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ABSTRACT

Guided by the process theories of motivation, the researcher sought to establish the
relationship between rewas and performance of teachers in government primary schools in
Bardege Division, Gulu Municipality. The three objectives were to find the relationship
between: () noomonet ary rewards (ii) monetary reward
and the pdormance of teachers. Rewards were taken as the independent variable while
teacher s’ performance was the dependent var.i

The review of literature on rewards as the independent variable and performance of teachers as
the dependent variable was done anesented according to the stated objectives. From the
empirical studies presented in the literature review most studies agree with thesfamting
conclusion of this study thathere is a significant relationship between rewards (both non
monetaryantinonet ary) and teachers’ Performance.

The target population included the following categories: Teachers, Head teachers,
Chairpersons of School s Management Commi t t
Associations, Municipal Inspector of Schools and the @ioating Center Tutor8y use of

descriptive correlation case study design employing Qo#titative and quantitative research
approaches, Data was collected from 52 respondents across the different categories using
guestionnaires, interviews and obséiva as the tools for data collection.

Both quantitative and qualitative data were collected, analyzed, presented, interpreted and
triangulated to derive meanings and draw relevant conclusions. Graphs and tables were used

to present the data. Descriptistatistics, namely percentages, mean and standard deviations

were used to present the quantitative data. With the help of Statistical Package for Social
Sciences (SSPS version 16) the correlation and regression analysis were performed to
establish the tationship between the variables and the predictive effectrewards on
performance. Test of hypotheses showed significant positive relationships between (i) non
monetary (ii) monetary rewards (iii) teacher
teachers in these schools.

Through the regression modelswhas found that 43.9%, 57.7% and 36.5% of changes in
teacher’s perfor mance mmaonetaryegewardspriorzeiary revdards n t e
and the perception teachers have about the rewards respectively. Using the findings the
researcher came up withnumber of recommendations on the use of bothnmoametary and
monetary rewards for improving teachiers per f or man c e recommendation | s .
apply to Ministry of education and sports, Head teachers, PammtSchoolManagement
Committes

Xiii



CHAPTER ONE

INTRODUCTION

1.1 Introduction

According toMauro (2016)pupils can acquire quality learning outcomesly when they are
taught by motivated teachers who are able to effectively and efficiently perform their teaching
roles The motivation for gality performance by employees is dependent on how well they are
rewarded (Sharp, 2017)n schoolsteachers,ike other employeegqerform effectively and
efficiently in the teachindearning process when they are sufficiently rewarded for their inputs

in achieving tle school objectives (Niwamany2016.

Accordingly, this study examined the relationship betweeewards (non-monetary and
monetary)and performance of teacharsselected governmemrimary schools in Bardege

Division Gulu Municipality.Reward (promotions, trainingsalaryand allowancesveretaken

as the indeper&dn t vari abl e whi |l e teachers’ perf ol

managemenand assessment§learning was the dependent variable

In the sections that follows$he background of the study, the problem statement, purpose of the
study, objectives ahe study, reseah questions, research hypothgsmnceptual framework,
significance of the study, justifidah of the study and operational definitions are clearly
brought out.

1.2 Background of the Study

Rewards that organizatiopsovidewill influ ence employésbehaviarsand attitudetowards

their job if itsatisfiegheir needs and help them tacé their personal goals (Ong &e, 2012)

In schools teachers will perform optimally if they are satisfactorily rewarded (Gohari et al

2013; Adil & Fatima, 2013; Yamoah, 2013)nsatisfactory rewardsauss low motivation



and poor performance at work among teachers (Mensah, 2@0&2ieji & Olaniyan 2011;

Bennell &Ntagaramba 2008).

When schools integrate t eac hreward Systemse teathers an d
will be motivated towork (Wasiu & Adebajo, 2014However in Uganda and most parts of
the world, teachers are not well motivated to perform (Justine, 20y, 201Q Mukisa et

al, 2009; Nyakundi, 2012).

T e a ¢ h eperformarjceodbaws out great concerns in every society (Shaikl2eia).That

is so because good teacher performance is a prerequisite for the achievement of education goals
and learning achievemenof pupils in the schools. In Uganda a number of rspand
empirical studies have faulted teachers in government primary sampdésnenting Universal

Primary Education (UPE) Programmes for poor job perform@umld Bank 2003; MISD,

2009; John Paul Il Justice and Peace Centre, 2014; Mazaki, 2014 McZ1i&k,NEMACY

Uganda,2012; UWEZO,2010; Byamugisha & Ogawa, 2a89ka & Okurut, 2008).

1.2.1 Historical Background.

The need to motivate people to manipulate their behaviours can be traced to the times of;
Socrates, Plato and Aristotle in ancient Greek (Pakdel, 2Bb8)ever,it was not until the first

half of the 19' century when psychologists and other scholars ekeblzon serious research to
understand the driver s odtal &00p)Ealyem@apdtionsmodt i v a
motivation had focused on instincts as the drivers of human motivatoavever,Psychologist

writing in the 19" century suggested thlatiman beings were programmed to behave/perform in
certain ways, depending upon the behavioural cues or rewards to which they were exposed
(Encyclopedia for business!dition). Thislaid the foundation for using rewards as a means

of improving performace of employees in workplaces.



Il n Africa the interest to research on the wu
gained prominence in the 1970's (Pratiseepka
were; Oloko (1977), Kayode (197&gwuridi (1981), Nwachukwu (1994), Ajila (1997). Most

of these studies were outside Uganda.

In Uganda however, the motivation to conduct research to establish the link between rewards,
motivation and teacher performance gained prominence with the iotiadwf UPE in 1997.

This was prompted by the growing concerns about decline in the quality of primary education in
the UPE schoolKirunda (2004) investigatepgerformancebased rewards and the performance

of teaches in Kampala district. Namutebi (2006)researched on the effescof reward
management practices dneac her s’ j ob c¢commi tMwesigwa (4000) Wa k i
studiedthe impact of training on employeesvork performance behavioar case study of
government aided secoemy schools in Ibanda distridtairuba 2011) investigated matational
practi ces peroananteeoprivdteeseceondary school teachers in JiQther key

studies includedacha (2005), Njenga (2012) and McKinney (2000).

Most of these studiesakie revealed that the poor performance by teachers was a result of poor
motivation arising fom poor rewards for teachetdnfortunately,none of these studies was
conducted in northern Uganda where the problem of poor teacher performance seems to be
greaest. This has prompted the researcher to conduct a study in northern Uganda particularly
Gulu Municipality to fill the knowledge gap.

1.2.2 TheoreticalBackground

This study was informed by two process theodels mot i vat i on.heTolrey "“ BEoxyp €

Vroom (1964and the “Equity theory” by Stacy (1965



1.2.2.1 The Expectancy Theory

The theory positghat employees like teachers get motivated in their work if they believe that
expending their effort will make them get what they desire in the form of a reward. In schools
these rewards may include: salargrements allowances, break tea, promotions tragnand
others. Theheory states that individuals had#éferent sets of goals and whle motivated if

they believe thatThere is a positive correlation between efforts and performandethat
favaurable performance will result in a desirable rewarde Téward will satisfy an important

need.

In a school teachers develop expectations regarding perforfmelated outcomes. They tend

to prefer certain outcomes over others. They then think about what they have to do to be
rewarded, and how much the rewardeanto them, before they do the job (Aswathappa,

2005). The implication of the theory to the motivation of teachers is that, job satisfaction that
results in high motivation is a function of

effort and he outcomeassociated to fVroom, 1964.

Thistheory fitted in this study because teachers are rational beings who form expectations and
work towards full filing them. The theory also helped to have a clear understanding of why
teachers may choose different behavioral alternatives sutio@slightirg, absenteeism and
refusing to assedearning despité¢he rewards that schools give thehis knowledge shall

help to desigmewards that meet the expectations and needs of teachers.

1.2.2.2Equity theory by Adam Starchy (1963)

The * equi tAdant (h963) anyhe otleryhapositsthat employees compare their
rewards for efforts expended with those of oshen similar work situationsif in the
comparison the rewards for equivalent effort expended are viewed as equal and appropriate,
then the first person feels the treatment is fair and is motiveii®gever,a discrepancy in

rewards for similar effort would result in -aheotivation and loss of morale to work.
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This theory fitted this study given the constant complains about unfair rewards in terms of
salaries that teachers get compared to other civil servants. The unfair pay for teachers has been
constantly raised byJganda Nationalfeachers Union (UNATU) while demanding for pay

rise fromgovernment Thesedemands also show that the salary they get does not tally with
what they expect. I n Uganda teacher’s sal ar
2008) Further justificaion for using process theories is that, teachers are motivated by the
content and process of their work than by the extra monesanpensationJohnson1984.

1.2.3 Conceptual Bckground

This section gives the literal, situational and scholarly conceptualizations of the independent

and the dependent variables explored together with other concepts which moderates the two.

1.2.3.1 The Concept of Bwards

According to (Otonde, 2014) most orgzations try to boostmployes willingness to work

harder by incorporating various rewards into their compensation sysRewmsrds can be
defined as “extr i nssuchad monaysrizesf desirable acfivities ore me n
outcomes, praise, or recognition” (Byron & K
as a recompense for good working behaviour. Zingheim & Schuster (2000) look at it as the
thing that increasesthefjmiency of an employee’s action. C
a thing that is given or received in return for doing something good or for workingTihese

definitions point to the fact that reward impacts on actions and is given in returnifor act

performed or in anticipation of desired actions.

In this study it refers to tangible or intangible things given to a teacher in exchange for services
rendered to pupils, with the aim to induce more productivity and commitment to work. This can

take maetary and nomonetary forms. The following constitute rewards that maywhédadble



for teachers; training opportunitiepromotions, recognition and appreciations, salaries,
allowances, retirement benefistudy leave with pay, free accommodation, fueeh etc. In this

study rewards shall refer to training, promotions salaries and allowances.

1.2.3.2Conceptof Eachersé job performance

Performance may be conceptualized from the economic perspective or the behavioural
perspective. From a purely econiemerspective performance is synonymous with, efficiency,
economy or returns on investment (Summermatter & Siegel,) 2068 study shall adopt the
behavioural approach of defining performance since the school in the real sense is not a profit

making enty.

From the behavioral perspectivermstrong (2003) defined performance as behavioural

aspects that define the way organizations and individuals get work done fumstion of
motivation, ability, knowledge and skillsviotowidlo, Borman &schmirt (1997) summarises it
astheover al | expected val uecafriedoutoventhe ceurspdf @asete e ' s
period of time.This study defined e a c pedarnsanceasthe accomplishment of measurable

set of activities in relation to thely descriptionsf theteacher. This means behaviors that cannot

be measured shall not be regardedonstitutingjob performance

Bowman & Motowidlo (1993) opined that performance is best conceptualized by breaking it

down to task performance and conteftperformance. Task performance refers to behaviours

that relate to the organizational rewards systems and aids in the production of goods and
services or the attainment of the organisat:.
on the other handefers to behaviour or efforts of the employees that are not directly related to

their core functions in the organisation (Jankingthong & Rurkkhum 2012)

This study is concerned with the task performance of teachers vghkely in meeting the

educational goals of the learners and the national development goals. Otonde (2014) looked at



task Performance as the accomplishment of a given task measured against preset known
standards of accuracy, completeness, cost, and spdbis $tudyt eacher s’ [ ob per
refers to those behaviawf teachers which are deemed relevant in facilitating pupils learning

in school. These behaviarsclude makinglesson plans, drawing schemeswairk, preparing

teaching aidgeaching, giing assignments to pupils, marking pupbsoks in order to assess

, managing time which are the core duties of a teacher in a formal school system.

Performance can be good or poor. Poor performance involves late arrivals at work place, leaving
early, lak of commitment, absenteeism, too much complaints, and unwillingness to accept the
delegated duties and having no control over emotions hence, strikes (Cole, 1998). Specific to
teachersgood performance in the job involves; preparing schemes of worknlgdan, and
teaching aids; marking pupiltest,homewok and other assignments; keeping records of work

and progressive assessments results for the learners, managing time by following schedules on

the timetable.

Performance is actually a function wiotivation, skills, experience, effort and knowledge. A

highly skilled and knowledgeable person may fail to perform if the motivation is low. Farazmand
(2007) opined that performance is higher in those organizations where employees are adequately
motivated St udi es on teacher’s performance revese

and teachetgob performance (Muatai& Othman, 2010).

1.2.3.3 Concept oEmployeeM otivation

With the right level of motivationemployees shall work with zeal, initiative, interest, and
enthusiasm, and satisfaction, sense of responsibility, loyalty, discipline and pride to achieve the
goals of an organisatioMamoria & Gankaf005). Despite a clear understanding of what

motivation can do in alerganizationa clear conceptualization of it is not easy.



Jakolya (2006) perceived as incentives that inducmdividuals to perform. Looking at
motivation from this lengt becomes clear that motivation of employees can be manipulated by
varying the external factors in the work placéese factors are the rewards that organisations
offer. Kamunjeru et al (2014) referred to motivationths psychological process that sas
direction and persistence of an action that is goal orientbdse psychological processes may

be self generated or externalipduced. Theself-generated motivation is referred to as intrinsic
motivation while the externally generated motivatiothis extrinsic motivation. Both extrinsic

and intrinsic motivation impacts on task perhance of teacherThefocus of this study is on

the externally induced/extrinsic motivation which is associated with the reward that teachers
receive.Extrinsic motiation has to do with rewards/incentives. Incentives are external to a
person and are provided by the management in order to encourage workers to perform tasks

(Hacket, 1998).

This study shall d e ftihree tteeaacchhea rss icaliyntdrty ownagtniedcsr
the teaching task in compliance with professional requirements without being forced to do so.
This willingness to perform the task in schools is affected by many school based factors among
them the rewards that the school gives the teacdmewell the perceptions about the rewards as

held by teachers. Evidence of high work motivation in schools presents in; time keeping, regular
mar ki ng, |l esson preparations, regul ar attenc
for the case of #sestudies Mulunda, 2008). When staff is highly motivated their performance

is always good.

1.2.3.4 Concept of Brception.
According to Hunsuker & Dilamarter (2004) En
by their perception of fairness or discrepancy between personal contributions and rewards they
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receive relative to other®erception is critical in determining empleys ’ contributio
organisation. Summarizing the central role of perceptions in our life Billah (2016) concluded
“Perception is more iIimportant than reality,
real i ty”. Empl oy ees ipexpeatfar teeatrpentdrgmtleen superioesl at i

or employers they will respond negatively where they feel they are being treated unfairly

In human resource literatigéwo aspects of employee perception predominates; the perception
of fairness or guity and perception of adequately in the value of the renBettseived fairness

of employees rewards or the lack thereof is the root cause of why employees leave the
organisation or withhold efforts in contributing to the achievement of organisatioat g
resulting inpoor workperformanceCeplenski, 2013 It is therefore important that managers
take the issues &fF mp | 0 peecepsions seriously whgrlanning andexecuting rewards

systems

Perceived value of the rewards is another important aspect of perception. A reward item is of
value when it can satisfy the needs of an empldgewards which daot help the employee

meet his or her basiteeds areot valuable and may not motivate themoyee to perform

well. The valueof a rewards realised if what the employee expect is what he/she really get.

A discrepancy between the expected rewards and the available rewards may be a great source

in demotivating employee hence resulting in pperformance.

1.2.4 ContextualBackground
Teacher’s performance in terms of attendanc
generally poor in Uganda and worst in the northern part. A number of school teachersotould

correctlystate learning obg@ives in their lesson plan and nor could they adhere to time table



((Byamugisha & Ogawa, 20p9Teachers a b s e nt e(@&arld Banki 2603;iMiSD,2009;

World Bank & ADB, 2015). World Bank African Economic Research Consortium and African
Development Bnk (2015) report of 2015 still shows that among the East African countries
Uganda recorded the highest rate of teacher’
class at 52.5%.

Table1l: Teacher Absenteeism in East Africa

Source:World BankAfrican Economic Research Consortium and African Development Bank

Absenteeism Kenya Tanzania) Uganda

Absence from school 15.5% 23% 23.8%

Absence from class 42.2% 53% 52.5%
(2015).

