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ABSTRACT 

The major problem/ aim of the study was to investigate the effecls of reward 

management and performance of teachers in seventh day Adventist ~econdary 

schools in Luweero District. The methods used in collecting data were 

questionnaire, document analysis, oral interviews and on spot. observations. 

The data was obtained from directors, head teachers, Leachcrs and Board of 

governors' representatives. 

The findings of the study confirmed that all teachers were getting rewards but 

was not equally distributed and this has significance t:o teachers ' perform a nce 

of teaching in Seventh day Adventist secondary school. 

The researcher concluded that teachers were getting rewards though lhcrc \Vas 

a variance in the nature and amount given to every individual tea c her. 

The researcher recommended that there is need to set up alternative so urces of 

income to boost the reward pool such that enough can be provided to st.ail 

members. 
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CHAPTER ONE: INTRODUCTION 

1.0 Background to the study 

Organizations world over are constantly trying to improve their employees' 

efficiency and effectiveness by objectively rewarding employees and p u Lting in 

place reward management structures. Reward management refers to the 

organization's policies, processes and practices for rewarding its employees in 

accordance with their contribution, skill and competence and their m a rke t 

worth. As Armstrong (2002) puts it, effective reward management should be 

congruent with and Support values and beliefs, emanate from the 

organization's strategies and goals, linked to organizational performance, drive 

and support desired behaviour at all levels, fit the desired managcmcnl sLyle 

provide competitive edge needed to attract and retain the high level of skills t.he 

organization needs and be anchored to attract, and retain the hi gh level of 

skills the organization needs and be anchored to the realities of Lhc market. 

In this perspective, rewards as Ginsberg (1996) suggests, arc taken as bo th 

intrinsic (psychological rewards that are experienced directly by an individu a l 

such as feeling of accomplishment, increased self-esteem, and the satisfaction 

of developing a new skill), and extrinsic (rewards that arc provided by a n 

outsider agent, such as supervisor or work group such as bonuses, praise, u1-

promotions) The intrinsic and extrinsic rewards are m this perspective a 

concern of motivation as put forward by Nedler and Lawler's ( 1977) expectan cy 

theory. According to the expectancy theory, people chose how lo behave from 

among alternative courses of action, based .on their expectations of what there 

is to gain from each action. The theory stipulates three quest.ions, which 011 c c 

answered by the rewards given, can stimulate high productivity. The questions 

include: if I do this, what will be the outcome'? Is the outcome \VOrih for me? 

What are my chances of achieving an outcome that will be wort.h v,1hi lc for rn c'? 

Thus, according to the expectancy theory, individuals are motivated when Lhcy 
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see a favourable combination of what is important to them and '"' hat i hcv 

expect as a reward for their efforts, and they behave accordingly . 

According to Stoner, Freeman and Gilbert, ( 1996), rev . .1ards c.rnd incc n Li ves 

constitute to strategy implementation by shaping individual a nd group 

behaviour, in fact, as Musaazi (2005) puts out, well-designed reward plans arc 

consistent with organization's objectives and structure. They do not. only 

motivate employees to direct their performance towards the orgu ni:1.ation 's 

goals, but cover everything that answers the question "why shcn.dd f \Mork 

here?", which in itself directs performance. Performance in I.his perspective 

refers to an evaluation of the results of a person's behaviour. It. involves 

determining how well or poorly a person has accomplished aL Lask or a jo b. Iil a 

school environment, this can be reflected by how well a teacher will complete 

the syllabus in time and how the students will do in Lheir exams. 

The main aim of an academic institution world over, is to at:t.ain cxccllcnL 

academic performance through its staff. Like any other orga nization, Lhcrc is 

need to adopt the right strategy to manage performance in order Lo rulfill I.he 

desired objectives of the institution. Many schools operate under c:liffcren L 

reward management systems and recognizing the achicvcmenls of t.hc Leaching 

staff. They try to find ways of valuing their staff members' work role towards 

the academic performance of the institution as a whole . In Lhi s study, 

performance was considered to be a form of one's aecon1plish men Ls rncasu red 

in terms of academic outputs, as envisioned in excellence or failure. 

As Salter (1973) stresses, the continued commitment of the slaff rncrn be rs Lo 

work to the best of their abilities and make any other contribution to the 

organization rests on a balance of negotiated agreement on pay (moneta ry 

rewards) and other incentives (non-monetary rewards). To Bright. ( 1994), he 

says lack of such a balance results into threatening sta ff comrnit.rnc nt, les ding 

to poor performance. 
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Kohn (1993) suggests that rewards arc bad ideas due lo four reasons: (i) 

Rewards are a form of punishment. When you do nol .get a rcvva rci, iL is like 

you are punished, and when you get it. You can easily come t:o resent t:he 

control that it represents. (ii) Reward can destroy relationships. l<csl coo 

peration and sharing is necessary for quality products and services. l r someone 

is judging you in order to punish you, your actions will be t:o seek approvsJ or 

avoid disapproval, rather than to do the tasks that arc necessary. (iii) i<e\.va r ds 

focus on outcome and can ignore reasons. By rewarding t:he outcomes, v"e can 

easily ignore the cause and the bigger system that produces Lhe outcome. (iv) 

Rewards can discourage risk taking. By focusing on rewards, m c.:rnagcrs can 

ignore changes in strategy that need to be made as a matter of mid -course 

correction and they will not make decisions that may have higher payoffs buL 

have more risk. 

The seventh day Adventist Secondary Schools in Luwcero have aclo pt cd a 

reward management policy in order to equitably, effecLivcly and c fficicn Uy 

reward their employees commensurate to their labour input: in rendering 

services to their respective schools. The policy framework contains gu idelin es 

and procedures that are supposed to be followed in cornpcnsa Lion and 

administration of employees in a consistent and coherent manner . However the 

policies are subjected to review from time to time depending on prevailing 

situations such as: (i) Economic context in the country, (ii) Corn para blc job 

related market prices at any time, (iii) Revenue status of the insLiLut.ion, (iv) 

Performance status of the work force, and (v) Discretion of the insLil uLiona l Lop 

management. The powers to add, delete or amend these policy gu icl clincs lie 

within the institution top management. These are the board of directors, upon 

recommendations from the school Finance Committee. 

Further more, in the SDA Schools' reward management policy, the spiriL of 

sacrifice among the employees has to be manifested, not only by Lh c levels of 

their financial remuneration, but also by their dedication of Lime, talcnLs and 
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energy to the cause of God and humanity. Men and Women called Lo la bour in 

the cause of ministry in the Adventist institutions are to be worker ::-; o f simple 

purpose and allegiance. They are also supposed, from t.hcir modest. 

remuneration, return a faithful tithe and make volunlary gifLs Lo s upport. th e 

proclamation of the gospel and thus exhibit a further demonst.ra t.i o n of fa ith 

and commitment of the church's mission (SDA Secondary Schools ' r~cward 

Management Policy, 2004) 

A close scrutiny of the SDA Schools' reward management policy, shows LhaL 

the contents are not universal and may not apply to every school. More so , th e 

attachment to church, may not always be compatible wilh a ll employees 

especially those who are not Seventh day Adventists. As a result. of such , the 

stipulations of the Seventh Day Adventist Schools' reward manage m e nt. pol icy 

deters' employees' effective performance. Even outside the Seventh Duy 

Adventist School environment, and generally a consideration of a v/id cr scale, 

shows that recent studies in Uganda related to this study have con ce nt ra ted 

mostly on the relationship styles and the relationship bet.ween job s a Lisl'ac t ion 

and performance. For example, Opon, (1986), Opolot (1991) foc used on th e 

prerequisites for job satisfaction and the linkage between job sati s faction and 

performance. No significant research has been done lo cslablish th e irnpCl ct d 

reward management system on teacher performance in Ugrn1da. IL is ac t.u a !ly 

out of such a scenario that the researcher felt the urgency Lo cslablish the 

impact of the Seventh Adventist School' reward management systern. such LhClL 

alternatives could be sought to attain high performance levels rnnidsL Lhe 

existing reward management system in the SDA secondary schools , fo cusing on 

Luweero district as a case study. 
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1.1 Statement of the problem 

Organizations use different approaches to reward their employees as a way of 

stimulating better employee performance. The Seventh Day Adventist. 

secondary schools have adopted a reward management policy in t.hc bid Lo 

equitably, effectively and efficiently reward employees commensurate Lo th e ir 

labour input in rewarding services to the schools. Efforts h ave been 

made to provide teachers with both financial and non-financial rewards like 

accommodation, breakfast, lunch, promotions and other benefits. Despite t.he 

ideal intentions of the reward management system, there seems t.o be 

performance gaps among teachers in the Seventh Day Adventist: Secondary 

Schools in Luweero District. This is apparently characterized by Lhe failure Lo 

complete the syllabus in time, low rates of employee rel.en t.ion and poor 

students' academic performance. The cause for this situation is not. kncn,vn, f"or 

little documentation has been done on the subject matter. ft is not. known 

whether the rewards given to teachers impact on their performance, whet.her 

there is a relationship between various rewards and teacher perforrnancc and 

whether there are reward management challenges. 

1.2 Purpose of the study 
The purpose of the study was to establish the impact of reward m a n agc rn c n L 

and its influence on teachers' performance in selected Seven t.h Day /\elven t is L 

Secondary Schools in Luweero District. 

1.3 Objectives 

The specific objectives of the study were. 

i. To establish the forms of rewards given to teachers in Seven t.h Dsy /\elven LisL 

Secondary Schools in Luweero District. 

ii. To find out whether the rewards given to teachers innu c n cc !.heir 

performance in seventh Day Adventist Secondary Schools in Luwecro Dis tr ict.. 
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iii.To assess whether there are reward management challenges in Seventh l) ay 

Adventist Secondary Schools in Luweero District. 

1.4 Research Questions 
The study was guided by the following research questions : 

i. what kind of rewards is given to teachers in the Scvenlh Day Advent.isl 

Secondary schools in Luweero District? 

ii. What impact do rewards have on teacher performance 111 the Scvenlh d ay 

Adventist Secondary Schools in Luweero District? 

1. 5 Scope of the study 

Geographically, this study was carried out from Scvenlh Day f\c:l vcn t. isL 

secondary schools in Luweero district in the central region of Uganda. In Lcrrns · 

of the content scope, the study focused on establishing t.he impact of rcw~1 rd 

management system on teacher performance. Specific emphasis was pul on 

finding out whether the rewards given to teachers impacted positively on Lhcir 

performance, whether there was a relationship between various rewards and 

teacher performance and to establish whether there were reward management. 

challenges in Seventh day Adventist Secondary schools in Luweero district. The 

time scope was two months. 

1.6 Significance of the study 

It is anticipated that the study findings will: 

Provide useful information to the policy makers especial1y the ministry o r 

Education and sports on reward management, not only in the Sevcnlh Day 

Adventist secondary schools but also in other schools as well . 
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Identify reward management and performance ga ps , which s c hool managers 

may need to address. This way, solutions to the past failures m ay be sough 1, 

while consolidating the achievements at the same time . 

Provide up-to-date literature to academicians who may wish to carry out some 

studies on the subject matter (reward managem ent) or a rcla led field. 

