The study targeted a population of 2994 teachers including head teachers from all 218 public primary schools in Ilemela and Misungwi districts. By using Yamane’s formula, a sample size of 352 respondents was obtained. It comprised of 264 ordinary teachers obtained through simple random sampling techniques, 44 academic teachers and 44 head teachers who were purposively sampled. In addition, the study sample also included 8 Ward Education Officers (WEOs), 2 District Pre and Primary Education Officers (DPPEOs) and 2 District School Quality Assurance Officers (DSQAOs) as the key informants who were purposively sampled. Since each school provided 8 respondents to the study sample, the sample subjects were derived from 44 primary schools (352/8). To ensure effective representation, the sample size of 44 schools was shared between the two districts at a proportion of 0.20 (44/218) based on their sampling frames. 

Data Collection Tools and Data Analysis Procedures

The research data were collected by using questionnaire, interview and documentary review. The use of multiple methods was adopted in order to overcome the limitations inherent within one method by the strengths of the other (Creswell & Creswell, 2023). Notably, triangulation in the data collection ensured validity and enabled the researcher to get the reality of what was investigated (ibid.). Quantitative data were analyzed by descriptive statistics in terms of mean and skewness while, the qualitative data were analyzed through content analysis. Reliability of the data collection instruments was tested for internal consistency as determined by Cronbach's alpha and composite reliability while validity was ensured through content validity, criterion validity and construct validity. Moreover, ethical issues were considered by observing protocol, informed consent of respondents and confidentiality of information sources (Creswell & Creswell, 2023; Hurst, 2023).

4. RESULTS AND DISCUSSION
This section presents the findings from the concurrent analysis of the quantitative and qualitative datasets. The aim here is to present results and discuss findings within existing literature. The presentation is organized around three main predetermined interplay themes derived from the teaching morale: Job satisfaction, professional commitment, and emotional well-being. To address the research question of how such themes, interact to shape teaching morale among public primary school teachers in Tanzania, the respondents were given a list of teaching morale options in which they were required to indicate the level of their agreement in the five-Likert Scale (from 1=Strongly disagree to 5=Strongly agree). The basic descriptive statistics used for data analysis were mean value, standard deviation and skewness as shown in Table 1.

Table 1. Descriptive Results on the Status of Teaching Morale in Schools
	Measured indicators
	Mean
	  SD
	Skewness

	Passion on teaching carrier
	4.44
	1.069
	-2.146

	Proud feeling of being a teacher
	4.35
	1.164
	-1.891

	Decision stability on being a teacher upon given second chance 
	3.89
	1.456
	-1.040

	Personal satisfaction derived from teaching 
	4.23
	1.154
	-1.632

	Emotionally attachment to the teaching profession
	4.39
	1.104
	-1.992

	Non-regretting about being a teacher
	4.26
	1.168
	-1.570

	Personal contribution to the society through teaching
	4.48
	0.988
	-2.234

	Personal dedication toward improving teaching skills
	4.49
	1.049
	-2.283

	Personal willingness to go above and beyond of what is expected from being a teacher
	4.48
	1.012
	-2.299

	Overall Scores
	4.33
	1.129
	-1.899


Source: Field Data (2025).
Key: M = Mean, SD = Standard Deviation, SK = Skewness
The descriptive results in Table 1 indicate that, the status of teaching morale is generally high as reflected by a relatively aggregate high mean score of (M=4.33, SD =1.129). The observed high aggregate mean for the teaching morale is reflected in the assessed job satisfaction indicators such as passion on teaching carrier (M=4.44, SD =1.069); proud feeling of being a teacher (M=4.35, SD =1.164) and decision stability on being a teacher upon given second chance (M=3.89, SD=1.456). Similarly, the high status of teaching morale is expressed in the assessed emotional well-being indicators namely: personal satisfaction derived from teaching (M=4.23, SD=1.154); emotionally attachment to the teaching profession (M=4.39, SD=1.104); non-regretting about being a teacher (M=4.26, SD=1.168); and personal contribution to the society through teaching (M=4.48, SD=0.988). Additionally, the assessed professional commitment indicators such as personal dedication toward improving teaching skills and personal willingness to go above and beyond of what is expected from being a teacher yielding mean scores of (M=4.49, SD= 1.049) and (M=4.48, SD = 1.012) respectively contributed to the observed high status of teaching morale among public primary school teachers.
The negative aggregate skewness value (SK=-1.899) suggests that, majority of the respondents rated their levels of teaching morale on the higher values while only a few expressed lower levels of morale. This implies that teaching morale is generally high but not uniform across all the respondents, as some of them still experience comparatively lower levels of morale. On the other hand, a relatively higher aggregate value of standard deviation (SD=1.129) indicates moderate inconsistency or variability of the responses implying that, despite a generally higher teaching morale, there are noticeable differences among individuals, with some of them rating their morale much lower than the group average. The observed higher level of teaching morale suggests that, teachers are likely engaged in their work, more productive, and supportive of school initiatives, which can positively influence pupils’ learning outcomes. However, the moderate variability (SD = 1.129) and presence of a few lower morale scores indicate that, not all teachers feel equally motivated or satisfied which highlights the need for targeted interventions or support strategies to address the concerns of teachers who may be experiencing lower morale. Overall, the findings reveal a strong foundation of teacher morale with a room for improvement to ensure consistency across all the teachers.