In Gulu and northern Uganda in genataés nofare so well in terms of quality and performance
(ODI, 2009). There is; high rate of late coming, absenteeism, dodging lessons, failure to assess
pupils learning, and teaching without lesson plans or schemes of work. (Gulu Municipal
Counci |’ s cdanReport, 2012). Aceguding to the Ministry of Education and Sports
(2009) teachers in Gulu and other districts in the north have considerably reduced on preparation,

teaching and assessment in order to attend to private business to supplemenvaffesal

Bardege Division, in Gulu Municipality, Gulu district is home to most of the traditional church
founded schools in the Municipality. These schools used to perform so well in national
examinations.However, they have exhibited steady decline in performance in national
examinations over the last six years. There is a growing concern that this is due to poor
performance of teachers which is exhibited in the poor academic performance of pupils in

Primary Leaviig Examinations

Primary Schools Percentage of candidates scoring divisiomn PLE
2009 2010 2011 2012 2013
Christ the King 1.6% 6.3% 5.7% 16.4% 11.4%
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Mary Immaculate 1.6% 6.2% 6.2% 1.6% 1.6%

Saint Joseph 1.2% 3.2% 8.4% 10% 3.1%

Table 2: Percentage 6 Pupils in Division one in PLE

Source:Analysis of official PLE score sheets for schools

Teachers on their side however blame it on poor rewards for teaching. The major rewards for
teachers in these schools #neir salaries, while in other regions of Uganda parents tend to

suppl ement teachers salaries in Gulu and ge
have the capacity to do so ( Education journal,2006:18) Nonetheless attempts have been made
to introduce allowances like; marking allowance, exésson allowances. The schools have

also introduced regular training of staff. Much as these strategies have been put in place little

is known as to the relationships they have with actual job perfoenanc

1.3 Problem Statement

When rewards are properly implemented in an organisation it will impact on the motivation

and satisfaction of empl oyees Rizwar&Ali,2010;eadi ng
Pratheepkanth, 2011; Ajila, 199®).Gulu Digrict it was noted that teachers ; do not complete

the syllabus , do not follow time table, come late to work and some come with smell of alcohol

on their body (Uganda Radio Network, 2011; John Paul Il Justice and Peace Centre, 2012).
Ntagaramba (2008jnked poor performance and unprofessional behaviour of teachers to poor

motivation arising from unsatisfactory rewards.

Teachers will perform optimally when they are satisfactorily rewarded (Adil & Fatima, 2013).

To curb the problem of poor performance among teachers in Bardege division, schools came

up with reward measures such as, eldsson allowances, responsibility allowances, duty

all owances, school based wor kshop®thadout r ef r e

meeting of PTA and SMC November, 2011mplementing rewards does not lead to automatic
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improvement in performance unless the perception of emplogetesms of adequacy and

equity is positive (Otonde, 2014; Agwu, 2013, Thierry 1987).

Despite attempts to mvide rewards to teachers thasestill ; high rate of late coming,
absenteeisngodging lessons, failure assess pupils learning and teaching without lesson

pl ans or schemes of work (Gul u pdmu 2012Johp a l Co
Paul Il Justice & Peace Centre, 2014n sat i sfactory rewards to er
quality o output, avoiding work places andw productivity, (Cheema et al, 2015; Sharp,

2017). If the staus quo is allowed to continue then the realizatioguatlity education for our

children shall remain a dream. This called for an immediate investigation into the relationships

bet ween rewards and teachers performance i n

1.4 Purposeof the Study

The purpose of the studwas to examine the relationship between rewgashd the
performance of primary school teachers in selected government primary schools in Bardege
Division, Gulu Municipality

1.5 Objectives of theStudy.

1. Toinvestigate the relationship between Nopnetary rewarslandt e a ¢ pedorngncen

the selected government primary schools in Bardege division, Gulu Municipality.

2 . To find out the relationship betwéhen mon

selected government primary schools in Bardege Division, Gulu Municipality.

3. To find out how teacher’s perception of r

government primary schools in Bardege division, Gulu Munidipali

1.6 ResearchQuestions.
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1. How does Normonet ary rewar ds relate to teacher
government primary schools in Bardege division, Gulu municipality?

2. What i's the relationship between monetary
selected government primary schools in Bardege division, Gulu municipality?

3. What is the relationship between the perception of rewards by teachers and their work
performance in the selected government primary schools in Bardege division Gulu

Municipality?

1.7 ResearchHypotheses

1. There is no significanpositive relationship between Nemonetary rewards and

teachers’ performance in the selected gov
Gulu Municipality.
2. There is a significant positive relation

performance in the selected government primary schools in Bardege division, Gulu
Municipality.

3. There is a significant positiverewaedsati on:
and their performance in the selected government primary schools in Bardege division,

Gulu Municipality

1.8 The Conceptual Framework.

A conceptual framework is a research tool intended to assist a reseaddwerlop awareness

and understanding of the situation under scrutiny and communicate it (Wambugu & Umbui
2013). It summarises and shows diagrammatically how the dependent aklsdampacted

by the independentariable(l.V) or the moderatingariablédM.V) and extraneous variables

(E.V) if any.

INDEPENDENT MODERATING DEPENDENT
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VARIABLE VARIABLE VARIABLE

REWARDS PERCEPTIONS TEACHESRS’
OF REWARDS PERFORMANCE
Non-monetary rewards X perception x Lesson
, of fairness preparation.
X Staff prqmotlons X perception x Assessment of
x  Staff training of adequacy learning
Monetary rewards x Time
management

x Salaries

x  Allowances >

Source: Adapted from Wang et al, (2010) and was modified by the researcher

Figure 1: The Conceptual Framework

The conceptual frame work presented in #giigly shows the relationship between, reward

as the independent variabend t e a c Ipercepgtian of fairness and adequacy as the
moderatingvariableandteacher performance as the dependent variable. The dimensions for
reward are; promotions, training/professional development saddry andallowances,The
moderating variable has the dimensions of fairness and adeugraeptions of rewards while

that forthe dependent variablgsefformances ardime management, lesson paggtions and
assessments of learning, as represented in figalbevie The conceptual framework presented
also showghat the perceptioneachershave about the fairness in the distribution and the
adequacy of these rewards moderates the effect of teeseds on the job performance of
teachers in these schools.

1.9 Significance of theStudy.

It is hoped that findings and recommendations of the study will be useful to:

The school administratgresho manage the distribution of the school based reward packages
to adopt better strategies that will help to energize and motivate the teachers for excellent

academic performance.
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Findings from the study would also help School Management Comm(8&&S) andParent
Te a ¢ hAessociations (PTA), to design and authorize implementation of appropriate reward
policies that would promote active participation of teachers in the teaching learning processes

within schools.

The Local Government Education Commigeéinistry of Education and Sports, Civil
Society Organizations, and all stakeholders may use it as evidence to lobby for policy reforms
and solicit more funding to improve teacher performance and quality of education in UPE

schools.

Further benefit of tis study is that findings may help to work out solutions for the poor

performance of teachers in GlMunicipality.

1.10 Justification of theStudy.

It is believed that teachers are underpeniog due to low motivatiorresulting from
inadequatend ineffective reward strategig3thers blame the low learning achievement on

lack of concentration by pupils. Yet none of these accusations and counter accusations is
informed by empirical research evidenbtany studies (Justine 2011; Zeitlr®11; Nsibuga,
2008;and Mary 2008) have been conducted across the country in the field of motivation and
performance of teachers yet none of these studies focused directly on the relationship between
reward and the performance of teachers. More so, no suchsstadie been conducted in Gulu
Municipality itself. It is upon this background that the current ssmlyghtto fill the gap by
establishing the relationship betegedDeisionRe war d
Gulu Municipality with the hope thahe findings would contributes to the theoretical and
practical knowledgeeeded byducation stakeholderthis could possiblgolve the problems

of poor teachetsperformance in the division and Gulu Municipality at largewas further

hoped that the finding would reveal facts as to why teachers perform poorly in the division and
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this would possiblyend the blame game which has been ongoing for such a long time and

provides remedies for improving teachers job performance,

1.11Scopeof the Study

This sectiondescribeghe geographical scope, time scope, and content /boundaries within
which the study was focused. This is important because it limits the problem under
investigation to a manageable one and saves the tinne oé$earcher by not straying out of

the confines of the study.

1.11.1 Geographical Sope
The study took place ChristtheKing DemonstrationMary Immaculateand Sai nt J o0 s €
primary schools.These three schools aren Bardege division in Gulu Municipality, Gulu

District.

1.11.2 Time $ope

The study covered a period of eight years starting from 2009 to 2013. This period was
considered for this study because it is the period within which Gulu Municipality experienced
relative peace as the rest of Uganda, after twenty years of war and yet performance within this
period has remained poor. Also a lot of government efforts were made to improve education in

the regim within the same period under tReaceandRecoveryprogramme.

1.11.3 ContentScope

The study focused on the relef rewards in motivating teachers for improved performance.
Bothfinancial and no#inancial reward were taken into consideration. The financial rewards
considered were salary and allowancesdpto teachers while the ndimancial rewards
included trainings, and promotions of stafeaches job performance was confined to those
aspects that relate ditgcto teaching and learningarticularly; Time management, lesson

preparation, and assessnts of learning were considered.
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1.12 Operational Definitions
Teachersdé Toe i vaacloar s’ willingness to ethioc

compliance with professional requirements without being forced to do so.

Reward: Tangible orintangible things given to a teacher in exchange for services rendered to

students with the aim to induce more productivity and commitment to work.

Professional developmentAssistance, guidance offered by senior and experience teachers to

teachers so as teach more effectively and with confidence.

Training: Any interaction that leads to performed with the aim of acquiring skiis,

knowledge and attitude

CHAPTER TWO

LITERATURE REVIEW
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2.1 Introduction
This section presents the, theoretioatiew and thematic review of the research variables

presented in line with objectives and the conceptual frame work.

2.2 Theoretical Review
This section presents the review of literature on the process theories of motivation underpinning

this research.

2.2.1 Expectancy Theory

Expectancy theory by Vroom (1964) is premised on the assumption that employees come to
the organisation with previous experiences and from these experiences they develop
expectations regardingghamount and kind of rewards they wibglet in exchange for their

level of job performanceTlhey tend to prefer certarawardsputcomes over others. They then

think about what they have to do to be rewarded, and how much the rewards mean to them,
before they do the job (Aswathappa, 2005). éctancy theory posits that individuals choose
between a set of behavioural alternatives on the basis of the motivational force of each

alternatives (Scholl, 2009).

According to the Expectancy Theory, effort arises from performance, motivation, and
outcome. The Theory suggests that motivation that will lead to job satisfaction is a function

of the perceived relationship between an ind
associated with job performance (Vroom, 1964). Making a greater efftbrinvarove job
performance. A high level of performance, in turn, will bring a good reward (outcome). When

the three variables (effort, performance, and outcome) are high, we expect the motivation and

satisfaction to be high. Thieeory has three key priipdes:
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Valenceis the feeling people have about specific outcomes. It is the anticipated satisfaction
from expected outcomes (Mullins, 2005) . I n
rewards they are offered. This feeling about specific resvardy be positive or negative. If

the feeling is positive, the teachers will probably make more effort for improved performance.

The opposite is also true.

Instrumentality is the belief that if the individuals do one thing, then it will lead to another
(Armstrong, 2006). It is an outcormitcome relationship. It is a belief of the probability of

the first outcome, excellent job performance, attaining the second outcome, reward (Amos et

al ., 2008). l nstrument al ity parfermaaae will resdliinvi d u al

the desired outcomes.

Expectancya wor ker’' s perception about the extent
certain level of job performance. Workers are going to be motivated to perform desired
behaviors at a high Vel only if they think they can do so. As per theory, an expectancy of 1
signifies that a worker is sure that his or her effort will lead to a certain level of performance.

An expectancy of 0 means that a worker believes there is no chance that hisftorheuiill

result in certain level of performance. Expectancy is high when they think they actually will
perform at a high level when they work hard. Managers have to boost morale if they think
works expectancy is 0. Helping teachers to improve on tkils and abilities can boost their

expectancy and results in improved performance.

2.2.2 Equity Theory

Equity theory explains that employees will always compare the reward they receive for their

work against those of colleagues at similar level of employment and compare the fairness in
its distribution. If they perceived that there is no equity they will bendgvated and therefore

hold back effort which will translate to poor performancerriess of rewards is an important
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issue for employeesMurlis & Schubert, 2001). In schools individual teachers will form
perceptions of fair balance by comparing their own contribution with that of other teachers in
and outside the school or even with otpeofessions like nurses, midwifes engineers and
accountants. The individuals compare the inputs they bring to the job in the form of skills,
training, education, work experience, time, and effort with the outcomes they receive in the
form of pay, fringebenefits, status, opportunities for advancement, promotions, prestige, and
anything else that the workers desire and receive from an organisation, as compared to relevant
other employees in the organisation (Green, 2000f#)se comparisons amngade agaist the
following outputs like salaries, allowances, opportunities for advancements, promotions and
training opportunities. Afair balance serves to ensure satisfied and motivated teachers
(Ololube, 2006). If there is a feeling of inequity on the part athers, there is a high
probability that they will be denotivated and dissatisfied with their work and with their

employer (Ololube, 2006).

The demotivation and lack of satisfaction shall be reflected in reduced effort (Robbins, 2009),
absenteeism, failerto mark pupils work, Complaining to management about the compensation
package, or lodging a grievances (Amos, et al., 2008). An employee may try to find a new
situation with a more favourable balance through absenteeism, request for a transfer, resigning

from a job, or from the organisation altogether (Mullins, 2005).

It is a universal fact that salaries of teachers in most countries are relatively lower than those
of other professionals with similar qualifications in other sectors (Watson, 2008). sThis i
despite the fact that Ministries of Education in most countries generally receive the largest slice
of the national budget (Bowels, 2012).As a result most teachers in Uganda schools are de
motivated since they look at themselves as second class empiMdyeease not valued by the

government. The poor performance of teachers can be attributed to the fact that; teachers are
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purposely reducing efforts on task because they perceive their rewards compared to other civil

servants as unfair.

Much as thistheory of motivation has been used widely in reseatcis inot free from
weaknessesAccording to Shore (2004) the theory describes the reaction of individuals to
feelings of inequity, but it fails to recognize differences in how individuals reagituations
involving equity.Despite the criti@dmslabeleda g ai n st Thhoey, reseajch indicates

that the Theory enjoys considerable support (Miner, 2005)

23RewardsandTeacher sdé6 perfor mance.

In order to achieve optimum performance froneitgployee®rganizationsnust have not only
employees with required skills and abilities but also the motivation and willingness to perform
(Mulunda, 2008)The motivation to perform in their task can be improved by a combination
of intrinsic and extrinsic rewards $gun& Duah, 2011)In schoolsteachers will devote their

time and energy to work when they believe that their efforts will be adequately and fairly
rewarded (Serena et al, 2012; Ford &Markova; 2011; Snelgar2013). Schools and other
organisations thereforgeed to consider reward as one of the crucial measures for improving

empl oyee’ s performance (Lalam, 2014).

Rewards positively impacts on the motivation and morale of employees resulting in high level
of productivity and performance (Chieg & Birtch, 2012; Sajuyigbe et al, 2013; Njanja et al,
2013; Rizwan and Ali, 2010; Ali & Ahmed, 2009). These Rewards range rfnerit increase

of salary to innovative nefinancial rewards like handritten thank you letters (Otonde,

2014).

A number of Empirical studies in Uganda(Maicibi, 2003; Justine, ZDib&énda 2012; Aeha,
2010) and outside Ugand&§hak, Jamian, Jidi &akirai, 2016: Arktar, Sachu & Ali, 2012

Njanja et al, 2013yWWambugu & Umbui ,201.3Vluhammad,et al 201®Roberts, 2005 Khan
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and Farooq ,2010) all confirmed positive links between rewards and the performance of
employeesBoth extrinsic factors (includmsalary and allowances, professional advancement,

promotion, award/reward schemes) and intrinsic factors (such as ability and competence,
consultation, achievements, recognition and good interpersonal relationship) are tools which

impact on teacher motitian and task performance at school (Akuoko et al, 2012).