It is thus hoped that the study findings will stirnula lc furth er 1-cscarc h and 

generate debate that may help improve on the reward m a nagemenl i11 

secondary schools, not only for the purposes of improving performance but. a lso 

the employees ' general welfare. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

In this chapter, the researcher tried to present a theoretical as well as a 

conceptual framework that guided the study. An attempt was also made Lo 

review relevant literature to the study. It was reviewed along the major t.h crn cs 

of the study. The forms of rewards given to teacher, the impact: of rewards on 

teacher performance and the reward management challenges in Seventh cl ay 

Adventist Secondary schools in presenting this chapter, relevant materials were 

drawn from different sources for the researcher believes thal any relevant. 

material irrespective of time or place of origin, could still be useful in providi11g 

a significant basis for the study. An attempt was made to fill Lhe research gap 

between the past writers and the present situation . 

2.1 Theoretical framework 

The study was guided by the expectancy theory as put forward by Nedlcr and 

Lawler (1977). According to the expectancy theory, people choose how to 

behave from among alternative courses of action, based on their cxpcct.alions or 

what there is to gain from each action . The theory stipulates three questions of 

what there is to gain from each action. The three questions, if once answered 

by rewards given, can stimulate high productivity. The questions indudc: If I 

do this, what will be the outcome? Is the outcome worth the effort. 1.o rnc ·? Wh a t. 

are my chances of achieving an outcome that will be worthwhile for me? Thu s, 

according to the expectancy theory, individuals are motivated when Lhcy sec a 

favourable combination of what is important to them and what they cxpccl as a 

reward for their efforts, and they behave accordingly. This presupposes thal for 
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employees to appreciate the existence of rewards, there should be a formalized 

structure of managing and distributing rewards according to one's expended 

efforts. Thus, by adopting this theory. the study was nol only able Lo capture 

the forms of rewards hut also employee behaviour towards work as affected by 

the rewards expected. 

2.2 Conceptual framework model 

The study was based on the conception that rewards may be cit.her in the forrn 

of financial or non-financial. Irrespective of the nature, such rC\·Vards a rc 

expected to stimulate better teacher performance by increasing their work 

morale and ascertaining their job security and satisfaction levels. Tt was a lso 

conceived that this can only be possible with an intervening variable Lo 

enhance the transformation of rewards into a motivating factor towards work. 

Otherwise, without such an intervening .variable rewards may never transform 

into improved teacher performance. The interrelationship between the variable 

was presented in figure 1 below. 
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Independent Variable Intervening Variable dependent Variable 

... 
Reward management Forms of Reward Teacher performa nee "---1 

• 

• 

• 

Frequency of 1. Financial reward Punct.ua Ii Ly • 
rewards • salary duties 

on 

Efficiency and • Allowance Teach er a n • cl st.ud cn t. 
effectiveness of i--. • Over time pay rclaLionshir -~ 

reward (academica 2. Non financial Reward policy .. • Good grade 
guidelines 

rewards 

J 

lly ) 
s 

• Sick bills scheme 

• Accommodation 

• Study leave 
_____ I 

Figure 1 Conceptual framework 

Source: Developed based on the candidate conception about reward 

management and teacher performance; 2014 

2.3 The forms of rewards 
Rewards as Beckhard ( 1969) puts, are basically divided into varicLies: 

financial and non- financial rewards. Maicibi (2003) points out the following c.is 

financial rewards: Salary /Wage, Bonus, allowance, profit: sharin g a nd ovc rt.irn c 

pay . 

The non-financial rewards are those that arc not paid a s part. of 

wages/ salaries . Such rewards may include services and facilities made 

available to employees and are expected to change · the genera l level of 

performance by satisfying employee needs. In a sludy on difference arnung 

levels of employees in terms of non-financial rewards, Kohn (1993) found out 

that there is a range of rewards that may not influence p erformance . This '"'as 

found out to be dependent on the individuals' circumstances, values ~rnd leve l 

of economic needs satisfaction. 
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In a similar study by Maicibi (2003), it was found out that salary (financia l 

reward) was found out to be a great job satisfier for junior staff in universiti es 

in Uganda, while not a strong satisfier to stimulate senior non- teaching and 

academic staff. This presupposes that in instances when I.he em ployees' 

circumstances and values are in no conflict with the job interests , the 

distinction between financial and non-financial rewards may not be watertight.. 

Ginsberg (1996) depicts the fact that within the finan c ial and non - fin ancial 

rewards, there is another categorization based on lhe nature or I.he reward, 

thus: intrinsic (psychological rewards that are experienced directly by a n 

individual such s feelings of accomplishment, increased self-esteem, a nd the 

satisfaction of developing a new skill), and extrinsic (rewards that arc provid ed 

by an outside agent, such as supervisor or work grcn,1p such as bonuses, 

praise, or promotions). What remains the concern for this study is lo find out 

the extent to which either intrinsic or extrinsic rewards arc given Lo second ary 

school teachers. This was done focusing on the seventh day Advent.isl. 

secondary schools in Luwero district as a case study. 

2.4 The impact of reward management on teacher performance in the 
Seventh Day Adventist Schools 

A number of scholars, particularly organizational psychologists have prod u ccd 

varying theories on motivation and rewards of organizational staff (Armstrong, 

2002: Chandan, 1999: Maicibi, 2003). They observed rewards ccmstilulc lo a 

drive that makes people act or not to act in a particular way. This encompasses 

the entire class of drives, desires, needs, wishes and other like force . Anythin g 

done to touch on these forces causes a behaviour, which is interpre ted as Lh e 

motivation behind that behaviour. The gist of the poin l here resl.s on the fact 

that people have needs . A need is lack of something wanted. This lack gives 

birth to a drive in the people to satisfy the need. Tf the needs arc satisfied, 

organizational staffs devotion to work increases and this subsequently 

improves on the performance . However, it was not clear whether tc8chcrs' need 
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are adequately satisfied to stimulate their effective performance. This lJnclcar 

situation was what this study aimed at finding out, focusing on employees in 

some selected Seventh Day Adventist secondary schools in Luweero district. 

As Musaazi (2005) stresses, when we recognize and reward individual or tea m 

performance through pay, this can stimulate motivation and furl.her 

achievement. A well managed, implemented and managed pay for performance 

policy can help to offer a powerful mechanism for reinforc ing su cces s l"u l 

behaviour, a clear focus on what is really important to the organization, a key 

vehicle for organization to cultural change and a mechanism for man a gin g 

costs. To this extent therefore, organizational managers ought. Lo underst.a n d 

the process of performance improvement and systems must. be crc:alecl Lo 

support it. However, the application of such an analysis to secondary schools is 

what this study laboured to find . out, focusing on seventh Day /\dvent.ist. 

secondary schools in Luweero district 

Farrant, (1982) points out that rewards are incentives that encourage on e to 

effectively fulfill his/her work role. Effective fulfillment of the work role results 

into better performance. However, he notices that for rewards Lo have a direct 

positive bearing on employee performances there is need to incorporate all the 

employees in the decision making process such that all their needs and 

aspirations are considered, lest such rewards may generate regressions and 

poor performance. This idea point to the fact that if employees arc rewarded on 

a universal basis, without considering individual person's needs. cases of 

dissatisfaction are likely to crop up. However, how this· applies Lo the seven Lh 

day Adventist secondary schools in Luwecro district was not known and formed 

the basis of this study. 

Hersey and Branchard (1988), argue that viable systems of rewards a nd 

recognition are key ingredients to effective performance and success of a ny 

organization. They further point out that the issue of rewards and pay is one or 
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the most obvious and visible expressions of the employment relation s hips . It is 

the mam issue in the exchange between employer and employee, ex pressing 

the connection between the labour market, the individua l's ·work a nd !h e 

performance of the teachers. 

As the study of Maicibi (2003) suggests, rewards can contribute to job 

satisfaction particularly when it is directly re lated to performance . For 

instance, a profit related pay implies that if profits of the compa ny go up, so 

does the employees' salary or wage. This arrangement. is similar l.o perform a n ce 

related pay, which is commonly used in non-profit organizations. IL implies Lhal 

increased or improved performance results in higher pay, and by cx l.c nsion a nd 

implication, lowered performance results in low pay . However, a look a l t.h c 

Seventh day Adventist secondary schools reward Management Policy (2 004), 

Points to the fact that the remuneration structure is based on education a nd 

profession training, experience, skills and competence, rcsponsibilit.ies born , 

years of service and staff category. This structure points to Lhc fact tha t. 

rewards are a way fixed, depending on different categories. Thu s be tter 

performance m a lower category may still remain below Lhe high ranked 

category. This implies that rewards among the staff members may not dircclly 

relate to better performance. However, this still remains an asserti on \vhosc 

authenticity and validity remained the concern of this study. 

Devies ( 1982) portrays the fact that the motivation of employees t:h rou gh 

rewards can have a major impact on organizational effectiveness and 

performance. To Davies rewards are central to understa nding and 

managing organizational behavior because they explain why people be have as 

they do in organizations. Rewards determine the extent to which organizationa l 

members perform at high level and help organization al.lain iLs goa ls . l~nvard s 

explain, for example, why a worker wants and tries Lo do good jobs whil e 

another worker with the same abilities cares less . In a school perspec tive, t.hi s 

takes the form of teachers with the same level of qualifica tions , b ut. with 
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different performance outputs. Owing to this, it is appa rc n L Lo note th a t 

rewards have a significant positive effect on employee performance irrespective 

of the level of qualification. It goes hand in hand with st:im1_1latin g devotion a t. 

work. The concern of the study, here was to establish whet.her teach e rs in th e 

Seventh Day Adventist Secondary schools are rewarded and if so, whether t.hc 

amount of rewards match the impact as manifested m Lhe teache r 

performance. 

Nadler and Lawler (1977), in their expectancy theory; highlight. t.h a l people; 

choose how to behave from among alternative course of action, b a sed on their 

expectations of what there is to gain from each action or performance. This was 

based on four assumptions that: 

(i) Behaviour is determined by 'a combination of fact.ors m t.hc ind ivid ual a nd 

factors in the environment. 

(ii) Individuals make conscious decisions about their behaviour m Lhc 

organization 

(iii) Individuals have different needs, desires and goals 

(iv) Individuals decide between alternative behaviors on Lh e ba si s of t. h c ir 

expectations that a give behavior will lead to a desired outcome . 

The afore-listed assumptions are the basis of the expectancy model, \·Vhic h ha s 

three major components: 

(a) Performance outcome expectancy. Individuals expccl cerlain consequences 

of their behaviour. These expectations, in turn, affect their decisions on how Lo 

behave and fulfill their work roles . For example, a worker who is Lhinking 

about exceeding the sales quota may expect praise , a bonus, no reaction, or 

even hostility from colleagues. 

(b) Valence: The outcome of a particular behaviour has a spec ifi c valence, or 

power to motivate, which varies from individual to individual. For example, Lo u 

manager who values money and achievement:, a transfer lo a high e r pay ing 
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position m another city may have high valence: to a manager who values 

affiliation with colleagues and friends, the same transfer may have low valence 

(c) Effort performance expectancy. People's expectations of how diffic1Jlt it: will 

be to perform successfully affect their decisions about behavior. Given a choice, 

individuals tend to select the level of performance that seems to have the best 

chance of achieving an outcome they value. 

