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Abstract: Teacher absenteeism is a critical issue affecting the quality 
of education in Tanzania, particularly in secondary schools. This 
study explores the nature, frequency, and underlying causes of 
teacher absenteeism in Kinondoni Municipality, with a focus on the 
role of school heads in monitoring and managing attendance. Using a 
mixed-methods approach, data were collected from 120 teachers, 20 
school heads, and 10 education officers through structured 
questionnaires, interviews, and document analysis. The study 
employed a sequential explanatory design, wherein quantitative data 
were analyzed using SPSS to identify trends in absenteeism, while 
qualitative responses underwent thematic analysis to explore deeper 
insights into the reasons behind absenteeism.The findings reveal that 
absenteeism is widespread, with 60% of teachers reporting being 
absent at least twice a week. The main causes include health issues, 
family responsibilities, and excessive administrative duties. 
Inadequate leave policies and poor working conditions were also 
highlighted as contributing factors. The study further found that only 
40% of schools had structured systems for tracking attendance, and 
many school heads expressed challenges in enforcing attendance 
policies due to limited support from education authorities. Based on 
these findings, the study recommends strengthening accountability 
measures through clearer and more flexible attendance policies, the 
implementation of digital attendance tracking systems, and enhanced 
leadership training for school heads. Additionally, improving teacher 
welfare by addressing workload, health, and professional 
development is crucial in reducing absenteeism. These measures are 
essential for fostering a more committed teaching workforce and 
improving educational outcomes in the region. 
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INTRODUCTION 

Education serves as a key pillar for national development, shaping the social, 

economic, and political trajectory of a country. Teachers play a central role in this process, 

as they are responsible for facilitating learning, fostering intellectual growth, and 

nurturing critical thinking among students. However, teacher absenteeism remains a 

persistent issue in many education systems worldwide, particularly in developing 

countries such as Tanzania. High rates of teacher absenteeism disrupt the learning 

process, hinder syllabus coverage, and contribute to declining student performance. The 

World Bank (2018) identifies teacher absenteeism as a major impediment to achieving 

Sustainable Development Goal 4 (SDG 4), which emphasizes inclusive and quality 

education for all. In Kinondoni Municipality, concerns over frequent teacher absences 

have raised alarms among education stakeholders, necessitating a thorough investigation 

into the nature, frequency, and causes of this issue. 

Multiple factors contribute to teacher absenteeism, including economic, social, and 

institutional challenges. Economic constraints, particularly low salaries and inadequate 

incentives, often force teachers to seek supplementary income through secondary 

employment, reducing their commitment to school duties (TAMISEMI, 2022). 

Additionally, personal and social factors such as health issues, domestic responsibilities, 

and family obligations significantly impact teachers’ presence in the classroom. Research 

by UNESCO (2020) reveals that female teachers, in particular, face additional challenges 

related to family caregiving, which may result in frequent absenteeism. Furthermore, 

institutional weaknesses, including ineffective monitoring systems, inadequate 

enforcement of policies, and weak leadership structures, exacerbate absenteeism, 

allowing it to persist unchecked (Komba & Nkumbi, 2019). 

The role of school leadership in addressing absenteeism is crucial, as school heads 

are responsible for ensuring that teachers adhere to their professional duties. Effective 

school leadership involves implementing attendance monitoring mechanisms, fostering a 

culture of accountability, and creating a work environment that motivates teachers to be 

present and engaged (HakiElimu, 2021). However, many Tanzanian schools lack 

structured supervision mechanisms, making it difficult to track and control absenteeism 

effectively. Studies indicate that leadership training programs and stricter policy 

enforcement can significantly improve attendance management (Hardman et al., 2009). 

Moreover, successful school heads use a combination of motivational and disciplinary 

approaches, aligning with McGregor’s (1960) Theory X and Theory Y perspectives on 

management. While some school heads enforce strict disciplinary measures to curb 

absenteeism, others adopt a supportive leadership approach that prioritizes professional 

development and teacher well-being to improve attendance. 

Given the significant impact of teacher absenteeism on education quality, this 

study explores the nature and frequency of teacher absenteeism in secondary schools and 

assesses the role of school heads in monitoring teacher attendance in Kinondoni 

Municipality. By examining these factors, the study seeks to provide evidence-based 
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recommendations for improving teacher accountability and strengthening school 

leadership practices. Addressing the issue of absenteeism requires a multi-faceted 

approach that involves policy interventions, enhanced school management strategies, and 

a deeper understanding of the challenges that teachers face in maintaining consistent 

attendance. Through this research, education stakeholders, policymakers, and school 

administrators will gain insights into the systemic factors contributing to absenteeism 

and the most effective strategies for mitigating its impact on student learning outcomes. 

