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ABSTRACT

The purpose of this study was to establish how incentive management influences teachers’ job commitment in the selected secondary schools in Ngora District. The researcher used a cross section survey design with both qualitative and quantitative research methods. A total of 118 respondents were used in this study and these included 05 head teachers, 05 chairperson BOGs, 05 chairperson PTA, 05deputy head teachers and 98 teachers. Purposive sampling together with simple random sampling techniques were used to select these respondents. Self-administered questionnaires and interview schedules were used as data collection instruments. Research findings indicated that there is a positive relationship between incentives and the performance of secondary school teachers in government aided secondary schools because incentives make teachers develop new skills, lead to better task performance, encourage teachers to achieve set goals teachers feel proud of their school, make teachers to be committed to their job lead to job satisfaction and lead to a positive attitude towards teaching. Study findings also showed that there are great effects of financial and non-financial incentives on performance of teachers because they lead to high productivity, act as an energizing force, leads to increased greater job stability, reduces teacher absenteeism rates, reduces teacher turnover rates and encourage personal growth. It was also revealed that there is a positive relationship between teachers’ job satisfaction and students’ performance in government aided secondary schools because satisfied teachers motivate students to learn, job satisfaction creates a conducive environment for learning, job satisfaction leads to quality teaching and that job satisfaction leads to effectiveness of teachers to teach. Basing on the above findings, it was recommended that schools should properly manage teachers’ incentives if their job commitment is to be enhanced. It was also recommended that teachers should be given both financial and non-financial incentives in order to improve on their performance. Finally, it was recommended that teachers should be given enough incentives to promote job satisfaction since it has a bearing on students’ academic performance.
CHAPTER ONE

 INTRODUCTION

1.0 Introduction 

This chapter presents the background to the study, statement of the problem, objectives of the study, research questions, purpose of the study, scope of the study, significance of the study, the conceptual frame work and constraints. 

1.1 Background to the Study 

Secondary schools need to offer rewards to their teachers in order to initiate a strong psychological bond between them and school managers if they are to remain competitive (Ssali, 2021). This section presents the background to the study which includes, historical background information expressing a historical overview of the variables; theoretical background on the theory upon which the study was anchored; conceptual background which expresses the real variables; and the contextual background which expresses the real problem on the ground.
1.1.1 Historical Perspective
World-over, Akpan (2020) notes that for many years, secondary schools have come up with many ways of giving teaching staff necessary incentives as a way of making them to be committed to their job. Incentive management was seen as the best way of boosting teachers’ job commitment. Further, teachers’ management practices were started during industrial revolution by early management authorities. Their philosophy was that, people behave in an organization depending on how they are treated (UNESCO, 2019). Ubom (2021) noted that incentive management as a strategy of making teachers committed to their job was first introduced into public secondary schools in the United States of America in the 1920s under the request of trade unions to enhance teachers’ work rights and fair pay. In USA, many teachers  were not committed to their job and ended up changing careers shortly and did not enjoy their work due to poor practices like inadequate pay, lack of support from educational bureaucracy and a pervasive isolation (Luthan, Peterson & Suzan, 2016). 
Additionally, teachers have joined other professions with better staff incentive practices that make them feel committed to their job. They stress that if the 21st century school system is to be strongly built, the teaching profession should be taken seriously. Teachers however, could over work or be assigned extra duties like remedial lessons or study field work without extra allowances, thus under looking their will and commitment to work. To motivate and promote commitment among the teachers, employers or school managers also started giving them bonuses. A study conducted in Bangladesh in ten public secondary schools by Jenny (2021) revealed that schools that have high teacher commitment have incentive management strategies in place. It was also found out that there was reduced teachers absenteeism, time management, syllabus coverage and teamwork as compared to schools that do not have committed teachers where cases of high labour turnover, irregularity, laziness, and declining students’ academic score was reported. 
Similarly, Sirima & Poipoi (2020) stated that in Sub Saharan Africa, the overall performance of secondary schools depends on teachers’ job commitment which is directly connected to the level of motivation they have within the institution. Teachers are the major resource for schools’ activities and the issues of their commitment greatly influences schools’ efficiency. Saraswathi (2021) noted that in Nigeria, teachers’ job commitment was emphasized in 1940s, when schools began conceptualizing how incentives could be used to change teachers’ behaviours, such as enhancing teachers’ job commitment. Teachers’ job commitment is therefore the push that makes teachers to act the way they do. It could be further seen on the strength of the teacher's motives. Motives are needs, wants, drives or impulses within an individual (Kabiito, 2020). Meanwhile, teachers’ job commitment to teaching and the workplace have been observed to improve by psychic rewards (acknowledgement of teaching competence); meaningful and varied work task autonomy; and participation in decision-making; positive feedback, collaboration, administrative support, reasonable work load, adequate resources and pay. Therefore, learning opportunities provide challenges and accomplishment. 

In line with the above, Sirima & Poipoi (2020) noted that in East Africa, incentive management among secondary schools have been emphasised by the Ministry of Education with an aim of improving teachers’ job commitment. Likewise, a study conducted by Majanga, Nasongo & Sylvia (2020) in Kenya on the influence of teachers’ commitment on classroom interaction in the wake of Free Secondary Education (FSE) found that FSE created increase in class sizes, shortage of teachers, heavy teaching work load and work for long hours which were key factors in teacher de-motivation. They further explained that the above demoralized teacher’s job commitment. Sizeable proportions of secondary school teachers had low levels of job satisfaction and were poorly motivated which led to poor commitment to their work. This type of situation was also observed in Uganda due to the introduction of Universal Secondary Education that led to increase in students that enrolled in schools. Additionally, considering the huge responsibilities put on the secondary schools in nation’s quest for socio-economic and technological development, effective classroom is required for the students to study enthusiastically for the attainment of national aspiration. The teachers’ role is therefore not limited to “talking and chalking. Meanwhile the teacher is not only a planner of classroom activities, but also a role model and a manager of instructional materials. 

The notion of rewarding teachers to make them committed to their job has existed in Uganda since the 19th century when piece-work systems were first established (Kabiito, 2020). From these piece-work systems evolved the traditional merit program and later on performance based pay system in order to change the traditional salary scales. Attitudes towards reward management practices and awareness of their strategic value are now changing. Increasingly, schools have started realizing that a well-designed and followed total incentive management strategy is a powerful drive to teachers’ job commitment (Nabatanzi, 2016). An institutions’ incentive management is meant to offer and maintain appropriate types and levels of pay, benefits and other forms of rewards. Several researchers have tried to study the challenge of teachers’ job commitment leaving behind gaps that need to be filled. These include Namutebi (2016) who researched on the impact of reward management practices and teachers’ job commitment in Wakiso District.  As well, Ejju (2018) was interested in the relationship between self-esteem and commitment of teachers in secondary schools. None of those studies attempted to relate rewards directly on teachers’ job commitment and none of the two studies still was on the context of secondary teachers in Ngora District which gaps this study filled.

1.1.2 Theoretical Perspective
Different theories were advanced to explain the relationship between incentive management and teachers’ job commitment. They include the; Hierarchy of Needs Theory, Psychological Contract Theory (PCT), Perceived Organizational Support Theory (POS) and Social Exchange Theory. This research however, will base itself on Hierarchy of Needs Theory. 
Hierarchy of Needs Theory 
The study will be guided by Hierarchy of Needs Theory propounded by Maslow (1954) which provides a theoretical frame for relating incentive management and teachers’ job commitment. According to Maslow, human needs are in form of a hierarchy, beginning with the lowest to the highest, and when one set of needs is satisfied it is no longer a motivator. At the bottom of the pyramid, there are the physiological needs like shelter, food, and clothes followed by security needs, social needs, self-esteem and self-actualisation at the top. In this study, it is theorised that teachers to be committed to their job, they should be rewarded basing on the five levels given by Maslow. Acom (2017) points out that the motivation theory advanced by Maslow is known as a hierarchy of needs or pyramidal theory. According to this theory, human needs are in form of a hierarchy starting from the lowest to the highest and when one set of needs is satisfied it stops to be a motivator and the next higher set of needs which has never been a motivator then immediately becomes one. 

Maslow believes that human beings’ needs start from the physiological needs and end with self-actualisation needs. Physiological needs are needs for sustaining human life itself such as need for food to eat, water to drink, place to sleep and satisfy sexual urge and need to cover nakedness. Maslow believes that until a person is able to satisfy all these needs, other needs couldn’t motivate him. The next level of needs is security needs such as needs to be free from danger or threat in sense of losing job, life and property. The third level of needs is the social needs which are also called belongingness or affiliation needs such as need to feel accepted by the group followed by the self-esteem needs when teachers begin to satisfy their needs to feel good about themselves and to be recognised by others for their achievements. It is this level which produces satisfactions as power, prestige, status and self-confidence. The last level according to the theory is the self-actualisation where personal fulfilment to growth and development are realised. This is the desire for a person to become what is capable of becoming and maximise his potentials (Jjeffrey & Bratton, 2013). 

In this way, Maslow encouraged proper use of rewards by considering all teachers’ needs; financial and non-financial; if teachers’ job commitment is to be obtained.  By this theory, incentives will be used by considering all these levels. The researcher assumes that when teachers are rewarded as per the theory, their job commitment increases and the reverse is true, hence relevance of the theory to the study. Therefore, the theory relates the study variables in the way that if the teachers are rewarded, they are in position to satisfy their needs from the bottom level to the highest level leading to high job commitment in secondary schools in Ngora District. 

1.1.3 Conceptual Perspective 
Incentive management is a management technique of giving benefits to employees for achieving or completing specific tasks or goals (Clement, 2013). Incentive management is aimed at motivating employees to achieve the set goals. An incentive is something which is given to employees on top of wages. It is an additional remuneration given to an employee in appreciation of achievement or better work. Incentives give morale to employees for continued better performance. Therefore, a hope for a reward is a powerful incentive to motivate employees. Besides monetary incentives, there are some other stimuli which can motivate a person to accomplish activities. These include job satisfaction, security on the job, promotion, and accomplishment of tasks. Incentives are a drive towards works accomplishment since they bring about motivation (Ozoemena, 2013).

Additionally, Whiteford (2018) states that incentives can be financial or non-financial rewards offered to employees to induce them to exert more effort into a given task.  Incentives is a force that causes employees to behave in some ways and on any given day, they may work hard at on their job to avoid a reprimand.
On the other hand, Meyer and Allen as cited in (Henry and William, (2020) stress that commitment is a mental and emotional state that makes workers associate with the company and remain as members in such organizations. Commitment is a course of actions that bind a person to one or more specific targets.

Furthermore, job commitment is an emotional attachment to the job and organization. Jaros as cited in Francesco, Miguel and Matinez (2020) describes job commitment in three aspects. Firstly, affective commitment (love for the job) is a strong emotional attachment one has towards the job/organization that enhances job satisfaction. Secondly, continuance commitment (fear of job loss) is a fear of job insecurity or loss that is greater than the benefit one can get out of the new job. Thirdly, normative commitment (obligation to stay at job) is the state of mind where the employee feels that he should stay with the organization.
In a similar way, teacher’s job commitment shows a versatile psychological passion of a teacher to a particular school in which he or she belongs. Teachers’ commitment is teachers’ positive and affective attachment to a particular school. Teachers’ commitment is the commitment to students, commitment to teaching profession, and commitment to a particular school (Msuya, 2016). 

