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Abstract 

The purpose of the study was to establish the relationsh ip between monetary incentive and the 
quality of teaching in secondary schools in Alebtong district. The objectives of the study were to 
examine the effect of extra load allowance on the quality of teaching, assess the effect of 
performance pay on the quality of teach ing, and examine the influence of PTA allowance on 
quality of teaching. The stud y employed a cross-sectional survey design, a purposive sampling 
technique and sim ple random sampling technique were used. Data collection instruments were 
'>tructured questionnaires and interview guides. Data was collected from a sample of 72 
representing a total population of 185 including Teachers. Deputies and Head Teachers 
Quantitative data was gathered in order to establish the relationship between the independent and 
Jependent variables and qualitative data collected to provide in-depth information on the 
monetary incentive and quality of teaching. A Stat istical Package for ocial Sciences (SPSS) 
\ersion 20 was used to establi sh the relationship between monetary incent ive and quality of 
teaching and Pearson moment correlation coefficient to determine the degree of relationship . 
fhe qua I itative data were categorized. organized. analyzed along the themes of major variables 
and reported quali tatively in description along with frequency counts and percentages. The 
finding establ ished that there is a pos itive significant relationship between extra load all owance 
and quality of teaching. Performance pay has a positive significant relationship on the quality of 
teaching. and PTA allowance has positive significant relationship with quality of teaching in 
... econdary schools in Alebtong district. The Study recommends that schools should give extra 
load allowance to improve quality of teaching. schools should introduce performance pa) to 
encourage quali ty teaching. and PTA should be encouraged to moti vate teachers for quality 
teaching. 

xi 



1.0 Introduction. 

CHAPTER ONE 

INTRODUCTION 

Thi tucly examined the relationship between monetary incentives and the quality of teach ing in 

econdary school o f Alebtong District Northern Uganda. Monetary incentives form ed the 

independent variab le and quality of teaching formed dependent variable. This chapter consists or 

lhe Background to the study, Statement of prob lem, Purpose of the study. Objecti ves o f the 

tud). Research Questions. Research Hypothes is, the Conceptual Framework. and Significance 

of the tudy and the Scope of the Study. 

1. 1.0 Background to the Study. 

1.1. I T he Historical Background of the Study. 

In the recent past. incentives in education have become a matter or concern both to the 

governmen t and to the private sector all over the world even though teachers get monthly 

alaries. Resources for education continues to decline while the demands continue to raise 

tOECD. 2012) and these have affected the resources which go to teachers in form of incenti ves. 

Hattie (2003) revealed that teachers contribute around 30% of the overall variati on in student 

ach ievement and success. more than any other factor. U ESCO (2006) revealed that poor 

academ ic results of schools in Uganda in general "as documented to be the outcome of lack o f 

incentives to teachers. 

\1any developed countries like USA, Turkey, orway and Demark have deviated from 

rradi tiona l teacher compensation to encourage quality of teaching th rough monetary incentives 

(t\clcbayo. 20 18). Incentives have also been implemented in many other countries. including 

lnJia. Israel. Kenya. igeria and Hungary. ome of these studies have indicated that monetar. 

incenti ve can be effective and more cost efficient than any other measures in improv ing the 

qual it) or teaching. Simi larly, a study conducted by arsee (20 12) in South Africa found that 

monetary incentive is the most important incentive category. However. other studies have 

1 



.... uggcsted no effect o f increased incenti ves on the qual it) of teach ing. for example. .1an.1CL 

\laina. Kibet. and jagi (20 13) in Kenya argued that monetary rewards (ca h bonu) have no 

effect on employee performance. Uzonna (20 13) also argues that when it comes to bringing out 

the best per formance o f employees. growth opportunities. recognition and non-cash reward are 

more cftcctive motivators than monetary incen ti ves. 

In Uganda incentives to teachers became a concern in the 1970s w here Parents adopted the PTA 

iJea of 1964 to raise resources to support teaching and learning (Ssekamwa. 200 I). Most 

publications have revealed diverse concerns on incentives to motivate teachers in Uganda. Tash 

Lumu (20 I 0) points out that. teachers are the lea t moti vated civi l servants. airuba (2011) 

carried out a study on the effect of motivational pract ices on teachers' per fo rmance among 

ccondary schoo ls in Jinja and she fou nd out that fringe benefits such as al lowances, recognit ion. 

promotion and praise depended on the ava i lability of funds. She also found a vcr) weak 

relationship bet\\ een motivat ional practices and teachers· perform ance in urban secondary 

schools in Jinja. The srud, concluded that there are other factors that could be affecting teachers· 

performance in the schoo ls. Ho\\ ever. T l A (2013) revealed how job strati ftcation. re\\ ard 

'>)Stem. profe sional training and development and '"ork situational - fac tors arc affecting 

teacher" moti vation in Uganda. A study on teacher"s moti vation and academ ic per formance in 

amayingo distr ict eastern Uganda revealed that teachers are motivated th rough extrin sic fac tors 

'' hich include materi al thi ngs such as money and intrinsic factors that is to ay intangible such as 

recognit ion among others. 