 

Literature Review 

1. Theoretical Review 

McGregor’s Theory X and Theory Y provide a useful framework for analyzing 

teacher absenteeism. Theory X posits that employees are inherently unmotivated and 

require strict supervision and external control to perform effectively. Conversely, Theory 

Y assumes that employees are self-motivated and committed to organizational goals when 

provided with a supportive environment (McGregor, 1960). 

In the context of teacher absenteeism, schools adopting a Theory X approach may 

enforce punitive measures to curb absenteeism, while Theory Y-oriented institutions 

focus on motivation and professional support to encourage attendance (Kopelman, 

Prottas, & Davis, 2008). A school head operating under Theory X principles may impose 

strict rules and disciplinary measures to ensure teacher presence, whereas a Theory Y 

leader may create an engaging work culture, offering incentives and fostering 

professional development to enhance commitment. Research by Hardman et al. (2009) 

suggests that a combination of both approaches is often necessary to strike a balance 

between accountability and motivation. 

Additionally, Herzberg’s Two-Factor Theory (1959) provides further insight into 

teacher absenteeism by distinguishing between hygiene factors and motivators. Hygiene 

factors, such as salary and working conditions, prevent dissatisfaction but do not 

necessarily increase job satisfaction. Conversely, motivators, such as recognition and 

professional growth opportunities, drive higher performance and commitment. In the 

context of absenteeism, improving salaries and reducing workload may minimize 

absenteeism, but fostering career advancement opportunities and providing mentorship 

programs can enhance teachers’ intrinsic motivation to attend work consistently 

(Herzberg, 1959). 

 

2. Empirical Review 

Studies in Sub-Saharan Africa indicate that teacher absenteeism is a widespread 

issue with detrimental effects on student performance. A study in Kenya found that 

absenteeism rates ranged from 15% to 30%, significantly affecting learning outcomes and 

classroom engagement (Ngware et al., 2017). Similarly, in Tanzania, absenteeism rates in 

some regions exceed 25%, highlighting the urgent need for improved management 

strategies and policy interventions (TAMISEMI, 2022). These findings suggest that 



1540| Examining Teacher Absenteeism and the Role of School Heads in Attendance Monitoring in … 

                           © Sanga  Magreth & Prospery M. Mwila 

 

 

Available at : https://journal.nahnuinisiatif.com/index.php/ARJI 

      DOI : 10.61227  
       P-ISSN : 2774-9290 
       E-ISSN : 2775-0787 

systemic issues, including poor working conditions and weak monitoring mechanisms, 

contribute to teacher absenteeism in East African countries. 

Research on school leadership underscores the importance of effective monitoring 

and accountability systems in reducing teacher absenteeism. A study by Hardman et al. 

(2009) in Kenya revealed that schools with strong administrative oversight and 

structured attendance policies had significantly lower absenteeism rates. In Tanzania, 

Komba and Nkumbi (2019) found that schools implementing digital attendance tracking 

systems and structured reporting mechanisms demonstrated improved teacher 

commitment and overall student performance. These findings suggest that innovative 

administrative approaches and technology integration can play a significant role in 

enhancing teacher presence. 

Despite these insights, gaps remain in understanding how leadership styles 

influence teacher attendance, particularly in urban secondary schools where school 

governance structures may differ from rural settings. While existing studies focus on 

general absenteeism trends, few have examined the role of school heads in mitigating 

absenteeism through leadership interventions and policy enforcement. This study aims 

to bridge this gap by assessing how different leadership styles influence teacher 

absenteeism and identifying best practices for improving attendance in Kinondoni 

Municipality. 