Correspondingly, Werang et al., (2015) assert that teachers’ job commitment is seen as teachers’ willingness to be an integral part of specific school to which they belongs. Teacher’s organizational commitment can be high and low. High committed teachers are less likely to leave their profession of teaching and they do not absent themselves, while low committed teachers are often absent from school to do other crucial activities.
On top of that, the general success of an educational institution revolves around teachers’ commitment which is directly linked to the level of incentives they offer to teachers within the institution. Teachers are the important resources for schools and therefore the issues of their commitment greatly determine schools’ success (Saraswathi, 2017).

More completely, teachers’ job commitment shall be looked at in terms of: affective, continuance and normative commitment. While affective commitment is the extent to which the teachers identify with, and is emotionally attached to the school, continuance commitment is the need of the teachers to continue working for the school due to perceived opportunity costs of leaving the school. On the other hand, normative commitment is a teacher’s feeling to remain with the school (Ssali, 2021). In this study, teachers’ job commitment refers to the attachment and loyalty that teachers have about the school as an entity. It consists of three components such as identification with the goals and values of the school, a desire to be part of the school and a willingness to put efforts on behalf of the school. Teachers’ job commitment in this study will be measured by teachers’ willingness to belong to their schools, love for their job, period of service in that particular school, time management, dedication in doing their job, teamwork, positive job attitude, reduced absenteeism among others.
1.1.4 Contextual Perspective
Nimurugi (2020) noted that Uganda, like any other countries in Africa has focused on incentive management in the education sector. For the last 30 years, teachers’ salaries have been poor throughout most low-income countries, Uganda inclusive; according to the United Nations Educational, Scientific and Cultural Organization (UNESCO, 2019). UNESCO report further stress that poor salaries and absence of teachers’ incentive management affects their commitment to the job and results into poor quality of schools. Additionally, UNESCO (2019) found that absenteeism among teachers in Uganda is high at 26% with most teachers choosing to find alternative employment to supplement their income. The overall success of secondary schools depends upon teachers’ job commitment which is directly related to the level of incentives they have within the school. 

Before the introduction of Universal secondary education (USE) which is free education initiated by the Government of Uganda and enforced by the Ministry of Education and Sports, teachers in public USE schools were committed because they were partly managed by parents up to 2009 who would give them PTA allowances greater than their government salary which led to teachers zealous, loyalty and dedication to their duties. This resulted into better UCE results (Circular, 2010). Following the introduction of Universal Secondary Education (USE) in 2007, the government through Ministry of Education and Sports (MoE&S) brought policy guidelines on implementation of the program. Among others, schools were not allowed to charge school fees. Parents, however, have a role to play in provision of scholastic materials, uniform and food. They are also encouraged to make contributions towards development of their schools (Nimurugi, 2020). The introduction of USE was meant to increase students’ enrolment in secondary schools without considering increasing salaries of teachers to handle the big number. All the greater, parents under their umbrella body, the Parents’ Teachers’ Association (PTA) are trying to look for possible ways of developing their schools, and motivating and retaining their teachers. This is due to the fact that teachers’ salary still remains low and no incentive given to teachers in most schools in most schools since the collected funds are used by the school administration to accomplish school activities (Ssali, 2021). 

In a similar manner, the public secondary schools in Ngora District employ a number of teachers of different designation, gender, age, marital status, professional grade and longevity of tenure. Most teachers are fulltime though some are part-time due to government school payroll staff ceiling. However, the level of teacher commitment in secondary schools in Ngora District was found to be at a very low state (Annual Report to the Ngora District Council, 2021); raising the concern of many people such as parents, district education officials and the researcher in particular. According to the Annual Report to the Ngora District Council (2021), only 2% of students in the district passed with first grade. This was blamed on lack of commitment of teachers that was reflected in behaviours like loss of confidence in management, denial of responsibility, failure to cover the syllabi on time and high rates of absenteeism. In a few schools, incentive management that include financial and non-financial incentives such as consolidated monthly government salaries, and PTA allowance are paid to teachers, however, they are not enough to cover the teachers’ expenses; and housing facilities are found to be discriminatory (Nakacwa, 2021).

Additionally, schools in Ngora District introduced PTA incentives in form of rent subsidy, performance allowances, responsibility allowance, duty allowance, food basket and many others. All these vary according to the schools and the nature of responsibility held. All the same, the teachers’ job commitment remained the same as evidenced by late arrival to school, absenteeism, low syllabus coverage, lack of preparation and many others (Namutebi, 2019). Some teachers especially science teachers are becoming regional teachers through ‘moonlighting’ in many schools in the region. This has increased the rate of absenteeism in schools. Others have got alternative jobs like commercial motor cycle riding “boda- boda” even during working hours (Annual Report to the Ngora District Council, 2021). Compliance, efficiency, performance as well as transparency are best influenced by the nature of incentive management which implies that the school administrators have to be keen while managing incentives in schools. This brings either satisfaction or dissatisfaction on the side of teachers. When teachers are not properly motivated through giving them incentives, they may not be committed to their work and they may not achieve school goals. Therefore, their needs and feelings must be considered to avoid poor performance (Nakacwa, 2021). All the above propelled the researcher to conduct a study in order to determine how incentive management influences teachers’ job commitment in selected secondary schools in Ngora District.
1.2 Statement of the Problem  

Ideally, secondary schools in Uganda have stressed incentive management and this has been encouraged inform of performance allowances, responsibility allowance, duty allowance, food basket and many others (Namutebi, 2019). Incentives in every institution of learning are very necessary in order to make teachers satisfied and be committed to their work for better performance. Teachers’ job commitment towards their work helps in the achievement of educational goals through proper motivation. A well-motivated and committed teacher places all his endeavours on his job. That is to say, he prepares, teaches and evaluates students’ work timely and prioritizes his responsibility. Likewise, rewarding teachers is the best justifiable concept of management directed at boosting the behaviour of teachers towards their work and ensuring that they are committed (Nakacwa, 2021). Teachers earn a consolidated salary which includes transport, utility bills, housing allowance, lunch allowance and health allowance from the government according to their professional levels (Uganda Public Service Standing Orders, 2010). They are also given food rations and PTA allowance by the school administration in some schools. 
However, despite the fact that the secondary schools in Uganda, Ngora District inclusive offer incentives to their teachers, the level of commitment has remained poor as evidenced from; teacher coming late for their lessons, neglect of departmental meetings, absenteeism, refusal to fill appraisal forms, refusal to perform delegated responsibilities and failure to complete the syllabi (Annual Report to the Ngora District Council, 2021). This state in the near future can lead to high school dropouts leading to reduction in schools enrolment, irresponsible citizens, and bad image of the institutions. Consequently, this may affect the quality and usefulness of secondary education system. Still, according to the report of the Ngora District Education Officer (2021), the teachers’ job commitment in secondary school in Ngora district is grossly inadequate. This is reflected in form of rampant absenteeism, late coming, failure to assess students’ work in time, part-time teaching in more than two schools to top up their salary, need, and satisfaction, others even teach on Saturdays and Sundays while some at night which result into examination malpractice by students and low performances among others, have always raised a public concern. Similarly, it also brings a negative perception of all stakeholders towards the schools as a whole. Consequently, the desire and the ultimate goal of education in secondary schools seem to be in danger. It is in light of the above that the study sought to explore the relationship between incentive management and teachers’ job commitment in selected secondary schools of Ngora District.

1.3
Purpose and Objectives of the Study

1.3.1
 Purpose of the Study

The purpose of this study was to establish how incentive management influences teachers’ job commitment in the selected secondary schools in Ngora District. 

1.3.2
 Objectives of the Study

The study was set out;
1. To assess the relationship between incentives and the performance of secondary school teachers in government aided secondary schools in Ngora district. 

2. To investigate the magnitude of effects of financial and non-financial incentives on performance of teachers in government aided secondary schools in Ngora district.

3.  To examine the relationship between teachers’ job satisfaction and the students’ performance in government aided secondary schools in Ngora district.

1.4
Research Questions

The study was guided by the following research questions; 

1. What is the relationship between incentives and the performance of secondary school teachers in government aided secondary schools in Ngora district? 

2. What is the magnitude of effects of financial and non-financial incentives on performance of teachers in government aided secondary schools in Ngora district?

3. What is the relationship between teachers’ job satisfaction and students’ performance in government aided secondary schools in Ngora district?

1.5 
Scope of the Study 

The researcher focused on the following scope:

1.5.1 Content Scope
The present study focused on the exploring incentive management and teachers’ job commitment in the selected secondary schools. This study was based on establishing the relationship between incentives and performance of teachers in secondary schools, determining the magnitude of financial and non-financial incentives on performance of teachers in secondary schools and the relationship between teachers’ job satisfaction and students’ performance in secondary schools. The study considered incentive management as an independent variable and teachers’ job commitment as a dependent variable.

1.5.2 Geographical Scope
This research was conducted among selected 05 government aided secondary schools in Ngora District. The district of Ngora has tried to emphasized incentive management through performance allowances, responsibility allowance, duty allowance, and many others (Namutebi, 2019); however, teachers’ job commitment is still lacking (Annual Report to the Ngora District Council, 2021).
1.5.3 Time Scope
The research focused more on secondary information and sources from year 2015 up-to 2022. Primary data on secondary schools for those years was collected and analysed and this was mainly due when MoES emphasized incentive management measures in secondary schools in Uganda; however, teachers’ job commitment remained low. Secondly, the study covered a period of one year (from November 2021 to October 2022) including writing a research proposal collecting data and writing the final dissertation.

1.6 
Significance of the Study

The findings of this study will be useful in a number of ways;

1. The MoES Officials: They will get an insight on the impact of incentive management on teachers’ job commitment in secondary schools; and as a result, put attention on management of staff and their commitment in the teaching profession. In addition, the Department of Education and Sports, Ngora District will be able to recruit and retain teachers by improving the remuneration, conditions of working environment and providing competent manpower in management of schools as they are part of financial and non-financial incentives.
2. Head teachers and other School administrators: They will ensure effective management of incentives to yield teachers’ job commitment after realizing the effect of poor incentive management on teachers’ job commitment to improve, maintain, develop and retain such professionals. 
3. Teachers: The findings may enlighten teachers about the need to be committed to their jobs especially when rewards of value are provided and managed well. They will base of this study conclusions and recommendations to find out the recommended strategies that can be adopted towards achieving their job commitment at places of work.
4. Future Researchers: Future researchers may refer to the study as a source of literature that is likely to contribute to the existing body of knowledge. 

