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[bookmark: _Toc530740132][bookmark: _Toc1537350]ABSTRACT
The study mainly focused on establishing the relationship between motivation factors and teacher retention at Bukedea SSS, a government aided school covering a period of 5 years from 2013 through 2017. The study was guided by the following objectives: to explore the relationship between remuneration and teacher retention at Bukedea SSS; to establish the relationship between teacher training and teacher retention at Bukedea SSS; and, to find out the relationship between work-life balance and teacher retention at Bukedea SSS. The study adopted a descriptive cross-sectional design applying both qualitative and quantitative approaches. Both simple random sampling and purposive sampling methods were applied to reach 53 participants including 49 respondents and 4 key informants. The study revealed that teacher remuneration in regards to salaries, allowances and bonuses had a considerable positive association with teacher retention at Bukedea SSS. It was also found out that, employee training exhibited at Bukedea SSS had a positive bearing on teacher retention as conducted through inductions, mentoring sessions and coaching. Further, study findings established that work-life balance in view of part-time teaching and compensated leave was critical in fostering teacher retention at Bukedea SSS. It was recommended that Bukedea SSS needs to pay its teacher adequately, institute allowances for different stakes of teacher, strengthen teacher training, promote professional teacher training, ensure job-sharing through part-time teaching and formulate work-life balance policies in a bid to enhance teacher retention. In conclusion, remuneration and teacher retention were requisitely associated and thus increment of teacher salaries, allowances and bonuses would significantly enhance teacher retention. Also, promotion of teacher training through induction, mentoring and coaching could pose a positive bearing on teacher retention. Creating a work-life balance for teacher would significantly improve their engagement and thus reduce turnover thereof at Bukedea SSS.
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[bookmark: _Toc1537351]CHAPTER ONE
[bookmark: _Toc1537352]INTRODUCTION
[bookmark: _Toc1537353]1.0 Introduction 
The study focused on the relationship between motivational factors and teacher retention in secondary schools in Uganda with a case of Bukedea Senior Secondary School, Bukedea District. In the study, motivational factors were conceived as the independent variables while teacher retention was treated at the dependent variable. In this chapter, the following sections are presented: background to the study, problem statement, purpose of the study, specific objectives, research questions, research hypotheses, conceptual framework, justification, significance of the study, scope of the study and the definitions of the key operational terms as used in the study.

[bookmark: _Toc1537354]1.1 Background to the Study 
In this section, the background to the study was presented with focus on the historical, theoretical, conceptual and the contextual backgrounds as below: 
[bookmark: _Toc1537355]1.1.1 Historical Background 
Motivation as a concept traces back in the times of ancient Greeks, Aristotle, Socrates and Plato. As such, motivation was believed to be rational with intellectual and voluntary standpoints (Pakdel, 2013). Among the ancient Greeks, body desires, pains and pleasures were highly considered to justify motivational efforts. Considering both the internal and external perspectives of motivation, employee motivation started before the coming of Jesus Christ. As early as 1941, motivational studies in education received much attention with the works of Thomas Young with a prime intention of finding the most appropriate ways of motivating people providing services in the education sector (Hitt, Black & Porter, 2009). To this account, it was requisite to ensure that people get to apply their knowledge with preferable significance in meeting organizational goals. Industrial psychologists believed that rewarding employees would enhance their productivity and sense of belonging (Blaise, 2012). Motivation theorists like Abraham Maslow believed that motivation is a precondition for employee retention. Strategies used in motivating have varied with the changing working environment, needs and technology over time. The argumentation of work effort in conjunction with the belief of reducing staff turnover calls for motivational factors congruent to the retention of good talent and hardworking individuals. Research by Young in the 1950s revealed that employee motivation increases competitive advantage as based on the comparison among other players in the field (Cerasoli, Nicklin & Ford, 2014). Teacher motivation in the United States of America in the 1960s was highly desired to increase their morale and significantly reduce turnover. The phenomenon also ensured active engagement of teachers across all levels based on the diverse motivational implications as connoted by both the private and public actors in the education sector (Gordon & Schnall, 2009). 

Firestone (2014) revealed that across the globe, historically teacher retention dwindles especially in public schools. The American Education Research Association provided frameworks for teacher motivation and retention in the 1950s whereby the Nebraska Symposium recognized teacher motivation as an avenue for ensuring teacher retention with retrospective strategies that solicit active engagement of teachers especially in public schools (Russ, Sherin & Sherin, 2016). Historically, teacher retention has varied per country and school depending on school working conditions, low salaries and an imbalance in the work-life relationship among teaching staff. The introduction of free education in most countries globally in response to the Millennium Development Goals increased the demand for teachers and commitment for retention (Kingful, & Abena, 2015). Sub Saharan Africa, East Asia, Arab states and the Pacific have got the highest teacher gaps due to retention. In 1990, teacher retention as a global concern was highlighted in international conference for Education for all (EFA) that took place in Jomtien, Thailand which stressed that teacher motivation was very vital in order to increase their work morale and thus reduce turnover significantly (UNESCO, 2015). Since colonial time, teacher shortages in Africa have been tagged to lack of motivation which wears out their morale to deliver excellent services. In Uganda, teacher retention as highlighted by the ministry of education dwindles a lot especially among public schools due to low remunerations, inadequate teacher training and the state of environment teachers operate in with severe lack of sufficient tools to execute their duties (Jingdong, Najjuko & Ochwo, 2017). 

[bookmark: _Toc1537356]1.1.2 Theoretical Background 
The study was guided by the Motivation-Hygiene theory also two-factor theory as advanced by Hertzberg. The theory states that “there are certain factors that exist in the work place stimulating job satisfaction and morale while others demotivate” (Chandan, 2010). The theory claims that individual satisfaction/dissatisfaction and morale is as a result of a given cause. Hertzberg believed that satisfaction was dependent on the motivators whereas demotivation hinged on the hygiene factors in the work place (Seniwoliba, 2013). By assumption, the theory supposes that satisfied and happy employees are expectantly more productive keeping other factors constant. It also assumes that motivators are intrinsic while hygiene factors are extrinsic to the job (Boddy & Paton, 2011). Thus, remarkable improvement in individual satisfaction is a prerequisite to employee retention in the work place. Motivating factors that act as drivers of teacher behavior in relation to the intrinsic needs of the job are congruent to the level of engagement and turnover (Kenneth, 2009). Remuneration as a motivating factor was central to this theory with regard to stimulating teacher behavior depending on the surrounding environment. Appreciation of teacher’s input through allowances, increased pay and bonuses highly impacts teacher retention (Cherry, 2013). As theorized, part-time work postulates to additional teaching opportunities in other workplaces in pursuit to make ends meet with the available time in alignment with one’s efforts to achieve higher goals which creates a sense of responsibility for one’s positive behavior and achievement in the teaching profession. Wherefore, teacher motivation in regards to both hygiene and motivator factors affirms their satisfaction creating a conducive school environment in a planned and constructive manner to actively engage teaching staff and lower turnover in government-aided schools (Blaise, 2012). 

[bookmark: _Toc1537357]1.1.3 Conceptual Background 
According to Rasheed, Aslam and Sarwar (2010), “Motivation” is derived from Latin word “motus” whose orientation entails stimulating behavior factors in compelling individuals to execute specific actions with a great deal of morale and vigor. Motivation increases one’s energies and influences stable positive behavior which nurtures tensional actions to create a behavioral status. Individuals develop psychological or physiological deficiency that justifies the call for the activation of specific behavior with a purpose (Ahmed et al, 2010). Skaalvik and Skaalvik (2009) affirmed that when one’s behaviors are motivated for a given purpose it stimulates the severity of their actions positively by increasing the incidence levels of their cordial energies in a way different from the latter. Wherefore, motivation includes sets of processes that are triggered to stimulate and maintain individual behavior and orientation towards achieving organizational goals (Naseerud et al, 2012). Teacher motivation may imply the diverse ways energizing and empowering teacher in appreciation of their occupational services through nurturing their perceptions by applying appropriate methods, activities and strategies variably so as to create conducive environment that satisfies their needs and endeavor to offer effective and dedicated services in performing their duties diligently. Teacher can be motivated in different ways such as creating a favorable working environment, remuneration, recognition, work-life balance and training among others (Mekonnen, 2008).

Mason and Poyatos (2015) stated that “Teacher Retention” means the rate at which teachers remain in their profession providing services in the same organization or school. According to Blaise (2012), teacher retention can be gauged upon the cordial engagement rate of turnover which implicitly denotes that understanding retention drivers would address teacher shortage in schools. Additionally, retention of teachers as based on factors such as qualifications and school characteristics among others, entails ensuring efficient teacher preparation to foster active engagement within a supportive environment for both new and old teachers so as to reduce turnover effect (Curtis, 2012). The Ugandan Ministry of Education and Sports is responsible efforts to ensure teacher retention in public schools in Uganda emphasize strengthening both in-service and pre-services teacher training so as to have a constant supply of sufficient qualified and highly motivated instructors and teachers. Amidst the high attrition rate of teachers in Uganda, government finds it costly to hire and orient new teachers which process seems very costly (TISSA, 2013). Teacher retention in this study in regards to motivation envisages the turnover and active engagement of teaching stuff in the school setting. Thus, the link between motivation and retention of teachers entails meeting both intrinsic and extrinsic needs which act as inputs into the education system to motivate their actions and enhance morale to work (Gyezaho, 2011). 
[bookmark: _Toc1537358]1.1.4 Contextual Background 
Bukedea SSS is one of the oldest government-aided schools located in Bukedea District for both ‘O’ and ‘A’ levels (Uganda Bureau of Statistics, 2017). The growing numbers of students at enrolment due to the introduction of Universal Secondary Education since 2006 have led to demand for more teachers as well as retention of the existing ones (MoES, 2016). In a preliminary interview with the School Headmaster, it was stressed that the high enrolments vis-à-vis the insufficient and untimely government funding have led to the staggering environment of teachers in majority of government aided schools including Bukedea SSS. Large numbers also have justified inadequate physical facilities, insufficient learning and teaching resource materials and overcrowding which significantly imply heavy workload for the teaching staff as a result of understaffing (Bukedea District Local Government Performance Contract, 2016/17). Given the insufficient salary scales of government teachers in Uganda (Bukedea SSS inclusive), shortage of intellectual support and minimal materials to support their work, teachers feel demotivated to actively engage in their duties with high morale which has later led to high turnover (International Labour Organization, 2016). School authorities are challenged due to the lack of motivational approaches with high manifestations of irregular payments, accumulated arrears, overworking, lack of stipends, extra work activities, etc. Such challenges have led to an increase in teacher turnover in government-aided schools whereby they look for greener pastures elsewhere in other better paying teaching jobs preferably in private schools or take on other job engagements such as business or agriculture (Oonyu, 2012). At Bukedea SSS there lacks allowances especially for science teachers which pulls their morale down and thus decide to join private schools. The school has had an unstable number of teachers as shown in the table below: 

Table 1.1  showing number of students and teachers since 2013
	Year 
	2013
	2014
	2015
	2016
	2017

	[bookmark: _Hlk531187395]
	TA
	TO
	TA
	TO
	TA
	TO
	TA
	TO
	TA
	TO

	No. of Permanent Teachers 
	45
	2
	43
	3
	40
	3
	30
	5
	45
	4

	No. of Part-time Teachers
	7
	4
	6
	3
	7
	5
	5
	3
	9
	5

	KEY 
	TA
	[bookmark: _Hlk531187421]Teachers available 
	TO 
	[bookmark: _Hlk531187428]Teacher Turnover 


Source: Bukedea SSS School Archives (2013-2017)
The table above shows that teacher turnover varied year to year due to different reasons. As shown, permanent teachers available as allocated by Ministry of Public Service despite being on the payroll would decide to quit their job. Part-time teachers had the highest turnover wherewith it exceeded 50% annually. In anticipation, the cause of teacher turnover was still unknown whose orientation would necessitate deep exploration of the causal factors. 

In 2009, the school formally inaugurated special motivational approaches aimed at retaining teachers which included social welfare assistance, duty delegation, special allowances for science teachers, active community engagement through the Parent-Teachers Association and Board of Governors, construction of more classroom space, etc. as affirmed by Headmaster. Due to the change of leadership overtime, teacher turnover has increased despite the existence of such programs as a result of little enforcement. Teacher retention was quite stable between 2009 until 2013 when the school administration was reshuffled with the transfer in and out of teachers and other managers. Job dissatisfaction among some teachers at Bukedea SSS was tagged to the lack of teacher induction at recruitment/deployment by the Ministry of Public Services. This was also coupled with the poor incentives, the large class sizes to manage, poor working environment and routine work overload which have negatively impacted their morale to provide excellent and efficient services. 

Inadequate teacher motivation has posed negative consequences on the academic performance of schools inclusive of Bukedea SS (Muthoni & Wafula, 2016). The Uganda National Association of Teachers Union frequently emphasized government to better teachers’ working conditions, improve remunerations and offer accrued benefits for their services augmenting attempts that align teachers’ motivation to make the education profession more attractive and pleasant. However, through the school meetings, PTA and BOG meetings, teacher motivation has been discussed at Bukedea SSS and means of retention sought but not fully implemented and enforced which resultantly has led to turnover due to job dissatisfaction as revealed by the Director of Studies. Therefore, it is upon this background that the researcher seeks to establish the relationship between motivational factors and teacher retention at Bukedea SSS. 

[bookmark: _Toc1537359]1.2 Problem Statement 
[bookmark: _Hlk531187446]Bukedea SSS has experienced teacher turnover with the fluctuating number of teachers overs the years since 2013 leading to unstable teacher retention (refer to Table 1.1). In attribution, the motivational strategies in place at Bukedea SSS seem inadequate with manifestations of absence of uniform systems of both monetary and non-monetary allowances (Bukedea SSS Performance Report, 2017/18). Given the less active engagement of teachers in some designated assignments, their performance is affected as a result of low motivation from school management. Explicitly, Nairuba (2011) revealed that universal factors across the Ugandan public-school system as manifested in terms of poor teacher motivation, poor HR management as large class sizes seem to have had a bearing on teacher performance at Bukedea SSS. The salaries provided to teachers in the public-school setting as a motivational bait are seemingly inadequate whereby if they do not engage in part-timing in other schools, individual survival may be threatened. Like in other government-aided schools, the irregular payments as coupled with lack of stipends and big workloads affect teacher performance at Bukedea SSS. Despite, the PTA and BOG suggesting motivational factors tailored towards increasing teacher retention and satisfaction such as regular allowances, training, and striking work-life balance, the school still struggles to retain talented teachers. UNATU’s efforts to foster government’s commitment to increase teachers’ salaries by 20% has not yet paid off thus affecting teachers, Bukedea inclusive. Regardless of efforts by various stakeholders, teacher retention at Bukedea SSS has still stalled due to unstructured remuneration, lack of training opportunities and stretched work-life imbalance (MoES, 2016). The study seeks to establish how teacher allowances and bonus; teacher training programs and work-life balance can act as motivation strategies to enhance teacher performance at Bukedea SSS. 

[bookmark: _Toc1537360]1.3 Purpose of the Study 
The study aims at establishing the relationship between motivational factors and teacher retention at Bukedea SSS. 

[bookmark: _Toc1537361]1.4 Specific Objectives 
i. [bookmark: _Hlk531188325]To explore the relationship between remuneration and teacher retention at Bukedea SSS
ii. To establish the relationship between teacher training and teacher retention at Bukedea SSS
iii. To find out the relationship between work-life balance and teacher retention at Bukedea SSS
[bookmark: _Toc1537362]1.5 Research Questions 
1. What is the relationship between remuneration and teacher retention at Bukedea SSS?
2. What is the relationship between teacher training and teacher retention at Bukedea SSS?
3. What is the relationship between work-life balance and teacher retention at Bukedea SSS?
[bookmark: _Toc1537363]1.6 Research Hypotheses 
H1 Remuneration positively influences teacher retention 
H2 Teacher training greatly impacts teacher retention 
H3 Work-life balance has a positive significant effect on teacher retention 
[bookmark: _Toc1537364]1.7 Conceptual Framework 
[bookmark: _GoBack] (
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In the figure shown above, the conceptual framework illustrates the relationship between motivational factors and teacher retention.  As per the figure, the independent variable was motivational factors which were operationalized by remuneration (salaries, bonuses and allowances), teacher training (induction, mentoring and coaching), and work-life balance (job sharing and compensated leave); which had a direct impact on teacher retention in terms of low turnover, active engagement and work morale.  The researcher adopted a many-to-one approach to depict the relationship between motivational factors and teacher retention at Bukedea SSS.

[bookmark: _Toc1537365]1.8 Justification 
[bookmark: _Hlk531187469]The wavering academic performance in government-aided secondary schools, Bukedea SSS inclusive as triggered by the existing level of motivation stands in relation to teacher performance. Lack of satisfactory motivation among teachers as manifested through the low payment grades and lack of allowances taints teacher performance. Apparent to Bukedea SSS, training programs such as induction have not been fully implemented due to the shortage of teaching staff. Teacher transferred from Bukedea SSS leave a gap to fill and also the class sizes seem overwhelming due to the unmatched teacher-to-student ratio. Failure to cope with low motivation perpetuates teacher retention which significantly affects teacher performance. The fluctuating number of teachers justifies the high workload constraining the inadequate staffing level. Bukedea SSS lacks a standard compensation plan for overtime, weekend programs and extra co-curricular activities. Teacher salary structures are at the mercy of government’s discretion to increase which seemingly takes longer than expected. Demotivating factors thus demean teachers’ efforts to actively engage and worst resign or retire without plans for immediate replacement. The Director of studies in an interview revealed that teacher turnover in FY 2016/17 was about 25% whereby the school administration was tasked to promptly cover the gaps. It is therefore, in this view that the researcher wishes to establish how motivational factors impact teacher retention at Bukedea SSS.  