We can think of these three components in form of three questions: if I do this, 

what will be the outcome'2 is the outcome worth the effort to me? What are my 

chances of achieving an outcome that will be worlhwhile f"or rne? Thu s, 

according to expectancy theory, individuals arc motivated when Lhcy sec a 

favorable combination of what is important to them and what they expect as 

are wards and performance where the employee expects sufficicnl amount. of 

rewards in view of the efforts rendered . On the other hand, it suggests a 

negative relationship in instances when the employee expects li LLle or no 

reward relative to the nature and amount of work done. 

2 .5 Reward management challenges in Seventh Day Adventist Secondary 

schools 

Rewards and incentives contribute to strategy implementation by shaping 

individual and group behavior. Well-designed plans arc consistent v.rit:h an 

organizations objectives and structure . They motivate employees to direct their 

performance towards their organizations goals. However, as Salter, (1973) 

remarks, in setting up an incentive plan, the organization is faced wi t.h a series 

of choices: Should bonuses be in cash or stock? Current or deferred" I low will 

performance be measured? Addressing such questions involves risk Laking 

which some organizational managers tend to do away with . 13y impli ca tion , thi s 

means that the issue of rewarding employees may be at the periphery in 

organizations that fear too much of risks . The study here, labored Lo establish 

the validity of such a claim in some selected Seventh day Adventist secondary 
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schools in Luweero district. Kohn (1993) gives a spectrum of reasons as lo how 

rewards are constrained in organizations. 

(i) First, he points out that rewards are a form of punishmcn !:. When you do not. 

get a reward, it is like you are being punished, and when you do get. one, you 

can easily come to resent the control that it represents. The person giving the 

reward exerts power and control over you by giving you the reward. Quoting 

Harry Levinson: one of the management theorists, as Stonner ct.a! ( 1996) pu t.s 

it, where there is a carrot, a reward, there is also a stick, a punishment.. The 

on1y thing peop1e can imagine between a carrot and a stick is a jackass or a 

donkey. Using rewards and punishments, is therefore treating people as 

equivalent to donkeys on this view. 

(ii) Second, rewards can destroy relationships. I~.eal co-operation and sharing is 

necessary for quality products and services. Jf someone is judging you !n order 

to reward or punish you, your actions will be lo seek approva1 or avoid 

disapproval, rather than do the tasks that are necessary. 

(iii) Third, rewards focus on outcomes and can ignore reason s. 13y rewarding 

the outcomes we can easily ignore the cause and the bigger system that 

produces the outcomes. Take an example, a worker vvhose pcrfor rrn.rncc has 

deteriorated and so gets no rewards. Such a programme ignores the un.1sc of 

the decline in performance. This way, telling your employees about the 

fabulous prizes in case of productivity improvement dot~S exactly nothing to 

solve the underlying problems and bring about meaningful change . 

(iv) Finally, rewards can discourage risk taking. By focusing o n t.he reward, 

managers can ignore changes in strategy that need to he made as a malt.er of a 

mind-course correction, and they will not make decisions that may have higher 

payoffs but have more risks. 
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If the above analysis has some validity, managers will have t.o take up a new 

approach to strategy implementation. There will be a need Lo design 

organizations and work to the needs and aspirations of the people doing t.hc 

work. There is also need to formulate strategics tha t clearly s e t. fo rth t. h e vi si on 

of life that employees want to realize. At least parL of what is call ed dyn a m ic 

management depends heavily on understanding organization s and wor k in 

terms of values that motivate employees and other stakeholders rat.her Lhan 

focusing on behavioral rewards. 

Nelson (1994) observes that most reward schemes do not only m a ke people 

happy hut also unhappy. Unless organizations give all the staff members 

possible discretionary bonuses, or promotion, some sects of the employees will 

be unhappy. On this note, Maicibi (2003) observes that this is imposs ible a nd 

expensive. To Maicibi, there is a range of rewards that may or m ay n ot be taken 

as job satisfiers depending on the individual's circumstance s , values a nd 

economic needs, therefore, account for the ever emerging ch a lle nges t.o t.he 

reward management effectiveness in organizations. l Iowever, t.h e applicabil ity 

of this assertion in the context of the Seventh day Adventis t. seco ndary schools, 

particularly in Luweero district, was what this study aimed a t fi n di ng out. 

According to jay (1983), rewards are demeaning. They dist.racL employees from 

the importance of their work as they divide employees by encou ragin g inLern al 

competition, and political pettiness. Owing to this observat ion, most 

organizational managers, have, indeed found it father tiresome t.o ado pt a 

reward management system. Salary has, in such cases been t.hc basi s of 

employee reward for the work role fulfillment. It was in the interests of this 

study to find out whether employees in such organizations have reac ted Lo a nd 

influenced their performance attributes as compared lo Lh osc whose 

organizations uphold the reward policy for their employees. 
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Conclusion 

The literature reviewed so far shows that though rewa rds m ay s l:imula Lc be tter 

performance, this is not always the case . individuals' and c irc umst.a n ccs , a nd 

reward management policy may grea tly ch ange th e course of act ion s . 

Sometimes the so called rewards may turn oul Lo be dissa Lisri c rs, and 

therefore, result into poor employee performance. This study therefore. va s 

intended to find out the validity of such an assertion, capitaliz in g on Lh c c ffc c l 

of reward rnanagernent and Leacher performan ce in selected Seve nth Day 

secondary schools in Luweero district. 
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CHAPTER THREE: METHODOLOGY 

3.0 Introduction 
This chapter focuses on lhe research design lhal was used, population, area of 

the study, sample selection methods and size, data collection instruments , 

data collection procedure and data analysis methods. 

3.1 Research design 
The study was guided by a descriptive survey research design in which bo lh 

qualitative and quantitative methods were employed. The study followed Cl 

descriplive survey research design because it is Cl rnclhod of investigation in 

which self-report data collection from samples of prep-determined interests cCln 

be done. A descriptive survey research ·· design also allows for an easy 

description and interpretation of people's opinions . . Dot.h qualita ti ve ci ne:! 

quantitative methods were used because whereas the firsl tries Lo at.Lach 

meaning out of responses, the latter ascertain the mClgnit.1Jdc o f th e cvc rv 

response using numbers (Bailey, 1987) . 

3.2 Population 
Both female Clnd mClle respondents were involved in the study. These consisted 

of the head:- teachers (5), teachers (90), members of the Board of Directors (25) 

and school Finance Committees (20) selected from the five Seven th Day 

Adventist Secondary schools m Luweero District:. This was beca u se <1 11 ! hcsc 

categories were believed to be knowledgeable about the impacL or rcvvard 

management systems and teacher performance. Whereas Lcachcrs arc Lhe 

beneficiaries of the rewards m this case, l.hc ot.hcr c::1 lcgo rics 

formulate stipulations of the reward management policy. 
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3.3 Area of the study 

The study was carried out from five selected seventh Day Adventist 

Secondary schools in Luweero district in the central region s of Ugand a. 

Luwecro district was purposively selected for the study because it has the 

famous, Oldest and a big number of Seventh Adventist. secondcn-y schools t.han 

any other district in Uganda. 

3.4 Sample selection methods and size 

3.4.1 Selection of Schools 
Five Seventh Day Advent.is!. secondary schools in Luwecro district. \"1CIT sel ect.eel 

for the study using purposive sampling. Purposive sampling was used because 

there are only seven SDA secondary schools and therefore, their selection was 

obvious. This also helped compare the teacher perform ance in the sch ools t.haL 

have adopted the use of the reward management policy and those !.hat have not 

if any. 

3.4.2 Selection of respondents 

Five head-teachers , corresponding to the s elected schools \Vere purposive ly 

selected for the study. Eighteen teachers from each school were selected for the 

study, using systematic random sampling. Systematic random sampling 

method was used because it guaranteed each subject a n equa l opportunity of 

being selected in the study depending on the sample interva l. IL \l\1as also easy 

to use especially when the total population sample, as that of school staff could 

easily be established. Five members from the Board of Direct.o rs and lour 

members from the school Finance Committee from each school were also 

selected for the study using simple random sampling. Simple ra ndorn sarnpli n g 

was used in the study because it reduced selection biases since non - or t.hc 

respondents could be pre-determined . This, therefore, resulted rnl o th e 
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generation of reliable data. The researcher ensured a rcprcs c n La i.1011 ui" a L le ast. 

50%, 45%, 38.5% and 80% of the head-teachers, teachers, and members : Board 

of Governors and School F'inance Committee respcclivcly in t.h c seventh DCly 

Adventist secondary schools in Luweero dist:ricl. In a II, 140 respond c n Ls were 

involved in the study. The justification of the sample was th a t it at least. 

covered 33% .of Lhe parent population (Bailey, J 987). 

3. 5 Instruments 

The study used two categories of research inslrumenls: sclf-adrninislered 

questionnaire and an interview guide. 

3.5.1 Questionnaire form 

A self-administered questionnaire was filled by the Leachers . The questionnaire 

contained both structured and unstructured questions . The st.udy used a self

adminislered questionnaire because it. helped cover a large n urn ber of 

respondents in a relatively short time. Given a big number of teachers (18 pe r 

schools), it was by the use of a self-administered questionnaire that. would help 

the study get completed in the planned time. A self-administ.ered questionna ire 

also helped generate reliable dala. This was because respondenls fill iL in their 

own mood, without being affected by the researcher's presence (Moser and 

Kalton, 1979) . 

Appraisa l forms were also observed lo get. clear inform a l.ion o n lcc.1 c hn::-; 

performance. 

3 .5.2 lnlerview Guide 

Tnlervicws were held with the head-teachers, members of I.he boa rd o f di rec t.ors 

and the school finance committee using an interview guide. The study used an 

interview guide because it helps generate detailed data especially if probing is 

adequately done . Appraisals were also observed for clear informal.ion abo ut. 
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Lcachcrs pcrforrnancc. lnlcrvicws also gw:.1ra11 Lee an irnrncd ia Le f"ccd back 

(Mbaaga, 1990). 

3.6 Data quality control 

This aimed at ensuring lhat Lhe instruments obtain Lhe necessary daLa frorn 

Lhc respondents though al different times, but. wit.h t.he same results. 

3.6.1 Validity 

In order to test and improve the validity of the questionnaire, the researcher 

availed the first draft to colleagues doing the same c01J rsc and later Lo some 

lectures . These were requested to look at the ilems and check on language 

clarily, relevancy, comprehensiveness of content. and length of Lhc 

questionnaire. The researcher thereafter made adjusLmenLs in respect. Lo th e 

comments raised and with the supervisor's advice. After thaL, Lwo expcrls were 

consulted. They were requested lo look al each item and judge whether iL was: 

I -Nol relevanl, 2-Somewhal relevant 3- Quile relevant. or IJ - Vei-y relevanL. The 

researcher then put the items in 2 categories wiLh l and 2 in one ca Lcgory and 

3 and 4 in another category. The researcher went ahead to calculate a content: 

Validity index (CV!) ~using the formula below. 

CVI =Items rated quite relcvan.l/very relevant. al high rating 

Total number of items in the questionnaire 

17 = 0 .8 

21 

C VI = 0.8 for questionnaire 

CVI = 16 which is 0.76 for interview guide 
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The CVT for all Lhc insln.1mcnts v-ras 0.8 a nd 0.76 for t.h c cp.1c~~t.i o nn :.1 irc sn d 

interview guide respectively. They-instruments ere, therefore, valid since !.he 

calculated values were within the statistical acccplcd range of > 0 ~ 1. 