1.7 Justification of the Study

Teachers’ job commitment enhances achievement of educational goals. When teachers are committed, they put all their effort on the job. That is to say, they would make lesson plans, teach and assess students’ work on time. However, according to the Report of Ngora District Education Officer (Report, 2021), teachers’ job commitment in secondary schools in Ngora district has been in a sorry state for some years now. Despite all the above, limited studies have been carried out to bridge the gap, and those carried out focused on primary education (Ssali, 2021) neglecting the secondary level; and moreover, used different theories not the perceived Hierarchy of Needs Theory; thus, arousing the interest in the minds of the researcher to carry out a study to establish the relationship between incentive management and teachers’ job commitment in selected secondary schools in Ngora District.  
1.8 Conceptual Framework 

Kombo & Trompo (2009) stress that a conceptual framework is a study tool that assists a researcher to get a grasp of the situation under study. It is the broad structure of similar ideas, opinions, and borders that give the basic platform and limit of the research questions. The study was based on a conceptual framework drawn in figure 1 below;
Figure 1: The Relationship between Incentive Management and Teachers’ Job Commitment
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Source: Adopted from the work of Jjeffrey & Bratton (2013)
This conceptual framework was adapted from (Maslow, 1954) guided by Hierarchy of Needs Theory. From the conceptual framework above, it can be seen that, incentive management was an independent variable and teachers’ job commitment was a dependent variable. Incentive management is indicated by either financial or non-financial means like salary/wages, bonuses, profit sharing scheme, pension, allowances, career development, recognition, promotion, accommodation, job security, transport and free meals. When these incentives are in place, teachers’ job commitment tend to improve. In this regard, teachers’ job commitment was measured in terms of sense of belonging, teamwork/cooperation, sense of excitement, job satisfaction, positive job attitude, reduced absenteeism, punctuality, reduced turnover rates, adherence to routine tasks, respect for authority and syllabus completion. 
CHAPTER TWO

 LITERATURE REVIEW 

2.0
Introduction

This chapter presents a review of related literature to the topic under study. It gives the views of what other researchers found about the topic under investigation. The researcher reviewed the literature under the following sub-headings:

1. Relationship between incentives and the performance of secondary school teachers.

2. Magnitude of effect of financial and non-financial incentives on performance of secondary school teachers.

3. Relationship between teachers’ job satisfaction and students’ performance.

2.1 Relationship between Incentives and the Performance of Secondary School Teachers
Poor incentives at school can demoralise teachers which leads to poor task performance that negatively impacts their productivity in schools.   Wekesa and Nyaroo (2013) examined the impact of incentives on performance of public secondary school teachers in Eldoret Municipality Uasin Gishu County, Kenya. Their findings revealed that teachers’ performance in public secondary school is influenced by incentives. They noted that schools which have poor incentive policy have their teachers demoralised leading to poor task performance and low performance.
Additionally, Wasiu and Adebajo (2014) collected data from selected secondary schools to examine the relationship between incentive systems and employees’ performance in Lagos state and the findings revealed that there is a significant relationship between employee’s performance and employee job incentives.

In addition, Amit (2011) investigated the relationship between career management, employee development and performance in Indian information technology organisations. His descriptive findings revealed that career guidance and acquisition of additional skills played a key role on employees’ performance.

More so, incentives in institutions lay a ground on which employees work towards the achievement of set goals. School administrators and managers in institutions normally use incentives as a measure of enhancing teachers’ performance (Dessler, 2003).

According to the research studies conducted by Robbins (2003), good performance of employees occurs when immediate supervisions are considerate and very friendly, listen to employees’ opinions, get interest in them and praises them for good performance.

In the same way, Wekesa and Nyaroo (2013) noted that employees’ feelings about their work depend on the working conditions in institutions. When working conditions are conducive and friendly to the workforce, employees feel proud of their institutions and are more concerned about their work environment as it brings personal comfort. Once the working conditions are favourable, they enable employees do their best, remain committed and concerned about their job.

Furthermore, Nelson (2014) argues that most employees appreciate being recognized by their managers for the good work done. There should be honest praise, given in timely manner to promote the behaviour of employees in accomplishing the goals of the organization. Individuals and team members’ efforts should be recognized and rewarded in order to build a sense of attachment and confidence with improved performance.

Additionally, a study carried out by Tumuhairwe (2014) revealed that incentives affect the performance of teachers by motivating them and increasing their productivity and efficiency. It was also found out that job satisfaction and subsequently good performance in schools can be as a result of incentives of all types when offered timely.
More so, Henman (2000) pointed out that teachers’ attitude towards work is impacted by incentives. There will be high performance, regular attendance and retention if teachers are satisfied with incentive management. On the other hand, dissatisfaction with incentives leads to retention problems and affect attendance which affects the general performance.

In the same way, Mustafa and Othman (2010) examined the perceptions of high school teachers about the effects of incentives on their performance at work. They found that there is a correlation between incentives and teachers’ work performance. The greater the level of incentives given to teachers; the higher will be their job performance.

Lastly, Mehta (2014) stressed that employees that are satisfied with incentives do their obligation to their organizations very well, are more motivated to work and ultimately their performance is better. Teachers who show more satisfaction with incentives given to them on jobs perform better their work. In various studies, incentives and job performance had a significant positive relationship. 
2.2 Magnitude of Effect of Financial and Non-Financial Incentives on Performance of Secondary School Teachers

Ibrar and Khan (2015) studied the impact of incentives on employee performance of academic staff of Malakand private school in Pakistan. The study findings revealed that, there was positive significant relationship between incentives (financial and non-financial) and employees’ job performance. Numerous organizations implement incentive system to improve the job performance and job satisfaction of their employees.

Similarly, Mehta (2014) studied the impact of monetary and non-monetary rewards on employee performance and job satisfaction in insurance companies of Pakistan. Their regression findings indicated that monetary incentives influence employee performance.

Correspondingly, Asif, Fakhra, Tahir& Shabbir (2016) stressed that in institutions some employees like non-financial incentives like promotions, recognition and praises based on equity, for it encourages personal growth, social status, being assigned responsibilities. These subsequently lead to job satisfaction and good performance of employees hence, intrinsically rewarding. Therefore, happy workers at the workplace are more productive than unhappy ones.
Additionally, Aacha (2010) states that non-financial incentives have greater importance in today’s tight economic situation characterized by limited budgets for performance bonuses and incentives since they meet the employees’ internal needs such as recognition, self-esteem and fulfilment, thereby enhancing the performance of employees.

More so, Fehintola (2014) noted that employees’ opportunities for promotion are positively related to their job performance. Promotion opportunities are also an important aspect of a worker’s career and life development. Promotion opportunities should be an incentive for highly productive workers to promote employee retention, reduce absenteeism and encourage higher productivity. 

In the same way, employee training and continuous professional development that meet expectations and needs of the employees plays a key role in their performance. Companies are more likely to reduce employee turnover rates when employees view their training as relevant to their jobs and subsequently have a positive attitude towards their job. Similarly, Tumuhairwe (2014) argued that countries in the European Community Household Panel (ECHP) found that the relationship between skill acquisition and job performance cannot be neglected and under looked since job performance tended to be better where there were chances for workplace training. 

On top of that, Msuya, (2016) argues that monetary incentives used by employers of organizations in the public sector increase on job performance of employees. This incentive can come in different forms like basic salary, compensation, insurance, profit sharing, retirement plans, overtime pay, output-oriented merit increases, performance bonuses etc. monetary incentives are used to describe incentive-payment plans which tie incentives directly or indirectly to performance.

Additionally, monetary incentives have the strongest energizing force that improves employees’ performance of their jobs. If the performance of employees is to be enhanced, financial incentives like housing allowances, transport allowances, medical allowances and welfare allowances should be given to them (Ssali, 2011).

Moreover, Akpna (2013) stressed that employees’ greater job performance and job stability are enhanced by financial incentives like bonuses and allowances. If there is equal and fair distribution of these bonuses, employees will be happy, dedicated and fully discharge responsibilities in the workplace and this will increase their levels of performance. Employees who are offered bonuses are likely to improve their performance in anticipation of receiving more bonuses.  
2.3 Relationship between Teachers’ Job Satisfaction and Students’ Performance

Job satisfaction is considered to have a great impact on the quality of teaching, on the school achievement and on students’ academic performance. It has also been found to predict withdrawal cognition and may be seen as a great aspect in keeping the job stability of the teaching staff. Teachers’ job satisfaction contributes to the quality of teachers’ work life, making their profession an element of mental health, personal fulfilment and growth. This automatically improves students’ academic performance (Katharina and Eveline, 2013).

Furthermore, Osawe (2015) notes that teachers’ job satisfaction has a tremendous impact on their effectiveness on the way they deliver quality teaching. Teachers’ job satisfaction is a determinant of teachers’ retention, a predictor of teachers’ job commitment and a contributing factor to students’ performance. The teachers’ overall career satisfaction in general, and satisfaction with their jobs in particular, are pivotal to maintaining quality teaching, and to retaining motivated individuals who will ensure that students perform well. 

In a similar way, Fehintola (2014) noted that satisfied teachers are the fundamental contributors to conducive academic environment and therefore, this among others play a big role in maintaining quality in the education system. Satisfied teachers are more likely to induce students to learn in the classroom. Teachers’ satisfaction leads to teachers’ input skills into teaching, thereby leading to better student performance.

More completely, Roland (2019) pointed out that eemployees who  are  satisfied with their job exhibit a  greater obligation  to  their  organizations,  a  more  positive  motivation  for  work  and  ultimately  better performance. In institutions and schools in particular, employees’ job satisfaction is much related to the attendance of duties. The more the satisfaction of teachers, the more they attend to their work and the greater the students will achieve.

In a study conducted by Asif, et al. (2016), employees who were unsatisfied with their job had high rates of absenteeism as compared to those with high levels of job. The findings concluded that teachers’ job satisfaction and students’ performance are correlated.

Further still, teachers who are satisfied with their job are more likely to teach well which in turn enables their students to learn better while in school. Likewise, Roland (2019) noted that high salaries of teachers that lead to their increased satisfaction eventually leads to students’ high achievement. He noted that there is a significant connection between teachers’ job satisfaction and students’ academic performance. This corroborates Hurren (2016) who pointed out that teachers who are dissatisfied with their work not only suffer themselves but their students also suffer. 
In addition to the above, teachers’ job satisfaction not only plays an important role in the lives of the teachers themselves, but also in the lives of the students and for the promotion of quality education at large. As a result, teachers’ job satisfaction has a significant influence on their effectiveness and their delivery of quality of teaching with a significant impact on students’ academic performance (Oshinyadi, Adeyanju & Bello 2018).

CHAPTER THREE

METHODOLOGY

3.0 
Introduction

This chapter presents the study design, area of study, information sources, population and sampling techniques, variables and indicators, measurement levels, procedure for data collection, data collection instruments, quality/ error control, trustworthiness, strategy for data processing, analysis and interpretation and ethical consideration.

3.1 
Study Design

A study design is a plan which the research follows while conducting the study. It is a series of advanced decisions that are used to come up with a master plan for a research study (Amin, 2005). The researcher used a cross section survey design with both qualitative and quantitative research methods. Qualitative and quantitative methods supplement one another and therefore they should be integrated to boost the strength and minimize the impediment of each other (Leedy and Ormrod, 2013).   Kakooza (2002) notes that quantitative research is a methodology which entail the use of clear statistical evidence as a ground for generality. The qualitative method was applicable because it was descriptive and assisted in gathering of verbal qualitative data in its natural setting. Qualitative technique was used in analysing oral data while quantitative technique was useful in analysing numerical data in form of frequency counts and percentages (Leedy and Ormrod, 2013).  

