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ABSTRACT

The study investigated the impact of rewards on teacher performance in Uganda
The study objectives were:

(i) To assess how monetary rewards affect teacher performance in secondary schools in Kampala district.

(ii)To examine how nonmonetary rewards affect teacher performance in secondary schools in Kampala district. The study used a case study approach using both a quantitative and qualitative approach on a population of 242 respondents comprising of head teachers, Board of Governors / Trustee members of a selected school,KCCA officials in the education department and teachers, all who were key informants. Data was collected using questionnaires and interview guides. Quantitative data was analyzed using measures of central tendency, correlation and regression analyses while qualitative data was analyzed in a narrative form. Pearson’s correlation coefficient r = 0.501** between monetary rewards and teacher performance suggested that the two variables were related. The r = 0.501** and significance p = 0.000 between monetary rewards and teacher performance suggesting that there was a high positive significant relationship between monetary rewards and teacher performance. This has teacher performance policy implication in that to achieve the desired level of teacher performance, there was need to make teachers basic salary pay, allowances and introduce bonuses equitable based on input-output ratios and industry pay standards in secondary schools. 

The study also found that using Pearson’s correlation coefficient r = 0.590** between Non monetary rewards and teacher performance suggesting that the two variables were related. The r = 0.590** and significance p = 0.000 between Non monetary rewards and teacher performance suggests that there was a high positive significant relationship between Non monetary rewardsand teacher performance. This has teacher performance policy implication that in order to achieve the desired level of teacher performance, there was need for adequate Non monetary rewards complemented within education service in secondary schools. 

CHAPTER ONE

INTRODUCTION

1.0. Introduction

This study was set to assess the effect of rewards on teacher performance in secondary schools in Kampala district. The independent variable was teacher reward while the dependent variable was teacher performance. The chapter presents the background to the study, the statement of the problem, the general objectives of the study, research questions, the hypothesis, the scope of the study, the significance, justification and operational definitions of terms and concepts.

1.1
Background of the study

1.1.1 Historical background

Over centuries, human beings have been engaged in the process of learning and teaching each other. It is a process that can be intended or subconscious, through which human beings are motivated to adapt to the environment. In our contemporary world the value of education is central in any society. It is through education that learners acquire skills, knowledge and values which enable them to live better lives. Translations from early Egyptian papyri, dating back to 1300 BC, recognized the importance of rewarded instruction in bureaucratic states. The Biblical Moses is credited with his instruction and motivational skill which helped him lead the Hebrews in the desert (Nell, 2006).

Globally the use of teachers in formal education started in the western world and this contributed a lot to their current level of development. In search for expansion of their economies the colonialists exported formal education concepts and practices to their colonies and today it is practiced worldwide to ensure that the expected performance is achieved. With globalization, new teaching practices have tended to diffuse rapidly to both the developing and developed world, although they have tended to originate from the developed world (Mohinder& Anastasia, 2007). 
Through colonization, African countries including Uganda as a British colony, were introduced to new forms of management aimed at providing services which were performance based with approaches  involving monetary and none monetary rewards even in  secondary schools (Kiyaga, 2004). As analyzed below, researchers in the past exhibited interest in teacher reward and teacher performance in different contexts. They did their research on teachers at different levels of education. Their findings still leave gaps that need to be filled thus this research. Kisembo (1995), tackled impediments to effective performance of teachers in secondary schools in Kabarole District like poor motivation, lack of teaching materials among others. Barugahere (2000) researched on professional job performance of graduates of national teachers’ colleges.

Ddungu (2000) was interested in accommodation facilities and job performance of primary teachers in the context of Rakai District whereas Turyasingura-Nyehagane (2000) who chose the context of Kampala primary schools studied staff rationalization policy and teacher performance. 

Onzia (2003) on the other hand dwelt on implementation of staff development policy in secondary schools in Moyo District, while Kamwine (2004), Busingye (2006) and Ssenabulya (2007) assessed the management of appraisal schemes and teacher performance in government aided Secondary Schools in Kampala District, Nagongera National Teachers’ College and primary schools in Kampala District respectively. Amandu (2006) studied professional development programmes and teacher effectiveness (and hence performance) in secondary schools in Arua District, Mpeirwe (2007) management of instructional materials and performance of teachers in primary schools in Kampala District whereas Nampa (2007) opted for supervision and teachers’ performance in Catholic founded secondary schools in LuweroDistrict. This study will assess the impact of rewards on teacher performance in selected secondary schools in Kampala district, Uganda.

1.1.2
Theoretical perspective

Herzberg (1957), in his Motivation-Hygiene Theory also referred to as the two factor theory, applied Maslow´s thoughts to a working environment, by studying work motivation. The aim of his research was to discover which work situations and conditionswere experienced positively versus negatively by the workers; the causes of work satisfaction. The study revealed that employees are influenced by two factors, known as motivator factorsand hygiene factors. The motivator factors lead to satisfaction when they are fulfilled, contrary to the hygiene factors that trigger dissatisfaction when they are unfulfilled. Rewards are commonly based on the assumption that the only thing that motivates people ismoney (Armstrong, 1993:21-25). According to Herzberg, money is a hygiene factor that creates dissatisfactionif not received in appropriate amounts, but it is not seen as a potential satisfier or positivemotivator. According to Herzberg the impact of salary gives a favorable short-term feeling.
The motivators produce a more lasting satisfaction.The motivators which generate more lasting satisfaction are factors such as success,recognition, being challenged, sense of making a contribution, trust, independence, possibilityof career development and responsibility. The hygiene factors are needed to make sure that aworker does not become dissatisfied (Herwig, 2003: 21). They do not work to cause higher motivation although alack of them can cause dissatisfaction. Typical hygiene factors are salary, working conditions,status, company policies and administration (;http://www.12manage.com/methods_herzberg_two_factor_theory.html, accessed on 19th July,2012).

The Mutual Reward theory states that running a business is easier if both the managers and employees feel that they are appreciated. The theory indicates that a manager cannot be a good leader if his/her underlings don’t have incentives to be good followers. If both leaders and followers reward each other for good performance, it will encourage them to work together for the benefit of the company or organisation and themselves. Mutual reward theory is not about cash. Pearson Higher Education states in “The Supervisor-Employee Relationship,” that you will get better results when you focus on intangible but more satisfying rewards. A manager can reward his employees for instance by giving them a say in decision making and trusting them to work without close supervision. Employees can reward managers by being productive, dependable, and taking direction when it is needed. This approach also encourages greater communication which will lead to further improved team work (Adair, 2006:39, 47-57).

The above theories postulate that to achieve teacher performance in secondary schools in Kampala district, there was need to improve teacher rewards. Head teachers need to conduct strategic management to give the strategic plan that will guide the implementation of the planned activities that contribute to the motivation of teachers so as to enhance their performance.

1.1.3 Conceptual perspective

The independent variable in this study was rewards while the dependent variable was teacher performance.

 Rewards are defined as giving someone something as a means of appreciation, for example praise, success or money (The McMillan English Dictionary, 2000). In this study, teacher rewards encompass monetary rewards; Salaries, allowance, and bonuses whilenonmonetary rewards include; promotions, recognition, working environment, gifts, promotion given to a worker for the good work done. There are also personal gains that people aim at and they include achievements and individual success.

Hornby (2006) defines performance as an action or achievement considered in relation to how successful it is. In this study, teacher performance refers to how well or badly teachers perform their work. This is measured by the following: regularity and punctuality in school activities, effective teaching with well prepared schemes of work and lesson plans, teaching extra lessons without demanding for extra pay, giving and marking students’ exercises and completing the teaching syllabus in time. Similarly how successful a teacher is, in helping other people to learn, gain knowledge and attitudes, keep records, research and produce timely work. 

1.1.4 Contextual perspective

Since the pronouncement of the policy to liberalize the economy of Uganda in 1988, the education sector has steadily grown over time, fundamentally owing to the favorable policy of investment which has seen a multiplication of privately owned schools (MOEs, 2009) as opposed to the Church as the traditional architect and provider of modern education, Kiwanuka&Kasibante (2000). Corresponding to the function of education or imparting values, primarily belonging to the family and the whole society (UEC, 1997), thus, creating awareness to the population to start investing and saving their money as well as employing a large number of Ugandan citizens. Currently there are only 1,114 Government- aided secondary schools and 1,800 private secondary schools throughout the country but these private Schools seem not to be doing well(Daily monitor,Dec 2010)

According to Kubberud et al (1999), assessing teachers by the performance of their students is questionable. This is because in any given environment there other factors which exist and can influence teacher performance.

Teacher performance in the Ugandan context mainly entails: teaching consistently with diligence and regularity orchestrated by increased  good results from students, setting adequate written and practical exercises, ensuring effective marking, evaluating all exercises promptly and carefully observing academic regulations and instructions (Uganda Teaching Service Commission Regulations, 1996).

Teacher quality needs to be enhanced with other factors to attain teacher performance, which boosts teacher performance. The reward system is based on a number of factors that are both monetary and nonmonetary. The trend is that people join organizations like schools to satisfy their varied needs. The needs range from social, financial and physical, which are fulfilled through the different reward forms. Lack of teacher amenities limits opportunities to enhance teacher morale and performance leading to declining school quality in developing countries because powerful teacher incentives determine quality (KCCA, 2011).

School Guide Uganda (2012), records about 303 secondary schools in Kampala district, only 108 of which are purely private in nature and where owners aim at profit maximization, thereby painfully exposing teachers to living from hand to mouth with the little salary, on which taxation feeds without compromise. It is not surprising that a teacher ends up getting another job to make ends meet. From the previous years however, there have been teacher strikes, absenteeism from duty, with three fifths changing jobs continuously due to low pay and poor working conditions they are faced with. It is suspected that there has been little effort by private owned Schools to effectively reward teachers holistically to the satisfaction of education stakeholders. Privately owned schools have in most cases looked for cheap unqualified labor (KCC Directorate of Educ, 2010).It presents that the teachers are not content with what is given as their share for the work they do yet not much has been done. In some instances threats were the immediate response alongside the unyielding promise of an increment to appease the hungry and dissatisfied teachers-this peanut to the committed nation builders who give their whole selflessly. In some secondary schools there is increasing poor performance mainly in the science subjects. The poor performance in science subjects is attributed partly to poor incentives at the school level.  Since teacher morale and welfare is so low at present, many teachers are forced to work in more than one school which cannot guarantee quality results. Indiscipline in secondary schools is also on the increase, which affects the quality of education outcomes in schools. Many secondary schools still lack the necessary performance requirements, not only because of inadequate funds or even poor facilities, but as a result of inadequate teacher rewards (Namirembe, 2005).

1.2 
Statement of the problem

The Ugandan government hastried to ensure the delivery of quality education in secondary schools, through moderation of the syllabi and inspection of schools by the Education Standard Agency (ESA) (Mutanzindwa, 2012), though there are factors that have been a hindrance to this. Employers use pecuniary rewards for high levels of performance in schools, however there is a decline in Teachers’ commitment to their duties. This is seen through a decline in regularity and punctuality in school activities that include: effective teaching with well prepared schemes of work and lesson plans, teaching extra lessons without demanding for extra pay, giving and marking students’ exercises and completing the teaching syllabus in time (Nsubuga, 2003).Teachers working in private secondary schools in Kampala are poorly motivated due to poor incentives, and inadequate controls and other behavioral sanctions. Consequently, standards of professional conduct and performance are low and falling due to ineffective incentives and sanctions.  What is expected from teachers (the ‘social contract’) is not pitched at a realistic level in many secondary schools in Kampala district given material rewards, workload and living environments. 
In many secondary schools, teachers are asked to take on more responsibilities without rewarding them (Kawesa, 2004; KCCA, 2011).The same payroll has been used for years yet the cost of living has been changing and becoming more expensive (The New Vision, April 04th, 2012), yet the work load has steadily grown for instance schools under the Universal Secondary Education have so many learners and very few teachers, with few or no learning facilities (Daily Monitor, Feb 20th, 2012).
 Evident signs of gaps in performance of teachers in schools include; drug abuse among learners, moral decadence, increasing academic failures and drop outs among others. This situation is suspected to have resulted from failure of managers to streamline their reward practices (Ahimbisibwe, 2010, MOES, 2011). If the situation is not looked into, Uganda as a country may end up producing worthless academic stars that cannot perform and thereby lowering the quality of education in Uganda. It is for this reason that this research intends to find out the relationship between teacher reward and teacher performance in secondary schools in Kampala district.