In sub- ahara Africa the qualit) of education in <;ccondar) schools experienced decline in the 

I 970s and 1980s as a result of two decades of civil war. experienced b) mo. t countries. This led 

to poor enrol lment. poor quality of education and high rate of secondary school dropout (MOE 

200 I). 

2 



evera l studies have been conducted on the quality of education in Uganda. a stud y by African 

population and health research Centre revealed how the quality of learning was a challenge in 

public schools a case of lganga and Mayuge districts (APHRC. 2016). U ESCO (20 13) revealed 

ho\\ quality of teaching is low due to lack of teacher motivation. Studies have recognized that 

the introduction of U E in 2008 and UPOLET in 20 12 with the aim of improving quality. 

re levance, efficiency and effectiveness in service delivery, more schools, have been established 

and enrollments in all these schools have impressively increased (MOES. 20 14). The statistical 

data avai lable have ind icated growth in enro llment rates in secondary schools from 2011 up by 

27.7% (Galiwango .. 201 1 ). Othe~ innovations to improve on the quality of teaching in schools 

include the estab lishment of the Directorates of Education Standard (2008) within the ministry of 

education and tasked with the responsi bility of ensuring quality of teaching and learning. 

pedagogical teachers' training in educational institutions (MOES. 20 13). But one area which has 

not been paid serious attention to is the area of incentives to motivate teachers to add extra un it 

of thei r effo rt to improve on the quality of teaching (U E CO. 20 13). Literature al so reveals a 

mixed conclusion on the effect of monetary incentives on the quality of teach ing. 

J .1.2 Theoretical Perfectives. 

This stud y is guided by .. Theory of labour productivity"' advanced by Adam smith ( 1723) 111 

"hich he suggests that wages are closely related to the marginal productivity of labor. The theory 

suggests a clear relationship between productivity. wages and demand for labour and that wages 

correspond to margina l productivity of labour. This theory is in line with Policardo et al. (2014) 

\\ho revea led that wage inequal ity measured by a Gin i index has a negative effect on a country"s 

labour productivity ~nd that more wage inequali ty implies less labour productivity. 

However, neoclassical theories of wages suggest a clear view that wages are not associated with 

the marginal productivity of workers instead they argu ed that paying higher-than-market wage 

can be a rational choice for firms to increase the \\Ork effort of emplo)ees. In thi s case \'vOrl-.er~ 

are clas ified as ·productive workers· whose utility is based on wages. Another category or 
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workers arc described as ·shirking workers' who earn the same wage w ith less work effort, but 

who face a higher ri sk of job loss if their employers discovers the ·shirking.' and face a higher 

ri k of rel iance on unemployment benefits, with lower uri lity. Therefore. thi s leads to an 

equilibrium v. here wages are set at the level at wh ich workers decide not ro ·shrink. It is 

therefore essential to understand how monetary incentives directl y drive up the productivity of 

teachers and directly impact on learning outcomes in the Jong run . This theory w ill be u ed ro 

explain how the qual ity of reaching is dependent on monetary incentives in secondary schools. 

The theory w ill be used to understand how teachers' reward s based on monetary incenrives in 

terms of ext ra load al lowance, performances pay and PT A al lowances influence efforts of pub I ic 

school teachers in A lebtong district. 

1.1.3 The Conceptual Perspectives. 

Monetary incenti ves involve all rewards that have a monetary va lue such as allowance pay. merit 

pay. contribution or performance pay, competency. pensions, health insurance (Armstrong, 

20 I 0). In addition to regu lar salary payment, Armstrong (20 I 0) argued that monetary incentives 

are the core element in total reward . According to (Wayne, 1998) reward in form of money has a 

trongcr inlluence on per forman ce of employees. While A rmstrong ( 1996) emphasizes the 

importance of extrinsic motivation when he sa id that money offered the possibility of carrying 

out a number of different purposes. arsee (20 12) in South Afr ica found thar monetary incentive 

is the most important incenti ve category that people need to satisfy their var ious wants. Akitonye 

(2000) asserts that money remains rhe most significant motivating strateg). As far bad. as 19 11. 

