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ABSTRACT
The study aimed at establishing the relationship between employee empowerment and teacher performance in selected GASSs in Butambala, District. Despite the empowerment programs being enforced by the government, teacher performance in the selected GASSs in Butambala District is still lacking. Three objectives guided this study that was to say, to examine whether employee continued professional education, employee promotion and employee motivation have a relationship with teacher performance using selected GASSs in Butambala District. Across-sectional study design was used. Both quantitative approaches and qualitative approaches were used. 173 participants were selected and a sample size of 134 was selected using mainly stratified random and purposive sampling techniques. Quantitative analysis of data considered descriptive statistics tools including using frequencies, percentages and means. For inferential statistics, these involved use of Pearson’s correlation coefficient to correlate continued professional education, employee promotion and employee motivation with teacher’ performance. (Pearson correlation, coefficient of determination and regression) Content analysis was used to analyze qualitative data. Findings revealed a negative relationship between employees continued professional education and teacher performance. Its value was -0.199. On the second objective, it was revealed that there was a positive relationship between employee promotion and teacher performance. Its value was 0.816. On the third objective, it was revealed that there was a negative relationship between employee motivation and teacher performance. Its value was -0.162. It was concluded that the lower the empowerment of teachers, the lower the level of performance. It is recommended that there is a need to formulate a comprehensive employee empowerment policy which ensures that, continued professional education, promotion and motivation are ensured if performance is to improve. 
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[bookmark: _Toc344131317][bookmark: _Toc462294851][bookmark: _Toc488232802][bookmark: _Toc505768920][bookmark: _Toc506903473]INTRODUCTION
[bookmark: _Toc462294852][bookmark: _Toc488232803][bookmark: _Toc505768921][bookmark: _Toc506903474]1.1 Introduction
[bookmark: _Toc377321392][bookmark: _Toc488232804][bookmark: _Toc444810083]The study sought to examine whether employee empowerment was related to teacher performance using selected GASSs in Butambala District in Uganda. The study specifically focused on GASSs in Butambala as a case because a big number of failures were registered in this district amidst the presence of teachers (Butambala District DEO report 2015). This chapter entails understanding the historical, theoretical, conceptual and contextual background of the study, the problem that propelled this study to be undertaken, the research objectives which this study was based on, the research questions and hypotheses that were asked and tested in the study, the conceptual framework that diagrammatically explains the study concepts, the study scope, significance, justification and the key definitions of study concepts.
[bookmark: _Toc505768922][bookmark: _Toc506903475]1.2 Background to the study
The background consists of historical, theoretical, conceptual and contextual analysis.
[bookmark: _Toc505768923][bookmark: _Toc506903476]1.2.1 Historical Background
Globally, the performance of teachers has been given much emphasis at all levels from kindergarten, primary, secondary, high schools, technical and tertiary levels (World Bank Report, 2012). It is from this basis that since history, employee empowerment was given a primary attention as a way of improving the performance of teachers. Employee empowerment has been with human life for a number of years and it is imagined to have started with primitive ancestors since history (Fredrick and Davis, 2010). It started with man’s journey because it was practiced as a basis for man’s survival. Primitive societies practiced employee empowerment while learning different ways of how to survive and this kind of learning would be passed on to all family members (Aman, 2004). Employee empowerment was done by ancestors in an informal manner. In African countries, the process of employee empowerment human resource in early years called for putting in place woods, rocks and banana leaves which were used to transmit knowledge from one generation to another. This was done to enable primitive men and women to learn on how they can make the world around them productive especially on how to use stones for fire and woods for firewood and promoting agriculture. Having acquired this knowledge, it became easy for people to engage in crafts, fishing and engaging in carpentry. This was the basis where division of labor came into play that those who had experience and exposure to certain fields took up such activities in their line of competency. Here, men became professionals in weaving, carpentry and stone masons. (Fredrick and Davis, 2010). The development of specialization and division of labor created a way of the emergency of new forms of education which characterized with well-defined tools and people who were qualified to do the employee empowerment (Melissa &Sackett, 2013). This means that transferring skills from one person to another became intentional and orderly and learning became deliberate. Because of specialization, it became clear that the reason for employee empowerment was to make sure that the performance of employees and in this case teachers are improved to meet organizational objectives (Basheka, 2009). Employee empowerment conducted in form of career building, motivation and promotion appointed at as the main determinant of employee performance (Lawler, 2003).
The World Bank Report, 2012 indicated that teachers determine the quality of education that children receive. In 1931 a teacher continued development scheme started in New York, USA. The issue of continued professional education became critical prompting action. The teachers in New York did not only seek further studies but social recognition of their work. This later spread across the globe embracing African Countries in the 1960s (Barret, 2005).
According to Anon (2003), teacher empowerment in Uganda began as early as the 1930s following the establishment of Makerere University College. After Uganda`s independence in 1962 schools became much interested in looking for ways to retain a competitive advantage. According to Nsubuga (2010), the level or quality of the employee training was either supporting or stifling the development of education in Uganda. By then, the more one institution invested in training teachers, the more the school would gain in terms of boasting academic performance. Ministry of Education & Sports (2011) revealed that schools that invested in teacher development are likely to get better academic performance. The study therefore investigated the relationship between employee empowerment and teacher performance in GASSs in Butambala District, Uganda.
[bookmark: _Toc462294854][bookmark: _Toc488232806][bookmark: _Toc505768924][bookmark: _Toc506903477]1.2.2 Theoretical background
The study derived its basis from the Goal-Setting Theory by Latham and Locke (1979) cited from Appelbaum (2008) and Balance Score Card by Kaplan and Norton (1992).According to the theory, people who have more difficult but attainable goals perform better than those who have less difficult goals. Goals can be either directional goals or accuracy goals. The former are goals people work toward without knowing the precise steps to take to achieve them and hence are more motivational. Accuracy goals on the other hand are characterized by careful planning to identify the best paths to achieve the goals with minimal deviations. 
Goals can motivate people toward accomplishing them based on the extent to which they have clarity, challenge, commitment, feedback, and task complexity. The Goal Setting Theory is premised on two main tenets. First, the theory puts emphasis on setting specific goals and performance standards to which employees have to direct their efforts. This is the basis of performance appraisal because performance is appraised in light of the set goals and performance standards.  Secondly, in line with the theory, appraisal requires that goals and performance standards are acceptable, specific, challenging and attainable. This position is supported by Reason (1997) who observed that performance appraisal is an approach to managing and developing people which enables them to manage their performance and development within the framework of clear objectives and standards. The study also benefits from the theory because of its emphasis on the need for feedback on performance which is a critical factor in appraisal.
Feedback allows the employee to track how well he or she has been doing in relation to the goal or standard so that necessary adjustment in effort, direction or possibly task can be made (Reason, 1997). It is the contention of this study that motivational effects of jointly set goals and performance standards in generating high goal commitment and subsequent performance is more powerful than individual and assigned goals and performance standards. In the study, the theory emphasized Armour, Deakin and Konzelmann (2002) submission when it was observed that feedback is most effective when it is given immediately following the behavior in question, and is given on a regular basis rather than accumulating all occurrences to a formal annual appraisal interview which draws together the summary of what transpired throughout the employee’s performance. Feedback should also be specific rather than general and should allow the sharing of information.
The Goal-setting theory enriched the study because of its focus on the setting of goals and performance standards that are specific and achievable. The study was also enriched by the theory’s insistence on giving feedback toward achieving goals and performance standards. These issues are critical to the success of appraisal and help to set premises on which a participatory approach to performance appraisal is built. It is the contention of the researcher that the study benefited from the Goal-setting theory.  The Goal Setting Theory emphasizes laying emphasis on planning (Appelbaum, 2008); however, the theory does not lay out a clear procedure to take in order to plan. The theory has been criticized for failing to consider the period when planning will be made and how it will be made.
In relation to this study, employee continued education development calls for enhanced teacher performance, as a strategy at all levels of the organization. This model will help increase the administration capacity to use and develop new tools or improved tools for improved professional education and staff development. The model will help in coming up with a real diagnosis on concrete situations where staff development tools are used in the process of alignment to the international stand.
[bookmark: _Toc462294855][bookmark: _Toc488232807][bookmark: _Toc505768925][bookmark: _Toc506903478]1.2.3 Conceptual Background
The key concepts in the study were employee empowerment and teacher performance. Empowerment is so widely used today in progressive management circles but it suggests not just manipulative intent but awareness that even in periods of deep recession the boundaries of workplace control continue to be challenged by workers striving to attain a measure of power, security and dignity (Rinehart, 1996).For purposes of this study, employee empowerment was conceptualized to mean the activity of learning aimed at acquiring knowledge and skills specifically with the main aim to perfect a job/ occupation or work (Kothari 2004). For Richard, Colligan and Lewis (2009), employee empowerment refers to a systematic behavioral modification that is well planned using different events and directed programs which can help learners to acquire knowledge and skills in carrying out their work efficiently and effectively. Employee empowerment referred to continued professional development, further studies, in service training, refresher courses and capacity building, promotion and motivation in selected GASSs in Butambala District, Uganda.
Performance on the other hand according to Smith (2001) refers to the ability by which employees’ interests and values are congruent with the company that is; employees think of themselves as belonging to the organization and derive value from their membership. Performance in this study was measured in terms of the indicators of performance which are number of students in grade one, number of students who have joined high institutions of learning, low turnover rates, quality service delivery, eagerness to take on extra responsibilities, interest in students’ welfare, avoidance of teacher absenteeism, willingness to attend to school programs, and adequate lesson preparation. 
On the other hand, performance is the extent to which employees’ interests and values are congruent with the company that is to say employees think of themselves as belonging to the organization and derive value from their membership. For purposes of this study, teacher performance was measured in terms of the indicators of performance which are teaching preparation, teachers’ students’ assessment and evaluation, time management, lesson planning and scheming, student’s books and notes checking and student’s guidance and counseling.
[bookmark: _Toc444810084][bookmark: _Toc460495590][bookmark: _Toc462294856][bookmark: _Toc488232808][bookmark: _Toc505768926][bookmark: _Toc506903479]1.2.4 Contextual Background
Efforts have been at international level to improve employee wellbeing. This is reflected in adopting global instruments and plans aiming at ensuring that employees are empowered in a number of countries. (Ministry of Education and sports report 2013).
In Africa several conferences have been organized as a Platform for Action as an avenue for employee empowerment.  In Butambala District, very few teachers are pursuing employee continued professional education and many are demotivated given the low salaries earned.  In addition, one newly posted head teacher to one of the selected GASSs schools in Butambala District (known as USE school), lamented that, because of lack of employee continued professional education and poor motivation there has been a decline in performance in the District (Kibuuka, 2014).
[bookmark: _Toc306608562][bookmark: _Toc20608564][bookmark: _Toc324795240][bookmark: _Toc368823632]In most GASS schools in Butambala District, employee empowerment remains a nightmare. This has led to growing complaints by teachers in the District about poor motivation (Hamba, 2014). On the side of staff development, District Education Officers Report (2014) revealed that less than 56 teachers in Butambala District were pursuing further studies. The majority attributed their failure to pursue further studies to limited resources and lack of interest by the school Boards of Governors and administrators.
The Deputy Director of the Education Standard Agency, Ministry of Education and Sports in Uganda reported low levels of investment in staff development in most schools in Uganda in 2013. The Director said “teachers lack professionalism in their work, they are poor at time management and lesson preparations. As a result, children are not getting access to adequate knowledge”. Citing one of the selected secondary schools from the district of Butambala it was noted that a good number of students come late to school because of teacher absence. For example of the 200 lessons supposed to be taught in a week, only 20 lessons had been covered by the second week of term 2 2014. (Butambala DEO report 2014). According to teachers’ professional code of conduct (3), teachers are expected to ensure that schemes of work are prepared, lesson plans and notes are developed and having in place teaching aids. But this has not been the case in majority of schools as it was reported in the National Inspection Programme- NIP (2002/2003) findings. It was from such background that the researcher felt a need to assess whether the poor performance of teachers in selected GASSs had a relationship with their level of empowerment.
[bookmark: _Toc462294857][bookmark: _Toc488232809][bookmark: _Toc505768927][bookmark: _Toc506903480]1.3 Statement of the problem

The performance of teachers has highly been linked to presence of different empowerment programmes in school. Employee empowerment is presumed to be a pivotal factor in improving the performance of teachers (Carr & Pearson, 2002). Indeed in the selected GASS schools in Uganda, the government finds it mandatory to provide empowerment programs which include additional professional training and others to enhance teacher performance (Education Policy Review Commission (EPRC):1989).The selected GASS schools in Butambala have a number of empowerment programmes for example provision of additional professional training, motivating teachers through prompt salaries, allowances, recognition and appreciation at school as well as promoting them to better positions (UNATU, 2014). These are intended to empower teachers so as to improve teacher performance.
However, despite the empowerment done there is still an impending poor performance of teachers in Butambala District and the country at large (Butambala D.E.O report 2013). In 2006, nearly 95% of UCE (O-level) candidates did not attain the minimum pass rate to qualify for a national certificate. In the year 2015, 80% of the UCE Universal Secondary schools candidates in the district failed to qualify for the national certificate (DEO Butambala Report, 2015).The Director Basic and Secondary Education in the Ministry of Education and sports admits there are challenges, but he says the government with support from donors such as the African Development Bank and the World Bank is addressing them (Ministry of Education and Sports rankings 2013, 2014 and 2015). This may be true, but the government only seems to be targeting big public schools, living out the poor GASS schools and yet they also host a substantial proportion of students.
In the year 2015, more than 56 secondary school teachers were transferred across the country on grounds of failure to perform (UNATU Report, 2014). In the 2012 National Examination, the selected GASSs in Butambala district registered 26 first grades only at UCE.(Butambala DEO Report, 2013).The performance of teachers is still reportedly lacking in the selected GASSs in Butambala District. For example there are cases of increased absenteeism and lack of commitment in the schools leading to poor teacher performance. It is against this background that the researcher sought to investigate the relationship between employee empowerment and teacher performance in the selected GASSs in Butambala District. 	
[bookmark: _Toc462294858][bookmark: _Toc488232810][bookmark: _Toc505768928][bookmark: _Toc506903481]1.4 Purpose of the Study

[bookmark: _Toc306608565][bookmark: _Toc20608567][bookmark: _Toc324795243]The study investigated the relationship between employee empowerment and teacher performance in selected GASSs in Butambala District, Uganda.
[bookmark: _Toc462294859][bookmark: _Toc488232811][bookmark: _Toc505768929][bookmark: _Toc506903482]1.5 Objectives of the Study

The study was premised on the following objectives
i. To examine whether employee continued professional education has a relationship with teacher performance in selected GASSs in Butambala District?
ii. What is the relationship between employee promotion and teacher performance in selected GASSs in Butambala District?
iii. What is the relationship between employee motivation and teacher’ performance in selected GASSs in Butambala District.
[bookmark: _Toc505768930][bookmark: _Toc506903483]1.6 Research Questions

The study answered the following questions.
i. [bookmark: _Toc306608567][bookmark: _Toc20608569][bookmark: _Toc324795245]What is the relationship between employees’ continued professional education and teacher performance in selected GASSs in Butambala District?
ii. What is the relationship between employee promotion and teacher performance in selected GASSs in Butambala District?
iii. [bookmark: _Toc306608568][bookmark: _Toc20608570][bookmark: _Toc324795246]What is the relationship between employee motivation and teacher performance in selected GASSs in Butambala District?
[bookmark: _Toc462294861][bookmark: _Toc488232813][bookmark: _Toc505768931][bookmark: _Toc506903484]1.7 Research Hypotheses
The study verified the following research hypotheses
i.  There is a positive significant relationship between employee continued professional education and teacher performance in selected GASSs in Butambala District, Uganda.
ii. There is a positive significant relationship between employee promotion and teacher performance in selected GASSs in Butambala District, Uganda 
iii. [bookmark: _Toc401560910]There is a positive significant relationship between employee motivation and teacher performance in selected GASSs in Butambala District, Uganda.
[bookmark: _Toc462294862][bookmark: _Toc488232814][bookmark: _Toc505768932][bookmark: _Toc506903485]1.8 Conceptual Framework

A conceptual framework is the researcher’s perspective of how the study variables relate with one another. Figure 1.1 below shows the conceptual framework adopted for the study. This is the scheme of concept that was operationalised in order to achieve the set objectives. It is the hypothesized model identifying the concepts under the study and their relationships (Albus, 2007).
 (
TEACHER PERFORMANCE
Teaching preparation
Students assessment& ev
aluation
Time management
Lesson plan & scheme of work
Checking Students books / notes
Guidance & counseling
) (
EMPLOYEE EMPOWERMENT
Continued professional Education
Further studies
In service training
Refresher courses and capacity building
Promotion
From classroom teacher to head of department
Head of department to deputy head teachers.
Deputy Head teacher to Head teacher.
Motivation
Monetary rewards
Non-monetary rewards
Teacher working environment 
) INDEPENDENT VARIABLE                                           DEPENDENT VARIABLE               









[bookmark: _Toc505769038][bookmark: _Toc167483221][bookmark: _Toc488232815]Figure 1. 1: A conceptual framework illustrating the relationship between the study variables
Source: Adopted from Armstrong (2006) modified by the researcher.
This conceptual framework in figure 1.1 explains the relationship between the independent variable (employee empowerment) and the dependent variable (teacher performance). Teacher empowerment referred to teacher promotion, professional development and motivation. Continued professional education referred to further studies, upgrading and refresher courses. Workshops referred to both internal and external workshops. Motivation referred to monetary and non-monetary benefits. The dependent variable is teacher performance measured in terms of the indicators of performance which are teacher teaching preparation, attendance to duty, students’ guidance and counseling, students’ assessment and evaluation, checking student’s books and notes, and adequate lesson planning and scheming of work. The researcher is cognizant that the moderator variables interfere with the relationship between the independent and dependent variable; however it is worth mentioning that the moderating variables are government policy and school management style although they are not part of the objectives of this study.
[bookmark: _Toc462294863][bookmark: _Toc488232816][bookmark: _Toc505768933][bookmark: _Toc506903486]1.9 Significance of the study
It provides information to policy makers, administrators in schools, parents and other stakeholders in the education system who may contribute to improvement of teacher motivation in secondary schools. 
The study adds value to the body of existing knowledge and leads to ventures in further research.
Additionally it has rejuvenated the researchers` knowledge and understanding of research. 
[bookmark: _Toc306608569][bookmark: _Toc20608571][bookmark: _Toc324795247]It provides secondary data base for future researchers on employee empowerment and teacher performance. 
It fulfills the requirement for the award of a Master’s degree in Public Administration of Uganda Management Institute.
[bookmark: _Toc368823635][bookmark: _Toc462294864][bookmark: _Toc488232817][bookmark: _Toc505768934][bookmark: _Toc506903487]1.10The Scope of the Study
[bookmark: _Toc462294865][bookmark: _Toc488232818][bookmark: _Toc505768935][bookmark: _Toc506903488]1.10.1Geographical scope
The study was conducted in Budde secondary school, Kibibi Muslim secondary school, Saidinah Abubakar secondary school, Kabasanda and Lukalu secondary school in Butambala district in Uganda. Butambala district is found in the central parts of Uganda and is selected because the researcher has worked with the District for a good period of time. 