1.3 
Purpose of the study.

The purpose of the study was to assess the impact of rewards on teacher performance in selected secondary schools in Kampala district, Uganda.

1.4 
Objectives of the study

The study was guided by the following specific objectives.

1. To assess how monetary rewards affect teacher performance in secondary schools in Kampala district.

2. To examine how nonmonetary rewards affect teacher Performance in secondary schools in Kampala district.

1.5
Research questions

The study sought answers to the following research questions;

1. How do monetary rewards affect teacher performance in secondary schools in Kampala district?

2. How do nonmonetary rewards affect teacher performance in secondary schools in Kampala district?

1.6 
Hypotheses of the study 
The following hypothesis was tested during the study:-
H: 1
Monetary rewards significantly affect teacher performance.

H: 2
There is a significant relationship between nonmonetary rewards and teacher 


performance.
1.7 .
Conceptual frame work

Independent Variable (IV) 




Dependent Variable (DV)

Rewards 


Teacher Performance

Source: self developed

Figure 1.1: Model showing the relationship between independent and dependent variables   

Description of the model

In figure 1.1 above, the model suggests that teacher performance which is determined by Systematic Schemes of work done, Timely Lesson plans, Record of work kept, Learner performance i.e.  1st grade, Time management observed, Regular attendance and Holistic child handling in progress can be achieved through rewards in the form- monetary and non monetary terms. Researchers have argued that monetary rewards can increase  collegiality by rewarding cooperation between teachers (Solomon and Podgursky, 2001) especially through administering group-based rewards, (Mohrman and  McCollum, 2001). This kind of management technique can redesign the work of teachers so they are interdependent, and acknowledge their interdependence, Mohrman and Odden, (1996). Some opponents of performance-based rewards argue that there is some evidence of increased collegiality when group performance rewards are employed (Firestone and Pennell, 1993).

Figure 1.1 also shows thatnNon monetary rewards involve establishing a culture where there is merit on Promotions, Recognition, Working environment, Gifts and Achievements. This kind of motivation can have positive or negative effects; e.g. rewarding achievement of stretch targets provides a more positive motivation than does applying penalties for underachieving. Pay spirals & ratcheting can place organizations, particularly those with tight cash flows, at severe risk. Most current performance pay regimes simply increase remuneration as a reward for performance, thus increasing the overhead costs of the organization. This is sustainable as long as the organization is growing its wealth. However, when recession impacts on profitability; most organizations respond by cutting costs. For most organizations the greatest internal costs are employee costs. Thus, without a reward regime which responds to negative as well as positive pressures the usual result is a process of rationalization, restructuring and redundancy (Ballou 2001; Tomlinson, 2000). Personal rewards involve management collecting performance information, analyzing it and taking corrective action to achieve the individual teachers performance (Lowrie&Cobbald, 2004). According to De Waal &Gerritsen-Medema (2006).

The model suggests that there is a relationship between rewards and teacher performance in secondary schools in Kampala district. It is conceptualized that monetary and nonmonetary reward elements in schools lead to efficient and effective delivery of services by the teachers and head teachers (teacher performance). Teacher reward can lead to a particular way of behavior of a teacher. It is this behaviour that will either enhance or retard learning, which will determine the teachers’ performance. There are different models of performance-based reward programmes that include; merit pay which generally involves individual pecuniary awards based on student performance, and classroom observation (McCollum, 2001). The second model is known as skill-based compensation. Schools which have a tradition of loyalty, teamwork and personal commitment are conceptualized to have extra faith in the top management of the school. It is therefore conceptualized that the more committed teacher is, the more efficient and effective he/she will be. This would mean that more resources will be effectively committed to rewarding and as such, teachers will be more innovative which will result into a strong internal process of the school. Performance is measured by; the Systematic Schemes of work done, Timely Lesson plans, Record of work kept, Learner performance i.e. 1st grade, Time management observed, Regular attendance and Holistic child handling in progress.

1.8
Significance of the study

The findings of this research might aid administrators and heads of learning institutions especially secondary schools. This is because many school heads as well as the administrative committees overlook teacher rewards because they fear expenses, yet they complain of poor teacher performance. This might stir them into looking for better ways to reward the teachers. The teachers too will be helped to realize that they have a role to play in giving their employers a reason to trust and work with them towards a common goal. The final result then would be better teacher performance, which may point to good quality of the school in impacting learning.

Policy makers in government may also benefit from the findings since it is their responsibility to work with school administrators to ensure that good and quality laws are passed for good management and administration of schools in Uganda.

The study may also attempt to enrich the existing body of knowledge, stimulate more research and will also act as reference material for other researchers.

1.9 
Justification of the study 

In the implementation of the five year strategic plan (2005-2010), the education sector indicated a decline in teacher performance in the first two years yet in the same period the government decided to reinvest in the secondary and primary education. There was a need to establish the factors that were contributing to the declining teacher performance. Preliminary findings were pointing to gaps in teacher reward and this study is intended to investigate the influence of teacher reward on teacher performance in Kampala district and make recommendations to the policy makers and other stakeholders to act on.

1.10
Scope of the study.

1.10.1. Content scope: 

Thestudy assessed the influence of reward on teacher performance in selected secondary schools in Kampala district. Emphasis was put on rewards-monetary and nonmonetary.

1.10.2. Geographical scope:

The study covered selected secondary schools in Kampala district divisions that included; Luzira S.S, St. KizitoS.S.Bugolobi, Lubiri S.S, Kyambogo College School, Kawempe Moslem School, Uganda Martyrs Secondary School Rubaga and St.Peters S.S Nsambya located in Kampala district. This was because they were easily accessible and within Kampala district.

1.10.3. Time scope:

The study focused on the period 2009 to 2011 because a number of reforms had been made in the education sector in this period with many challenges in education as a whole. Similarly information needed was at that point in time.

1.11
Operational definitions

Performance is the outcome of work that provides linkage to the strategic goals of the organization, customer satisfaction and economic contributions. High performance therefore results from appropriate behavior, especially discretionary behavior, and the effective use of the required knowledge, skills and competencies (Armstrong, 2006; Bernadian, 1995).

Public secondary schools

These are secondary schools in the district fully supported by government in terms of teachers’ salaries, tuition fees, building and maintenance of school structures (MoES, 2012).

Private secondary schools

These are secondary schools in the district fully supported by individuals, NGOs in terms of teachers’ salaries, tuition fees, building and maintenance of school structures.
CHAPTER TWO

LITERATURE REVIEW

2.0.
 Introduction

This chapter discusses the literature related to the subject of study; it reviews previous research, articles and ideologies on teacher reward and perceived teacher performance. It starts with theoretical reviews and themes reviewed in relation to the research objectives.

2.1 Theoretical review

This study was guided by the systems theory, developed by Ludwig Von Bertalanffy in the 1940’s, which states that the most realistic view of any organization is to see it as a total system (Campbell, 1997:13).That is, a system is a set of things that affect one another within an environment and form a larger pattern that is different from any of the parts, rather than reducing an entity (e.g. an organization) to the properties of its parts or elements (e.g. teachers, students, rewards, etc).Systems theory focuses on the arrangement of and relations between the parts, which connect them into a whole. The systems approach gives primacy to the interrelationships not to the elements of the system. It is from these dynamic interrelations that new properties of the system emerge (Klir,1969).
The systems framework was fundamental to this study in that it is an organization theory which treats organizations as complex, dynamic and goal oriented. The problem in this study is improving teacher performance, within secondary schools in Kampala district.

Performance of teachers has been accepted as a multidimensional construct since it measures a variety of aspects of teaching such as; subject mastery, effective communication, and lesson
Preparation and presentation (Onyeachu, 1996). The influence of teachers teaching effectiveness on the learning outcome of students as measured by students’ academic performance has been the subject of several studies (Adediwura&Tayo 2007; Adu and Olatundun, 2007; Lockhead&d 

Komenan, 1988; Schacter&Thum, 2004; Starr, 2002). The above studies suggest that effective teaching is a significant predictor of students’ academic achievement. Therefore effective teachers should produce students of higher academic performance.  
Poor academic performance of students in Uganda has been linked to poor teachers’ performance in terms of accomplishing the teaching task, negative attitude to work and poor teaching habits which have been attributed to poor motivation (Ofoegbu, 2004). It has also been observed that conditions that would make effective teaching such as resources  available to teachers, general conditions of infrastructure as well as instructional materials in secondary schools in Uganda are poor (Oredein,2000). These prevailing conditions would definitely show a negative influence onthe instructional quality in  private schools, which may translate to poor academic performance, attitude and values of secondary school  teachers.

2.2. Monetary rewards and teacher performance

According to the McMillan English Dictionary (2000), reward refers to giving someone something as appreciation, for example praise, success or money. In this study, rewards refer to the intrinsic and extrinsic benefits such as: praise, success, promotion or money given to a worker for the good work done. Armstrong (2003) asserts that rewards are fundamentally concerned with ensuring that people feel they are valued and will influence them to behave in ways which still satisfy both the organizations and their own needs.  However, the rewards have to be regulated so as to achieve their purpose. For this reason, promotion should not normally take the promoted employee above the mid – point or reference point in the pay range for their new job, so that there is adequate scope for performance related increase.Armstrong (1996) indicates that performance in organizations is highly determined by reward policy or system. Everybody goes out to work with the intention to earn a living and so monetary reward comes top of the list while the others are secondary while Bowen (2000) defines reward as something given or received in return for a service. The objectives of rewarding are mainly three and these are; attracting, obtaining and maintaining labor. If the rewarding system is poor, vices like absenteeism, late coming and turn over cannot be avoided. The immediate result felt would be poor quality and quantity of work done. The monetary or financial rewards include; salaries, special allowances and gifts. These are the first motivators of labor and often times, people get jobs with a good pay before they think of other factors. It is in this regard that private schools in Uganda pay teachers a relatively higher amount and so they have a large number of teachers employed. It is true that the government has the highest number of teachers but these still get employed in private schools too, such that they have more than a source of income. This is because they feel that income is inadequate therefore it is strategic to have a job that is secure to be relied on.

Uganda’s employers mainly consider the teacher’s ability to make the students pass examinations rather than their skills and knowledge.Merit Pay, “Pay for performance” or “Performance pay”, adjusts salaries upwards or provides compensation for higher levels of performance. A standard for individual performance is set, such as increased student achievement. If a teacher meets or exceeds this standard, they receive a bonus or a salary increment (Reichardt, Robert, Rebecca 2003). Merit pay is frequently used in the private industrial and commercial sector as a management tool to achieve organizational goals. 

The main argument in favor of merit pay is that it can foster individual motivation by recognizing effort, achievement and rewarding it in a concrete way. (Reichardt, Robert, Rebecca 2003).