3.2 Area of the Study

The study was conducted in five (05) selected government aided secondary schools in Ngora district. The district of Ngora has tried to emphasize incentive management through performance allowances, responsibility allowance, duty allowance, and many others; however, teachers’ job commitment is still lacking (Annual Report to the Ngora District Council, 2021).

3.3  Information Sources

Information sources are the existing acknowledged literature whether published or unpublished given that it is beneficial and has been approved by people leading academicians/institutions (Mubazi, 2008). The researcher used both primary and secondary information sources during the study like textbooks, journals, dissertations, internet and information from questionnaires and interview. Secondary sources are written information which include textbooks, journals, dissertations, internet sources and magazines while primary sources are the information the researcher may use from experience, personal analysis, observation and constructed research instruments like questionnaires (Mubazi, 2008). Secondary sources of information in this study included district education reports, Annual Report to the Ngora District Council, journals, textbooks, magazines, newsletters, research dissertations and reports, and other internet sources were also considered.
3.4 Population and Sampling Techniques

3.4.1 Population

Population is a group of interest to the researcher, the group to whom the researcher would like to generalize the results of the study. Population is the absolute collection of components that are of significance in a particular investigation (Amin, 2005).   The population of this study included head-teachers, deputy head teachers, teachers, Parents/Teachers Association chairpersons and Board of Governors chairpersons from five (05) secondary schools with in Ngora, all equivalent to 180 target population. Head teachers, Chairperson’s Board of Governors (BOG) and Chairperson’s Parents’ Teachers Association (PTA) were used because they are the key people involved in incentive management, school management and school performance. Deputy Head teachers and teachers were used to get a variety of views to make the study findings more reliable and comprehensive since they are the ones that get these incentives and they are the ones that foster students’ performance. 
3.4.2 Sample Size Determination
The study sample was chosen following the recommendations of Morgan and Krejcie (1970) table in determining sample size to represent a cross section of people in this study since the researcher was able to calculate the sample size of each category of respondent. In this regard, out of 180 target population, 118 sample size were considered. This included, five (5) head teachers, five (05) deputy head teachers, five (5) Chairperson PTA, five (5) Chairperson BOGs, and 98 teachers. This enabled the researcher to get a variety of views and unbiased response which made the study a reality. 

Table 1: Participants that were used in the Study

	Category of Respondents 
	n
	s
	Sampling technique

	Chairperson BOGs
	5
	5
	Purposive sampling

	Chairperson PTA 
	5
	5
	Purposive sampling

	Head teachers
	5
	5
	Purposive sampling

	Deputy head teachers 
	5
	5
	Purposive sampling 

	Teachers per school

	School A
	70
	30
	Simple random sampling 

	 School B
	50
	20
	Simple random sampling

	School C 
	50
	20
	Simple random sampling

	School D 
	30
	15
	Simple random sampling

	School E
	35
	13
	Simple random sampling

	Total 
	180
	118
	


Source: Self Constructed Basing table of Krejcie & Morgan (1970)
3.4.3 Sample, Sampling Techniques 

A sample refers to the representation of the target population that the researcher has procedurally chosen to use in the study. Sampling is the process a researcher uses to get samples for the study from the target population, the methods to extract and the reason for extracting it (Oso & Onen, 2009). Sampling techniques describe the ways which the researcher uses to choose representative respondents from the target population. The researcher used a sample of 05 head teachers, 98 teachers, 05 chairpersons BOG, 05 chairpersons PTA and 05 deputy head teachers. The researcher employed purposive sampling techniques to choose head teachers, chairpersons BOG, chairpersons PTA and deputy head teachers since they were the ones that dealt with teachers’ issues in the school and were well informed about the topic under study. Kumar (2011) asserts that purposive sampling depends on researcher’s judgement to choose participants who can give the necessary information for the study. On the other hand, simple random sampling technique was used to pick teachers since they were many. Simple random sampling is the category of sampling which offers equivalent chances to every member in the population to be part of the study (Leedy & Ormrod, 2013). One set of small pieces of paper of the same size that carry Yes and No writings were prepared for all the teachers for each school, were put in a container and each teachers was asked to pick only one piece of paper from the container. Only teachers who picked a paper with a Yes writing participated in the study. Therefore, by using random sampling, all teachers were given equal chances of being selected to participate in the study.

Five (05) government aided secondary schools in Ngora District were conveniently selected. These secondary schools were both rural and urban schools; and only those schools experiencing a decline in teachers’ job commitment were considered basing on the Annual Report to the Ngora District Council (2021).

3.5 Variables and Indicators

A variable is a factor or characteristic of interest that the researcher would like to handle or manipulate in the research. A variable is any quality or characteristic in research that has two or more possible values (Leedy & Ormrod, 2013). There are two different types of variables; the independent variable and the dependent variable. A dependent variable is also known as the criterion variable and it is the variable of primary interest to the researcher. An independent variable is a variable that stands alone and isn't changed by the other variables you are trying to measure (Amin, 2005). In this study, the independent variable was incentive management and the dependent variable was teachers’ job commitment. An indicator is something that shows that something will happen, is true or exists (Kothari, 2013). The following were the indicators that were used to measure teachers’ job commitment; reduced absenteeism, better students’ grades, reduced late coming, schemes of work and lesson plan preparation, job satisfaction and high teachers’ morale.
3.6 Measurement Levels

There are four levels of measurement; the nominal, ordinal, interval and ratio. The nominal level names data or variables and it was used for coding answers to research items. The ordinal level orders the sequence and is characterized by categories that are ranked in terms of values. This was useful in classification and comparison of statistical values of different response frequencies in order to show which was greater or lesser than the other or equal to each other. The interval level allocates spaces of equal intervals to numbers. It covered response items categorized in intervals. At this level of measurement, mathematical calculations were used. The fourth level is ratio level which represents values measured in equal units from zero. As this scale has absolute zero and the measuring units are constant, the number/scores can be multiplied and divided. This was important in interpreting the significant levels of the relationships between data variables in order to bring out simple and meaningful data from the questionnaires and interview data (Kothari, 2013). In this research, at least three levels of measurement were used; namely, nominal, ordinal and interval levels. In nominal, data was named, in ordinal data was categorised and in interval data was assigned equal numbers.

 3.7 Procedure for Data Collection

After successful completion of the research proposal, the researcher first sought clearance from the Research Ethical Committee Uganda Christian University (UCUREC) as well as School of Education which was used to seek permission to conduct the study from the study area. Such an authorization letter of permission was obtained in order for the researcher to carry out this research. The researcher constructed data collection instruments and discussed them with the supervisor. A pilot study was carried out first in one school which was outside the targeted schools to ensure validity and reliability of data collection instruments. The researcher then sought permission from the head teachers of the selected schools to collect data. As a way of promoting confidentiality of the respondents, their names were not required while filling the questionnaires. A good relationship with the respondents was first established by telling them the purpose of the study and how confidential the information given would be treated. The researcher made it clear to the respondents that the research was voluntary and therefore they would not be given money or gifts of any kind for participating in the study. He also informed them that they had a right to withdraw from the study at any time if they felt troubled. The questionnaires were then given out to the respondents for one week and the researcher picked them the following week. The filled questionnaires were then entered in SPSS in preparation for analysis. While conducting the interview the researcher noted down the vital points. 

3.8
Data Collection Instruments

3.8.1 Self-Administered Questionnaire
A questionnaire is a research instrument that collects data over a large sample, reducing unfairness on the side of the researcher and the respondents (Kumar, 2011). The researcher used both open and close ended questionnaire that were split into sections of background information, and other comprehensive objective information. A standard questionnaire on a five point Likert scale was used to get quantifiable primary data from individual respondents on a scale of 5- Strongly Agree; 4- Agree; 3- Not Sure; 2- Disagree; 1- Strongly Disagree. Questionnaire gave respondents’ freedom to elicit some information in details, due to the open-ended nature of some of the items. Questionnaires were used for data collection to befit the research objectives and questions. Open-ended questions were applicable for complex questions that could not be answered in a few simple categories but required detailed discussions. Self-administered questionnaires were used to gather quantitative data from a sample of respondents from the five selected secondary schools in Ngora District. The questionnaire was administered to head teachers, teachers and deputy head teachers.

3.8.2 Interview Schedule 
Semi-structured interviews are the major widely used interviewing formats for qualitative research (Kothari, 2013). Only the head teachers, Chairperson PTA and Chairperson BOGs were interviewed to provide descriptive data. This involved face to face interaction between the researcher and the interviewees through discussion. Face-to-face interview is a data collection method where the interviewer directly communicates with the respondent in using the prepared question guide. The interviews enhance confidentiality and help to observe the non-verbal behaviours during the study (Creswell, 2014). In this study, the probing interviewing tactic was employed widely to get a deeper explanation of the issue at hand from the respondents. This was largely due to the fact that the respondents often needed stimuli to expand or clarify their own answers and ideas more extensively so that a broader understanding was more easily reached later on in the findings of this study.

3.9.0
Data Quality Control

The term control in research is used to refer to the restrain of experimental conditions (Kothari, 2013, p.34). The researcher avoided personal bias by using two techniques of data collection to ensure quality data for the research. To ensure data quality, the researcher edited all the filled questionnaires and cross checked the data thoroughly to remove all the inconsistencies.

3.9.1 
Validity

To enhance validity, a pilot study was carried out which helped the researcher to identify items in the research instrument which were ambiguous in eliciting required information. Pre-testing helped to estimate the time it would take to answer interviews and fill the questionnaires, relevancy of the questions, and accuracy of the questions in measuring the subject under study. For the questionnaire, the researcher carried out a Test-Retest method where a respondent who completed the questionnaire was asked to complete it again after two weeks and his/her choices compared for consistence. According to Amin (2005), test-retest or stability test provides evidence that scores obtained on a test at one time (test) would be the similar or close to the same when the test is re-administered some other time (re-test). Additionally, the instruments were validated by focusing on the questions that the researcher asked two experts in the faculty of Education at Uganda Christian University. After which a content validity index was calculated using the following formula and CVI results from the questionnaire were 0.10 while those from the interview were 0.8.
             CVI = Number of items rated relevant
                            Total number of items
Ten questionnaires were pilot-tested in a secondary school that was not to participate in the study. The instruments were both valid since they were found to be above 0.7 which is the recommended value for validity. 