[bookmark: _Toc462294866][bookmark: _Toc488232819][bookmark: _Toc505768936][bookmark: _Toc506903489]1.10.2Content scope
The study analysed the relationship between employee empowerment and teachers’ performance in the selected GASSs Butambala District, in Uganda. Employee empowerment referred to teacher promotion, professional development and motivation. Teacher performance referred to indicators of performance for instance teacher attendance to class, attendance to duty, counseling students, students’ assessment, willingness to attend to school programs like co-circular activities, and adequate lesson preparation.
[bookmark: _Toc462294867][bookmark: _Toc488232820][bookmark: _Toc505768937][bookmark: _Toc506903490]1.10.3Time Scope
The study focused on the period between the years 2000 to 2015 because it was during this period that most school Boards of Governors had got concerned with employee empowerment and performance in the schools in Butambala District in Uganda (Butambala DEO Report, 2014). 
[bookmark: _Toc462294868][bookmark: _Toc488232821][bookmark: _Toc505768938][bookmark: _Toc506903491]1.11 Operational Definitions of key terms and concepts
Employee empowerment referred to, continued professional development, promotion, and motivation in selected GASSs in Butambala District in Uganda. 
Continued professional education referred to further studies, In-service training, refresher training and capacity building of employees in selected GASSs in Butambala District in Uganda. 
Promotion is the process whereby employees are overtime given more responsibilities in selected GASSs in Butambala district in Uganda.
Participation in decision making refers to committing the teacher to being active participants in the decision making process in selected GASSs in Butambala District in Uganda.
Teacher performance referred to how the teachers handles lesson teaching preparation, respond to duty in terms of punctuality in attending to lessons (time management) preparation of lesson plans and schemes of work, handling students` assessment and evaluation, checking students books and class notes and conducting guidance &counseling of students, as well as participation in school programs in selected GASSs in Butambala District.

[bookmark: _Toc368823636][bookmark: _Toc462294869][bookmark: _Toc488232822]In summary, this chapter reviewed the concept of employee empowerment and teacher performance as indicated in the introduction. The next chapter does much on presenting literature on theoretical framework and literature as reviewed on the set objectives set for the study. 
[bookmark: _Toc506903492]
CHAPTER TWO
[bookmark: _Toc462294870][bookmark: _Toc488232823][bookmark: _Toc505768939][bookmark: _Toc506903493]LITERATURE REVIEW
[bookmark: _Toc368823637][bookmark: _Toc462294871][bookmark: _Toc488232824][bookmark: _Toc505768940][bookmark: _Toc506903494]2.1 Introduction
The study reviewed related literature and theories in line with the objectives. Each variable within the work had to be reviewed. The literature review identified the knowledge gaps, which formed the basis for the researcher’s study and helped in developing the methodology for the study. The researcher reviewed the theory that underpinned the study and then the main literature review was done objective by objective under the following headlines: employee continued education and teacher performance; employee promotion and teacher performance; employee motivation and teacher performance in selected GASSs in Butambala District. Literature was obtained from books, journals, reports and theses as well as the internet. They aimed at providing insight in what has already been done within this area of study and also as a guide in answering the research questions.
[bookmark: _Toc462294872][bookmark: _Toc488232825][bookmark: _Toc505768941][bookmark: _Toc506903495]2.2 Theoretical review
The study was underpinned by the Goal Setting Theory of Latham and Locke (1979) cited from Applebaum (2008) and the Balance Score card Theory by Kaplan and Norton (1992). The Goal Setting Theory proponents premise this theory on two main tenets. First, the Theory puts emphasis on setting specific goals and performance standards to which employees have to direct their efforts. This is the basis of performance appraisal because performance is appraised in light of the set goals and performance standards. Secondly, in line with the Theory, appraisal requires that goals and performance standards are acceptable, specific, challenging and attainable. This position is supported by Reason (1997) who observed that performance appraisal is a prerequisite for good performance provided you set clear and achievable goals. The study also benefits from the Theory because of its emphasis on the need for feedback on performance which is a critical factor in appraisal.
The Goal Setting Theory proponents to motivate goals one must have clear goals that are measurable and unambiguous. When a goal is clear and specific, with a definite time set for completion, there is less misunderstanding about what behaviors will be rewarded (Gregory, 2001). One of the most important characteristics of the goal he identified for improved performance was the training function. Albus, 2007 noted that People are often motivated by achievement, and they will judge a goal based on the significance of the anticipated accomplishment 
In relation to the study, goals are set but to attain them, people should be made informed and educated accordingly. This can be done through training hence providing opportunities to clarify expectations, adjust goal difficulty, and gain recognition. When a goal is clear and specific, with a definite time set for completion, there is less misunderstanding about what behaviors will be rewarded. One of the most important characteristics of employee performance improvement lies in training effectively the employees. People and in this case teachers are often motivated by both physical gifts and achievement, and they will judge a goal based on the significance of the anticipated accomplishment. Performance management goals must be understood and agreed upon if they are to be effective.
[bookmark: _Toc462294873]The Goal Setting Theory has been criticized for focusing more on political empowerment than economic empowerment (Appelbaum, 2008). Teachers need to advocate for shared knowledge of resources and support in decision-making from administration. The theory does not directly put emphasis on lobby for recognition hence shared power for the benefit of the community. 
In relation to this study, employee empowerment calls for enhanced teacher performance. This model will help increase the administration capacity to use and develop new tools or improved tools for improved professional education and staff development. The model will help in coming up with a real diagnosis on concrete situations where staff development tools are used in the process of alignment to international standards. Basing on the theorem of Goal-Setting Theory, it is clear that employee empowerment in any form whether, employee continued professional training, promotion and motivation can be part of the goals that can stimulate the performance of employees and in this case teachers in the selected GASSs in Butambala District.
[bookmark: _Toc505768942][bookmark: _Toc506903496]2.3 Review of Related Literature
The reviewed literature from past studies which were carried out in different contexts identified the gaps which the current study has tried to fill.
[bookmark: _Toc488232826][bookmark: _Toc505768943][bookmark: _Toc506903497][bookmark: _Toc462294874]2.3.1 Continued professional education and teacher performance
The main goals of the school monthly or annually is to organize training programs to enable the teachers improve the teaching methods and enhance their performance. Kumar (2009), points out that refresher training covers seminars, capacity building and training workshops which facilitate the socialization of new employees in an organisation. Continued professional education is analysed as a planned and systematic effort to modify or develop knowledge, skills or attitude through learning experience, to achieve effective performance in an activity or range of activities. Mclagan (1989) also observes that training focuses on identifying, assuring and helping develop through planned learning, the key competencies that enable individuals to perform current jobs. This study thus endeavored to make an assessment of whether training is done in selected GASSs in Butambala District and its effectiveness on teacher performance. 
MacDonald and Gabriel (2010) observed that determining training needs starts with a gap analysis. The gap between what skills your employees have and what they need to move the business forward. This study sought to find out the effectiveness of this in selected GASSs in Butambala District. 
Krivanek (2011) concurs with the above scholars while indicating that the purpose of a training needs assessment is to identify performance requirements or needs within the organization in order to help direct resources to the area of greatest need, those that closely relate to fulfilling the organizational goals and objectives, improving productivity and providing quality products and services. However, this will only be achieved by selecting the right training method necessary to deliver expected outcome. This thus creates a gap that requires this study to investigate and establish whether in the selected GASSs in Butambala District do provide the right training to teachers and if they do, how it has affected their level of performance. 

Armour, Deakin and Konzelmann (2012) conclude that continued professional education equips employees with additional professional and job-related skills. It also shows those employees (and others inside and outside the school) that the school is willing to invest time; money and energy into their success, but also that you consider them to be a big part of the company’s future plans. This is important and motivational. When employees know they care enough to train them, support them, and have faith in them, this is the sunshine, water, and nourishment that grow the seed of company loyalty. Training and development is the life-line of any successful school; it’s vital to the health of school (Mathews and Ueno, 2011). Without it the organization risks the probability of becoming stagnant, and the competition can run by so fast that it will leave dust in the eyes. The study by Albus (2007) was based on a much smaller sample; however, this study endeavored to fill this gap by using a relatively larger sample while using the selected GASSs in Butambala district.    

Farooq & Khan (2011) further ascertained that it is critical to continuously educate and train employees to improve their individual and group performance. Training is key in influencing the employees’ skills, abilities and attitude. The gap that arises in this literature is that it does not show how the selected GASSs in Butambala District train their teachers in their work environment for better work performance. Therefore this study investigated how selected GASSs in Butambala district train their teachers and whether this had led to better work performance. 