The kind of motivation provided can have positive or negative effects; e.g. rewarding achievement of stretch targets provides a more positive motivation than does applying penalties for underachieving. Pay spirals and ratcheting can place organizations, particularly those with tight cash flows, at severe risk. Most current performance pay regimes simply increase remuneration as a reward for teacher performance, thus increasing the overhead costs of the organization. This is sustainable as long as the organization is growing its wealth. However, when recession impacts on profitability; most organizations respond by cutting costs. For most organizations the greatest internal costs are employee costs. Thus, without a reward regime which responds to negative as well as positive pressures the usual result is a process of rationalization, restructuring and redundancy. 

Azordegan et al (2005) put it that the success of any reward management scheme depends very much on a credible supporting teacher performance management framework that is fair and consistently applied.  The basic gap this study filled; whether the reward is pecuniary or nonpecuniary, and whether sanctions exist for poor performance; duration of the reward, and in particular, whether the reward is given once only, for a limited duration, or permanently; the reward levels, and in particular, whether there are ascending rewards for increased teacher performance or whether the performance evaluation allows teachers to progress to a new salary scale and the scope of the reward, and in particular, whether all teachers who fulfill the criteria are rewarded, or just a specific quota. However, in Ugandan context, it is believed that private schools reward individual teachers for their performance regardless of their academic qualifications; at times they are rewarded depending on the number of distinctions scored by students in a given subject. Nevertheless, investigations were carried out and it was established that normally such rewards are given by big and well established private schools. Such a system is criticized on the grounds that, students’ performance depend on the system in the school; and it is not individual efforts that bring out such results.   Rewards in schools take another dimension. An effective and workable system of rewards in schools, one of the more crucial questions to be answered is that of whether the contributions of individual teachers can be measured in a way which will provide a valid, fair, and generally accepted basis for varying pay rates (Odden, 2002). Very often the yard stick the majority of private schools have used to gauge the performance of individual teachers is the performance outcome of students in a given subject which is inadequate.

Smith, Szelest and Downey (2004), indicate that as the calls for accountability and demonstration of effectiveness grow louder, academic support units need to take proactive steps in response. Directors of academic support units, including advertisement centers, can no longer afford to simply rely on students’ satisfaction inventories as evidence of effectiveness. The fundamental question has moved from “how satisfied are our students?” to “how well have we taught them and what have they learned?” and we prove it. In the case of academic advising, this introspection took the form of encouraging staff to develop internal measures that reflect the mission, and how these pieces fit within the broader context of the university. The case of secondary schools in Kampala district, the outcomes of learning are assessed through exams at the end of a given period of learning which may not fully ascertain whether learning really took place, or whether the teacher played his role effectively depending on the kind of motivation that he gets in the school.

Hunt (2005) believes that, a good performance policy is connected to the leadership style in the organization. Participative leadership is most cherished in performance appraisals because it encourages the existence of organization openness. 

Naisby (2002), on the other hand believes that a good performance system is rooted in the company ethos, (in this case school ethos). That is, the goal, vision and values that are cherished by the organization or school. However, it is mostly participative leadership that allows for the cascading of the goal, vision and values that the school stands for and that they are shared and understood by everyone in the organization. While group-based rewards attempt to overcome this problem by evaluating teacher performance as a whole, questions remain about the equitable division of rewards given the complex relationships that exist between teachers and student outcomes. This questions whether schools are much too complex organizationally for accurate evaluation to occur (Cited in Storey, 2000). It is argued that proper employee evaluation requires an equal participation and relationship between the key participants. When pay is linked to performance, any equality is undermined because there is inevitably a judgmental aspect that makes this equal relationship obsolete (Cutler &Waine, 2000). Teachers, on one hand, use evaluation as a formative process, allowing them to see how they are performing, and how they can improve. Administrators, on the other hand, use evaluation for summation, which considers evaluation as a process used to gauge teachers worth (Barber and Klein, 1983). This is supported by Murnane and Cohen (1986) who argue that principals in the 1980s United States school system were found to prefer giving better evaluations than the teachers actually deserved to build trust between the administrators and the teaching staff, and also as a form of formative evaluation. Thus, it is argued that a functioning professional relationship between the principal and the teachers would be undermined by the use of monetary rewards.

On the contrary, Klein (1996) cites the literature of Pubols, (1960) as consistently showing that reward magnitude affect task performance. For example, in a citation of Crespis (1942) study, Klein (1996) reported that the rats ran faster down the alley to obtain rewards, showing that the magnitude of reward influences the level of instrumental behavior. 

Cushway (1999) agrees with Klein (1996) when he up holds that, the way in which employees are rewarded in terms of their pay and benefits send powerful messages to them. They can agree to perform a job only in terms of some kind of reward. Turner (2002) justified reward as the mainstream of human resource management. In addition, Dessler (2003) observed that managers can motivate or demotivate hardworking employees depending on the considerable thought they put on how to reward them.

According to Davar (1996), one of the objectives of giving fringe benefits is to induce loyalty to the organization. Every enlightened manager should be concerned about doing it because it results into greater employee efficiency, productivity, as well as boost up their morale.

Thus this study found out that monetary reward affected teacher performance in the following ways; where there were good means of monetary rewards like giving timely salaries as agreed on with the facilitators of learning, the teachers were more willing to do their work diligently. Bonuses and allowances were found to give a boost to the teacher’s morale such that some teachers even went an extra mile to ensure that the learners got the best by providing extra time to meet the learners whom they saw as very weak and needed more help free of charge.
2.3. Nonmonetary reward and teacher performance.

Non monetary rewards are in various forms and these include; recognition, praise, achievement, responsibility as well as personal growth and development. McGregor and Herzberg (1985) emphasize the importance of challenging jobs, participating in decision making and recognition. Job owners are known to “catch their workers doing wrong” instead of looking out for the good in their workers. Likewise in schools it is the common thing for administrators to look out for the wrong that staff members do and penalize them. Catching workers ‘doing good’ is yet another good nonmonetary reward that makes workers feel appreciated and they do their best at their job. Workers who feel appreciated do not look at payment or salaries as the target but give their jobs priority and so offer their best.
The employee reward system originates from the organization’s integrated policies, processes and practices. Owino (2002) defines reward system as methods used by an organization to provide rewards and incentives to its employees. Reward policies therefore are aimed at equitable, fair and consistent payment of the organization’s employees; therefore, reward should be based on a well articulated philosophy.

Block and Sandner (2006), observe that managers are forced to use some other incentives (non financial) because of the belief that it is not only money that motivates employees. Financial incentives are important but inadequate to motivate all company workers. Therefore, financial incentives must be accompanied by non-financial incentives. Management in many organizations provide certain non- financial incentives like increase in responsibility, recognition for hard work, providing for job security and status. Status is one of the non-financial incentives in an organization.  Managers are aware of the need to provide for the status needs of their employees for example providing an executive office or car for senior managers.

Employees in general will be satisfied with their jobs if their status is recognized according to their contribution to the company or business. Managers must also provide an opportunity for challenging work. The reason for doing this is that many people have a preference for challenging jobs and dislike routine and monotonous jobs. A more challenging job satisfies some people who are enthusiastic and dynamic. Therefore an increase in challenging responsibility is one way of providing a non-financial incentive for employees. Recognition for work done by the employees is yet another way to motivate employees. Many people have a strong opinion that their work must be recognized and appreciated. Appreciation is a way of recognizing work done by employees and this may be done through praising good performance. Provision of job security also works well as a tool to building job satisfaction. Almost every worker prefers that he/she is secure in their job. Employee stability on the job guarantees them income and therefore employees consider job security an incentive. One set back associated with job security as an incentive is when people feel that their services are not likely to be terminated easily, they become less productive. Job security therefore can be provided depending on realization of expected performance levels attained(Wanger, Walker and Redmond,  (2006). 

“Necessity” factors (Pull Motivation) signify an individual’s positive inner desire to start working and is centered on the potential new business owner’s need to take control and change an ‘employee’. Common ‘pull’ factors include; need for achievement, independence or autonomy, wealth creation, lifestyle change and desire to use or apply personal experiences and knowledge. Necessity motivation on the other hand refers to external negative drivers and typically encompasses aspects such as job frustration, perceived lack of advancement opportunities, avoidance of low-paid occupations, escape from supervision, unemployment and retrenchment, and financial security, or meets subsistence household needs (Taormina and Mei Lao, 2005).Push factors refer to necessities such as unemployment, glass ceiling, redundancy, recession, financial reasons (inadequate family income), dissatisfaction with being employed, or the need to accommodate work and home roles simultaneously. Pull factors are related to a need for independence, need for achievement, financial reasons (desire for profit-wealth) personal development, self-fulfillment, social status and power (Hansemark, 1998; Glanceyet al., 1998).

To emphasize employee motivation Orhan and Scout (2001), regarded Push motivation to include elements of necessity such as insufficient family income, dissatisfaction with a salaried job, difficulty in finding work and a need for a flexible work schedules because of family responsibilities; and Pull motivation to relate to independence, self-fulfillment, entrepreneurial drive and desire for wealth, social status and power. What comes out is that enterprise creation can be considered to be driven by two opposite factors of choice and necessity according to the relative importance of the “push” and “pull” factors. However, the situation is rarely a clear cut selection of pull or push factors and the factors are often combined to adequately account for individual intention to engage in ventures created or hospitality facilities. With reference to employee motivation, Pistruiet al (2001), found that Chinese were motivated by desire for higher earnings, desire to have fun, need for achievement, and desire to make a direct contribution to the success of an enterprise. Their findings showed that respondents’ motivation stems mainly from pull factors. This could contradict Uganda’s situation where Bewayo (2004), based upon responses from 208 small business owners in Masaka and Kampala, found that the majority of Ugandan employees cite monetary considerations as the main reason for working, which could be a reflection of Uganda's current economic conditions. 
This study found out that there was a relationship between non monetary rewards and teacher performancein some Secondary schools in Kampala district. This exhibited by the commitment indicated in the teachers’ work because they felt that their effort was appreciated. A comfortable working environment was found to facilitate the teaching-learningprocess while personal goals and achievement gave the teachers a push to do work well so as to attain the given end result. This was evidenced by the well laid out schemes of work and lesson plans, regularity and availability in doing school activities.
2.4 
Summary of literature review

For schools to achieve the expected level of teacher performance, it is important that it sets its expectations, assess the environment and document its performance objectives,levels and rewards.  This involves management and stakeholders clearly spelling out teacher’s rewards and implementing them. The literature does not reveal the extent to which schools spell out schools rewards. This study therefore intends to assess how monetary rewards affect teacher performance in selected secondary schools in Kampala.

Finally non monetary rewards by school management will involve promotions, good working environment, achievement, recognition among others. The review of literature does not explicitly reveal experiences of how schools execute non monetary rewards for achievement of teachers’ performance. This study thus will establish the relationship between nonmonetary rewards and perceived teacher performance in Kampala districtaimed at achieving teachers’ performance targets. 

CHAPTER THREE

METHODOLOGY

3.1
Introduction

This chapter presents how the research was conducted. It describes the research design, study population, sample size, data collection methods, data collection instruments, validity  and reliability, data collection procedures, data  analysis  and measurement of variables. 

3.2
Research Design

The study was carried out using a cross-sectional research design. This helped the researcher gather data from a sample population at a particular point in time (Amin 2005). Both qualitative and quantitative approaches were employed to get detailed description of the situation and therefore enabled the researcher to establish patterns, and relationships among the identified variables. According to Mubazi (2008), research deals in data (raw information) which is qualitative and quantitative. He notes that the difference between the quantitative and qualitative research methodologies is in the techniques and methods used but triangulation is best for research. The researcher chose this research design because of its advantages in obtaining data; it is also the simplest and least cost alternative compared to longitudinal (Neumann, 2003).  According to Neumann, (2003), cross-sectional research can be exploratory, descriptive or explanatory. Babbie (2007), shares the same views by stating that there are three purposes of social research, exploration, description and explanation each of them with different purposes for the research design. Correlation methods were involved in determining the influence of teacher reward on teacher performance in selected secondary schools in Kampala district.In addition, it helped in answering questions concerning the current state of the subject under study.