3.6.2 Reliability 

Tn order to establish the reliability of the ins!.rumen!.s , th e rc s ea rch c i

conducted a pilot sludy. Using Lhe results of Lhc pilot. st.udy, the reliability of 

the instruments was computed using the Kuder Richardson CocfficienL (KI<) 

using the forml.1la below; 

Kuder Richarson 

K 
[ 

1 - LIL~ 
SD K-1 

Where k is the number of items in the instrument 

L: summation or total 

P the proportion of samples getting each item correct. 

Q is the proportion of samples getting each item wrong 

PQ means the product of PQ (multiply) 

SD sl.CJ. ndard dcviCJ. lion or variance of the total Lest. sco re s 

2 0 ( 1 - L: PQJ, 

21 - 1 SD 

KR 20 = 20 

20- 1 6 .67 

20 (1-0. 267) 

19 

1.05 ( 0.73) 

01.05 x 0.73 

0.669 

0.7 
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The calculaled was eslablished al 0.7, a value LhaL was within Lhe accepted 

statistical range of >O;:: 1 The instruments were therefore taken t.o be reliable. 

3. 7 Procedure of data collection 
The researcher obtained a letler of introduction frorn Lhe Dean or Education 

which was presented to head-teachers seeking permission lo cari-y out. study in 

their schools. The letter also helped ascertain the researcher's id en ti Ly and 

rationale for carrying out the study. The researcher requested I he head teacher 

to introduce him together with a team of research assislants t:o the teachers, 

members of the Board of Directors and the School Finance Cornrni!.!.cc. 

Appointments were made with the selected respond en ts to set. their own 

convenient Lime of parlicipaling in Lhe sludy exercise. The filled qw;sl.iu1111ain;.s 

were collected by the research assistants as soon as they were rilled Lo avoid 

loss or rnisplacernenl. The researcher aclrninistered Lhc interv iews hirn ~~c !f so <ls 

to effectively probe for more ideas. Focus was put on jolting down Lhe major 

points during the interviewing exercise. 

3.5 Data analysis 

Bolh qualilalive and quanlilat.ivc dat.a cinalysis Lechniqucs \,\1c n ; used . i•'icl d 

notes were written and work edited at the end of each working day to ensure 

accuracy in recording and consistency in information given by respondents. 

Themes were identified and put in coding categories. Thereafter, the response 

of the response of the subjects were presented in frequency coun ts e:rnci score 

tables, with varying percentages calc1.ilated ·using the descripti ve statist ica l 

method, Interpretations and conclusions depended on !.he number or 
occurrence of each item. 



CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

4.0 Introduction 

This chapter contains the analysis of the study findings an d their 

interpretations. The analysis was presented in accorclrrn cc \.vit.h t. h c ohjccl.ivcs 

of the study a nd research questions as integral parts of Lhcrncs in Lhc liLeralurc 

review . Son1e of the soeio-econon1ic characteristics of Lh c re sponde n ts vvc1-c 

also presented to provide a basis for the study. 

4.1 Respondent's socio-economic characteristics 

Some of the respondents' socio-economic characteristics th a t. could provide a 

bas is o f judgin g th e extent to which 1-C\"-'ards cou ld im pac t o n LcD c hc~

perforrna nce were incorporated in the study . Such in c luded one's level of 

education and the time spent occupying the present position. 

4.1.1 Respondent's level of education 

The respondents involved in the study were requested Lo st.ale their h ighest. 

level of education. The basis of this question wa s Lo evaluate wh et.her one's 

level of education could impact on the kind and amount of rewards given as 

well as the quality of performance in fulfilling the work roles. The elici Led 

re sponses were presented in table 1. 
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Table4. 1: Respondents' level of education 

Calegory of rcspondenls 

1-leadlecehrs ( =05) 

Post graduate 

Graduate 

Grade V 

Frequency 

.. 

03 

02 

- --- ------------··--------- - ---------- - - - -- - . - - . -
Others 

Total 05 

60 

40 

100 
---------------------·-----·----·-·-------- ·------

Teachers ( n = 90 ) 
--- -------·-- - ------1- - - --· ·-- - -

Post graduate 30 
1---------------1-------------1--·--·-·-- ... - -- -- -- -----· 

Graduate 39 

Grade V 21 

Others 
------------------------ --------- --- - --
Total 90 
-------- - --------·------ - ·------

School financial committee 
.. 

Board of directors & SFC ( n= 

45) 
- ------ - -----·------- ----1- ------

Posl graduale _14 
1- ---------------11--- - ·----- -·-· 

Graduate 23 
·-· --- ---------------------------1------- ~-- --- - -
Grade v 

Others 
-

No response 08 
------------- --------------- - ··---- -··· ---- -

Total 45 

'13.3 

23 .3 

100 

31. 1 

5 1. 1 

17.8 

100 

Tl C8 n be seen from table T that 60C% of th e hc8d teac h ers had at.Lai ncd ;:_ post. 

Crndua t.e level of education, while 40C% were graduales wilh a degree. For Lhe 

case of Leachers , rnajorily, 43.J<Yo were graduales, 33.J<Yci were post-graduates , 
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while 23.3% had attained a grade five level of educa lion. For t.he case of 

members of the Board of Directors and School Finance Committee, 51. 1 cyei 

\Vere grad1Jates. 31.1 % had attained a post graduate qualification, while l 7.8'1\l 

had no response. It can be observed from Lablc I t.hal rnajorily or Lhe 

respondenls were graduates and thus, could provide reliable cla La on Lhc 

concept of reward management and how it inOuence teacher performance . 

4.1.2 Time spent in the teaching profession 

The respondents were requested to state the time Lhey had spent. in the 

Leaching profession and occupying the positions on Lhc 13oarc:l o r Direc t.ors a nd 

School Finance Commit.tee. This question aimed at. evaluating the nature and 

trend of rewards provided to teachers overtime. 

The elicited responses were presented in table II 

Table 4.2: Responses on the time spent occupying the current positio n 

Time spent 

<A year 

1-4 years 

Frequency Percentage 

12 

18 
---------------- --- -

8 .57 

12.86 

5-8 years 63 45 
--- ·------------------ ·-·-· --- - --

9 and above years 47 ~33.57 

Total 
I 

140 100 

Table II shows that majority of the respondents .(45cYo) had spent bet.ween rive 

and eight years the teaching service or serving on the committee of' 13oard o!' 

Directors and School Finance Committee, 33.57% had spent more t.han nine 

years. 12.86% had spent 1-4 years while 8.17°/ci had spent: less than a year. IL 

can therefore , be deduced from the table that a big number of respondents had 
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taken more than a year 111 !.he positions they occupied by !.h e Lime of the study 

and thus had sufficient knowledge and experience related to how rewards were 

managed in their respective schools and how they impact.eel on teacher 

performance . Further justification for this can be found in i.hc discussion 

hereafter. 

Research quest.ion 1: Whal. kind of rewards arc given l.o l.cacher·s In Lhc Seventh 

Day Adventist Secondary School in Luweero District. 

The elicited responses were presented under Lhe following sub-Lhcrnes; Lhe 

existence of rewards rewards commonly given out, nature of financial and non 

financial rev.rards, frequency of rewards, presence of a reward m a ria gcrn cnl 

system and the reward policy guidelines. 

4.2 'the existence of rewards 

First; respondents were requested to state whether teachers in their respective 

schools were given rewards. All the respondents involved in Lhc study ( i OO'Yci) 

acknowledged that teachers were getting rewards though there \"-'<:ls a va ri <:l ncc 

in Lhc nalurc and amount given lo every individual Lcc.:ichn. 

4.2.1 Rewards commonly given out 

i\.fler establishing out Lhat teachers were gelt.ing rewards, t.he study embarked 

on finding oul t.he commonly given out rewards Lo tea chers. 
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The responses elicited were presented in · table II I. 

Table 4.3: Nature of rewards commonly given out to teache~s 
.------------------·---- - ---· --·----··--·--- -

Item Frequency 
, _ ____________ ·---- --- ------- . 

Financial rewards 41 
!-------------•·----------··-- ----· --·-

Non - financial rewards 20 
----·----------!--------·------ ··--· 
Bolh financial and non- 79 

financial rewards 
-

1 
Total 140 

I ___ -

Percentage 

29 .3 

14.3 

56.4 

100 

It can be observed from table III that majority of the responden t.s (56.4 1Yri) 

revealed that teachers were getting both financial and non- financial rewards 

from their respective schools, 29.3% pointed out t.hat. they we re on ly gelling 

financial rewards while 14.3% revealed that they were gctt.ing only non 

financial re\vards. There were no significant. differences 111 Lh e nature of 

rewards commonly given to teachers on t:he basis of the school. 

4.2.2 Nature of financial and non-financial rewards 

The teacher respondents were requested to st:at.e t.hc kind of fin a n cia l a nd no n -

financial rewards Lhey were getting from their schools. The responses were 

presented in table IV. 
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Table 4.5: Nature of financial and non-financial rewards 

---------· ---------------...-------~-------·-- -·-· · -- -

Financial revvards Non financial rewards 

f O/o f 
, ___ ____ _ _ , ______ , ____ _ ___ - ---·-- ---

Salary 90 100 Sick pay scheme 30 
1----------- - -----·----------- - ·--· --· 

BontJs 30 33.3 Free life 

insurance 

Profit sharing Accommodations 62 _______ , _______ , __ ------
Payment by 

results 

Pay rise 

43 

09 

47.8 

10 

Transport: 

facilities 

30 

Support facilities 18 
1----------·1---- - -----·-·-· -----
Honorarium 02 2 . 2 

Overtime pay 40 44.4 

Support for 

f urlher 

eel u ca Lion 

Study leave 

31 

02 
1--------- --1-------1---- --------- ---------- -------·· .. 

------·--------------- - - --· 

-- ·-----------·-----·-

Profcssion a 1 

subscript.i o n s 

Staff outings 49 

Flexible working 72 

ours 

Meals 

68.9 

33 .3 

2 0 

34.4 

2 .2 

.. 

54.4 

80 

Table IV shows that there were virtually lots of rewa rds, both l"in ancia! and 

non-financial, given to teachers in the visited schools. On th<'~ whole howeve r, i L 

ought to be noted that teachers acknowledged accessing som e rewa rds than 

others. Considering the fin a ncial rewards as an example, a ll the r cspo nclcnls 

(lOO<YcJ) acknowledged that they were getting their bas ic salary. This was 

followed by payment by results that they were gettin g non fin a n cial rewards, 
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majority (80c%) pointed out meals, followed by accommodati on (68 . g cYc)) t-rnd 

flexible working hours (54.4%). 

Response from interviews with the head teachers, members of Boar d o f 

Directors and School Finance Committee were a lso in a grccmcn t with the 

responses from teachers' questionnaire. There was a general agreernen t. Lha t 

teachers' rewards were result-oriented so as to create a fou nda Lion fo r sc l f 

excellence in work role fulfillment. There was also an idea that schools were 

offering non financial incentives to teachers so as to enhance their welfare and 

improve on the levels of motivation. Greater cognizance was pu t on 

accommodation and meals at school though reservations wer e made for th e ir 

insufficiency and inappropriateness respectively, cl uc to inadequate fun ds. 

4.2.3 Frequency of rewards 

Teachers were also requested to state how oflcn they got rewards, bot.h 

financial and non-financial from their respective schools. Th e fi n di n gs we re 

presented in table V. 