[bookmark: _Toc1537366]1.9 Significance of the Study 
The study aimed at providing a detailed understanding and orientation to Bukedea SSS management on how teacher motivation could influence teacher retention.
The study aimed at closing the knowledge gap regarding teacher motivation and teacher retention based on the contextual analysis with regard to Bukedea SSS.
The fact that Bukedea SSS is a government-aided school, the study was aimed at providing detailed facts to help government policy makers in developing appropriate policies that suggest sound motivational factors to enhance teacher retention across the country. 
The study aimed at suggesting policy changes to help the Ministry of Education and Sports in designing sound teacher motivation factors that would enhance teacher retention in Uganda
The study also aimed at identifying motivation gaps existing among the teaching staff in the entire school as well as the Bukedea District and thus endeavor to suggest appropriate strategies to foster teacher retention within the school and the district at large.
The study was a requirement for the completion of a master’s degree and thus helped the researcher to fulfill the obligation upon approval by the institute supervisors. 
At completion, the study generated detailed information (literature) to act as reference material for future scholars with hopes of researching about motivation and teacher retention in secondary schools. 

[bookmark: _Toc1537367]1.10 Scope of the Study 
[bookmark: _Toc1537368]1.10.1 Content Scope
The study main focus was establishing the relationship between motivation factors and teacher retention at Bukedea SSS. The study explored dimensions including teacher remuneration, teacher training and work-life balance for teaching staff as the basic motivation factors to trigger teacher retention in the school. 
[bookmark: _Toc1537369]1.10.2 Geographical Scope 
The study was carried out at Bukedea SSS a government aided school located in Bukedea District in Eastern Uganda. Bukedea District borders Bulambuli District to the East, Kumi District to the West, Mbale District to the South East and Pallisa District to the south. 
[bookmark: _Toc1537370]1.10.3 Time Scope 
The study covered a period of 5 years from 2013 through 2017. This was the period when the school experienced the highest teacher attrition which affected its performance. 

[bookmark: _Toc1537371]1.11 Definitions of Key Operational Variables 
Motivation factors refer to organized and planned approaches that entice teacher to execute their teaching activities with high morale, work harder to deliver excellent services in the school setting. Motivation can be either intrinsic or extrinsic in nature because different teachers can be motivated differently. 
Remuneration refers to a form of pay or compensation for services performed by an individual or group of individuals. It includes terminal base salaries, wages, allowances and other benefits are in form of payment or compensation for services performed. 
Teacher training are the formal and informal policies and procedures geared to equip school teachers with the skills, attitudes, knowledge and behavior required to perform their designated tasks in classrooms and school community. It is a form of skills development that teachers undergo as a part of formal or non-formal arrangement aimed at bettering the services they offer in the school setting. 
Work-life balance is the degree to which teachers enrich both work and life related needs while executing both work and in non-work activities.  Also, this is balance required by teacher with respect to their job roles and other aspects of life such as family or business. 
Teacher retention is the rate at which teachers remain to provide professional teaching services in the school for a longer period of time. It examines factors including school characteristics as well as teacher demographics determining one’s decision to stay in the school or profession and may be change profession in accordance with the prevailing conditions. 




[bookmark: _Toc1537372]CHAPTER TWO
[bookmark: _Toc459114749][bookmark: _Toc500863828][bookmark: _Toc522809647][bookmark: _Toc1537373]LITERATURE REVIEW
[bookmark: _Toc459114750][bookmark: _Toc500863829][bookmark: _Toc522809648][bookmark: _Toc1537374]2.0 Introduction
Chapter two presents the literature review with information contributed by other scholar with respect the study objectives. The chapter consists of the theoretical review, conceptual review and related literature in alignment with the specific objectives. Content of literature reviewed in in the chapter was obtained from sources including text books, journals, periodicals, annual reports and the internet among others. 

[bookmark: _Toc1537375]2.1 Theoretical Review 
The “Motivation-Hygiene Theory” in practice entails provision of instruments aimed at motivating employees by generating satisfaction. Ideally, the theory takes a framework of cultivating a dual nature of satisfaction as well as dissatisfaction in consideration of both intrinsic and extrinsic motivation. In evaluation, it examines the degree of happiness/unhappiness based upon the foundation of sound managerial principles (Boddy & Paton, 2011). By specification, the theory involves both hygiene and motivation factors which represent extrinsic and intrinsic connotations respectively to motivate employees. Herzberg distinguished motivation in depiction of individual psychological growth while hygiene factors take route to avoid physical and psychological pain. Teacher advancement and remuneration are intrinsic in nature in which training and payment stand significant to their satisfaction and govern decisions to continue in services or leave. Vitally, work content that motivates teachers requires balancing both work and life situations to enrich individual satisfaction (Seniwoliba, 2013). Hygienically, teachers’ work context requires taking a twist that positively motivates them to deliver excellent services in which things like compensated leave, interpersonal relations and promotion would strengthen the chord of retention. Work-life balance helps employees meet their expectations that preventing dissatisfaction which would have otherwise led to turnover (Blaise, 2012). As per the theory, teacher retention in government aided schools stems from the commitment by the duty bearers such as state or private school directors to adopt sound motivational strategies that keep teachers morale high and thus avoid turnover but rather promote high morale and active engagement. As such, maintenance of a good working motivational hygiene would entice teachers to offer excellent services. Therefore, Herzberg’s theory therefore entails critical establishment and fulfillment of teachers’ needs which would ultimately promote school performance (Chandan, 2010). Given that the study was about motivation, using the Motivation-Hygiene Theory was in correspondence with the facets of investigation and thus being ideal to inform the study. 

[bookmark: _Toc1537376]2.2 Conceptual Review 
[bookmark: _Hlk531187496]Curtis (2012) affirmed that asserted that functionality of any educational system relies on the teachers’ input and therefore retention of quality and talented teachers is critical to school performance. Teacher “Motivation” is inextricable with education quality and thus plays an important role in increasing the morale of teaching staff and checks on turnover. Low morale depicts less commitment by teachers to execute their teaching duties as deemed necessary wherewith absence of motivational factors that meet their needs would jeopardize their efforts to provide good quality educational services and end up quitting for better remunerable jobs in other institutions or different types of work (Naseerud et al, 2012). Poor motivation undoubtedly perpetuates teacher turnovers due to low job satisfaction as affirmed by. Motivating teachers can take both monetary and non-monetary forms aiming at satisfying the needs of teachers in order to stimulate their engagement to their esteemed roles in the school setting. Inextricably, teachers are mainly determinately motivated by factors like work-life balance, remuneration and training. Teachers in Sierra Leone faced a challenge of insufficient pay structures across all education levels which factored in high teacher turnover in search for better opportunities (Giertz, 2016). To the largest extent, teachers in Sub Saharan Africa are demotivated by inadequate salaries and allowances (Mulkeen, 2010). In the United Kingdom, teachers are highly demotivated by work overload, low remuneration and public perception. Teacher retention can be threatened by poor facilitation, career development and the institutional environment. Rasheed, Aslam and Sarwar (2010) asserted that teachers can therefore be retained upon making efforts to improve the operational environment, supportive teacher evaluation and committing to upholding meaningful professional development as tokens of motivation. Like any other organization, the school’s objective is not only recruitment of personnel but also develop, motivate and thus retain quality and talented staff especially teachers (TISSA, 2013).

In contrast, Mulkeen (2010) found out that American teachers are highly motivated as compared to Sub Saharan Africa which explains why teachers in the latter quit the profession, retire or provide poor educational services. Teacher “retention” and “motivation” in the developing world as based on the satisfaction are characterized by salary structures, class sizes, administrative support, professional advancement opportunities and the operational environment. Closing the teacher shortage gap in Sub Saharan Africa calls for institutionalization and promotion of good motivational factors which include though not limited to; improving payment, promoting teacher professional development and striking a balance between work and life situations (UNESCO, 2015a). The psychological process involving the interaction between employees and their operational environment portrays the aspect of motivation. Given that all individuals (teachers) require varying levels of motivation, both intrinsic and extrinsic forms are taken into consideration in order to increase morale and trigger active engagement in the day-to-day school educational activities (Semela, 2014). Teachers are compelled to behave in a particular manner given the environment to which they are subjected and attach value in relation to their school activities thereof. In a social context, teacher motivation aligns with one’s competence and justifies the level of autonomy in relation to the matter of services in the school (Blaise, 2012). Teacher motivation positively impacts teachers’ attitudes towards work whose desires to engage in the educational process in the school environment are stimulated to provide finite services continually. Good remuneration, teacher professional development and work-life balance are highly related with high teacher morale and engagement thus creating a positive school culture and climate. Wherefore, raining teachers’ morale creates conducive atmosphere for students to learn pleasantly (Mutune & Orodho, 2014). 

[bookmark: _Toc1537377]2.3 Remuneration and Teacher Retention 
Charalambous (2009) reported that organizations need to put in place sound strategies for manpower retention so as to maintain a good and responsive team of staff which by essence implies that there is need to institute mechanisms that will perpetually make the institution attractive. Remuneration is vital in motivating teachers to feel comfortable and thus render wholesome and excellent service to the school (Mulvey & Cooper, 2009). As such, remuneration packages are indispensable to staff retention taking form of pay rewards in appreciation for work done. Teacher motivation generally affects teacher retention which by principle necessitates the likelihood of continued service in the school given a good pay, timely and adequate bonuses and allowances (Blaise, 2012). Firestone (2014) stressed that teacher like other employees leverage on attractive remuneration packages with if promptly remitted trigger consistent commitment to actively engage in providing quality teaching services. Teachers in Ghana were attracted by the good remuneration scales presented in form of salary increases, terminal bonuses for science teacher and allowance for hard-to-reach areas which triggered staff retention. Variably, remuneration consists of financial benefits and employee benefits. Arguably, remuneration is the most challenging features of human resource management given the diverse contexts of employees as based on experience, qualifications and other factors (Seniwoliba, 2013; 182). Skaalvik and Skaalvik (2009) pointed out that remuneration scales have a significant effect on teacher retention especially with the basic salary which differs by individual. Also, future compensation expectations affect teacher retention and that is why Worth, De Lazzari and Hillary (2017) suggested that academic institutions should have staff retention plans in consideration of the reasons tagged to the high turnover and low morale. The plan should basically address areas of dissatisfaction reflecting payment, bonuses and allowances for staff. Mason and Poyatos (2015) hypothesized that good remuneration may enhance academic performance because it encourages the teaching staff exert emphasis in bid to compensate for the high payment. 

According to Mulvey and Cooper (2009), remuneration either reduces or builds staff commitment and performance whereby pay structures must be congruent with other institutional practices so as to reinforce staff morale and active engagement. Power remunerations impede teacher morale and can lead to turnover. Low salaries and lack of bonuses as well as allowances for extra services rendered demoralizes teachers and thus lowers retention. To this end, when teachers find more attractive opportunities they can decide to take their chances (Gyezaho, 2011). Ugandan government-aided schools provide remarkably one the lowest remuneration scales in East Africa as evidenced by its compensation scale for public servants. This trend has triggered high teacher turnover in public schools (Jingdong et al, 2017). The Kenyan Government Policy on teacher retention where special subject teachers were given three increments on top of their salaries demoralized art-based teachers due to the uneven consideration in policy making. Therefore, this arrangement negative impacted on art-based teacher retention as revealed by Nairuba (2011). Remuneration ranks first among the motivating factors considered by teachers as the best intrinsic reward package. It is fundamentally, dimensional i.e. fixed short-term pay such as salary and variable financial benefits like bonuses plus other incentives awards (Kremer, Miguel & Thornton, 2009). The TISSA report (2013) revealed that value must be placed on the different remuneration elements with significance to potential payouts to pose big impact on future teacher retention. Further, it was revealed that school performance has a direct link on the quality of teacher remuneration and therefore incentivizing service provision would intimately cultivate teacher morale and fervent engagement. Provision of differentiated remunerations such as transport allowances, housing allowances, and lunch allowances provide equitable grounds for retention (Ochwo, 2013). In the Universal Primary/Secondary Education system teachers have been incapacitated to satisfy their individual needs directly justifying the high teacher turnover. UNATU expressed concerns of increasing teacher salaries as a way of motivating teachers and combat turnover (UNATU, 2010). In my view, remuneration is a significant ingredient for motivation which can highly influence employee behavior either positively or negatively. 

[bookmark: _Toc1537378]2.3.1 Salary and Teacher Retention 
Russ, Sherin and Sherin (2016) postulated that the varying working conditions among public schools in the US determine the salaries paid to teachers as differentiated by community type and region. Teacher salaries like in other occupations change over time. A core focus on teacher turnover has a direct link on teachers’ morale which defines how they move from one school to another. Therefore, teacher salaries in a general sense impact the quality of their instruction wherewith compensation for teachers working in public schools can seemingly stay unchanged for a period of time if there is no policy in place that may spell out increment (Gilpin, 2011). Rogers and Emiliana (2009) shared that teacher salaries highly contribute to school quality which poses concern for policy-makers and state legislators to plan for teachers working in public schools. 

Attractive salaries entice teachers to put in more effort in their duties and any change in the scale may either positively or negatively impact their retention. Salaries therefore provide a benchmark for teacher performance and engagement. As an economic satisfaction, increasing teacher salaries plays a great role in motivating classroom teachers. Fundamentally, salaries as financial remuneration should not be underrated because they play a significant part in the teachers’ lives as they help them to take care of their family (Hendricks, 2014). Giertz (2016) stated that salaries are the basic source of remuneration which are very critical to motivating teachers and other staff in a school setting. Good salaries trigger one’s willingness to stay in their profession while poor remuneration factors in teacher turnover and low engagement. Generally, the teaching profession does not sufficiently reward which causes a high teacher turnover among Ugandan public schools (Ochwo, 2013). Most employees are highly motivated by the salaries they earn and therefore, the higher the pay the higher the morale to offer quality services. 
In Bangladesh, the low remunerations in public schools demotivated teachers who in comparison with other professions felt cheated and opted to quit the profession in search for better paying jobs. Monetary rewards are factors that motivate teachers to perform their designated roles and responsibilities with high morale (Hossain et al, 2017). The situation is the same in Tanzania where teacher monthly salaries were not motivational enough to engage teachers and attract new entrants into the profession especially among secondary schools. Low salaries justify teachers’ intention to quit the profession or look for other well-remunerated alternatives in other schools. Government teachers in Ghana were compelled to take petty trading activities in response to the low salaries and welfare scales (Achor, 2009). It was revealed that in Nigeria 62.9% teachers in secondary schools took up basic jobs as a mechanism to adjust their economic situations as a result of the low and untimely salaries provided by the government as revealed by Abakpa and Agbo-Egwu (2008). 

Greaves and Sibieta (2014) posit that teacher remuneration through competitive salaries is a significant variable of teacher retention globally. Wherefore, teachers’ intention to quit the teaching profession or go to another school can be determined by the salary scales as a yard stick to decide either to stay or not. Teacher retention rates are congruent to the quality of teaching services provided. It was found out that teacher salaries are strong determinants of teacher supply and retention in the US because they influence decisions on staying in the profession or school as well as quitting (Hendricks, 2014). In Uganda, teacher salaries are a distinctive form of compensation like in other countries which in reflection entails the government’s commitment to meet its obligation to lay much focus on maintaining a good pay structure for school teachers working in government-aided schools (Okurut, 2012).  
[bookmark: _Toc1537379]2.3.2 Bonuses and Teacher Retention 
In addition to salaries, it was found expedient by Kolbe and Strunk (2012) that if remuneration is targeted for a minor group of employees it impacts substantially impacts retention at a lower cost. To retain science teachers in Kenya, a retention bonus was offered to motivate their stay in the profession to provide services with high morale (Mutune & Orodho, 2014). The Ugandan government set out to motivate teachers deployed to work in hard to reach area by offering bonuses so as to neutralize the disproportionate high rate of turnover among secondary school teachers. Bonuses are often commensurate with the unit retention of teachers in public schools and therefore help in maximization on return of investment as aligned with the extent of compensation (Acom, 2010). In North Carolina, the state instituted a $1,800 bonus for teachers of science, mathematics and special education found in high poverty and or academically failing government secondary schools which was yet sufficient to reduce teacher turnover by over 12%. In justification, it was affirmed that the supplementary pay was a promising mechanism sought to retain teaching staff in hard-to-staff schools (Clotfelter, Glennie, Ladd & Vigdor, 2008). 

Gary, Zimmer, Kho and Pham (2017) shared that governments should make greater efforts to promote bonus schemes like the Tennessee Retention Bonus Program for public schools whose aim is to add value to teachers’ orientation to perform their duties diligently. The move was targeted to curb the growing rates of teacher turnover in prioritized low-performing schools. In evaluation, governments and sponsoring bodies consider the size, nature and context of the bonuses on a varied scale to assess the motivational impact of such initiatives (Balch & Springer, 2014). The existence of Parent-Teachers Associations and the School Management Committees in Uganda school structures has supplemented on the efforts to institute bonus programs from a social and welfare point of view. Bonuses agreed upon by associations and committees can be periodical or obtrusive in nature so as to motivate teachers and avoid turnover (Lasagna, 2009). 