3.3 Study Population

The study population included teachers and head teachers as well as Members of Board of governors from selected public and private secondary schools in Kampala district. There are 303 secondary schools in Kampala district (School guide Uganda, 2012).A total population of 285 members. This population was chosen because it was assumed to have adequate knowledge of the subject and the research variables under investigation.

3.4. Sample Size and selection

The teachers were selected using Krejcie and Morgan’s (1970) table approach (see appendix III) of sample selection where by 242 out of 285 respondents were selected. All the head teachers and Board / Trustee members of a selected school were key informants. The sample selection of teachers/head teachers and schools is summarized in Table 3.1 below. 

Table 3.1: Population categories, sample and sampling method to be used in the study

	Category
	Selected School
	Population 
	Sample size
	

	
	Luziras.s
	St.Kizito

s.sBugolobi
	Lubiris.s
	Kyambogo college
	Kawempemoslem H.S
	Ug.Martyrss.s

Rubaga
	St.Peterss.s

Nsambya
	
	
	

	Head teachers
	01
	01
	01
	010
	01
	01
	01
	07
	07
	

	BOG/ Trustee
	10
	10
	10
	10
	12
	14
	10
	76
	70
	

	Teachers
	40
	20
	20
	20
	20
	20
	27
	167
	151
	

	KCCA Division-Education department  officials
	
	
	
	
	
	
	
	35
	14
	

	
	Total 
	
	
	
	
	
	
	285
	242
	


Source: KCCA divisional departments (2011)

3.5
Sampling techniques and procedure

Purposive sampling was used on the head teachers, selected board/ trustee members in schools who are knowledgeable about what was being investigated. Teachers wererandomly selected to participate in the study. Convenient sampling was also used. This was done because not all teachers wereavailable at all times.Sampling is the process of selecting a sufficient number of elements from the population, so that a study of the sample and understanding of its properties or characteristics would make it possible for the researcher to apply such properties or characteristics to the population elements. To have a reliable and representative sample, this study used simple random sampling and purposive sampling. This helped to ensure proportionate presentation of subgroups. Purposive sampling is whereby the researcher decides whom to include in the sample. This technique was used to collect focused information and for that matter, it saved time and money (Yoko &Onen, 2005).
3.6
Data collection methods

The researcher collected both primary and secondary data from respondents usingspecific methods that are explained below;

3.6.1
Questionnaire survey

A structured questionnaire was used to collect data on variables as defined by the study objectives from the teachers. The questionnaire was used because teachers were able to read and interpret written questions Amin (2005). The questionnaire methods tended to be time saving and cheap to use Sekaran (2003).

3.6.2
Interview method

The interview method was used to collect data from Head Teachers of all the schools in the study. Through using probing questions, the researcher was able to collect additional and more revealing information, which was obtained, from the self-administered questionnaires. This investigation using the interview approach to generate responses served to triangulate the objectives (Amin, 2005).

3.7.0
Data Collection Instruments
3.7.1 Questionnaires

A self-administered questionnaire using scales of measurement will be used to collect data from teachers. The questionnaires will consist of closed ended questions. These are intended to help the respondents make quick decisions and also help the researcher to code information easily (Sekaran 2003).The questionnaires are also easy to administer, time saving and data collected will be easy to analyze Amin (2005).
3.7.2 Interview guides

The researcher designed a simple oral interview guide specifically for the Head teachers to seek their opinion by asking probing questions. The interviews helped gain detailed information about the problem (Mugenda&Mugenda 1999). The interview schedules included open discussion of open-ended questions with the Head Teacher’s with the help of an interview guide. This involved first making an appointment with the respondents. 

3.8
Data quality control (Validity and Reliability)
3.8.1
Validity
A research instrument is said to be valid if it actually measures what it is supposed to measure Amin (2005).In order to test and improve the validity of the questionnaire, the researcher availed the first draft of the instruments to experienced researchers and fellow students for constructive criticism and later to the supervisor. They were requested to look at the items and check on language clarity, relevancy and comprehensiveness of content plus the length of the instruments. The researcher then calculated the content Validity Index (CVI) using the formula below.
CVI=Item rated quite relevant/very relevant by both rates (3 or 4)

Total number of items in the questionnaire
The CVI should be within the statistical accepted range of: CVI>0≤ 1 and the results are shown in Table 3.2 below. 
Table: 3.3: Content Validity Index Results
	Variable 
	Total No of items 
	Number ofvalid items 
	CVI

	Monetary rewards
	15
	10
	0.87

	Non monetary rewards
	30
	30
	0.84

	Teacher performance 
	13
	10
	0.79


 Source: Expert Judgment

Table 3.2 shows that Monetary rewardsyielded a CVI of 0.87 while Non monetary rewardsyielded a CVI of 0.84. Teacher performance yielded alpha value of 0.79. Since all variable yielded a CVI above 0.70 accepted for social sciences, it was concluded that the instrument had a good validity.
3.8.2 
Reliability
Reliability of a measure indicates the extent to which it is without bias and therefore ensures consistent measurement across time and across the various items in the statement suggesting that the finding would be consistently the same if the study was done over again (Amin, 2005). In this study a Cronbach’s alpha coefficient was computed to show how reliable the data was using Statistical Package for Social Sciences (SPSS) and taking only variables scoring above 0.70 and the results are shown in Table 3.3 below. 

Table: 4.3: Reliability results

	Variable 
	Total No of items 
	CVI

	Monetary rewards
	15
	0.89

	Non monetary rewards
	30
	0.85

	Teacher performance 
	13
	0.76


Source: Primary data   

Table 3.3 above shows that Monetary rewards yielded Cronbach’salpha value of 0.89 while Non monetary rewards yielded Cronbach’s alpha value 0.85. Teacher performance yielded an alpha value of 0.76. Since all variables yielded alpha values above 0.70 accepted for social sciences, it was concluded that the instrument was reliable in measuring the impact of rewards on teacher performance.  

3.9
Data collection procedures 

After the proposal was approved, the researcher obtained a letter of introduction from Uganda Management Institute and clearance and permission from the relevant officers were sought to conduct the study. Both qualitative and quantitative data were collected from a sample of the targeted population using questionnaires and interview guides. The researcher with assistance of some colleagues in schools of interest, administered questionnaires and made appointments with respondents before the actual administration of interview. The researcher personally coordinated interviews to the respondents of the study to ensure that confidentiality was adhered to.

3.10
 Data analysis

Mugenda and Mugenda (1999) maintain that data obtained from the field in raw form is difficult to interpret. Therefore, such data must be cleaned, coded, keypunched into a computer and analyzed. And it is from the results of analysis that researchers are able to make sense of the data. Both quantitative and qualitative approaches were used in analyzing. This is supported by Amin (2005) in his observations that a choice of only one of these approaches (qualitative and quantitative) often presents a myopic view of things.
After data collection, the researcher edited the data to detect and eliminate obvious errors. The researcher then categorized the data by coding responses to each question. Since processing of data was done with the use of Statistical Package for Social Scientists (SPSS), the researcher transcribed each completed Data Collection Instrument (DCI) into the computer. The coded data was summarized and presented for analysis using tables. The researcher employed frequencies for the descriptions of views, perceptions, feelings and attitudes of the respondents. The correlation analysis was used to determine relationships between teacher rewards (Monetary and Non monetary) and teacher performance. 

3.9.1
Qualitative Analysis
Content analysis was used to analyze qualitative data. Qualitative data from interviews was reviewed thoroughly, sorted and classified into themes and categories to support the quantitative data. Therefore, qualitative data was reported in a narrative form. Under qualitative analysis, relationships between categories, and patterns were considered and established within themes.

3.9.2
Quantitative analysis
The statistical Program for Social Sciences (SPSS) was used for data entry and analysis to yield descriptive statistics like: Cross tabulations, mean, standard deviation. A Pearson correlation analysis test was used to determine the degree of relationships between impact of rewards and teacher performance. Regression analysis ascertained factors that were significant in predictingmonetary and non monetary rewards that cause impact on teacher performance. Quantitative data from structured questionnaires (App.1) were analyzed using the five-point Likert scale while qualitative method relied on interviews and study of documents.  
3.10
Measurement of variables
The variables were measured by operationally defining concepts. For instance the questionnaire was designed to ask responses about key impacts. These channeled into observable and measurable elements to enable development of an index of the concept. A 5- point Likert rating scale constituting 1 for strongly disagree, 2 for disagree, 3 for Not sure, 4 for agree and 5 for strongly agree was used to measure both the independent and dependent variables. 
3.11
Ethical Considerations
The researcher made sure that confidentiality was maintained throughout the research by ensuring that respondents’ answered the research questions confidently and without fear or biases including anonymity in some cases where requested.  Each tool had an opening consent enhancing paragraph written in very simple language that facilitated easy dialogue between the interviewee and the interviewer. The socio-cultural considerations were respected wherever possible and the respondents were assured of the same. 
CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS

4.0
Introduction

This chapter presents analyses and interprets the study findings arising from the field information collected from respondents on the impact of rewards on teacher performance in selected secondary schools in Kampala district, Uganda. The first section presents response rate, this is followed by background information about the respondents, presentation and analysis of the study findings in relation to the specific objectives.
The study was guided by the following specific objectives.

1. To assess how monetary rewards affect teacher performance in secondary schools in Kampala district.

2. To examine how nonmonetary rewards affect teacher performance in secondary schools in Kampala district.

4.1 
Response rate

A total of 285 questionnaires were distributed but 242 useable questionnaires were returned bringing it to 85.00% response rate. Suggesting that the results contain substantial information and the survey results were representative of the survey population. The higher response rates also suggested a more accurate survey results (Amin, 2005). This tentatively implies that the respondents from secondary schools in Kampala district divisions who were mainly employees responded well.
4.2 
Background information

This section gives the characteristics of the respondents based on the information provided on the questionnaire by the respondents.

Table: 4.1: Distribution of gender by age group of the respondents

	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Age range
	20-24 Years
	Count
	8
	5
	13

	
	
	% of Total
	3.3%
	2.1%
	5.4%

	
	25-30 Years
	Count
	15
	24
	39

	
	
	% of Total
	6.2%
	9.9%
	16.1%

	
	31-34 Years
	Count
	29
	24
	53

	
	
	% of Total
	12.0%
	9.9%
	21.9%

	
	35-40 years
	Count
	52
	14
	66

	
	
	% of Total
	21.5%
	5.8%
	27.3%

	
	41-46 Years
	Count
	1
	28
	29

	
	
	% of Total
	.4%
	11.6%
	12.0%

	
	46+ Years
	Count
	30
	12
	42

	
	
	% of Total
	12.4%
	5.0%
	17.4%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


Source: Primary data 

Table 4.1 above shows that the majority of 55.8% of the respondent where male while 44.2% were female. Among these male and female respondents, the majority of 27.3% were aged 35-40 years followed by 21.9% who were aged 31-34 years and 17.4% who were aged 46 and more years. The least number of respondents were aged 25-30 years (16.1%), 41-46 years (12.0%) and 20-24years (5.4%). These findings suggested that the respondents would have different perceptions of the impact of rewards on teacher performance due to gender and age status differences which the management of schools need to consider. The perception is that if schools desire to operate effectively as educational institutions with performing teachers, they need regular reliable staff on permanent basis and non ambitious at least from 36 years and above because they seem to have settled therefore can concentrate and tolerate challenges within the School.
Table: 4.2: Distribution of gender by level of education
	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Level of education
	Diploma
	Count
	22
	19
	41

	
	
	% of Total
	9.1%
	7.9%
	16.9%

	
	Bachelors Degree
	Count
	89
	52
	141

	
	
	% of Total
	36.8%
	21.5%
	58.3%

	
	Post graduate (Masters , PHD)
	Count
	16
	24
	40

	
	
	% of Total
	6.6%
	9.9%
	16.5%

	
	Others
	Count
	8
	12
	20

	
	
	% of Total
	3.3%
	5.0%
	8.3%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


Source: Primary data 
Table 4.2 above shows that among the male and female teaching staff, a majority of 58.4% of the respondents were degree holders while 16.9% had diploma qualification while only 16.5%had attained postgraduate qualification as the highest level of education and only 8.3%  indicated they had other qualifications. This implied that the teaching staff in secondary schools would have different expectations of monetary and non monetary rewards for their teaching performance due to their reasonably high education levels. 