Table 4.6: Teachers were also requested to state how o ften t hey got 

rewards 

-
Financial rewards 

Frequency 

Very often 02 

Often 29 

Rarely 59 

-
Percentage 

2.22 

32.2 

65.6 

----~ 

Non- fin ancial rewards 

t---

Very ofte 

Often 
-i---·- --

Rarely 

n 

Frequency Percen t age 

14 

20 

56 

15 .6 

22.2 

62 .2 
--- -~--

Table V shows that majority of the teacher respondents (65. 6%) revea led th a L 

they were rarely receiving financial rewards. For the case of non- fina ncia l 
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rewards, still the majority (62.2%) pointed out that: they were rarely rcce1v1ng 

the non - financial rewards. 

On t.he other hand. responses elicited from interviews conduct.eel wit.h t.h e head 

t.c<1c: h e rs , m e rnbers or the Board or l)irc c: Lo rs <J nd th e Sc h ool i•' in e:rn cc 

Committee greatly differed from the teachers' responses. There was a general 

agreement: among the interview responses that teachers were rrequen lly get.t.ing 

both financial and non-financial rewards. For example, 

one head teacher respondent had this to say; "It is our volition to provide meals 

Lo our Leachers over Lhe working days. We h c:i ve a lso set. pl ans o f se tt ing u p 

more struclurcs for Leachers' houses such that. Lhcy ca.n a ll be hou sed vvil.hi n 

the school premises". Given such an idea, the study came out with observation 

that appreciation and considering a reward worthwhile wc:is genera lly rel at ive 

and greatly depended on individuals' character, needs and appreciative modes. 

4.2.4 Presence of a reward management syst em 

The study also tried to find out whether the sampled schools had c:i reward 

management policy. All the elicited responses from both Lh e intei-v icw g uid e 

and the questionnaire (100%) acknowledged that. eac h sc hoo ! had ;1 rewa rd 

management policy that: stipulated the nature of rcvmrds , access a nd arnoun t 

given l.o every individual employee. 1-10\-vcver , the e li c ited n :s po nscs revca lccl 

that: there \Ve re varying reward manageme nt po licy s ti p u la ti o n s f\S c:t i1 be: S l.T :1 

in the sub theme of the reward policy guidelines. 

4.2.5 The reward policy guidelines 

Though majority or Lhe teacher respondents (6 CYYci) were not a w;:.i rc o r a ny 

reward management: policy, there were several policy stipulations pointed out 

by the head teachers and members of the Board or Direc t.ors <J nd S chool 
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Finance Committee . The commonly mentioned reward management: policies 

included the following: 

i) Time taken in service. 

(ii) One's level of education. 

(iii) One 's daily \,\.rork load. 

(iv) fndividual responsibility apart from teaching, for example being a class 

teacher or a head of department. 

(v) Performance quality output as depicted by the number of student. 

excelling in a given subjccl. 

(vi) One's marital status 

(vii) l~cligious affiliation lo the extent LhaL some 1-cvva rds wen; bascc.i 0i.i u ·1c 

accorded frequency to Sabbath aLLcndancc 

The findings on research question one indica tes that teachers we re give n 

financial and non - financial rewards in their respective schools. l~ac h 

school had an indepcnc:len t: reward man agem e n L policy th a L sLi p u ia Led Lhc 

ulmost conditions that were followed lo determine which reward ough t. Lo be 

given Lo a Leacher al a particular time. 

l~esearch question 2: What impact do rewards have on tea cher performance 

111 the seventh day Adventist secondary schools m Lu w u ;ru u1sLril: i.·:· 

Several questions were posed before Lhc re s pondc nLs on this i:...; s u c: . Th e 

responses e licited were presented under the following sub - themes: 

presence of a ny impact: of rewards on teacher performance, n a ture or the 

impact level of rewards and the basis of the difference in rewards given Lo 

teachers. 

4.3 Presence of an impact of rewards on teacher performance 

As par t. o f Lhe core study co ntent, il. was ju stifiab le Lo estab lish \·Vhc l.hcr 
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rewards have any significant impact on teach e r performan ce . f\s a ma lt.er of 

facL, all the respondents involved in the study ( l 00(%) revealed I.h a t. rewards 

have a significant impact on teacher performance. However, the nat.urc of the 

impact varied and was not universal in every school a s c;..m b e u b::-~u ·,1 cd 

hereafter. 

4.3.1 Nature of the impact of rewards 

Ascertaining that rewards have an influence on teacher performance was nol in 

ilsclf meaningful without specifications on I.he rrnlurc of Lh c influen ce Thus , 

respondents were requested to state the nature o f irnpacL re ward s l1,,. d un t. li cir 

daily work role fulfillment. The generated responses can be seen in Lablc VI 

belmv. 
---·--- -- ------· ----- ·----- - ---- --- - ---
Item Frequency Percentage 
1--------- - ---1·--- ------- - - - f- .. ------

Positive impact 32 35 .6 

Negative impact 20 22.2 

Both positive and 38 42.2 

negative 

Total 90 100 

IL can be seen from table VI thal majority of Lh e tea cher r cspo nd c nl. s (112 .'.2 % ) 

revealed that rewards have both positive and negative impacL on Leacher 

performance (35.%) pointed out that rewards have only a positive impact. 

while (22.2%) pointed out that rewards only have a negative impact on teacher 

performance. The explanation for the nature of the impact, for bot.h positive 

and negative impact can be seen in Table VII and V!ll respcct.ive ly . 
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Table 4. 7: Reasons as to why rewards have a pos itive impac t 

Item 

Satisfaction of needs, thereby 

increasing devotion towards work 

--- -----------------
1~ cw ard s act as incentives that 

encourage effective fulfillment of 

work roles 

Frequency Percentage 

09 18.75 

-
13 27.08 

~----------------!----·-------·- ---·-· 
Rewards encourage hard work for 1 7 

teachers expect a reward in case 

j they perform better than others 

-· - - -- --- -· --- ·------------·----·-
Rewards increase teachers' 

satisfaction for they get to know 

that school management 

recognizes their good work 

Total 

09 

48 

35.4 

18.75 

What ought to be noted in table VII is that total number of responses (48) was 

greater than the total number of respondents who had acknowledged a positive 

impact of rewards on teacher performance (32 as in table VI), because C.t person 

would respond on more than one item. On the whol e , however , m aj ority of the 

respondents (35.4%) revealed that rewards have a positive impact. t.o teacher's 

performance due to the fact that teachers expect rewards in case th ey perform 

better than the rest. This in a way acts as a milestone that individu a l teachers 

aim at achieving. In this way, better performance is self- initiated due t.o th e 

presence and expectations over a reward to be given. Other than providing an 
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incentive to work role performance, teachers would feel recognized by Lhc 

management in instances when rewards would be given. On the other h a nd , 

Lhc reasons given in supporL of a negative impact of rcvvards on Leache r 

performance can be seen from table Vlll. 

Table 4.8: Reasons as to why rewards have a negative impact on teacher 

performance 
-----·------------------~---·---------- --· -----··---
Negative impact 

r<.cwards arc a form of 

punishment when you do not 

get a reward , it is like you 

are punished 

Frequency 

09 

- --- --------------1- - -----------
Rewards destroy 14 

relationship and cooperation 

l<<'w<1rc! fo c us on out.comes 07 

' and ignore reasons 

Rewards can discourage risk 05 

taking 

Total 35 

Percentage 

25 .7 

... 

40 

20 

14.3 

100 

Table VIII coni.arns mulLiple responses and reveals th a t ;-1 rn o i 1g th e 20 

respondents who .pointed out that rewards have a negaLivc impact on Leachn 

performance, 40% asserted that rewards destroy relationships and cooperation. 

It was pointed out that rewards set a cornpctitivc sce na ri o u rnong Ll1c L,;a,;lic, ;; 

.and the administrators as well. It thus goes that if someone is judging you in 

order Lo punish you, your actions will seek approval or avoid approval ralhcr 

th a n Lo do Lhc ta sks Lhal arc necessary. Besides , Lh c fac t Lh ;:1 t !-cvn-J rds arc 

limited, only the best performing teachers gel the rewards. This encourages 

individualism and destroys cooperation, for everyone will try to merge Lhe besl 

performing teacher and be accorded the reward. 
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Responses from interviews with the head teachers, members of 13oard or 

Directors and School Finance Committee, were also in agreement. ·with I.heir 

responses from the questionnaires . There was a general agreement.th a t thou gh 

rewards may be associated with both Lhe posilivc and ncgalive irnpacl on 

teacher performance, it was rather in the interests of the variuus s ch oo l 

administrations to minimize the negative impact and consolidate the bcncfi Ls 

associalcd wilh rewards. One head-teacher respondent had this t.o say; 

"l~cv,rards can only impose a great negative impact if they h a ve out.lived 

usefulness and become employee dissalisficrs. Our aim is t.o make rewards 

stimulates of work role effectiveness such that we can become one of the centre 

of academic excellence". 

4.4 Level of rewards 

The major concern of the study under this sub theme was t.o ali teachers were 

gelling lhc same rewards. All Lhc responses generated on t.his issue ( 100'%) 

revealed that there were differences in the amen.mt and level of reward f!iven to ,, 

teachers . The basis of the difference can be lraced from t.he sub theme 

hereafter. The basis of the difference in rewards given to teachers in respect. to 

the aforementioned difference in the level and amount: or rev,rard s given to 

teachers, the study found it necessary to find cn.1t vvha t. could h r-w e been the 

basis of the difference in rewards given to teachers in instances \Nhcn teachers 

could be from the same school and offering similar services (teachin g). Some or 
the mentioned issues used in determining the amount of reward Lo be given to 

an individual teacher included the following: 

i) Yc a1·s ,) r service in a giv e n sc h oo l and in t.h c t.c;1ci<ng p r'. )Jc:sc~i : ;; 1 \\" 1"; rr ' pn r tccl 

to have a strong inOucncc on the rewards given Lo a person 
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(ii) Performance output and quality standards: The best. performin g teachers 

would be rewarded more than the poor performing ones 

(iii) Academic qualifications: Those with more academic qualirica l.ion s (s u c h as 

posl gradualcO and gradualc teachers were g1ven much more tJwn Lhc less 

educated teachers such as grade five teachers 

(iv) Marital status: It was upheld that the married teachers had chances or 

getting more rewards than the single teachers when it ca m e to reco gni/,in g th e 

ideal needed a nd a ppropri 8 l.c welfare met in terms or rcw8rds. 

(v) Other responsibilities one is entrusted with apart from teaching, such as 

being a class Teacher, head of department, games master, calcring m as t.er and 

so forth, would qualify one more rewards than a teacher en trusted with only 

the teaching roles. 

(vi) Posit.ions held: the posiLion one held such a s being a hcad-l.c8c hcr, deputy 

head-teacher, bursar, secretary or classroom teacher, greatly clet:c rmin ecl vvh ;:11 

one would get: as a reward . 

(vii) Religious affiliation and years served in the church inst.ilulion : ! t. ca me out. 

rrorn t. hc study findings th at. the Sabbath at.lenc:lance was o ne or Uh: bas is o r 

determining one's level or rewards. Thus . those who did not o bserve the 

Sabbath, and therefore, did not attend, were liable of getting lil.Lle rewa rds than 

the Sabbath observers. 