Although the overall results revealed high teaching morale (M = 4.33), further examination of the data indicated notable extreme cases that enrich deeper insights on the status of teaching morale. For example, the respondents recorded an exceptionally high mean score of 4.49 than the aggregate mean of 4.33 on personal dedication toward improving teaching skills, suggesting that, majority of teachers feel empowered and motivated when they advance their skills. This aligns with findings from Molina-Moreno et al. (2024), who argue that strengthening personal competencies in teachers tend to have a positive impact on areas such as job satisfaction, professional commitment, emotional management, and stress reduction, which has a favorable impact on pupils. On the other hand, teachers scored a mean as low as 3.89 than the aggregate mean of 4.33 on decision stability about remaining in the profession if given a second chance suggesting that, despite their willingness to improve teaching skills, many teachers do not value teaching as a long-term career. This align with findings from Carver-Thomas and Darling-Hammond (2019) who argue that intention for teachers to leave the profession is associated with low teacher salaries, and alternative certification. This implies that, while instructional leadership fosters teaching morale in the short term, unresolved structural and welfare-related issues undermine teachers’ long-term commitment to the profession.

The qualitative findings from interviews with DPPEOs and WEOs provided valuable insights on the status of teaching morale among primary school teachers that aligned with the quantitative results. Table 2 presents the analyses of  qualitative data organized  in form of category and the emerged themes.
Table 2: Status of Teaching Morale among Teachers in Schools
	S/N
	Category
	Themes
	Theme-Explanations

	1.
	Teachers’ perceptions
	Government intervention
	· Improved leadership practices through regular training

· Provision of delayed promotions
· Active involvement of teachers in school operational activities

	
	
	Teachers’ salaries 
	· Improve teachers’ salaries

· Authority to introduce performance and responsibility-based allowance

	
	
	Teacher’s workload
	· Authority to recruit more teachers as per demand

· Streamlining administrative tasks
·  Integrate ICT tools

	
	
	Working conditions
	· Ensure construction of infrastructures

· Ensure supply of instructional materials
· Authority to provide well equipped offices and classrooms

· Authority to advocate stress management workshops 


Source: Field Data (2025).

Findings from interviews as outlined in Table 2 revealed that most of the teachers demonstrate high morale with their teaching carrier. Moreover, the findings from interview with the said responsents yielded three areas of concern namely: improvement of teacher’s salaries, reducing teacher’s workload, improving working conditions. The respondents expressed that, addressing these concerns are important in heightening teachers’ morale.  When responding to the issue at hand, one of the respondents said that: 

“…mostly, teachers have high morale. The government efforts to effect their promotions and improved school leadership practices are key to such high morale. However, low pay, heavy workloads and poor working conditions affect their morale….”  (Interview: DPPEO, June 2025).

The quote suggests that, teaching morale is generally high, largely due to recent government actions on delayed promotions and enhanced school leadership through head teacher training. Nonetheless, persistent issues such as low pay, heavy workloads and poor working conditions, still lower their working morale indicating that, although the overall job satisfaction is high, targeted measures are needed to address specific challenges affecting some few teachers. Another respondent expressed that: 
“…..my experience show that teachers with long working experience and female teachers demonstrate high morale with the teaching carrier compared less experienced ones and male teachers… (Interview: WEO, June 2025).

Both quotes confirm the quantitative findings that generally, teachers’ morale is high. However, excessive workloads, poor working environment and low pay were recorded to undermine the morale of specific group of teachers especially male teachers and those with less experience at work. The findings from reviewed class journal, Whole school Development Plans (WSDP) provide evidence that support quantitative and qualitative findings on the observed high teaching morale. It was observed that teachers offer remedial classes without pay to pupils who do not catch up quickly in the normal classroom sessions, indicating teachers’ commitment to their profession. It was further observed that teachers participate actively in formulating school goals, making decision on matters relating school operations. This arouse teachers’ morale as they feel part and parcel of school ownership.
These findings are supported by Miraj, Reba and Din (2018), who established that teachers in both public and private schools from Khyber Pakhtunkhwa Province, Pakistan expressed high job satisfaction with their teaching carrier.  Similarly, the present findings are supported by Ritsoradet, Vongchavalitkul and Tanya (2025) in Nakhon Ratchasima and Sareh and Waichompu (2024) in Sungaikolok District, Thailand, whose study on teachers’ morale established that satisfaction of teachers was high across all dimensions of respect, career advancement, recognition and work success, relationship and welfare work environment and security. Notably, it was further established that the observed high teaching morale among teachers were associated with their high perceived personal satisfaction with teaching carrier; feeling of success and competent as teachers; satisfaction with the teaching profession; decision stability about remaining in the profession even if given another chance; and their pride of making contribution to the community through the profession. 
Despite the fact that teaching morale among primary school teachers has generally been held in high esteem both quantitatively and qualitatively, systemic challenges such as heavy workloads, non-competitive monthly pay and poor working conditions continue to impact how the profession is experienced on the ground (Benti & Tarekegne, 2022; URT, 2020). It is therefore advised that, the policy makers should ensure proper equitable and adequate resource distribution, attractive remuneration among teachers, improve working conditions to heighten teaching morale. Based on the quantitative and qualitative findings, it is concluded that teaching morale among public primary school teachers is high.

5. CONCLUSIONS AND RECOMMENDATIONS

It was concluded that, teachers’ emotional well-being, job satisfaction and professional commitment among primary school teachers interact positively to enhance teaching morale. Moreover, it was also concluded that, low salary, heavy teaching load, poor working environment undermine teachers’ efforts to fully assume their roles and thus compromise their teaching morale. In response to the study findings, it is recommended that, the government should review teachers’ salaries, employ more teachers as a strategic mechanism to reduce the current teaching load and improve working conditions to heighten teaching morale. 
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