The study noted that respondents perceived that it was very important for schools to employ and retain competent and qualified staff because most of their activities are technical in nature and require the use of knowledge, skills and abilities.
Table: 4.3: Distribution of gender by marital status of the respondents
	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Marital status
	Single
	Count
	74
	33
	107

	
	
	% of Total
	30.6%
	13.6%
	44.2%

	
	Married
	Count
	43
	62
	105

	
	
	% of Total
	17.8%
	25.6%
	43.4%

	
	Divorced
	Count
	10
	8
	18

	
	
	% of Total
	4.1%
	3.3%
	7.4%

	
	Widowed
	Count
	8
	4
	12

	
	
	% of Total
	3.3%
	1.7%
	5.0%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


Source: Primary data 
Table 4.3 above shows that among the male and female teaching staff, the majority of 44.2% indicated that they were single while 43.4% were married, 7.4% were divorced and 5.0% were widowed a finding which suggested that the teachers would have different needs by virtue of their marital status for effective performance. 

Table: 4.4: Distribution of gender by job title of the respondents used in the study

	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Job Tittle
	Head teacher
	Count
	3
	4
	7

	
	
	% of Total
	1.2%
	1.7%
	2.9%

	
	BOG/ Trustee
	Count
	52
	23
	75

	
	
	% of Total
	21.5%
	9.5%
	31.0%

	
	Teachers
	Count
	73
	73
	146

	
	
	% of Total
	30.2%
	30.2%
	60.3%

	
	KCCA Educ. Dept' Officer
	Count
	7
	7
	14

	
	
	% of Total
	2.9%
	2.9%
	5.8%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


Source: Primary data 

Table 4.4: above shows that among the male and female teaching staff, the majority of 60.3% were teachers while 31.0% constituted BOG/ Trustees members and 5.8% were officials from the KCCA Education Department. These findings suggested that on overall, the respondents would have different perceptions of the impact of rewards on their performance due to their positions in the school and as stakeholders in the education sector.
Table: 4.5: Distribution of gender by Time spentin relation to the school
	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Duration in School
	1-3 Years
	Count
	20
	17
	37

	
	
	% of Total
	8.3%
	7.0%
	15.3%

	
	4-7Years
	Count
	81
	53
	134

	
	
	% of Total
	33.5%
	21.9%
	55.4%

	
	8-11  Years
	Count
	17
	29
	46

	
	
	% of Total
	7.0%
	12.0%
	19.0%

	
	12 and above Years
	Count
	17
	8
	25

	
	
	% of Total
	7.0%
	3.3%
	10.3%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


Source: Primary data 

Table 4.5 above shows that a majority of 55.4% of the respondents had been in the teaching profession for 4-7 years while 19.0% had been in the profession for 8-11 years, and 15.3% had been teaching for 1-3years.Only 10.3% worked for 12 and above years a findings which suggested that the respondents had adequate knowledge of the impact of rewards on teacher performance by virtue of their long time in service.
A teacher (Source:    )remarked that;

“…This may be true because of the perception that most of the respondents who were fresh graduates whose work experience was shortand less than 4 years were perceived to be unstable. However, since majority had stayed for more than 4 years, they had relevant information needed for this study as individuals who had stayed in one place which is an advantage that can be strengthened through rewards necessary for the improved performance of the teachers and the school”.
4.3. Teacher performance

Teacher performance was the dependent variable and was conceptualized to have the indicators of attendance, lesson & scheme of work preparation and pupil assessment measured using 12 items scored on five point Likert scale ranging from (5) for strongly agree (4) for agree, (3) for not sure (2) for disagree (1) for strongly disagree and the finding are presented in Table 4.6below using mean and standard deviation statistics.

Table: 4.6: Mean and Standard deviation results for Teacher performance
	Teacher performance
	Mean 
	S.D

	1. I always report to school on time
	1.59
	0.49

	1. I always report in class to teach my lessons on time 
	3.85
	0.86

	2. I always attend school meetings 
	4.29
	0.72

	3. I always attend school co-curricular activities 
	1.64
	0.73

	4. I always prepare monthly work plan for submission to the school head teacher 
	1.77
	0.84

	5. I always prepare weekly schemes of work 
	1.63
	0.71

	6. I always prepare daily lesson plans
	1.50
	0.50

	7. I always give my students assignments as required 
	3.58
	0.82

	8. I always give my students tests as required
	3.83
	0.82

	9. I always mark my students’ assignments in time 
	1.60
	0.49

	10. I always set end of term examinations on time
	4.14
	0.86

	11. I always mark exams on time
	1.93
	0.79

	12. I always submit my end of term reports on time to the school management 
	2.10
	0.78


Source: Primary data 

Table 4.6above shows that the respondents agreed that they always reported in class to teach their lessons on time (Mean= 3.85, Standard Deviation = 0.86), while they also agreed that they always attended school meetings (Mean= 4.29, Standard Deviation = 0.72). However the respondents felt that they did not always report to school on time (Mean=1.59, Standard Deviation = 0.49), while it was also found out that they did not always attend school co-curricular activities (Mean=1.64, Standard Deviation = 0.73). These findings revealed mixed performance on teacher attendance indicators with teachers being good at reporting on time to teach their subjects and attending school meetings as planned but performed poorly on timely reporting to school and attendance in co-curricular activities. This was likely to be attributed to the urgency associated to occupying classes for allocated lessons and presence in school meetings to air out their concerns and receive communications from management but less concern on reporting to school in time even when they had no subjects to teach and participation in co-curricular activities which may not be their subject matter. 

Table 4.6 above also shows that where as the respondents agreed that they always gave their students assignments as required (Mean= 3.58, Standard Deviation =0.82) there was a noticeable failure to always prepare monthly work plan for submission to the school head teacher (Mean=1.77, Standard Deviation = 0.84), failure to always prepare weekly schemes of work (Mean= 1.63, Standard Deviation = 0.71), and failure to always prepare weekly schemes of work

(Mean= 1.50, Standard Deviation =0.50). This finding suggested failure to meet the desired teacher performance expectation of lesson plans and schemes of work preparation among most teachers as a situation which could be attributed to reluctance to prepare the work plan by the teachers and head teachers demanding for them leading to haphazard implementation of teaching lessons.  

There was agreement that teachers always gave students test as required (Mean= 3.83, Standard Deviation = 0.82), agreement that teachers always set end of term examinations on time (Mean= 4.14, Standard Deviation = 0.86). However there was disagreement that the teachers always marked student assignments in time (Mean=1.60, Standard Deviation =0.49), always marking exams on time (Mean=1.93, Standard Deviation = 0.79), and late submission of end of term reports on time to the school management (Mean=2.10, Standard Deviation =0.78). These findings suggested efforts directed to giving students assignments and setting examinations in time but less effort directed to marking the assignments and examinations in time and timely submission of reports. This could be attributed to rewards which may not provide for adequate marking of assignment and examinations in time for submission of reports. 
In interviews with the teachers, the study discovered that when teachers were rewarded for their performance it brought in a sense of fairness that their effort were paid for thus making them to perform better. Teachers revealed that top administrators in the school were highly paid at the expense of their (teachers) token fee. One teacher remarked,
 “…….when I am given such rewards, I feel my efforts are compensated for and I am considered useful to the development of the school…….”   

Further still the study revealed from the Head teachers that rewards acted as reinforcements to 

teachers’performance. One head teacher put it that;
 “……. since the introduction of tutorial lessons, rewards of five thousand shillings per lesson, performance of teachers improved. Some teachers were even forced to work for longer hours to earn lessons that generate extra income as given by the school and others started working on Saturdays. As a school, we benefited a lot because the syllabus can be covered in the required time and it gives students enough time to revise and consequently improved students’ grades…..”
4.4. Monetary rewards and teacher performance

The first objective of the study was the extent to which monetary rewards influenced teacher performance in secondary schools in Kampala District. Rewards were conceptualized to include salary, bonuses and allowances  measured using 15 items scored on a five point Likert Scale ranging from (5) for strongly agree (4) for agree, (3) for not sure (2) for disagree (1) for strongly disagree and the findings are presented in Table 4.7below using mean and standard deviation statistics.

Table:4.7: Mean and Standard deviation results for monetary rewards results
	Monetary rewards 
	Mean 
	S.D

	Salary
	
	

	1. My salary adequately rewards me for my contribution
	1.86
	1.10

	2. My salary is calculated through and based on education sector pay comparisons
	1.83
	1.01

	3. My salary is based on the skills or competencies I posses and can use. 
	1.96
	1.24

	4. My salary is subject to reasonable base pay adjustments which I appreciate 
	1.86
	1.23

	5. My salary is  timely paid
	3.80
	0.82

	Allowances 
	
	

	6. My current allowances is based on my performance
	1.72
	0.85

	7. My current allowances motivate me to concretely work
	1.67
	0.87

	8. I get allowances for extra duties and tasks assigned 
	1.72
	0.85

	9. I get medical insurance offered by employer whenever I need them  
	1.46
	0.88

	10. I get loan guarantee cover from my workplace whenever I need it  
	3.91
	1.04

	Bonuses
	
	

	11. My bonus increases when the school gets more students
	1.50
	0.50

	12. I get bonuses based on my contribution to school performance at UNEB
	1.68
	0.69

	13. Bonuses  have created peer group pressure & encouraged  employee monitoring of each other
	1.66
	1.01

	14. I receive bonuses whenever I achieve my targets
	1.44
	0.66

	15. Bonuses Foster increased reciprocity of social exchanges between staff and the school
	1.66
	0.31


Source: Primary data
Table 4.7 above shows that the although the respondents agreed that teachers were paid in time(Mean=3.80 , Standard Deviation =0.82), they however disagreed that their pay adequately rewards them for their contribution (Mean= 1.86, Standard Deviation = 1.10), disagreed that their salary was calculated through and based on education sector pay comparisons (Mean=1.83, Standard Deviation =1.01) while they also disagreed that their salary was based on the skills or competencies they possessed and could use (Mean= 1.96, Standard Deviation = 1.24). The respondents also disagreed that their salary was subject to reasonable base pay adjustments which they appreciated (Mean=1.86, Standard Deviation =1.23). This finding revealed low basic salary pay received by teachers ofsecondary schools as not only inequitable to teachers’ contribution, in the industry standard but it also did not consider the high skills and competencies possessed in their teaching profession. This could be attributed to lack of capacity and low interest to pay teachers an equitable pay. The consequence was that this could diminish teachers’effort to report to school on time, make schemes of work and assess student performance for the low pay they get from their effort. 