Congruent with Farooq & Khan (2011), Fenn (2010) agitates that employee empowerment is important to keep a school competitive in its market. The importance of learning opportunities are that employee’s acquire knowledge in the new trends in the business world. Schools need to create and maintain learning opportunities for employees in order catch up with an organisation’s knowledge and competitive ability (Greengard, 2010). However, the researcher is cognisant of the fact that continuously working for the development and nourishment of the workforce increases their role in the betterment of the work environment of any organisations. In this study, this gap was filled by alluding to Cascio’s (1998) submission when he observed that feedback is most effective when it is given immediately following the behavior in question, and is given on a regular basis rather than accumulating all occurrences to a formal annual appraisal interview which draws together the summary of what transpired throughout the employee’s performance. Feedback should also be specific rather than general and should allow the sharing of information.
Okanya (2008), emphasized that refresher training is part of the overall ways of continually educating staffs for better performance. Additionally Armour, Deakin and Konzelmann (2012) concluded that when training is done the sustainability of the institution is ensured. Without it the organization risks the probability of becoming stagnant, and the competition can run by so fast that it will leave dust in the eyes. In bridging the gap, the researcher investigated the concept of refresher training and how it promotes teacher performance in selected GASSs in Butambala District, Uganda. 
[bookmark: _Toc488232827][bookmark: _Toc505768944][bookmark: _Toc506903498]2.3.2Promotion and Teacher Performance
Doeringer & Piore, 1971 defined Promotion as the advancement in gaining higher positions while Okumbe1999 referred to it as the advancement of a worker to a better job in terms of more skill, responsibilities, status and remuneration. Employees are motivated when promotions are granted at certain appropriate intervals in the service, as none would be happy when they are static in a system. Promotion is believed to assume many dimensions, ranging from salary up grading, attaining a higher job group or simply moved to a higher institutional administrative hierarchy (Albus, 2007). Reporting from a study done in the public secondary schools focusing on factors influencing teachers’ job performance in the rural Obigala Village in Nigeria, Albus (2007) observed that teachers who obtained regular promotions were more motivated to increase their levels of work performance than those who were static on their grades. 
In conformity to Albus’s study findings, Hamba (2014) in his research study based on the implementation of strategic plans in public secondary schools in Rachuonyo South Sub-County in Kenya, discovered that implementation of  strategic plans was unsatisfactory because majority of the implementations lacked training given that they occupied low administrative positions in the schools hierarchies. Focusing on a survey of motivational factors on the performance of students in internal examinations in Bureti Constituency in Kericho County, Kenya, Hamba (2014) observed that failure to promote teachers encourages apathy in taking up assigned responsibilities among them in most learning institutions. He recommended that the school management should devise internal promotion arrangements to motivate teachers, as the teachers’ principal employer had let down teachers so far too long.  It is from this basis that this study was undertaken to assess whether in the selected GASSs in Butambala District have internal promotion arrangements to promote teachers and if they have them, have they improved on teacher performance?
Decenzo & Robins (2002) defined promotion as “a sequence of positions occupied by a person during the course of a life time. However, this is a narrow view of looking at promotion because, although promotion looks at upward movement along the career curve, there are cases when individuals occupy positions less favorable than their previous jobs and it does not follow then that their performance will be enhanced. This was the basis of undertaking this study to assess how the selected GASSs in Butambala District use promotion and whether this has had any impact on their teacher performance. 
Jacoby (2004) and  Morishima (2006), indicate that promotion opportunities increase the level of individual performance and organizational commitment among workers in their career advancement, influences the workers behaviors and attitudes such as motivation and organizational commitment, particularly in the case of stable employment. In upholding the views of Jacoby (2004) and Morishima (2006), Pigors and Myers (2011), submitted that, not only seniority of long service or experience that deserves promotion but promotions should be a reward to encourage those employees who make a successful effort to increase their knowledge or skill. They continue to say that in a case where the promotion criteria for promotion is not clearly defined, management needs records of performance appraisal, if it is fairly to administer a promotion policy based upon employee competence. Learning institutions for example, peg promotions to higher positions to academic and/or professional achievements (Muya & Kang‟ethe, 2002). This study in finding out the truth of this matter endeavored to assess whether the selected GASSs in Butambala District have been able to sustain seniority among their teachers and whether this has improved on teacher performance.
Further, Muya & Kang‟ethe (2002) in their investigation, recognize the need to promote teachers depending either on the academic or administrative abilities In addition, employees are promoted solely on the basis of their tenure and experiences in the organization. Promotion depends on the presence of job security for instance promotion opportunities motivate employees whose job security is maintained while others are motivated by wages when employment is unstable.
Mottaz (2008) emphasizes that for promotion to be meaningful, it should be based on performance. Maicibi and Nkata (2005) observe that as for promotion, we see advancement into positions with greater challenges, more responsibility and more authority than in the previous job. To them employee empowerment comes with the feeling of self-worth and actualization. Muya&Kang’ethe (2002), argue that promotions contribute to employee retention but this should not be delayed if better performance is to be realised. This situation is what this study endeavored to investigate in the selected GASSs in Butambala District. 
Kaguhangire (2000) argues that the promotion criterion should be very clear and well-articulated by the responsible authorities. Pool (1996) advanced the justification for promotion criteria. The above studies however, did not reveal to what extent promotion influenced job performance, which gap this research investigated to assess the impact of promotion on teacher performance in the mentioned case study.
[bookmark: _Toc488232828][bookmark: _Toc505768945][bookmark: _Toc506903499]2.3.3Motivation and teacher performance
Okino (2008) reported that His Excellency Yoweri Kaguta Museveni emphasized the provision of houses to Teachers in order to enhance teacher performance. Dungu (2000) reported that lack of housing facilities and allowances was impacting negatively on teacher performance in Sub Saharan Africa. Farel (1993) observed that lack of accommodation for employees is so demotivating. In light of the above situation, an investigation into the effect of motivation on the performance of Teachers in selected GASSs in Butambala District was conducted. 
Wayne (1998), Bratton (2003), as well as Armstrong (1996) agree that pay and rewards are very powerful motivating tools. These should come in form of prompt salary payments, financial benefits, salary and wage increments and other non-monetary benefits. Kiseesi (1998) recommends that salaries of workers should be paid promptly and that promotion of workers should be accompanied by a corresponding increase in the salary they earn. She observes that salary was a strong force that kept Teachers at their jobs. The researcher feels that this is recognition of the fact that salary is vital in causing satisfaction among workers and hence likely to influence performance. This study went ahead to establish the experiences of teachers in the selected GASSs in Butambala District.
Maicibi (2003) explained the need for more incentives to employees/teachers in terms of sickness leave with pay, contributory pension schemes, life insurance and subsidized staff canteens. In agreement therefore, all employees and teachers in particular in schools desire to be satisfied at work which improves the work morale. The researcher investigated the experience of the teachers in the selected GASSs in Butambala District as regards the above analysis.
Additionally Mumanyire (2005) emphasized monetary rewards in form of  salaries, allowances, wages, bonuses, duty allowances and others tend to motivate employees and ignites the performance levels,. However, other factors such as actual teaching conditions, the environment in which the school is located, employee participation in matters which affect them, job security and level of commitment to the school‘s objectives are all crucial to the level of performance of Teachers. This study investigated whether such factors affect teachers the selected GASSs in Butambala District.
The above observations were highly emphasized by Boyd el al (2010), Fenech (2006) and Kiseesi (2008). Therefore from the above expression, financial rewards have greater effects than non-financial rewards on the performance of school teachers. From the literature above the study therefore investigated the relationship between monetary motivation and teacher performance amongst teachers in the selected GASSs in Butambala District. 
A study on teacher absenteeism carried out in 2004 in Uganda found an average rate of teacher absenteeism of 27 percent considerably high than most countries.(Nsubuga,2010) The government conducted improvement visits to 160 licensed education institutions in Uganda in 2006. The schools where randomly selected across three regions (Western, Eastern, Central) in six districts. The rate of teacher absenteeism was found to be 23% (Habyarimana, 2007). Little salaries and basic teacher allowances being the major drivers of teacher absenteeism. This study went ahead to find out whether teachers in the selected GASSs in Butambala District do absent themselves at work and if they do is it related to monetary motivation. Allowance for extra work influences teacher’s performance in several ways. Teachers who take extra hours use better classroom management approaches and adequate teaching methods that encourage students to perform, (Chacon, 2005). Studies have established that allowance for extra works have been a growing concern in the performance of education in Uganda. The studies therefore concluded that motivation was lacking in the country and this study has gone ahead to find out whether teachers in the selected GASSs in Butambala District were equally affected. Poor performance in most schools has been attributed to a number of factors which range from school factors, rewards, government related factors and salaries.
Non-Financial rewards like recognition create role models and communicate the standards. These constitute the great performance. Bennell (2004) noted that the emergence of the private education sector has further diversified the teaching force and improved their recognition. Consequently, this study examined the relationship between non-Financial rewards and performance of teachers in the selected GASSs in Butambala district. A study of what motivates senior managers by Analoui (2000) revealed discontent with the managerial style and traditional attitudes of top management who took things for granted to have been responsible for poor teacher performance in schools. Good work and high quality performance were not often recognized. The old style and culture of passive interaction still persisted especially in ministries and other government organizations where some top management was referred to as―”old guards” who had not really changed. Lack of recognition is not always a direct consequence of the presence of old values and traditional managerial styles. Torrington (2002) on the other hand indicated that poor human resource management seriously de-motivates employees. Teacher management at the national and sub-national levels is nothing short of chaos in many countries. In most of Africa, for almost all administration regarding teacher management, one notes a lack of clear rules which tend to generate conflict, power vacuum, overlap and duplication of effort. Management styles tend to be authoritarian with limited participation, delegation, and communication with respect to major school management functions. Teachers subjected to these types of management regimes feel like “we are treated as children”. The extent to which teacher grievances are addressed is also a key issue. The high turnover of Head teachers in many parts of the country is particularly disruptive and frequently bad for teacher`s morale.. Effective management training programmers for Head teachers are necessary to lead to noticeable improvements in Teacher behavior and performance. 
Meir (1972) noted that while workers are interested in advancing their financial position, there are many other considerations such as opinions of their fellow workers, their comfort and enjoyment on the job and their long range security that prevents them from making a direct automatic positive response to an incentive plan. This implies that for employees to perform and have better results they must be motivated by a token of appreciation. Bennell (2004) further noted that most Teachers want to be posted to urban schools for both professional and personal reasons. The size of the rural-urban divide in most countries creates enormous disincentives to being posted to a rural school. He indicated that Teachers want to remain in urban areas for a variety of reasons, most notably the availability of good schooling for their own children, employment opportunities for spouses and other household members, the desire to maintain often close family and friendship networks, opportunities for further study, and poor working and living conditions in rural schools. Being posted to a rural secondary school can, therefore, severely affect their ability to undertake further studies as well as earn additional income. Similar findings were echoed out by Ogomarch (1994). 
Stone (1988) also found out that the job performance and intrinsic reward relationship follows the social challenge theory; employees’ performance is giving back to organizations from which they get their satisfaction. The relationship between non- Financial rewards and performance is better explained by the expectancy theory espoused by Vroom quoted by Cole (1995). According to Vroom, perception will lead to effective performance (expectancy), that performance will lead to rewards available (valence) combined to create a strong motivation for an individual to put in effort to achieve a level of performance and obtain rewards at the end. 
According to Maicibi (2003), increasing hours of work, larger class sizes, more subjects, and constantly changing curricula are cited as major de-motivators in many countries. What is expected from teachers (the social contract‘) is not pitched at a realistic level in many countries given material rewards, workloads, and work and living environments. Large class sizes and heavy workloads in relation to pay (the effort-price of work) also make teachers resistant to the introduction of new teaching methodologies and other innovations. While pupil-teacher ratios are very high in many countries, they do not appear to have increased appreciably during the last 10-15 years in the majority of the developing countries. However, the introduction of free universal secondary education in Uganda has generally resulted in larger classes, especially in the lower grades, which tend to stress teachers hence de-motivating them leading to poor performance. 
Farrel (1993) noted that relatively, low levels of client trust and respect and inadequate levels of teacher accountability are key factors that have tended to lower the occupational status of teachers in many developing countries. He indicates that parental views about teachers are, in fact, often quite contradictory and even paradoxical. Parents generally know very little about education and schooling, which, in the past, has probably enhanced the public perception of role of teachers. However, lack of understanding and unrealistic expectations has led to frustration and negative stereotyping of teachers. Often views of local schools which parents have had firsthand knowledge of are far more positive than perceptions of schools and teachers as a whole.
Many schools of thought agree that motivation creates good performance and communicates standards. Consequently, this study investigated the effect of motivation on the performance of teachers in selected GASSs in Butambala district, Uganda.
[bookmark: _Toc462294880][bookmark: _Toc488232829][bookmark: _Toc505768946][bookmark: _Toc506903500]2.4 Summary of the Literature Review
The literature review above confirms that different scholars have conducted several studies to establish the correlation between the teacher empowerment and teacher performance. However, a number of gaps have been identified as per the literature reviewed which this research bridged. Most of the studies on the subject like Fenn (2010), Smith (2001) are based on developed countries with a well-developed education sector system yet the study cantered on Uganda. Most studies were qualitative and do not guide us on the relationship between the study variables. The scholars did not specifically focus on the variables as laid down in this study. Putting the above information into consideration, the proposed study focused on employee empowerment and teacher performance in the context of Uganda in the selected GASSs in Butambala District. 
[bookmark: _Toc462294881][bookmark: _Toc488232830][bookmark: _Toc505768947][bookmark: _Toc506903501]CHAPTER THREE
[bookmark: _Toc462294882][bookmark: _Toc488232831][bookmark: _Toc505768948][bookmark: _Toc506903502]METHODOLOGY
[bookmark: _Toc462294883][bookmark: _Toc488232832][bookmark: _Toc505768949][bookmark: _Toc506903503]3.1 Introduction
This chapter presents and describes the methodology and techniques used in the data collection and analysis. It outlines research design, study population, sample size and selection, sampling techniques and procedure, data collection methods, data collection instruments, pretesting (validity and reliability), procedure of data collection, data analysis, measurement of variables and ethical considerations.
[bookmark: _Toc462294884][bookmark: _Toc488232833][bookmark: _Toc505768950][bookmark: _Toc506903504]3.2 Research design

A cross sectional study (cross sectional analysis) design was used because if conducted in form of a questionnaire, it is generally easier, cheaper, and faster to conduct (Gibbons, 2014). It provides a systematic description of the study which is factual and accurate (Amin, 2005). The study applied quantitative and qualitative approaches. The quantitative approach employed in sampling, data collection, data quality control and data analysis. Amin (2005) states that quantitative designs are plans for carrying out research oriented towards quantification and was applied in order to describe current conditions or to investigate relationships, including cause and effect relationships. Quantitative designs therefore were helped to describe the current conditions and investigate the established relationships between the identified variables.
This study also applied qualitative approaches, these approaches employed in sampling (non-probability sampling techniques were used). According to Sekaran (2003) qualitative approaches involve an in depth probe and application of subjectively interpreted data. Qualitative researchers aimed at gathering an in-depth understanding of human behavior and the reasons that govern such behavior. The qualitative method investigated the why and how of decision making, not just what, where and when. Hence, smaller but focused samples are more often needed than large samples. This study integrated these two approaches since Neuman (2003) asserts that researchers who use one style alone do not always communicate well than those using either. 
[bookmark: _Toc462294885][bookmark: _Toc488232834][bookmark: _Toc505768951][bookmark: _Toc506903505]3.3 Study population
Fraenkel&Wallen (2003) define a population the category of interest to the researcher and to which the study are to be generated. The study targeted 173 respondents drawn from a population of 256 people as explained by Krejcie and Morgan (1970). Out of 12 schools, the researcher picked on the four GASS schools and these were Budde Secondary School, Kibibi Muslim Secondary School, Saidinah Abubakar Secondary School, Kabasanda and Lukalu Secondary School. The respondents targeted included 04 head teachers, 140 teachers obtained using the staff lists from the respective schools, 05 Ministry of Education and Sports Officials and randomly picking on 24 Board of Governors representatives selected from the Board members lists of the above selected schools. The administrators (Head teachers) were chosen because they were the ones who supervise the teachers and hence are in position to rate them accordingly. The administrators also work with the Ministry of Education and Sports officials as well as the Boards of Governors representatives as they implement the policies formulated for the proper running of the schools.  
[bookmark: _Toc462294886][bookmark: _Toc488232835][bookmark: _Toc505768952][bookmark: _Toc506903506]3.4 Sample size determination
A study sample was drawn from the population and the sample size, n, determined using Taro Yamane’s formula: [image: ][image: ] where N = total population and e is the error tolerance. A sampling error of 0.05 was adopted at 95% confidence level (Muguluma, 2014).



[bookmark: _Toc534613314][bookmark: _Toc534614162][bookmark: _Toc534614447][bookmark: _Toc505278712][bookmark: _Toc505768953][bookmark: _Toc506903507]3.4.1 Sampling Techniques and Procedure
[bookmark: _Toc505771380][bookmark: _Toc505278078]Table 3. 1: Population, Sample and Sampling Techniques
	Category
	Population
	Sample
	Sampling Technique

	Head teachers
	4
	4
	Purposive sampling

	Teachers
	140
	103
	Stratified Random Sampling

	Ministry of Education& Sports officials
	05
	05
	Purposive sampling

	B.O.G Representatives
	24
	22
	Simple Random

	Total
	173
	134
	



[bookmark: _Toc462294887][bookmark: _Toc488232836][bookmark: _Toc505768954][bookmark: _Toc506903508]3.5 Sampling Techniques and Procedure

Both probability and non-probability sampling techniques were adopted in selecting the sample.
[bookmark: 0.1__Toc369917263][bookmark: 0.1__Toc369921774][bookmark: _Toc371070418][bookmark: _Toc380065515][bookmark: _Toc380189429][bookmark: _Toc429986346][bookmark: _Toc462294888][bookmark: _Toc488232837][bookmark: _Toc505768955][bookmark: _Toc506903509]3.5.1 Probability Sampling
[bookmark: 0.1__Toc369917264][bookmark: 0.1__Toc369921775][bookmark: _Toc371070419][bookmark: _Toc380065516][bookmark: _Toc380189430][bookmark: _Toc429986347][bookmark: _Toc462294889]Probability sampling is a quantitative sampling technique which gives every member an equal chance of being selected. According to Sekaran (2003), it minimizes bias and every member stands an equal chance of being selected.  From the existing probability sampling techniques, the study used simple random sampling and stratified sampling techniques. Simple random sampling was used to select B.O.G representatives. This technique was chosen because the category of B.O.G representatives has a large population size and as such warranted simple random sampling to minimize sampling bias (Mugenda&Mugenda, 2003). Stratified random sampling technique was used to select teachers. This was adequate since it required the researcher to first acquire the teacher lists and make strata before they are chosen randomly (Amin (2005). 
[bookmark: _Toc488232838][bookmark: _Toc505768956][bookmark: _Toc506903510]3.5.2 Non Probability Sampling
Purposive sampling was used in selecting Head-teachers, MOES officers, and BOG representatives to be part of the study. These key participants were chosen using this approach due to their knowledge and vast experience on the subject of study. In addition, this approach was deemed the most appropriate because these participants were a small group of highly informed individuals regarding the subject under investigation (Sekaran, 2003). 
[bookmark: _Toc374110771][bookmark: _Toc434850724][bookmark: _Toc534613319][bookmark: _Toc534614167][bookmark: _Toc534614452][bookmark: _Toc505278716][bookmark: _Toc505768957][bookmark: _Toc506903511]3.6 Data Collection Methods
[bookmark: _Toc374110772][bookmark: _Toc434850725][bookmark: _Toc534613320][bookmark: _Toc534614168][bookmark: _Toc534614453][bookmark: _Toc505278717][bookmark: _Toc505768958][bookmark: _Toc506903512]3.6.1 Survey
A questionnaire was administered to the teachers in particular. The approach of a survey was employed using a questionnaire and this was because this number of academic staff was big enough to be accessed within the timeframe set for the study (Amin, 2005). This method was therefore used because it would save time required for the researcher to complete the study and they would additionally be filled in a manner convenient to the teachers. This method was particularly suitable for the category of respondents such as academic staff in selected secondary schools (Mugenda&Mugenda, 2003). 
[bookmark: _Toc374110773][bookmark: _Toc434850726][bookmark: _Toc534613321][bookmark: _Toc534614169][bookmark: _Toc534614454][bookmark: _Toc505278718][bookmark: _Toc505768959][bookmark: _Toc506903513][bookmark: _Toc374110774][bookmark: _Toc434850727][bookmark: _Toc534613322][bookmark: _Toc534614170][bookmark: _Toc534614455]3.6.2 Interviews
The Head-teachers, MOES officers and BOG representatives were interviewed. The interview guide was used since it allowed for probing and prompting deeper answers to be obtained from the respondents (Amin, 2005). This approach was further used because this group of academic staff carried useful information on the study but did not have the time to fill the questionnaire (Sekaran, 2003). The interview guide, structured with open ended questions that allowed respondents to expose their views, was used. With the use of the interview guide, the researcher was able to obtain valuable information from key informants on academic staff workload and research output in selected secondary schools.
[bookmark: _Toc505278719][bookmark: _Toc505768960][bookmark: _Toc506903514]3.6.3Document Review
Key documents from Selected secondary schools with literature applicable to the study were also analyzed as additional secondary sources to back up the data obtained from primary sources (Amin, 2005).The researcher reviewed information from publications and documents such as the Selected secondary schools Human Resource Manual, Selected secondary schools Appraisal Reports, Selected secondary schools Human Resource Management Record and Selected secondary schools Strategic Plan. This method was adopted because it could easily supplement on the findings arrived at by the researcher from surveys and interviews. Indeed the researcher was able to obtain useful information from the review of these documents which hugely complemented on the information obtained from the questionnaires and interviews.
[bookmark: _Toc397632759][bookmark: _Toc398851453][bookmark: _Toc462294895][bookmark: _Toc488232843][bookmark: _Toc505768961][bookmark: _Toc506903515]3.7 Data Collection Instruments
 In the study, the key data collection instruments were the questionnaire, interview guide and documentary review checklist. 
[bookmark: _Toc397632760][bookmark: _Toc398851454][bookmark: _Toc462294896][bookmark: _Toc488232844][bookmark: _Toc505768962][bookmark: _Toc506903516]3.7.1 Questionnaire
[bookmark: _Toc397632761][bookmark: _Toc398851455]The questionnaire consisted of only closed ended questions. The close ended questionnaire was adopted because the response options for a closed-ended question are exhaustive and mutually exclusive. The close ended questionnaire captures all the questions on the dependent and independent variables. A close ended questionnaire was administered with aid of research assistants. The questionnaire was administered to all the respondents in a period of 10(ten) days after which data were collected, processed and analyzed. This method was particularly useful in collecting information from the teachers who were relatively many in the study (Mugenda&Mugenda, 2003).
[bookmark: _Toc462294897][bookmark: _Toc488232845][bookmark: _Toc505768963][bookmark: _Toc506903517]3.7.2 Interview Guide
The interview guide presented in appendix “D” was used to conduct interviews with the Head teachers, Ministry of Education and Sports officials and BOG representatives in the selected GASSs. This is because they tend to give firsthand information and permitted deeper examination of the issues related to the study (Amin, 2005). Interviews were person to person verbal communication in which one person or a group of people was interviewed at a time.  Interview questions were basically unstructured and each variable had five items clearly laid out. The researcher was able to obtain valuable information from key informants on employee empowerment and teacher performance in the selected GASSs in Butambala District. The interviews were conducted in a period of 4 working days.
[bookmark: _Toc380189438][bookmark: _Toc457339367][bookmark: _Toc462294898][bookmark: _Toc488232846][bookmark: _Toc505768964][bookmark: _Toc506903518][bookmark: _Toc397632762][bookmark: _Toc398851456]3.7.3 Documentary Review Check List
This consisted of a list of documents (Sekaran, 2003) particularly concerning employee empowerment and teacher performance which are directly relevant. Documentary data was obtained through the use of published and unpublished documents. Secondary data was obtained through the use of published and unpublished documents. Various publications, magazines, District Reports, District Education Reports, Ministry of Education and Sports reports and newspapers reports, historical documents and other sources of published information was reviewed by the researcher.  Mugenda and Mugenda (1999) maintain that secondary data can be helpful in the research design of subsequent primary research and can provide a baseline with which the collected primary data results can be compared to other methods.
[bookmark: _Toc462294899][bookmark: _Toc488232847][bookmark: _Toc505768965][bookmark: _Toc506903519]3.8 Quality Control of Data Collection
[bookmark: _Toc124119580][bookmark: _Toc340899955]Data quality control techniques ensured that data collected is valid and reliable. In this case, the instruments were first tested to ensure validity and reliability.
[bookmark: _Toc392179632][bookmark: _Toc397632763][bookmark: _Toc398851457][bookmark: _Toc462294900][bookmark: _Toc488232848][bookmark: _Toc505768966][bookmark: _Toc506903520]3.8.1 Validity
[bookmark: _Toc392179633]The validity of the questionnaires was established using the content validity test. Using the ratings the content validity indices were computed. The Cronbach Alpha method of internal consistency was used to compute the reliability of the measures of the variables of the study using various questionnaire items administered to respondents (Kothari, 1990).