Retention incentives offered to teachers depend on the eligibility criteria as a strategy to motivate them on a varied scale. Education institutions are urged to adjust their compensation plans that provide opportunities for teachers to earn some financial bonuses in appreciation for demonstrating exceptional services and outstanding performance (Borman & Dowling, 2008). The Ugandan ministry of education offers a single-salary system which does not recognize the exceptionalities of individual teachers and thus seeking additional compensation has not received much attention. As a result of lack of motivation, teacher working in public schools in Uganda tend to seek placement in schools with good remuneration scales with manageable student populations (Okurut, 2012). Also, teachers tend to seek jobs that offer greater financial rewards that correspond with their inherent efforts. Mulve & Cooper (2009) postulated that merit pay bonuses motivate teachers to perform well and thus gain ownership and control over their work which in turn entices them to stay in the school. 

Although not every teacher receives bonuses, the relationship between the beneficiaries and school administration improves significantly and increases morale for them to actively engage in school development (Podgursky & Springer, 2011). Bonuses should be based on a given achievement wherewith teachers to commit to hit the target in order to qualify for them. By rating, public school administration units consider teacher bonuses as per classroom performance, specific obligations, extra-ordinary effort, etc. which determine the different rewards to be allocated to motivate them. Clotfelter et al (2008) reported that in schools where there is not merit-pay scales, only core subject teachers of sciences, mathematics and special education qualify for the standardized assessment for such benefits. Compensating teachers is quite challenging because it requires topical reforms that intuitively carry sense of consideration by the policy making bodies. It was revealed by Steele, Murnane and Willett (2009) that merit pay hinges on school or students’ outcomes in attribution to a given teacher or group which inherently impacts their morale to stay in the school. 

[bookmark: _Toc1537380]2.3.3 Allowances and Teacher Retention 
In Banjul, the World Bank in collaboration with the government instituted a remuneration strategy dubbed hardship program that offers additional allowance to school teachers operating in lower basic grades in government-aided schools located far away from the capital that are disadvantaged economically (Pugatch & Schroeder, 2013). With an additional $23 monthly teachers in Gambia are motivated to stay in their schools and actively engage to provide educational services to their students (Mulkeen, 2007). Nigeria’s ministry of education provides teachers with additional allowances to teachers who work in remote schools whereby this monetary incentive attracts quality teachers and thus necessitates retention at these schools. Failure to motivate teachers in some aspects such as working in remote areas would challenge the progress and quality of education in the developing world. However, additional allowances paid to hardship school teachers must be commensurate with their qualifications and willingness to serve in such areas in which ministry and district administrator take much discretion to place such teachers in schools with the need (Adeyemi, 2008). In Uganda, appointed teachers have entitlement to different types of allowances such as travel and hardship allowances. Public government-aided school teachers deployed in hard-to-reach areas are entitled to a hardship allowance amounting to 30% of their basic salary (Aacha, 2010). As such, the government provides this allowance in consideration of school remote location, state of infrastructure and level of security which by essence sets to attract, motivate and retain teachers in such areas. As per Nairuba (2011), motivational factors to ensure teacher retention and performance among Jinja secondary schools lagged because of the lack of good fringe benefits including allowances. 

On special occasions, teachers receive travel allowances which by inclusion are in form of safari day allowance and transport allowance. Schools in conjunction with its autonomous bodies such as PTA and BOG can determine extra duty allowances, sitting allowances, honoraria and overtime allowances which fundamentally are aimed at triggering teacher morale to effectively perform their duties effectively (Adeolu & Olusola, 2013). However, most allowances are determined by schools upon agreement with other relevant actors. In Omuku River state in Nigeria, teacher motivation took route of needs assessment where it was established that prompt provision of food allowances was critical to teachers’ effectiveness (Ikenyiri & Ihua-Maduenyi, 2011). Selemani-meke (2013) revealed that teacher motivation is negatively impacted on by the shortage of travel allowances in Malawi government-aided schools. Intrinsically, allowances are fringe benefits that teachers treasure most in Uganda in order to perform their duties diligently (MoES, 2013). A study carried out by Awan and Asghar (2014) revealed that teachers in Pakistan are motivated by the remuneration packages imbedded in the reward system including different types of allowances proportionate to their basic salary which strongly impact their retention in providing educational services in government-aided schools. Additionally, allowances are considered dimensions of teacher welfare whose orientation was revealed to trigger excellent teacher performance in among government-aided primary schools found in Bugisu Sub-region (Kigenyi, 2017). In Tanzania, Lyimo (2014; 11) found out that the abolition of teachers’ allowance such as transport, leave, rent and teaching allowances in the 80s upon the implementation of the Structural Adjustment Programme affected teacher retention in government-aided schools. As such, teachers’ living conditions were affected which in turn demoralized thus affecting the services provided to the school hence poor academic performance (pg. 7). 

[bookmark: _Toc1537381]2.4 Teacher Training and Teacher Retention 
Professional development training teachers receive energizes their conscience and thus motivates them to effectively implement schools programs with high morale. Training programs geared towards improving teachers’ abilities and potential to perform their duties are prerequisite to their retention in the schools where they operate their duties (Mandina, 2012). Selemani-Meke (2013) revealed that full participation of teachers in training programs helped public teachers in Malawi learn different managerial and leadership skills that can be applied in the day-to-day activities. It was postulated by Poti, Mutsvangwa and Muchativugwa (2014) that teachers who lack formal professional teaching training in South Africa are encouraged to take on in-service training programs so as to equip them with adequate instructional skills. Inadequate training is a great contributor to teacher turnover in Sub Saharan Africa because of the meagre preparation during college training and thus they fail to cope with the conditions in the school setting resulting into low morale and finally decisions to exit (TISSA, 2013). Motivational factors as analyzed by Collins and Lucasi (2012) in Kenya suggested a re-engineering process of teachers’ morale for sustainability of the education system in Onitsha. The provision of professional training opportunities to teachers in Uganda also mirrors the results in the Nigerian context whereby seminars and workshops are promoted to better and redefine teaching roles and responsibilities. Also, allowing time for teachers to undertake professional training courses such as undergraduate and postgraduate motivates and commits teachers to stay in school as affirmed by Byamugisha (2010). Participation of teachers in school funded in-service training programs and conferences positively influences teachers’ morale and foster their engagement and commitment to school activities. For continuous improvement, teacher training entails provision of routine feedback through impromptu and casual conversations (Gyezaho, 2011). Inherently, informal and formal training increases employee efficacy as well as the feeling of competence which resultantly motivates and builds a sense of ownership and belonging to the school. With career development and personal development gained out of training programs, teacher turnover is checked. Induction, mentoring and coaching provide informal learning opportunities in the school setting through personal interaction, workshops, reflective supervision, conferences and meetings (National Professional Development Center on Inclusion, 2008). 

Nairuba (2011) shared that formal and informal training initiatives in Uganda have led to an improved state of services provided by teacher in schools because they cater for managerial, instructional and leadership skills required for them to provide excellent services. TISSA (2013) recommended that that routine forms of professional development including coaching and mentoring of staff has an edge on teachers’ performance syndrome because it gives chance for teachers to receive feedback from peers and superiors on their day-to-day operations in the school environment. This account motivates teachers to perform well and enrich school objectives (Kasiisa & Tamale, 2013). Further, Okurut (2012) found out that engaging teachers in open dialogue and meetings strengthens their professionalism if catered to the cordial needs of the beneficiaries. Different rounds of teacher training carried out to update skills and knowledge also puts into consideration the job-specific uses of new technologies and theories in the modern era (Jingdong et al, 2017). 

Teachers therefore feel valued if well supported to enrich their potential with emphasis on classroom management, leadership and academic improvement. School administrators in public schools in Uganda are charged with the responsibility of detecting and assessing the specific professional development needs of their teaching staff and thus pave ways on how to implement motivational factors in form of specific teacher training as prescribed at needs assessment (Oonyu, 2012). Sponsored teacher training programs create a sense of belonging among beneficiaries and maintain their trust and value in the services rendered in behalf of the school which compels teacher to pay loyalty to their employers. Individual meetings and sharing moments with peers and superiors helps teachers get meaningful feedback in an informal manner (Kigenyi, 2017). In Florida, highly skilled and experienced teachers are from time to time requested to mentor or coach junior teachers by briefing them on school rules, norms, tricks, and testimonies that strengthen their stature to curb negative thoughts related to turnover (Huang & Cho, 2010). This trend is not so different from Uganda’s because most junior teachers are normally attached to experienced teachers who can creatively mentor them on issues such as lesson planning in their early stages of the teaching profession. Teacher training is vital for retaining qualified and talented teaching staff given that it provides opportunities for personal growth as well as employee satisfaction (Byamugisha, 2010). 

[bookmark: _Toc1537382]2.4.1 Teacher induction and teacher retention 
Developing countries especially in Sub Saharan Africa are characterized by low employee motivation as one of the most noticeable impeding factors for retention. As reported by Masikye (2013), teachers constitute Uganda’s biggest proportion of civil servants who are basically affected by poor incentives, low morale, unsupportive work environment as a result of poor HR policies and inadequate induction programs after recruitment or deployment. Such challenges have highly impacted teacher retention and basic learning and reading for students. Teachers’ own learning environment is set during induction with core focus on rote learning in justification of the conceptual factors underpinning their morale and willingness to practice the paradigms learnt during the process. The Guidelines for Staff Employment in Private Schools and Institutions by the Minsitry of Education and Sport prescribe in Section 7(1) that for purposes of staff development and retention, new members of staff need to undergo induction and orientation with regard to the relevant laws, regulations and policies that are related to the education services as well as the particular schools or institutions in which they are deployed to provide teaching services. Section 6(3) obliges the school administration to carry out induction for new teaching staff in relation to Teachers’ Professional Code of Conduct plus other related education service requirements and regulations thereof. 

Keilwitz (2014) asserted that teachers’ pedagogical experience and knowledge gained during induction sets precedence of one’s preparedness to execute designated duties with exactness in exemplification of the actions in the classroom/school setting. Government-aided schools in Uganda operate within the framework of the set standards and guidelines of the ministry of education and sports that prescribe strong commitment to induction programs for in-coming teachers so as to orient them on the school culture, practices and ways of operation at the initial stages. Newly appointed teachers require induction into active service which ideally triggers their morale to consistently provide excellent services (Aacha, 2010).

The legislature in California committed to a statewide partial funding of an induction program for inaugural teachers in early 2000s under the theme Beginning Teacher Support and Assessment Program whose aim was to identify beginners’ strengths and weakness to determine areas that may require absolute strengthening in their instructional practice (Mingo & Watkins, 2012). Wherefore, through the cordial interaction and guidance, beginning teachers receive instructional tips to improve their potential in doing their job which in turn motivates them to continue delivering quality services with corrective feedback which helps them to grow in a professional perspective sustainably. UNICEF reported that the Uganda education system requires strengthening teacher induction programs to substantiate the professional expectations of the beneficiaries. At induction state, principals use neutral but informative strategies to address the challenges expected in the professional journey of a beginning teacher so as to enhance their classroom and teaching management abilities at the start of their careers (Stewart, 2015). 

Through induction, mentors and principals socialize by way of observational learning and sharing ideas that can help new teacher adapt to the new school environment with much ease. This stimulates their morale as well as ownership and a strong sense of belonging (Potemski & Matlach, 2014; 2). Poti et al (2014) found out that South African teachers enjoy a collative and encouraging teacher community that creates a neutral platform for all teachers to interact and thus take moment to shape their own work environment. In the US context, school induction programs are applied to ease beginning teachers’ transition into the teaching profession, lessen stress and thus address beginners’ challenges with ultimate outcomes of retention. Essentially, induction fosters new teacher development in addition to retention. With a focus on school and individual goals, teacher induction integrates beginning teachers into the wider school community and reduces teacher isolation. It also promotes and support continuous learning thus bridging the achievement gap in the cultural and social transformation process (Hendricks, 2014). 
[bookmark: _Toc1537383]2.4.2 Mentoring and Teacher Retention 
Waterman and He (2011) found out that assigning mentors to new teacher at inauguration into instructional services is a strategy of retention. In 2002, Virginia passed a low that compels school principals to assign mentors to beginning teachers in their first year of service. As such, the Great Beginnings program was started which required veteran teachers to meet and interact with beginning teachers before starting service at least monthly throughout the summer period as a way to motivate them to offer excellent services thereafter. This continues through their first three years of active service in the education system. It was therefore asserted that teacher recruitment should be in alignment with retention (Mingo & Watkins, 2012). Institutionalization of a comprehensive mentor program should involve informative rounds, advisory terms and meaningful feedback to impart the required skills for new teachers in the education field. By essence, mentors should be well-suited for this role, have an open mind and present with supportive mindset to create good rapport with the mentee (Ambrosetti, 2014). 

Vitally, mentoring programs provide open opportunities for feedback and content sharing to identify challenges hence suggest corrective action and support imperative to the observations made. Mentors therefore provide both emotional and technical support. Mentors advice, make recommendations and prove moral encouragement (Keilwitz, 2014). Mentees expedite mentor training through enhancement of positive impacts with regard to individual skills and knowledge. Structurally, mentor programs draw attention to the most urgent tasks in benefit of the open-ended learning environment which determines that the direction and pace of learning (Hunzicker, 2010). Uganda government-aided schools mentoring programs are inactive despite the legal and policy framework provisions. The relationship between parties during mentorship postulates the informal and formal learning processes where the mentor shares based on experience and expertise in a given area to provide informative support, advice as well as feedback to new teachers joining the teaching profession (TISSA, 2013).  

Long (2015) revealed that the National Center of Education Statistics revealed that 92% of the new teachers who were mentored during their inaugural first year were retained in services. A clear set of responsibilities for mentors should be spelt out to provide a comprehensive training process aimed at meeting motivating teachers adequately. Mentors are meant to possess given characteristics such as qualifications and experience to help them discern specific mentoring goals in the most preferable context they in which they operate (Ambrosetti, 2014; p.32). It therefore entails rigorous construction and reconstruction of one’s skills and knowledge whereby possession of cognitive skills by the mentor is a core prerequisite with regard to the mentee pedagogically. Selecting mentors hinges on high quality standards with emphasis on one’s ability to make critical analysis and evaluation of instructions that may trigger beginners’ morale to continue providing quality education services. Specifically, mentors must meet specific qualifications so as to spearhead an effective training program based on set objectives (Goldrick, Osta, Barlin, & Burn, 2012). 

Inextricably, mentor programs vary in nature depending on the working environment as set by the pedagogical perspectives tailored towards motivating novice teachers (Potemski & Matlach, 2014). Intrinsically, mentor programs should be incentivized to attract high quality teachers to engage in providing advice and support to new teachers entering the education system so as to better the classroom and general management abilities. MoES set to institutionalize the self-instructional training manual with intentions of training and mentoring teachers and student teachers still under training in aspects related to authentic classroom administration and management (MoES/UNESCO, 2011). Teachers South Carolina complained about the high shortage of mentors as a main concern that was affecting teacher growth which explained the increased teacher turnover. Therefore, high school teacher in the US posed a dire need for supportive school and teacher policies including mentoring of beginning teachers and other plans for teacher professional development are correlated with teacher turnover (Clotfelter et al, 2008). 

[bookmark: _Toc1537384]2.4.3 Coaching and Teacher Retention 
Hall (2013) revealed that coaching new and old teachers in technical skills improves their knowledge and proves worth in setting minimum standards in contrast with their professional qualifications. Coaching expands individual autonomy and thus motivates teachers to act with confidence. On-site coaching requisitely impacts teacher retention in regards to the strategic thinking about content delivery and customization in the school context. This trend motivates new teachers especially if training is particularly customized to the various teachers’ needs (Jayaram, Moffit & Scott 2012). Good support and coaching nurtures teaching practices and boosts teacher instructional and managerial skills. In Rwanda, it was revealed that pedagogical training in relation to mathematics instructions did not take route of coaching both pre and in-service. Intense supportive coaching affected teacher retention. Equally, personnel under training wishing to join the education system to teach are required to spend their final year working in a school setting and learning instructional skills based on planned coaching schemes (USAID, 2015). In Ghana, the ministry of education implemented a diploma covering 4 years named Untrained Teacher Diploma in Basic Education (UTDBE) as a form of coaching non-trained staff who were practicing teaching (pg. 51). Ingersoll and Strong (2011) found out that instructional coaching for teachers provides a flexible learning environment coherent to peer reviews in a more conducive manner. Coaching gives teacher an opportunity to practice new teaching methods and also learn from fellow peers as well as their instructional leaders within a familiar and safe environment. Coaches train new teachers to manage classrooms behavior and make productive use of the available instructional time as aligned with the curricular goals (Keilwitz, 2014). 

In Turkey, school administrators are obliged to create coaching logs in addition to the weekly summaries shared by teachers with their coaches. Teacher practices after coaching sessions are evaluated based on classroom observation and instructional abilities demonstrated (Avalos & de los Ríos, 2010). In coaching, individualized feedback is prioritized which is based on the instructional experts either one-on-one basis or in a group setting as deemed necessary to enhance specific instructional abilities of teachers (Fletcher & Mullen, 2012). Taking form of classroom observations, coaches provide constructive feedback on teachers’ practices providing specific solutions and recommendations for future improvement. In the perspective of Content-Focused Coaching, coaches typically laid focus on the improvement of pedagogical practices and teachers’ classroom management during its development in Boston, Massachusetts (Kraft & Blazar, 2016). The phenomenon targets improving classroom atmosphere, behavior management, proper utilization of class time, lesson planning/execution and student management. Expediently, coaches are obliged to work with teachers especially the beginners on a one-on-one basis for a minimum of a year providing support to meet their goals (Jayaram, Moffit & Scott 2012). In Uganda, coaches in the education system mainly apply to student learning unlike teachers. Coaches and their trainees have to work collaboratively during the coaching sessions with clarifications, observation, implementation mechanisms, feedback and also reassessment. Considerably, coaches should observe teacher for minimum of half school day thereafter ensure to meet them for debrief, appreciation and offer corrective advice (TISSA, 2013). Through formative assessments, coaches identify challenges on a daily basis upon which interpretation is made to pave way for future growth of novice teachers in the education system. Constructively, coaches suggest areas and means for improvement by providing a description of effective practices that can motivate teachers to actively engage in instructional activities confidently in the school setting. Meaningful feedback from experienced coaches motivates beginning teachers to deeply engage with high morale in the pedagogical context (MoES, 2013).