Similarly, the respondents only agreed that they got loan guarantee cover from their workplace whenever they needed it (Mean=3.91, Standard Deviation =1.04) but disagreed that their current allowance was based on their performance (Mean=1.72, Standard Deviation = 0.85), disagreed that their current allowances motivated them to concretely work (Mean= 1.67, Standard Deviation =0.87). The respondents also disagreed that they got allowances for extra duties and task assigned (Mean= 1.72, Standard Deviation =0.85), disagreed that they got medical insurance offered by employer (Mean= 1.46, Standard Deviation =0.88), disagreed that bonuses had created peer group pressure & encouraged employee monitoring of each other (Mean=1.66, Standard Deviation =1.01). The respondents further disagreed that bonus increased when the school got more students (Mean=1.50, Standard Deviation = 0.50) while they disagreed that bonuses were based on their contribution to school performance at UNEB (Mean= 1.68, Standard Deviation = 0.69). I receive bonuses whenever I achieve my targets (Mean= 1.44, Standard Deviation = 0.66). These findings revealed that teacher monetary rewards involved issuing of comfort letters to access loans from credit institutions. There was however inability to provide teacher monetary rewards inform of adequate salary,allowances and bonuses in secondary schools as there was no efforts to use performance based rewards for achieving targets, giving of allowances and medical cover, but were not rewarded for improving on theircompetencies a situation which could be attributed to lack of capabilities to design appropriate monetary schemes. The compromising of monetary rewards de-motivates the teachers there by leading to poor and inconsistent teacher performance.  

A teachers pointed out that in some cases they could complain but  they found out that in private schools, complaints rarely solve their problems, for example when salaries were over delayed, the only solution for a worse situation could be resignation from the job to other schools where the situation is better. One teacher noted,

  “………our directors are money minded, I teach in four schools but again my income is still very low because I am paid in time but the salary is still very low and allowances are unheard of…….”  
4.4.1. Correlation analysis between monetary rewards and teacher performance

To test if there was relationship between monetary rewards and teacher performance a correlation analysis was conducted using Pearson’s correlation coefficient and significance at the two tailed levels and the findings are presented in Table 4.8below.

Table: 4.8: Correlation results between monetary rewardsand teacher performance

	
	
	Monetary Rewards
	Teacher Performance

	Monetary Rewards
	Pearson Correlation
	1
	.501**

	
	Sig. (2-tailed)
	
	.000

	
	N
	242
	242

	Teacher Performance
	Pearson Correlation
	.501**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	242
	242

	**. Correlation is significant at the 0.01 level (2-tailed).

P<0.05
Source: Primary data
	


Table 4.8 above shows the Pearson’s correlation coefficient r = 0.501** between monetary rewards and teacher performance suggesting that the two variables were related. The r = 0.501** and significance p = 0.000 between monetary rewards and teacher performance suggests that there was a high positive significant relationship between monetary rewards and teacher performance. This has teacher performance policy implication in that to achieve the desired level of teacher performance, there was need to make teachers basic salary pay, allowances and introduce bonuses equitable based on input-output ratios and industry pay standards in secondary schools. 

4.4.2. Regression model between monetary rewards and teacher performance

A regression analysis was conducted to measure the extent to which monetary rewards impacted teacher performance using the ANOVA techniques of adjusted R2 values, standardized beta values, t-values and the significance measured at 0.05 levels. The results are tabulated in Table 4.9below. 

Table: 4.9: Regression results between monetary rewards and teacher performance
	Predictor 
	Adjusted R2
	Df
	Mean square 
	F
	Sig.

	
	0.246
	1
	5.410
	45.630
	0.000a

	
	
	Standardized coefficients 
	t 
	Sig. 

	
	Adjusted R square
	Std error
	Beta (B)
	
	

	Constant 
	
	0.122
	
	13.086
	0.000

	Monetary Rewards
	0.246
	0.056
	0.501
	6.755
	0.000


P<0.05

a. Predictor: (constant), Rewards
b. Dependent Variable: teacher performance  
The regression model in Table 4.9 above shows adjusted R2 value of 0.246 between monetary rewards and teacher performance suggesting that monetary rewards alone predicted 24.6% of the variance in teacher performance. The adjusted R2 = 0.246, beta 0.501, t = 6.755, and significance 0.000 suggested that monetary rewards was a significant factor in predicting the variance in teacher performance in secondary schools in Kampala District. 

4.5. Nonmonetary rewards and teacher performance

The second objective of the study was to examine how Nonmonetary rewards affectTeacher Performance in secondary schools in Kampala district. Nonmonetary rewardswas conceptualized to include: Promotions, Recognition, Working environment, Gifts, Achievements and Personal goals measured using 30 items scored on a five point Likert Scale ranging from (5) for strongly agree (4) for agree, (3) for not sure (2) for disagree (1) for strongly disagree and the finding are presented in Table 4.10below using mean and standard deviation statistics.

Table: 4.10: Mean and Standard deviation results for nonmonetary rewards
	Non monetary rewards 
	Mean 
	S.D

	           Promotion
	
	

	1. Promotions serve a matching function when they sort employees into the jobs for which their skills and abilities are best suited
	4.59
	0.49

	2. Promotion raises the status of the teachers which is a visible sign of esteem from the employer
	4.49
	0.50

	3. A promotion is a recognition for teachers who make significant and effective work contributions in our school
	4.54
	0.50

	4. A promotion is a powerful communication tool about what is valued within the School
	4.06
	0.73

	5. Teachers who play any role in the contribution of work and value of the school are promoted promptly
	4.55
	0.51

	Recognition
	
	

	6. Recognition is usually fair, transparent, inclusive, frequent, timely , varied and appropriate to teachers contribution
	1.09
	0.49

	7. Recognition in our school is meaningful and reflects teachers’ preferences
	1.24
	0.88

	8. Recognition activities in our school are respectful of workplace diversity
	1.56
	0.50

	9. Teachers are involved in the development, implementation and review of recognition programs and practices
	1.61
	0.49

	10. All teachers’ team effort as  members of the team is  recognized
	1.51
	0.50

	Working Environment
	
	

	11. Teachers’ work  environment is safe  and  healthy in our School
	1.46
	0.50

	12. Our School work environment  provides an opportunity  to  use  talents  effectively  to  acquire new skills and knowledge for advancement
	1.41
	0.49

	13. Our School work environment enables teachers to develop their capabilities through problem solving and planning.
	1.56
	0.50

	14. The  social  climate  of  the  our School  is  free  from prejudice and rigid classifications.
	1.62
	0.30

	15. Teaching does not take excess time and energy from other aspects of life.
	1.55
	0.44

	Gifts
	
	

	16. Gifts show employers genuinely care about teachers
	3.00
	0.22

	17. Gifts make teachers feel good about the work they are doing
	4.00
	1.55

	18. Gifts excite our teachers about doing things that they never considered doing
	4.14
	0.45

	19. Gifts show consistency and fairly treatment of teachers
	5.00
	0.71

	20. Gifts have Promoted team work  
	4.10
	0.67

	Achievements
	
	

	21. Teachers desire to achieve and  promote professional ethics in our School
	4.00
	0.66

	22. Achievement desire enhances  superiority among our teachers
	2.00
	0.61

	23. Competitiveness enhances  achievement  among teachers
	4.00
	0.73

	24. Passion of status enhances  achievement ambition among teachers
	4.01
	0.05

	25. Fondness  of money  and  wealth stimulates  achievement ambition among teachers
	5.00
	0.54

	Personal Goals
	
	

	26. My goals are clear, concise  and consistent with the School goals, both short term and long term
	5.00
	0.12

	27. My goals are realistic and as a teacher I am effective at actualizing them
	4.34
	1.11

	28. Our School has  a clearly articulated and widely understood vision, mission and purpose which I appreciate 
	2.24
	0.82

	29. Goal clarity makes implementation of programs by teachers easy in our school
	4.33
	0.55

	30. Successful strategies are needed to expand professional development so as to enable teachers harmonize their goals with the school’s 
	5.24
	0.33


Source: Primary data 
Table 4.10 shows that there was agreement that Promotions served a matching function when they sort employees into the jobs for which their skills and abilities were best suited (Mean= 4.59, Standard Deviation = 0.49), Promotion raised the status of the teachers which was a visible sign of esteem from the employer (Mean=4.49, Standard Deviation =0.50), Teachers who played any role in the contribution of work and value of the school were promoted promptly (Mean= 4.55, Standard Deviation = 0.51), A promotion was perceived to be a powerful communication tool about what is valued within the School (Mean=4.06, Standard Deviation = 0.73). These findings revealed that promotion of any kind within the professional context is key in teacher performance in taught subject matter, student assessment, teaching methods and school practice which guarantees them meeting teaching job performance expectations for possession of the required competencies.
On the other hand, the findings show respondents disagreeing that recognition was usually fair, transparent, inclusive, frequent, timely, varied and appropriate to teachers contribution (Mean = 1.09; Standard Deviation = 0.49); Recognition in our school is meaningful and reflects teachers’ preferences (Mean = 1.24; Standard Deviation = 0.88) .Recognition activities in our school are respectful of workplace diversity (Mean = 1.56; Standard Deviation = 0.50).Teachers are involved in the development, implementation and review of recognition programs and practices (Mean = 1.61; Standard Deviation = 0.49) ;All teachers’ team effort as members of the team is  recognized(Mean = 1.51; Standard Deviation = 0.50). 

Lack offocus on teacher responses during promotion and special needs could constrain them in implementing effective teaching. This could be attributed to the focus on subject matter and teaching methods and student assessment skills at the compromise of teachers’ needs in the Secondary School.
On work environment, Teachers’ work  environment is safe  and  healthy in our School (Mean=1.46, Standard Deviation =0.50), disagreed that Our School work environment  provides an opportunity  to  use  talents  effectively  to  acquire new skills and knowledge for advancement (Mean=1.41, Standard Deviation = 0.49), 
On gifts respondents were not sure thatGifts showed employers genuinely cared about teachers (Mean=3.00, Standard Deviation =0.22). However they agreed that Gifts made teachers feel good about the work they are doing (Mean= 4.00, Standard Deviation =1.55)

Furthermore, on achievement Table 4.10 shows that the respondents agreed that Teachers desire to achieve and promote professional ethics in our School(Mean=4.00, Standard Deviation =0.66), strongly disagreed that Achievement desire enhanced superiority among our teachers(Mean=2.00, Standard Deviation =0.61).
Finally on Personal Goals they strongly agreed that their goals were clear, concise  and consistent with the School goals, both short term and long term(Mean= 5.00, Standard Deviation =0.12); Their goals were realistic and as  teachers they were effective at actualizing them(Mean= 4.34, Standard Deviation =1.11) ;Respondents also disagreed that their School had  a clearly articulated and widely understood vision, mission and purpose which I appreciate(Mean= 2.24, Standard Deviation =0.83). These finding revealed a general lack of non monetary rewards to improve teachers’ performance through Promotions, Recognition, Working environment, Gifts, Achievements and Personal goals affects their performance. There was need to engage teachers and bolster their performance using non monetary rewards as a holistic package by the concerned schools and education stakeholders. 

4.5.1. Correlation analysis between Non monetary rewards and teacher performance

To test if there was relationship between non monetary rewards and teacher performance a correlation analysis was conducted using Pearson’s correlation coefficient and significance at the two tailed levels and the findings are presented in Table4.11 below.

Table: 4.11: Correlation results between Non monetary rewards and teacher performance

	
	
	Non monetary rewards
	Teacher Performance

	Non monetary rewards
	Pearson Correlation
	1
	.590**

	
	Sig. (2-tailed)
	
	.000

	
	N
	242
	242

	Teacher Performance
	Pearson Correlation
	.590**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	242
	242

	**. Correlation is significant at the 0.01 level (2-tailed).

P<0.05
	


Source: Primary data

Table 4.11 above shows the Pearson’s correlation coefficient r = 0.590** between Non monetary rewardsand Teacher Performance suggesting that the two variables were related. The r = 0.590** and significance p = 0.000 between Non monetary rewardsand Teacher Performance suggests that there was a high positive significant relationship between Non monetary rewardsand Teacher Performance. This has Teacher Performance policy implication that in order to achieve the desired level of teacher performance, there was need for adequate Non monetary rewardscomplemented within education service in secondary schools. 