[bookmark: _Toc505771381]Table 3. 2: Content Validity Indices for the Questionnaire
	Variable 
	Description 
	No. of Items 
	Content validity index 

	Independent 
	Continued Professional Education
	8
	.876

	
	Promotion 
	9
	.787

	
	Motivation 
	16
	.890

	Dependent 
	Teacher Performance 
	9
	.888


Source: Primary data (2014)
According to Content Validity Index, the questionnaire was considered valid since all the coefficients in Table3.2 were above 0.7 which is the least recommended CVI in survey studies (Amin, 2004; Gay, 1996).
[bookmark: _Toc488232849][bookmark: _Toc505768967][bookmark: _Toc506903521]3.8.2 Reliability
Gay (1996) puts that reliability is the degree of consistency that the instrument demonstrates after pilot testing in the field. The instrument was tested via the Cronbach Alpha Method provided by Statistical Package for the Social Scientists (Foster, 1998).The researcher established reliability of the questionnaires by computing the Alpha co-efficient of the items (questions) that constituted the dependent variable and that of the items that constituted the independent variable. The results are as on Table3.3:
[bookmark: _Toc505771382]
Table 3. 3: Reliability indices for the respective sections of the questionnaire.
	Variable 
	Description 
	No. of Items 
	Cronbach alpha 

	Independent 
	Continued Professional Education
	8
	.831

	
	Promotion 
	9
	.863

	
	Motivation  
	16
	.767

	Dependent 
	Teacher Performance 
	9
	.767


	Source: Primary data (2014)
The Cronbach Alpha Coefficient Test was used (Cronbach, 1971), the questionnaire was considered reliable since all the coefficients in Table3.3 were above 0.7 which is the least recommended CVI in survey studies (Amin, 2004; Gay, 1996). After the approval of the proposal, the researcher designed the questionnaire, validated it then tested its reliability using the Cronbach Alpha formula. [image: ][image: ] , where σ2x is the variance of the observed total test scores, σ2y is the variance of the component i for the current sample of persons (Mugenda&Mugenda, 2003).After modifying the instrument, the researcher secured a letter of introduction and proceeded  with the study. 
[bookmark: _Toc462294902][bookmark: _Toc488232850][bookmark: _Toc505768968][bookmark: _Toc506903522][bookmark: _Toc397632767]3.9 Data Collection Procedure
The researcher obtained a letter of introduction from Uganda Management Institute after a successful research proposal defense. After submitting an introductory letter, seeking permission to carry out the study in selected GASSs in Butambala District, the researcher was able to be given permission to carry out his study in this area.  Consent was sought from the respondents after explanation of the purpose and brief benefit of the study. The researcher with the help of the research assistant administered and distributed the questionnaires directly and collected them after they were filled. The respondents were assured of anonymity and confidentiality in order to encourage honest responses.  The researcher was able to make vigorous follow up to collect the questionnaires, carry out interviews and review documents for purposes of obtaining information for the study. Data were collected using the predetermined questionnaire and interview guide and later the data collected were processed and analyzed. 
[bookmark: _Toc398851461][bookmark: _Toc462294903][bookmark: _Toc488232851][bookmark: _Toc505768969][bookmark: _Toc506903523]3.10 Data Analysis
Amin (2005), states that statistical analyses are used to describe an account for the observed variability in the behavioral data. Data was collected, coded and edited during and after the study to ensure completeness, consistency, accuracy, and removal of errors and omissions. It was also involved in identifying patterns, consistencies and relationships in the questionnaire and interview guide (Qualitative data). Data analysis therefore involved qualitative and quantitative analysis.
[bookmark: _Toc397632768][bookmark: _Toc398851462][bookmark: _Toc462294904][bookmark: _Toc488232852][bookmark: _Toc505768970][bookmark: _Toc506903524]3.10.1 Qualitative Data Analysis

Qualitative data collected from interviews and documentary review were sorted and grouped into themes. The researcher therefore evaluated and analyzed the adequacy of information in answering the research questions through coding of data, identifying categories and parameters that emerged in the responses (Mugenda and Mugenda, 1999). While analyzing qualitative data, summaries were made on how different themes/variables were related.
[bookmark: _Toc397632769][bookmark: _Toc398851463][bookmark: _Toc462294905][bookmark: _Toc488232853][bookmark: _Toc505768971][bookmark: _Toc506903525]3.10.2 Quantitative Data Analysis
Quantitative data analysis involved the use of both descriptive and inferential statistics in the Statistical Package for Social Scientists (SPSS). Descriptive statistics entailed determination of measures of central tendency such as mean, mode, median; measures of dispersion such as range, variance, standard deviation; frequency distributions; and percentages.Research questions were answered through the determination of the correlation coefficients and the research hypothesis were tested against the null hypotheses using SPSS version 16.0. Correlational analysis was carried out to establish relationship between variables based on the Pearson Product Moment Correlation Coefficient given by;
[image: ][image: ] . 
[bookmark: _Toc410904204][bookmark: _Toc391815397][bookmark: _Toc372381695][bookmark: _Toc371188976][bookmark: _Toc371070426][bookmark: _Toc534491963][bookmark: _Toc462294906][bookmark: _Toc488232854][bookmark: _Toc394922696][bookmark: _Toc397632770][bookmark: _Toc398851464]Through the Pearson product moment correlation, the researcher was able to establish a pattern which indicated the relationship between elements of the academic staff workload and research output. The hypotheses tested at a 5% upper level of statistical significance from which the research hypothesis for the three research objectives were tested against the null hypothesis and the statistical significance of the relationships determine. Data was processed by editing, coding, entering, and then presented in comprehensive Tables showing the responses of each category of variables. Inferential statistics included correlation analysis using a correlation coefficient and regression analysis using a regression coefficient in order to answer the research questions. According to Sekaran (2003), a correlation study was most appropriate to conduct the study in the natural environment of an organization with minimum interference by the researcher and no manipulation. A correlation coefficient was computed because the study entailed determining correlations or describing the association between two variables (Oso & Onen, 2008). 
[bookmark: _Toc505768972][bookmark: _Toc506903526]3.11 Measurement of Variables
[bookmark: _Toc462294907]Mugenda and Mugenda (2003) supports the use of nominal, ordinal, and Likert type rating scales during questionnaire design and measurement of variables. The nominal scale was used to measure such variables as gender, among others. The ordinal scale employed to measure such variables as age, level of education, years of experience, among others. The five point Likert type scale (1- strongly disagree, 2-disagree, 3-not sure, 4- agree and 5-Strongly agree) was used to measure the independent variable (Teacher empowerment) and the dependent variable (teacher performance). 
[bookmark: _Toc488232855][bookmark: _Toc505768973][bookmark: _Toc506903527]


3.12 Ethical Considerations
Honesty: There are several reasons why it is important to adhere to ethical norms in research. First, norms promote the aims of research, such as knowledge, truth, and avoidance of error. For example, prohibitions against fabricating, falsifying, or misrepresenting research data promote the truth and avoid error. Second, since research often involves a great deal of cooperation and coordination among many different people in different disciplines and institutions, ethical standards promote the values that are essential to collaborative work, such as trust, accountability, mutual respect, and fairness (Amin, 2005). 
Informed Consent: The ethics framework is essential as it entails the voluntary informed consent of the participants. This requires giving the participants adequate information about what the study will involve and an assurance that their consent to participate would be free and voluntary rather than coerced. According to Sekaran (2003) participants informed consent may be obtained either through a letter or form that clearly specifies what the research involves, includes clearly laid down procedures the participants can expect to follow and explain the ways in which their confidentiality will be assured. It may also be imperative to describe possible risks and benefits of the research (Sekaran, 2003). The signing of the voluntary informed consent by each individual participant was confirmation that they were not being coerced to participate in the study but were doing so willingly. The researcher explained to the participants that an audio tape would be used to record interviews for purposes of informed. The researcher made the respondents aware of their right to opt out of the study if they so wished and that recording would only be done with their approval. In all the interviews, the participants consented to the use of audio tape. Some respondents required further verbal assurance that the tapes would under no circumstances be handed over to their supervisors. Only after the research had given them this assurance did they agree to sign the consent form and freely participate in a taped interview. 
[bookmark: 0.1__Toc311383076][bookmark: 0.1__Toc367087944]Anonymity: Respondent’s names were withheld to ensure anonymity and confidentiality in terms of any future prospects. In order to avoid bias, the researcher interviewed the respondents one after the other and ensured that he informed them about the nature and extent of his study and on the other hand he gave them reasons as to why was interviewing them. 
Confidentiality: The researcher protected confidential communications, such as papers or grants submitted for publication, personnel records, trade or military secrets, and patient records.
[bookmark: 0.1__Toc380065524][bookmark: 0.1__Toc380189448]Justice and beneficence: The researcher explained to respondent’s use of certain gadgets that they did not understand nor had little knowledge about e.g. camera and tape recorders. Some respondents required further verbal assurance that the tapes would under no circumstances be handed over to their supervisors.
Objectivity: The researcher avoided bias in experimental design, data analysis, data interpretation, peer review, personnel decisions, grant writing, expert testimony, and other aspects of research where objectivity was expected or required. He avoided or minimized bias or self-deception. He disclosed personal or financial interests that affected the research.


[bookmark: _Toc488232856][bookmark: _Toc363026406][bookmark: _Toc462294908][bookmark: _Toc505768974][bookmark: _Toc506903528]
CHAPTER FOUR
[bookmark: _Toc83147857][bookmark: _Toc488232857][bookmark: _Toc505768975][bookmark: _Toc506903529]PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS
[bookmark: _Toc83147858][bookmark: _Toc488232858][bookmark: _Toc505768976][bookmark: _Toc506903530]4.1 Introduction
This chapter presents findings of the study which was conducted to establish the relationship between employee empowerment and teacher performance in selected GASSs in Butambala District, Uganda. The findings are presented according to the objectives of the study. In the first section, the social background of the respondents is given. In the second section, the empirical analyses of the study findings are analyzed (that is findings on provision of continued professional education, promotion, and motivation and teacher performance in the selected GASSs in Butambala District). The last section handles the correlation results. The response rate in the whole study is explained in Table 4.1 below;
[bookmark: _Toc488232859][bookmark: _Toc505768977][bookmark: _Toc506903531]4.2 Response rate

[bookmark: _Toc505771383]Table 4. 1: Showing the response rate
	Respondents 
	Sample size
	Returned Questionnaires
	Percentage (%)

	Head teachers
	4
	   4
	100

	Teachers
	103
	 91
	88.3

	Ministry of Education& Sports officials
	5
	   3
	60

	B.O.G Representatives
	22
	15
	68.2

	Total
	134
	113
	84.3


Source: Primary data, 2016
[bookmark: _Toc83147859]Table 4.1 above indicates that out of the 134 respondents that were set for the study for investigation, 113 were able to respond to the study. The remaining 21 of the respondents couldn’t be reached because they couldn’t attend to the researcher in the specified time. However, according to Kothari (2004), 70% of the respondents are enough to represent the sample size set for the study. This meant that 84.3% was enough for this study. 
[bookmark: _Toc488232860][bookmark: _Toc505768978][bookmark: _Toc506903532]4.3 Background of the Respondents
This theme handles the background information on the respondents that were used in the study. Among these characteristics included, gender, age, level of education and the time they had spent while working with selected schools. 
[bookmark: _Toc488232861][bookmark: _Toc505768979][bookmark: _Toc506903533]4.3.1 Sex of the respondents
To understand the sex of the respondents, the researcher recorded their sex and below is the results that were recorded in Figure 4.1. 
[bookmark: _Toc505769039]Figure 4. 1: Sex of the respondents

From Figure 4.1, it is indicated that the study was conducted mainly from the male respondents who constituted 54%. Females on the other hand, were represented by 46% of the respondents.  On the other hand, from the interviews conducted, the male respondents took a highest percentage, they constituted 68.2% of the respondents and female took the smaller portion of 31.8%. Despite the disparity in the sex distribution of respondents, the study was representative since both males and females were observed in the study. Since the variation was very small between the two sexes, this meant that both males and females provided their views representative of the two sex groups.

[bookmark: _Toc488232863][bookmark: _Toc505768980][bookmark: _Toc506903534]4.3.2 Age of the Respondents
To establish the age of the respondents, respondents were asked to state their ages and below are the results that were recorded in Figure 4.2.
[bookmark: _Toc505769040]Figure 4. 2: Age of the respondents

From Figure 4.2, it was found out that most of the respondents had 40-49years and these took the highest toll of 48.4%. Those who were in the category of 30-39years constituted 29.7% and those who were between 19-29years were represented by 13.2%, those who had 50years&above had 8.8% representation in the study. On the other hand, from the interviews conducted, most of the respondents were above 50years and these took a percentage of 53.8%. Those who were between40-49years took 46.1%. The above statistics tell us that the study was conducted mostly among the people who were 30years and above. This showed that the data collected was representative of all age groups.