[bookmark: _Toc1537385]2.5 Work-Life Balance and Teacher Retention 
Christensen and Schneider (2010) stated that creating a work-life balance helps employees to balance their work and lives appropriately by making changes on where, how and when someone can work to meet both organizational and individual needs. Teachers’ flexibility in executing their designated duties is critical to overall performance and effectiveness hence motivating beneficiaries to stay longer in service (James, Nolan & Hoover, 2011; 90). Schools in North America use work-life balance as a strategy to improve recruitment as well as retention and appropriate management of workload. Work-life balance helps teachers to operate flexibly to mutually meet business and individual needs of life (Fisher, Bulger & Smith, 2009). Beneficial to both parties, work-life balance motivates employees to strongly engage in their assigned roles and responsibilities because in some cases flexible working hours are allowed, part-time teaching and compensated leave for staff. 

In the school setting, job sharing is common because it involves part-time scale of operation in the working practice where two or more members of staff share a full time work activity continuously (Effron & Ory, 2010; 25). Therefore, work-life balance creates flexibility in the work place which enhances employee engagement and motivates them to stay in their job. If there is work place flexibility, quality and motivated workers are attracted and retained which is a total perquisite for increased productivity (Maitland & Thomson, 2011: 4). Work-family conflict impacts organizational behavior and workers’ attitudes which may result into either high morale or low morale wherewith the former is characterized by retention and the latter, turnover. With work-life balance, teachers become more flexible to meet school needs which drive them to work harder in pursuit to create a happy work place that emulates teamwork. It therefore improves morale and matches work flows with competency of individuals suited for the roles (Crowley, 2013).

In response to socio-demographic needs in the rapidly changing world today, Maeran, Pitarelli and Cangiano (2013) put it that school administrations have sought profound strategies to strike a cordial balance between work and life environments of their teaching staff. It has been common to find both spouses working, sometimes in the same organization (school) and the growing concerns for the traditional families would expectantly require to have flexible working schedules that would necessitate their enrichment to both work and family needs. In a study carried out in India by Sandeep (2012), it was established that work-life balance initiatives impact employee professional and personal performance by nurturing teachers’ attitudes towards work-life conflicts. In the IT industry of India, employers offer flexi-time to their employees to enable them meet both work and family needs whereby Irfan and Azmi (2015) established a significantly positive relationship to employee retention rates in the growing industry. 

Teachers in Turkey and Pakistan despite being contrasted by development indices enjoy work-life balance initiatives that have improved their morale and enhanced their efficiency under the quality work life programs (Akram, Ilgan, Ozu & Ahmad, 2017; 246). Such supportive policies come along with remuneration benefits thus factoring in retention because they have a strong impact on individual outcomes. Measuring the quality of work-life balance of government school teachers in Pakistan and Turkey provided evidence that justified the gap between the two countries although the two countries have similar contextual dimensions i.e. Islamic culture (pg. 247). This trend applies to a lesser extent in Uganda because of the low enforcement and application of work-life balance initiatives to institute intrinsic values of work relevant to both individual and professional backgrounds (lgan et al, 2015). 

[bookmark: _Toc1537386]2.5.1 Part-time Teaching and Teacher Retention 
The National Foundation for Educational Research (NFER) interim report by Worth, De Lazzari and Hillary (2017) revealed that part-time working teachers in Berkshire were stable in their jobs between 2010—2015 across primary and secondary schools although secondary schools have lower proportions of part-time teachers in comparison. In the same report, it was established that part-time employed teachers were mostly women (late 30s & early 40s) whose core purpose was to decrease the workload on school permanent employees. This trend enhanced the morale of workers to work with flexibility while as part-timing could basically be triggered to reduce normal working hours for old teachers who are transitioning into retirement (Christensen & Schneider, 2010). 

In Uganda, large teacher-student ratios necessitate part-time jobs which are commonly practiced in private schools to balance the situation with permanent workers cost effectively. Part-time teaching gives more time to the beneficiaries to attend to family roles and responsibilities such as caring for the sick, children and the elderly (Nairuba, 2011). Employees working on part-time basis are not very much worried about leaving the institution as the permanent workers with a heavy workload and ill-motivation. Indicatively, part-time teaching is a common phenomenon across the world because it is cost effective and convenient for school directors who may not wish to have a big list of employees on the payroll. Having more part-time teachers improves the rate of retention and therefore the government and other relevant stakeholders should device means of promoting part-time teaching (Narehan et al, 2014). 

Hargreaves and Flutter (2013) revealed that at the peak of part-time teaching, school teacher supply challenges are faced with the increased competition which tasks policy makers in the education sector to solicit means of overcoming the dual challenge. Part-timing therefore improves retention rates because it is an extrinsic incentive that motivates teachers not to leave their families but rather increase avenues for income generation to care for their families. Wherefore, education ministries and agencies are obliged to identify best-practices regarding timetabling of part-time teachers to bridge the human resource gap with incentives (UNESCO & ILO, 2008). 

Although Byamugisha (2010) stated that primary schools do maintain part-time teachers better than secondary schools, retention should be annexed to the benefits in place with a great deal of flexibility in the working patterns as a form of incentive for performing teachers. Incentivizing part-time teaching with some form of allowances enabled Kenyan secondary teachers operating on a part-time basis to stay teaching for an extended period. This phenomenon encourages teachers who are at the verge of leaving the profession with plans of changing course or school (Collins & Lucasi, 2012). Okurut (2012) revealed that timetabling for part-time workers seems crucial to accommodate and motivate employees although this may be affected by some dimensional characteristic such as distance to other workplace(s), working conditions, remuneration, etc. The increased teacher supply in Uganda leaves less room for permanent teachers despite the growing number of schools being setup which factors in the idea of part-time teaching.

[bookmark: _Toc1537387]2.5.2 Compensated Leave and Teacher Retention 
Al-Zboon, Al-Dababneh and Ahmad (2015) found out that paid leave is a foundation for individual enrichment as based on the HR policies. It re-shapes workers’ attitudes plus needs compassionate to their orientation. Staff leave in schools usually involves consideration of holiday periods unlike during emergency situations where individuals are positioned to take leave to care for young ones, elderly and or take care of personal duties such as business activities. Teachers like other employees take different types of leaves such as compassionate, maternal and annual leave so as to maintain a peace of mind with assurance of finding their job untouched (Narehan et al, 2014). MoES postulates opportunities for professional development whereby teachers are encouraged to take study leave to better their instructional skills and knowledge. 

School policies are regulations also allow teachers to take of some time to attend to personal emergencies which may be involving dependants such as partner, child, parent or someone else in that regard. This is a kind motivational strategy that increases one’s engagement and ownership with his or her duties (MoES, 2013). Oonyu (2012) found out that teachers are also entitled to personal leave so as to maintain continuity of service delivery as spelt out by documentary evidence in the HR leave policy or Public Standing Orders. Commonly, secondary school teacher take compassionate leave, maternity leave, study leave and emergency leave to create ample time for them to attend to core needs and emergency situations thereof without affecting their job status (TISSA, 2013). 

Candle (2010) shared that granting leave to teachers is at the discretion of school administration depending on the circumstance such as need to study, death of a loved one, sickness, birth of a newborn, etc. Some leave periods may not be compensated directly such as excess days off after expiry of approved leave period. On the account of grief, school authorities given compassionate leave after the funeral as subsequently requested. By regulation, taking consecutive leave may not apply in the education sector because of the demanding errands to run during school days. In some cases, leave without pay turns in to help employees enrich their life concerns with passionate feeling of empathy and sympathy (Cliggett & Wyssmann, 2009). 

Maternity leave as given to expecting mothers at the time of delivery is inevitably requested but automatically awarded by circumstance to allow time for welcoming a new born into the family. Public servants operating on the Torres Strait Island are normally granted leave to participate in their cultural celebrations (Price, 2011). In South Africa, leave granted to teachers was found to be a motivating factor for their active engagement in school activities. It increased their level overall job satisfaction and morale and this explains why majority take vacations as a nurturing trend for positive talent management outcomes because it translates into wellness, productivity and ultimately retention (Mampane, 2012). Adequate provision of leave periods motivates employees and therefore the value of compensated leave cannot be underrated. Leave is an actual retention magnet in all aspects including school settings (Caravatti, et al, 2014). 
[bookmark: _Toc1537388]2.6 Summary of Literature Review 
As presented above, the literature reviewed provides an account detailing the relationship between motivational factors and teacher retention in secondary schools. As such the relationship between the variable was established with regard to the independent variables and the dependent variable. The information presented justifies the existing gap wherewith school administrations set out to motivational factors congruent to their stature to foster teacher retention. Extricable to motivational factors, remuneration, teacher training and work-life balance were explored in depiction of their effect on teacher retention in the work place. Cordial implementation of remuneration scales highly motivates teachers and thus checks on turnover as revealed by Russ, Sherin and Sherin (2016). Teacher training through induction, mentoring and coaching are inherent ingredients for teacher retention in the school setting. 

As shared by Oonyu (2012), offering different scales of compensated leave greatly impacts teacher retention in schools as this strikes a work-life balance that enables employees to execute both work and family related activities amiably. Work-life balance through part-time teaching creates a flexible working environment that motivates teachers to perform with a high morale. It reduces turnover significantly as Narehan et al (2014) revealed. Therefore, it was established that without implementation of sound motivational factors, teacher retention in government-aided secondary schools in Uganda may be challenged. So, application of appropriate motivational factors would seemingly improve teacher morale, cultivate active engagement and significantly reduce employee turnover in government-aided schools including Bukedea SSS. Discussed in this chapter are views representing other scholars’ perspectives both a local and global scale with regard to motivational factors and teacher retention. 

[bookmark: _Toc507675317][bookmark: _Toc522809656][bookmark: _Toc1537389]CHAPTER THREE
[bookmark: _Toc367347944][bookmark: _Toc416477649][bookmark: _Toc436135176][bookmark: _Toc459114765][bookmark: _Toc507675318][bookmark: _Toc522809657][bookmark: _Toc1537390]METHODOLOGY
[bookmark: _Toc331061901][bookmark: _Toc367347945][bookmark: _Toc416477650][bookmark: _Toc436135177][bookmark: _Toc459114766][bookmark: _Toc507675319][bookmark: _Toc522809658][bookmark: _Toc1537391]3.0. Introduction	
[bookmark: _Toc294139083][bookmark: _Toc330999156][bookmark: _Toc331061902]This chapter present the research methodology on how the research was carried out to establish the relationship between motivational factors and teacher retention in government-aided schools in Uganda, a case of Bukedea SSS. In this chapter the following are presented; research design, population, sample size determination, sampling techniques and procedure, data sources and data collection methods, data collection tools, Validity and Reliability, procedure for data collection, data analysis, measurement of variables and ethical considerations.
[bookmark: _Toc238728008]
[bookmark: _Toc331061904][bookmark: _Toc367347946][bookmark: _Toc416477651][bookmark: _Toc436135178][bookmark: _Toc459114767][bookmark: _Toc507675320][bookmark: _Toc522809659][bookmark: _Toc1537392]3.1. Research Design
The researcher applied a descriptive cross-sectional design to establish the relationship between motivational factors and teacher retention at Bukedea SSS. A cross-sectional design is one that requires one-time observation of a particular study sample. It was cheap and timely and cheap. The study also applied mixed methods i.e. qualitative and quantitative approaches to collect detailed data (Creswell & Clark, 2011). Quantitative approaches were used for quantification of research findings while qualitative approaches were employed to provide a descriptive and narrative presentation of findings upon in-depth exploration on how motivational factors influenced teacher retention at Bukedea SSS. 
[bookmark: _Toc331061906]
[bookmark: _Toc367347947][bookmark: _Toc416477652][bookmark: _Toc436135179][bookmark: _Toc459114768][bookmark: _Toc507675321][bookmark: _Toc522809660][bookmark: _Toc1537393]3.2. Study Population
A population was defined by Kothari (2009) as a complete set of subjects or cases having common observable characteristics. The population consisted of Bukedea SSS teaching and non-teaching stuff, PTA and BOG members, LCs and district officials. Teaching staff were mainly targeted because they were at the core of providing teaching and instructional services to the school and they were the main subjects affected by motivation. LC members were community leaders within the community, district officials, PTA and BOG members were major stakeholders charged with the responsibilities of linking the community and other statutory bodies in the community. The study involved 33 permanent teaching staff, 9 part-time teaching staff, 12 members of the Board of governors, 12 PTA members, and 5 District Service Communication officials. In total, the study examined 84 respondents (Bukedea SSS Population Abstract, 2017/18). 

[bookmark: _Toc367347948][bookmark: _Toc416477653][bookmark: _Toc436135180][bookmark: _Toc459114769][bookmark: _Toc331061907][bookmark: _Toc507675322][bookmark: _Toc522809661][bookmark: _Toc1537394]3.3. Determination of Sample Size
According to Fraenkel and Wallen (2009), a sample is a subcategory of a particular population. Since the population is bigger than the sample, it is advisable select just a manageable portion from which data can be collect. Therefore, it was expedient to apply principled decisions to determine the required sample on what appropriate number of respondents to be involved in the study. In total, the study involved 62 respondents. The researcher applied Morgan’s Table of sampling to determine the study sample as shown in the table below.
[bookmark: _Toc366240837][bookmark: _Toc367335997][bookmark: _Toc1537438]Table 3.1: Composition of the respondents
	Category of respondent 
	Population
	Sample size
	Sampling Technique 

	Permanent Teaching Staff
	33
	28
	Simple Random Sampling

	Part-time Teaching Staff
	9
	9
	Purposive Sampling

	Board of Governors
	12
	10
	Simple Random Sampling

	PTA Members (non-staff)
	12
	10
	Simple Random Sampling

	District Service Commission 
	5
	5
	Purposive Sampling

	Total
	N=71
	S=62
	


 Source: Bukedea SSS Population Abstract (2017/18) and Krejcie & Morgan (1970) 
[bookmark: _Toc367347949][bookmark: _Toc416477654][bookmark: _Toc436135181][bookmark: _Toc459114770][bookmark: _Toc507675323][bookmark: _Toc522809662][bookmark: _Toc1537395]3.4. Sampling Techniques and Procedure
[bookmark: _Toc367347950][bookmark: _Toc416477655][bookmark: _Toc436135182]A sampling technique can be defined as plan for getting a sample from an entire study population. The researcher used both random sampling and purposive techniques according to Creswell (2009).
[bookmark: _Toc459114771][bookmark: _Toc507675324][bookmark: _Toc522809663][bookmark: _Toc1537396]3.4.1. Simple Random Sampling
[bookmark: _Toc331000395]Fraenkel & Wallen (2009) provided that simple random sampling involves giving equal chance to all individuals in a population to participate in the study. Financial implications necessitated selection of manageable samples and that is why the researcher took a small proportion of the entire population. The table above shows that 28 permanent teaching staff and 9 part-time teaching staff underwent random sampling to obtain a reasonable sample. A list of teaching and non-teaching staff was obtained from the school administration and then subjected to sampling criteria by alphabetically arranging names (Bryman, 2008). Thereafter, the researcher applied the RandBetween function found in MS Excel to randomly select the desired number of staff. The researcher worked hand in hand with the school administration to identify the sampled individuals to participate in the study. 
[bookmark: _Toc367347951][bookmark: _Toc416477656][bookmark: _Toc436135183][bookmark: _Toc459114772][bookmark: _Toc507675325][bookmark: _Toc522809664][bookmark: _Toc1537397]3.4.2. Purposive Sampling 
This type of sampling was used to choose key informants including Board members, PTA/ BOG members, district officials and MoES officials. These individuals were approached because of their level of awareness, role played and experience regarding teacher motivation because they had sufficient knowledge about the subject. This sampling technique mainly involved subjects having the required information pertaining to motivational factors and teacher retention in government-aided schools such as Bukedea SSS as revealed by Fraenkel and Wallen (2009). 