3.9.2 
Reliability

Leedy & Ormrod (2013) defined reliability as the degree to which the instruments consistently measure what they are measuring. Similarly, Stephanie (2016), an instrument is considered to be reliable if it yields consistent results of measure after repeated trials from the same respondents. This study used the most common internal consistency method to assess the reliability of the scales known as Cronbach's alpha. Cronbach's alpha is a reliability coefficient that shows how positively items are related to one another. Reliability of the instruments were established using Cronbach’s Alpha (α) internal consistency method (Stephanie, 2016). In this case therefore, before real collection of data, the instruments were tested on 20 people, 18 teachers and 2 head teachers to determine their reliability and these respondents were not among the respondents. Additionally, before going for real data collection, the tools to be used were first tested among few participants from each category of respondents so as to determine their reliability, conservative standards of credibility, dependability, conformability and transferability. The researcher also identified schools without personal bias and constructed questionnaires in a language clear for the respondents. The researcher also talked to the stakeholders affected by the stated problem to seek for their opinion which was compared with the information got from questionnaires and oral interviews.
3.9.3 Trustworthiness 
Trustworthiness is the measure for validity and reliability in qualitative research (Guba & Lincoln, 1981a). The trustworthiness of study findings as defined by Lincoln and Guba (1985) refers to findings which can be trusted and are worth paying attention to. To safeguard the trustworthiness of the findings, ‘four constructs namely credibility, Transferability, dependability and conformability are considered” (De Vos, 2002). This study ensured trustworthiness considering credibility and dependability for the qualitative part of the study.
Credibility is the confidence that can be placed in the truth of the research findings. It measures whether the study findings are correct and accurate (Irene & Albine, 2018). It is concerned with the plausibility of the research findings and it emphasizes steps taken during the whole process of data collection and analysis. Credibility can be established through member checks, where the tentative results of the study are presented to the participants by the researcher for them to assess the degree of correspondence and incorporate their perspectives into the findings of the study (Porter, 2007). To increase credibility in this study, the researcher used more than one data collection instrument that is; questionnaire and interviews. The researcher allowed the participants to have a look at raw data, transcriptions, and they were allowed to comment on the accuracy of the information. The researcher also gave colleague researchers the chance to go through the findings and assess the extent to which they were acceptable. This gave the findings a multiple analytical perspective hence credibility.
Dependability refers to the consistency and reliability of the research findings and the degree to which research procedures are documented allowing someone outside the research to follow, audit and critique the research process. It is the extent of consistency between the results of a research and the data collected that consequently ensures stability of findings (Zach, 2006).

Similarly, according to Moser and Korstjens (2017) dependability is the internal reliability in which the findings of an investigation reflect, to the best of the researcher’s ability, the data collected. In this study, the researcher used triangulation and audit trail to guarantee consistency. During triangulation, the researcher used overlapping methods to collect the data. The researcher also used audit trail where he kept field notes that describe the steps and procedures the researcher followed throughout data generation process.

3.10
Strategy for Data Processing, Analysis and Interpretation

Data processing, analysis and interpretation was guided by the objectives of the study and the research questions. Data analysis involved use of both quantitative and qualitative approaches as shown below: 

3.10.1Quantitative Data Analysis
Head teachers, teachers and deputy head teachers filled and answered questionnaires to provide quantitative data. Quantitative data from questionnaires was coded and summarized using descriptive statistics, measures of variability, frequency distributions and percentages. They were thereafter analysed using Statistical Package for Social Sciences (SPSS) version 20. Analysis was also carried out and presented showing mean and standard deviation. More so, the Pearson’s correlation coefficient, and simple regression analysis were used to analyse the relationship between study variables; that is; incentive management and teachers’ job commitment in secondary schools in Ngora District. According to Sekaran (2003), a correlation study is the most appropriate to use to conduct relationships in a natural environment of an organization with minimum interference by the researcher and no manipulation. The purpose of quantitative studies is for generalizability and building strength in numbers (Creswell, 2014).
3.10.2 Qualitative Data Analysis
Head teachers, Chairperson PTAs and Chairperson BOGs were interviewed to provide qualitative data. Qualitative data analysis took place after data collection and was based on how the findings were related to the research questions. Tentative themes and codes were identified. After data collection, information of the same category was assembled together and a report written. In other words, a thematic content analysis was used to analyse qualitative data where themes, categories and patterns were identified. The recurrent themes which emerged in relation to each guiding question from the interviews were presented in the results and direct quotations from participants were presented. The purpose of qualitative studies was about depth and richness of data (Creswell, 2014). It involved content analysis of data using themes and sub themes derived from objectives of the study. 

3.11 Ethical Consideration and Approvals 

The ethical consideration, informed consent and participants’ confidentiality was looked at as follows:-

The researcher took into consideration a number of ethical issues including: first, ethical clearance was sought from Ethical Research Committee Uganda Christian University (UCUREC) as well as School of Education to conduct research in selected secondary schools in Ngora District. Further, permission was sought from either District Education Officer of Ngora District, in addition to head teachers for the selected secondary schools to carry out the research study. 

Informed consent form that elaborated on the purpose of the study was also filled by all participants who participated in this research study. In addition, the researcher designed a consent form before going to the field to engage any respondent. The respondents also consented by signing or thumb print on the consent form. This was done after the researcher has assured them that the information they would give would be treated with utmost confidentiality. The respondents were informed that their involvement and participation in this study was purely voluntary; and they had a full right to accept or decline to participate; or withdraw from this research study anytime.

The researcher also ethically considered the privacy or the secrets of his respondents, where their names and responses were disclosed. Further, all the sources of literature were acknowledged throughout the whole study through proper citations and referencing. 
3.12 Limitation 
The researcher was limited by the following:

1. Lack of required time to carry out the research since the researcher has a busy schedule. To overcome this, the researcher ensured that every free time he got was dedicated to the study.

2. Given the nature of the topic, some respondents felt uneasy to give information thinking the researcher was an undercover agent. This was counteracted by telling them the purpose of the study and telling them how confidential the information would be treated.

3. The researcher lacked adequate facilitation to conduct the research. The researcher was able to overcome this by prioritizing research and getting a credit from a financial institution.  

CHAPTER FOUR

PRESENTATION AND ANALYSIS OF DATA

4.0 Introduction
In this chapter, the findings are presented and analysed. The presentation and analysis of data was guided by objectives of the study and research questions.
1.1 Background Information 
Table 2: Gender of the Respondents

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	79
	66.9
	66.9
	66.9

	
	Female
	39
	33.1
	33.1
	100.0

	
	Total
	118
	100.0
	100.0
	



From the above table, majority (66.9%) of the respondents were male while 33.1% were females. This disparity was because most teachers in the selected schools were male as compared to females.

Table 3: Positions Held by Respondents
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Head teacher
	5
	4.6
	4.6
	4.6

	
	Deputy Head teacher
	5
	4.6
	4.6
	9.3

	
	Teachers
	108
	90.7
	90.7
	100.0

	
	Total
	118
	100.0
	100.0
	


Findings from the above table indicate that 90.7% of the respondents were teachers while 4.6% were head teachers and the other 4.6% were deputy head teachers. Teachers took a high percentage as compared to the head teachers and deputy head teachers because it is the position that has majority people in the school.
Figure 2: Respondents’ Period of Service in their Respective Schools
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Research findings from the above figure indicate that majority (50.9%) of the respondents had worked in their respective schools for 6-10 years, 25% had worked for 11-15 years, and 15.7% had worked for 1-5years while only 8.3% had worked in the same school for 16 and above years. This is an implication that there are high retention levels of staff in schools and they are not frequently transferred.
Figure 3: Respondents’ Age
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Findings for the above figure show that majority of the respondents (38%) were 40 and above years, 37% were between 35-40 years, 25% were between 25-30 years and only 8% were 20-25 years. 
4.1 Question One: What is the Relationship between Incentives and the Performance of Secondary School Teachers in Government Aided Secondary Schools in Ngora District? 
Data for this question was solicited from head teachers, deputy head teachers and teachers as presented in the tables below.

Table 4: Respondents’ Views on the Relationship between Incentives and Motivation of Teachers to Work Hard
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	62
	66.7
	66.7
	66.7

	
	Agree
	46
	33.3
	33.3
	100.0

	
	Total
	108
	100.0
	100.0
	


Findings from the above table indicate that majority (66.7%) of the respondents strongly agreed while 33.3% agreed that incentives motivate teachers to work hard. No respondents disagreed. In support of the above findings, the interview responses from head teachers, chairperson PTA01 pointed out that “when teachers are given incentive whether financial or non-financial, they are motivated and when teachers are motivated, they will work hard to ensure that they accomplish their tasks”. Additionally, HTO3 had this to say “we introduced performance allowance in our school and most teachers started organizing for extra lessons at night and over the weekends to ensure that students in their subjects get distinctions because the more distinctions students get in their subjects, the more the money the teacher will get”.

Table 5: Respondents’ Views on the Relationship between Incentives and Making Teachers Develop New Skills 
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	29
	26.9
	26.9
	26.9

	
	Agree
	42
	38.9
	38.9
	65.7

	
	Disagree
	25
	23.1
	23.1
	88.9

	
	Strongly Disagree
	12
	11.1
	11.1
	100.0

	
	Total
	108
	100.0
	100.0
	


Research findings from the above table showed that 38.9% of the respondents agreed, 26.9% strongly agreed while 23.1% and 11.1% disagreed and strongly disagreed respectively that incentives make teachers develop new skills. This is more especially where schools offer career development as an incentive.
Table 6: Respondents’ Views on the Relationship between Incentives and Encouraging Teachers to Achieve Set Goals 
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	67
	56.8
	56.8
	56.8

	
	Agree
	51
	43.2
	43.2
	100.0

	
	Total
	              108
	100.0
	100.0
	

	Findings of the study from the above table showed that 56.8% of the respondents strongly agreed and 43.2% agreed that incentives encourage teachers to achieve their goals. No respondents disagreed. This response was further strengthened by the results from interviews with head teachers when participant HTO5 pointed out that “once teachers know that they are gaining something from the job they are doing, they will always do it better to achieve their set goals”. Correspondingly, BOG02 also pointed out that “most schools give PTA allowance to teachers as a way of enticing them to achieve their goals which are majority improving on students’ performance”.
Table 7: Respondents’ Views on the Relationship between Incentives and Teachers Feeling Proud of their School

	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	52
	48.1
	48.1
	48.1

	
	Agree
	66
	51.9
	51.9
	100.0

	
	Total
	118
	100.0
	100.0
	


Findings from the above table indicate 51% of the respondents agreed and 48.1% strongly agreed that incentives make teachers feel proud of their school. No respondents disagreed.  This is true because during interviews, HTO4 pointed out that “my teachers feel happy to be attached to this school by the way we treat and care about them”. Therefore, by giving incentives to teachers shows care and they will also be proud to be part of that school.
	Table 8: Respondents’ Views on the Relationship between Incentives and the Building a Sense of Identity

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	43
	39.8
	39.8
	39.8

	
	Agree
	75
	60.2
	60.2
	100.0

	
	Total
	118
	100.0
	100.0
	


Findings from the above table indicate that 60.2% of the respondents agreed and 39.8% strongly agreed and no respondents disagreed that incentives build a sense of identity of teachers. When teachers are given incentives, they feel happy feel they are part and parcel of the school. In line with the above findings, PTAO4 had this to say “when teachers feel they are part of the school they put in all their efforts to ensure that their performance is good”.
Table 9: Respondents’ Views on the Relationship between Incentives and Teachers Job Satisfaction 
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	63
	58.3
	58.3
	58.3