[bookmark: _Toc488232865][bookmark: _Toc505768981][bookmark: _Toc506903535]
4.3.3 Level of Education of the Respondents
 Respondents were also asked to state their level of education and most of them indicated that they had a bachelor’s degree as shown in Figure 4.3 in the details below. 
[bookmark: _Toc505769041]Figure 4. 3: Level of education of the respondents

Figure 4.3 indicates that most of the respondents had attained a bachelor’s degree of education and these constituted 62.6%. Those who had attained a diploma came second with 25.3% of the respondents and 12.1% of the respondents were Master’s degree holders. On the other hand, from the interviews conducted, most of the respondents had a Master’s degree of education and these constituted 56.9% of the respondents. The remaining portion of 44.1% had a post-graduate diploma and other additional certificates in education. Basing on the above findings, most of the respondents at least had a bachelor’s degree and above, this meant that the findings of the study were based on the people who had enough cognitive capacity to tell what is required of the study. 
[bookmark: _Toc488232867]

[bookmark: _Toc505768982][bookmark: _Toc506903536][bookmark: _Toc456351377][bookmark: _Toc456351762][bookmark: _Toc456352020]
4.3.4 Marital status of the Respondents
On marital status, most of the respondents indicated that they were married as shown in Figure 4.4 below. 
[bookmark: _Toc505769042]Figure 4. 4: Showing the marital status of the respondents

[bookmark: _Toc456351379][bookmark: _Toc456351764][bookmark: _Toc456352022]The study findings in Figure 4.4 show that the biggest parts of the respondents were married and these took 83%. Those who were single took 17% of the respondents. In the interviews conducted, 100% of the respondents were married. This indicated that the data collected was representative to respondents of different marital status.
[bookmark: _Toc488232869][bookmark: _Toc505768983][bookmark: _Toc506903537]4.3.5 Time spent working with schools selected
[bookmark: _Toc456351380][bookmark: _Toc456351765][bookmark: _Toc456352023][bookmark: _Toc466641622]Respondents were also asked to state the time they had spent while working with the four secondary schools selected and their responses were what Figure 4.5 indicates below. 
Figure 4.5 below indicates that most of the respondents had been working with the selected schools for the last 6-10 years and these took 45.1%, 30.8% had spent in service for 1-5 years; those who had spent 10 years and above were represented by 24.2% of the respondents. On the other hand, among the interviewees, it was reported that most of the respondents constituting 78% had spent in service for over 10 years, those who had spent 6-10 years constituted 22%. This therefore, means that the study was based on the people who had enough experience as far as teacher empowerment and performance in schools selected GASSs is concerned.
[bookmark: _Toc505769043]Figure 4. 5: Showing the Time spent working with selected schools

[bookmark: _Toc488232871][bookmark: _Toc505768984][bookmark: _Toc506903538]4.4. Empirical findings

In this section, the research findings are presented as per the dependent and independent variables used by the study. These findings were thus obtained on provision of employee continued professional education, employee promotion and employee motivation and teacher performance in selected GASSs in Butambala District. In this case therefore, to understand the relationship between employee empowerment and teacher performance in selected GASSs in Butambala district. Respondents were introduced to different pre-conceived statements as per each variable to listen to their views and below are the findings that were found on each dimension. Their responses were interpreted using means and standard deviations. The mean score less than three (<3.0) meant that the response was strongly disagreed to and disagreed to by most of the respondents. The mean score at three meant that the response was not sure (3.0) and the responses that scored mean above three (>3.0) meant that the response was strongly agreed to and agreed to by most of the respondents. The standard deviation above 1.0 meant higher deviation than standard deviation below 1.0.The distribution of the scores around the mean were measured on a 5-point Likert scale whereby (1=Strongly Disagree, 2=Disagree, 3=Not Sure, 4=Agree And 5=Strongly Agree).This sought to measure the extent of teacher performance in selected GASSs which were categorized according to their percentages and means.
[bookmark: _Toc505768985][bookmark: _Toc506903539][bookmark: _Toc488232873]4.4.1 Objective One
[bookmark: _Toc505768986][bookmark: _Toc506903540]4.4.1.1 To establish whether employee continued professional education had a relationship with teachers performance in the selected GASSs in Butambala District
To understand whether the selected GASSs in Butambala District endeavor to provide continued professional education to teachers, the respondents were introduced different items to have their say. Their responses were interpreted using means and standard deviations. 
[bookmark: _Toc505771384]Table4.2: Descriptive Statistics on employee continued professional education to teachers in selected GASSs in Butambala District
	
Items 
	1
	2
	3
	4
	5
	Mean
	SD

	I feel that my job is secure even when I am away for further studies
	25 (27.6%)
	35 (38%)
	12 (13%)
	12 (13%)
	7 (7.8%)
	2.04
	1.997

	I am granted study leave when it comes to furthering my studies
	20 (22.3%)
	43 (47.3%)
	5 (5.2%)
	11 (11.8%)
	12 (13%)
	2.17
	1.990

	The school supports the teachers when it comes to furthering education
	7 (7.8%)
	34 (36.8%)
	26 (28.9%)
	13 (14.4%)
	9 (9.2%)
	2.25
	1.989

	The teachers furthering education are entitled to allowances.
	5 (5.2%)
	32 (35.5%)
	3 (3.9%)
	19 (21%)
	24 (26.3%)
	2.33
	1.902

	The school organizes refresher courses for all teachers
	11 (11.8%)
	32 (34.2%)
	28 (30.2%)
	13 (14.4%)
	6 (6.5%)
	2.35
	1.892

	The study leave granted to teachers is leave with pay
	10 (10.5%)
	41 (45%)
	26 (28.5%)
	8 (9%)
	7 (6%)
	2.40
	1.877

	The school organizes in service trainings for the teachers
	16 (17.1%)
	8 (9.2%)
	32 (34.2%)
	24 (26.3%)
	19 (21%)
	2.58
	1.582

	The school management has encouraged the teachers to go for further studies
	23 (25%)
	20 (22.3%)
	24(26.3%)
	21 (23.6%)
	6 (6.5%)
	3.09
	1.476



The results in Table 4.2 above revealed that the means for all items were below 3.0. Based on the scale of 1-strongly disagree to 5-strongly agree, any data mean of below 3.0 indicates non-existence of the variables understudy. This meant that there was no continued professional education to teachers in GASSs in Butambala District. The respondents were of the view that the school organizes in service trainings for the teachers (2.58); The study leave granted to teachers is leave with pay (2.40); The school organizes refresher courses for all teachers (2.35); The teachers furthering education are entitled to allowances (2.33); The school supports the teachers when it comes to furthering education (2.55); I am granted study leave when it comes to furthering my studies (2.17); and I feel that my job is secure even when I am away for further studies (2.04). 

Interviews with the key informants shed more light on continued profession education. Most of them did not clearly support the claims as put up in the questionnaire findings while agreeing to the fact that continued profession education was being done. A big number of key informants confirmed that continued profession education was being done especially in the essential skills required by teachers. 46.1% of the interviewees reported that refresher training was being done in form of teacher training seminars for a particular course of activities and skill mentorship but 23% did not believe that outside seminars and long term training programs were in place because schools sometimes lacks enough money to organize seminars and send its employees to such seminars. 30.7% of the interviewees mentioned of distance learning as an allowed practice in these schools but the only string attached is that a teacher must have been serving in the school for a particular period of time. This means that there are possibilities of being refused. Some of the responses include: 
“These has not been often, indeed not as often as it should be, I have benefited from the short courses but the frequency is too low, in the last five years, I have benefited at least once a year; not so often; very little; In the last five years, I have benefited at least once a year, prior to that, there were hardly any short courses for academic staff.” 
In the same vein however, some felt that the training opportunities provided to them by the schools have benefited them in various lengths. Some of the responses in this category include: 
“they update me on trends and practices in both academics and administration; through some of the courses, I have created networks through which I have done other projects; quite a lot especially in the area of learning and curriculum development, although they are rare; Every now and then, the short courses have been very useful; I learnt a lot especially since am planning to start presenting research papers.” 
This was also supported by some of the BOG representatives’ responses during the interviews. For instance, most of them admitted the existence of continued profession educational programmes to be seminars, fellowships and workshops taking between one week to nine months and those teachers who have undergone such training have shown a marked improvement in the way they carry out their academic roles in schools. Such seminars include SESEMAT, UNEB marking training, UNATU training and workshops and many others.

However, it is clear that as much as the respondents regularly attend the seminars and conferences, some 10 (22%) felt that the training opportunities provided to them by the schools did not benefit them at all. Some of the responses given include: short term courses have not been forth coming, I would hence state, ‟rarely benefited”; not yet, not at all; no major benefit though the schools fund such occasionally but implementation of findings never achieved, very rarely.” Overall, it is evident that as much as these courses are offered but in low frequencies, respondents have in one way or another benefited or not benefited, with reasons given as above.
To confirm this position, one of the supervisors interviewed was quoted saying, 
As per now, we don’t have so many continued profession education/refresher training programs in place and I am sure that not many teachers have ever had them. But as we speak now, we have some new refresher courses given to our old staffs as a recommendation from MO&E. It’s mandatory that they have to attend certain seminars to improve their curriculum knowledge and up to date work for students. 
Another key informant added:
Let no one deceive you they teachers, are denied a chance to go for further studies indeed it is wrong we have always been listening because the more the teacher get more education, the more they become competent in their subjects however, the only truth I can take is that we do not often pay school fees for undertaking further studies…we can help someone in changing timetable for teaching and retaining the position when he/she is studying.
The above findings implied that continued profession education as an indicator of employee empowerment was reportedly being done on the side of key informants; however, this is not the case with teachers as reported in questionnaires.


[bookmark: _Toc374441488][bookmark: _Toc376347811]
[bookmark: _Toc488232874][bookmark: _Toc505768987][bookmark: _Toc506903541]4.4.1.2 Correlation results for continued professional education and teacher performance in GASSs
The first hypothesis stated, “There is a positive significant relationship between continued professional education and teacher performance in the selected GASSs in Butambala District, Uganda.” Pearson correlation coefficient (r) was used to test the hypothesis. Table 7 presents the test results.
[bookmark: _Toc505771385]Table 4.3: Correlation results for Continued Professional education and teacher performance
	
	
	Continued  professional education  
	Teacher  performance

	Continued  professional education  
	Correlation Coefficient
	1.000
	-.199

	
	Sig. (2-tailed)
	.
	.100

	
	N
	113
	113

	Teacher  performance
	Correlation Coefficient
	-.199
	1.000

	
	Sig. (2-tailed)
	.100
	.

	
	N
	113
	113


Source: Primary data
Findings showed that there was a negative correlation (r=-.199) between continued professional education and teacher performance in selected GASSs in Butambala District. These findings were subjected to a test of significance (p) and it showed that the significance of the correlation (p = .100) was greater than the recommended critical significance at 0.05. Thus, the relationship was not significant. Because of this, the hypothesis “There is a positive significant relationship between continued professional education and teacher performance in the selected GASSs in Butambala District, Uganda” was rejected. 

Thus, the implication of the findings was that the more the provision of continued professional education the less the teacher performance in selected GASSs in Butambala District. This meant that teachers did not see any value in continued professional education as far as their performance was concerned. Therefore, putting in more efforts to provide continued profession education will not necessarily result in higher performance on the side of teachers in selected GASSs in Butambala District.
[bookmark: _Toc488232875][bookmark: _Toc505768988][bookmark: _Toc506903542]4.4.1.3 Regression results for employee continued professional education and teacher performance in the selected GASSs in Butambala District.
[bookmark: _Toc466641628][bookmark: _Toc488232876][bookmark: _Toc466641629][bookmark: _Toc359334493][bookmark: _Toc376347866]A further analysis was conducted using a regression to determine the relationship between continued professional education and teacher performance in selected GASSs in Butambala District. Findings are presented in Table 4.4, accompanied by analysis and interpretation.
[bookmark: _Toc505771386]Table 4. 4: Model summary
	Regression Statistics
	
	
	
	

	Multiple R
	.399
	
	
	
	

	R Square
	.230
	
	
	
	

	Adjusted R Square
	.200
	
	
	
	

	Standard Error
	.747
	
	
	
	

	Observations
	91
	
	
	
	

	ANOVA
	
	
	
	
	

	 
	Df
	SS
	MS
	F
	Sig F

	Regression
	3
	7.467
	2.489
	2.569
	.008a

	Residual
	90
	24.533
	.558
	
	

	Total
	91
	32.000
	 
	 
	 

	 
	Coefficients
	Standard Error
	t Stat
	P-value
	 

	Intercept 
	4.373
	.485
	9.014
	.000
	

	Continued Professional Education
	.006
	.094
	.062
	.951
	


Source: Primary data

Findings in Table4.4 show a negative relationship (Multiple R = .399) between continued professional education and teacher performance in selected GASSs in Butambala District. The adjusted R Square showed that continued professional education accounted for 20% change in teacher performance in the selected GASSs in Butambala District. These findings were subjected to an ANOVA test, which showed that the significance (Sig F = .000) of the Fishers ratio (F = 2.569) was greater than the critical significance at .05. Interview findings supported the findings obtained from questionnaires. 
[bookmark: _Toc505768989][bookmark: _Toc506903543][bookmark: _Toc488232878]4.4.2 Objective Two
[bookmark: _Toc505768990][bookmark: _Toc506903544]4.4.2.1 To establish whether employee promotion had a relationship with teacher performance in the selected GASSs in Butambala District
To understand the prevalence of teacher promotion in the selected GASSs in Butambala District, the respondents were introduced different items to have their say.  Their responses were interpreted using means and standard deviations. 
[bookmark: _Toc505771387]Table 4.5: Descriptive Statistics on employee promotion in selected GASSs in Butambala District
	Items 
	1
	2
	3
	4
	5
	Mean
	SD

	The teachers are promoted on merit
	0 (0%)
	0 (0%)
	7 (7.8%)
	64 (69.7%)
	20 (22.3%)
	4.07
	.770

	There is a promotion policy in the institution
	0 (0%)
	0 (0%)
	0 (0%)
	57 (63.1%)
	34 (36.8%)
	4.25
	.759

	The teachers that have experience are promoted
	21 (23.6%)
	6 (6.5%)
	28 (30.2%)
	34 (36.8%)
	3 (3.9%)
	4.32
	.635

	Teachers with the relevant qualification are promoted
	0 (0%)
	10 (10.5%)
	24 (25.5%)
	34 (36%)
	25 (27%)
	4.34
	.626

	Hard working teachers are promoted
	19 (21%)
	11 (13%)
	6 (6.5%)
	19 (21%)
	35 (38%)
	4.45
	.566

	The promotion policy does not discriminate
	2 (3%)
	2 (3%)
	20 (22.5%)
	28 (30%)
	38 (40.5%)
	4.55
	.535

	The teachers who perform best are recognized by promotion
	13 (14.4%)
	6 (6.5%)
	11(11.8%)
	32 (34.2%)
	28 (30.2%)
	4.64
	.498

	The head teacher has promoted succession planning
	7 (7.8%)
	13 (14.4%)
	8 (9.2%)
	25 (28.9%)
	32 (36.8%)
	4.78
	.475

	There is a rotational promotion policy in the institution
	0 (0%)
	3 (3.9%)
	5 (5.2%)
	38 (40.7%)
	46(50%)
	4.79
	.459


Source: primary data (2016)
The results in Table 4.5 above revealed that the means for all items were above 3.0. Based on the scale of 1-strongly disagree to 5-strongly agree, any data mean of above 3.0 indicates existence of the variables understudy. This thus, statistically means that teacher promotion in the selected GASSs in Butambala District was being done. Among the items that confirms this statistical claim included; There is a rotational promotion policy in the institution (4.79); the head teacher has promoted succession planning (4.78); The teachers who perform best are recognized by promotion (4.64); constant on job trainings increase my skills in giving exceptional care to clients (4.55); The promotion policy does not discriminate (4.45); teachers with the relevant qualification are promoted (4.34).

The respondents were of the view that promotion as a measurement of employee empowerment was being done in the selected GASSs in Butambala District. This was exemplified by the fact that promotions were reportedly based on merit; there is a rotational promotion policy in the selected GASSs in Butambala District; the head teacher has promoted succession planning; the teachers who perform best are recognized by promotion; on job trainings are done especially in giving exceptional care to clients; the promotion policy does not discriminate; teachers with the relevant qualification are promoted. These were true signals of teacher promotion. 

The responses obtained from the teachers above in the questionnaire were congruent with what key informants reported in interviews conducted. For instance, a big number of key informants visited, they clearly animated that formal and non-formal promotions in form of recognitions in GASSs in Butambala District were being done. They reported that cases of appreciations have always been done in the selected GASSs in Butambala District. They gave an example of the prevailing study leave policy that is given to teachers when it comes to furthering their studies. However, other key informants stated that promotions would be good but schools have put no proper yard stick upon which promotions are given. Other key informants observed that promotions in selected GASSs in Butambala District were being done on merit. 64.3% of the key informants added that promotion of employees on merit has been the basis for a big number of employees to keep working hard and harder with anticipation of being promoted and this has been partly achieved in a number of employees. They extended this by showing that since promotion is on merit, a big number of employees have been stimulated to perform extra work in the virtue to be spotted out for a promotion. For promotion, one key informant said:
“Our school promotes its employees on merit…and I think this has been the basis of improved work performance in the organization”,
One respondent remarked, 
“Teacher, and when they promote you, they do not pay what is equivalent to the position you are given. At times they add on you more responsibilities which are not paid for promotions are given according to one’s relationship with the head”
Another key informant further supported the above position while saying:
 “Promotion in our school sometimes comes with no or least benefits and when they promote you, it comes with a lot and a lot of responsibilities…so since we are paid little money, it always demands us to part-time…so promotion to me is not a big deal however even they are not often used. People who are promoted are those who sit close to the head-teacher”
The above findings clearly exemplify that despite the fact that some key informants believed that promotion was being done, a very big group of key informants remained believed that promotion was done but it was not done on merit and some teachers naturally did not want to be promoted as it interrupts their part-time classes. 
[bookmark: _Toc390455844][bookmark: _Toc488232879][bookmark: _Toc505768991][bookmark: _Toc506903545][bookmark: _Toc374441485][bookmark: _Toc376347808]4.4.2.2 Correlation results for employee promotion and teacher performance in GASSs
[bookmark: _Toc390455845]To test if employee promotion had improved on teacher performance in GASSs, a correlation coefficient was done by the study and the results are shown in Table 10 below. To verify this hypothesis, a directional hypothesis was derived that “there is a positive significant relationship between employee promotion and teacher performance in selected GASSs in Butambala District, Uganda.”
[bookmark: _Toc505771388]Table 4.6: Correlation results employee promotion and teacher performance
	
	
	employee promotion    
	Teacher performance  

	employee promotion    
	Correlation Coefficient
	1.000
	.816**

	
	Sig. (2-tailed)
	.
	.007

	
	N
	113
	113

	Teacher performance 
	Correlation Coefficient
	.816**
	1.000

	
	Sig. (2-tailed)
	.007
	.