[bookmark: _Toc238728012][bookmark: _Toc331061908][bookmark: _Toc367347952][bookmark: _Toc416477657][bookmark: _Toc436135184][bookmark: _Toc459114773][bookmark: _Toc507675326][bookmark: _Toc522809665][bookmark: _Toc1537398]3.5. Data Sources and Collection Methods  
3.5.1. Data Sources
The researcher employed both secondary and primary approaches to collect data. Documentary review was used to collect secondary data from existing documents at Bukedea SSS, Bukedea District Local Government, National Documentation Center, etc. as per Kothari (2009). Secondary data was generally available and easy to get. It contained well-researched information giving an evidence-based account of the past research studies. Primary data was collected for the first time because never had it been reported (Fraenkel & Wallen, 2009). 
[bookmark: _Toc331061909][bookmark: _Toc367347953][bookmark: _Toc416477658][bookmark: _Toc436135185][bookmark: _Toc459114774]3.5.1 Interviews 
Interview method was applied to gather data from key informants because it ensured collection of detailed data and its flexibility allowed probing in search for the required data as according to Roston (2008). This method was applied on officials from the District Service Commission using an interview guide. 
[bookmark: _Toc436041999][bookmark: _Toc436653677][bookmark: _Toc487292784][bookmark: _Toc527305289][bookmark: _Toc1537399]3.5.2 Survey Method
The researcher adopted a survey method whereby a questionnaire was used as the data collection instrument. According to Creswell and Clark (2011), survey method was easy, timely and cost-effective. The method could cover a bigger population in a limited space of time. In this method, researcher used close-ended questions in expedition of its high response rate. The method was applied on teachers, BOG and PTA members using a questionnaire.
3.5.3 Document Review 
Application of document review basically helped in gathering secondary data from records in existence. This information was used for comparison with the primary findings to establish the magnitude of effect. This method helped the researcher to obtain archived data related to the objectives without interrupting the study process according to Saunders, Lewis and Thornhill (2012). This methods applied a documentary review guide. 
[bookmark: _Toc331061910][bookmark: _Toc367347954][bookmark: _Toc416477659][bookmark: _Toc436135186][bookmark: _Toc459114776][bookmark: _Toc507675327][bookmark: _Toc522809666][bookmark: _Toc1537400]3.6. Data Collection Tools
[bookmark: _Toc331061911][bookmark: _Toc367347955][bookmark: _Toc416477660][bookmark: _Toc436135187][bookmark: _Toc459114777][bookmark: _Toc507675328][bookmark: _Toc522809667][bookmark: _Toc1537401]3.6.1. Interview Guide
The researcher conducted interviews wherewith probing was used to gather detailed data. An interview guide was used to gather detailed data from key informants. In total, 4 key informants were interviewed (see Table 3.1 for details). The researcher scheduled programs with all key informants on preferred dates upon preference and convenience. Interviews took about 25 to 30 minutes. 
[bookmark: _Toc331061912][bookmark: _Toc367347956][bookmark: _Toc416477661][bookmark: _Toc436135188][bookmark: _Toc459114778][bookmark: _Toc507675329][bookmark: _Toc522809668][bookmark: _Toc1537402]3.6.2. Questionnaire
Questionnaires were used to collect primary data because they were cost-effective and easy to administer within a small period. A questionnaire comprising close-ended questions was designed and distributed to 37 respondents including 28 permanent teaching staff, 9 part-teaching staff, 3 board members, 5 PTA members and 4 BOG members. By preference, closed ended questions had a high response rate. 
[bookmark: _Toc238728016][bookmark: _Toc331061913][bookmark: _Toc367347957][bookmark: _Toc416477662][bookmark: _Toc436135189][bookmark: _Toc459114779][bookmark: _Toc507675330][bookmark: _Toc522809669][bookmark: _Toc1537403]3.6.3. Documentary Review Guide 
Already reported information was reviewed from archived records found at Bukedea SSS and other locations such as district headquarters and National Documentation Center to obtain secondary data about motivational factors and teacher retention. Records like annual reports, population abstracts, journals, strategic plans, and school magazines were considered as supported by Saunders et al (2012). 



[bookmark: _Toc367347958][bookmark: _Toc416477663][bookmark: _Toc436135190][bookmark: _Toc459114780][bookmark: _Toc507675331][bookmark: _Toc522809670][bookmark: _Toc1537404]3.7. Validity and Reliability 
To ensure quality of data, the researcher carried out validity and reliability analysis as follows: 
[bookmark: _Toc331061915][bookmark: _Toc367347959][bookmark: _Toc416477664][bookmark: _Toc436135191][bookmark: _Toc459114781][bookmark: _Toc507675332][bookmark: _Toc522809671][bookmark: _Toc1537405]3.7.1 Validity of the Instrument
[bookmark: _Toc367317138][bookmark: _Toc367317319]Data validity can be defined as the extent to which a research instrument is appropriate to collect good data. The phenomenon determined whether a research tool could collect data that was representative of the research problem. It involved evaluating the elements the research tool was trying to measure so as to determine if the items in the tool were precisely representative of the study. A Content Validity Index test was computed using the formula below: 
 CVI= Number of items declared relevant/ valid
          Total number of items
An instrument is valid if its CVI is greater than 0.7 according to Amin (2005)
[bookmark: _Toc1537439]Table 3.2: Validity Test
	Study Variable 
	Number of items 
	Valid items 
	Percentage 

	Remuneration (IV)
	10
	9
	.9

	Employee Training (IV)
	10
	10
	1

	Work-Life Balance (IV)
	10
	10
	1

	Teacher Retention (DV)
	9
	9
	1

	Total 
	39
	38
	.97



[bookmark: _Toc331061917][bookmark: _Toc367347960][bookmark: _Toc416477665][bookmark: _Toc436135192][bookmark: _Toc459114782][bookmark: _Toc507675333][bookmark: _Toc522809672][bookmark: _Toc1537406]3.7.2. Reliability of the instrument
[bookmark: _Toc367317321][bookmark: _Toc282683649][bookmark: _Toc327544807][bookmark: _Toc331061918]Reliability refers to the degree of consistency a research instrument presents in regards to assessing what it is meant to measure. To establish reliability of the research instrument, the researcher carried out a pretesting. This activity was conducted from a place that had not been designated for the study so as to avoid bias. All research tools were pre-tested on a small group of individuals; fifteen (15). Using the Statistical Package for Social Sciences—SPSS, the researcher aggregated the scores obtained and then run a Cronbach’s Coefficient Alpha which determined the degree of reliability of the tools. A coefficient of 0.50 or greater signified a high degree of reliability of the tool (Bryman & Bell, 2012). Upon completion of the pretest, research tools were edited and then a final copy was presented to the supervisors for approval.
[bookmark: _Toc1537440]Table 3.3: Reliability Test
	Study Variable 
	Alpha
	Number of questions 

	Remuneration 
	.717
	10

	Employee Training 
	.837
	10

	Work-Life Balance 
	.690
	10

	Teacher Retention
	.821
	9

	Total 
	3.065
	39


Source: Primary Data
Shown in Table 3.3 are findings of reliability analysis from primary data per study variable. The table presents the variable names, alpha score and the number of items per variable. As illustrated therefore, all alpha scores were summed up and an average was obtained i.e. (£alpha/4)—3.065/4 = .766. This therefore implies that the reliability score (.766) implies adequate significance of the data with regard to the study as based on a high value which was greater than 0.5. 

[bookmark: _Toc367347961][bookmark: _Toc416477666][bookmark: _Toc436135193][bookmark: _Toc459114783][bookmark: _Toc507675334][bookmark: _Toc522809673][bookmark: _Toc1537407][bookmark: _Toc330999173][bookmark: _Toc331061919]3.8. Procedure for Data Collection
A letter of introduction was collected from Uganda Management Institute which was presented to the appropriate authorities at the district, community, school and ministry seeking permission to gather data from the sample individuals. After permission was granted, the researcher proceeded to administer the research tools. Appointments were scheduled with key informants to find the most suitable time of holding discussions (Saunders et al, 2012). 
[bookmark: _Toc331061921][bookmark: _Toc367347962][bookmark: _Toc416477667][bookmark: _Toc436135194][bookmark: _Toc459114784][bookmark: _Toc507675335][bookmark: _Toc522809674][bookmark: _Toc1537408]3.9. Data Analysis and Data Processing
After data had been collected, the researcher made plans to analyze both quantitatively and qualitatively. 
[bookmark: _Toc367347963][bookmark: _Toc416477668][bookmark: _Toc436135195][bookmark: _Toc459114785][bookmark: _Toc507675336][bookmark: _Toc522809675][bookmark: _Toc1537409]3.9.1. Quantitative data Analysis
The researcher used SPSS to analyse the data collected. Data presentation was tabular with frequencies, percentages, mean and standard deviation scores (Creswell, 2009). To determine the relationship between the motivational factors and teacher retention at Bukedea SSS was done by regression analysis. 
[bookmark: _Toc367347964][bookmark: _Toc416477669][bookmark: _Toc436135196][bookmark: _Toc459114786][bookmark: _Toc507675337][bookmark: _Toc522809676][bookmark: _Toc1537410]3.9.2. Qualitative Data Analysis
Qualitative analysis involved making meaning out of the statements, narrations and descriptions given by key informants (Tracy, 2013). After data collection, the researcher edited, condensed and cleaned the field notes written during interviews. Patterns and themes were generated from the data. Flick (2011) provided that adequacy of collected data was treated with high credibility and considered appropriate hypothesis validation.

[bookmark: _Toc367347965][bookmark: _Toc416477670][bookmark: _Toc436135197][bookmark: _Toc459114787][bookmark: _Toc507675338][bookmark: _Toc522809677][bookmark: _Toc1537411]3.10. Measurement of Variables
The researcher applied a nominal scale to categorize variables whereas the interval scale was used to measure the age of respondents. The researcher applied the Likert scale (1—5) rating in which respondents were asked to state the degree to which they agreed or disagreed with the statement on a 5-point scale i.e. Strongly Agree-5, Agree-4, No Response-3, Disagree-2 and Strongly Disagree-1 (Saunders et al, 2012). 

[bookmark: _Toc370765411][bookmark: _Toc441703437][bookmark: _Toc507675339][bookmark: _Toc522809678][bookmark: _Toc1537412]3.11. Ethical Considerations
The researcher collected a letter of introduction from UMI which was used to seek permission to collect data from the relevant authorities i.e. Bukedea SSS, BOG and PTA Chairpersons and the District Education Commission. The research team assured to uphold utmost confidentiality of the data and information collected from respondents and key informants. Collected data was shared with any other parties other than those directly involved in the research process. The research team obtained consent from respondents and key informant by reading the ethical statement to the esteemed respondents and key informant which gave them an insight on the study purpose and background. The researcher ensured to carry out a pre-test of data collection instruments in a location not solicited to take part in the study to establish their validity and reliability. Upon completion of the study, the researcher disseminated the approved copy of the dissertation to the key stakeholders such as Bukedea SSS and UMI. 




[bookmark: _Toc1537413][bookmark: _Toc507084108][bookmark: _Toc530740191]CHAPTER FOUR
[bookmark: _Toc1537414]DATA PRESENTATION, ANALYSIS AND INTERPRETATION
[bookmark: _Toc507084109][bookmark: _Toc530740192][bookmark: _Toc1537415]4.1 Introduction 
Chapter four presents study findings and analysis in regards to motivational factors and teacher retention in Uganda: a case of Bukeda SSS. Explicitly, independent variables including remuneration, teacher training and work-life balance were contrasted against the dependent variable—teacher retention to establish the relationship. The chapter is laid out as follows; response rate, descriptive analysis, inferential statistics, hypothesis testing per study objective and grouped coefficient to establish the most impacting independent variable. 

[bookmark: _Toc507084111][bookmark: _Toc530740193][bookmark: _Toc1537416]4.2 Response Rate
Table 4.1 below presents the response rate as obtained from the study findings. 
[bookmark: _Toc507084149][bookmark: _Toc531316127][bookmark: _Toc1537441]Table 4.1: Response Rate 
	Category of respondent 
	Sample size
	Actual 
	Response Rate 

	Permanent Teaching Staff
	28
	28
	100.0%

	Part-time Teaching Staff
	9
	9
	100.0%

	BOG 
	10
	7
	70.0%

	PTA Members (non-staff)
	10
	5
	50.0%

	District Education Commission 
	5
	4
	80.0%

	Total
	S=62
	A=53
	85.5%


Source: Primary Data

As illustrated in Table 4.1 above, the response rate as obtained was at 85.5%. by virtue of this high response rate, the study population was adequately representative and therefore could be relied on for analysis. The respondents approached demonstrated willingness to participate in in the study whose study purpose seemed to be vital in their stature. Given this, data collection was conducted within the anticipated period of time thought some key informants were unreachable throughout the period. 

[bookmark: _Toc530740194][bookmark: _Toc1537417]4.3 Demographic Characteristics 
The researcher determined the demographic set up of the sample population reached during data collection by establishing respondents’ age, sex, marital status and the highest education level. Demographic characteristics are presented for quantitative findings excluding the 4 key informants interviewed.
[bookmark: _Toc1537453]Figure 4.1: Respondents’ Age
Shown in the figure illustrates that majority (42.9%) of respondents involved in the study were between 18—30 years of age, 24.5% were between 31—40, 20.4% were between 41—50 while only 12.2% were 51 years and above. This implies that majority of respondents were in the most active ages of service with a decreasing trend towards old age. Age was considered in order to establish the varying age groups so as to ascertain the degree of cognitive maturity in responding to the research items. 
Source: Primary Data, 2018
[bookmark: _Toc1537454]Figure 4.2: Sex of respondents 
 In figure 2, findings revealed that males were the majority constituting 69.4% while females made 30.6%. this implied that majority of respondents being male at Bukedea SSS, most slots were taken up by them as compared to their female counterparts. In establishing the sex of respondents, the researcher endeavored to find out the gender distribution of study sample and how motivation affects the two sexes at Bukedea SSS. 
Source: Primary Data, 2018


[bookmark: _Toc1537455]Figure 4.3: Marital Status of respondents  
Source: Primary Data, 2018
Further, demographic characteristics revealed that majority (81.6%) of respondents involved in the study were married, 14.3% were still single while only 4.1% were reportedly divorced. No widowed respondents were registered. Given that majority of respondents were married, findings demonstrate a level of perceptive responsibility as well as maturity to give reliable responses. This finding entailed that majority being married demonstrated a degree of maturity and cognitive responsibility to give appropriate and reliable responses. 
[bookmark: _Toc1537456]Figure 4.4: Educational Level of respondents 
The researcher sought to establish the highest level of education of respondents in affirmation of a high degree of intellectual capacity to interpret study concepts.
According to the study findings, it was also revealed that majority of the respondents (82%) were undergraduates, 10% were certificate holders while only 8% held postgraduate qualifications. As per the findings, it was established that biggest proportion of stakeholders at Bukedea SSS was adequately qualified to provide instructional services given that a considerable percentage held an undergraduate qualification. 
[bookmark: _Toc507084112][bookmark: _Toc530740195]









[bookmark: _Toc1537418]4.4 Empirical Findings 
[bookmark: _Toc507084116][bookmark: _Toc530740196][bookmark: _Toc1537419]4.4.1 Remuneration and Teacher Retention at Bukedea SSS
Study objective one was to explore the relationship between remuneration and teacher retention at Bukedea SSS. In this part, 10 question statements were explored so as to determine the degree of agreement or disagreement of respondents based on the 5-point Likert scale i.e. 5—Strongly Agreed, 4—Agree, 3—Not Sure, 2—Disagree and 1—Strongly Disagree. The Likert scale was narrowed for easy analysis wherewith and interpretation, agree and strongly agree were joined to make “agree” while disagree and strongly disagree were joined to make “disagree” as illustrated in the table below: 
[bookmark: _Toc507084152][bookmark: _Toc531316128][bookmark: _Toc1537442]Table 4.2: Respondents’ Opinions on Remuneration and Teacher Retention at Bukedea SSS
	Remuneration
	Proportion of respondents who agree, disagree or undecided 

	 Indicator
	N
	Disagree
	No Response
	Agree
	Mean
	Std. Deviation

	School Teachers are paid adequately at Bukedea SSS 
	49
	65.3
	16.3
	18.4
	2.45
	0.959

	School Teacher salaries are paid in time at Bukedea SSS
	49
	24.5
	6.1
	69.4
	3.45
	1.226

	Salary varies per position and subject taught 
	49
	36.7
	16.3
	46.9
	3.16
	1.179

	Bukedea SSS offers sufficient bonuses
	49
	69.4
	14.3
	16.3
	2.43
	1.021

	Teachers are compensated for extra services 
	49
	57.1
	10.2
	32.7
	2.73
	1.287

	Teacher incentives e.g. bonuses increase teacher retention 
	49
	16.3
	8.2
	75.5
	3.67
	1.049

	Allowance have a positive bearing on teacher retention 
	49
	32.7
	12.2
	55.1
	3.29
	1.173

	Hard-working teachers receive stipends for compensation 
	49
	20.4
	14.3
	65.3
	3.55
	1.001

	There are various allowances different teachers are entitled to 
	49
	36.7
	16.3
	46.9
	3.16
	1.067

	Remuneration has increased teacher morale
	49
	46.9
	22.4
	30.6
	2.78
	1.026


Source: Primary Data, 2018 
Table 4.2 above illustrates that majority of the items scored a mean score greater than three with the minimum of 3.16 and a maximum of 3.67 based on the 1-5-point scale. Study items being investigated proved substantially important given the mean scores obtained in which they were being contrasted against teacher retention at Bukedea SSS. As per the statistical findings, it was realized that: Teacher incentives e.g. bonuses were capable of increasing teacher retention (3.67); Hard-working teachers at Bukedea SSS receive stipends for compensation (3.55); School Teacher salaries are paid in time at Bukedea SSS (3.45); Allowances have had a positive bearing on teacher retention (3.29); Salary varies per position and subject taught (3.16); and, various allowances are given to different teachers who are entitled to them (3.16). As per study findings, it was established that salaries, allowances and bonuses can trigger teacher retention and reduce teacher turnover as well as increase engagement in their respective designations at Bukedea SSS. 