Fredrick Taylor and his scientific management associates describe money as the most important 

factor in motivating the industri al workers to achieve greater producti vi ty. Similarl y working as a 

kad consultant with the U A ID funded program me targeting personnel engaged in humanitarian 

rescue mi sions in ~oma l i a, Jandaya (2008) establ ished that workers can brave working even in 

the most dangerous environments. if they are assured of handsome monetary rewards. She 

advi ses that workers should be treared as partners in any initiati ve i f devoti on and commitments 
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Lo tht:ir duties are to be deve loped in them, and bei ng a partner demands that what accrues from 

an undertaking must be shared by the people with stakes . Therefore, a good monetary incentive 

package att racts not only competent workers and retain them. but also determines their 

commitments and att itudes towards work. 

According to Longman dictionary of contemporary Engli sh ( 1999:36), an allov. a nee is an 

amount of money or something paid to the worker, regularly for special reasons. Cushway. 

( 1999: 156) referred to incenti ves fr inge benefits as addi tional payments beyond the basic pays 

like pay rise. over time pay and payment by results, bonuses and profi t oriented pays. In most 

organizations. such benefits include: performance related pay. meri t pay. knowledge contingent 

pa: . team based pay and organi zational based pay. based on the profi tab il ity of the firm . 

recognit ions. promoti on and praises. 

Quality of teaching concerns one·s competences, teachers· credibi lity, teaching outcomes as 

demonstrated by teacher's preparation. instructional strategy. academic and professional tests 

outcome of learn ers (Wang, Spalding, Cari. K lecka & Ode I I. 20 11 ). The outcomes are 

knO\\ ledge. skills and values that students acquire to be prod uctive in society (Cochra n-Smith & 

Frie . 200 I; Darling-Hammond & Youngs, 2002). 

Teachers are one or the key elements in the school and the qual ity of teaching depends on the 

wachers who are we ll paid and moti vated . They are the driv ing force and main resource in the 

development and academic growth of students as they are sources of knowledge and agents of 

change (Wallace, 20 11 ). Resea rch so far has shown that a teacher·s effecti veness has an 

influence on the Stu.dents· academic attainment (A fe . 200 I). Logica ll y ir is so because teachers 

arc the fac ilitators in the teaching and learn ing process. They interpret the subjec t matter and put 

theor) into practice during their interaction with the students. The teachers are increas ingly 

becoming the focus of interest because of the key ro les that he or she plays in the del ivery of 

qual it: educati on to the learner .. (Taa l, l 996, p.16). 
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1.1 A The Contextua l Perspective. 

Teachers in Uganda are operating under hardships even though they are paid monthly sa lary 

(MOE . 2018). Egau. (20 18) suggests that teacher 's motivation is a crit ical issue in the 

educati on system and significantly influences on the quality of teaching and learning outcomes. 

Teachers al all leve ls may desert the profession to engage in other th ings that make them earn a 

li ving and worst of all few students want to train as teachers (Egau, 2018). 

In A lebtong district. the government program s such as orthern Uganda Social Action 

( U AF). Peace, Recovery and Development Plan (PROP), World Bank project have supported 

the building of infrastructure l ike: classroom blocks, laboratory and provision of desks (Okello. 

20 18). USE (2008) ~nd UPOLET (20 12) poli cies have motivated parents to send their chi ldren to 

school. Also publi c secondary schoo ls in Alebtong district receive monthly sa lary and P.T.A fees 

from parents tO\vards supporting teachers and student for quality education (MOES 2008b). 

I lowevcr. monetary incenti ves in terms of extra load allowance. performance pay and PTA 

allo,,ances to motivate teachers toward s extra un it of input are causing low qual ity or teaching a 

reflected in teacher" s preparation and assessment outcome in the district. Okel lo (2018) argue 

that to boost the standard of education in the region. the government should provide more 

incentives. increase salaries. and recruit more staff. 

While Uganda ationa l Examination Board has expressed concern at the current quality of 

teaching as renected in the results. it has contributed to fa ilure o f some candidates (UNEB. 

2018). In 2018. A lebtong district.had only 10 students in division I at ordin ary level. representing 

1.3 (%). 96 \\ ere in division II. representing 12 (%).while 217 were in division Ill representing 

27 (%). 377 in division IV. representing 47 (%). 02 in division VI I. representing 0.2 (%). 88 

\\ere in division IX. representing 11 (%). Therefore. there is need to estab lish the influence of 

monctar) incentives on teaching and the learning out comes. 
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1.1.5 Conceptual framework. 