	
	N
	113
	113

	
	



Findings showed that there was a positive correlation (r= .816) between employee promotion and teacher performance in selected GASSs in Butambala District, Uganda. These findings were subjected to a test of significance (p) and it showed that the significance of the correlation (p= .007) was less than the recommended critical significance at 0.05. Thus, the effect was significant. Because of this, the hypothesis “There is a positive significant relationship between employee promotion and teacher performance in selected GASSs in Butambala District, Uganda” was accepted. 

[bookmark: _Toc390455846]The implication of these findings was that employee promotion done in the selected GASSs in Butambala District improved teacher performance. The positive influence implied that a change in employee promotion contributed to a positive change in teacher performance in the selected GASSs in Butambala District, Uganda. The positive nature of the influence implied that the change in employee promotion and teacher performance in the selected GASSs in Butambala District, Uganda was in the same direction whereby improvement in employee promotion had contributed to high levels of teacher performance in selected GASSs in Butambala District.
[bookmark: _Toc488232880][bookmark: _Toc505768992][bookmark: _Toc506903546]4.4.2.3 Regression results for employee promotion and teacher performance in selected GASSs
Further analysis was conducted using a regression to determine the effect of employee promotion on teacher performance in selected GASSs in Butambala District. Findings are presented in Table 4.7, accompanied with an analysis and interpretation.
[bookmark: _Toc505771389]Table 4. 7: Model summary for employee promotion and teacher performance
	Regression Statistics
	
	
	
	

	Multiple R
	.657a
	
	
	
	

	R Square
	.616
	
	
	
	

	Adjusted R Square
	.511
	
	
	
	

	Standard Error
	.247
	
	
	
	

	Observations
	91
	
	
	
	

	ANOVA
	
	
	
	
	

	 
	Df
	SS
	MS
	F
	Sig F

	Regression
	3
	29.324
	9.775
	76.098
	.000a

	Residual
	90
	2.676
	.061
	
	

	Total
	91
	32.000
	
	
	

	
	
	
	
	
	

	 
	Coefficients
	Standard Error
	t Stat
	P-value
	 

	Intercept
	-4.038
	.428
	-9.429
	.000
	

	Employee promotion    
	.961
	.094
	10.245
	.000
	


 Source: Primary data
Findings in Table 4.7 show a strong linear relationship (Multiple R = .657) between employee promotion and teacher performance in GASSs in Butambala District. Going by the adjusted R Square, it showed that employee promotion accounted for 51.1% change in teacher performance in GASSs in Butambala District. These findings were subjected to an ANOVA test, which showed that the significance (Sig F = .000) of the Fishers ratio (F = 76.098) was greater than the critical significance at .05. 
[bookmark: _Toc505768993][bookmark: _Toc506903547][bookmark: _Toc488232882]4.4.3 Objective Three
[bookmark: _Toc505768994][bookmark: _Toc506903548]4.4.3.1 To establish whether employee motivation had a relationship with teacher performance in selected GASSs in Butambala District
To understand the prevalence of employee motivation in selected GASSs in Butambala District, the respondents had different items introduced to them to have their say.
[bookmark: _Toc505771390]Table 4.8: Descriptive Statistics on the findings on employee motivation in GASSs in Butambala District
	Items 
	1
	2
	3
	4
	5
	Mean
	SD

	Salary is released on time
	38 (42%)
	16 (18%)
	20 (22.5%)
	1 (1.5%)
	13 (15%)
	1.06
	1.950

	The teachers are given enough salary
	42 (45%)
	10 (10.5%)
	26 (28.5%)
	8 (9%)
	5 (5.2%)
	1.06
	1.902

	I am able to have a good standard of living with my salary that I earn
	37 (40.5%)
	28 (30%)
	20 (22.5%)
	2 (3%)
	2 (3%)
	1.08
	1.803

	I am given housing allowance
	34 (36%)
	25 (27%)
	23 (25.5%)
	0 (0%)
	10 (10.5%)
	1.12
	1.761

	All teachers are on the school pay roll
	42 (45%)
	26 (28.5%)
	10 (10.5%)
	8 (9%)
	5 (6%)
	1.14
	1.623

	Staff salaries are disbursed as lump sum at the end of the month
	40 (43.5%)
	32 (36.3%)
	2 (3%)
	4 (4.5%)
	11 (13.5%)
	1.22
	1.601

	There is job security
	28 (30.2%)
	24 (26.3%)
	16 (18.4%)
	10 (10.5%)
	13 (14.4%)
	1.28
	1.526

	Allowances are given for various duties taken on.
	26 (28.9%)
	25 (27.6%)
	16 (18.4%)
	15 (17.1%)
	7 (7.8%)
	1.33
	1.526

	The school provides reasonable allowances to its members of the teaching staff
	29 (31.5%)
	20 (22.3%)
	20 (22.3%)
	10 (10.5%)
	11 (13%)
	1.42
	1.434

	I am provided with transport allowance
	36 (39.4%)
	17 (19.7%)
	11 (13%)
	13 (15.7%)
	2 (3.9%)
	1.44
	1.221

	I have access to salary advances
	10 (11.8%)
	40 (43.4%)
	23 (25%)
	7 (9.2%)
	10 (10.5%)
	2.27
	1.276

	The best employees are recognized
	19 (21%)
	36 (38%)
	6 (6.5%)
	19 (21%)
	11 (13%)
	2.30
	1.234

	I am paid for the extra responsibilities
	6 (6.5%)
	6 (6.5%)
	7 (7.8%)
	46 (50%)
	26 (28.9%)
	4.01
	.521

	Administrators always delegate responsibilities to junior members of the teaching staff.
	3 (3.9%)
	3 (3.9%)
	7 (7.8%)
	49 (52.6%)
	29 (31.5%)
	4.12
	.480

	The allowances to teaching staff members are equally distributed.
	2 (2.6%)
	2 (2.6%)
	6(6.5%)
	50 (53.9%)
	34.2%
	4.14
	.429

	The  hard working staff are appreciated in meetings
	0 (0%)
	5 (5.2%)
	15 (16.6%)
	41 (44%)
	30 (33.1%)
	4.22
	.421


Source: primary data (2016)
The results in Table 4.8 above revealed that the means for the majority of the items were below 3.0. It was found out that out of the 16-items that were introduced; 12-items had a mean below 3.0 and 4-items had a data mean above 3.0. Based on the scale of 1-strongly disagree to 5-strongly agree. This thus, statistically meant that the respondents were of the view that employee motivation in the selected GASSs in Butambala District was not adequately done. Among the items that confirms this statistical claim included: The best employees are recognized (2.30); I have access to salary advances (2.27); I am provided with transport allowance (1.44); The school provides reasonable allowances to its members of the teaching staff (1.42); Allowances are given for various duties taken on (1.33); There is job security (1.28); Staff salaries are disbursed as lump sum at the end of the month (1.22); All teachers are on the school pay roll (1.14); I am given housing allowance (1.12); I am able to have a good standard of living with my salary that I earn (1.08); The teachers are given enough salary (1.06); Salary is released on time (1.06). 

These meant that employee motivation was not being rightly done in the selected GASSs in Butambala District. For instance, it can be established from the above findings that the less recognition of best employees, less access to salary advances; no provision of transport allowance to teachers; school provides no reasonable allowances to its teaching staff; lack of adequate allowances given to teachers for various duties undertaken; there is no adequate job security; staff salaries are not evenly disbursed as lump sum at the end of the month; not all teachers are on the school pay roll; there is lack of housing allowances; teachers cannot afford to have a good standard of living with the salary they earn; the teachers are not given enough salary and salary is not released on time.

On the other hand, it appeared from the study findings that selected GASSs in Butambala District undertook employee motivation. For instance, the hard working staffs are appreciated in meetings (4.22); the allowances to teaching staff members are equally distributed (4.14); Administrators always delegate responsibilities to junior members of the teaching staff (4.12); I am paid for the extra responsibilities (4.01). These indicated that to some extent teachers were extrinsically and intrinsically motivated in the selected GASSs in Butambala District. 

Interviews with the key informants seemed in line with what the majority of teachers indicated in the questionnaires. Analysis of the results indicated that public appreciation and promotion were mostly used, and this according to the respondents interviewed was due to the fact that they had no or little financial implication costs to the school as it would have been for salary increment, duty allowances and overtime pay where the school has had to incur financial costs. The study noted that in the selected GASSs, there exists exploitation of workers.  During discussions with the BOG representatives it was often stated that “they preferred to use public appreciation as a type of reward because it is considered cheap. For example good performing teachers could be appreciated during visiting days; teachers are recognized before parents and during assembly time”.

The study established from the teachers however that they preferred salary increment to any other form of reward. They stated that promotions would be good but schools have put no proper yard stick upon which promotions are given. One respondent remarked, “Teacher, and when they promote you, they do not pay what is equivalent to the position you are given. At times they add on you more responsibilities which are not paid for”. Promotions are given according to one’s relationship with the head teacher”.

Packages like School gifts were also found popular in GASSs. This was because; they have a cheaper financial implication to the school yet yield high satisfaction to the performer. One head teacher noted, “Packages, presents and gifts common to private schools included giving out home utensils, clothes, Eid day/Christmas gifts, organizing performance parties, giving uniforms to performing students and books. Such gifts were financially cheaper not to constrain the school”

Overtime and duty pay were also among the rewards in selected GASSs. It was, however, established that they were common in well-established GASSs.  In ‘small’ schools, it was discovered that the school budget cannot support it. The most common practice in small schools of avoiding costs was to over load teachers. One teacher could teach more than one subject and in most cases teaching almost all papers in the specified subjects. However, a few allowances particularly for science teachers were regular in most schools despite the schools’ size.  This was applied as a mechanism to retain and attract good science teachers, one head teacher revealed.  Among other rewards were certificates of merit and individual/group photographs.   

In interviews with the head-teachers, the study discovered that when teachers are rewarded for their performance it brought in a sense of fairness that their efforts are paid for thus encouraging them to perform better. Teachers revealed that top administrators in the school are highly paid at the expense of their (teachers) token fee. One teacher remarked, “When I am given such rewards, I feel my efforts are compensated for and I am considered useful to the development of the school”

Further still the study revealed from the Head teachers that rewards acted as reinforcements to teachers’ performance. One head teacher put it that; “since the introduction of performance based rewards, performance of teachers improved, some teachers were even forced to work for longer hours to earn bonuses as given by the school and others started working on Saturdays. “As a school, we benefited a lot because the syllabus can be covered in the required time and it gives students enough time to revise and consequently improved students’ grades.”   

Furthermore the study revealed that rewards in form of certificates were much needed by teachers for record purposes; to add onto the Curriculum Vitae. One teacher stated; “it is useless to appreciate me in public without giving me anything for my records. I need papers for my future”. To the head teachers however, giving certificates mainly was intended to minimize on schools’ costs on pecuniary rewards.
[bookmark: _Toc488232883][bookmark: _Toc505768995][bookmark: _Toc506903549]4.4.3.2 Correlation results for employee motivation and teacher performance in selected GASSs in Butambala District.
[bookmark: _Toc466641636][bookmark: _Toc488232884]To test whether there is a relationship between employee motivation and teacher performance in selected GASSs, a correlation coefficient was done by the study and the results were presented in Table4.9 below. To verify this hypothesis, a directional hypothesis was derived that “There is a positive significant relationship between employee motivation and teacher performance in selected GASSs in Butambala District, Uganda.”

Findings in Table 4.9 below show that there was a negative correlation (r= -.162) between employee motivation and teacher performance selected GASSs in Butambala District, Uganda. These findings were subjected to a test of significance (p) and it is showed that the significance of the correlation (p = .309) was less than the recommended critical significance at 0.05. Thus, the effect was not significant. Because of this, the hypothesis “There is a positive significant relationship between employee motivation and teacher performance in selected GASSs in Butambala District, Uganda” was rejected.
[bookmark: _Toc505771391]Table 4. 9: Correlation results of employee motivation and teacher performance
	
	
	Teacher motivation   
	Teacher performance  

	employee motivation   
	Correlation Coefficient
	1.000
	-.162**

	
	Sig. (2-tailed)
	.
	.309

	
	N
	113
	113

	Teacher performance 
	Correlation Coefficient
	-.162**
	1.000

	
	Sig. (2-tailed)
	.309
	.

	
	N
	113
	113

	
	


The implication of these findings was that there was a negative significant relationship between employee motivation and teacher performance in the selected GASSs in Butambala District, Uganda. The negative influence implied that employee motivation was not being done adequately in a manner that is efficient and effective in the selected GASSs in Butambala District. The negative relationship implied that employee motivation and teacher performance do not move in the same direction whereby the lower the employee motivation the lower the levels of teacher performance in the selected GASSs in Butambala District. Therefore it does not necessarily mean that when you motivate the employee they automatically improve the performance. There are other factors which explain performance other than employee motivation.
Further, the above can be interpreted to mean that motivation of employees was not a factor in teacher performance. This could be because of the types of motivation given or the unfairness with which it was being done. 
[bookmark: _Toc488232886][bookmark: _Toc505768996][bookmark: _Toc506903550]4.4.3.3Regression results for employee motivation and teacher performance in the selected GASSs in Butambala District.
[bookmark: _Toc466641639][bookmark: _Toc488232887]Further analysis was conducted using a regression to determine the effect of employee motivation on teacher performance in selected GASSs in Butambala District. Findings are presented in Table4.10, accompanied with an analysis and interpretation.
[bookmark: _Toc505771392]Table 4. 10: Model summary
	Regression Statistics
	
	
	
	

	Multiple R
	.320a
	
	
	
	

	R Square
	.246
	
	
	
	

	Adjusted R Square
	.235
	
	
	
	

	Standard Error
	.135
	
	
	
	

	Observations
	91
	
	
	
	

	ANOVA
	
	
	
	
	

	 
	df
	SS
	MS
	F
	Sig F

	Regression
	1
	27.066
	9.022
	10.400
	.000a

	Residual
	90
	4.934
	.112
	
	

	Total
	91
	32.000
	 
	 
	 

	 
	Coefficients
	Standard Error
	t Stat
	P-value
	 

	Intercept
	.495
	.319
	1.552
	.128
	

	employee motivation   
	.006
	.048
	.118
	.906
	


Source: Primary data

[bookmark: _Toc320444750][bookmark: _Toc374441489][bookmark: _Toc376347812]Findings in Table4.10 show a strong linear relationship (Multiple R = .320) between employee motivation and teacher performance in selected GASSs in Butambala District. Going by the adjusted R Square, it showed that employee motivation accounted for 23.5% change in teacher performance. These findings were subjected to an ANOVA test, which showed that the significance (Sig F = .000) of the Fishers ratio (F = 10.400) was greater than the critical significance at .05.This meant that there was no relationship between employee motivation and teacher performance in these schools.
[bookmark: _Toc488232889]








