However, regarding the low mean scores less than three with a minimum of 2.43 and a maximum of 2.78, it was revealed that remuneration at Bukedea SSS may not have necessarily triggered teacher retention due to unknown circumstances whereby it was asserted that: Remuneration had not fully increased teacher morale (2.78); Teachers are not fully compensated for the extra services provided (2.73); Bukedea SSS Teachers were not paid adequately (2.45); and, the school does not offer sufficient bonuses to its teachers to motivate them (2.43). 

Study findings also were supported by standard deviation scores which implicitly meant that any value less than 1 entailed shared opinion while values greater than or equal to one implied divergencies across the response distribution. As illustrated in Table 4.2, 9 values were computed having score >1 (1.001 minimum and 1.287 maximum). Despite obtaining the mean values greater than three, the std dev values signified that there were some divergencies in the perceptions of the respondents wherewith it was not uniformly manifested with regard to the items under investigation. Only one item registered a std dev <1 i.e. 0.959 asserting that school teachers were paid adequately at Bukedea SSS. This anomaly had a mean less than three and a low std dev <1 which implies that Budekea school teachers may not be paid adequately for the services provided to the school. This kind of attribution may negatively affect teacher retention leading to high turnover. 

Contributions by key informants proved teacher salaries were not adequate to motivate them to delivery excellent services as narrated below:
“The UNATU agreement with the government affected the motivation of teachers both negatively and positively whereby the government considered paying science teachers differently as compared to their counterparts.”……KI-1
“Salaries have not done much, teachers still get the pay but it’s so little to have them committed to one school that’s why many have more than one school which has endangered the main school of their duties by dodging classes”……KI-3
“The increase in the science pay compared to the arts teachers greatly affected the motivation of the arts teachers. Not as much impact because teachers are still looking for greener pastures.”……KI-2
“The salary is still too small to meet the needs of the teachers as compared to other professions and this is why you find teachers are wondering from one school to another and eventually even leave the profession for other better paying ventures.”……KI4
With regard to compensation for extra services and efforts, key informants asserted the following: 
“Remedial allowance, duty   dormitory allowance, are some of the compensation packages we give to our teachers.”……KI-1
“Teachers have been compensated for extra work done like overtime teaching, weekend and holiday teaching.”……KI-3
 “They have been compensated in various ways like giving them dormitory allowance, duty allowance which has enabled the teachers to work well and also be committed to their work.”……KI-2
Pertaining to the various allowances provided to teachers at Bukedea SSS, the following was revealed as asserted by key informants:
“Our teachers get allowance from being head of department, class teacher and also club patron.”……KI-4
“Class teacher allowances extra time allowance, for those teachers holding such positions and duties. Extra time allowance has enabled them to get motivated to a small extent because they exhibit commitment to their designated duties.”……KI-1
“Teachers are entitled to allowances like class teacher allowance, senior woman teacher allowance to motivate then to continue with their assigned duties.”……KI-3
 “The various allowances include class teacher allowance, head of department allowance this encouraged teachers to get motivated to their work and consequently get retained.”……KI-2

As per the above verbatim, findings revealed that teacher remuneration was not adequate as compared to their needs which has highly affected their retention as they keep on looking for better paying ventures both in the teaching profession and outside. As manifested, it was established that there was a difference in the salaries for science teachers and arts teachers which demotivates the former. Allowances provided to teachers include remedial allowance, dormitory allowance, overtime teaching, weekend/holiday teaching and duty allowance among others which are seen as motivators to those who engage in such activities. Different roles played by teachers qualify them for varied allowances such as teacher on duty, extra classes, co-curricular activities, class teacher and senior woman teacher have motivated them to deliver quality services.


In contrast, the researcher conducted a regression analysis to determine how renumeration impacted teacher retention at Bukedea SSS as illustrated in Table 4.3: 
[bookmark: _Toc531316129][bookmark: _Toc1537443]Table 4.3: Model Summary for Remuneration and Teacher Retention 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Sig (2 tailed, P<0.05)

	1
	.519a
	0.269
	0.253
	5.781
	.000

	a. Predictors: (Constant), Remuneration 
	


Source: System Data
Table 4.3, shows: the Pearson Correlation (R = .519**), R2 = .269, Adjusted R2 = .253, Sig (2 tailed, p<0.05 = .000). According to the findings computed, it was illustrated that remuneration had a positive relationship with teacher retention implying that considering the provision of adequate salaries, allowances and bonuses for teacher could highly reduce teacher turnover and increase engagement in delivering instructional services at Bukedea SSS. 
Application of the Adjusted R square in making estimations helped the researcher to draw a contrast in the case of this having several independent variables were involved. Therefore, the R2 score computed as a result of running a regression analysis (.253) implied a 25.3% (.253 * 100%) variation that remuneration had on teacher retention at Bukedea SSS. The remaining percentage 74.7% could be as a result of other factors other than remuneration. Hence, this signifies that providing adequate salaries, allowances and bonuses at Bukedea SSS would improve teacher retention and check on teacher turnover as well as fostering active engagement of teachers. 

[bookmark: _Toc507084154][bookmark: _Toc531316130][bookmark: _Toc1537444]Table 4.4: Coefficients of Remuneration and Teacher Retention 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	12.669
	4.447
	 
0.519
	2.849
	0.006

	
	Ethical Legal Standards
	0.592
	0.142
	
	4.157
	0.000

	a. Dependent Variable: Teacher Retention 


Source: System Data

As shown Table 4.4 above, findings revealed the extent of effect remuneration poses on teacher retention at Bukedea SSS. Remarkably, study results demonstrated that the unstandardized coefficient (p-value=0.592) was significant at (p<0.05) bearing a positive Beta value of .519 at a 95% confidence level. Deductively, it was affirmed that any unit improvement in the salary structures, allowances and bonuses for teachers could significantly improve teacher retention at Bukedea SSS by 4.157. 

Hypothesis Test One
The first hypothesis stated that “H1 Remuneration positively influences teacher retention”. Given the study findings computed a positive result by regression analysis, it can be concluded that the alternative hypothesis was accepted while the null was rejected. Hence, arrangements to improve teacher remuneration should be fervently and continuously considered in order to ensure teacher retention at Bukedea SSS. 

[bookmark: _Toc507084117][bookmark: _Toc530740197][bookmark: _Toc1537420]4.4.2 Employee Training and Teacher Retention at Bukedea SSS 
[bookmark: _Toc507084155]The second study objective was to establish the relationship between teacher training and teacher retention at Bukedea SSS. The subsection contained 10 question statements to determine how respondents either agreed or disagreed on a 5-point scale i.e. 5—Strongly Agreed, 4—Agree, 3—Not Sure, 2—Disagree and 1—Strongly Disagree. Both agree and strongly agree were joined into “agree” while disagree and strongly disagree were merged into “disagree” as shown in Table 4.5 below: 
[bookmark: _Toc531316131][bookmark: _Toc1537445]Table 4.5: Respondents’ opinions on Employee Training and Teacher Retention
	Employee Training
	Proportion of respondents who agree, disagree or undecided 

	 Indicator
	N
	Disagree
	No Response
	Agree
	Mean
	Std. Dev

	Teacher induction is actively done at Bukedea SSS
	49
	24.5
	4.1
	71.4
	3.53
	1.002

	Teacher Induction has been implemented 
	49
	20.4
	10.2
	69.4
	3.59
	1.059

	Teacher induction motivates new teachers to stay in school 
	49
	42.9
	16.3
	40.8
	2.90
	1.159

	Teacher mentoring is carried out at Bukedea SSS
	49
	22.4
	16.3
	61.2
	3.37
	1.131

	Teacher mentoring has reduced turnover 
	49
	30.6
	12.2
	57.1
	3.37
	1.149

	Teacher mentoring has guided teachers to perform their duties well 
	49
	22.4
	16.3
	61.2
	3.47
	1.063

	Teacher training has enhanced teacher retention at Bukedea SSS
	49
	20.4
	18.4
	61.2
	3.55
	1.042

	Coaching provides instructional guidelines which engages teachers actively
	49
	18.4
	14.3
	67.3
	3.51
	0.960

	Bukedea SSS supports teacher education programs 
	49
	20.4
	12.2
	67.3
	3.49
	0.982

	Teacher promotion enhances teacher retention 
	49
	36.7
	26.5
	36.7
	2.96
	0.999


Source: Primary Data, 2018
As illustrated in the table, it was revealed that majority of the mean values were greater three (>3) giving a minimum of 3.37 and maximum of 3.59 which was assessed on Likert 1-5-point scale. Illustrated are the 10 items investigated whereby 8 had mean score >3 while the two scored <3. By implication, this implied a high significance of items being investigated whose bearing on teacher retention at Bukedea SSS was assessed in terms of training. Given the mean value >3, the 8 items asserted in agreement in relation to teacher retention where the following affirmed positively: Teacher Induction has been implemented (3.59); Teacher training had enhanced teacher retention at Bukedea SSS (3.55); Teacher induction was being done actively (3.53); Coaching provided instructional guidelines which engage teachers actively (3.51); Bukedea SSS supports teacher education programs (3.49); Teacher mentoring guided teachers to perform their duties well (3.47); Teacher mentoring was carried out at Bukedea SSS (3.37); and, Teacher mentoring had reduced turnover (3.37). Contrariwise, with the mean <3 depicting the extent of disagreement it was established teacher induction carried out that not yet fully motivated new teachers to stay in school (2.90) and teacher promotion were inadequate to enhance teacher retention (2.96). This trend posed implied that despite carrying out induction for new teacher, retention would not be assured. Also, teacher promotion had not been effected and thus would not adequately influence teacher retention at Bukedea SSS. As per this account, it was revealed that promoting teacher training acts as a perquisite to build their capacity and therefore induction, mentoring and coaching would positively impact teacher retention at Bukedea SSS.

Likewise, values of std dev obtained with majority >1 implied that there were some divergencies across the response distribution regarding how employee training affected teacher retention at Bukedea SSS. With a minimum of 1.002 and a maximum of 1.159, it was affirmed that respondents had different perceptions in relation to training and teacher retention. 7 items including: teacher induction motivates new teachers to stay in school (1.159); teacher mentoring has reduced turnover (1.149); teacher mentoring is carried out at Bukedea SSS (1.131); teacher mentoring has guided teachers to perform their duties well (1.063); teacher Induction has been implemented (1.059); Teacher training has enhanced teacher retention at Bukedea SSS (1.042); and, teacher induction is actively done at Bukedea SSS (1.002). this assertions by respondents implied varied opinion among the responses provided by respondents. Only three items i.e. teacher promotion enhances teacher retention (0.999); Bukedea SSS supports teacher education programs (0.982) and, coaching provides instructional guidelines which engages teachers actively (0.960). These attributions bearing std dev <1 implied a shared opinion among respondents. Findings further imply that any efforts to improve induction, mentoring and coaching of teachers would highly motivate teachers to stay and continue providing instructional services at Bukedea SSS.

In support of the quantitative findings, qualitative findings as obtained from key informants revealed the following as narrated in the statement below: 
“In coming teachers are given responsibilities of the school like being a master on duty which helps him to understand his responsibilities.”……KI-3
“Give teachers a soft landing since they are made aware of their expectations as this, creates confidence among teachers in regards to their roles as they are made known to what they are expected this gives them a sense of belonging thus motivate them.”…..KI-2
“Introduce them to the staff, introduce them to the pupils, taking the through the timetable, taking them through skimming, this is in an attempt to make them known to their school environment and the people they are dealing with and also their duties as teachers.”……KI-1
“Showing new teachers around the school environment, introducing them to teachers and also taking then through the scheming process.”……KI-4
With regard to how mentoring had guided teachers in their duties, key informants asserted the following:
“Mentoring has given them new ideas on how teachers can do their work diligently. It’s a way of equipping teachers with new skills and knowledge from a superior perspective.”……KI-4
“Mentoring had helped teachers to reenergize their focus on what is expected of them. This has helped in such a way that teachers get new ideas from their mentors.”……KI-3
“Mentoring as given them a sense of responsibility since the mentor gives them direction on how they should go about with the teaching, making them comfortable. Mentoring also has given teachers an opportunity to learn of what is expected of them.”……KI-2
“Mentoring has made them focus energized, educating them on the duties has made them having a soft landing, this has made them love what they are doing and thus get motivated.”…….KI-1
Further, qualitative findings had affirmed that coaching had provided instructional guidelines in a bid of increasing teacher engagement at Bukedea SSS as stated by key informants in the narratives below:
“Coaching has awakened teachers to their duties. Although we don’t commonly do that due to financial commitment to pay for a coach but once in a while to do offer such an opportunity which has made then love their work, this has impacted new skills, broaden their understanding of the profession. It has fostered interactive learning among teachers.”……KI-1
“Teachers are told what is expected of them through coaching and thus prepare them for the future.”……KI-4
“Coaching has enriched them with new teaching skills, it had also awakened them to new responsibilities as teachers which has made them get motivates and thus enjoy the work.”……KI-2

In the verbatim above, qualitative findings revealed that employee training through induction, mentoring and coaching had a big impact on teacher retention wherewith it was established that through induction, in coming teachers are introduced to the school culture, introduced to both teachers and students as well as being toured around the school so as to develop a sense of belonging. This kind of trend has cultivated motivation and thus impacting teacher retention at Bukedea SSS. Also, findings revealed that mentoring as a trait of employee training had helped teachers to obtain new instructional ideas and skills which have reenergized them and nurtured a sense of responsibility to execute their respective duties as obliged. It was realized that although coaching is not common thing at Bukedea SSS, it helps in awakening teachers to perform their duties well. It provides interactive learning among teachers. 



To confirm the impact of employee training on teacher retention at Bukedea SSS, a regression analysis was conducted in order to determine how induction, mentoring and coaching influence retention at Bukedea SSS as shown in Table 4.6:
[bookmark: _Toc507084156][bookmark: _Toc531316132][bookmark: _Toc1537446]Table 4.6: Model Summary of Employee Training and Teacher Retention
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Sig (2 tailed, P<0.05)

	1
	.558a
	0.312
	0.297
	5.609
	.000

	a. Predictors: (Constant), Employee Training
	


Source: System Data

The table above shows the Pearson Correlation (R = .558**), R2 = .312, Adjusted R2 = .297, and Sig—2 tailed (p<0.05=.000). based on the findings obtained from the study, teacher training (induction, mentoring and coaching) has a positive bearing on teacher retention at Bukedea SSS. Therefore, deliberations enhance induction, mentoring and coaching activities would significantly reduce teacher turnover and cultivate active teacher engagement in their designated roles and responsibilities at Bukedea SSS. Special attention given to the three anomalies would fervently enhance teacher retention in which talented teachers are likely to be attracted to expedite the training opportunities in place to better their instructional capacities.  

In consideration of the Adjusted R square to provide a better population estimate, it was used to make contrast between the study independent variables and so it was expedient to apply it in determining the effect of employee training on teacher retention at Bukedea SSS. Therefore, with the R2 score obtained by regression (.297), a 29.7% (.297 * 100%) variation was revealed that teacher training poses on teacher retention at Bukedea SSS. The remainder (70.3%) could be as a result of other factors. Thus, employee training as delivered in different ways i.e. mentoring, induction and coaching was found to be a fundamental facet in improving teacher retention at Bukedea SSS. 

[bookmark: _Toc507084157][bookmark: _Toc531316133][bookmark: _Toc1537447]Table 4.7: Coefficients of Employee Training and Teacher Retention
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	12.105
	4.137
	 
0.558
	2.926
	0.005

	
	Employee Training 
	0.555
	0.120
	
	4.615
	0.000

	a. Dependent Variable: Teacher Retention


Source: System Data

In Table 4.7 above, the researcher assessed the effect of employee training on teacher retention wherewith the findings depicted that the unstandardized coefficient (p-value—.555) was significant at (p<0.05) bearing a positive Beta value (.558) at 95% level of significance. Henceforward, results signified that any change in employee training at Bukedea SSS can hugely necessitate teacher retention by 4.615. 
Hypothesis Test Two
The second hypothesis states that “H2 Teacher training greatly impacts teacher retention”. Upon obtaining positive results, it can therefore be concluded, the null hypothesis was rejected and the alternative hypothesis was accepted. Thus, facilitating and promoting employee training at Bukedea SSS would substantially improve teacher retention. 