Conclusively, it can be observed from the responses present.eel on I.his research 

question LhaL rc\vards had a significant. impact on teacher perform a n ce. Idea ll y , 

the rnore rewards I.cacher get. the more they tend to work h ard for !: h ey expec t a 

reward. 1-lowcver, it was also observed t:hal for he '"'ho docs not. get n rewa rd , 
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gels demolivaled Lo Lhe level of being punished. Thus, iL was o bse rved t.hat. 

rewards have bot.h a positive and negative impact. on teacher performance. For 

effective administrative strategies, the basis of the existence of differe nces and 

levels of rewards need to be clearly put forward and known Lo every staff 

member. 

Research question 3: Are there reward management challenge s in the 

Seventh Day Adventist Secondary schools in Luweero district? 

The data generated on this variable was presented under t.he followin g: 

subthemes: effectiveness of the reward management system, ch a llenges faced 

by t.hc rewa rd rrrnnagemenl syslem in eac h of t.h c sc hoo ls vi s ited a nd t. h c 

suggest.eel solutions t.o the challenges affecling the reward man a gern e n L sys Lem 

in Lhe Seventh day Adventist secondary schools. 

4.5 Effectiveness of the reward management system 

Respondents were requested to rale the effectiveness of Lh c rcvva rd 

management system in their respective schools. This was believed Lo provide a 

vital basis of evaluating the challenges faced, thereof by the individual reward 

management policy in the visited schools . 
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The responses elicited on this sub-theme were prese n ted in t a ble IX. 

Table 4. 9Teacher's responses on rating the effectiv e ness of the R ewa:rd 

management policy (n=90) 

Item Frequency 

Very effective -
.... 

l~ ffcctivc 27 

Ineffcclivc 6 2 
--- - - --· --- - ------ --- ------- --
Very ineffective 01 

Total 90 

---·-·-· 

--- -

-

------· ---

Percentage 

30 

68.9 

l. l 

100 

A look at table TX reveals majority of the teacher rcspondc n Ls (68. cy~q r::1 t cd 

their reward management: system as ineffective , 30cYci rated is as ineffective , 

while I . 1 % rated it as very ineffective. None rated lhe reward management. 

policy as very effective. Those who revealed that the reward management 

system was ineffective justified their stand by pointing out. the following 

(i) That the reward management system does not recognize one's additional 

qu a lifi calio11s in Lirnc. IL wi:ls pointed out. Ll li:ll tcu c hcrs kee p 0 1, ~,: ui11g Lli <.: 

same benefits irrespective of attaining more educational qualific a tions . 

(ii) ll was also revealed that the element of merit \Vas in m os t ca ses 

compromised, especially by the assessors of performance 

(iii) Too much departmental autonomy over the decisions t:o be given v/as also 

pointed as out a factor that swindles the effectiveness of the reward 

management policy . In cognizance of this, teachers were opting for c h ec ks a nd 

balances, and at most an independent external assessment. scheme other than 

leav in g every thin g t.o t.he departmental heads , some or '"' horn were re portedly 

pointed out to be biased. 

(v) Creation of in situational antagonism and destroying the spirit. of coo 

operation. There was a general agreement that despite the presence of the 

reward management policy, no stipulation provides for encouragmg coo 
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operation m instances when every teacher is struggling to emerge the best. 

performing, a nd, Lhercforc rncril Lhc rewards. 

Despite these justification prepositions, responses from t.hc in t.ervievv 

conducted among the head-teachers, members of the Board of l ) i n~cto rs c-rn d 

the school Finance Committee. maintained Lhat. their rcspccLivc reward 

management policy were effective though they did not rule out the possibility of 

any conditional and/or unconditional dissalisfact.ion. This was further point.eel 

out. Lo be a result of the financial insufficiencies to address all urgent. issues in 

their rcspeclive schools . 

Reward management policy was ineffective, as revealed by the majority Lcacher 

respondents (68. 9%), the study embarked on .finding whether the reward 

management system m the visited schools faced any challenges . J\ll the 

respondcn ts involved rn Lhe study ( 100'%), acknmvledgcd the presence of 

varying challenges that constrained their respective rcwa rd m a nagcmcn t 

policy. The commonly mentioned challenges included the following: -

(i) Insufficient funds: This was revealed as the major challenge racing the 

reward management policy in the schools visited . It was pointed out Lhat any 

form of reward, cit.her monetary or non-monetary required sufficient. finances 

t.h at \Nere reportedly insufficient., 

(ii) Lack of trained personnel: This came out of the fact. th al the reward 

management system needed to be upgraded year after year, depending on the 

advances individual teachers could make m Lhe teaching profession . 

Surprisingly, there was no sufficient trained personnel to do such kind of work 

and set. a model criterion of giving o1Jt rewards. Ins lea d, schools follO\ved · the 

conventional slipulalions of Lhc cnvironrncnL under which Lcachcrs 01xraLc. 

(iii) Determining who and who not to reward: iL was observed wiLh concern LhsL 

merit was not always recognized . Subsequently determining whom l.o rev.ra re! 

and with which amount of reward would be subjected to unethical practices . 
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(iv) Influence of religion: The element of the Seventh Day Adventist. practices 

was also point.eel out. to a major challenge teachers were racing as fcir as 

rewards were concerned. /\s a mall.er of fac t., it. was point.cc:! oul t.haL t.hcn; vvcrc 

some pac kages Lhal rclalcd Lo Lhe Sabbath day observance, thereby pul.!.ing Lhc 

non Advcnlisls al a peripheral edge of getting such rewards. 

(v) Inability to feel the impact of rewards: it was reported Lha t. some teachers 

were well of and Lbcrcforc could not accord utmost recognition Lo the meager 

rewards given by school al.1thoritics . 

(vi) l~cscntm cnl: it. was also revealed that. rewards sometimes acl as a dcl.crrcnt. 

clement. especially when someone expected a rcw~.ird and iL is not. given o r vv h cn 

the amount excepted is not the one given. 

Reward Management system in the Seventh day Adventist secondary 
schools. 

IL was a lso in the interests of the study Lo elicit responses on how respondents 

expected the challenges to be overcome . The pointed out. so lutions involved Lh e 

following: 

(i) Sources of m.come: It was suggested that setting up mcome gencraling 

projects suc h as farming, brick making, school choir, re n Ling ou L som e 

facilit.ics and so forth, would provide an alternative source or incornc o t.her than 

depending on the contributions from students' school fees. 

(ii) Principle of merit to prevail: it was pointed out that. rewarding teachers 

ought to be based on merit other than conventional means and favoritism. The 

ground 11 w this was pointed out to be strictly on excellent performance. 

(iii) Input-out analysis: ft: was also pointed out. th at. t.hc cha llen ges Lo t.h e 

reward management. system would be overcome by sel.!.ing up policy guidelines , 

with set. criterion of rewarding employees on Lhe basis of performance out.put. 

and quality. 
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(iv) Consultations to be made by the rewarding authority: Teachers were 

optimistic that reward management system should be made in a participative 

manner in which a ll stakeholders can contribute idea, o ther U-rn n lcavir:g 

cvc 1-yt. hin g Lo I. h e Lop management authorities . 

(v) L~ducat.ional qualifications: There wc:re significant. prepositions that. all t.hc 

rewards should be governed by one's level of education. I loweve r, t.he 

authenticity and value attached to such an argument was downplayed by t.he 

fact that not all the highly educated employees can be necessarily t.he best 

performing ones. 

J.(esponscs on research quest.ion three indicate LhaL Lhere were significant 

reward management challenges in the sampled schools. Such challenges range 

from lack C)f ft.1ncls tc) the criteric)n t.1sccl in c:lclc r1T1 i r1 i11~~ ~ . l·1c :-c ·:·:~1rc~ . 17 (~·:--

effectiveness in the reward management policy, therefore, there is need to 

streamline and create opportunities of accessing and distributing rewards to 

t.h c ri ghtJul employees. 
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CHAPTER FIVE 

DISCUSSION, CONCLUSIONS AND RECOMMENDATION 

5.0 Introduction 

In Lhi s c h a pte r , Lh e s tudy rindin gs were d i :,; cu~; scd , c; ~;11c'.t. ::-,; , > 11::; <.\11, . 

recommendations rnadc lhis was done in accordance with th e three study 

Objectives and research questions that guided the study. Finally , areas for 

fl.irther research were suggested. 

5.1 Discussion 

Research question l: Whal kind of rewards arc given Lo teachers in the Seven t.h 

Day Adventist secondary schools? 

The study findings Revealed that all the respondents invol ved in th e st1 id,, 

(100°/ci) acknowledged that teachers were getting rewards though Lhcre v.1as a 

va r iance in th e n a ture and amount given Lo every indi vidu a l teac he r. F'urth c r 

56 .t\<Yci of Lhc rcspondcnls revealed that teachers were getting both financial 

and non-financial rewards from their respective schools, 29 .3cYci po in tcd ou l: 

that they were only getting financial rewards while 14.3% revealed that they 

were getting only non-financial rewards. Some or 1 h e rirn-rnc ; ~1 ' rC''\'r~ rd~ 

mentioned included salary, bonus, and payment by r esults or performance , 

pay rise, honorarium and overtime pay . On Lhc oth e r hand, Lh e no n finan c ial 

IT\,vards that. were mentioned included sick pay scheme,. accommodations , 

Lransporl facililies, support for further ec:lucaLion, study leave, pro fe ssio rn;! 

subscriptions, staff outings flexible working hours and meals a t. school. 

Considering the financial rewards as an exa rnplc, in Lh e ordc;· () : , (,c i: c : :-;h'.i·' · 

all the respondents (100%) acknowledged that they were gelling their basic 

sa lary . This was followed by paymenl by rcsulls that look 47.8%. Considering 
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t.hc no n- fi na n c ia l rewards, rnajorily 68 . gcxi) po in Led ou L u.ccui 11 inucfo Lio n, 

follo wed by nex ible working hours (54.4%) a nd sla ff outing and soc ia l funclions 

(42.2<Vo). This can be seen in table IV. 

The study findings above coincide with several scholars observations 

First , the findings agree wit.h Bcckhard 's (1969) obse rved that reward s arc 

bas ically di vide d into varielies: financial and none- fin a ncial rewards. To ma icibi 

(2003) the following were regarded as financial rewards: Sal a ry /Wage, bonus , 

profit sharing scheme, payment by results , pay rise , honorarium , overti me pav 

and other profit related payment. The non financial rewards on the other hand 

are those thal are not paid as part of wages /salaries. The same idea was 

observed by Branley and Moon ( l 988) reported in Thompson ( 1998) . In a study 

on difference a mong levels of employees in Lerms of non- fin a ncial rewa rds , It. 

was found out that there was a range of rewards that may or may not. influence 

performance. This was found out to be dependent on the individuals' 

circumstances, values and level of economic needs sat.isfaclio n . 

Despite the fact that teachers acknmlirledged gettin g rev.rards , f1Jr1:hcr study 

findin gs revealed that rewa rds were rarely received , as point.e el out by 65.6% 

and 62 .2% for the case of financial and non financi a l rewards rcs peclivc ly. 