[bookmark: _Toc505768997][bookmark: _Toc506903551]CHAPTER FIVE
[bookmark: _Toc320444751][bookmark: _Toc374441490][bookmark: _Toc376347813][bookmark: _Toc488232890][bookmark: _Toc505768998][bookmark: _Toc506903552]SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc320444752][bookmark: _Toc374441491][bookmark: _Toc376347814][bookmark: _Toc488232891][bookmark: _Toc505768999][bookmark: _Toc506903553]5.1 Introduction
[bookmark: _Toc374441492][bookmark: _Toc376347815]This chapter provides summaries of findings, discussions of objectives set for the study, conclusions derived from the findings and the recommendations that will help in improving performance of teachers in the selected GASSs in Butambala District. Limitations, contributions of the study and areas of further study are also suggested.
[bookmark: _Toc488232892][bookmark: _Toc505769000][bookmark: _Toc506903554][bookmark: _Toc374441493][bookmark: _Toc376347816]5.2 Summary
Below is the summary of the major findings the study obtained from the field and it is presented specific objective by specific objective
[bookmark: _Toc488232893][bookmark: _Toc505769001][bookmark: _Toc506903555]5.2.1 The relationship between employee continued professional education and teacher performance in selected GASSs in Butambala District
The study revealed a coefficient of -0.199 between employees’ continued professional education and teacher performance in se3lected GASSs in Butambala District which was not significant at 1.00 at a set level of 0.05.This means that employee continued professional education provided had a weak negative and non-significant bearing on teacher performance in Selected GASSs in Butambala District. After running the regression analysis, it was found out that employee continued professional education had no significant relationship with teacher performance by up to 14.7%. This implies that the remaining 86.3% effect on teacher performance in Selected GASSs in Butambala District can be explained using other factors other than continued profession education. The hypotheses that “there is a positive significant relationship between employee continued professional education and teacher performance in selected GASSs in Butambala District in Uganda was rejected. It was thus established that there is a negative and non-significant relationship between employees continued professional education and teacher performance in Selected GASSs in Butambala District. From the qualitative data collected, most of the respondents interviewed indicated that employee continued training was not enough and this had affected the performance of teachers. This position was further supported by documents reviewed.   
[bookmark: _Toc374441494][bookmark: _Toc376347817][bookmark: _Toc488232894][bookmark: _Toc505769002][bookmark: _Toc506903556]5.2.3The relationship between employee promotion and teacher performance in selected GASSs in Butambala District.
[bookmark: _Toc488232895]There is a positive relationship between employee promotion and teacher performance in selected GASSs in Butambala District whereby improvement in teacher promotion caused good teacher performance. This was because of the results from the correlations which indicated that the Correlation Coefficient value is 0.816, in respect to the hypothesis and statistically significant at .007 which is less than 0.05 (level of significance). After running the regression analysis, it was found out that employee promotion had a significant relationship with teacher performance by up to 58%. This implied that the remaining 42.3% effect on teacher performance in Selected GASSs  in Butambala District can be explained using other factors other than employee promotion. The hypothesis that “there is a positive significant relationship between employee promotion and teacher performance in selected GASSs in Butambala District in Uganda” was accepted. The study established that there is a significant positive relationship between employee promotion and teacher performance in Selected GASSs in Butambala District. From the qualitative data collected, most of the respondents interviewed indicated that employee promotion was enough and this had affected the performance of teachers. This position was further supported by documents reviewed.
[bookmark: _Toc505769003][bookmark: _Toc506903557]5.2.4 The relationship between employee motivation and teachers` performance in selected GASSs in Butambala District
[bookmark: _Toc374441495][bookmark: _Toc376347818][bookmark: _Toc488232896]There is a negative relationship between employee motivation and teachers` performance in selected GASSs in Butambala District. Whereby improvement in teacher motivation did not show increased levels of teacher performance. This was because of the results from correlations which indicated that the Correlation Coefficient value is -0.162, in respect to the hypothesis and statistically non-significant at .309 which is greater than 0.05 (level of significance), in addition, teacher motivation accounted for 23.5% variation in teacher’ performance. This means that employee motivation provided had a weak negative and non-significant bearing on teacher performance in Selected GASSs in Butambala District. After running the regression analysis, it was found out that employee motivation had no significant relationship with teacher performance by up to 22.5%. This implied that the remaining 46.5% effect on teacher performance in Selected GASSs  in Butambala District can be explained using other factors other than employee motivation. The hypotheses that “there is a positive significant relationship between employee motivation and teacher performance in selected GASSs in Butambala District in Uganda” was rejected. The study established that there is a negative significant relationship between employee motivation and teacher performance in Selected GASSs in Butambala District. From the qualitative data collected, most of the respondents interviewed indicated that employee motivation was not enough and this had affected the performance of teachers. This position was further supported by documents reviewed.  
[bookmark: _Toc505769004][bookmark: _Toc506903558]5.3 Discussion of findings
[bookmark: _Toc488232897][bookmark: _Toc505769005][bookmark: _Toc506903559]5.3.1 The relationship between employee continued professional education and teacher performance in GASSs in Butambala District
The first hypothesis stated, “There is a positive significant relationship between employee continued professional education and teacher performance in selected GASSs in Butambala District, Uganda”. The inferential statistics indicated that there was a negative and insignificant relationship (r=-0.199<P=.100) between continued professional education and teacher performance in selected GASSs in Butambala District. These findings are contrary to what most of the earlier scholars had indicated that continued professional education improves the performance of teachers. For instance, Buckley and Caple (2009) found out that training of teachers in elementary schools in North London has both intrinsic and extrinsic benefits to the individual resulting from the ability to perform a task with better skills and increased teacher performance. There were no significant variations in the responses of respondents on the usefulness of training programs. The responses of each category of training were generally similar. The findings are contrary with the Goal Setting Theory, since the goal of continued professional education was not being achieved among teachers in selected GASSs in Butambala district.

The biggest number of respondents reported that they had not attended some training courses. Most of them (63%) stated that the long term courses they attend were relevant to their work. All these revelations confirmed that the responses in the study had similar views about the relevance of the training programs to the task performed in their jobs.  Alongside, this research found out also in line with the assertion of Odor (1995) who pointed out that seminar, conferences, afford opportunities for professionals to enrich themselves or get abreast with new knowledge and ideas. Findings in this study are also supported by Lake (1990)who found out that short and long term training opportunities increase job performance of teachers and are a way that both new and seasoned teachers can enhance existing skills to remain current in job-related programs, processes and procedures, exchange ideas, and network with fellow professionals. The ultimate goal of training is improvement in individual, institutional effectiveness and the quality of service through improved performance. The study findings are in contrast to the theoretical assertions such as that of Tiberondwa (2000) who asserts that attendance of seminars, workshops, conferences and short courses, postgraduate diploma, Master degree, programs and sabbatical leaves, within and outside the institution, lead to effective performance in activities. For goals to be attained there is need for full commitment which could be done through seminars and workshops as it is asserted in the Goal Setting Theory.
Maicibi and Nkata (2005)submitted that training involves both learning and teaching and there is improved employee job performance and productivity derived from short-term and long term training. The above finding was also supported by some of the administrators’ responses during the interviews.  The BOG representatives interviewed expressed very strong feelings about the necessity of these courses because they are useful in providing knowledge, skills and attitudes needed in teaching. For instance, one interviewee said that lecturers show an improved performance when they successfully complete and return; while another one also admitted that it is seen especially in the area of research and publications.  The Goal Setting Theory notes that successful completion of tasks is a good measure of success.

Meggison, (1999) argues that training is just one, may not be the most important factor in determining a person’s level of job performance. This presupposes that there is necessity to only meet the immediate pedagogical needs of practicing teachers but at the same time, motivating them to master the basic skills of teaching and to provide better professional service to students and the general stakeholders. All these notwithstanding, there are still claims from students that the performance of teachers is still unsatisfactory. This implies that training and promotion are not the problems per se in selected the GASSs. There may be other factors in the management of human resource that affect the performance of employee for example funds and frequency of the programs. Common in their responses to support this claim when asked to state how often they benefited from these training courses was that: “I have benefited from the short courses but the frequency is too low:  I have attended none due to unavailability of funds and too much teaching.”

In relation to Goal Setting Theory selected to guide this study, it is clear that the study findings are fittingly explained by the main assumptions of the theory. This is because the Goal Setting Theory is premised on the fact that setting specific goals and performance standards to which employees have to direct their efforts must be based on performance appraisal because performance is appraised in light of the set goals and performance standards. In this case, teachers in the selected GASSs have had poor performance and this is clearly assumed to absence of performance appraisals and this is reflected in inadequate teacher professional development that would stimulate their level of performance; lack of adequate adherence to guidance and counseling outcome which is reflected in abuse of the work procedures. According to the proponents of the goal setting theory, professional training or development of teachers must be embedded in the goals of the schools to ensure that they are trained and professionally gloomed. The goals set for the performance of teachers include guidance and counseling of students, lesson planning, student assessment and evaluation and many others which are important in the professional development of teachers. This exactly explains the fact that the inadequacy or absence of career professional education for teachers highly contributed to poor performance in the selected GASSs in Butambala district. Thus, the implication of the findings was that the more the provision of continued professional education the less the teacher performance in selected GASSs in Butambala District. This means that teachers did not see any value in continued professional education as far as their performance is concerned. Therefore, putting in more efforts to provide continued professional education will not necessarily result in higher performance on the side of teachers in selected GASSs in Butambala District.


[bookmark: _Toc505769006][bookmark: _Toc506903560]5.3.2 The relationship between employee promotion and teacher performance in GASSs in Butambala District
The second hypothesis stated “There is a positive significant relationship between employee promotion and teacher performance in selected GASSs in Butambala District, Uganda”. The inferential statistics indicated that there was a positive and significant relationship between employee promotion and teacher performance in selected GASSs in Butambala District (r=0.816<P=.007). Findings are supported by Jacoby (2006) and Morishima (2006) who in their research on managers, unions and the transformation of work in American Industry, indicate that promotion opportunities increase the level of individual performance and organizational commitment among workers in their career advancement, influences the workers behaviors and attitudes such as motivation and organizational commitment, particularly in the case of stable employment.   

Evidently thus, based on the respondents’ views on promotion, it is clear that both academic and administrative promotions are pegged on individual teacher performance. Majority of the respondents were quoted saying that for the excellent performance they exhibit, the better promotion opportunities they receive and on the other hand, the lower the performance they exhibit, the fewer the promotion opportunities. This concurs with the assertions of the tournament theory propounded by Martins (2009) which stated that if tournaments participants recognize that rewards presented to winners (prestigious positions), they will work hard in pursuit of the prizes and thus winnings between promoted and non-promoted employees are incentives to work hard and perform well.   The above findings are in line with the postulations in the goal setting theory; the theory emphasizes continuous improvement of the quality of employees.

The above findings were also supported by some of the BOG representatives’ views during the interviews. For instance, one interviewee said that: “the promotion criterion is very clear, for both administrative and academic staff, publications and professional performance is the way to go.” This explains the reason for the slow rate in promotion by teachers. Another interviewee also admitted that they have noticed a considerable change in attitude, teaching and administrative, academic skills, research and general uptake of duties among teachers who have been promoted. Pool (2006) and Mottaz (2008) in their research noted that there was a positive significant relationship to the view that promotion causes performance and organizational commitment. The causal nature of the relationship between promotion and job performance as observed by the two researchers supports the findings of this research.   

The highlights from the findings on the open ended question in this section, are also supported by Kaguhangire & Karyeija (2012)who in an in-depth analysis observed that the approved criteria for promotion of academic staff at Makerere University clearly outlines the requirements of promotion of academic staff. Their guideline for promotion include; academic and professional qualifications, teaching experience, research carried out supervision of postgraduate students, conferences /workshops/ seminars attendance, service to the University and the community, membership of professional bodies and lastly conduct. The selected GASSs have not laid down criteria for promotion that incongruently concurs with the one at Makerere and probably other institutions though the study findings indicate that respondents are not satisfied with the promotion criteria, which is evident in their responses. A big portion of the respondents (42%) from the open ended question asked on promotion criteria, reported that their unsatisfactory performance was largely due to time frame upon which one is to wait for promotion, yet (37%) reported that the promotion criterion was fair, though sometimes is irregularly done, such that factors beyond your Curriculum Vitae contribute or impede it, suggesting that promotion followed by a clear promotion criterion were significant factors in their performance especially in assessing students, time management and preparing lesson plans. It becomes imperative therefore, that selected GASSs should use promotion, followed by a clear promotion criterion to enhance the performance of teachers.

In relation to the Goal Setting Theory selected to guide this study, it is clear that the study findings were purposively explained by the main premises of the theory. This was because the Goal Setting Theory was premised on the fact that teacher promotion must be done in line with goals and performance standards which are acceptable, specific, challenging and attainable. Reason (1997) adds that employee promotion is an approach to managing and developing people which enables them to manage their performance and development within the framework of clear objectives and standards. Among the specific ways of providing feedbacks to best performers indicated in the theory is promotion. This exactly tallies with what the study established that employee promotion had improved on teacher performance in selected GASSs in Butambala district. According to the proponents of the goal setting theory, promotion and in this case of teachers must be embedded in the goals of the schools to ensure that they are promoted on merit to enhance competition and improved performance of teachers in accordingly. In case the promotion criterion is not defined management needs records of performance appraisal, to fairly administer a promotion policy based up on employee competence.
[bookmark: _Toc488232898][bookmark: _Toc505769007][bookmark: _Toc506903561]5.3.3 The relationship between employee motivation and teacher performance in the selected GASSs in Butambala District.
The study found out that there is a negative relationship between employee motivation and teacher performance in GASSs in Butambala District (r=-0.162<P=.309). Research findings revealed that teachers have not adequately benefited from both monetary and non-monetary motivators. The majority of the respondents joined the teaching profession because of the personal interest they had in teaching. However, the respondents indicated that salary was inadequate to meet their needs with increase of the cost of living. The inadequacy of the salary earned by primary school teachers was emphasized by one head teacher that most teachers are not satisfied with the amount of money the government pays them. 

Wayne (1998) asserts that financial rewards in form of pay have a strong impact on the employees’ performance. Bratton (2003), agree with Wayne when they state that pay is one of the most powerful motivating tools. Similarly, Armstrong (2006) emphasizes the value of monetary benefit when he says that money provides the means to achieve a number of different ends. Above all he asserts that money in form of pay is the most obvious financial benefit. Kiseesi (1998) in her study about job satisfaction of workers recommends that salaries of workers should be paid promptly and that promotion of workers should be accompanied by a corresponding increase in the salary they earn. She observes that salary was a strong force that kept teachers at their jobs. The researcher feels that this is recognition of the fact that salary is vital in causing satisfaction among workers and hence likely to influence performance. The Goal Setting Theory supports the improvement of the quality of the resources put to use to produce results.

A study on difference among levels of employees in terms of rewards was researched by Maicibi (2003) who observed that rewards such as sickness payment, contributory pension schemes, free life insurance and subsidized canteens are fairly evenly spread across all levels of employees. Maicibi (2003) in agreement with the above view noted that salary was a job satisfier for junior staff in universities in Uganda, while not a strong satisfier for senior non –teaching and academic staff. Therefore, all teachers in schools need the desire to be satisfied at work and once all teachers are motivated, their performance will definitely increase and they will see a point in what they are doing, which improves the work morale of teachers. The researcher felt that there was need to find out the experience of the teachers in the selected GASSs in Butambala District.

Mumanyire (2005) argues that the most important motivator to the teacher is money which can be in form of salaries, allowances, wages, bonuses, duty allowances and other monetary rewards. However, other factors such as actual teaching conditions, the environment in which the school is located, teacher participation in matters which affect them, job security and level of commitment to the school‘s objectives are all crucial to the level of motivation of teachers. This study endeavored to find out whether such factors affected teachers in the selected GASSs in Butambala District. The Goal Setting Theory emphasizes a number of activities that can help improve the quality of work life.

Similarly, Armstrong (2006) emphasizes the value of financial rewards when he says that money provides the means to achieve a number of different ends. Kiseesi (2008) in her study about job satisfaction of workers recommends that, salaries of the workers should be paid promptly and that promotion of workers should have a corresponding increase on the salary they earn. Therefore from the above expression, financial rewards have greater effects than non-financial rewards on the performance of school teachers especially in the areas of preparation for lessons, students’ evaluation and assessment, guidance and counseling and many others. From the literature above the study therefore investigated the relationship of monetary rewards and teacher performance amongst teachers in classes in the selected GASSs in Butambala District. 

Research findings indicated that the majority of the respondents were not intrinsically motivated by the responsibilities they performed in the school that gave them a sense of control over others, interaction and development of relationship with people from many areas, recognition and respect accorded to teachers by the community and the challenging nature of the teaching profession. This had affected their level of preparation in class, provision of guidance and counseling to students and level of time management.  This is in line with Boyd (2010) who ascertained that teachers whose students demonstrate higher achievement growth are less likely to transfer to another school. Teachers may exhibit lower productivity and also prefer transferring to another school if the salary scale in their present school is lower. Fenech (2006) puts that salary and other work related allowances at work may influence various aspects of work such as efficiency, productivity, absenteeism, turnovers rates, including qualified educational staff. Indeed, educator’s well-being has serious implications for the quality of the education they provide (Fenech, 2006). It was therefore important for this study to establish the situation in the selected GASSs in Butambala District.