 

METHODOLOGY 

This study employed a mixed-methods approach, combining both qualitative and 

quantitative research techniques to provide a comprehensive understanding of teacher 

absenteeism in Kinondoni Municipality. A sequential explanatory design was chosen, 

allowing for the integration of both data types to triangulate the findings, ensuring a more 

robust and well-rounded analysis. Data collection involved a sample of 120 teachers, 20 

school heads, and 10 education officers, using a variety of methods to capture a range of 

perspectives. Structured questionnaires were administered to teachers to gather 

quantitative data, while in-depth interviews were conducted with school heads and 

education officers to explore qualitative insights into the underlying causes and 

management of absenteeism. Additionally, document analysis was used to examine 

relevant records, such as attendance logs and policy documents, to further enrich the 

findings. Quantitative data were analyzed using SPSS software to produce descriptive 

statistics and identify trends, while qualitative responses underwent thematic analysis to 

identify recurring patterns and key themes. This mixed-methods design enabled the 

research to triangulate the data, enhancing the validity of the conclusions drawn from the 

study. 
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RESULTS AND FINDINGS 

Nature and Frequency of Teacher Absenteeism 

The quantitative data collected from teachers revealed that absenteeism is a 

widespread issue, with 60% of teachers reporting that they are absent at least twice a 

week. This high rate of absenteeism has significant implications for the stability of 

classroom instruction and student learning outcomes. These findings are consistent with 

other studies conducted in Sub-Saharan Africa. For instance, a study in Kenya found 

absenteeism rates ranging from 15% to 30%, while in Tanzania, rates often exceeded 

25%, further emphasizing the urgency of addressing absenteeism (Ngware et al., 2017; 

TAMISEMI, 2022). Such high absenteeism rates negatively affect classroom engagement, 

disrupt lesson continuity, and contribute to poor academic performance among students, 

as students are often left without adequate instruction. 

The data from this study revealed that the main causes of absenteeism among 

teachers were health issues (45%), family responsibilities (35%), and administrative 

duties (20%). These reasons reflect the findings from Herzberg’s Two-Factor Theory 

(1959), which differentiates between hygiene factors and motivators. Health-related 

absences and family responsibilities, categorized as hygiene factors, often stem from 

external personal circumstances that, when unaddressed, can lead to dissatisfaction with 

work conditions. For example, chronic health problems or family emergencies may 

necessitate time off, which could be mitigated through better health support systems, 

more flexible leave policies, and a work environment that offers a better balance between 

professional and personal responsibilities. Addressing these hygiene factors can prevent 

dissatisfaction and reduce absenteeism rates, but it may not necessarily increase job 

satisfaction or motivation. 

The significant portion of absenteeism attributed to administrative duties (20%) 

also points to workload challenges, which may be linked to the Theory X perspective 

discussed earlier. Teachers in schools that adopt a Theory X approach may face excessive 

administrative responsibilities without adequate support, making it difficult for them to 

focus on teaching. Such heavy workloads often lead to burnout and absenteeism, as 

teachers might take time off to manage the stress caused by a lack of balance between 

their teaching responsibilities and administrative tasks. Improving workload 

management, as suggested by Komba and Nkumbi (2019), would reduce the burden on 

teachers and allow them to focus on their primary role teaching thereby reducing 

absenteeism. 

In addition to the quantitative data, qualitative insights from interviews with 

school heads and teachers provided a deeper understanding of the factors influencing 

absenteeism. One respondent shared, "Teachers often have to attend to personal matters 

during school hours due to inadequate leave policies and excessive workloads." This 

observation suggests that absenteeism is not only driven by personal circumstances such 

as health and family issues but also by systemic challenges, including insufficient leave 

policies, excessive work expectations, and lack of professional support. These challenges 

align with findings from UNESCO (2020), which points to systemic inefficiencies such as 
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poor administrative policies, inadequate leave systems, and lack of support for teachers 

as contributing factors to absenteeism. 

Moreover, the findings of this study indicate that the work environment plays a 

critical role in shaping teachers' decisions to stay or leave the classroom. Schools that fail 

to provide teachers with sufficient leave options, health programs, and professional 

development opportunities are likely to see higher rates of absenteeism, as teachers may 

resort to taking unscheduled leave to manage personal issues. As Herzberg’s Two-Factor 

Theory would suggest, improving these hygiene factors such as offering better health 

coverage and adjusting workloads can reduce absenteeism but would need to be coupled 

with motivational factors to truly enhance teacher commitment and engagement. These 

motivators, such as recognition, career development, and opportunities for leadership, 

are essential to ensuring that teachers feel a sense of fulfillment and intrinsic motivation 

in their roles, thus reducing the likelihood of absenteeism in the long term. 

These findings are also consistent with McGregor's Theory Y, which suggests that 

teachers are more likely to remain engaged in their work when they are supported and 

valued. Teachers who experience a positive and supportive work environment one that 

balances personal needs with professional responsibilities are more likely to attend work 

regularly and with commitment. In contrast, a Theory X environment, where teachers feel 

constantly monitored or burdened by excessive duties, could foster disengagement and 

absenteeism, as seen in schools where teachers were overburdened with administrative 

duties or lacked adequate professional development opportunities. 