2.3 .1 Nonmonetary Rewardsand e ac her sé perfor mance

According toDewhurst etal (2010) employees may not be rewarded by financial means only

things like, career guidance from managers, leadetshining and empowering the employee

to take on important projects may be more rewarding compared to cash incéitessstypes

of rewards increase empl oye e séstcamandicagatisfyi on t o
their professional ambitiorend pesonal fulfillment (Mcbeth, 2012). A number of empirical

evidenceagivessupport to this assertion.

Alaxelsson & Bokedal (2009) investigated on rewards for motivating different generations at
Volvo Car Corporation in Goteborg. Using empirical d&tam interviews the following
conclusions were drawn; challenging work and-nmmetary rewards are more motivating to
managers compared to bonuses and shares, opportunities for growth are great motivators across
generations; despite the generational d#ifees, both generations said salary was and

important motivator however nemonetary rewards held the greatest importance.

In his study involving 34 companies in Australia Lawler (2000) found that the use of non
monetary incentives results in; raised esihsm, raised productivity timely completion of
task; and amplified performance in general. In a related study, findings by Ngulube (2003)
came to the conclusion that the use of-nwmetary rewards could lead to; lower occupational
stress, reduced abgesism from work, reduced turnover rates, and in turn elevates work

morale among others.
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Kepner (2010) justified the need for notonetary rewards in organisations and went on to
explain that given the increasing economic decline, organizations needstdecdhe use of
rewards that are not valued in terms of money as a way of ensuring that their employees do
work. Lamenting the failure by most organisations to usemonetary rewards. Dzuaranin

(2012) summarises;

“It is evident that most organizatisstill apply the traditional reward systems that were mainly
monetary because there is lack of enough knowledge regarding hemor@tary rewards
relate with employeesd performance, how thes
as organizationacompetitive advantage, and most importantly, how effective they can be if
used in boosting empl oye’e.s dMapneyr foorrgnaanni czea tiino nt:
from high turnover rates and down falls because they do not appiynaoetary rewardsat

may only need little effort (Aktar, Sachu & Ali, 2012).

2.3.1.1 Promotions and Teachersd Performance
Promotion as a reward has a direct relations
& Johnson, 2008) . | n Ug an @2808) Tez@nenbndsr regsilar Sc h e |
promotions of teachers as a way of motivating them. However these promotions are tied to
gualifications as opposed to performance. A number of reports and empirical studies justifies

the importance of promotion as rewards for mating employees.

Kongyuy (2015) took a study to identify and
output in government secondary and high schools in the North West region of Cameroon
findings from his study showed that among other factors piomof teachers would result in
increased output from the teachers. Similarly a study by Chingos & West (2010) found that
promoting teachers into positions of authority and higher responsibilities, and school
leaderships provides an opportunity to rewdighly effective teachers with additional

compensation and professional responsibility they went on to say that, promotion is useful in

23



retaining effective teachers who have stronger earning potentials outside the public education

system compared to thé@ss effective counterparts

A report by South East Asia Ministers of Education Organization (SEAMAO) on achieving
Educaton for All (EFA) goals by year 2015 recognized the great role played by teachers and
consequently recommended teacher motivatiateggies through regular performance based

promotions.

When investigating the influence of rewards
(2011) found that most teachers prefer promotions but believed promotions were not done on
merit. In a related Studyom Kenya it was found that lack of promotion and opportunities for
advancement among Kenyan primary and secondary school teachers was causing job
dissatisfaction. According to Watson (2001), different demographic groups are motivated
differently; older employees are motivated by benefits while younger employees are more

motivated by promotional opportunities and prospects of professional development.

Bennel & Akyeangpong, (2007) cited irregular promotions as one of the factors responsible
for poor job stisfaction and low level of motivation among teachers in Sub Saharan Africa
(SSA). It is therefore important for school administrators to meet the motivational needs of the
young teachers who wish to climb up the career ladder by provision of good mudiess

development programs while emphasizing benefits to the older generation of teachers

2.3.2.2TrainingandTeacher s6 performance.
The work of a teacher involves setting learning objectives; organizing learning experiences

assessing learning; correcting learners and guiding them (Onyejekwe, 2006).To do these
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teachers require knowledge, skills and attitudes imparted through traiagigrse Karanbenic

and Conley (20119pinedthat among the factors which can motivate a teacher to perform well
training is most <crucial. Teacher s’ motivat.
raised bycoaching teachers and guiding them owho manage their classrooms (Mendez,

2011).

A teacher who has the right knowledge of the curricular and the teaching methods would get
motivated and perform effectively (Kiwanuka, 2005).Training of teachers improves
performance by enhancing skills, atties, and increasing job satisfaction (MOPSU, 2006)
The ministry recommends that training shall be based on identified training needs of both the
individual Government Officials and the Government. There shall be no discrimination in
award of training oportunities. According to Ekpoh, Imo, Edet, Oswald, Nkama and Inyang
(2013) such training Programmes include workshops, conferences, seminars, induction and

orientation for new staff, refresher courses service training and so on.

Research suggesttha i nadequate training increases teac
professional learning needs and reduces opportunity for teachers to collaborate and learn from
each other; and give them little time to assess and make use of extensive raurgewdér
materials available(Watson,2005). In Uganda attending training is mandatory for civil servants

in Every Public Official shall undergo at least one performance improvement training
programme once in every three years (MOPZRI06) .A teacher whbas failed to upgrade

hi m/ herself can be removed from service and
1996).According to Masikye (2013) teachers in Uganda are characterized by low morale, low
level of job satisfaction, poor incentives arisingnfr poor human resource management
practices which does not provide for induction and continuous professional development. In
Malaysia teachers are entitled to 100 hours of professional development annually which can

occur during school hours with resourgesvided for teachers. The Ministry also provides
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funding for scholarships and study leave ot h | ocal |l y and abroad an

movement along selected career | adders and
in press). For instanceMOE provides postgraduate scholarship for outstanding teachers

tenable at top universities in the US, UK, Canada, Australia and elsewhere.

In Uganda the opportunities for continuous professional development for teachers are limited
to formal certificats, diploma and degree courses which merely prepare teachers for academic
work with low emphasis on pedagogic and didactic competencies most needed for effective

job performance in the teaching learning environment like a school (Mauro, 2016).

A report bythe Teachers Initiative in the Sub Saharan (2011) reveals that next to salary teachers
considers opportunity for professional growth as one of the most motivating factor to perform,
however many of them are not availed the opportunity. According to a dakdbveloped by

gual ity educator s’ project in Uganda (2011)
development of the teachers they supervise. They are supposed to mentor, counsel train and

couch teacherddowever pragya (2008) in a study tongpare organizational practices and

empl oyees’ perceptions found out t hat ; t he

organisations provide to their employees in terms of trainings and development and what the
employees really require for their job and cardevelopment. The following empirical
research studies confirm the importance of training and professional development programmes

for teachers.

Kasirye (2009) conducted a study to find out the determinants of learning achievements in
Ugandan schools armhme to the conclusion thiachertraining is important for improving
school performanceSchools should therefore provide good training programmes which can

give the teachers the opportunity for setfpprovement and to meet the challenges and
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requiremets of new equipment and new techniques of performing the teaching task (Mensah,

2011).

Matoke, Okibo & Nyamongo (2015) in their study titled motivation determinants in public
secondary schools in Masabu south-sabnty in Kenya found that staff development is a key
motivation factor for 1 mproved t emamagements ’ per
of schools should sponsor teachers to workshops and seminars as a way of improving on their

motivation and work performance

2.4 Monetary Rewardsand Bachersé performance

Pay (salary and allowances) is the most obvious and widely recognisiednieans for
motivating workers (Paulsen, 2008). UNESCO (20@@ffirmsthe importance of monetary
rewards and concluded that the poor performance of schools in Uganda in general was the
outcome of poor remuneration of teachditse importance of moneatarewards in enhancing
motivation and performance of employees was empirically confirmed by a number of field
studies (Dee & Wyckoff, 203Falem, 2011; Mudor & Todksoon 2011; Khan et al 2010; Khan,

2005)

Omolayo & Owolabi (2007) found that monetary rewards affect commitment and reduces
absenteeism, late coming, and turnover intentions among empldyessndicates that if
schoolsproperly rewardeacherdy use ofmoney theteachersvould remain commiéed to

their work. Obameta, (1995); Akinbote, Oduolowu & Lawal 2001); Okoye (1981) & Awoyemi
(1988), all reaffirm the importance of monetary rewards in motivating teachers for high
performance and suggested higher salaries and allowances to raise tleeofmi@achers, so

that they could be dedicated and committed to their duty. Howdieeja, Maina, Kibet, &

Nj agi (2013) conducted a study to establish

in the Kenya power and lighting company limited in Naku Inferential statistics generated
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from the collected data was obtained and indicated that cash bonus has no effects on
empl oyee’s performance. They recommended t he

the effects of other types of rewards on entpy e e s perfor mance

2.4.1Salaries and Teacher®performance

According to Matoke et al (2015) Low and declining salaries for teachers is a major cause of

|l ow motivation and poor t énastidgcomiictediroMalaywi,er f or
Kadzamia (2006) found that teachers were highly dissatisfied with their remuneration which

had resulted in low morale and poor performahosv salaries wereited among the factors

fueling absenteeism and teacher attrition in Malawi. Over the last fifteen tgeafsers in

Uganda have gone on strikes demanding improvement in their salaries. The most recent of
these strikesame in 2015 when teachers laid down their tools following government failure

to implement a promised salary increment of 30%.

Hanushek, etal (1999) conducted an important study that examined the relationship between

teacher salaries and learners outcomes in Texas. They found that increased salaries are

correlated with i mproved | ear ne rrsasesmativatco me s .
teachers to work harder if students test sco
performance.

Increasing salaries motivates employees in the organization and makes it easy for them to
perform well (Babirye, 2011). Accordinto Farazmand (2007) employees who receive the
same wages regularly are more likely to perform poorly than employees who receive some

increments

In a study by WillisShattuck et al (2008) inadequate salary was found to be a core factor in
wo r k emobtigatiod eesulting in poor task performan&anagwa (2014), found a strong

correlation between salaries and employee performance. This show that if salaries of teachers
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are increased they would perform wencréasedn t he
by 30% in the financial year 2016/2017.Going by these findings one would expect performance

to correspondingly improve.

However a study carried out in Belgium found that civil servants were less motivated by
salaries compared to those in prevaector (Buelens and Broeck, 2Q(Yen if people were
principally concerned with their salaries, this does not prove that money is motivating. There
is no firm basis for the assumption that paying people more will encourage them to do better
work or eva, in the long run, more work (Ghazanfar et al, 2011).This was supported by
findings from a study in Iganga district whiébund that increased pay or salary may not
motivate teachers, although, low salaries made many teachers to engage in other income
gererating activities thus affecting their performance (Nairubi, 2010). This is in line with what
Dieleman et al, (2006), Agyempong et al, (2004) had observed that, poor pay, negatively affect

empl oyees’ perfor mance.

2.42 AllowancesandTeacher so6 cper f or man

According to the ministry of education and sports (2013) allowances are part of the fringe
benefits that accrue to teachers as they perform their duties. In Nigeria a study by Ikenyiri and
llua-madnenyi (2012) found that enhanced transport allowanceawgsod predictor of
teacher’ s classroom effectiveness. Kadzamir
incentives in Malawi and found out that teachers pay at both primary and secondary school
level was inadequate to meet minimum basic needs for fomasport and clothing. He
recommended hardship allowances for teachers working in the remote hard to reach rural

schools.

In a related study titled teachers for rural schools a s a challenge for Africa across Lesotho,

Malawi, Mozabique, Uganda and TanzgnMulkeen(2005) found that hard to reach
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allowances were given to teachers in rural schools however the allowances were too small to
motivate the teachers in their work. For the case of Uganda Allowances of up to 20% of salary
for hardto-reach areas &s introduced in 2001 for qualified teachers. However it became

difficult to determine which schools are hdadmdreach. (Mulkee& Chen 2008).

For schools in Bardege division, teachers ar
this has madgarents to come in. They contribute money which is paid out to teachers as
allowances or inducement to teachers. This inducement is ranging from around 15,000 per

month to 30,000 per month depending on the school enrolment.

In the same vain Selemalieke @mnducted a study in Malawi to establish the factors that
negatively affects teachers’ motivation to
development training in the classroom level. She found that the little allowances they receive

during the paod of their professional development lessamseto blame.

25RewarPkeGsxcepti on and Teacherso Performance
Many studies have shown that a firm s rewar
employees like teachers to perform creatively (Eiserr&&dRhoades 2001; Koch CG, 2007).

However, the mere presence of rewards may not result in improved performance. The
perception teachers have about the reward in terms of fairness, equity, adequacy, transparency
(Otonde, 2014Agwu, 2013;Thierry, 1987) isa major determinant of the effectiveness of a

givenrewardto improve their performance.

Different individuals have different perceptions of rewards (La Belle, 2005). Thus the mere
present of rewards in an organisation does not lead to motivation ara/edgrerformance
unless employees have positive perception of the rewards. According to Brian (2005) negative
perception of the reward practice by employees result in significantly reduced human

productivity and increased human conflict within the orgaiona
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Otonde (2014) i nvestigated the |link betweert
relationship it has with employee performance at liquid telecom Kenya Ltd. She found that the

use of rewards in the company did not improve the performance of wmpldecause; the

company lacked consistency when administering policies concerning rewards and were not
providing adequate opportunities for employees to contribute to decisions that affect them.
More so employees were not provided benefits that are calvipao those offered by other
companies.

2.5.1 Perceived Reward fairnessandefacher s6 per f or mance.

Perceptiorof fairness and equitable treatment is a core driver of retention, engagement and
Performanc€Tom & Dana, 2011)In line withthe* equi ty t heory”, Empl oy
make comparisons between their pay, benefits and treatment to others both within and outside
the organization. If an employee feels that they are contributing more than their colleagues, but
perceive that their cldlagues are receiving greater rewards, there will be a perception of

unfairness or inequity.

Empl oyees expect *‘fairness i .e. reward shou
employers. Perceptions of reward fairness have been found to impact on
employees/organizational performance such as absenteeism, individual output and
organizaional output §imons & Roberson, 2003); employee individual performance (CGohen
Charash & Spector, 2001; Colquitt et al., 2001). No matter how sophisticated the design,

reward programs, policies and practices that are not perceived as fair will not &ligcess

attract, retain and engage employees (World at work, 2011).

T h e | \Bdw Teend surveyf 2012 indicates that employees who believe they are fairly
paid are more engaged, less likely to quit, experience less stress at work, feel healthier

physicaly and psychologically, and are more satisfied with their personal life. In a related study
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from NigeriaAgwu (2013) found that, to a large extent the implementation of a fair reward
systems influenced i mproved empl dyndustsal j ob
action.Howevera study conductedy Zakaria Hussin; Noordin; Sawal; Zuriawati Zakaria,

Faiz ; Mohammad Noor; & Priscilla (2011) came to the conclusion that there was no significant
relationship between emplrewaes’ ppearcdte pmgtei aam d
performances. This creates a gap in knowledge which has to be filled by further research in
this area

2.5.2Perceived Adequacy of Rewardsanddac her s perfor mance.

The perceived value of the rewards given out to emplogéhser leads to satisfaction or
dissatisfaction with the rewards system. Satisfaction leads to reciprocal pay back in which
employees expend more effort while dissatisfaction with the value of the reward would result

in employees withdrawing their efforhd engagement in meeting organizational goals.

According to “equity theory” Stacy (1963),
adequacy of such rewards will to a large extent depend on the value the teachers place on the
inputs they bring to thep in the form of education, experience, training, time, effort etc, with

the outcomes (rewards) such as pay, promotions, praises and recognitions they receive as a
result of performing the job (Fajana, 2002)eachers whdeel that they are beingwardel
inequitablyare unlikely to be highly motivated to perform effectively and are much more prone

to stay away from work (absenteeism) or to leave the organization altogether (turn over)

(Maduabum, 2006).