In relation to Goal Setting Theory that was chosen to guide this study, it is evident that the study findings are very well explained by the premise of the theory. The Goal Setting Theory assumed that to improve the performance of employees, empowerment must be given to enhance their performance accordingly. Empowerment allows the employee to track how well he or she has been doing in relation to the goal or standard so that necessary adjustment in effort, direction or possibly task can be made (Reason, 1997). These clearly explain why teachers in the selected GASSs needed to be empowered to have their performance improve. According to the proponents of the Goal Setting Theory, empowerment and in this case of teachers must be embedded in the goals of the schools to ensure that they are motivated both intrinsically and extrinsically to enhance their level of performance in these schools. 
[bookmark: _Toc320444763][bookmark: _Toc338635812][bookmark: _Toc374441498][bookmark: _Toc376347821][bookmark: _Toc488232899][bookmark: _Toc505769008][bookmark: _Toc506903562]5.4 Conclusions
[bookmark: _Toc488232900][bookmark: _Toc505769009][bookmark: _Toc506903563]5.4.1 The relationship between employee continued professional education and teacher performance in GASSs in Butambala District
The first objective was “To examine the relationship between employee continued professional education and teacher performance in the selected GASSs in Butambala District.” The research question was “What is the relationship between employee continued professional education and teacher performance in the selected GASSs in Butambala District?” The researcher had hypothesized that, “There is a positive significant relationship between employees’ continued professional education and teacher performance in the selected GASSs in Butambala District, Uganda.” However the findings of this study showed that there is a negative relationship between employee continued professional education and teacher performance in the selected GASSs in Butambala District(r=-0.199<P=.100). Centered on the empirical results of this study, it is concluded that in the selected GASSs in Butambala District teacher performance stood at only 14.7%.This implies that the remaining 86.3% effect on teacher performance in Selected GASSs in Butambala District can be explained using other factors other than continued profession education. The directional hypothesis that there is a significant positive relationship between employees continued professional education and teacher performance in Selected GASSs in Butambala District was accordingly rejected. It was therefore, reached that the lower the provision of employee continued professional education, the lower the performance of teachers in Selected GASSs in Butambala District.

[bookmark: _Toc488232901][bookmark: _Toc505769010][bookmark: _Toc506903564][bookmark: _Toc320444764][bookmark: _Toc338635813][bookmark: _Toc374441499][bookmark: _Toc376347822]5.4.2 The relationship between employee promotion and teacher performance in GASSs in Butambala District
The second objective was “To examine the relationship between employee promotion and teacher performance in the selected GASSs in Butambala District.” The research question was “What is the relationship between employee promotion and teacher performance in selected GASSs in Butambala District?” The researcher had hypothesized that, “There is a positive significant relationship between employee promotion and teacher performance in selected GASSs in Butambala District, Uganda.” The findings of this study showed that there is a positive relationship between employee promotion and teacher performance in selected GASSs in Butambala District (r=0.816<P=.007). Centered on the empirical results of this study, it is concluded that the selected GASSs in Butambala District have tried to ensure that promotion is done. On this objective, it was concluded that employee promotion provided had a strong positive and significant bearing on teacher performance in Selected GASSs in Butambala District. After running the regression analysis, it was found out that employee promotion had significant relationship with teacher performance by up to 58%. This implies that the remaining 42% effect on teacher performance in Selected GASSs  in Butambala District can be explained using other factors other than employee promotion. The directional hypothesis that there is a significant positive relationship between employee promotion and teacher performance in Selected GASSs in Butambala District was accordingly accepted. It was therefore reached that the higher the practicing of proper employee promotion, the higher the performance of teachers. 
[bookmark: _Toc505278766][bookmark: _Toc505769011][bookmark: _Toc506903565]5.4.3 The relationship between employee motivation and teacher performance in Selected GASSs in Butambala District
On the third objective, it was established that employee motivation provided had a weak negative and non-significant bearing on teacher performance in Selected GASSs in Butambala District. After running the regression analysis, it was found out that employee motivation had no significant relationship with teacher performance by up to 22.5%. This implies that the remaining 77.5% effect on teacher performance in Selected GASSs  in Butambala District can be explained using other factors other than employee motivation. The directional hypothesis that there is a significant positive relationship between employee motivation and teacher performance in Selected GASSs in Butambala District was accordingly rejected. It was therefore reached that the lower the motivation of teachers, the lower their performance.   
[bookmark: _Toc320444768][bookmark: _Toc338635815][bookmark: _Toc374441501][bookmark: _Toc376347824][bookmark: _Toc488232903][bookmark: _Toc505769012][bookmark: _Toc506903566]5.5 Recommendations
[bookmark: _Toc488232904][bookmark: _Toc505769013][bookmark: _Toc506903567][bookmark: _Toc320444770][bookmark: _Toc338635817][bookmark: _Toc374441503][bookmark: _Toc376347826]5.5.1 The relationship between continued professional education and teacher performance in GASSs in Butambala District
· There is need for policy makers and administrators to strengthen and revise the staff development programs policy that all staff shall be encouraged through training and promotion to develop their potential and enhance their efficiency on the job. This will enable employees feel and believe that their schools believe in employee development through training and promotion and actually supports it. 
· The study recommends that top management and head teachers need to plan for more refresher training courses for teachers if their performance is to be improved. Further, the management of the selected GASSs in Butambala District need to ensure continuous trainings organized for employees, approval for further studies based on school priorities, provision of managerial support employee conferences/seminars, and promotion based on merit. 
· Policy makers and administrators should strengthen and streamline the staff development program policy to enhance efficiency and effectiveness.
[bookmark: _Toc488232905][bookmark: _Toc505769014][bookmark: _Toc506903568][bookmark: _Toc320444769][bookmark: _Toc338635816][bookmark: _Toc374441502][bookmark: _Toc376347825]5.5.2 The relationship between employee promotion and teacher performance in GASSs in Butambala District
· On the relationship between promotion and teacher performance, the study recommends that the school administration should endeavor to revise and make clear the promotion criterion that recognizes teaching, research and service, academic qualifications, and experience as this is an avenue through which performance can be enhanced and promoted staff can apply what they have acquired.
· Supervision by the Ministry of Education and Sports especially through Education Standards Agency should be strengthened and circuit supervisors are more regular to stop teachers from participating in secondary employment. 
· The District Inspectorate should also be strengthened and adequately funded to carry out routine inspections in schools. Regular visits to the schools would motivate the teachers to be more regular and early in school and avoid divided attention of searching for secondary employment.  
[bookmark: _Toc488232906][bookmark: _Toc505769015][bookmark: _Toc506903569]5.5.3 The relationship between employee motivation and teacher performance in GASSs in Butambala District
· The current system of rewarding teachers as it is in schools is inadequate, unfair and limited in scope because the rewards are given on levels of experience and formal qualifications instead of performance. This means that reward based systems should be based on performance considerations. 
· The offer of rewards based on non-performance considerations should be done after a fair and accurate evaluation of its effects on the beneficiary.  
· Administrators should be trained and sensitized about the value of performance-based rewarding systems. They should be made aware that pay motivates teachers to perform at their best. This means that to implement a performance-based scheme, administrators should not perceive the process as being expensive and time consuming, but rather, a necessity where financial incentives do not provide enough incentives for teachers to improve. The Ministry of Public Service should work out incentive packages to increase teachers’ motivation to teach in the selected GASSs in Butambala district and elsewhere in the up country.
·  Special attention should be put at increasing teachers’ salaries because the majority of them (teachers) complained about the inadequacy of their salary to meet their needs. Increasing teachers’ salaries will increase their morale to teach. This is because the teachers must be interested in what they teach and in the children when they are teaching. If they are not interested in the work themselves, they can never motivate the class to learn.  
[bookmark: _Toc488232907][bookmark: _Toc505769016][bookmark: _Toc506903570]5.6 Limitations of the study
The study registered a number of limitations and these majorly included:
i) The study considered a small sample size compared to the number of respondents in GASSs in Butambala District. This thus means that there is a need to close this gap by undertaking a study encompassing a larger sample size to extract the exact image of what may be happening in GASSs in Butambala District. 
ii) Secondly, since the study was done on teacher performance in GASSs in Butambala District, most of the respondents seemed to hoard some required information since they took some information as too sensitive to be told to the researcher. 
iii) Time was one of the study’s major constraints as the researcher could not meet some people as expected since they had travelled abroad. Since the study had a specified time, the researcher replaced such people with their personal assistants. 
[bookmark: _Toc320444773][bookmark: _Toc338635818][bookmark: _Toc374441505][bookmark: _Toc376347828][bookmark: _Toc488232908][bookmark: _Toc505769017][bookmark: _Toc506903571]
5.7 Areas for Further Research
The researcher suggests investigation to be instituted in the following areas: 
· There is need to investigate into other factors apart from teacher empowerment that affect teacher performance. 
· Since the study looked at performance of teachers in GASSs in Butambala District, a similar study can be done on teachers in other schools away from Butambala district. 

[bookmark: _Toc505278772][bookmark: _Toc488232909][bookmark: _Toc505769018][bookmark: _Toc506903572]
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QUESTIONNAIRE FOR TEACHERS
Dear respondent,
I am AbubakerKabuye a Masters in Public Administration of Uganda Management Institute student. You have been sampled to participate in this study investigating employee empowerment and teacher performance in selected GASSs schools in Butambala district, Uganda. The information you give will be used strictly for academic purposes and will never be used against you or your office. The information obtained from you will be kept confidential. You are also requested not to write your name on this questionnaire. Fill out the questionnaire and return to me.

Thank you for your cooperation.

SECTION A            BIO-DATA

Please tick the most appropriate option

	Age group
	19-29
	30-39
	40-49
	50+
	

	Sex
	Male
	Female
	
	
	

	Marital status
	Married
	Single
	Widowed
	Divorced
	

	Highest Level of Education
	Masters
	Bachelors
	Diploma
	Certificate
	Others Specify

	Time spent working with the school
	1-5years
	
6-10years
	10years and above 
	
	






Instructions for question 1- Tick the number that best indicates your opinion on the questions using the following scale.

	Scale
	5
	4
	3
	2
	1

	
	Strongly Agree
	Agree
	Not sure
	Disagree
	Strongly disagree


          SECTION B

1. CONTINUED PROFESSIONAL EDUCATION

	
	
	SD
	D
	NS
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	I feel that my job is secure even when I am away for further studies
	
	
	
	
	

	2
	Iam granted study leave when it comes to furthering my studies
	
	
	
	
	

	3
	The school supports the teachers when it comes to furthering education.
	
	
	
	
	

	4
	The  teachers furthering education are entitled to allowances
	
	
	
	
	

	5
	The school organizes refresher courses for all teachers
	
	
	
	
	

	6
	The school organizes in service trainings for the teachers 
	
	
	
	
	

	7
	The study leave granted to teachers is leave with pay
	
	
	
	
	

	8
	The school management has encouraged the teachers to go for further studies.
	
	
	
	
	



2. TEACHER PROMOTION

	
	
	SD
	D
	NS
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	The teachers are promoted on merit
	
	
	
	
	

	2
	There is a promotion policy in the institution
	
	
	
	
	

	3
	The teachers that have experience are promoted
	
	
	
	
	

	4
	Teachers with the relevant qualification are promoted
	
	
	
	
	

	5
	Hard working teachers are promoted
	
	
	
	
	

	6
	The promotion policy does not discriminate
	
	
	
	
	

	7
	The teachers who perform best are recognized by promotion
	
	
	
	
	

	8
	The head teacher has promoted succession planning
	
	
	
	
	

	9
	There is a rotational promotion policy in the institution
	
	
	
	
	



3. TEACHER MOTIVATION

	
	
	SD
	D
	NS
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	Salary is released on time
	
	
	
	
	

	2
	All teachers are on the school pay roll
	
	
	
	
	

	3
	The teachers are given enough salary
	
	
	
	
	

	4
	I am able to have a good standard of living with my salary that I earn
	
	
	
	
	

	5
	Staff salaries are disbursed as lump sum at the end of the month
	
	
	
	
	

	6
	I am paid for the extra responsibilities 
	
	
	
	
	

	7
	Allowances are given for various duties taken on.
	
	
	
	
	

	8
	I am given housing allowance
	
	
	
	
	

	9
	I am provided with transport allowance
	
	
	
	
	

	10
	I have access to salary advances
	
	
	
	
	

	11
	There is job security
	
	
	
	
	

	12
	The best employees are recognized
	
	
	
	
	

	13
	The  hard working staff are appreciated in meetings
	
	
	
	
	

	14
	Administrators always delegate responsibilities to junior members of the teaching staff.
	
	
	
	
	

	15
	The allowances to teaching staff members are equally distributed.
	
	
	
	
	

	16
	The school provides reasonable allowances to its members of the teaching staff. 
	
	
	
	
	



SECTION C

TEACHER PERFORMANCE

	
	
	SD
	D
	NS
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	I prepare  adequately for lessons to ensure students better performance 	
	
	
	
	
	

	2
	 I  always use learning materials in lessons
	
	
	
	
	

	3
	I supervise all school activities besides class work
	
	
	
	
	

	4
	Teachers ensure that students are competent as desired
	
	
	
	
	

	5
	Teachers minimize the rate of students repeating classes 
	
	
	
	
	

	6
	I’m satisfied with the students results in my class
	
	
	
	
	

	7
	Pass number is in my class is high
	
	
	
	
	

	8
	I supervise all school activities  as allocated to me at school
	
	
	
	
	

	9
	I am a good time manager
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APPENDIX II
INTERVIEW GUIDE FOR BOARD OF GOVERNORS (BOG) MEMBERS AND MINISTRY OF EDUCATION & SPORTS OFFICIALS

1. How long have you been part of this institution?
2. From your experience in this organization, how do you gauge teacher performance in these selected GASSs in Butambala District?
3. What do you think affects teacher failure to accomplish their duties on time in these selected GASSs in Butambala District?
4. How are teachers motivated in these selected GASSs in Butambala District, Uganda?
5. How effective have been the current motivation strategies that your institution uses to motivate teachers in these selected GASSs in Butambala district, Uganda?
6. Do you encourage teachers in these selected GASSs in this district of Butambala to go for further studies?
7. Comment on the subject of granting study leave to teachers in these selectedGASSs in Butambala district?
8. Do you grant leave with pay to teachers in the selectedGASSs in Butambala district, Uganda?
9. What do you think would be the best way for leaders to motivate their teachers in these selected GASSs in Butambala District?
10. Does the promotion of teachers to higher offices in these selected GASSs in Butambala District improve their performance?
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APPENDIX III
INTERVIEW GUIDE FOR HEADTEACHERS

1. How long have you been part of theseselected GASSs in Butambala District?
2. From your experience in theseselected GASSs, what is your comment on teacher performance in Butambala district, Uganda?
3. What is the major cause of teacher poor performance of their duties in these GASSs in Butambala district in Uganda?
4. How are teachers motivated in these selected GASSs in Butambala district, Uganda?
5. Howarethe current motivation strategies that you use in these GASSsmotivate the teachers?
6. What are the policies put in place to encourage teacher to go for further studies these selected GASSs in Butambala district?
7. What is your Comment on the subject of granting study leave to teachers in these GASSs in Butambala District, Uganda?
8. Do you support the issue of granting study leave with pay to teachers in the GASSs in Butambala district Uganda?
9. What do you suggest the best way of motivating teachers in GASSs in Butambala district, Uganda?
10. Do you think promoting teachers in GASSs in Butambala district can improve teacher job performance?
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APPENDIX IV
DOCUMENTARY REVIEW LIST

1. The researcher reviewed the year planner in the selected GASSs in Butambala District
2. The researcher  reviewed School  Reports in the selected GASSs in Butambala District
3. The researcher reviewed the  available School magazine in the selected GASSs
4. The researcher reviewed Ministry of Education and Sports policy guidelines in the selected GASSs in Butambala District.
5. The researcher  reviewed the responsibility allocation list in the selected GASSs in Butambala District
6. The researcher reviewed any other relevant documents that were available at the schools.
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APPENDIX V
SAMPLE SIZE TABLE
[bookmark: _Toc466641674][bookmark: _Toc488232921]TABLE DETERMINING SAMPLE SIZE FROM A GIVEN POPULATION
	N
	S
	N
	S
	N
	S
	N
	S
	N
	S

	10
	10
	100
	80
	280
	162
	800
	260
	2800
	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
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“S” is sample size
Sex of Respondents
Male 	Female	54	46	

Age of Respondents
Frequency 	19-29years	30-39years	40-49years	50years++	12	27	44	8	Percentage	19-29years	30-39years	40-49years	50years++	13.2	29.7	48.4	8.8000000000000007	
Level of Education of respondents
Frequency	Diploma	Bachelors degree	Masters degree	23	57	11	Percentage	Diploma	Bachelors degree	Masters degree	25.3	62.6	12.1	

Marital Status of the Respondents
Single	Married	0.17	0.8300000000000004	
Time Spent Working with Selected Schools
Frequency	1-5years	6-10years	10years and above	28	41	22	Percentage	1-5years	6-10years	10years and above	30.8	45.1	24.2	
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