[bookmark: _Toc507084118][bookmark: _Toc530740198][bookmark: _Toc1537421]4.4.3 Work-Life Balance and Teacher Retention
[bookmark: _Toc531316134][bookmark: _Toc1537448]Table 4.8: Respondents’ Opinions on Work-Life Balance and Teacher Retention
	Work-Life Balance
	Proportion of respondents who agree, disagree or undecided 

	 Indicator
	N
	Disagree 
	No Response
	Agree
	Mean
	Std. Deviation

	Bukedea SSS promotes job-sharing among teachers 
	49
	38.8
	18.4
	42.9
	3.06
	1.232

	Part-time teaching creates a work-life balance for teachers 
	49
	67.3
	20.4
	12.2
	2.29
	0.890

	Part-time teaching has been remedy for teacher turnover
	49
	46.9
	22.4
	30.6
	2.80
	1.172

	Part-time teachers create a conducive environment 
	49
	24.5
	34.7
	40.8
	3.18
	1.034

	Part-time teaching enhances flexibility among teachers and increases engagement
	49
	4.1
	12.2
	83.7
	4.24
	0.830

	Teachers are entitled to paid leave at Bukedea SSS
	49
	10.2
	2.0
	87.8
	4.04
	0.841

	Compensated leave creates a work-life balance 
	49
	6.1
	2.0
	91.8
	4.14
	0.736

	Maternity/paternity leave are given to teachers at Bukedea SSS
	49
	6.1
	2.0
	91.8
	4.35
	0.805

	All teachers are entitled to annual leave 
	49
	8.2
	20.4
	71.4
	3.76
	0.855

	Leave programs have increased teacher retention at Bukedea SSS
	49
	16.3
	12.2
	71.4
	3.59
	1.079


Source: Primary Data, 2018

The table above shows findings on work-life balance whereby it was established that majority of the study items being investigated had mean scores >3 (3.06—minimum and 4.24—maximum) as based on the 1-5-point Likert scale. It was therefore illustrated that 8 items whose mean scores were above three were adequately significance with regard to teacher retention at Bukedea SSS. As suggested by the mean score, it was demonstrated that part-time teaching and compensated leave strongly influenced the rate of teacher retention at Bukedea SSS. Upon manifestation of high mean score >3, items that registered high values were aligned to the show the magnitude of effect as follows: Part-time teaching enhances flexibility among teachers and increases engagement (4.24); teachers are entitled to Maternity/paternity leave at Bukedea SSS (4.35); Compensated leave has created a work-life balance (4.14); Teachers are entitled to paid leave at Bukedea SSS (4.04); teachers are entitled to an annual leave (3.76); leave programs have increased teacher retention at Bukedea SSS (3.59); Part-time teachers create a conducive environment (3.18); and, Bukedea SSS promotes job-sharing among teachers (3.06). The postulations by respondents demonstrated that work-life balance was highly significant to ensuring teacher retention at Bukedea SSS in which consideration of part-time created a conducive environment with flexibility to allow teachers to work based on preferred schedules in other schools where they offer their services. Also, offering compensated leave was expedient in aligning individual needs to create a quality work-life environment where both professional and personal needs are met by teachers operating at Bukedea SSS. Contrariwise, two items score below the mid-point (3) i.e. the 2.29 mean score implied that part-time teaching had not created a work-life balance for teachers at Bukedea SSS and neither had it been a remedy for teacher turnover (2.8). This trend means that part-time teaching may not have necessarily improved teacher retention. 

Similarly, the study also considered computation of std dev less than one with minimum of 0.736 and maximum of 0.890 which by implication meant that respondents had a shared opinion about the notions under investigations. Out of 10 items, 6 had scores below 1 i.e. Part-time teaching creates a work-life balance for teachers (0.890); All teachers are entitled to annual leave (0.855); teachers are entitled to paid leave at Bukedea SSS (0.841); part-time teaching enhances flexibility among teachers and increases engagement (0.830); maternity/paternity leave are given to teachers at Bukedea SSS (0.805); and, compensated leave creates a work-life balance (0.736). The lower the value of std dev, the high the commonalities in the responses provided. In this perspective, study findings revealed that compensated level was known to have created a work-life balance at Bukedea SSS because it scored the lowest std dev. By implication, it was established that Bukedea SSS makes efforts to create work-life balance so as to motivate its teacher to deliver quality services in their respective obligations in accordance with the job description. However, std dev greater than one was among 4 items i.e. job-sharing among teachers has not been well promoted at Bukedea SSS (1.232); part-time teaching has not necessarily been the remedy for teacher turnover (1.172); leave programs have not necessarily increased teacher retention at Bukedea SSS (1.079); and, part-time teachers has not necessarily created a conducive environment for teachers at Bukedea SSS (1.034). These findings meant that despite the contribution of work-life balance at Bukedea SSS, part-time teaching and compensated may not have fully led to teacher retention.

As per the qualitative findings, key informants asserted that part-time teaching was applied as a way to create a work-life balance at Bukedea SSS as follows:
“Not as much, teachers are still complaining of the work load being too much which has affected their morale to work.”……KI-3
“Part-time teaching has created no balance at all, teachers still come on duty with heavy work load from other school which affects their performance in Bukedea SS.”……KI-4
 “It has endangered the school because teachers lack of commitment, dodging of classes instead teachers see this opportunity to look for more extra work in other schools, thus leaving the main school un attended too.”……KI-1
However, one key informant stated otherwise that: “Teachers have time availed to their personal work which in a way give them the sense of responsibility to commit themselves to work when duty calls.”……KI-3

Still, in consolidation of the quantitative findings, key informants revealed the following on issues to do with types of leaves teachers at Bukedea SSS were entitled to as stated below:
“Maternity leave, sick leave, study leave to a small extent. However, they are not entitled to any leave because they have termly leave. However, we give this privilege to our teachers to have them motivated to work. And hence retain them.”……KI-1
“In Bukedea SSS we give leaves like maternity and sick leave, however the leave sometimes may depend on the school workload.”……KI-2
“Bukedea SSS normally gives common leaves like maternity leave for new mothers and sick leave to any teacher who falls sick.”……KI-4
On matters to do with work-life balance enhancing flexibility, key informants provided the following: 
“When teachers are free to have their time well spent on doing their own personal work, they are less stressed and hence make it easier for them to perform their duties assigned to them at school and are also able to engage in any form of school activities.”……KI-2
“When teachers have side income, they are able to concentrate on school work since their income enables them to solve personal problems which would have affected their concentration at work.”……KI-1
[bookmark: _Hlk531312414]“When teachers have their personal problems well sorted out, it makes it easy for them to focus on the duties of the school and ensure to engage actively in their respective designations”……KI-4
The verbatim above postulated that part-time teaching had not motivated teachers because it creates uncoordinated workloads from the schools served and thus lowers the morale of teachers. Part-time had causes teachers to dodge classes and reduced their level of commitment thus increasing the susceptibility of teacher turnover at Bukedea SSS. As per the findings, it was revealed that the commonest types of leaves awarded to teachers at Bukedea SSS were maternity and sick leave. Other forms of leave were taken during the school holidays which was referred to as termly leave. Leave schedules enable teachers to take care of personal issues and respond to emergencies thus motivating teachers to perform and stay in school. Work-life balance was found to be an ingredient for flexibility because it enabled teachers to do their personal work which in turn fosters their concentration in delivering school programs. Such kind of orientation increases teacher retention given the level of freedom and flexibility. 


To confirm the findings above, the researcher endeavored to carry out a regression analysis to so as to determine the extent of effect work-life balance had on teacher retention at Bukedea SSS and Table 4.9 below shows the figures:
[bookmark: _Toc507084159][bookmark: _Toc531316135][bookmark: _Toc1537449]Table 4.9: Model Summary of Work-Life Balance and Teacher Retention
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Sig (2 tailed, P<0.05)

	1
	.672a
	0.452
	0.440
	5.007
	.000

	a. Predictors: (Constant), Work-Life Balance
	


Source: System Data
Table 4.9 above presents the Pearson Correlation (R = .672**), R2 = .452, Adjusted R2 = .440, Sig 2 tailed (p<0.05=.000). By regression, study results implied that work-life balance (part-time teaching and compensated leave) positively relate to teacher retention at Bukedea SSS. Hence, it was established that promoting part-time teaching and offering compensated leave to teacher could greatly reduce teacher turnover and increase teacher engagement at Bukedea SSS. 
The researcher applied the R square to make comparison of the study variable. Therefore, the R2 score computed by regression (.444) illustrated a 44.4% (.444 * 100%) variation that work-life balance had on teacher retention at Bukedea SSS. The remaining percentage 55.6% could be attributed to factors. Thus, promoting part-time teaching for some teachers would create a flexible environment in which teachers would enjoy the freedom to operate within the dimensions of the preferred schedules. Also, compensated leave such as maternity/paternity and compassionate if well implemented would significantly reduce teacher turnover at Bukedea SSS. 
[bookmark: _Toc507084160][bookmark: _Toc531316136][bookmark: _Toc1537450]Table 4.10: Coefficients of Work-Life Balance and Teacher Retention
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-1.470
	5.243
	 
0.672
	-0.280
	0.780

	
	Ethical Legal Principles
	0.911
	0.147
	
	6.221
	0.000

	a. Dependent Variable: Teacher Retention


Source: System Data
Shown in Table 4.10 above, findings affirmed that the degree of effect work-life balance had on teacher retention at Bukedea SSS. In depiction therefore, the findings revealed that the unstandardized coefficient (p-value—0.911) was significant at (p<0.05) with positive Beta value (.672) at 95% level of significance. Therefore, findings entailed any unit change in work-life balance would certainly impact teacher retention at Bukedea SSS by 6.221. 
Hypothesis Test Three
The third hypothesis stated that “H3 Work-life balance has a positive significant effect on teacher retention”. As per the positive results obtained from the findings, it can therefore be concluded that the alternative hypothesis was accepted while the null rejected. By implication, creating a work-life balance for teachers at Bukedea SSS would positively affect teacher retention. 
[bookmark: _Toc507084119][bookmark: _Toc530740199][bookmark: _Toc1537422]4.4.4 Group Coefficients 
For the researcher to determine the independent variable that was outstanding whose impact supersedes, a group regression analysis was computed in consideration of all study independent variable against teacher retention at Bukedea SSS. Using grouped regression analysis, the researcher contrasted the three variables using the ranking method to establish the degree of contribution every variable had as illustrated in Table 4.11 below: 
[bookmark: _Toc507084161][bookmark: _Toc531316137][bookmark: _Toc1537451]





Table 4.11: Coefficients of Motivational Factors and Teacher Retention
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-4.705
	5.273
	 
	-0.892
	0.377

	
	Remuneration 
	0.208
	0.182
	0.182
	1.145
	0.258

	
	Employee Training 
	0.132
	0.169
	0.133
	0.782
	0.438

	
	Work-Life Balance 
	0.697
	0.171
	0.514
	4.085
	0.000

	a. Dependent Variable: Teacher Retention


Source: System Data
In Table 4.11 above, findings illustrate the degree of contribution each independent variable had on teacher retention. By interpretation, it was recognized that all the independent variables had a positive bearing on teacher retention at Bukedea SSS. Consequently, study results designated that employee training had the highest significance (P-v=0.438) with the lowest positive coefficient (.132); remuneration has P-v=0.258 having a positive coefficient (.208); and lastly work-life balance has the lowest P-v=0.000 with the highest positive coefficient (.679). Therefore, the results portray that work-life balance had the biggest bearing on teacher retention at Bukedea SSS as per its lowest significance but with a higher and positive value of the unstandardized coefficient. The findings therefore revealed that work-life balance affect teacher retention more than other variable followed by remuneration and then lastly employee training. For Bukedea SSS to ensure high teacher retention, it has to ensure appropriate implementation of sound work-life balance, good remuneration schemes and lastly promote training of its staff in providing quality instructional services for improved school performance.  
[bookmark: _Toc530740200][bookmark: _Toc1537423]4.4.5 Teacher Retention at Bukedea SSS 
The study explored the dependent variable (teacher retention) at Bukedea SSS. Basically, the researcher applied the 1-5-point Likert scale to determine the association with the independent variables in the study. Opinions from respondents were sought to determine how remuneration, employee training and work-life balance influenced teacher retention at Bukedea SSS. Upon evaluation, the researcher was able to establish the relationship between both the dependent and independent variables using the 1-5-point Likert scale. Respondents’ opinions were sought and individual experience as well as orientation were considered vital.













[bookmark: _Toc531316138][bookmark: _Toc1537452] Table 4.12: Respondents’ views on Teacher Retention at Bukedea SSS
	Indicator for Teacher Retention
	Proportion of respondents who agree, disagree or undecided 

	
	N
	Disagree
	No Response
	Agree
	Mean
	Std. Deviation

	Teachers turnover is high at Bukedea SSS
	49
	34.7
	20.4
	44.9
	3.06
	1.088

	Teachers are always leaving Bukedea SSS for other schools or employment
	49
	73.5
	14.3
	12.2
	2.33
	0.774

	Lack of motivation has negatively influenced teacher turnover 
	49
	16.3
	16.3
	67.3
	3.59
	0.998

	Teachers demonstrate active engagement at Bukedea SSS
	49
	24.5
	14.3
	61.2
	3.37
	1.055

	Teachers show high commitment in their designated roles at Bukedea SSS
	49
	20.4
	26.5
	53.1
	3.29
	1.080

	Teacher motivation has influenced enthusiasm among teachers at Bukedea SSS
	49
	42.9
	24.5
	32.7
	2.92
	1.096

	Incentives given to teachers have increased their work morale 
	49
	49.0
	20.4
	30.6
	2.69
	1.262

	Teacher confidence has been enhanced through motivation 
	49
	49.0
	14.3
	36.7
	2.67
	1.281

	Motivational strategies have increased teacher self-esteem at Bukedea SSS
	49
	24.5
	14.3
	61.2
	3.39
	1.133


Source: Primary Data, 2018
In Table 4.12 above, findings illustrate that majority of the questions being investigated had a mean score greater three (3.06 as minimum and 3.59 as maximum). Findings were on a 1-5-point Likert scale from strongly disagree—1, disagree—2, no response—3, agree—4 and strongly agree—5. The table shows 9 items investigated whereby 5 scored above 3 implying adequate satisfaction with the teacher retention at Bukedea SSS. In consideration of reducing teacher turnover, the study sought to investigate the impact on remuneration, employee training and work-life balance among teachers at the school. Equally, the bid to increase teacher engagement also was aimed at ensuring that teachers are motivated enough to provide the best services in the school setting. As based on the findings, the following were asserted by respondents: motivation has negatively influenced teacher turnover (3.59); motivational strategies have increased teacher self-esteem at Bukedea SSS (3.39); teachers demonstrate active engagement (3.37); teachers show high commitment in their designated roles at Bukedea SSS (3.29); and, teacher turnover was reportedly high (3.06). This kind of trend entails that teacher retention has been influenced by the stated variables. On the other hand, 4 items scored mean <3 i.e. teacher motivation had not fully influenced enthusiasm among teachers at Bukedea SSS (2.92); incentives given to teachers had not fully increased their work morale (2.69); motivation in place had not fully influenced teacher confidence (2.67); and, teachers were not necessarily leaving Bukedea SSS for other schools or employment (2.33). The findings implied that despite the implementation of some motivation strategies, teacher retention had not been fully influenced for the 4 items. 

Additionally, std dev score were also considered in determining how teacher retention had been exhibited at Bukedea SSS wherewith figures <1 depicted common view among respondents while those greater or equal to one signified divergent opinion as help among respondents. The findings as based on std dev revealed for majority of the notion, there were divergent opinions despite majority agreement. The following findings represent the divergencies in the opinions held by respondents: motivation at Bukedea SSS has not fully influenced teacher confidence (1.281); incentives given had not necessarily increased teacher work morale (1.262); motivational strategies had not necessarily increased teacher self-esteem at Bukedea SSS (1.133); teacher motivation had not necessarily influenced enthusiasm among teachers at Bukedea SSS (1.096); teachers turnover was not necessarily high at Bukedea SSS (1.088); teachers did not necessarily show high commitment in their assigned roles at school (1.080); and, teachers had not fully demonstrated active engagement in their instructional endeavors at the school (1.055). This kind attribution indicates that despite the good track of teacher retention some facets had not been fully exhibited which affected teacher orientation to reduce teacher turnover and ensure high engagement in the designated roles assigned. As such, institutionalization of appropriate motivational strategies would imminently lead to an improvement in retaining them at Bukedea SSS to provide services as geared towards improving school performance. 


Qualitative findings contributed by key informants revealed that to retain teachers, Bukedea SSS has to do the following as narrated below:
“When teachers are given proper accommodation, they are encouraged to stay, when given a good working environment, appreciation as enhanced retention, every teacher enjoys working where he/she is appreciated.”……KI-1
“Generally, if teachers are recognized such as teacher of the year, they may be in position to stay teaching on the same school. Bukedea SSS gives some allowances like maintaining allowances for those teaching extra lessons, providing capacity building opportunities like attending workshops.”……KI-4
“Putting up simple accommodation areas for teachers would serve a good purpose to motivate teachers to stay in a particular school. So, a teacher finds it easier to stay in an environment that addresses his/her needs even if its minimal.”……KI-3
Still, key informants revealed that government-aided need to do the following in order to motivate teachers and ensure high retention providing instructional services as below:
“Government need to run school projects that can be used as income generating activities for the school to motivate their teachers, parents should get actively involved on teacher’s welfare, buying distinctions i.e D1 20,000, D2 10,000, C5000, active PTA, good accommodation, improve on meals”……KI-1
“If the government can provide teachers with good accommodation, reasonable salaries, give them some allowances like medical insurance, hard-to-reach area allowances, etc.”……KI-3
“Proper accommodation, meals, and also uniform salary pay regardless of the subject taught, we are all teachers and there should be no segregation.”……KI-3
The verbatim above revealed that Bukedea SSS provides accommodation to teachers as a way to motivate them to stay. Also, the school ensures to recognize teachers at the end of the year as a strategy to motivate teachers to stay in service as it creates a sense of belonging and worthiness with regard to the services provided. Findings further revealed that government needs to institute school projects that can generate revenue, provide accommodation for teachers, ensure to pay reasonable salaries, provide insurance such as medical. This would motivate teachers in government-aided schools to stay in schools teaching for a long period of time

. 
[bookmark: _Toc530740201][bookmark: _Toc1537424]CHAPTER FIV
[bookmark: _Toc507084121][bookmark: _Toc530740202][bookmark: _Toc1537425]SUMMARY, DISCUSSIONS, CONCLUSIONS, AND RECOMMENDATIONS
[bookmark: _Toc507084122][bookmark: _Toc530740203][bookmark: _Toc1537426]5.1 Introduction 
The study was intended to assess the relationship between motivational factors and teacher retention at Bukedea SSS. In this Chapter, presented are; the summary and discussions of study findings, conclusions, study recommendations and suggested areas to conduct further research. 