A study conducted by Probst & Brubaker (2001) concluded that the difference between job
satisfaction and dissatisfaction lies in the amount/value and the type of rewards provided or
given to the employees. This idea is supported by previous researchgrsnd& Quinn

(1975) who consider both job satisfaction and dissatisfaction to be the result of the perceptions
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of an employee with regards to personal expectations about what and how much rewards they
deserve for contributing towards the organisationttiet work for. In other words, employees
expect that their contributions and efforts should be valued and given importance to in the same

way that they value their job and work towards accomplishing the tasks assigned

2.6 Summary

From the review of relatkliteratureit wasconcluded thatteachers will perform optimally if

they are satisfactorily rewarded (Gohari et al 2013; Adil & Fatima, 201304k, 2013) and
thattUnsati sfactory rewards causes’ |l ow moti va

teaches (Mensah, 20122dedeji & Olaniyan 2011Bennell &Ntagaramba 2008).

Teachersare motivated by both nemonetaryAlaxelsson & Bokeda2009 Matoke, Okibo &
Nyamong 2015 andmonetary rewats (Kanagwa2014 Babirye,2011however it is not a
guaranteghat monetary rewards would always lead to improved task perfornBarete(is

and Broeck, 2007Ghazanfar,2011) yet most schools in Uganda rely on the use of money
mostly sadries and allowances to motivate their teachers. This has to be supplemented by

nonmonetary rewards as well.

Where reward ibsent employees will not offer their maximum effort leading to poor job
performanceHowever,most schools andrganizationsalways rely on monetary rewards at
the expense of neMmonetary rewards missing out on the expectation of teachers thus failing

to elicit the motivation required for excellent performance.

Poor performance of teachers in different parts of the worldirked to poor motivation
arising from unsatisfactory rewards, ranging from poor remuneration to failure to provide non
monetaryrewards inform of promotionstraining,andappreciationsThisis despite a number

of empirical studiegChieg & Birtch, 2012 Sajuyigbe et al, 2013; Njanja et al, 2013; Rizwan
andAli, 2010; Ali & Ahmed, 2009) spportingthe use of rewards in motivation tefachers
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It was also revealed that, the mere presencevedrdswill not motivate employees to perform
unless they have a positive perception of the available re@tdade, 2014Agwu, 2013;
Thierry, 1987) It is therefore incumbent upon school managers to ensure adequacy and fairness
of the rewards they give toaehers if these rewards are to have any tangible effect on the

motivation and job performance of the teachers.

The review of literature also revealed that much as reautes Maicibi, 2003; Justine, 2011;
Tibenda 2012; Aacha, 201QGyere conducted in Ugada on t he subjects
performance, most of these studies were not conducted inO&athict or northern Uganda

this created a gap which must be filled by this study.

CHAPTER THREE

METHODOLOGY
3.1Introduction
In this chapter theesearch design, study population, sampling techniques and procedure, data
collection methods, data collection instruments, Validity and reliability, procedure of data
collection, techniques of data analysis, measures of variables and etmsaleratios are

presented.

3.2 Research Design
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A descriptive correlation case study design employing both qualitative and quantitative
approaches was adopted and used in conducting this research. Ngechu (2004) recommends the
use of a descriptive design where the aim of the study is at finding out the what, why and how
of a fhenomenon. It fit in this study which aimed at finding h@wards relatéo performance

of teachers. Amin (2005) asserts that results from such a design are easily extrapolated to the
entire population. It was preferred in this study because it is timiegsand less expensive. The
descriptivecorrelation design helped the researcher to describe the existing situation and
eshblish therelationship thaexistsb et ween rewards and teachers’
primary schools in Bardege divisionhi§ design is good for establishing relationship between

variables (Justine, 2011).

Quantitative approach helped the researcher; for dscgke measurement of ideas, beliefs,
attitudes, and the use of statistical analysis to describe trends, comparg, gxplpin the
relationship among variables, and compare the results with past research (Gill et al, 2008).
Further, it was preferred given the fact that it is highly structured and allowed for cost efficient
and less tedious data analysis (Schutt, 2006 tool for the quantitative approach was

guestionnaire designed on a five point likert scale

The qualitative approach on the other hand was used to probe anedgpthnnformation on

the study variables and to validate results from the quantitggpr@ach. Combining qualitative

and quantitative approaches ensured for simultaneous descriptions of views, perceptions and
beliefs at any single point in time (White, 2000). The tool for the qualitative approach were

observation checklist and key informamterview guide.

3.3. Study population
The target population for the study was made up of the following categories; the Municipal

Inspector of Schools (MIS), the Coordinating Center Tutor for the division, the chairpersons
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School’ s Manage &B¥d&C) EocmiChaeepef son Parent’
head teachers and all teachers in the selected primary schbelsesearchevasconfident that

these sufzategoriescan providerealistic information which woulde used to answer the
research questions since they all play active roles in the delivery of education services in primary

schools. Theable below showthe population category with their proportion.

Table 3: Category and Proportion of Target Population

S/No | Population Category Number in the category
Municipal inspector of schools

Coordinating center tutors

Chairperson parents teachers associations
Chairperson school management committees
Head teachers

Teachers

Total

Source Stakeholders profile for schools

OO WINEF

N[O WW W

= O

Teachers were chosen to be part of the study becaaysarh directly affected bngwards that

schools offer; the head teachers control the distribution of rewards and are responsible for
performance of teachers. The CCT is in charge of training and professional development of
teachers in the Division and would provide relevant information on professional development
programs of teachers in these schools. The PTA provides money whiagdisnuschools to
finance the i mplementation of reward and the

performance.

The target population was drawn from three selected government primary schools in Bardege
division. The schools selected were, Sdioseph Primary School, Mary Immaculate Primary
School and Christ the King Demonstration Primary School. These schools were selected because
they are the oldest primary schools in the division and have high pupil and teacher population.

This would give a god representation of the division.

3.4. Determination of sample size
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Results from a representative sample can easily be applied to the entire study population
(Gall et al, 1996). According to Morgan and Kreijce (1983) there are given sample sizes(s)
for the given population sizes NThesamples were determined by use of Morgan and
Kreijce (1983).

Table 4: Sample size and sampling Techniques

Category Target population | Sample population| Sampling technique

Teachers 60 52 convenience sampling

Head teachers 3 3 Purposive

Chairpersons SM(C 3 3 Purposive

Chairpersons PTA | 3 3 Purposive

CCT 1 1 Purposive

Inspector of school | 1 1 Purposive

Total 71 63

Source: St aff and Stakehol der s’ Profile for Scho

3.5. SamplingTechniques andProcedure

Convenience sampling was employed in selecting the teachers to be involved in this study, this
involved giving the questionnaires to any teacher who was available at station and was ready to

participate in the study. This was done to avoid non responssagadime for the researcher.

The head teachers were purposively picked because as school administrators they control the
di stribution of rewards to teachers and al s
performance and the reward di sectoriobschoolthea i n
chairperson PTA and S Mselecgdgwentheir oeetgghtorolepimr p o s i
monitoring schoohctivities.

3.6. DataCollection Methods

Data collection is a very important aspect of research process (Murphy, 2015). Bosusedif

caution is not taken irrelevant data may be collected. When wrong data is collected the findings
of a research may be undermined. Hart (2005) advised that in order to conduct good analysis a
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researcher need to systematically collect data incsefffi quantity and quality. This requires
careful selection of the methods that shall generate sufficient data needed to answer the research
guestionsA researchemay need to collect both primary and secondary data to help answer the

researclguestionsprimary data always yield greater truth and valti@iértart et al, 2000).

If sufficient data is not collected the aims and objectives which the researstseekiress

may not be fully addressed (Murphy, 2015). Accordingly the researcher basedrobex ol
methods which were used tmllect sufficientsecondary and primary data to answer the
research questions these methiagislved; the use of questionnaires, key informant interviews

and Observation

3.6.1 Questionnaires.

Questionnaires were used to get information on the available reward options in these schools.
Questionnaire is a set of systematically structured questions used by a researcher to get
information from the respondents. The questionnaires weradelinisered. McMillan and
Schumacher (2001) recommend the use of questionnaires in cases where, we are sure,
respondents will be in position to answer them. In this study the researcher was sure that
teachers were able to read and understand the language otidbgownaires. Use of
guestionnaires was also preferred here because it saves time since it collects data from many
people within a short time (Lalam 2014) given the limited time the researcher had to carry out
the study.

3.6.2 Interviews

It is generallyagreed that interviewing is a key method of data collection in educational
researchBerry, 1999)Gill et al (2008) recommends the use of key informant interviews when
collecting data on sensitive issues where participants may fear to talk about inligrinigp.

study interview was considered appropriate since the samplerttebgewed weresmall and

the researcher needtmlget more information from respondents than would be possible using
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a questionnaire (Kiess and Bloomquist, 1985). In this stuelychimice of interviews was to
obtain detail information about the rewamd these schools as well as understand the personal
feelings, attitudes and opinions of the key respondents about, sematdzationand e ac her s’
performance in their schools.

3.6.3 Observation

Observation is a way of gathering data by watching behaviour, events, and noting physical
characteristicai their natural settingB@arry, 1999). Observation has been selected as a method

in this study because it allowed the researcherdirectly see what the teachers did in their
previous work and what went on in the current lessons. This avoided relying on their given
responses which would have created biases due to the sensitivity of the topic (aspects of
teacher s’ phiehr direxctly aféecisctieejn. Secondly some teachers would not be
willing to tell the truth about their performanc@serefore the information they gave on the
guestionnaires were cross checked and verified by carrying out direct observation of lessons,

ad ot her school activities as well as pupil

3.7. DataCollection Instruments
This section describes the research tools used to collecinatyredata. The tools included

self-administered questionnaires, key informant interview guide and observation checklist.

3.7.1 Selfadministered Questionnaire
Selfadministered questionnaires designed on a five point Likert scale with short closed ended
staements wereused to generate quantitative data on rewards perormance. The

guestionnaires consisted bf¢esections.

The first section included items on demographic data which were; gender, age, statits)|

education level, workperiod. The seand part consisted of statements which aim to find out
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attitude of teachers about rewards distribution in their school as well as their true feelings about
specific rewards items and motivation. The third part of the questionnaires consisted of items
which sought to find out the performance of teachers in the school with particular focus on time
management, lesson preparations, and assessments of learning in the primary schools in schools
under study. These statements were graded usippabLikert scat. These points in the scale

are “Strongly Disagree” (1), “Disagree” (2),

Agree” (5)

3.7.2. Interview Guide
Interview guide was used to get-depth information from the head teachers and other key

informantswho includedc hai r pRTA onechairperson’s School M
Coordinating Center Tutors and the Municipal Inspector of Schools. The use of a prepared
interview guide was intended to ensure that the same gemesabf information wasollected

from each intervieweeThis provided more focus than the conversational approach, but still
allowed a degree of freedom and adaptability in getting the information from the interviewee
(Justine, 2011 Theguide was made up of questions aimed at getting information on rewards

and performance of teachers in the schools under sBaidyple Key informant interview guides

for the different categories of the key informantsaitached in the appendix sections.

3.7.3 Observation Checklist

A Checklist which highlights the key obserfak aspects of teacher s’

devel oped and used. The checklist |l ooked for
use of lesson plans and schemes of work, use of teaching aid, and arrival time as registered in the
attendance booKkThe guide highlighted what the researcher needed to observe. The guide

ensured that time was not wasted on other things which were not relevant.

3.8. Validity and Reliability
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This section describes in detail the steps the researcher used to ensurdityhamnva reliability

of the instruments used for data collection.

3.8.1 Validity of the Researchl nstruments

Validity refers to the extent to which an instrument of data collection does what it is supposed
to do, or the extent to which an instrumentafa collection measures what it is supposed to
measure (Amin, 2005)To establish the validity of instruments used in tt@search the
instruments were first prested by administering the questionnaires to 10 teachers and 3 head
teachers to correany errors that might be identified before the actual study was done, and the
construct validity calculated and compared with the standard figures. Construct validity was
used as an index to measure the validity of the instrument. According to Amin (2Qb8),

Construct Validity Index is 0.7 and above, it means the Instrument used is valid.

3.8.2 Reliability of Instruments

Reliability is the extent to which a test or procedure of data collection yields similar results
under similar conditions on all ocgans (Bell, 1997). A measure is said to have a high
reliability if it produces similar results under consistent conditions, (Neil, 2BR¥igbility is
present if the research has no random errors (William, 2010). According to Bell (1997), there
are seveal devices for checking reliability in scales and tests such a@sgtraalternative forms
methods or the split half method. The reliability of instruments in this study was determined
by the use of the test retest reliability technique. Wherein theiments were administered to

10 respondents in six primaryhamls outside Bardege Divisiokfter a period of two weeks

the instruments were again-administered and the data collected in the two instances were
analyzed using the Pearson Product momemteadion coefficient. Préesting the research
instruments helped to detect ambiguous and biased items which may cause problems to the
researcher at some later time (Negussie, 2014).

3.9. Procedure of data collection
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A letter of authorization was got frothe institute before the researcher proceeded to the field.

The researcher also sought permission from the management of these schools in advance.

The questionnaires were then hand delivered to the participathmapls. Theurpose of the

study was cledy stated to the participating teachers and the key informants in clear and simple
English. Each participant was given a form containing an Informed Consent Agreement to sign
to prove his /her willingness to take part in the study. This agreement sttkesmsgdue of
confidentiality of the research data that the respondent would provide.

3.10. Data analysis

Analysis of data refers to organizing the collected data into meaningful information and drawing
deductions and inferences from orgaaizdata or set of informatiooth quantitative and

gualitative data were collected, analysed and presented.

3.10.1 Analysis of Quantitative Data

Quantitative data generated from the questionnaires were summarized coded and entered into a
database and alyzed using a statistical computer package SPSS (Statistical Package for Social
Scientists)to generate descriptive statistics. Descriptive statistadsng use of frequency tables

was used t@resenteport and describe the results. The correlatiowden the study variables

was determined by using Pearson's correlation coefficients. To understand the nature of the
relationships between the study variables regression analysis was conducted

3.10.2 Analysis of Qualitative Data

The source of qualitative data for this study was the face to face interviews with the key
informants reinforced by direct observation of activities in schools. The interview responses were
recorded in writing to ensure that the researcher have timeisit taem at later point in time.

To analyse the qualitative data the researcher used the quick impersonator summary, this
involved summarizing the key findings as provided by the given respondents, making

interpretation of them and explaining the findsr(glombo &Tromp, 2006). The summary of key
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findings and conclusions were drawn based on the interview responses and the results coming

from the observation. The responses are either paraphrased or presented in direct quotations.

However, findings from thequalitative data were merged and triangulated with that of the

guantitative data analysis to give a complete understanding of the study findings.

3.11 Measurement of riables

Table five below summarises the measure and interpretation of responsefikanttbeale

Table 5: Measure and Interpretation of Likert Scales

Response Mean range Interpretation
Strongly agree 4.51-5.00 Very high effect
Agree 3.11-4.50 High effect
Undecided 2.51-3.10 Moderate effect
Disagree 1.002.50 Low effect
Strongly disagree Less thanl Very low effect

Questionnaires on a five point likert scale were used to measure the variables of the study. A

Likert scale is an ordered scale from which respondents choose one option that best aligns with

their view. It is often used to measure respondents' attitudesking the extent to which they

agree or disagree with a particular question or statement. A typical scale used ranges from

“Strongly

3.12 Ethical Considerations

di sagr e e,strobglyageeg.r e e,

Neutr al

Agr ee

The first ethical consideration was the issue of informed consent. The researcher sought

permission from the head teachers to conduct the study in their schools. The researcher also

requested for the free consent of the teachers to participate in thdefady distributing the

guestionnaire. Further, the researcher informed the participants the reasons for conducting the

study as well akow and why they were selected for the study. It was also made clear to them,
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how the information provided by them dhiae handled including ways in which the study

would affect them.

Privacy of person and confidentiality of information was yet another important ethical

consideration for this study. To address the issues of confidentiality and privacy the researcher
engired that no respondent indicated his or her identity on the questionnaire. The respondents
were also assured that the information collected from them shall be used strictly for this study

and not be passed to a third party.