The figure I. monetary incentives (Armstrong, 20 I 0) is the independent variab le that has direct 

relationship on the quality of teaching (Wang, Spalding & Odell. 2011) as dependent va riable. 

MONETARY QUALITY OF 
I NCENTIVES (IV) T EACHI NG (DY) 

D Adequate Teacher's 
D Extra load allowances llo.. 

.. ~ "' preparation 
D Performance pay 

D Instructional 
D PT A allowances 

strategies 

D Students' 

asses ment 
r ~ 

INTERVENING 

• Family background 

• Students' 
characteristic 

• Government policy 

'" ~ 

The co11cep1ual frame work is heing derived from I ilera/ure review 

The figure I above presents the relationship between monetary incentives and quality of 

teaching. Monetary incentives basically include the provision of extra load allowances. 

performance pay. and PTA allowance to enhance quality of teaching outcome as reflected in 

teachers· preparation, instruct ional strategy and students' as essment outcomes. 

1.1.6 Statement of the problem. 

Monetary incentives I ike other types of incent ives encourage qua I ity of teaching among teachers 

"here learners get better grade and acquire skills. However. in Alebtong di strict the quality of 

Leach ing in secondary schools as reflected in national exam ination assessment is very low where 

'er~ few student p~ssed in grade one and two. The 2018 U EB results sho' that students in 

Alehtong district continue to regi ster a decl ine in 0 ·1evel results since 2013 to 2018. In 2013 

only 05 students out of 490 passed in grade one, I 2 out of 448 in 2014. I 0 out 628 in 2015, 11 
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out 70-l in 201 6. 08 out of 537. and I 0 out of 798 in 2018. Many stakeholders have attributed thi s 

to inadequate teachers· preparation. instructional strategy. and poor assessmen t strategy because 

teachers lack remunerati ons. This is a concern and it seems to threaten the future of students as it 

ma) lead to high dropout rates. sub-standard students to join other tertiary institutions and 

acq uire li fe time careers hence wastage of resources to the country. Therefore. it is from this 

background that this study aims to invest igate the relationship between monetary incenti ves and 

qualit) of teaching in secondary schools in Alebtong District. 

1.2 Purpose of the Study. 

The purpose of the study was to establish a relationsh ip between monetary incenti ves and quality 

of teaching in Secondary Schools in Alebtong district. 

1.3 Objectives of the Study. 

I. To examine the influence of extra load allo\\'ances on the qualit) of teaching. 

2. To assess the effect of performance pay on the quality of teaching. 

3. To examine the in fluence of PTA allowances on the quality of teaching. 

I A Hypothesis. 

1. There is a signifi can t relationship between extra load allO\ ances and the quality of 

Teach ing. 

11. There is a significant relationship bet\\een Performance pay and the qualit, of teaching. 

111. There is a sign ifi cant relationship between PTA allowances and the qua lity of teaching. 

1.5 Resea1·ch questions. 

1. Ho\\ does extra load allowances do influence the quali ty of teaching? 

11. What impact does performance base pay has on the quality of teaching? 

111. How doe PTA allowance influence the quality of teaching? 
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1.5 Signi fica nce of th e st udy. 

The fi nding from this study will provide understand ing on ho\\ monetary incentive drive 

productivity of teachers and impact on learning out comes in the long run . 

The findings from this snid) \\ ill reveal to policy makers the significance of monetar) incentives 

to help them re-design incentive policies that attract competent workers to join the teaching 

profess ion and retain them. 

The kno\\ ledge ma) be used to design incentive strategies for the qualiry of teaching 111 

secondar) schools. 

The stud y hall help econdary chools adm inistrators to offer fa ir and adequate monetar) 

rewa rds so that teachers are motivated to increase their input for better outcomes. 

The study can help students and academicians \\ho are interested in thi s fi eld of study on 

teacher's motivation. 

1.6 Sco pe of t he st ud y. 

This section inc ludes the geographical locati on. time and content scope as indicated below. 

1.6. 1 Geogra ph ica l cope. 

Geographica ll y. the study \\ a conducted in six (06) government aided secondary schools in 

A lebtong district. 

1.6.2 Location of th e study. 

The stud) \\ a carried out in Alebtong District. It is located in the northern part of Uganda and 

is boardered by fou r distr icts namely: Lira (West). Otuke ( orth East). Am uri a district (East), 

Dokolo (South). The district compri ses of 6 sub-counties and a town council. 

1.6.3 Time scope. 

Five years from 20 13 to 20 18 as it is a time when A lebtong district experie nced inconsistency in 

students under academ ic performance due to inattent ion to monetary incenti ves . 
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l.GA Content scope. 