[bookmark: _Toc507084123][bookmark: _Toc530740204][bookmark: _Toc1537427]5.2 Summary of study findings 
5.2.1 Remuneration and Teacher Retention 
The study revealed that remuneration with regard to salaries, allowances and bonuses has a substantial positive association with teacher retention at Bukedea SSS. Study findings thus revealed that providing adequate salaries, allowances and bonuses would significantly trigger teacher retention at Bukedea SSS.
5.2.2 Employee Training and Teacher Retention 
Based on the study findings, it was established that employee training as carried out at Bukedea SSS had a positive bearing on teacher retention in consideration of the inductions carried out, mentoring sessions and coaching of teacher. New teachers underwent induction as well as mentoring to get well acquainted with the school frameworks of operation. Equally, other school staff underwent training in preparation to get well prepared to engage actively in operations at Bukedea SSS.


5.2.3 Work-Life Balance and Teacher Retention 
It was also established that study findings revealed the positive association between work-life balance through part-time teaching and compensated leave as vital in fostering teacher retention at Bukedea SSS. The positive relationship between work-life balance and teacher retention implies that promoting part-time teaching schedules as well as compensated leave programs such as maternity/paternity leave would improve teacher retention at Bukedea SSS. 

[bookmark: _Toc507084124][bookmark: _Toc530740205][bookmark: _Toc1537428]5.3 Discussions 
 Study results are as discussed in accordance with the study objectives as shown below:
5.3.1 Remuneration and Teacher Retention 
Study findings revealed that the contribution of remuneration as a monetary way of appreciation motivates employees to get work done wherewith the packages provided are appealing to the receiver as Blaise (2012) asserted. Study findings were in line with findings by Firestone (2014) whereby it was revealed that attractive remuneration packages through salary increments, diverse allowances and bonuses would reduce on teacher turnover. As pointed out by Mulvey and Cooper (2009), remuneration scales at Bukedea SSS are capable of reducing or improving staff engagement and commitment because pay structures are vital determinants of teacher retention. Study findings affirmed assertions by Russ et al (2016) whose postulation was tailored towards having differentiated salary structures which may motivate teachers differently. As per Mampane (2012), study findings were in line with his study findings affirming that teacher salaries influence active engagement. Assertions by Borman and Dowling (2008) were affirmed in which it was established that hard-working teachers demonstrating exceptional services as well as outstanding performance stand a chance to receive stipends in compensation. Still, as provided by Blaise (2012), study findings were aligned to his assertion with regard to the timely payment of salaries which motivates teachers Bukedea SSS. 
5.3.2 Employee Training and Teacher Retention 
As per the study findings, it was revealed that employee training was very vital in cultivating teacher retention at Bukedea SSS whose positive association was triggered by the inductions, mentoring and coaching carried out as according to Mandina (2012). Findings by Masikye (2013) were highlighted in which it was established that induction as an HR policy requirement had a tremendous role it played in necessitating teacher retention at Bukedea SSS. Additionally, Masikye Conducting regular inductions for new staff was expedient in reducing teacher turnover but rather increase engagement in designated roles and duties. Study findings postulated that teacher training plays a significant part in ensuring teacher retention as according to Byamugisha (2010). Study findings were in line with what Ambrosetti (2014) stated implying that mentoring was expediently vital in guiding teachers in performing their diverse roles at Bukedea SSS. In affirmation of assertions by Keilwitz (2014), it was established that mentoring was a good practice through which mentors offer advice, recommend and also provide moral support to their subordinates. Given the study findings, Hunzicker (2010) proved that mentoring can significantly reduce teacher turnover because it presents an open-ended learning which sets direction for better performance. In accordance with Hall (2013), coaching of both old and new staff as practiced at Bukedea SSS had an impact on the technical skills and knowledge help among teachers which has in turn promoted teacher retention.
5.3.3 Work-Life Balance and Teacher Retention
Study findings revealed that work-life balance was significantly associated to teacher retention at Bukedea as also provided by Christensen and Schneider (2010). Findings further revealed that work-life balance creates a flexible environment which motivates teachers to stay longer providing instructional services as pointed out by James et al (2011). Consideration of promoting part-time teaching at Bukedea SSS was envisaged as a way of creating a flexible environment that would permit teachers to operate as according to their preferred schedules as shared by Worth et al (2017). Promoting job sharing at Bukedea SSS was aimed at creating supportive and conducive environment for teachers to perform their duties some bit of flexibility and feel motivated to stay at the school providing instructional services as asserted by Nairuba (2011). Part-time teaching as per study findings creates a balance in teaching activities as postulated by Narehan et al (2014). Study findings were in line with findings by the TISSA report 2013) where it was revealed that Bukedea SSS gives maternity/paternity leave to its teachers although the entitlement is mainly feminine. In accordance with Al-Zboon et al (2015), study findings affirmed that compensated leave indeed creates work-life balance allowing teachers to attend to personal demands such as business, family and other amenities that may require special attention. As revealed by Narehan et al (2014), study findings affirmed that Bukedea SSS offers annual leave to its teachers something that has struck a balance in their work-life in the teaching profession.

[bookmark: _Toc507084125][bookmark: _Toc530740206][bookmark: _Toc1537429]5.4 Conclusions 
5.4.1 Remuneration and Teacher Retention 
In conclusion, the positive relationship between remuneration and teacher retention entails that consideration to act upon the increment of salaries, allowances and bonuses could help Bukedea SSS realize a high rate of teacher retention so as to curb teacher turnover and thus increase teacher engagement. Prerequisite to the study findings, any unit increase in teacher salaries, allowances and bonuses would seemingly lead to positive results manifested through reduced teacher turnover and active engagement in the duties assigned to them at school. Providing adequate and timely monetary rewards significantly influences teacher retention. Motivating teachers through remuneration ignites that sense of belonging and thus would demonstrate willingness to stay in service provision at Bukedea SSS.
5.4.2 Employee Training and Teacher Retention
In considering teacher training as a motivational strategy to influence retention, Bukedea SSS needs to make endeavors in setting up appropriate HR programs encompassing mentorship, induction and coaching of teaching staff so as to strengthen their respective abilities and potential to provide quality instructional services in the school setting. Bukedea SSS HR policy provisions regarding internal and external training have a great role to play in fostering teacher retention. Reduction of teacher turnover significantly necessitate building teachers’ capacities in delivering quality instructional programs. Training programs including induction, mentorship and coaching provide an interactive learning environment in which facets of improvement can be sought from the interrelationships and on-going conversations shared. As such, conducting training programs at Bukedea SSS would nurture active engagement of teachers in building good skills aimed at providing excellent instructional services. In consideration therefore, Bukedea SSS focus as laid on training should reduce teacher turnover and cultivate active engagement among teachers.
5.4.3 Work-Life Balance and Teacher Retention
Conclusively, with regard to work-life balance at Bukedea SSS, consideration to institute and strengthen part-time teaching as well as offer compensated leave would strongly contribute to a reduction in teacher turnover. Part-time teaching as an anomaly is aimed to create a balanced work-life situation in which school teachers ably meet both personal and professional needs. Ensuring to mainstream part-time teaching would cordially cultivate a spirit of job-sharing among teachers in which support is sought from the available staff to offer the services needed. With a good work-life balance, teachers are likely going to stay longer teaching. Any form of deliberations to improve part-time teaching at Bukedea SSS would highly impact teacher retention. Also, offering compensated leave to teachers allows them meet their esteemed social and work needs which keeps them actively engaged in school service.

[bookmark: _Toc507084126][bookmark: _Toc530740207][bookmark: _Toc1537430]5.5 Recommendations 
5.5.1 Remuneration and Teacher Retention
There is need to ensure that school teachers are paid adequately at Bukedea SSS whereby the school together with its partners including governments and private arrangements should consider to offer good monetary compensation to motivate teachers so as to reduce teacher turnover.  
5.5.2 Employee Training and Teacher Retention
There is need for Bukedea SSS to enforce and strengthen the teacher induction and mentoring programs so as to welcome, motivate and support new teachers as a way of ensuring that they to stay and provide services in the school after feeling a sense of belonging.
5.5.3 Work-Life Balance and Teacher Retention
[bookmark: _Toc507084127]There is need to promote part-time teaching such that teachers achieve a work-life balance to meet personal and job-related demands. Part-time teaching should be considered
Bukedea SSS should strengthen its leave programs and widen the array not only providing annual, paternity and maternity leave but also consider leave programs such as bereavement leave as a way to motivate teacher and ensure retention. 
Bukedea SSS administrators should identify the fundamental needs of their teachers and therefore solicit means to counterbalance the situation as a way to motivate them. 

[bookmark: _Toc530740208][bookmark: _Toc1537431]5.6 Areas for Further Research 
There is an esteemed need to carry out a study to establish the impact of work-life balance on teacher performance in government-aided school in Uganda. This would help in soliciting means of improving the work-life balance of teachers in a bid to provide excellent teaching services in public schools in Uganda. 
It was also established that conducting a study on the effect of teacher mentoring on teacher engagement in secondary schools. Upon carrying out this study, it would reveal the extent to which teacher mentoring impact the way teachers are engaged to provide quality instructional services in secondary schools in Uganda. 
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Dear respondent, 
I am Isabel Opus, a student of Uganda Management Institute pursuing a Master’s Degree in Public Administration. I am conducting a study on “Motivational factors and Teacher Retention in Uganda: A Case of Bukedea Senior Secondary School”. By virtue of your experience and position, you have been selected to participate in the study. Your response is considered very vital to the success of this research project. I would like you to be part of this study by responding to the questions herein. Your co-operation will be highly appreciated and the data given is strictly for academic purposes and it will be treated with utmost confidentiality.

Instruction: Please tick the response which you consider the most appropriate 
SECTION A: BIO DATA
1. Age	
18—30 	    	31—40 	
41—50 		51 above 		
2. Sex 	
Male   			Female     		
3. Marital status 
Single 			Married 
Divorced 		Widowed 	
4. Highest Education Level
Undergraduate	     	
Postgraduate   		
Certificate 
In the sections below, please choose on a Likert scale of 1-Strongly Disagree (SD), 2-Disagree (D), 3-Not Sure (NS), 4-Agree (A) and 5-Strongly Agree (SA). Tick where appropriate.
SECTION B: REMUNERATION AND TEACHER RETENTION 
	#
	Questions: Remuneration 
	SD
1
	D
2
	NS
3
	A
4
	SA
5

	
	Salary 

	1. 
	School Teachers are paid adequately at Bukedea SSS 
	
	
	
	
	

	2. 
	School Teacher salaries are paid in time at Bukedea SSS
	
	
	
	
	

	3. 
	Salary varies per position and subject taught 
	
	
	
	
	

	
	Bonuses
	
	
	
	
	

	4. 
	Bukedea SSS offers sufficient bonuses
	
	
	
	
	

	5. 
	Teachers are compensated for extra services 
	
	
	
	
	

	6. 
	Teacher incentives e.g. bonuses increase teacher retention 
	
	
	
	
	

	
	Allowances

	7. 
	Allowance have a positive bearing on teacher retention 
	
	
	
	
	

	8. 
	Hard-working teachers receive stipends for compensation 
	
	
	
	
	

	9. 
	There are various allowances different teachers are entitled to 
	
	
	
	
	

	10. 
	Remuneration has increased teacher morale
	
	
	
	
	



SECTION C: EMPLOYEE TRAINING AND TEACHER RETENTION 
	#
	Question: Employee Training
	SD
1
	D
2
	NS
3
	A
4
	SA
5

	
	Induction  

	11. 
	Teacher induction is actively done at Bukedea SSS
	
	
	
	
	

	12. 
	Teacher Induction has been implemented 
	
	
	
	
	

	13. 
	Teacher induction motivates new teachers to stay in school 
	
	
	
	
	

	
	Mentoring 
	
	
	
	
	

	14. 
	Teacher mentoring is carried out at Bukedea SSS
	
	
	
	
	

	15. 
	Teacher mentoring has reduced turnover 
	
	
	
	
	

	16. 
	Teacher mentoring has guided teachers to perform their duties well 
	
	
	
	
	

	
	Coaching 

	17. 
	Teacher training has enhanced teacher retention at Bukedea SSS
	
	
	
	
	

	18. 
	Coaching provides instructional guidelines which engages teachers actively
	
	
	
	
	

	19. 
	Bukedea SSS supports teacher education programs 
	
	
	
	
	

	20. 
	Teacher promotion enhances teacher retention 
	
	
	
	
	



SECTION D: WORK-LIFE BALANCE AND TEACHER RETENTION 
	#
	Question: Work-Life Balance
	SD
1
	D
2
	NS
3
	A
4
	SA
5

	21. 
	Bukedea SSS promotes job-sharing among teachers 
	
	
	
	
	

	22. 
	Teachers are entitled to paid leave at Bukedea SSS
	
	
	
	
	

	23. 
	Compensated leave creates a work-life balance 
	
	
	
	
	

	24. 
	Maternity/paternity leave are given to teachers at Bukedea SSS
	
	
	
	
	

	25. 
	All teachers are entitled to annual leave 
	
	
	
	
	

	26. 
	Leave programs have increased teacher retention at Bukedea SSS
	
	
	
	
	



SECTION E: TEACHER RETENTION 
	#
	Question: Teacher Retention 
	SD
1
	D
2
	NS
3
	A
4
	SA
5

	
	Turnover 

	27. 
	Teachers turnover is high at Bukedea SSS
	
	
	
	
	

	28. 
	Teachers are always leaving Bukedea SSS for other schools or employment
	
	
	
	
	

	29. 
	Lack of motivation has negatively influenced teacher turnover 
	
	
	
	
	

	
	Active Engagement
	
	
	
	
	

	30. 
	Teachers demonstrate active engagement at Bukedea SSS
	
	
	
	
	

	31. 
	Teachers show high commitment in their designated roles at Bukedea SSS
	
	
	
	
	

	32. 
	Teacher motivation has influenced enthusiasm among teachers at Bukedea SSS
	
	
	
	
	

	33. 
	Teacher confidence has been enhanced through motivation 
	
	
	
	
	

	34. 
	Motivational strategies have increased teacher self-esteem at Bukedea SSS
	
	
	
	
	



Thank you for your time


[bookmark: _Toc1537434]ANNEX II: INTERVIEW GUIDE
1. How have teacher salaries impacted teacher retention at Bukedea SSS? 
2. In what ways have teachers been compensated for extra services and efforts at Bukedea SSS?
3. What are the various allowances different teachers are entitled to at Bukedea SSS? How have they influenced teacher retention?
4. How has teacher induction been carried out to motivate in-coming teachers at Bukedea SSS?
5. Explain how teacher mentoring has guided teachers to do their duties appropriately. 
6. In your opinion, describe how coaching has provided instructional guidelines to increase teacher engagement at Bukedea SSS?
7. How has Part-time teaching created a work-life balance for teachers at Bukedea SSS?
8. In your school, what type of leave are teachers entitled to?
9. Explain how work-life balance has enhanced flexibility? How has flexibility increased teacher engagement?
10. Generally, how do you think motivational strategies have enhanced teacher retention at Bukedea SSS?
11. In what other ways can teacher retention be increased among government-aided schools?
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	S/No
	Documentation List 
	Source 

	1. 
	Bukedea SSS Annual Reports (2013-2017)
	Bukedea SSS

	2. 
	Bukedea SSS Teacher Performance Reports (2013-2017)
	Bukedea SSS

	3. 
	Bukedea District Education Commission Reports (2013-2017)
	Bukedea District Local Government 

	4. 
	Ministry of Education and Sports Sector Annual Performance Reports (2013-2017)
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	ACTIVITY
	June
	July
	August
	September
	September
	October
	October
	October
	November
	November
	November
	December

	Concept Development
	
	
	
	
	
	
	
	
	
	
	
	

	Concept Defense
	
	
	
	
	
	
	
	
	
	
	
	

	Proposal Development
	
	
	
	
	
	
	
	
	
	
	
	

	Proposal Defense
	
	
	
	
	
	
	
	
	
	
	
	

	Data collection tools approval
	
	
	
	
	
	
	
	
	
	
	
	

	Pre-testing and Data collection
	
	
	
	
	
	
	
	
	
	
	
	

	Data processing
	
	
	
	
	
	
	
	
	
	
	
	

	First draft report 
	
	
	
	
	
	
	
	
	
	
	
	

	Second draft report
	
	
	
	
	
	
	
	
	
	
	
	

	Viva Defense
	
	
	
	
	
	
	
	
	
	
	
	

	Final report 
	
	
	
	
	
	
	
	
	
	
	
	

	Presentation
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	ITEM
	COST

	Stationery and internet use
	400,000

	Travels and meals 
	500,000

	Secretarial services 
	200,000

	Instrument administration 
	1,500,000

	Final Document Typesetting
	340,000

	Miscellaneous 
	270,000

	Total
	3,210,000





Frequency	
18—30 	31—40 	41—50 	51 above 	21	12	10	6	Percent	
18—30 	31—40 	41—50 	51 above 	42.857142857142819	24.489795918367314	20.408163265306122	12.244897959183673	



Male	
Frequency	Percent	34	69.387755102040757	Female	
Frequency	Percent	15	30.6	



Frequency	
Single	Married	Divorced	Widowed	7	40	2	0	Percent	
Single	Married	Divorced	Widowed	14.285714285714286	81.632653061224502	4.081632653061229	0	



Percent	
Undergraduate	Postgraduate	Certificate	81.632653061224502	8.1632653061224492	10.204081632653061	
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