CHAPTER FOUR
PRESENTATION ANALYSIS AND INTERPRETATION
4.1 Introduction
This section contains the presentation, analysis and interpretation of the research data. The
findings were presented,analysesand interpreted according to the following research
objectives:
. To investigée the relationship between NéfonetaryRewards and Performance of teachers

in the selected Government Primary Schools in Bardege division, Gulu municipality.
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2. To find out the relationship between monetary rewards and performance of teachers in the

selected government primary schools in Bardege division, Gulu municipality.

3.To study the rel at i onaenloiithe Réwartdswaedgerforinaaatec her s’

teachers in the government primary schools in Bardege Division Naudicipality.

4.2 Response Rate
The response rate for this study was presented following the different categories in the sample
observed as in the table below;

Table 6: Questionnaire Response Rate

Response per research tooll No.in the sample | No. of Responsel Response rate

Questionnaire 52 44 84.6%
Interviews 11 08 72.7%
63 52 82.5%

Source:field data

The researcher distributed 52 satfministeredquestionnaireso 52 teachers in the selected
schools 44 teacherdilled the questionnaigeand returnedhemgiving a questionaire response

rate of 84.6%It was planned that 11 key informants would be interviewed but only 8 were
interviewed giving a response rate of 72.7% response for the interviews. Overall 2only 5
respondents took part in the study giving overall response rate of 82.5% which is quite
representative of the population. According to Babbie (2010) a response rate of 50% percent is
believed to be adequate for analysis and reporting, whereas 60%idecedgood while above

70% response rate is deemed to be very good.

4.3 DemographicCharacteristics of Respondents
The demographic characteristics have a bearing on the expectations (Vroom, 1964),
perceptions (Stacy, 1963) and preferences of rewathsaager goals (Meyer & Kirsten, 2012)

which eventually affects motivation and ultimately their work performance. Rewards packages
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that fit well with such characteristics and preferences of employees can result in increased

motivation and, ultimately, impred performance (Lawton & Chernyshenko, 2008).

4.3.1 Gender of Rspondens

Table 7: Distribution of Respondents By Gender

Category Frequency Percentage
Male 33 63.4%
Female 18 34.6%
Total 52 100%

Source:primary field data

Table 2 above show th&3(63.4%) malegespondentand 18 (34.6%) femalkespondents took

part in the study. This shows that males are over represented compared to \womaesn.
necessary to know how many males or females took part in the study. This is because the
gender of an individual teacher may affect his or her perception and expectation of the rewards

and eventually the actual task performance.

4.3.2 Age Group Dstribution of R espondents

The age group distribution of the respondents was well explained using the bar graph below.
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Figure 2: Age Group Distribution of Respondents

The findings show that most of the respondents are mature young teachers within the
productive age of 26 to 40. The detail of this distribution shows that 8 teachers (18.2%) are
between 185 years, 18 (40.9%) are between the age d268.2(27.3%) are ithe age range

of 3540 and only 6 (13.6%) in the age bracket of601

This composition shosthatabout 86.4% of the teachers are in the youthfatket {8-40).

By implications they are full of ambitions to help the learners succeed and at the same time
grow in their professions through well planned promotions and training opportunities. It should
also be noted that, the age groupd8are mostly within the chlilbearing age and as they raise
their family they expect reasonable income financially. There is need to have rewards which
will carter for the needs of these group. There is therefededo get the right rewards which

can motivatethis age grop to remain committed and devoted in their work. They expect

opportunity for growth through regular and fair promotion opportunities.
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This finding on demographic compositidlendsto agree with that of Kikoito (2014) from
Tanzania and Aacha (2010) from Masaka in Uganda who reported 61.5% and 77.5% of the
teachers participating in her study below the age of 36years respectively an indication that
many young people are joining thathing profession.

4.3.3Academic Qualification of Respondents

The academic qualification is presented in the pie chart below

4.5%

45.5% |

50%o

= Degrees = Diplomas = Grade Three Teacher Certificate

Source Primary data
Figure 3: Academic Qualification of Respondents

Findings on academiqualificatiors revealed that4.5% had bachelor degrees, 50% had

di pl oma qualificati ons a matificaté ThHe gualiicatbdagr a d e
shows that teacherstinese schoolare all qualified to teach however many of them i.e. 95.5%
have not yet attained the Degree qualification. The implication is that they would expect
opportunities for further studies to be availed this would motivate them to perform. As such,
they need to go for further training. With all teachers having minimuetifegation and 54.5%

of the teachers having qualifications above grade tbeetficatesif the school implement

appropriate reward that is fair and meet their expectations good performance shall be realised.
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The findings on qualifications compares well with those of Aacha (2010) who reported a
cumulative percentage of 95% teachers above gradedstiticatesat and also that of Nairubi

(2011) with 93.2% of his primary school respondents had qualificatioggwgfrom diploma
toMaster’s degree. This means in terms of S k

primary schools are competent.

Ayeni (2011) found a significant positive relationship between academic qualification of
teachers and their instruatial task performance. This means highly qualified teachers perform
very well in their task compared to their counfearts whose qualifications are loWowever,

from this studyt e a c pedarnsahce is below average an indication that qualification alone

without proper rewards cannot leads to good performance.

4.3.5 Marital Status of Respondents

It was found that 68.2% were married, 13.6% single, 6.8% widowed and the rest divorced. The
biggestpercentag®f the respondents therefore married men and wem The implication is

that married teachers require both financial andfiancial rewards to meet the basic needs of
their family members. Thus, reasonable pay (salary and allowances) which make td easy
provide for the daily needs of their familiedl motivate them to perform. This group would be
motivated to perform in the face of good salary, allowances and prospeasotipns to higher
positions.Distribution of the marital status of the respondents was presented as indicated in the

graph béow;
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Distribution of respondents by marital status
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Figure 4: Marital Status of Respondents

4.2.5 Longevity of Teachers in the ool

Data on longevity in the school was collected because the longer a teacher has spent in the school
the more knowledgand information he/she has about the performance and rewards practices in
the school and information they give can be reliable

Table 8: Longevity of Teachersin the School

Longevity No. of respondents | Percentage
Less than oneyear 11 25 %

1-5 years 16 36.36 %
5-10 years 11 25 %

More than 10 years 6 13.64 %
Total 44 100.00 %

Source:primary data

The longevity of the teachers in the profession and within the school was important in this study
because the longer the experience of the teacher the more knowledgeable she /he is about the
reward practices of the school. Table show that 11 (25%) tedchérstayed in their current

work station for less than a year, 16(36.36%) had stayed at least from 1 to 5 years, 11 (25%) had

spent between 5 to ten years while 6 (13.64%) had been in their work station for more than 10
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years. Thisneans 75% of the teaalsewho took part in the study new their school well since
they had served in it for at least one year. This means they are fully aware of the reward practices
and policies of the school. Being fully aware and acquainted with the issues of reward and
perfomances of teachers in these schools the information gathered from them can be regarded
as true and dependable.

4.4 NonMonetary Rewards

This section presents e a c tesponses on the use of AtIONetary rewards in their
schools.

4.4.1 Promotion as a lRward Item

Responses to promotion items are shown in the table below

Table 9: Responses to Items on Promotions

Promotion L £
o @ o
3 o 2 g | O
a) 5 o
= =
1 | Teachers are promoted regularly in their | 72.7%| 11.4% | 15.9% | 2.23 | 1.10
job.
2 | Teachers are promoted on merit. 29.5%| 6.8% | 63.6% | 3.32| 1.09
3 | Chances for promotions are very high | 59.1%| 4.5% | 36.4% | 2.59 | 1.17
4 | The criteria for promoting teachers are fai 47.7%| 20.5% | 31.8% | 2.61 | 1.17
5|Teacher’s promoti ornl82%| 22.7% | 59.1%| 3.33 | 1.05
6 | Only academiqualification isconsidered | 36.4%| 4.5% | 59.1% | 3.16 | 1.36
when promoting teachers.
7 | Longevity is the major criteria for 45.5%| 13.6% | 40.9% | 2.84 | 1.38
promotions.
8 | Teachers who are hardworking are alway, 13.6%| 11.4% | 75.0% | 3.68 | 1.03
promoted.
9 | Regular promotions motivate teachers in| 4.5% | 0.00% | 95.5% | 4.38 | 0.99
their work.
10| Being promoted is a source of motivation 15.9%| 0.00% | 84.1% | 4.05| 1.31

From the table it is revealed that there is no requiamotion 72.7%) much as the promotions
are onmerits (63. 6%).Chancéder promotions are verpw (59.6%). This is an indication that

the promotion is not easy to come by in these schools and neither do they expect to be promoted
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soon. This was alsoonfirmed by the Mean of 2.23 and SD of 1.10. In such a situation, the
teachers operate in a condition wherein they are not motivated in the first place as they expect
very few promotions yet majority of teachers (95.5%) believe that being promotedasata gr
source of motivation in their job, unfortuna

being promoted. This could seriously-ah@tivate them leading to poor performance.

It was further revealed that teachers who work hard are always protiistegtw was supported

by 75% of the teachers who took part in the study much as 59.1% are of the view that hard work
and academic qualifications are considered when promoting teachers up to 45.5% are of the view
that tenure/longevity is a majoriterion for promotions thus making the criteria for promotions
unfair, this position was supported by 47.7% of tischers. Thaverage mean score for all

items on promotions is 3.22 and indication that it is highly vahseewarddy teachers.

4.4.2 Training
The descriptive results pertaining to the training of the staff was iedies shown in the table

below;

Table 10: Responses to Items on Training as a Reward
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Training g % °
= < 0 g | o
K] o 2’ é’ )]
o 5
1 | Attendingregular training motivates me it 11.4%| 4.5% 84.1% | 4.02|0.90
my job
2 | The school organize regular trainings forl 40.9%| 11.4% 47.7% | 2.66|1.43
teachers

3 | Teachers on long training are granted st{ 29.5% | 4.5% 65.9% |3.36|1.24
leave with pay
4 | Managemenéncourage teachers to go fg 45.5% | 13.6% 40.9% |2.95]1.31
trainings
5 | Information on trainings are made 18.2% 0.0% 81.8% |3.73]1.02
available to teachers
6 | The school conducts training needs 43.2% | 11.4% 455% |2.95]1.18
assessments
7 | Trainings thathe school organizes are | 22.7% 0.0% 77.3% | 3.82]0.50
relevant to our job
8 | In this school new teachers are given 40.9% | 18.2% 40.9% |2.93|1.15
induction

Analysis of results revealed that 84.1% of the respondents feel motivated by attending regular
training and 77.3% confirmed that the trainings that the school organizes are relevant to their
job as teachers. The results in the table above further showed that the greater percentage of the
teachers agree that the teachers on long training are gealet@ee but with pay (65.9%). This

implies that the teachers are encouraged to go for additional training which is very good in

improving skills of teachers.

4.5 Monetary Rewards

The responses to items on monetary rewards were presented as shoviatle thelow;

Table 11: Responses to items on salaries and allowances as rewards
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Monetary rewards
)
n

Disagree
Uncertain
Agree
Mean

The salary | earn is enough to meet my basic n{ 70.59%| 11.4% | 18.2%| 2.18 | 1.35

The salary | earn is equivalent to the work | do| g1.49%| 11.4% | 27.3%| 2.27 | 1.45

Teachers’ salaries ar|341%| 68% |591%| 3.32 |1.16

salary increment awarded to teachers is unreali 72 794| 6.8% | 20.5%| 2.16 | 1.27

Salary increment is a gre@otivation to teachers| gg 204! 11.4% | 20.5%/| 2.18 | 1.19

Teachers are paid allowances for extra work | 45 50| 4.5% | 50.0%| 2.98 |1.27

Allowances to teachers are paid promptly 47.7%]| 25.0% | 27.3%| 2.68 | 1.25

The allowances paid to teachers is adequate | 79 504| 4.5% | 15.9%| 1.80 | 1.39

O |00 |N (O |01 |~ |W N (k-

Teachers who excelled get more allowances | 58294 6.8% | 25.0%| 2.34 | 1.16

The greater percentage of the teachers revealed that the salary that they earn is not enough to
meet their basic needs (70.5%) and is not equivalent to the wotkelato (61.4%). In addition,

a greater proportion of the teachers further indicated that the salary increment awarded to teachers
is not quite realisticA2. 7%). Muchas 68% of the teachers do not look as salary as a great source

of motivation. The finadcial rewards which they receive are not quite adequate from their

opinion.

When it comes to payment of allowances 50% accepted that they get allowances for extra work.
47.7% of the teachers said it is not paid promptly and 79% said this allowancedeqoate,

68.2% said the teachers who excel do not get more allowances compared to those who do not.
This breeds a situation of unfairness in the rewards distribution which is not good. This means
they may not necessarily do some extra work which isaritbieir job description even when it

is for the good of the organisation. Also in line with equity theory teachers may not be motivated

to exert extra effort since teachers who excelled get same allowances with those who do not.

The inadequacy of the allowances and the delay in its payment veaboed by one of the
chairper stoma cpasemngisdt i on sl kmotv 20)000hds netavorth a *

teacherdés contribution for a whol egiventleeint h bt
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contributions in time so that we can pay it promptly to save our head teacher the wrath of

teacher so

4. 6 Teachersdé Pewardsepti on of the R
It was one of the objectives of this study
of rewards their performance. The responses showing teachers perceptions of rewards
practices were collected and presented in the table below.
Table 12 Responses to items oRewards Perceptions
Perception about rewards o =
Qo T cu -
& 5 £ s | o
k%2 o 2 % 0
a 5
1 | In this school rewards are distributed 54.5% | 11.4%| 34.1% | 2.68 | 1.41
rightfully and fairly.
2 | Teachers receive rewardquivalent to their | 72.7% | 11.4%| 15.9% | 1.84 | 1.38
work effort
3 | I am satisfied with the quality/quantity of th¢ 86.4% | 4.5% | 9.1% | 1.68 | 0.93
rewards given to me
4 | |1 am prepared to work hard in order to gail 79.5% | 4.5% | 15.9% | 2.06 | 1.39
the rewards
5 | Therewards have a positive effect on the | 43.2% | 22.7%| 34.1% | 2.89 | 1.63
work performance of teachers

4.7 Teached Performance

T e a ¢ h e r mance was méasured in terms of Time Management, Lesson preparations and

Assessments of upils

teachers’ job

due to the fact

performance

t hat ©pu

as i

pil

toi

S

elar ni n g academicpscores were not taken as a measure of

al ways t

s achi

evement

factors that thestacher has no control over them. These factors may arise from within the schools

as well as outside the school.

4.7.1 Responses to items on Lesson Preparation
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Only 47.7% of the respondents said teachers teach using lesson plans while up to 72.7% agree
that teachers prepare their schemes of work however only 38.6% believe that teachers adhere to
the schemes of work they prepare. Further i
teaching aids in their lessons (65.9%). This was in agreementhsitlesults from observation

of lessons carried out by the researcher, where in eight lessons observed only three of these
lessons had teachers teaching with teaching aids to facilitate pupils learning.

Much as 45.5% of the teachers said most teachehgischools do not teach with lesson plans
actual observation of lesson reveals the contrary, it shows that most teachers had lesson plans for
their lessons, of the eight lessons observed all the teachers were having lesson plan. It was
however noted thahe lesson plan was not adhered to by most teachers while delivering their
lessons. This could have been due to the fact that teachers were briefed about the coming of the
researcher in advance by the héaaicherthe observation further revealed that miestchers

had schemes of worklowever,some few had incomplete schemes of work.