	
	Agree
	45
	41.7
	41.7
	100.0

	
	Total
	118
	100.0
	100.0
	


Findings from the above table indicate that 58.3% of the respondents strongly agreed and 41.7% agreed that incentives lead to job satisfaction of teachers. None of the respondents disagreed. Additionally, BOGO4 during interviews had this to say “when teachers’ incentives are properly catered for, they feel satisfied and comfortable with their job which makes them to do it perfectly well”. Likewise, participant HTO2 during interviews pointed out that “whenever we give our teachers incentives, they feel comfortable with their jobs and most of them don’t quit”. In a similar way, participant HT01 had this to say “our school used not to give incentives to teachers and most of them were part timing in the nearby schools. But when we introduced an incentive policy, most of the teachers needs were catered for and now they are only concentrating here. No more part timing”.
Table 10: Respondents’ Views on the Relationship between Incentives and Teachers’ Positive Attitude towards Teaching
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	42
	34.3
	34.3
	34.3

	
	Agree
	67
	57.4
	57.4
	91.7

	
	Disagree
	9
	8.3
	8.3
	100.0

	
	Total
	118
	100.0
	100.0
	


Findings from the above table indicate that 57.4% of the respondents agreed, 34.3% strongly agreed while 8.3% disagreed that incentives given to teachers lead to a positive attitude towards teaching. Because of the motivation and job satisfaction that comes with incentives, teachers will love their work and they will do whatever it takes to do it better. The above results are supported by participant HT03 during interviews who pointed out that “because of incentives that we introduced at our school, teachers no longer come late, absenteeism rates have reduced and teachers put more efforts in whatever they do”. This is a sign of teachers’ positive attitude towards their work.
Table 11: Pearson correlation on the Relationship between Incentives and the Performance of Secondary School Teachers
	

	
	Motivate teachers to work hard
	Make teachers develop new skills
	Lead to better task performance
	Encourage teachers to achieve set goals
	Teachers feel proud of their school
	Make teachers to be committed to their job
	Builds a sense of identity
	Lead to job satisfaction
	Lead to a positive attitude towards teaching

	N
	Valid
	108
	108
	108
	108
	108
	108
	108
	108
	108

	
	Missing
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Mean
	1.3333
	2.5278
	1.1944
	1.4722
	1.5185
	1.5926
	1.6019
	1.4167
	1.8241

	Std. Deviation
	.47360
	1.39061
	.39762
	.50156
	.50199
	.49364
	.49180
	.49531
	.80685

	Variance
	.224
	1.934
	.158
	.252
	.252
	.244
	.242
	.245
	.651

	Sum
	144.00
	273.00
	129.00
	159.00
	164.00
	172.00
	173.00
	153.00
	197.00


From the table above, most respondents (2.5278) agreed that making teachers develop new skills is the major relationship between incentives and the performance of secondary school teachers. This was followed by 1.8241 of the respondents who also agreed that such a relationship leads to positive attitude towards teaching.
Research findings from the table above further show that 1.6019 average of the respondents agreed that incentives build a sense of identity with performance of secondary school teachers. Also, 1.5926 of the respondents agreed with the fact that incentives make teachers to be committed to their jobs whereas 1.5185 of the respondents feel proud of their due to the incentives given to them. 
Furthermore, 1.4722 of the respondents agreed that incentives encourage teachers to achieve set goals, 1.4167 of the respondents agreed with the fact that incentives lead to job satisfaction amongst secondary school teachers. 
More still, 1.3333 of the respondents agreed that incentives motivate teachers to work hard as well as 1.1944 of the respondents agreed that incentives lead to better task performance amongst secondary school teachers in Ngora District.
4.2 Question Two: What is the Magnitude of Effects of Financial and Non-Financial Incentives on Performance of Teachers in Government Aided Secondary Schools in Ngora District?

Data was solicited from head teachers, deputy head teachers and teachers as reflected in the tables below.
Table 12: Respondents’ Views on whether Financial and Non-Financial Incentives Reduces Labor Turnover
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	25
	23.1
	23.1
	23.1

	
	Agree
	45
	41.7
	41.7
	64.8

	
	Disagree
	19
	17.6
	17.6
	82.4

	
	Strongly Disagree
	19
	17.6
	17.6
	100.0

	
	Total
	118
	100.0
	100.0
	


Findings from the above table indicate that 41.7% of the respondents agreed, 23.1% strongly agree, whereas those who disagreed and strongly disagreed that financial and non-financial incentives reduces labor turnover each took 17.6%. During interviews with the head teachers, HT03 revealed that “teachers do not quit teaching because they are not given incentives but most times because they have got better job opportunities somewhere else”. Therefore, however much incentives reduce labor turnover, they cannot be the only contributing factor.
	Table 13: Respondents’ Views on Whether Financial and Non-Financial Incentives Lead to high productivity

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	40
	37.0
	37.0
	37.0

	
	Agree
	78
	63.0
	63.0
	100.0

	
	Total
	118
	100.0
	100.0
	


Research findings from the above table show that 63.0% of the respondents    agreed and the other 37.0% strongly agreed that financial and non-financial incentives lead to high productivity of teachers. No respondents disagreed. This is because when teachers are given these incentives, they feel happy and satisfies with the job and therefore they have to perform their duties to their best. In support of the above, during interviews, BOG03 revealed that “incentives motive teachers to always aim higher”. Additionally, PTA05 had this to say “When our school started giving teachers PTA allowance, the performance of teachers drastically improved as compared to their performance before”. This is an indication that both financial and non-financial incentives lead to high productivity of teachers.
Table 14: Respondents’ Views on Whether Financial and Non-Financial Incentives Act as an Energizing Force
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	25
	23.1
	23.1
	23.1

	
	Agree
	55
	41.7
	41.7
	64.8

	
	Disagree
	19
	17.6
	17.6
	82.4

	
	Strongly Disagree
	19
	17.6
	17.6
	100.0

	
	Total
	118
	100.0
	100.0
	


From the above table, it can been seen that 41.7% of the respondents agreed, 23.1% strongly agreed which 17.6% disagreed and the other 17.6% strongly disagreed that financial and non-financial incentives act as an energizing force. When teachers are energised, it means that they will do their work better and their performance will be good.
Table 15: Respondents’ Views on Whether Financial and Non-Financial Incentives Lead to Increased Greater Job Stability
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	20
	18.5
	18.5
	18.5

	
	Agree
	67
	52.8
	52.8
	71.3

	
	Disagree
	20
	18.5
	18.5
	89.8

	
	Strongly Disagree
	11
	10.2
	10.2
	100.0

	
	Total
	118
	100.0
	100.0
	


Research findings from the above table reveal that 52.8% of the respondents agreed, 18.5% strongly agreed while the other 18.5% and 10.2% disagreed and strongly disagreed respectively that financial and non-financial incentives lead to increased greater job stability. This is in agreement with the interview responses whereby BOG01 out that “in most cases when our teachers are given incentives, they feel attached to the school and they do not normally transfer to other schools”. Likewise, HT04 had this to say during interviews “At my school there is a teacher who was transferred to a nearby school but because of the incentives the school was giving him as compared to what he would get from the other school, he had to manipulate and ensured that the transfer was cancelled”.
Table 16: Respondents’ Views on Whether Financial and Non-Financial Incentives Reduces Teacher Absenteeism Rates
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	63
	49.1
	49.1
	49.1

	
	Agree
	46
	42.6
	42.6
	91.7

	
	Disagree
	9
	8.3
	8.3
	100.0

	
	Total
	118
	100.0
	100.0
	


Findings from the above table indicate that 49% of the respondents strongly agreed, 42.6% agreed while only 8.3% disagreed that financial and non-financial incentives reduces teacher absenteeism rates. This is in agreement with interview responses where HT02 had this to say “our teachers used to absent themselves most frequent especially when it would rain in the morning but when the school constructed staff quarters and teachers were accommodated within the school, absenteeism is history”. This indicates that by providing accommodation to teachers reduces on their levels of absenteeism and when teachers are always present at their work it means their performance will also be good.
Table 17: Respondents’ Views on Whether Financial and Non-Financial Incentives Help Teachers to Meet Their Needs
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	63
	58.3
	58.3
	58.3

	
	Agree
	35
	32.4
	32.4
	90.7

	
	Disagree
	10
	9.3
	9.3
	100.0

	
	Total
	108
	100.0
	100.0
	


	Research findings from the above table indicate that 58.3% of the respondents strongly agreed, 32.4% agreed whereas 9.3% disagreed that financial and non-financial incentives help teachers to meet their needs. This is in connection to what BOG05 pointed out during interviews that “when teachers are given incentives whether financial or non-financial, most of their need are covered”.
Table 18: Statistics on the Magnitude of Effects of Financial and Non-Financial Incentives on Performance of Teachers

	
	Reduces labor turnover
	Lead to high productivity
	Act as an energizing force
	Lead to increased  greater job stability
	Reduces teacher absenteeism rates
	Reduces teacher turnover rates
	Encourage personal growth
	Help teachers to meet their needs

	N
	Valid
	108
	108
	108
	108
	108
	108
	108
	108

	
	Missing
	0
	0
	0
	0
	0
	0
	0
	0

	Mean
	2.6481
	1.6296
	2.6481
	2.4907
	1.6759
	1.6111
	2.0185
	1.6019

	Std. Deviation
	1.45535
	.48516
	1.45535
	1.27151
	.85192
	.48977
	1.12725
	.89589

	Sum
	286.00
	176.00
	286.00
	269.00
	181.00
	174.00
	218.00
	173.00


From the table above, most respondents (2.6481) agreed that reducing labour turnover is the magnitude of effects of financial and non-financial incentives on performance of teachers in government aided secondary schools. The same number of respondents (2.6481) agreed that financial and non-financial incentives act as the energizing force on the performance of teachers and 2.4907 of the respondents agreed that financial and non-financial incentives lead to increased greater job stability.
Additionally, 2.0185 of the respondents agreed with the fact that financial and non-financial incentives encourage personal growth amongst secondary school teachers.  Respondents with the mean of 1.6759 agreed that financial and non-financial incentives reduce teacher absenteeism rates amongst secondary school teachers in Ngora district. 1.6296 of the respondents agreed that financial and non-financial incentives lead to high productivity amongst secondary school teachers of Ngora district. 
Finally, 1.6111 mean of the respondents agreed that financial and non-financial incentives reduces teacher turnover rates. 1.6019 agreed that financial and non-financial incentives help teachers to meet their financial needs.
4.3 Question Three: What is the Relationship between Teachers’ Job Satisfaction and Students’ Performance in Government Aided Secondary Schools in Ngora district?

Data was solicited from head teachers, deputy head teachers and teachers as reflected in the tables below.
Table 19: Respondents’ Views on Whether Teachers’ Job Satisfaction Motivates Students to Learn
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	69
	63.9
	63.9
	63.9

	
	Agree
	39
	36.1
	36.1
	100.0

	
	Total
	108
	100.0
	100.0
	


Findings from the above table indicate that 63.9% of the respondents strongly agreed and the other 36.1% agreed that there is a relationship between teachers’ job satisfaction and motivation of students to learn. No respondents disagreed. When teachers are satisfied with their job, they will always encourage students to put much emphasis on their studies which will lead to better performance of these students.