However, the head teachers, members of the Board of Directors and the school 

finance Committee maintained that teachers were frequcnlly get.Ling boLh 

financial and non-financial rewards. This could have been out of the facl th a l 

appreciation and considering a reward worthwhile was generally re lat ive a nd 

grea tly depended on individu a l's ch a racter, needs and ~1pprc:ci: 1 !i vc r'.!od cs: Th i~-~ 

in a similar sludy by Maicibi (2003), il was found oul Lhal salary (financ ial 

reward) was found out to be a great job satisfier for junior staff universities in 

Uganda. While not a strong satisfier to stimulate senior non Leaching a nd 

academic staff. This presupposes that in instances when Lhe employees 
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circumstances and values are in no conflict: with the job interests, t.hc 

distinction between financial and non-financial rewards may not: be walert.ight.. 

Further, the study findings revealed that. each school h;:.1d ;:.1 revmrd 

management policy that stipulated the nature of rewards, access and amount. 

given Lo every individual employee. Hm;\rever, there were varying reward 

management policy stipulations in each of the individual school policy 

guidelines. Some of the commonly mentioned reward management. policies 

included the time taken in service, one's level of education. one's daily vmrk 

load, individual responsibility apart. from Leaching, fo r exampl e bein g ~-1 "' ~ ' ' 1 L" I.' .... . , c1 .. , . • 

teacher or ahead of department, performance quality output as depicted by the 

number of student excelling in a given subject, one's marital stat i is and 

religious affiliation t:o the extent that some rewards ,,vere based on the recorded 

frequency to Sabbath attendance. 

C insberg(l 996) depicls Lhe fact. Lhal within lhe fin irn c ial a n d no n '."'. r1;Jn c i;;i 

rewards, there is another categorization based on the nature o[ the reward , 

thus: intrinsic ( psychological rewards that arc experienced direct Iv by ;:.rn 

individual such as feelings of accomplishment, increased self esteem, and t.he 

salisfaclion of developing a new skill), and extrinsic (rewards that arc provided 

by cin out.sider agent , such cis supervisor or work group such as bonuses , 

praise , or promotions). What remains the concern !"or this study is t.o fin d ou t. 

the extent to which either intrinsic or extrinsic rewards are given t:o secondary 

schools teachers. This was done focusing on the seventh Day /\dvent.ist. 

secondary schools in Luwero district as a case study. 

l~esearch quest.ion 2: what impact: do re\vards have on Leacher perform ci n cc 1n 

Lhc seventh Day Adventist. secondary schools'? 

The study findings revealed that rewards have a significcinl impcict. o n Lcach u 

performance. However the nature of the impact varied and was not universal in 
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every school. in some cases, the impact was positive while negative in other 

cases. In most cases a combination of the two prevailed at a Lime. 

The ju s tifica tion for a positive impacL wa s Lh aL Leachcrs cxpcc: L rewards in case 

they perform better than the rest. This in a way acls as a rnilcsLonc Lh a L 

individual teacher aims at achieving. In this way bcller performance is self 

initiated due to the presence and expectations over a reward to the given. Other 

than providing an incentive to work role performance teachers also feel 

recognized by the management in instances when rewards arc Lo be given. This 

agrees \vith observation of a number of scholars , particularly orga nizational 

psychologists m their varying theories on mo Liva Lion and rewards of 

organizational staff. For example , Armstrong (2002), Chandan (1999) e:u1d 

Maieibi (2003) observed in principle that. rewards conslilute Lo a drive t.haL 

make people act or not in a particular way. This encompasses the entire class 

of drives desires, needs, wishes and other like forces. Anything done Lo Louch 

o n these forces causes a behaviour, which is interpret.eel as the rnotivation 

behind thaL behaviour. The gist of the point here resLs on the facl Lhal people 

ha ve needs. A need is lack of something wanted. This lack gives birth to a drive 

in the people to satisfy the need, if the needs arc to a drive in Lhe people Lo 

satisfy the need. If the needs are satisfied, organi:wtional staff's devotion t.o 

work increases and this subsequently improves on the performance. 

Un Lhc oLhcr hand, iL was pointed ouL thaL rewards have a negaLivc impacl on 

teacher performance due to the fact: that rewards destroy relal.ionships and co 

operation. Rewards in this way, set a competitive scenario among the teachers 

and the administrators as well. It thus goes that if someone is judging you in 

order to punish you, your actions will seek approval or avoid approval rather 

than t.o do the I.asks that arc necessary . L3csides, th e fact th a t. rewards arc 

limiLccl, only Lhe best performing teachers get Lhc rewards. This e n courages 

individualism and destroys co-operation, for everyone will try to emerge t.he 

best performing teacher and be accorded the reward. 
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According to ,Jay(l 983), rewards are demeaning and manip1_ilating. They 

distract employees from the importance of their work as they divide employees 

by encouraging internal competition and political pettiness. Ov,ring Lo Lhis 

observation, most organizational managers , have , indeed found il rather 

tiresome Lo adopt: a rev,rard management system,. Sa la ry has , in s u ch ca ses 

been Ll1c basis or c rn p loycc rewa rd for Lhc work ro le fu lfillrnc nL , it. \.i·as in I.he 

interests of this study to find out whether employees iii such organizalions 

have reacted to and influenced their performance allributes as compared Lo 

those whose organization uphold the reward policy for their employees . 

l~csponscs from interviews with the head teachers, -members of 13oard of 

Directors and school finance Cornn~iLLec, were also in a.grcd111..: 11L w ~i..L 

responses from the questionnaires. There was a general agrecmcnl LhaL Lhough 

rewards may be associated with both the positive and negative impact: on 

teacher performance. it was rather n the interests of the various school 

;-1d rni11i s t. rat.i or1 Lo rninirni zc Lhc negaLi vc irnpa cL dncJ co nsolida te U-h: iJc; 1diLs 

associated with rewards. 

Further, it was found out that teachers were gelling Lhe same rewards. J\11 Lhc 

responses generated this issue (100%) revealed Lhat lhere were differences in 

the amount and level of' reward given to teachers. The basis of the difference 

was basically a factor to reckon with years of service in a gi ve n sc h ool unc:! in 

the teaching profession, performance output and quality standards, academic 

qualifications, marital status other responsibilities one is enl.rusled with apa rl 

from teaching, position held, religious affiliation and years served in the church 

ll lS Ll LLl l.IO ll. 
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5.3 Conclusions 

In view of the study findings, the following conclusjons were rn a d c: Tu1c hcrs in 

the seventh day Adventist secondary schools were getting rewards though there 

was a variance in the nature and amount given to every individual teachers. 

2. l~ewards have both positive and negative impact. on teache r pcr!orrncrncc . 

Much as they encourage hard work, in cxpcclalions of a revvard, they equa lly 
I : • , . : • ' 

,;c~;t . · .\ i l' . C: :t : ( Ji'i .. ~!i!iJ C.1!"1U Ct..i Uf) t:r-dl. h .. )l l drl 1Cl16 1·,.' (t~ :: .... · 1·s . 

3 The reward management system was ineffective in all visited seventh day 

Adventist secondary schools in Luwero district due challenges like insufficient. 

funds, lack of trained personnel determining who and v.rho not Lo re\Mard, 

innuence of religion, jnabiliLy to feel the impact. of rewards and resentment. 

especially when someone expected a reward and it is nol given, or when Lhc 

amount expected not the one given. 

5.4 Recommendations 

... '. ~ ... 

1. There is need to set up alternative sources of income Lo boost. the reward 

pool such that enough can be provided to the staff members. Selling up income 

generating projects, such as farming, brick making, school choir, renting out . 

some facilities and so forth would provide an alternative source of incorne olher 

than depending on the contributions from students' school fees. 

2. There is urgent need to promote the principle of meriL m det.errninin g who 

should be rewarded with what than conventional means such as religious 

Tlic 1x 11K ipic sho uld be based on uuL righ tly excellent p l: r fon-r1cJ.n cc . 

3. There is need for the school administrators to set up policy guidelines, with 

standard criterion of rewarding employees. The process should be participative 
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;11)ci l .11et)in;mss Lil e inputs ol t.hc int.ended bc11dic ia r ics , l1 ce:tring in co nten t. 

performance output and quality . 

5.5 Areas for further research 

In view of the study findings, the following area for further research was 

suggested: 

1. A study can be done to find out of rewards on employee performance other 

than teachers in Seventh Day Adventists Secondary schools for comparative 

purposes. 

' > 1\sccrLlill l h e effec ti ve ness of re\Ma rcl s in employee management and 

performance can also be an area for further research. 

3. Establishing the possible policy guideline that can improve on the efficiency 

of reward in · stimulating better performance in secondary schools cun a lso be 

an area to investigate . 
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APPENDIX 1: 
QUESTIONNAIRE ON REWARD MANAGEMENT 

AND TEACHER PERFORMANCE IN SI)A SECONI)ARY 

SCHOOLS IN LUWERO DISTRICT FOR TEACHERS. 

Dear respondent, 

' 
I . am collecting data needed to complete an ongomg academic study on the 

management and performance of t~achers in SDA secondary schools in Luwcro 

districts: You have, therefore been selected to participate in the study by 

responding to the questions contained therein. Your arc kindly asked to answer 

all the items to the best of your knowledge. However, feel free to leave out any 

question you may not be able to answer. All information you give will be treated 

with utmost confidentiality. Thank you. 

SECTION A: BIO DATA. 

1. Name of the school .. . . . .................. .. ............ .. . 

2. Class (es) taught ..... ... .... . ...... . .... .... . . .. .......... . . .. . . . 

3. Age of respondent: 

4 . sex of respondent: 

a) Male D 
b) Female D 

5. Level of Education attained 

6: Time spent in the teaching profession (state in years) 
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SECTION B: KNOWLEDGE ABOUT THE NATURE OF REWARDS 

1. Do teacher in the school receive rewards from the school administration? 

a) Yes b.No c. I do not know D 

2. If yes, what kind of rewards are commonly given to teachers? 

a) Financial rewards 

c. Both a and b 

b Non financial rewards 

3 . (1) specify the nature of rewards that you are provided with and are 

financial. 

a) Salary /Wage D e) Payment of result D 

b)Bonus f. Pay rise D 
c)Profit sharing D 
ii) Specify the rewards that you are provided with and are non 

financial 

d) Sick pay scheme D 
e) Free life insurance D 

1) Accommodation D 

g) Transport facilities D 

h) Support for further education D 
i) Study leave D 

j) Professional subscriptions D 
o k) Staff outings 

1) Flexible working hours 

m) Any other (Please specify) .. ................ .. ....... .. . . 
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4. How often do you get the aforementioned rewards? 

a) Financial rewards 

i) Very often 

ii) Often 

iii) Rarely 

D 
D 
D 

iv) Any other (Specify) ............... . ...... ... ... .. . .. ... .. .. . . 

b) Non financial rewards 

i) very often 

ii) Often 

iii) Rarely 

D 
D 
D 

iv) Any other (specify) ........ . .... .. . ......................... . 

5. Does this school have a reward management policy 

a) Yes D b)No D 
6. If yes, could you please mention the policy guideline and proccd urcs Lhal. arc 

followed: 

1. ....................... . .... ...... ... . .. ..... .. . ... ... .. . ... . ......... . . .................. .. . .... . ...... . 

11. ....... ..... ... . ............ . ...... . ... . ...... . .... . ........................ . ... . . . .. .. ............. . ... . . 

111. . . ................................. . .. .. .......... .. .... .. .... . ... . .. .. . . . . ....... . .... .. . ......... . ... . 

IV .. . .. . . . . ... ... .. ................. . ... . . ...... .. .. . ........ ... .. .. . . .... ... . . . ... .... . .. ..... .. . ...... . . 