The study also explored the role of school leadership in mitigating absenteeism. 

Teachers emphasized that clear leave policies, better workload management, and 

administrative support would significantly reduce absenteeism. Schools that lack clear 

guidelines or have rigid leave policies, as noted in qualitative responses, often force 

teachers to take time off without proper documentation or approval, leading to 

unscheduled absenteeism. This underscores the need for flexible and well-structured 

leave policies that support teachers in managing both their professional and personal 

lives effectively. 

Furthermore, the frequency of absenteeism (with 60% of teachers reporting at 

least twice-weekly absences) signals an urgent need for systemic changes to address the 

root causes of absenteeism. Such frequent absenteeism points to potential issues within 

the school environment, such as a high workload, lack of administrative support, and 

insufficient leave structures. These findings are consistent with previous studies by 

Komba and Nkumbi (2019), which emphasize that absenteeism is not merely a result of 

personal issues but is often exacerbated by systemic failures and a lack of teacher welfare 

programs. 

The high rate of absenteeism observed in this study is indicative of both personal 

and systemic issues. Teachers face multiple challenges that prevent them from attending 

work regularly, including health issues, family responsibilities, and excessive 

administrative duties. Addressing absenteeism, therefore, requires a multi-faceted 
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approach, one that improves teacher welfare through better health programs, more 

flexible leave policies, and workload adjustments. Additionally, fostering intrinsic 

motivation through professional growth opportunities and recognition will help create an 

environment where teachers are engaged and committed to their roles, thus reducing 

absenteeism in the long term. The combination of both Theory X and Theory Y 

approaches, providing accountability while fostering motivation, will likely yield the best 

results in tackling teacher absenteeism. 

 

Role of School Heads in Monitoring Attendance 

The findings from interviews with school heads revealed significant challenges in 

monitoring teacher attendance, with only 40% of schools in the study having structured 

systems in place to track teacher absenteeism effectively. This statistic highlights a critical 

gap in the administrative frameworks of many schools, reflecting the findings of Hardman 

et al. (2009) and Komba and Nkumbi (2019), who emphasized the importance of 

structured and efficient monitoring mechanisms for reducing absenteeism. Without such 

systems in place, it becomes challenging for school heads to track, manage, and address 

absenteeism effectively, which can ultimately lead to higher rates of absenteeism and 

negative consequences for student learning outcomes. 

One key challenge identified by school heads was the lack of support from 

education authorities in enforcing attendance policies. Many headteachers reported 

difficulty in holding teachers accountable for their attendance due to insufficient 

resources, weak policy backing, and a lack of oversight from higher education authorities. 

One headteacher candidly explained, “Without strong policy backing and resources, it is 

difficult to hold teachers accountable for attendance.” This statement resonates with 

McGregor’s Theory X, which emphasizes the need for external control and supervision to 

ensure compliance. When school heads lack the necessary support and resources to 

enforce attendance policies, they are forced to rely on external mechanisms such as 

disciplinary measures or punitive approaches, which can be ineffective and 

counterproductive in the long run. 

In contrast, schools with strong leadership and administrative support reported 

better attendance management, consistent with Hardman et al. (2009), who found that 

schools with strong leadership and effective attendance policies had significantly lower 

absenteeism rates. These schools typically had clear attendance protocols, systems for 

tracking absenteeism, and strong communication between school leadership and 

teaching staff. Theory Y, which assumes that employees are self-motivated and committed 

when provided with a supportive environment, may be an important framework for 

understanding the role of school heads in addressing absenteeism. When school leaders 

create a positive work environment that supports teachers' professional development 

and fosters a culture of mutual trust and respect, teachers are more likely to be motivated 

to attend work regularly. 

Several school heads in this study highlighted that they had adopted a more 

engagement-focused leadership style to address absenteeism. These leaders focused on 
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creating a supportive and motivating work culture, where teachers felt valued and 

encouraged to participate in decision-making processes. This is consistent with 

Herzberg’s Two-Factor Theory (1959), which distinguishes between motivators (e.g., 

professional growth opportunities, recognition) and hygiene factors (e.g., working 

conditions, salary). While hygiene factors like salary and working conditions are 

important for preventing dissatisfaction, motivators—such as opportunities for career 

development, mentorship, and recognition—play a key role in fostering commitment and 

reducing absenteeism. For example, one headteacher explained, “We encourage 

professional development through workshops and mentorship programs, which help 

teachers feel supported and valued in their roles.” These types of initiatives align with 

Theory Y principles, as they focus on intrinsic motivation and the development of a 

positive and engaging school culture. 