The average of the mean scores for items on lesson preparation is just 2.92 and indication that

performance of teachers in terms of lesson preparation is moderate

Table 13: Responses to 1 tems on Lesson Preparz«
performance
Lesson preparation o = O c | o
= = > | n
) 3 < | =
[
= )
1 | Teachers in these school teach with lesson p| 45.5%| 6.8% | 47.7%]| 3.07| 1.04
2 | Teachers prepasehemes of work 27.3%| 0.0% | 72.7%| 3.50| 1.15
3 | Teachers follow their schemes of work 47.7%| 13.6%| 38.6%| 2.91| 1.14
4

Most teachers in this school use teaching { 65.9%| 11.4%| 22.7%| 2.39| 1.04

in their lesson
5 | Teachers in this school do not value lesson | 43.2%| 13.6%| 43.2%| 2.77| 1.40
preparation
6 | Teachers always prepare teaching notes 40.9%| 13.6%| 45.5%| 2.93| 1.11
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4.7.2 Assessments of learning.
The Descriptivestatisticsfor Assessment, a component betTeacher performance were
collectedand presentedere below;

Table 14 Responses to items on Assessments of L
performance

Assessmenbf learning

Disagree
Uncertain
Agree

Mean
D

1 | Teachers give assignment to pupils regulg 45.5%| 11.4%| 43.2%| 2.89 | 1.20
2| Teachers mar ks pupi|50.0%| 45% |455%| 2.93 | 1.26
3 | Teachers corrects all assignments given { 43.2%| 13.6%| 43.2%| 2.91 | 1.72
pupils
4 | Teachers give enough exercise to pupils | 6.8% | 29.5%| 63.6%| 3.57 | 0.62

5 | Teachers givéeedback to pupils through | 25.0%| 6.8% | 68.2%| 3.43 | 0.87
test results
6 | Teachers give a lot of formative exams to| 63.6%| 0.0% | 36.4%| 2.57 | 1.52

pupils

Regarding the assessment of pudiésrning, 45.5% of the respondents said teachers do not
give assignments to pupils. 50% of the teac!
regularly while only 40.3 agreed that there was regular markirng wfp iwbrk. Much as

63.6% said teachers give regular assignments to pupils surprisingly 63.6 believed enough

formative assessments of learners is not taking place.

The above findings from teacher’s responses
bookand records of marks as kept by the individual teatheheckingt hr ough t he pu
book the researcher discovered that many pupils had work which were not corrected by the

teacher s. Checking teacher’s recor asosbof cun
teachers were not having diégd records from whichtheycoudds cer t ai n t he pupi
There was an indication of | ess formative as

by the fact that much as the study was conducted in third s®mme teachers had only two sets
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of marks. The average mean score is 3.05 and indication that teacher job perfonrtemncs

of assessment jastaverage

4.7.3 Time Management

As the saying goes “Ti

programmed within specified time frame. Proper time management is there for a meaningful

measure of teachermspongentb thepitemsfon tima amanagement hre e

presented in the table on the next page.

me

Table 15: Responses to items on Time Management

wast ed led ase always e r

w = ©
K% 3] =
0| 5
1 | Teachers report for work early enough 45.5%| 0.0% | 54.5%| 3.05|1.08
2 | Most lessons begin on time 50.0%| 4.5%| 45.5%| 2.95|1.12
3 | Syllabus are completed dime 455%| 11.3%| 43.2%| 2.89|1.08
4 | Teachers produce report cards in time 68.2%| 6.8%| 25.0%| 2.41|1.11

r

It was noted that a significant percentage of these teachers, never report for work on time

(45.5%), much as 54.5% reports for work early. To validate this finding from the questionnaire
the researcher carried out actual observation of the attendanterriegiteachers and noted that

generally mosteachers repottio work before 8:30 am the official time in the public service

standing order. It was also confirmed through interview irctvione of the heagachersaid,

“I dondt have ateacher, rtheypall eeport weny eahnly, edgn the inspector has
commended us fdhat howevel may not tell whether tlyereport earlyout of fear or because

they like theirw o r #roughobservation the researcher noted that most teachers reported to
work on time .However,it was not clear whether their reporting early was a result of good work
motivation as a result of adequate reward or the fear of the consequences of late coming. More

so the early reporting did not tally with timely beginning of lessons which is in agreement with
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50% of the teachers confirmed that that the lessons in their schools did not begin on time. This

is bad as it affects completion of the syllabus. This sasié@owas supported by both interview

and observation of actual lessons. In the interview results one head teacher said

Al know they may not adhere to the time tab
compl et el y aysaydterladthanever?60t t he

Despite this results tallied well with observation that the researcher carried out in the schools. In

the unannounced surprised visits to these schools the researcher noted that most teachers reported

to work on time.

However this early reporting did not tally well with completion of the syllabus findings revealed

that, the syllabugs not completed on time by 45.5% of the teachers and some 68.2% of them

don’t produce the report car dsoftheleatnersme.theThi s

students and the guardians, the parents because they need to receive feedback about the

performance of the students from time to time.

AfPeople have a misconception that teachers ¢

|l aziness, iIitdés not teachers or the school ¢t}

forced it on us. If a teacher is to mark and produce report on time it would be at the expense of

coverage since we have many students and marking wilataké ot é.f firBsamnis @&n

opportunity cost which to me is prudent to n

the pupils | oose on coverageo.

4.8. The relationship between Rewards antl e a c Ipexforraabice.
The results for theelationship between the study variables were examined using the Pearson (r
correlations coefficient. Theegression analysiwasalsoundertaken to find out the predictive

effect of the independent variable on the dependent variable.

4.8.1The Relationshp between NonMonetary Rewards and Performance of Bachers
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Here the hypothesis was that there is no significant positive relationship between non
monetary rewards aride a c pedormarsce in the selected primary schools. The relationships
between th&Non-MonetaryRewards and Performanoéteachersveretested using Pearson

(r) correlations

Table 16: Correlation Analysis for the Relationship between NorMonetary Rewards
and Teacherds Performance.

Non-Monetary Teacher
Rewards Performance

Non-Monetary Pearson Correlation 1.000
Rewards Sig.

Pearson Correlation B672** 1.000
Teacher Performanci—

Sig. .000

**_Correlation is significant at the 0.01 leveH@iled).

As indicated in the table above The value of the adjusted r square (regression coefficient) is
67.2% an indication that any variancetire a ¢ pedarnsahcecan be explained bghanges

in the nonmonetary rewardgrovided toteachers and it also show thatanges in non
monetaryrewards can explain up to 67.2% of teachers work performance in this primary
schools Results revdad that there is a statisticaliygnificant relationship between the Non
Monetary Rewards and thedaher Performance (r = .672**, p<.01). The resatitsindication

that when nommonetary rewards such as Promotions are professionally managed then the

performance of the teachers will improve.

4.8.1.1 Tesbf hypothesis for the relationship between nomonetary rewardsand
t e a c Ipexforrdasmce in the selected government primary schools

To testthehypothesisthe regressn model wasun andpresentedn table16 below.

Table 17: The Regression Model for NoAMonetary Rewardsand Teacher's
Performance
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Model Unstandardized |Standardize T Sig.
Coefficients d
Coefficients
B Std. Error Beta
(Constant) 2.240 225 9.939 | .000
Non-Monetary Rewards .535 .091 .672 5.882 | .000
Dependent Variable: Teacher Performance
R 672
R Square 452
Adjusted R Square 439
F Change 34.601
Sig. .000

The results in the table show that the Ndanetary Rewards can explain 43.9% (Adjusted R
Square = .439), the regression model was statistically significant. This shows thadainthe
Monetary Rewards are well managed, they shall predict a bettermarfce in the future of
these primary schools by improving motivation of teacherke results in the table above

further indicated that the regression model was statistis@hjificant (sig. <.01)

Analysis of variance (ANOVA)n table 17returns ehigh value of F aB4.601 at a significant

level less than .05 and this means the model is statistically signifiGamhg by the decision

rule we reject the null hypothesis (H@)the significance level is less than 0.05 or 5% and
accept tle alternate hypothesis (HZhus the largevalue of F ratio at 34.601 ano\ value of
significance level [F = 34.601, p<.000] indicates that we have to reject the null hypothesis that
there is no significant relationship between monetary rewards and teachers performance

in the selected government primary schools in Bardegsialivand accept the alternative
hypothesis that there is a sificant relationship between on-monetary rewards and the
performance of teachers in the selected government primary schBalslggealivision, Gulu

Municipality.

In order to find he contributions of normonetaryrewards o e a c¢ fedorngnce the values

of the standardized coefficients (Beta) wanalysed. Greatemalues of beta and less valaef
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the significancefor the independent variabkhow a strong contribution to theegendent
variable (pallant, 2005 In this study he beta coefficient for the nanonetary rewards is
67.2%and the level of significance is 0.000(P<0.1) meaning thaihmametary rewards as an
independat variable has a very strong contributiom under st anding and ex
performance in the primary schools in Bardege division, Gulu municipality.

4.8.2 The relationship between monetary rewards and performance of teache&milarly,
the researcher predicted no significantifpes relationship betweemonetary rewards and
t e a c pedarnsance in the selected primary schaolBardege division, Gulu municipality.
The relationships were investigated by carryingut correlation analysis oiRRewards and
Performance were tested usingaP®n (r) correlationand regression models together with
ANOVA as presented in tabl& below.

Table 18 The Correlation Analysis for the Relationship between Maoetary Rewards
and Performance ¢ Teachers.

Monetary Teacher
Rewards | Performance

Pearson Correlation 1.000 766"
Sig. (2tailed) .000

Monetary Rewards

Pearson Correlation .766** 1.000
Sig. (2tailed) .000
** Correlation is significant at the 0.01 leveH@iled).

Teacher Performance

The value of the adjusted r square (regression coefficient) was returried 46.66 an
indication that any varianceine a c pedornsance can be explained by changesonetary
rewardsprovided to teachers and it also shitsat changes monetary ewards can explain up
to 76.6%% of teachers work performance in these primary sciedslts revealed that there

is a statistically significant relationship between the Monetary Rewards and the performance
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of Teachers (r =.766**, p<.01). The results iacication that when monetary rewards such as

salaries andllowances are managed weélle performance of the teachers will improve.

8.2.2.1 Test of hypothesis on the relationship between monetary rewards and

T e a ¢ hPerfosnancein the selected primary schools
To test the hypothesis a regression model was presented and analysis of vpeidooesd
andis presenteth table 1%elow;

Table 19 The Regression Model Showing the Relationship between Morey Rewards
and Performance of Teachers

Model Unstandardized Coefficien| Standardized| T Sig.
Coefficients
B Std. Error Beta
(Constant) 1.859 221 8.416 | .000
Monetary Rewards .528 .068 .766 7.722 | .000
Dependent Variable: Teacher Performance
R .766
R Square 587
Adjusted R Square 577
R Square Change .587
F Statistic 59.630
Sig. .000

Sourcefield data

The regression motléor the effect of monetarsewardsonthe performance deachers show

that theMonetary Rewards caexplain 57.7 % (Adjusted R Square = .J7the regression
model was statistically signifamt. This shows that if tfdonetary Rewards are well managed,
they shall predict a better performance in the future of academic institutions. The results in the

table above further indicated that the regression model was statissiggiiffcant afsig. <.01)

Analysis of variance (ANOVA)n table 19eturns a high value of F 88.630at a significance
level less than .05 and this means the model is statistgighificant. Going by the decision
rule we reject the null hypothesis (HO) if the significance level is less than 0.05 or 5% and

accept the alternate hypothesis (H2).Thus, the large value of Rtr&8d630and less valuefo
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significance level [F = 5830 p<.000] indicates that we have to reject the null hypotllesis

there is asignificant positive relationship betweemonetary rewards and teachers

performance in the selected government primary schools in Bardege division and accept the

alternatve hypothesis thathére is nosignificantpositive relationship between monetary

rewards and the performance of teachers in the selected government primary schools in

Bardege division, Gulu Municipality.

In order to find the contributomrsfmo net ar y

rewards on teacher s’

the standardized coefficients (Beta) were analysed. Greater values of beta and less values of

the significance for the independent variabl®w a strong contribution to the dependent
variable (pallant, 2005 In this study the beta coetfent for themonetary rewards i86.6%
and the level of significance is 0.000(P¥) meaning thanonetary rewards as an independent

variable hasaverystrongont r i buti on

i n understandi

in the primary schools in Bardege division, Gulu municipality.

ng

and

It was noted that the Monetary rewards have a positive predictive effect on the Teacher

Performance (Adjusted R Square.#66). The results show that the regression model was
statistically significant (Sig. <.01). In other words, careful consideration of the monetary

reward structure and continuous positive improvements of this, will inevitably improve the

teacher performarec

4.8.3The relationship between the Reward perception and the Perfarance of Teachers

Table 20: Correlation Analysis for the Relationship between Rewards Perception and

Teachers Performance

Rewards
perceptions

Teacher

Performance
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Pearson Correlation 1.000

Reward perceptions

Sig.
Teacher Pearson Correlation .616 1.000
Performance Sig. .000

**_Correlation is significant at the 0.01 leveH@iled).

The result reveala statisticallysignificantrelationship between the perceptions of teachers
about the rewards wittheir performane given the higher value of r61.6%the implication
is that the perceptions teachers have about a given reward in place may affect their work
performance b¥1.8%. Thusthe perceptions teachers halmutthe rewards affects accounts
for up to 61.6% of the total variations in their work performance.
4.8.3.1 Test of hypothesis on the relationship between rewards perceptions and

Teachers Performance in theselected primary schools
The hypothesis here was thiere is a significant positive relationship between teachers
"perceptions of rewards and their performanc
Bardege division, Gulu municipalityrhe regresion model below and the subsedquamalysis

of variance (ANOVA)wereused to test this hypothesis.

Table 21: The Regression Model for the Rewards Perception and Teachers
Performance.

Model Unstandardized |Standardizeq T Sig.
Coefficients Coefficients
B Std. Error Beta

(Constant) 2.425 225 10.790| .000

Rewards perceptions .509 101 .616 5.067 | .000
Dependent Variable: Teacher Performance

R .616

R Square .379

Adjusted R Square .365

R Square Change .379

F Change 25.673

Sig. .000

The regression model for rewards percepti@amnd performancef teachersn table 20 above
shows thatheperceptions teachers have of a giveward36.5% (Adjusted R Square = .365

the regression model was statistically sig@ific An indication that if teachers have positive
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perception of the rewards that schools proutigy shall prdict a better performancé@he
results in the table above further indicated that the regression model was statssgjodibant

at(sig. <.0)

Analysis of variance (ANOVA)n table 20returnsF value of25.673at a significance level

less than .05 and this means the model is statistically signifiGwing by the decision rule

we reject the null hypothesis (HO) if the significance leveéss Ithan 0.05 or 5% and accept

the alternate hypothesis (H2).Thtise low F ratioat 25.673and less value of significance

level [F = 25.673 p<.000] indicateshiat we have to accept thaull hypothesis that there is a
significant  positive relatiogp betweenteachers perceptions of rewards and their
performance in the selected government primary schools in Bardege damloreject the

alternative hypothesis that there is no significant positive | at i onshi p bet wee
perception ofrewards and the performance of teachers in the selected government primary

schools in Bardege division, Gulu Municipality.

In order to find the contributions f teachers peorcepti o

teacle r s performance the values of the
analysed. Greater values of beta and less values of the significance for the
independent variable shows a strong contributmrihe dependent variable
(pallant, 2005).1n this studyé beta coefficient for thegerception of rewards is
61.6%and the level of significance is 0.000(P<0.1) meaning fgkateptions
teachers have abouweéwards as an independent variable has a very strong

contribution in understanding and explaining teacke’ perfor mance

primary schools in Bardege division, GWunicipality.

It was noted that the perceptions teachers have about the rewards offénecth tbavea
positive predictive effect on the Teacher Perfance (Adjusted R Square = .363.he results
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show that the regression model was statistically significant (Sig. <.01).dnwtds, school
managers need to take into considerationettigectanciesind need of teachers t@nsure a

positive perception for improved performance,

CHAPTER FIVE

SUMMARY, DISCUSSIONS, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction
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This chapter presents the discussi@usnmary, conclusiorsnd recommendations in light of

the research findings presented in chapter four.

5.2 Summary offindings

The study was carried outtineselected government primary schools in Bardege division Gulu
Municipality to find out the relationship between rewards given to teachers and their job
performanceNon -monetary, monetaryewards and e a ¢ pexeptoh ofrewards were

taken as the independent variable and teacher performance was taken as the dependent variable.

This subsectiothat followssummarizeshe findings in line with the research objectives.