4.5.2. Regression model between Non monetary rewardsand teacher performance

A regression analysis was conducted to measure the extent to which Non monetary rewards impactedTeacher Performance using the ANOVA techniques of adjusted R2 values, standardized beta values, t-values and the significance measured at 0.05 levels. The results are tabulated inTable 4.12below. 
Table: 4.12: Regression results between Non monetary rewardsand teacher performance

	Predictor 
	Adjusted R2
	Df
	Mean square 
	F
	Sig.

	
	0.343
	1
	7.488
	72.491
	0.000a

	
	
	Standardized coefficients 
	t 
	Sig. 

	
	Adjusted R square
	Std error
	Beta (B)
	
	

	Constant 
	
	0.178
	
	5.113
	0.000

	Non monetary rewards
	0.343
	0.073
	0.590
	8.514
	0.000


P<0.05

a. Predictor: (constant), Non monetary rewards
b. Dependent Variable: Teacher performance    
The regression model in Table 4.12 above shows adjusted R2 value of 0.343 Non monetary rewards and teacher performance suggesting that Non monetary rewardsalone predicted 34.3% of the variance in Teacher Performance. The adjusted R2 = 0.343, beta 0.590, t = 8.514, and significance 0.000 suggested thatNon monetary rewardswas a significant factor in predicting the variance in Teacher Performance in secondary schools in Kampala District. 
4.6.
Summary of study hypotheses 

Table: 4.13: Decision on the study hypotheses used in the study

	Hypothesis 
	Confirmed/not confirmed 
	Confirmatory statistics 

	Monetary rewards significantly affect teacher performance.
	Confirmed 
	(r = 0.501**, adjusted R2 = 0.246, beta 0.501, t = 6.755, and sig. 0.000) 

	There is a significant relationship between nonmonetary rewards and teacher performance
	Confirmed 
	(r = 0.590**, adjusted R2 = 0.343, beta 0.590, t = 8.514, and sig 0.000)


CHAPTER FIVE

SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS

5.0. Introduction 

The purpose of the study was to establish the impact of rewards on teacher performance in Kampala District with an aim in improving teacher performance and consequently the quality of education in Uganda. This chapter presents the summary, discussion, conclusions and recommendations based on the study findings. 

5.1. Summaryof findings
5.1.1
How monetary rewards affect teacher performance
The above study findings indicate that some of the teachers in schools did not record significant performance because there was a gap in the rewards which demoralized rather than motivated them. The study revealed however that, public appreciation and promotion were so common and this was due tothe fact that they had no or little financial implications on schools. This iscorroborated by APPA, (2007) which indicated that traditionally there were a variety of modelsfor recognizing employees on the basis of the quality of their performance. Among the models
includedpaying employees, wholly or partially, on the basis of the quality of their performance.

Noting the fact that private schools in Uganda are mostly aimed at profit making, they ensure

high level minimization of costs. So they cannot afford financial rewards to the performing

teachers.

Despite other aforementioned most common forms of rewards, teachers opted for rewards in

form of salary increment to any other form of reward. It was argued that school boards of

governors are not always reliable to live up to their promises. For other forms of rewards, there

are no stipulated clear measures to enforce them, for example, giving allowances, bonuses, gifts.

Again, salary increment would help teachers in acquiring bank loans unlike with allowances, bonuses and gifts.

 In conformity to Tomlinson (2000), it was discovered that some allowances particularly for science teachers were common. These were applied as a mechanism of retainingand attracting good science teachers. In some schools they were even paid a slightly bigger salary compared to teachers of art subjects.
5.1.2.
How nonmonetary rewards affect teacher Performance
The findings revealed that in many schools, even the non monetary rewards that the schools don’t have to spend on, are hard to come by. The administrators are preoccupied with the learners’ passing and making school records and forgetting that the teachers need to be rewarded or at least appreciated so that they are motivated to work harder. In relation to Herzberg’s two factor theory (1968), non monetary rewardsare hygiene factors that are needed to ensure that an employee is not dissatisfied. Motivation factors are needed to motivate an employee to higher performance. Herzberg also further classified our actions,how and why we do them, for example, if you perform a work related action because you have to, then that is classed as movement, but if you perform a work related action because youwant to then that is classed as motivation.
The researcher found that it is true that teachers feel that they need to be paid handsome salaries but they also agree to it that a comfortable work environment, appreciation and recognition among others, give them the impetus to love their jobs and work whole heartedly. Promotion of any kind within the professional context was found to be very essential in teacher performance. This enhances the teacher commitment in fulfilling duties for instance in giving student assessments, using good teaching methods and fully engaging in school practice which guarantees them meeting teaching job performance expectations for possession of the required competencies.

In some schools, the findings showedrespondents disagreeing that recognition was usually fair, transparent, inclusive, frequent, timely, varied and appropriate to teacher contribution. To some, recognition is for particular individuals in the school, so it leaves some teachers who have given their whole not recognized. 

Findings revealed lack offocus on teacher responses during promotion and special needs which constrain them in implementing effective teaching. This was attributed to the focus on subject matter, teaching methods and student assessment skills at the compromise of teachers’ needs in the School.
Respondents also disagreed that their School hada clearly articulated and widely understood vision, mission and purpose they appreciate. General lack of non monetary rewards to improve teacher performance through Promotions, Recognition, Working environment, Gifts, Achievements and Personal goals affects their performance. There is a need to engage teachers and shore up their performance using non monetary rewards as a holistic package by the concerned schools and education stakeholders. 
5.2.0 Conclusions of the study

This subsection presents the study conclusions on Monetary and non monetary rewards and teacher performance based on the study findings and discussions. The first sub-section presents the study conclusions on monetary rewards and teacher performance. This is followed by non monetary rewards and teacher performance, teaching-learning materials and teacher performance.
5.2.1
Monetary rewards affect teacher performance
As regards monetary rewards, it was concluded that, the most commonly used types of rewards were Salary and allowances in some schools. Bonuses were almost nonexistent in many secondary schools. Salary increment was the least considered by many head teachers because it often constrains the school budget and it cannot easily be re-adjusted in case of any financial crisis. Purposely, monetary rewards motivate teachers; promotegood performance, improve on administrator/teacher relations, demonstrate a fair and equal treatment and contribute to individual records. This is because most teachers rely on the salary to cover up all their needs and so if the salary is increased and given on a timely basis, performance of teachers is boosted as well as their commitment to work.
5.2.2.
Nonmonetary rewards affect teacher Performance 
It was concluded that non monetary rewards affect teacher performance in secondary schools in

different ways and it was realized that rewards motivate teachers and increases their performance, improve teachers’ productivity and efficiency. However, the approach encourages competition rather than collaboration and affects the concept collegiate approach of effective schools, stifling collaboration and creating conflict and tension in the school environment. The non monetary rewards therefore have to be given adequately and fairly to the teachers, as they show appreciation for their work and enhance better performance. Nevertheless, it was concluded that non monetary rewards affect teacher performance in secondary schools.
5.3.0 Recommendations of the study
The recommendations are presented after establishing the impact of rewards on teacher performance in secondary schools in Kampala District. They will address the final aim of the study which is to find out the impact of rewards on teacher performance in Kampala District.
5.3.1
Non Monetary rewards affect teacher performance 

The current system of rewarding teachers as it is in schools is inadequate, unfair and limited in
scope because the rewards are given on levels of experience and formal qualifications instead of
performance. This means that reward based systems should be based on performance
considerations. The offer of rewards should be doneafter a fair and accurate evaluation of its effects on the beneficiary.Concept of individual merit is at odds with the collegiate approach of effective schools, stiflingcollaboration and creating conflict and tension in the school environment. Nevertheless, Harvey-Beavis (2003) argument contradicts with the findings of Solomon and Podgursky, 2001; Cohn,1996, who realized that performance-based reward systems can increase collegiality byrewarding cooperation between teachers especially through administering group-based rewards,also, Mohrman, and Odden, (1996; McCollum, 2001) proved it.
Opponents of pay-for-performance, on the other hand, argue that it is almost impossible to
evaluate and measure teachers' performance fairly. They point to the many variables involved in
student academic outcomes, such as family support, socio-economic status, ethnicity, natural
ability, location, and ask how can teacher performance be measured fairly? Another problem in relation to pay-for-performance is the fact that the true outcomes ofeducation might not materialize for many years. If we accept that one of the key goals ofeducation is to empower students with skills that they can use to enhance a productive career andsustain their economic well being (Lavy, 2007), it may be many years before we can measurewhether or not a teacher has been successful. Nevertheless, it can then be concluded thatnon monetary rewards affect teacher performance in secondary schools.
5.3.2.
Monetary rewards affect teacher Performance 
The DEST Research Paper report (2007) indicated that the lack of financial recognition of

teaching performance is a likely contributor to teachers leaving the profession - especially those

with attractive job prospects elsewhere. This has been proved true in many secondary schools

in Kampala district where especially science teachers have left their jobs to join government

aided schools and other bigger salary attractive schools in Wakiso and Mukono districts. Other

teachers in Kampala district were fond of part-timing in more than three schools to top up onto

their salary, others could even teach on Saturdays and Sundays while some at night. This

therefore implies that financial rewards have a bigger contribution to retention, attraction and

performance of teachers.

OECD Paris, (2005) indicate that while people who have chosen teaching as a career are chiefly

motivated by ‘intrinsic’ rewards (such as wanting to make a difference), extrinsic factors such as

remuneration are the most significant factors influencing people not to choose teaching as a

career, and to leave the profession. It thus means that monetary rewards play asignificant role in the performance of teachers in secondary schools. So, monetary rewardsseem to be a plausible way both to motivate teachers to direct effort at performance goals and toattract and retain teachers who are high performers.
5.4.0 Limitations of the study

Although the study used a quantitative and qualitative approach to collect data on the impact of rewards on teacher performance, the study was constrained in accessing any documentary secondary data from the secondary schools as the storage of secondary school data was not decentralized. Furthermore the study did not consider the moderating influence of other variables such as education policies, financial resources availability and organizational culture because it did not form part of the nucleus objectives.  Never the less, the results of the study can be generalized by taking key learning points suggested by the study for improving on teacher performance. 

5.5.0  Contributions of the study

The study makes policy and managerial contributions related to teacher performance by calling for further key stakeholders in the secondary education sector to improve on teacher performance through improvement of teacher pay and designing of incentive schemes for teachers.
5.6.0 Recommendations for further studies

Other studies need to examine the extent to which education policies, financial resources availability and organizational culture could have influenced teacher performance in secondary schools in Uganda. 
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APPENDIX 1: STUDY QUESTIONNAIRE

Introduction 
Dear respondent,

I am a student of Uganda Management Institute pursuing a masters degree in Public Administration (MPA). You have been selected to be respondents in the study entitled 
“The impact of Rewards on teacher performance in secondary schools”.
This is to request you complete the attached questionnaire and you are assured that the data you will provide will be treated confidentially and used aggregately for research purpose only. Please answer diligently and honestly as your responses will be analyzed for compiling into the report.  
SECTION I: BACKGROUND INFORMATION 

1. Your gender: Male  [  ]                     Female   [  ] 
2. Your age group (in years):   20-24 [   ] 25-30 [   ] 31-35  [   ] 36-40  [   ] 41- 45 [   ] 46+ [  ] 
3. Level of education: Certificate
[  ]   Diploma [  ]  Degree [  ]   Postgraduate [   ]  Others [  ] 
4. Marital status: Married [  ]  Single [  ]  Divorced [  ]  Widowed  [  ] 
5.  Your job title: Head teacher [  ] BOG/Trusteemember [] Teachers [   ] KCCA Officer [   ]
6. Duration in the teaching profession: 1-3Years [   ] 4-7 Years [   ] 8- 11Years [   ] 12+ Years[  ]
7. Terms of service:Permanent    [   ]      Temporary [   ]   Fixed-term [   ]  

SECTION A: REWARDS
Instructions 

Indicate the extent to which you agree with the following reward attributes in your school. 