Table 20: Respondents’ Views on Whether Teachers’ Job Satisfaction Creates a Conducive Environment for Learning
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	52
	48.1
	48.1
	48.1

	
	Agree
	56
	51.9
	51.9
	100.0

	
	Total
	108
	100.0
	100.0
	


Research results from the above table indicate that 51.9% of the respondents agreed, 48.1% strongly agreed and no respondents disagreed that teachers’ job satisfaction creates a conducive environment for learning. This is because when teachers are satisfies with their job they will have a cordial relationship with the students and this will give a good environment to students to learn and achieve in their academics highly. During interviews, PTA03 pointed out that “when students and teachers have a cordial relationship, students will always approach teachers for assistance in case they have any academic challenges”. Students will not fear the teachers and they will fully participate during the teaching leaning exercise which leads to better performance of the students.
Table 21: Respondents’ Views on Whether Teachers’ Job Satisfaction Leads to Quality Teaching 
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	41
	38.0
	38.0
	38.0

	
	Agree
	67
	62.0
	62.0
	100.0

	
	Total
	108
	100.0
	100.0
	


Research findings from the above table indicate that 62% of the respondents agreed and 38% strongly agreed that teachers’ job satisfaction leads to quality teaching. No respondents disagreed.  This is because when these teachers are satisfied and happy with their job, they will put in extra efforts to ensure that they do it better.  When there is quality teaching, students’ academic performance will also be good. 
Table 22: Respondents’ Views on Whether Teachers’ Job Satisfaction Leads to Syllabus Coverage
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	43
	39.8
	39.8
	39.8

	
	Agree
	53
	49.1
	49.1
	88.9

	
	Disagree
	12
	11.1
	11.1
	100.0

	
	Total
	108
	100.0
	100.0
	


Research findings from the above table indicate that 49.1% of the respondents agreed, 39.8% strongly agreed whereas 11.1% disagreed that teachers’ job satisfaction leads to syllabus coverage. This is because when teachers are satisfied with their job, they will be dedicated, they will not absent themselves and they can actually teach extra lessons to ensure that they complete the syllabus early enough and leave students with enough time to do revision and prepare for exams.
Table 23: Respondents’ Views on Whether Teachers’ Job Satisfaction Leads to Effectiveness of Teachers to Teach
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Agree
	57
	52.8
	52.8
	52.8

	
	Agree
	51
	47.2
	47.2
	100.0

	
	Total
	108
	100.0
	100.0
	


Research findings from the above table indicate that 52.8% of the respondents strongly agreed and 47.2% agreed that teachers’ job satisfaction leads to their effectiveness to teach. No respondents disagreed. During interviews it was pointed out by BOG03 that “satisfied teachers are more likely to teach well and deliver quality of teaching”. This will significantly impact on students’ academic performance.
Table 24: Pearson correlation on the Relationship between Teachers’ Job Satisfaction and Students’ Performance in Government Aided Secondary Schools 
	
	Satisfied teachers motivate students to learn
	Job satisfaction creates a conducive environment for learning
	Job satisfaction leads to quality teaching
	Job satisfaction leads to syllabus coverage
	Leads to effectiveness of teachers to teach

	N
	Valid
	108
	108
	108
	108
	108

	
	Missing
	0
	0
	0
	0
	0

	Mean
	1.3611
	1.5185
	1.6204
	1.8241
	1.4722

	Std. Deviation
	.48256
	.50199
	.48756
	.90511
	.50156

	Sum
	147.00
	164.00
	175.00
	197.00
	159.00


From the table above, majority of the respondents (2.4259) agreed that job satisfaction leads to dedication of teachers hence improved students’ performance in government aided secondary schools, 2.3611 mean number of respondents agreed that job satisfaction leads to teachers’ cordial relationship with students hence improved academic performance. Whereas 1.8241 respondents agreed that job satisfaction leads to syllabus coverage hence improved academic performance.
Results from the above table further show that 1.6204 mean of the respondents agreed with the fact that job satisfaction leads to quality teaching which elevates academic grades amongst students whereas 1.5185 of the respondents agreed that job satisfaction creates a conducive environment for learning hence improved academic performance.   
In addition to the above, 1.4722 mean of the respondents agreed that job satisfaction leads to effectiveness of teachers to teach which in-turn leads to better academic performance and 1.3611 mean of the respondents agreed that satisfied teachers motivate teachers to learn which improves on academic performance.
	Table 25: Regression on Incentive Management and Teachers’ Job Commitment
Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.472
	.121
	
	3.918
	.000

	
	Q1
	.124
	.087
	.119
	1.422
	.158

	
	Q2
	.552
	.068
	.675
	8.063
	.000

	a. Dependent Variable: Teacher Job Commitment


Using the regression statistics above, it is observed that the dependent variable (teachers’ job commitment) is influenced by indicators of the independent variable (incentive management). That is, when there is proper incentive management, teachers’ job commitment will be attained. A change in incentive management will directly affect teachers’ job commitment.
CHAPTER FIVE

DISCUSSION OF RESULTS

5.0 Introduction

In this chapter, the research findings in chapter four were discussed. The discussion was in line with the objectives of the study and research questions. Each research question was discussed independently and correlated to the existing literature.
5.1 What is the Relationship between Incentives and the Performance of Secondary School Teachers in Government Aided Secondary Schools in Ngora District? 
Research results showed that incentives motivate teachers to work hard. Incentives of all types when given in time can provide motivation and subsequently good performance in schools.  In connection with the above findings, a study carried out by Tumuhairwe (2014) revealed that incentives affect the performance of teachers by motivating them and increasing their productivity and efficiency. 
Research findings indicated that incentives make teachers develop new skills. This is more especially where schools offer career development as an incentive. In line with the above, Fehintola (2014) noted that promotion opportunities as an incentive are an important aspect of a worker‘s career development and this leads to highly productive workers that leads to higher productivity. In the same way, Tumuhairwe (2014) stressed that training and professional career development as an incentive plays a key role in employee performance. Tumuhairwe (2014) further argued that countries in the European Community Household Panel (ECHP) found that job performance tended to be higher where there were opportunities for workplace training and that there is a strong relationship between skill acquisition and job performance. 
Findings of the study revealed that incentives encourage teachers to achieve their goals. Teachers who are given good incentives at school have high morale to do their work better and achieve set goals. In agreement with the above, Wekesa and Nyaroo (2013) examined the impact of incentives on performance of public secondary school teachers in Eldoret Municipality, Kenya. Their findings revealed that incentives had an effect on teachers’ goal achievement. They noted that schools with poor incentive policy in place have their teachers demoralised leading to poor task performance and low productivity. Additionally, Dessler (2003) noted that incentives in institutions provide a basis on which employees work towards the achievement of set goals and that school administrators normally use incentives as a means of improving teachers’ performance.
Study results further showed that incentives make teachers feel proud of their school. This is true because employees feel happy to be attached to their workplace only if they are treated and cared about. Therefore, by giving incentives to teachers, it shows care and they will also be proud to be part of that school. In agreement with the above findings, Wekesa and Nyaroo (2013) noted that employees feel proud of their institution when working conditions are conducive and friendly to the workforce. In institutions, employees are more concerned about their work environment as it brings personal comfort. Once the working conditions are good, they enable employees perform to their best, remain committed and interested in the job.
Research results indicated that incentives build a sense of identity of teachers. When teachers are given incentives, they feel they are part and parcel of the school. In support of the above findings, Nelson (2014) argues that when employees appreciate being recognized by their managers when they do good work, they build a sense of identity and confidence which leads to improved performance.
Findings of the study revealed that incentives lead to job satisfaction of teachers. Whenever teachers are given incentives, they feel satisfied with their jobs and most of them don’t quit for other jobs. In agreement with the above, Ibrar and Khan (2015) studied the impact of incentives on employee performance of academic staff of Malakand private school in Pakistan. The study findings revealed that, there was positive significant relationship between incentives and employees job performance. The further noted that most organizations implement incentive system to increase the job performance and job satisfaction.
Research findings indicated that incentives given to teachers lead to a positive attitude towards teaching. In agreement with the above findings, Henman (2000) stressed that incentives have great impact on teachers’ attitude towards work. If teachers are satisfied with incentive management, they will develop a positive attitude towards their job which will lead to high performance, regular attendance and retention. 
5.2 What is the Magnitude of Effects of Financial and Non-Financial Incentives on Performance of Teachers in Government Aided Secondary Schools in Ngora District?
Research findings further showed that financial and non-financial incentives lead to high productivity of teachers. In agreement with the above, Wasiu and Adebajo (2014) examined the relationship between incentive systems and employees’ productivity in Lagos state by collecting data from selected secondary schools in the state and the findings revealed that there is a significant relationship between employee’s productivity and employee job incentives. Similarly to the above, Amit (2011) investigated the relationship between career management, employee development and performance in Indian information technology organisations and his findings showed that career guidance and acquiring new skills played a big role on employees’ performance. In the same way, Mustafa and Othman (2010) examined the perceptions of high school teachers about the effects of incentives on their performance at work. They found that there is a positive relation between incentives and working performance of teachers, i.e., the greater the level of incentives, the higher will be the teacher’s job performance. All this is an indication that when teachers are given incentives whether financial or non-financial, their performance levels increase.
From the findings of the study, it was revealed that financial and non-financial incentives act as an energizing force. When teachers are energised, it means that they will do their work better and their performance will be good. Contrary to the above findings, Ssali, 2011) noted that it is only monetary incentives that have the strongest energizing force that increases performance of employees on their jobs. The financial incentives like housing allowances, transport allowances, medical allowances and welfare allowances offered to employees enhance their performance.
Research findings further showed that financial and non-financial incentives lead to increased greater job stability. In agreement with the above findings, Akpna (2013) noted that financial or non-financial incentives like bonuses and allowances contribute to employees’ stability on the job and greater job performance. If there is equality in the way incentives are given, employees will be happy, dedicated and fully discharge responsibilities in the workplace and this will increase their levels of performance. Similarly, Katharina and Eveline (2013) noted that both financial and non-financial incentives can be seen as important aspects in maintaining the stability of the teaching staff.
Findings from the study revealed that financial and non-financial incentives reduces teacher absenteeism rates. In connection to the above findings, Werang et al., (2015) assert that teachers’ incentives make teachers willing to be part of a specific school to which they belongs and such teachers are less likely to absent themselves because they take teaching as their important activities. Similarly, Roland (2019) noted that employees in institutions and schools particularly who are satisfied with incentives attend to their work. The more the satisfaction, the more the employee attends to work for that institution and the more the students will achieve.
Research findings indicated that financial and non-financial incentives help teachers to meet their needs. In support of the above, Aacha (2010) states that financial and non-financial incentives assume greater significance in tight economic scenario characterized by limited budgets for performance bonuses and incentives since they meet the employees’ needs such as recognition, self-esteem and fulfilment, thereby influencing employee performance.
5.3 What is the Relationship between Teachers’ Job Satisfaction and Students’ Performance in Government Aided Secondary Schools in Ngora District?
Findings from the research study indicated that there is a relationship between teachers’ job satisfaction and motivation of students to learn. In agreement with the above findings, Oshinyadi, Adeyanju and Bello (2018) pointed out that teachers’ job satisfaction not only plays an important role in the lives of the teachers themselves, but also in the lives of the students and for the promotion of quality education at large. As a result, teachers’ job satisfaction has a significant influence on encouraging students to learn and teachers’ effectiveness in the delivery of quality teaching with a significant impact on students’ academic performance.
Research results from the above table indicate that teachers’ job satisfaction creates a conducive environment for learning. This is because when teachers are satisfies with their job, they will have a cordial relationship with the students and this will give a good environment to students to learn and achieve in their academics highly. In line with the above,  Fehintola (2014) noted that satisfied teachers contribute to a positive learning environment, and this has an impact on maintaining quality in the education system. Satisfied teachers are more likely to induce students to learn in the classroom. 
Research findings further revealed that teachers’ job satisfaction leads to quality teaching. This is because when these teachers are satisfied and happy with their job, they will put in extra efforts to ensure that they do it better.  When there is quality teaching, students’ academic performance will also be good. In line with the above findings, Katharina and Eveline (2013) noted that job satisfaction is considered to have an effect on the quality of teaching and on the school achievement of students. Teachers’ job satisfaction is supposed to contribute to the quality of teachers’ work life, making their professional experience an element of psychological health, personal fulfilment and growth. This automatically improves students’ academic performance 
Finally, research findings from the study indicated that teachers’ job satisfaction leads to their effectiveness to teach. In agreement with the findings, Osawe (2015) notes that teachers’ job satisfaction has a significant influence on their effectiveness and their delivery of quality teaching. He further adds that teachers’ job satisfaction is a predictor of teacher retention, a determinant of teacher commitment, and a contributor to students’ performance. The teachers’ overall career satisfaction in general, and satisfaction with their jobs in particular, are pivotal to maintaining quality teaching, and to retaining motivated individuals who will ensure that students perform well. 
CHAPTER SIX