5.2.1 Summary of findings on the relationshigpetween nonmonetary rewards and
teachersdé performance in the selected schi

It was discovered that teachers in these schools were providedor@tary rewards in form

trainings and promotiondowever,the promotions were not regular and the chances of

teachers being promoted was very low more so only academic qualifications were considered

a vital criterionfor being promoted. The fact that these promotions are not tight to work

performance oftheindii dual teachers means they cannot

This is because according to the expectancy theory teachers expect to be promoted and yet the

promotions do not come by and are not linked to hard work.

Taking training as a nonmonetarye war ds t he teacher’s belief t
motivates them in their job. This is possibly due to the fact that training equips them with
knowledge and skills that build in them the confidence that they can perform. According to the
expecancy theory if employees have the belief that they can perform a job to get the available
outcome they will be motivated to perform. This has the implication that teacher training
programmes need to be encouraged and training needs assessments doretteedrsning

equip teachers with the missing skills.

68



Overall the study found a significant positive relationship betweermaretary rewards and

the performance of teachers which disagreed
no significantpositive relationship between these variables. These means if tream@tary

rewards are used properly the teachers will be motivated to perform excellently provided their

expectations are taken into account by the school administrators.

5.2.2 Summaryof findings on the relationship between normonetary rewards and
teachersd performance in the selected schi

It was confirmed in this study that the schopisvide allowances to teachers as a form of

reward and this is meant to supplement diffecial salary however teachers held that the

salaries and allowances offered to them is not meeting their expectation. Thaidaalaries

which arenot equivalent to their work. This may have negative impact on their motivation at

work.

Overall thecorrelation analysis and the regression model again confirmed significant positive
relationship between rewards ane a c edornsance in thesschoolsThis is anindication

that the monetary rewards may be used to boo

5.2.3Summary of findings on the relatiorship between rewards perceptiorof teachers

and teachersdé performance in the selected
Teachers expressed dissatisfaction with the rewards provided irstines#s. Aleag 86.4%
said they were dissatisfied with the rewards offered to them and about 79.5% expressed their
unwillingness to work towards earning these rewards. This means where teachers have
exhibited reasonable level of performance could be due to the intmagication but not a
result of the extrinsic rewards offered. The correlation analysis and regression model once
again confirm a significant relationship between the perception teachers have about the rewards

and their work performance.

69



5.3 Discussion ofihdings
The study sought to answer three research questions in order to achieve the purpose of the study
which was to examine the relationship between rewards and performance of teachers in the

selected primary schools in Bardege Division Qulunicipality.

5.31 Howdoesnhomnmonet ary rewards relates to teacher
government primary school®

The nommonetary rewards considered in this study were promotions and attending training. It

was shown that teaclewalue promotions and attending training 95.5% of respondents

confirming that promotions motivates them in their work and 84.1% taking training as a

motivator to performHoweverthey weredisappointedhatthe promotiongrenot regular nor

attached to good performance. This has the implication that teachers need to be taken for

refresher courses and other long training regularly based on the needs. Promotions has to be

regular and on affair and clear criteria if it has teehan impact oh e a ¢ pedorngance.

Test of hypothesis revealed that there exists a significant positive relationship between these
non-monetary rewards and performance of teachers in the selected schools (r = .672**, p<.01).
95.5% of the teachersisl promotiongnotivatethem in their workHowever,on a sad note

75% of the teachers held the view that hardworking teachers are not always promoted. This has
the implication that government need to design appropriate promotional ladders which shall
maketeachers move from one level to another. Teachers also need to be taken for regular
training to updates their knowledge and get the confidence and motivation to work. Further
implication to practice and policy is that schools and other stakeholders slesidd policies

that linked promotions to hard work. When hard working teachers are not promoted they
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become demotivated and perform poorly as it is the case in this study where the mean scores

on performance items were generally low.

These finding is casistent withRehman, Zaheer. &ufwan 2007) whdound thapromotion,
and training have positive significant impact on job satisfaction of employee; Onyango &
Wainyoke, (2014) which found that there is a strong positive relationship between training and

development of employees and their job performance.

Within most education institutions given relatively low pay, promotions play a key role in
teacher s’ motivation (Wang, 2009) , this was
confirming that promotns motivate teachers in their work. Earlier studies on promotions and
empl oyees'’ performance (e.g. Filipkowski &
2007) had also revealed similar findings. For example, Filipkowski and Johnson (2008) stated

that here is a link between the lack of promotion and weaker performance. This finding
indicates the importance of the promotion chances in the primary schools and shows that when

the teachers have more chances of being promoted and attending training ttynaoite

and do their tasks better with more excitement; and it is important to consider this element in

the schools to motivate them more for having a better outcome

Kawesi (2004) in her study to investigate the effect of performance based rewarésarc her ' s
performance in which promotions was considered a form of performance based rewards, came
to the conclusion that, performanibased rewards (@ promotions) affect the performance of
teachers in schools. And that it can be manipulated to motiwathers and increases their
performance, productivity and efficiency. Clearly a motivated teacher by implication shall
perform as expectednfortunately,in this very study it was discovered that; 72.5% of the

teachers believes promotions are not ragafal 59.1% say the chances of promotions in the

teaching career is very low. Much as this is so responses on training shows that the schools are
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commi tted to Iimproving teachers’ competencie

of motivation.

Wong & Wong (2010) as quoted by Mugweru (2013) looked at teacher promotion as an
important reward tool through which teachers can strive to meet standards set by the employers.
This is due to the fact t hat t e alyg thugls ’ s al
promotions that one has the opportunity to jump to the next higher $taemplies if the

schools design good promotional criteria and use it as a tool for motivating teachers their
performance is bound to improve immensely given the lfedtih this very study 95.5% of the

teachers confirmed that regular promotiomstivatethem in theirtask.

5.32 What is the relationship between monetary rewardsand e ac her s6 ®BRer f or mi

selected government primary schoof

Salaries andllowances were the dimensions and monetary rewards used in thisltstuaky
established in this study that salary increment is not a big source of work motivations for
teachers with 68. 2 % of teachers confirming that it does not motivate them aed thatithe

salaries and allowances provided by these schools are not adequate and doegsnetaneeh e r ’ s
expectation which in line with théroom (1964) cannootivate thento performwell. Further

the teachers cited unfairness in the distribution lofxsinces is not based on performance in

line with equity theory this will demotivate the teachers in their work resulting in poor
performance. It was confirmed that the monetary rewaffdstteacher motivation to perform.

This was evidenced by the fabtiat 61.4% of teachers believed the salary they earn does not

match the work they do and up to 72.7% strongly disagreed with the statement that the salary

increment awarded to teachers is realistic.

Tang, LunaArocas, and Sutarso (2005) argued thatindivedl * s s ati sf action w

on his love for money and how he compares with referent others, in this study it is clear teachers
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are not satisfied with what they earn and this could be a result of them comparing their earnings
with the referent othre within and outside their profession (stacy,1963).this has implication to
policy and practice in that government should design a fair pay structure that rewards equitably

equivalent contributions across professions.

The correlationanalysis showed a positive relationship between the Monetary Rewards and
the Teacher Performance (r =.766**, p<.01). The results show that monetary rewards enhance
the Teacher performance in a very commendable way. This is consistent with earliehresearc
findings from other parts of the world. For instance; a study conductbthlily M. S., Maria

M., & Muhammad S. Rn Pakistan 71.9% employees strongly agreed and agreed that they are
motivated through good salary. Comparing the r values for themumeary and monetary
rewards indicates that teachers are motivated most by monetary relasds.in agreement
with Met & Ali, (2014b) who assert that monet
to perform; Gbadamosi and Joubert (2005) found thateyois significantly and positively
related to job performance of employees in the public sector in Swaziland (r = .36, p < .01).;
Met & Ali ( 2014a) who founda positive and significant correlation between monetary
motivation and job performance (r = ,38< .01), however its disagreed Harunavamwe &
Kanengon (2013) who found no significant relationship between monetary rewards and

motivation to perform (r =.161, p >0.01).

5.3.3 What is the relationship between the perception of rewards by teacheand their

work performance in the selected government primary schools?
The results in this study showed that the T
work effort. This was revealed by a very high percentage (72.7%) of teachers who patrticipated
in the study. In addition, the results showed that these employeestajuite pleased with the
guality/quantity of the rewards given to them (86.4%) and they are not prepared to work hard

in order to gain the rewards (79.5). This could be attributed to their low levels of satisfaction
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with the reward system practice. @tfy the rewards the schools are giving is not motivating

the staff enough to perform.

According to expectancy theory (Vroom, 1964) r k eommitment and productivity in
organization is based on their answers to basic questions: is desirability of outcomes that
organization provides high? Is high performance instrumental for obtaining these outcomes?
Is expectancy high%oing by these oneauld say teachers in these schools are not motivated
given the fact that, they expressed reservation in working towards achieving these rewards a
signthatthe desirability of the outcomes offered by the school is not there and more so high

performance isiot instrumental in obtaining the outcomes (rewards).

Employees work performance is moderated by; the subjective certainty that the act will be
followed by outcome and also the subjective certainty that the act will not be followed by the
outcome. 196¥)oomn | ight of the: expectancy t
behaviour is dependent on the preferences, perceptions and the belief of employees, that the
desired outcomes are possible (Salanova & Kirmanen,) 2bi@is study the outcomes thre

rewards are not valued hence cannot motivate teachers in their work. This is because teachers
are getting wh a&tople dreempotivaten to’dd soreethipgebedause they think

their actions will lead to their desired outcome (Redmond, 2009).

This calls for management to set in place measures that can ensure the satisfaction and
contentment with the existing reward systems. Some of these measures may include but not be
limited to; communicating with the teachers about the promotion crigare@dn measure may
involve increasing the amount of rewards, offered, by mobilizing resources from PTA.
Correlational analysis reveals a significant positive relationship between the perceptions of
teachers about the rewards with their performance and gagethe hypothesis is proved true.

5.4 Conclusions
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The conclusions for this study adrawn in line with the researabbjectives;however the
general conclusion is th#ttat there is a direct and positive relationship between rewards and

t e a c peefomiarsce. The implication being; a change in the rewards offered to teachers
would result in a corresponding changeemployee work performance. Thesal for proper

use of rewards in schools to improve work performance of teachers in schools. The schools can

use both types of rewards to improve performance of their teachers

5.4.1 Conclusions on the relationship between nemonetary rewards and teaches 6

Performance

The nommonetary rewards used in this study were training and promotions. From the study
findings, presented in chapter four it@nfirmingthat these normonetary rewards when used

properly can lead to improved performangeteachers.

Training as a form of nemonetary rewards has impact on the motivation of school teachers.
This was confirmed in this study by a very big percentage of teachers who claimed that
attending training is a great source of motivation in theikwAlthough findings indicate that

the schools organize regular training only 45% of teachers confirmed that these trainings are
conducted as a result conducting training needs assessments. Conducting training without
identifying the knowledge and skilgp may not motivate teachers. Training may lead to better
performance by teachers provided what is presented to teachers during the training sessions
is what they expected to get. Where the attitude of teachers towards training provided is
negative beasse the training initiatives are not designed properly at all and there is no value
attached to those who have trained then such trainings may not lead to any motivation and
improvement of performancér that matter schools should come up with very ctedicies

for training as well as realistic tools for identifying knowledge and skills gap which is the basis

for training.
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Promotions as a reward are highly valued by teachers who took part in this study. This could
be due to the fact that promotions @mwith increased responsibility and increased
remunerationHowever,chances of being promoted werry narrow, more so the promotions

are not linked to hard work aspriority criterion This means hardworking teachers who are

not promoted malpsethe motivation to perform if they realise that effort will not be rewarded

by the desired reward outcome. Policy makers should therefore make provisions for teachers

to rise in their career without necessarily becoming school administrators.

542Conclu3 ons on the relationship between monet
Performance

The research established a significant positive relationship between monetary rewards and the

performance of teachers in thesdools. hismeans when the monetary r@wsareproperly

aligned to the expectations of teachers and linked to their work performance the schools shall

realise improvement in teachers work performance.

Further, the research found that schools provide allowances to teachers to supplement the salary
paid to them by thgovernmentTeachersare motivated by salary increments. The salary
teachers are getting does not meet their expectation and is so small to meet their daily need.
The salary increments teachers are getting is not realistic according to this study which is an
indication thatt is not able to motivate them to perform. Much as the schools are offering
allowances to teachers it is not paid promptly and the amount is not adequate. This means the
motivational effects of allowances are not felt. This means the allowance at the tewed

does not motivate teachers and thereforestteh ommd ngser s and ot her st ak
to design mechanisms and strategies to ensure prompt payment of allowances and linked the

rates of allowances to effort invested by teachers.

543Conclsi ons on the relationship between teact
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Teacher®performance.

People consciously chose a particular course of action, based upon perceptions, attitudes, and
beliefs as a consequence of their desires to enhaeasupe and avoid pain” (Vroom, 1964)

This study also found that teacher s’ persor
significant role on their work performance given the existence of a significant positive
relationship to their work performance.1 t hi s study it was noted th
terms of time management, preparations and assessments is not very good. This is explained

by the fact that teachers in these schools have perception of unfairness and inadequacy in

relation to the reards that they receive.

To i mpr ov eerformarcette sahaols should come up with rewanlicies that are
fair and linked to performance of the teachers. The policy should ensure that the rewards that
teachers get a reward that is commensurate to the amount of effort invested. When conditions

of fairness exist the teachers shall be motivated to perform.

5.5 Contributions of the Study

This study contributes tthe deeper understanding of the relationship between rewards and
performance of government primary school teachers in GMunicipality. Having a clear
understanding ofiow rewards motivate teachers,dawhat teachers expect to get as rewards
from head teachers shall help school administrators to plan and effectively implement reward

strategies that would result in the expected performance target in their schools.

The study showed that promotions arairtings are assets that schools could use to realise the
motivation required for excellent performance, findings from this research shall help to inform
policy decisions on areas of staff promotions and training which would result in teacher
friendlypol ci es that induce motivation in teacher

in schools.
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This research shall serve as motivation for further research studies in the field of teacher
performance i n northern Uga nhhtaimpgciswrethe jadbhat ,
motivation of teachers, having clear knowledge on the other school based factors and external
factors may be necessary in improving the quality of the teadeiagning process in Bardege

division and Gulu Municipality in general.

Finally the study demystifies the use of money as the only reward tool that can help to make
teacher perform effectively in their jobs and open doors for schools to explore and capitalize
on the use ohonmonetaryoptions which had not explored befofiéhis would relieve the
parents who are the main contributors in support of the allowances that school pays teachers
this is a big relief to a region where poverty is so rampant.

There is scarcity of literature and empirical evidence on the use of reteaidfuence
teacher s’ per f or maThis study timerefore prdvideber enidehtg ta filld a .

the gap in literature on rewards and performance of primary school teachers.

5.6 Implications of findings to theory, policy and practice
Important heoretical and practical implications to theory, and practice for the management of

rewards and teachers’ perf omthiesectien. i n pri mary
5.6.1 Theoretical implications of findings

Thefindings from this study contribute the theoretical knowledge on the use of rewards in
motivating teachers for improved job performance. There being very few empirical studies
about the relationship between rewards and performance of teachers in northern Uganda.
Having a clear understaingy of the implementation of the nenonetary rewards and the

monetary rewards and how theslateto performance of teachers widdd tothe body of

knowledgerequired tdill the gapand improva e a c mmaivatson in these schools.
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Both nonmonetary ad monetary rewardplay an important role in motivating teachers to

improve their performance provided they meet their expectations and needs.

Perceptions teachers have about the available rewards is a good predictor in improving their
work performance. Ineans t hat mere presence of rewar d
performance but it is their perception of adequacy and fairness of the rewards that trigger

significant improvement.

Given that most of the past studies in Uganda looked mostly at angmetvards this study
throws more light into the understanding of the relationship betweempaoetary rewards
and performance of teachers’”. This will help

meeting the different expectation of teachard catering for individual differences.

This study further provides support to the existing theories of motivation which underpinned

this study in the following ways:

Teachers are going to be motivated to perform desired behaviors at a high levetrmrky i

a link between performance and the expected rewards leading to high expectancy. This
confidence to perform is built when the teachers have the right knowledge and skills.
Knowledge and skills can be enhanced through availing training opporsutitignis study it

was found that the teachers are getting training opportunities much as they are not informed by
their needs and expectancidfie implication of this to the school administrators is that the
trainings teachers get has todeeflectionof the knowledge and skills gap that they need to

fill in order to raise their expectancies to perform. This is a confirmation of the relevance of

this theory in understanding teacher rewards practices in relation to their performance.