Please use the key below to answer the following questions by circling:
Scale

(5) For strongly agree (4) for agree, (3) for not sure (2) for disagree (1) for strongly disagree 
	Monetary rewards
	Scale

	Salary
	
	
	
	
	

	1. My salary adequately rewards me for my contribution
	
	
	
	
	

	2. My salary is calculated through and based on education sector pay comparisons
	
	
	
	
	

	3. My salary is based on the skills or competencies I posses and can use. 
	
	
	
	
	

	4. My salary is subject to reasonable base pay adjustments which I appreciate 
	
	
	
	
	

	5.My salary is  timely paid
	
	
	
	
	

	Allowances

	6. My current allowances is based on my performance
	
	
	
	
	

	7. My current allowances motivate me to concretely work
	
	
	
	
	

	8. I get allowances for extra duties and tasks assigned 
	
	
	
	
	

	9. I get medical insurance offered by employer whenever I need them  
	
	
	
	
	

	10. I get loan guarantee cover from my workplace whenever I need it  
	
	
	
	
	

	Bonuses
	
	
	
	
	

	11. My bonus increases when the school gets more students
	
	
	
	
	

	12. I get bonuses based on my contribution to school performance at UNEB
	
	
	
	
	

	13. Bonuses  have created peer group pressure & encouraged  employee monitoring of each other
	
	
	
	
	

	14. I receive bonuses whenever I achieve my targets
	
	
	
	
	

	15. Bonuses Foster increased reciprocity of social exchanges between staff and the school
	
	
	
	
	

	Non Monetary rewards
	
	
	
	
	

	Promotions
	
	
	
	
	

	16. Promotions serve a matching function when they sort employees into the jobs for which their skills and abilities are best suited
	
	
	
	
	

	17. promotion raises the status of the teachers which is a visible sign of esteem from the employer
	
	
	
	
	

	18. A promotion is a recognition for teachers who make significant and effective work contributions in our school
	
	
	
	
	

	19. A promotion is a powerful communication tool about what is valued within the School
	
	
	
	
	

	20. Teachers who play any role in the contribution of work and value of the school are promoted promptly
	
	
	
	
	

	Recognition
	
	
	
	
	

	21. Recognition is usually fair, transparent, inclusive, frequent, timely , varied and appropriate to teachers contribution
	
	
	
	
	

	22. Recognition in our school is meaningful and reflects teachers’ preferences
	
	
	
	
	

	23. Recognition activities in our school are respectful of workplace diversity
	
	
	
	
	

	24. Teachers are involved in the development, implementation and review of 

recognition programs and practices
	
	
	
	
	

	25. All teachers’ team effort as  members of the team is  recognized
	
	
	
	
	

	Working Environment
	
	
	
	
	

	26. Teachers’ work  environment is safe  and  healthy in our School
	
	
	
	
	

	27. Our School work environment  provides an opportunity  to  use  talents  effectively  to  acquire new skills and knowledge for advancement
	
	
	
	
	

	28. Our School work environment enables teachers to develop their capabilities through problem solving and planning.
	
	
	
	
	

	29. The  social  climate  of  the  our School  is  free  from prejudice and rigid classifications.
	
	
	
	
	

	30. Teaching does not take excess timeand energy from other aspects of life.
	
	
	
	
	

	Gifts
	
	
	
	
	

	31. Gifts show employers’ genuinely care about teachers
	
	
	
	
	

	32. Gifts make teachers feel good about the work they are doing
	
	
	
	
	

	33. Gifts excite our teachers about doing things that they never considered doing
	
	
	
	
	

	34. Gifts show consistency and fairly treatment of teachers
	
	
	
	
	

	35. Gifts have Promoted team work  
	
	
	
	
	

	Achievements
	
	
	
	
	

	36. Teachers desire to achieve promote professional ethics in our School
	
	
	
	
	

	37.Achievement desire enhances  superiority among our teachers
	
	
	
	
	

	38. Competitiveness enhances  achievement  among teachers
	
	
	
	
	

	39. Passion of status enhances  achievement ambition among teachers
	
	
	
	
	

	40. Fondness  of money  and  wealth stimulates  achievement ambition among teachers
	
	
	
	
	

	Personal Goals
	
	
	
	
	

	41. My goals are clear, concise  and consistent with the School goals, both short term and long term
	
	
	
	
	

	42. My goals are realistic and as a teacher I am effective at actualizing them
	
	
	
	
	

	43. Our School has  a clearly articulated and widely understood vision, mission and purpose which I appreciate 
	
	
	
	
	

	Teacher Performance

Indicate the extent to which you agree with the following teacher performance expectations 

Please use the key below to answer the following questions by circling: (5) for strongly agree (4) for agree, (3) for not sure (2) for disagree (1) for strongly disagree 

	44. I always report to school on time
	
	
	
	
	

	45. I always report in class to teach my lessons on time
	
	
	
	
	

	46. I always attend school meetings
	
	
	
	
	

	47. I always attend school co-curricular activities
	
	
	
	
	

	48. I always prepare monthly work plan for submission to the school head teacher
	
	
	
	
	

	49. I always prepare weekly schemes of work
	
	
	
	
	

	50. I always prepare daily lesson plans
	
	
	
	
	

	51.I always give my students assignments as required 
	
	
	
	
	

	52.I always give my students test as required
	
	
	
	
	

	53.I always mark my student assignments in time 
	
	
	
	
	

	54.I always set end of term examinations on time
	
	
	
	
	

	55.I always mark exams on time
	
	
	
	
	

	56.I always submit my end of term reports on time to the school management
	
	
	
	
	


Appendix II: Interview guiding questions

1. To what extent do rewards influence teacher performance in your schools?

2. Has there been any change in the rewarding system of teachers? What has been the effect of this change on teacher performance?

3. How do monetary rewards affect teacher performance in secondary schools in Kampala district?

4. How do nonmonetary rewards affect teacher performance in secondary schools in Kampala district?

	Case Processing Summary

	
	Cases

	
	Valid
	Missing
	Total

	
	N
	Percent
	N
	Percent
	N
	Percent

	Marital status * Gender
	242
	100.0%
	0
	.0%
	242
	100.0%

	Age range * Gender
	242
	100.0%
	0
	.0%
	242
	100.0%

	Level of education * Gender
	242
	100.0%
	0
	.0%
	242
	100.0%

	Duration in School * Gender
	242
	100.0%
	0
	.0%
	242
	100.0%

	Job Tittle * Gender
	242
	100.0%
	0
	.0%
	242
	100.0%


	Crosstab

	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Marital status
	Single
	Count
	74
	33
	107

	
	
	% of Total
	30.6%
	13.6%
	44.2%

	
	Married
	Count
	43
	62
	105

	
	
	% of Total
	17.8%
	25.6%
	43.4%

	
	Divorced
	Count
	10
	8
	18

	
	
	% of Total
	4.1%
	3.3%
	7.4%

	
	Widowed
	Count
	8
	4
	12

	
	
	% of Total
	3.3%
	1.7%
	5.0%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	17.701a
	3
	.001

	Likelihood Ratio
	17.911
	3
	.000

	Linear-by-Linear Association
	3.578
	1
	.059

	N of Valid Cases
	242
	
	

	a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 5.31.


	Crosstab

	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Age range
	20-24 Years
	Count
	8
	5
	13

	
	
	% of Total
	3.3%
	2.1%
	5.4%

	
	25-30 Years
	Count
	15
	24
	39

	
	
	% of Total
	6.2%
	9.9%
	16.1%

	
	31-34 Years
	Count
	29
	24
	53

	
	
	% of Total
	12.0%
	9.9%
	21.9%

	
	35-40 years
	Count
	52
	14
	66

	
	
	% of Total
	21.5%
	5.8%
	27.3%

	
	41-46 Years
	Count
	1
	28
	29

	
	
	% of Total
	.4%
	11.6%
	12.0%

	
	46+ Years
	Count
	30
	12
	42

	
	
	% of Total
	12.4%
	5.0%
	17.4%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	55.475a
	5
	.000

	Likelihood Ratio
	62.776
	5
	.000

	Linear-by-Linear Association
	.761
	1
	.383

	N of Valid Cases
	242
	
	

	a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 5.75.


	Crosstab

	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Level of education
	Diploma
	Count
	22
	19
	41

	
	
	% of Total
	9.1%
	7.9%
	16.9%

	
	Bachelors Degree
	Count
	89
	52
	141

	
	
	% of Total
	36.8%
	21.5%
	58.3%

	
	Post graduate (masters,PHD)
	Count
	16
	24
	40

	
	
	% of Total
	6.6%
	9.9%
	16.5%

	
	Others
	Count
	8
	12
	20

	
	
	% of Total
	3.3%
	5.0%
	8.3%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	9.212a
	3
	.002

	Likelihood Ratio
	9.213
	3
	.002

	Linear-by-Linear Association
	3.607
	1
	.058

	N of Valid Cases
	242
	
	

	a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 8.84.


	Crosstab

	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Duration in School
	1-3 Years
	Count
	20
	17
	37

	
	
	% of Total
	8.3%
	7.0%
	15.3%

	
	4-7Years
	Count
	81
	53
	134

	
	
	% of Total
	33.5%
	21.9%
	55.4%

	
	8-11  Years
	Count
	17
	29
	46

	
	
	% of Total
	7.0%
	12.0%
	19.0%

	
	12 and above Years
	Count
	17
	8
	25

	
	
	% of Total
	7.0%
	3.3%
	10.3%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	9.350a
	3
	.000

	Likelihood Ratio
	9.371
	3
	.000

	Linear-by-Linear Association
	.088
	1
	.767

	N of Valid Cases
	242
	
	

	a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 11.05.


	Crosstab

	
	
	
	Gender
	Total

	
	
	
	Male
	Female
	

	Job Tittle
	Headteacher
	Count
	3
	4
	7

	
	
	% of Total
	1.2%
	1.7%
	2.9%

	
	BOG/ Trustee
	Count
	52
	23
	75

	
	
	% of Total
	21.5%
	9.5%
	31.0%

	
	Teachers
	Count
	73
	73
	146

	
	
	% of Total
	30.2%
	30.2%
	60.3%

	
	KCCA Educ. Dept' Officer
	Count
	7
	7
	14

	
	
	% of Total
	2.9%
	2.9%
	5.8%

	Total
	Count
	135
	107
	242

	
	% of Total
	55.8%
	44.2%
	100.0%


	Chi-Square Tests

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	8.227a
	3
	.002

	Likelihood Ratio
	8.407
	3
	.038

	Linear-by-Linear Association
	3.614
	1
	.057

	N of Valid Cases
	242
	
	

	a. 2 cells (25.0%) have expected count less than 5. The minimum expected count is 3.10.


Monetary rewards


Salaries


Allowances


Bonuses








 Teacher performance


-Systematic Schemes of work done


-Timely Lesson plans


-Record of work kept


-Learner   performance i.e.  1st grade


-Time management observed


-Regular attendance


-Holistic child handling in progress








Nonmonetary rewards


Promotions


Recognition


Working environment


Gifts


Achievements


Personal goals
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