However, despite these efforts, many school heads still face significant challenges 

in implementing effective attendance management systems. The lack of digital tracking 

systems was cited as a major barrier to efficient monitoring. Teachers’ attendance is often 

tracked manually, which can lead to inaccuracies and inefficiencies. This finding is 

consistent with Komba and Nkumbi (2019), who found that schools in Tanzania that had 

integrated digital attendance tracking systems saw significant improvements in teacher 

commitment and overall school performance. The introduction of technology-based 

solutions to monitor attendance could streamline processes, provide real-time data, and 

enable school heads to make more informed decisions. The adoption of such systems is 

also supported by Herzberg’s Theory, as the integration of modern tools and systems 

could improve the work environment and reduce frustrations caused by manual tracking, 

thereby addressing both hygiene factors and motivators. 

The findings further emphasize the need for school heads to receive additional 

administrative support and leadership training in order to effectively monitor and 

manage teacher absenteeism. Without proper leadership skills, school heads may struggle 

to create a supportive work environment, manage teacher attendance effectively, and 

enforce attendance policies in a manner that aligns with both Theory X and Theory Y 

principles. Training in leadership and management could empower school heads to adopt 

a more balanced approach—one that combines the necessary accountability of Theory X 

with the motivational benefits of Theory Y. As Hardman et al. (2009) suggested, the best 

results in reducing absenteeism are achieved when school heads strike a balance between 

enforcing policies and providing support to their teachers. 

Additionally, policy implementation is another area where school heads face 

challenges. Several school heads in the study noted that, despite having clear attendance 

policies in place, these policies were not always supported or enforced effectively due to 

the lack of a strong policy framework at the district or national level. This finding 

underscores the importance of systemic support from education authorities. Without 

strong policy backing and resources, even the best efforts by school heads to improve 

teacher attendance can fall short. This issue also aligns with the work of UNESCO (2020), 
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which highlighted the critical role of education authorities in providing the necessary 

frameworks and support to ensure effective school leadership. 

The role of school heads in managing teacher attendance is critical to addressing 

absenteeism. The study found that schools with strong leadership, structured attendance 

systems, and a positive work environment saw better attendance rates and more 

committed teachers. However, many school heads still face significant challenges due to 

the lack of resources, weak policy enforcement, and insufficient administrative support. 

The findings suggest that improving leadership training, administrative resources, and 

the integration of digital attendance systems would empower school heads to monitor 

and manage absenteeism more effectively. Moreover, a balanced leadership approach 

that incorporates elements of both Theory X (accountability) and Theory Y (motivation 

and support) may provide the most effective strategy for reducing absenteeism and 

fostering a culture of teacher commitment. 

 

CONCLUSION AND RECOMMENDATIONS 

Teacher absenteeism remains a significant challenge that requires a 

comprehensive and strategic approach to address. Effective leadership, supported by 

clear and flexible attendance policies, is key to improving teacher attendance. School 

heads must be empowered with the necessary tools and training to manage absenteeism 

effectively, fostering a supportive work environment while ensuring accountability. A 

combination of administrative oversight and motivational strategies will help create a 

balanced approach to managing teacher attendance. 

It is recommended that education authorities prioritize the development and 

implementation of robust attendance tracking systems, including digital tools that 

streamline the monitoring process. These systems would provide real-time data, enabling 

school leaders to take immediate action when necessary. Additionally, school heads 

should receive targeted leadership training to enhance their ability to motivate teachers, 

manage performance, and navigate the challenges associated with absenteeism. 

Strengthening school leadership in this way will ensure that teachers are both supported 

and held accountable for their attendance. 

Furthermore, improving teacher welfare is crucial for reducing absenteeism. 

Schools should focus on enhancing teachers' working conditions, offering professional 

development opportunities, and providing resources to support teachers' physical and 

mental well-being. Flexible leave options should also be considered to help teachers 

manage personal responsibilities without compromising their attendance. By addressing 

both systemic issues and individual needs, these recommendations can help mitigate 

absenteeism, leading to a more engaged and committed teaching workforce. 
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