SECTION C: THE IMPACT OF REWARDS ON TEACHER 

PERFORMANCE. 

1. As a servmg teacher, do you think that the rewards you are given 

at school have any impact on your performance'? 

a) Yes 

b)No 

D 
D 
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. 
2. If yes, what impact do rewards have on performance of teachers in this 

school? 

a) Positive impact 

h) Negative impact 

D 

D 
Both positive and Negative impact 

3 . For any of your answers in questions 2 state how 

a) Positive impact 

1. Rewards satisfy teacher's needs thereby increasing their devotion to work . 

2. Rewards act as incentive that encourage one to effectively fulfill his/ her 

work roles 

3. Rewards encourage hard work because teachers expect a reward in ca se 

they perform better than others do. 

4. Rewards increase teachers satisfaction, for they get to know that the school 

management recognizes their good work. 

5 . Any other (please specify) . ... .. ... . ... ........ . .... .. .. ... ... .. .. ..... . 

b) Negative impact 

1. Rewards arc a form of punishment. When you do not gel a reward , iL is ii kc 

you are punished and when you get it, you can easily come to resent control 

that it represents. 

2. Reward can destroy relationship. Real co-operation and sharing is necessary 

for quality products and services. If someone is judging you in orde r to punish 
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your actions will be to s eek approval or avoid d isapproval, rather than to do the 

tasks that are necessary. 

3 . Reward s focus on outcomes and can ignore reasons. By rewarding the 

outcomes, we can easily ignore the cause and the bigger system th al produces 

the out.comes . 

4. Rewards can discourage risk taking. By focusing on rewards , ;:-,c -n)()l 

managers can ignore change s in strategy that need to he made as a ma tt.er of 

mid-course correction and they will not make d ecisions that may h ave higher 

payoffs but have more risk. 

5 . Any other (please specify) 

4 . Do all teachers, in this school get the same rewards'? 

a) Yes b)No C:=J 

5. If No what is the basis of the differences'? 

i) .... .. ... ................ . ...... . .... ... .... . .... .. . . .. ......... . 

ii) .. . ..... .. . .... ...... . ..................... . 

iii) . . . . . ... . . . . .... . . .. . .. . . . . ..... .. . .... . ......... .. ... . . 

iv) . . .... .. ... .. . . .... . .... . ... .. ......... . . .. . . ... . . 

SECTION D): KNOWLEDGE ON REWARD MANAGEMENT CHALLENGES. 

1. How would you rate the effectiveness of the reward man a gement. syslcn. in 

this school? 

a) V cry effective b) Effective C:=J c) Ineffective C:=J 
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d) Very ineffective 

2. For any of your answers in question 1, give a reason : 

i) ... ..................... ..... .. .... . ......... ... ... .. . . . 

ii) ........... .. . . ..... .. ........ . .... . .. . ... . .. . .......... . 

iii) .. . .... .. . .. .. .. . ......... . ..... . ....... . . . .... .. . .. . . . . . 

iv) .. .... . . . ... . .. . . . . . . .. . .. . .. .... .. ... . . .... .. . .. . .. .. ... . . 

3. Does the reward management system in this school face a ny c h a lle nge? 

a) Yes C:::J b ) No C:::J c) I do not know [=1 

4. If yes, what challenge? 

i) . ... .. .. . . .. . . .. .. . ... . ... . ......... ................ .. . . .. . .... . . 

ii) ....... . .... . . . ... . . . . .... .. . .. .. . . .. .............. . ... . ..... . 

iii) . . . . . .... . . .. . .. . ... . ..... . .. . .. .. . . . . ......... . .. .. ... .. .. . 

iv) ... . ............ . ..... . .. .... . . ... .. .... . ........ . . . ... .. ... . . 

v) · · · · · ·· · · · ······· ·· ·· · ···· · · · ·· ·· · · ·· · · ·· · · ·· ····· ··· ·· ·· ·· ·· · 

5. Suggest what can be done to overcome the challen ge Lo cffccli vc 

reward management system in the seventh Day /\dvcnlist secondary 

schools in Luwero district. 

i) ..... . ... ... ... .... ... . .. .. .... .. .. .. ...... . .. . .... .. . ... ..... .. ...... .. .. . . 

ii) . . ... .. ... .. . .. .. ... . .. . ....... .. . .. . ......... . .. .. . . ... . .. . ............. . 

iii) . . . .. . .. . ... . .. . .. .. .... .. ... . . .. ..... .. . .. . . ... . .... .... .. . . .. . . ...... . . 

iv) ... . . ..... . . ........ . .... . ..... . .... . ... . .. . .. . .. . .. .. . . .............. . . . 

v) . . .. . ..... . .. . ....... . . . . . ... . ............. . .... . ...... . ... . .. . . ... . ... . 

END, THANK Y OU FOR THE RESPONSE. 
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APPENDIX II: 

AN INTERVIEW GUIDE FOR THE TOPIC: 
REWARD MANAGEMENT AND PERFORMANCE OF TEACHERS 

SECONDARY SCHOOLS IN LUWERO DISTRICT. 

To he administered to head teachers, members of the s chool fin a n ce CommiU.cc 

and Board of Directors. 

Dear Interviewer, 

I am Nuwagaba Lawrence Maradon a student of Kyambogo University 

and currently carrying out research as part of the r equirements for the awa rd 

of a Master of Education in policy planning and Management. The d a ta 

obtained will hopefully improve the reward management system in the Seventh 

Day Adventist Secondary Schools in particular arid other s c hools in gen e ra l. 

You have been identified as the best source of jnforma tion sin ce you arc versed 

with th e how rewards arc decided, measured and given out. to e mployees in Lhis 

school. The information you give will he kept confidential. 

SECTION A: BACKGROUND INFORMATION. 

I. Age of respondent 

2 Sex of respondent: a) male b) Female 

3. Level of education attained .... . . ..... .. . .. . ..... ..... .. .. . .. . .. . . ... . 

4. Position held: 

a) 1-lead teacher . 

b) School Fina nce Committee Members 

c) Members: Board of Directors 

5 . Time spent occupying the current position (sta te in yea rs) 
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SECTION B: TEXT QUESTIONS. 

1. Do teachers in this school receive rewards from the school administra tion? 

a)Yes b)No c=J 

2. lf yes, what kind of rewards are commonly given Lo teacher? (Probe along 

financial or non Financial rewards). 

3. Specify the financial rewards commonly given to teachers in this school. 

4. Specify the non-financial rewards that are give to teachers. 

5. Does this school have a reward management policy: Yes/ No. 

If yes, could you please mention the policy guideline and procedures that arc 

followed: 

i) .. .. . ........ . ..... . ............ . .. . . ... .. . ... . .. .. . .. . .. ... .. .. ...... ..... ..... . .. . .. . .. .. .. . .... . .. . . . . .... . 

ii) .. ... ... .... ........... . ... .. . ............... .. ... . .. ... .. . . . .. .... .. ............ .. . ....... . ... . . . ... ... . .. . 

iii) ............................ . ...................... ......... ..... .. ............................... .... .... . . 

iv) . .... .. .. ... .... .... .. .. .. .. ... ... . .. . . .. . .. . .. .. ......... ... .. .. .. .... ... . ... .. .. .. .. .. .. . ... .. ... .... .... . 

6. Under what circumstances are rewards given out to teachers in these 

schools? 
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7. What guides how much of reward that has to be given out to a teach er? 

8. How often are rewards given to teachers in this school'? 

9. Do you think that the rewards given to teachers in this school have a ny 

impact on their performance Yes /No 

If yes, what impact for rewards have on performance to teachers in !.his 

schools? (Positive or Negative impact) 

10. For any of the answers in question 11, request the respondent: to s ta te hmv 

12. Do all teachers in this school get the same rewards? 

(Yes/No) 

13. If No what is the basis of the differences? 

i) .. ..... .. .... . .. . .. .. .... ......... .. ........ . . .. ... .. . ...... .... .. ..... .. . .. . ... . . .. .. .. .. . .... . .. . ..... . .. .. .... . 

11 . .... . . ... ...... . ........ ... ......... . .......... . ....................... . ...... . ......... .. ...... . . . .. . .. . . .. . . .. . 

111 . .. ... .. ... .. ... .. ............... . .. . . . . . ... .. . ... .. . . . .• •.•.. ......... .. ..... .. . . ... ... ... ........... . ..... .. .... 

IV ... ... . . ......... . ........ . . . ........ .. .... . .......... . ... .. ..... . .. . ........ . .. . . . ... .... . .. ... . . .... ..... .. .. . 
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15 . How wou ld you rate the effectiveness of the reward management system in 

this schooP 

16 . For any of your question 15, give a reason: 

i) .......... . .............. .. .. ..... . ........ . ............ ...... .. ... ....... . ........... . .... ..... .......... . ...... . 

11 . ... . . . ... . . .... . . ...... ... ................................ . ........... .. ..... .. ..... .. . ....... ...... . ..... .... .. . 

111 . .. . . ... ... .... •.. ...... ..... ............. .• ... . ...... . . . , ..... ....•... . •.. ... ... ..... . ...... ... . ....... .. . . .... .. 

JV ..... . .. •. .......... ...... . ... ... .. ...... . .•........ . ..... . . . ..... . . . ... . . . ... . ··•·· ·· ··· · · ··· ·· · . . . • .. . ... ..... 

17. Does the reward management system in this school face any challenge? 

Yes No 

If yes, vvhal challenges? 

i) .... .. ... . .......... . ........... .. .... .. ... . ........ . . .. . . .......... . . .. .. . . . . ... . .... . . . .... . ...... .. . ........ .. . 

11 ..• . .. . . ...• • .•..•... ..•. ..... . • .. . .. . ...•... . ... . .. . .. •.. ..... • •..... .. . . . .. . .. .... . . . ... ....•.... .. . • . . . . . .. .... 

111. •.. .. . ... .. ..•. .. .. . •. . •• .•.•... . .•..••....•.. .. . ... .. • ..•.... .. . .. . . .. . . .... . .• . . . .. .. ... . ... .. •...... . ...... . .. 

lV . ... ... . ... . ..... . . .. . .. . .. .. . .. .. ......... . ... ... ...... ... ........... . .... .... ... . ........ . . .. .. .. .. .. . . ... .. . . 

v ......... .. . . ................................... . ..................... ... . . .... ... ... . . .. . . .. .. .. ..... .. ....... . . . 

18 . Suggest what. can be done lo overcome the challenges lo effective reward 

management system in the Seventh Day Adventist Secondary Schools in 

Luwero district. 

i) .. . ..... .... .... .. . . .' . . .... ............ ... ..... ... ......... . ..... . ................. . . ... .... ... ... ... . .. ......... . 

11 ...... ... . . .•... .... .•........ • .. .. . . . . .. .. . ..•.... .•. ...... . .• • ... ..• .•.. . • . .. • . .••. . . ... . . ... .• .. . . . . • . . ..• • • . . . 

.. . 
Ill .... .. .... . ........... . . .. ..... .. . .. .. .... .... ......... .... .. . . .... .... . .... .. ... . .. . .... . .. . . ... ............ . .. . . 

JV ..... ..... .... ... .• ..... . . .• ... .. ... ... ........ . .............. . ..... .. .. .. ........... . ... . .... .. .... .. .. . . .. .... 

END, THANK YOU FOR TILE RESPONSE 
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