The study reinfares the assertion of expectancy theory that performance is dependent on the

expectation employees have about the rewards they get as a result of working hard. In these
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s ¢ h operforsnance was poor and a good percentage of the teachers said they wilragnot w

to work to earn these rewardace it does not mé¢heir needs and expectations.

5.6.2 Implications of findings to policy and practice

Findings from this study providaseful information for school managefsr a thorough
understanding of how rewards can be used to ignite the right level of motivation among their
teachers for effectivperformanceThe studybrought to light the need for school managers to
consider the expectancies and perceptiointeachersn designing and executing rewards

policies andstrategies that would lead to improved teacher performance in schools

Teachers bring in their knowledge, skills and experiences as inputs to the school and in turn
get salaries allowances, promotions &athings opportunities as outputs. In this study it was
confirmed that the inpeutput relationship is weak resulting in poor work performance. The
implication is that school administrators have to ensurerthaards given to teachers are
commensurateotthe knowledge skills and experiences that they bring in. This is due to the
fact that mere pregee of rewardgloesnot translateo performance unless it is what the

teachers expect to earn.

In this study it was found that the rewards like salarie@loeddances were given out uniformly
without taking into consideration the performance of individual teachers. This has the
implication of discouraging the teachers who work hard. The education administrators can
benefit more from the distribution of rewardhen it is linked to performance in such a way
that the level of individual performance determines the amount and kind of rewards teachers
receive. The education administrators should therefore ensure fair rewards practices in their
schools which can beealised by introducing performance based rewards practices so that

teachers who excelled in their work get amore rewards compared to those who do not
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Finally, these findingserveas a reminder to those who design and implement reuedicdes
andstrategies in schools to always be concerned with the aspects of equity and fairness in the
distributions of rewards as having a major effect on the effectiveness of the rewartisingrea

the desired performance.

5.7 Recommendations

From the findings iad conclusions of the study, the following recommendat@wamade

5.7.1: To the Ministry of Education Science Technology and Sports

i) The Ministry of education and sports shol
service to ensure regular promotions in orde
schools.These promotionshould be pegged to performance of théividual to ensure that

superior teachers are rewarded and less performing teachers are encouragetlacdenrkhis

is possible sincpromotions come&vith increased in salary which is a motivational factor for all

teachers.

ii) The currentrewardpoi cy especially i n t eisdatermioetlbys al ar
the academic qualifications. The higher the academic qualification the higlsatdhescales

This is frustrating since it rewards both hardworking teachers and thgemfmmming eachers

equally. This violates equity and justice principles and demotivates the hardworking teachers
from continuing to work hard. It is therefore required that new policies where teachers who

work hard are rewarded more than those who are lazy be passed.

iii) Despite the salary increment so far implemented most teachers still complain of inadequate
salary which is not commensurate to the work they do. Aware that the resource base of
government is constraint, teac heachears niettheiro’ s

daily needs.
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iv) Teachers should be involved in designing policies governing rewards distributions in
schools. Involving teachers at the policy formulation process will ensure that what their

expectations of rewards are captured asdds of equity addressed at an earlier point in time.

iv) Both internal and external equity affette a c mmagivateon to perform the ministry should
address the issue$ in-equity by ensuring the harmonization of salaries of civil servants so that
people across professions at equal level of employment are rewarded equitable this would reduce

the constant strikes by teachdesmanding salary enhancement.

5.7.2 Recommendation to school administrators

i) School administrators should promote the use ofmonedary rewards in their schools
since itis difficult to implement monetargewards due toesource constraints.

i) Trainings teachers get has to deeflectionof the knowledge and skills gap that they
need to fill in order to raise their expectancies to perform schools should therefore
conduct regular training needssessments.

iii) Management of schools should try to understand the ne&slcbiers andesign rewvards

strategies in such a way that these needs are addressed by the rewards in place

5.7.3 Recommendation to parents

i) Parents should be mobilized and encouraged to pay their PTA subscriptions timely so
thatteachefs al | owances ar ethgrmativapon high. pai d t o ke

1)) Some chairpersons of Parents Teachers Association had very narrow view of what
constitute rewards. There is need to continuously sensitized them on the rewards options

available to teachers

5.7.4 Recommendation to Gulu Municipal Counil
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The Municipal Council needs to come up with rewablicy that incorporatasnmonetary
rewards for teachers. Teachers need to be involved in the development of this policy so that

their expectations are captured. This could possibly result in improved teacher performance.

The Municipal Council should carry out sensitizatidmparents to get involved icofounding
of the education of their children since the source of monetary rewards for teachers come from

parents’ contribution.

The Municipality also needs to strengthen school inspection to ensure compliance to

professionalehi ¢cs and requirements of the Teachers

5.8 Limitations of the Study
It was not a slide down the valley but rather an uphill task to collect data and come up with these

results. The hurdles along the way were much:

1. Some respondents were difficult to access and others were not willing to divulge
information that the researcher wanted to have access to, despite stating clearly the
intention of the research. A case in point was when a head teacher told the researcher |
have all the facts about the school no need to look for them in documents; do you doubt
what | tell youHowever the researcher had to overcome this by staying cool and trying
to build rapport and make the respondent really see the need of the akesoatiee of
information

2. Given limitation in time and resource for conducting the research, the researcher confined
the study to only government primary schools in one division of the Municipality. Which
means the findings manot beapplicable to privatprimary schools in the division or the
Municipality. In light of this the researcher recommends for a parallel study to be
conducted in the privaterimary schoolso as to have eomprehensiveepresentation

across primary schools.
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3. The study was condwead in few selected schools within arbansettingand its findings
may not apply to rural settings and therefore the findingshisf study may not be
generalizedo all primary schools in Ugand&he study may need to be replicated in a
rural setting andsimilar urban centers in the countsp as to have a wider and

comprehensive understandiofithe relationship between these variables.

5.9 Suggestions for further research

Many factors affect the performance of teachers rewangjsist one of the many factors. This
study | ooked at t he rel at i onpelormancd €daweeae n r
complete understanding of factors impacting a ¢ pedarnsahce the researcher adsiget

further studies may hendertaken ihe following areas;

1. The relationship bet ween head teacbher’ s
performance may also need to be investigated

2. The relationship between stakehol der s’ [
the selected governmigprimary schools in Bardege Division, Gulu municipality.

3. This study was conducted in public primary schools, to get a comprehensive
understanding of the relationship between rewards and teachers performance the same
study may need to be replicated ipravate primary school as well.

4. A study may also need to be conducted to find out the influence of school environmental
factors on the job performance of teachers in the public primary schools

5. The researcher is aware that needs of teachers mayeeoyding to the settings and
locations of their schds. The study was conducted imrdan UPE schools a similar
research could be carried out in rural settings to give a complete picture oéwawds

affectthe jobperformance of teachers
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APPENDIX II1:
TEACHERSOG QUESTI ONNAI RES

SECTION A: personal information

Tick the appropriate answer where choices given are applicable.
1. Sex:

(@) Male _ (b) Female

2. Age

(a) 1825 years (b) 2@5years (c) 30 years (d) 559 years and above

3. Marital status

(a) Single (b) Married (c) Divorced (d) widowed
4. Education level

(a) Grade three teacher Certificate
degree

5. Number of years you have spent in theurrent school

(a) Less than one year (b) Betweerblyears (c) BetweenH0 years (d) More than 10 years



SECTION B: Reward Practices
In this section tick inside the box which show your level of agreement with the given
statement

KEY: (i) SA means strongly agree (ii) A means Agree (i) N means not decided

(iv) DA means disagree (V) SDAmeans strongly disagree

S/ | ITEMS ON NON-FINANCIAL REWARDS SA|A |N | DA | SDA
No

Promotions as a nonmonetary reward

Teachers are promoted regularly in their job.

Teachers are promoted on merit

Chances for promoting teachers is very high

The criteria for promoting teachers is fair

Teachers promotions is based on hard work

o O Kl W N

Only academic qualification are considered in
promoting teachers

\l

Longevity is a key criteria for promoting teachers

8 Teachers who work hard are always promoted

9 Regular promotions motivate teachers in their job

10 | As a teacher being promoted is a great source of
motivation

Training as a nonmonetary reward

11 | Attending regular training motivates me in my job

12 | The school organizes regular training for teachers

13 | Teachers on long trainiqograms are granted stud
leave

14 | Management encourages teachers to go for furthel
training

15 | Information on training opportunities are passed to
teachers regularly

16 | The school conducts training needs assessment




17 | Trainingsthat the school organizes are relevant to |
teachers
18 | In this school new teachers are given induction

Items on monetary rewards

SA DA | SDA
19 | The salary | earn is enough to meet my basic need
20 | Salary increments motivate teachers in their work
21 | Salary is paid promptly to teachers
22 | Increasing salaries makes teachers work hard.
23 | In this school teachers are paid allowances
24 | Teachers are paid allowances for extoak
25 | Allowances are paid promptly
26 | Teachers who excel get more allowances
Items on rewards perception SA DA | SDA
27 | In this school rewards are distributed fairly.
28 | Teachers receive rewards equivalent to their work
effort
29 || am pleased with the quality/quantity of the reward
given to me
30 || am prepared to work hard in order to gain the
rewards
31 | The rewards have a positive effect on the work
performance of teachers
32 | I am willing to work hardo earn the rewards from
this school
33 | The rewards motivate me to perform well in my job
Items on Teachers Performance SA DA | SDA
Lesson Preparation
35 | Teachers in this school always teach with lesson p
36 | Teachers in thischool prepares their schemes of w




37 | Teachers always use teaching Aids in their lesson

38 | Teachers in this school do not value lesson
preparations

39 | Teachers prepare their schemes of work adequate

40 | Teachers always prepateir teaching notes
Assessments of Learning

41 | Teachers give home work to pupils regularly

42 | Teachers mark the work they give pupils

43 | Teachers corrects all assignments given to pupils

44 | Teachers give enough exercisepupils

45 | Teachers give feedback to pupils through test resu

46 | Teachers give a lot of formative assessments
Time management

47 | Teachers report to work on time

48 | Most lessons begin on time

49 | Syllabus are completed dime

50 | Teachers produce report cards timely

51 | Teachers adhere to the time table schedules

52 | When meetings are called teachers report early en

53 | Teacher always meet the set deadlines

54 | Teachers have their schemeswoftk ready before th¢
term begins

55 | Teachers in this school value time management

Vi




APPENDIX IV: KEY INFORMANT INTERVIEW GUIDE FOR MUNICIPAL
INSPECTOR OF SCHOOLS

. How long have you been in this position?

. What are the most common performance challenges that you encounter among teachers in the
primary schools you inspect?

. What factors do you think are responsible for the performance challenges common in the
primary schools?

. Arising from your work experience as an inspector of schools give an overview of
(i) Lesson preparation by teachers of primary schools in Bardege division
(i)Assessments of learning by teachers in the primary schools of Bardege Division
(i) Time managment by teachers in the primary schools in Bardege division
. Kindly comment on the can assertion that teachers in Bardege division perform poorly

. What advise do you give to the relevant stak
performance?

Vi



APPENDIX V: KEY INFORMANT INTERVIEW GUIDE FOR MUNICIPAL
INSPECTOR OF SCHOOLS

7. How long have you been in this position?

8. What are the most common performance challenges that you encounter among teachers in the
primary schools you insp&t

9. What factors do you think are responsible for the performance challenges common in the
primary schools?

10. Arising from your work experience as an inspector of schools give an overview of

(i) Lesson preparation by teachers of primary schools in Badleg&n

(i)Assessments of learning by teachers in the primary schools of Bardege Division

(i) Time management by teachers in the primary schools in Bardege division
11.Kindly comment on the can assertion that teachers in Bardege division perform poorly

12What advise do you give to the relevant st ak
performance?
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APPENDIX VI: KEY INFORMANT INTERVIEW GUIDE FOR COORDINATING
CENTER TUTORS.

1.How often do you visit the schools under your aremédiction?
2 What are the most common performance challenges facing these schools?

3.Teachers need to attend regular refresher courses to keep pace with the curriculum, how

often are these courses organized?

4 Teachers are commonly blamed for late, cogi, dodgi ng | essons, f ai

work.in line with your work what are the probable causes of this.



APPENDIX VII: INTERVIEW GUIDE FOR CHAIRPERSONS SCHOOLS
MANAGEMENT COMMITTEES

How do you ensure that teachers of yscinools perform well?

What chall enges do you face in trying
What are the most common rewards for teachers in your school?

Which rewards motivate teachers most?

What policies guide the distribution of thesevaeds?

How do you ensure equitable distribution of rewards among teachers?

What could be the reasons behind the poor job performance by teachers?

How good is the performance of teachers in your school?

What are the linkages between the rewgaisoffer and the performance of

teachers?



APPENDIX VII I INTERVIEW GUIDE FOR CHAIRPERSONS PARENT
TEACHEROGS ASSOCI ATI ONS

. How do you rate the performance of teachers in your School?
. What do you think isesponsible for the rating you have given in ( 1) above

. The parents pay allowances to teachers through the PTA collections, what are the criteria set

for getting these allowances?
. What would you recommend as a measure to improve teachers performancscimool?

. Apart from paying allowances how does PTA help in ensuring good teacher performance in

the school?

Xi



APPENDIX IX: INTERVIEW SCHEDULES FOR HEADTEACHERS

1. What is your level of education?

2. For how long have you served as a head teacher?

2. What form of reward do you provide teachers in this school?

(i)

(ii)

(iii)

(iv)

(v)

3.

4. What challenges do you face in administering these rewards to teachers?

Wh at

effect

does

t

he

SECTION TWO: TEACHERS PE RFORMANCE

provi sion

5. What can you say about time management by teachers of this school?

of

t hese

6. What challenge to you face from your teachers when it comes to time management?

7. What measures have you put in place to manage time?

8. Teachers are required to prepare schemes & arat lessons plans, before delivering it to
pupils. How compliant are your teachers to these requirements?

9. How regularly do teachers in your school use teaching aids in their lesson delivery?

10.Do teachers in your school carry out regular assessmentsrahbpas required?

11.What challenges are associated with assessments in this school?

Xii
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APPENDIX X: OBSERVATION CHECKLIST

Performance | Items to be observed Key Description
Measure Observed =1
Not observed=0
Time Attendance Register
management

Records of work covered

Lesson
preparation Lesson plan

Schemes of Work

Teaching Aids

Assessment | Teachers records of Marks
of learning

Pupils book

Actual lesson
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APPENDIXXI: KREJCI E AND MORGANOTABLEAMPLI NG
N S N S N S N S N S
10 10 100 |80 280 162 800 260 338
15 14 110 |86 290 | 165 850 265 | 3000 341
20 19 120 |92 300 | 169 900 269 | 3500 246
25 24 130 |97 320 175 950 274 | 4000 351
30 28 140 | 103 340 | 181 1000 | 278 | 4500 351
35 32 150 108 360 186 1100 285 | 5000 357
40 36 160 113 380 181 1200 291 | 6000 361
45 40 180 118 400 196 1300 297 | 7000 364
50 44 190 123 420 201 1400 302 | 8000 367
55 48 200 | 127 440 | 205 1500 | 306 |9000 368
60 52 210 | 132 460 | 210 1600 | 310 |10000 |373
65 56 220 | 136 480 | 214 1700 | 313 | 15000 |375
70 59 230 | 140 500 | 217 1800 | 317 |20000 |377
75 63 240 144 550 225 1900 320 | 30000 379
80 66 250 148 600 234 2000 322 | 40000 380
85 70 260 152 650 242 2200 327 | 50000 381
90 73 270 155 700 248 2400 331 | 75000 382
95 76 270 | 159 750 | 256 2600 | 335 | 100000 | 384
KEY “N” is popul atsizen si ze “S” is sampl e
Krejcie, Robert V., Mor gan, Daryl e W., ADet e

Educational and Psychological Measurement, 1970
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