CONCLUSIONS AND RECOMMENDATIONS

6.0 Introduction

In this chapter, the researcher presents the conclusions and recommendations in relation to the objectives of the study and basing on research findings. Suggested areas for further research are also presented.

6.1 Conclusions

Basing on the findings of the study, it can be concluded that:

1. There is a strong relationship between incentives and the performance of secondary school teachers in government aided secondary schools because incentives motivate teachers to work hard, make teachers develop new knowledge and skills, teachers who are given good incentives have high morale to do their work better and achieve set goals, incentives lead to job satisfaction of teachers and that incentive system to increase the job performance and job satisfaction and they lead to a positive attitude of teachers towards teaching. 
2. It was also concluded that there are strong effects of financial and non-financial incentives on performance of teachers in government aided secondary schools. financial and non-financial incentives reduces teachers’ turnover rates, lead to high productivity of teachers, act as energizing force, lead to increased greater job stability and reduces teachers’ absenteeism rates.  All these factors lead improved teachers’ performance.

3. It was also concluded that there is a relationship between teachers’ job satisfaction and students’ performance in government aided secondary schools since teachers’ job satisfaction leads to motivation of students to learn, creates a conducive environment for learning, leads to quality teaching and leads to teachers’ effectiveness to teach. 

6.2 Recommendations

Basing on the findings of the study, the following recommendations were made:

1. There should be proper incentive management in schools if teachers’ job commitment is to be enhanced. 

2. It was also recommended that teachers should be given both financial and non-financial incentives in order to improve on their performance.
3.  Finally, it was recommended that teachers should be made satisfied of their jobs since it has a bearing on students’ academic performance.

6.3 Suggested Areas for Further Study

1. Incentive systems and teachers motivation in secondary schools.
2. Teachers’ job satisfaction and their job commitment in schools

3. Teachers motivation and students’ academic performance

4. This study was conducted in selected secondary schools in Ngora district. Similar studies could be conducted elsewhere in the country for comparison purposes.
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APPENDICES

APPENDIX I: CONSENT FORM
Guidance for the Participants: I am Asiata David, a student researcher of Uganda Christian University. This research study is being undertaken to assess the ‘Incentive Management and Teachers’ Job Commitment in Selected Secondary Schools in Ngora District’. Ensuring everyone to adhere to the COVID-19 health guidelines especially social distance and wearing a face mask. Ensure you have a sanitizer for you and probably your respondent where applicable.  
 

Seeking Consent: Before the filling the questionnaires starts, request for the participant’s to first consent to participant in this study (fill the consent form). In case one of the participants decline to participate, politely inquire for the reason why and you have to document it before excusing him/her. 
 

Confidentiality: Ensure the participants that the answers they will provide shall be confidentially treated. It shall only be used for study purpose and authorized people may be only to access them.
 

Benefits and Risks: The findings may be beneficial to the selected secondary schools in Ngora district and the Uganda as whole. This study has no anticipated risks that may occur as a result of your involvement in the research.
 

Voluntary Consent: Your participation or involvement in this study is fully out of your good will. This study will be fully carried out when you accept right now. Get informed that no legal implication or any other form of punishment that may be given to you when you decline to take part in this research. More required information, contact the Principal Investigator: Asiata David on ------------------------ 
 

Consent Statement: I, the respondent, have been well informed about this research and its purpose. I am willing to participate in fully giving them the necessary or required information. I am well informed of the voluntary participation, confidentiality and other concerns related to voluntary consent. 
Date of the Interview --------------------------------------  Consent to Interview Yes/No
Participants’ Name --------------------------------------        Signature ---------------------------  
 APPENDIX 1I: QUESTIONNAIRE FOR HEAD TEACHERS, DEPUTY HEAD TEACHERS AND TEACHERS 

TOPIC:    INCENTIVE MANAGEMENT AND TEACHERS’ JOB COMMITTMENT IN SECONDARY SCHOOLS IN NGORA DISTRICT

Dear Respondents,

The purpose of this questionnaire is to get your views on the above topic. Please answer the questions correctly because they will be treated with confidentiality.

 Fill in or tick where appropriate 

SECTION A: BACKGROUND INFORMATION 

1. Position held:  head teacher                deputy head teacher             teacher 
2.  For how long have you been in this school? i) 1- 5 years
     ii). 6 – 10years  
iii). 11  - 15 years 


iv). 16years & above  
3. Gender:  Male                     Female

4. Marital status......................................................................................

5. Age: 20-25          25-30           30-35          35- 40          40-45            45 and above  
SECTION B:  RELATIONSHIP BETWEEN INCENTIVES AND THE PERFORMANCE OF SECONDARY SCHOOL TEACHERS
6. Is the any relationship between incentives and performance of secondary school teachers?
Yes

No

7.  If yes, how would you rate this relationship?

....................................................................................................................................................
......................................................................................................................................................

8.  If no, why?

......................................................................................................................................................
..........................................................................................................................................................................................................................................................................................................
9. Using scale rating (5-Strongly Agree; 4-Agree; 3- Neither agree   nor disagree; 2- Disagree and 1- Strongly disagree). Tick your most appropriate option on the relationship between incentives and the performance of secondary school teachers 
	
	Items 
	1
	2
	3
	4
	5

	A 
	Motivate teachers to work hard                                              
	
	
	
	
	

	B 
	lead to better task performance                                     
	
	
	
	
	

	C 
	Make teachers develop new skills  
	
	
	
	
	

	D 
	Encourage teachers to achieve set goals                                 
	
	
	
	
	

	E 
	Teachers feel proud of their school                                              
	
	
	
	
	

	F 
	Make teachers to be committed to their job
	
	
	
	
	

	G 
	Builds a sense of identity
	
	
	
	
	

	H 
	Lead to job satisfaction
	
	
	
	
	

	I 
	Lead to a positive attitude towards teaching
	
	
	
	
	


SECTION C: MAGNITUDE OF EFFECT OF FINANCIAL AND NON FINANCIAL INCENTIVES ON PERFORMANCE OF SECONDARY SCHOOL TEACHERS
Give the magnitude of effect of financial and non-financial incentives on performance of secondary school teachers by ticking the most suitable. Key: SA- Strongly Agreed     A- Agree     UD- Undecided      D- Disagree      SD- Strongly Disagree

	
	Items 
	1
	2
	3
	4
	5

	A 
	Reduces labour turnover                                              
	
	
	
	
	

	B 
	Lead to high productivity                                     
	
	
	
	
	

	C 
	Act as an energizing force  
	
	
	
	
	

	D 
	Lead to increased  greater job stability                                 
	
	
	
	
	

	E 
	Reduces teacher absenteeism rates                                              
	
	
	
	
	

	F 
	Reduces teacher turnover rates
	
	
	
	
	

	G 
	Encourage personal growth
	
	
	
	
	

	H 
	Help teachers to meet internal needs
	
	
	
	
	


14. Give others ways in which financial and non financial incentives affect performance of secondary school teachers.
.......................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................
SECTION D: WHAT IS THE RELATIONSHIP BETWEEN TEACHERS’ JOB SATISFACTION AND STUDENTS’ PERFORMANCE IN GOVERNMENT AIDED SECONDARY SCHOOLS IN NGORA DISTRICT?
11. Using scale rating (5-Strongly Agree; 4-Agree; 3- Neither agree   nor disagree; 2- disagree and 1- strongly disagree). Tick your most appropriate option on the relationship between teachers’ job satisfaction and students’ performance in government aided secondary schools 
	
	Items 
	1
	2
	3
	4
	5

	A 
	Satisfied teachers motivate students to learn                                              
	
	
	
	
	

	B 
	Job satisfaction creates a conducive environment for learning                                     
	
	
	
	
	

	C 
	Job satisfaction leads to quality teaching  
	
	
	
	
	

	D 
	Job satisfaction leads to syllabus coverage                                 
	
	
	
	
	

	F 
	Leads to effectiveness of teachers to teach
	
	
	
	
	


APPENDIX III: INTERVIEW GUIDE FOR HEAD TEACHERS, CHAIRPERSON PTA AND CHAIRPERSON BOGS 
TOPIC:    INCENTIVE MANAGEMENT AND TEACHERS’ JOB COMMITMENT

1. Does the school provide incentives to teachers? 

2. If yes, which ones?

3. What is the magnitude of effect of financial and non-financial incentives on performance of secondary school teachers?
4. How does teachers’ job satisfaction affect students’ performance?

5. What would you consider to be the relationship between incentives and the performance of secondary school teachers
6. How would you rate the performance of teachers in this school?
7. What is the performance of students in this school?
End

Thank you


Teachers’ Job Commitment 


Sense of belonging 


Cooperation /teamwork


Sense of excitement 


Job satisfaction


Positive job attitude


Reduced absenteeism


Punctuality 


Reduced turnover rates


Respect for Authority 


Syllabus completion.





Incentive Management


Financial 


Salary/wages 


 Bonuses 


 Profit sharing scheme 


Pension 


Allowances


Non-financial 


Career development 


Recognition 


Promotion 


 Accommodation


Job security


Transport 


Meals 
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