The content focused on extra load allowances. performances pay and PT A allowance on the 

qualit) of teaching in secondary schools. 

1.7 Opera tional definition of terms. 

Incentives, in thi s study refers to all the direct and indirect benefits offered to teachers as 

intrinsic motivators, more especially. direct monetary incentives and al l other financial resources 

needed to be offered to teachers. 

Moneta ry incentives, in this study refer to direct monetary rewards and al l other financial 

resources lo be offered to teachers. 

Qual ity of teaching, in this study concerns one's competences. teachers· credibi li ty, 

methodology and teaching outcomes as demonstrated by teachers· preparation. instructional 

strategy. academic and professional tests outcome of learners. 

Extra load Allowances, in this stud y refer to the reward that is permitted to teachers for 

accompl ishment of excessive amount of work allocation that exceed the amount required such as 

teaching extra period . lessons. 

Performance pay. in this study refers to the reward di rected towards task or goal 

accompl ishmcnt. the job responsibilities or duties performed by the teacher. 

PT A allowance, in this study refers to the fund support in form of fees from parents towards the 

running of the school and teachers· motivation inclusive. 
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2.0 Introduction. 

CHAPTER TWO 

LfTERATURE REVIEW 

Many studies on academic issues have come out wi th factors that affect academic performance. 

E,·en t<.:achers at all levels aim at enab ling their stude nts to excel and obtain good grades in their 

exami nations. But teachers not onl y in Uganda but worldwide are not wel l motivated through 

monetar) incentives. 

Kathleen. ( 1996: 192) quoted a teacher ... .. the harder you work the less you are appreciated by 

some people. There is nothing to be proud of, 1 don't tell people that I am a teacher·· A teacher 

'' ith such vie\ s wi ll not carry out his or her duties effectively to produce good resu lts. 

Incentives cause motivation to achieve goa ls. it consists of appropriate mechanisms of responses 

or internal force "'hi ch spark us to sati sfy some needs deliberately. 

2.1 Extra load allowances and the quality of teaching. 

Research evidence suggests that students who are taught by teachers who are sati sfied with thei r 

job are more li kely lo perform better academically than their peers whose teachers are not ab le to 

sustain their commitment (Day, Sammons, Stobart , Kington, and Gu. 2007). The research 

suggests that a major factor in teachers' workload allocation is stress wh ich is problematic and 

time shortage (Brunetti. 2006). The experts of education are aware that excellent student 

perfo rmance is a resu lt of devoted and hardworking teachers who provide ri ght instructions at the 

right time. Th i shows that on ly those teachers who are high ly motivated can perform better 

( yirenda. 2005). 

Ri' kin. Hanusheck and Kain (2005). revealed that there are numbers of things which influence 

students· achievement academically among which inc lude teachers· effort. This effon can be 

tri gg~rcd th rough extra load allowance. 
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According lo a stud y.. by Lavy (2009), the goa l of extra load allowance for productivity is to have 

two majo r impacts. The first is to motivate teachers to exert more "effort." which includes 

quantity and quality. For example, to enhance quantity. teachers migh t spend more time on 

syllabus planning or after-school tutoring. They can enhance quality by adopting innovati ve 

teach ing techniques or experimenting with different teach ing methods. The second objeccivc is to 

atcract higher quality teachers. 

For a long time. teachers ' salaries have been very low. Teachers ha ve a number of times voiced 

the ir predicament to government th rough different organizations and associations. When it 

comes to allowance benefits. teachers have to go without. extra load allowance. company cars. 

subsidi zed medical faci li ties. mileage allowances. house loan schemes and other allowances that 

improve performance of other professions. Ln Bri tain, teachers are moti vated by being provided 

incent ives such as. sa lary incentives, transport fun ds. extra vacat ion time to travel abroad. child 

al lo\\ anccs and housing. 

Reporting from a study done in Zambia on the influence of employee remuneration on 

organizationa l performance Zakel (20 I 0) observed that many workers prefer superior 

remunerat ion as che greatest determinant to accept a job or decl ine taking up one. He notes that 

some workers never mind working overtime prov ided that such add itiona l duti es and 

engagement come with some substantial fringe benefits. He observes that reward. j ust like 

superior sa lary. plays a significant role in enhancing the performance of tasks by workers in an 

orga nizati on. 

12 



As observed by Dess ler (2003), extra allowances paid to teachers provide a bas is for achieving 

the set goa ls. Therefore. in institutions, managers and administrators often use marginal beneli t::. 

as a means of improving on one' s perfo rmance. However, these fringe benefits should be always 

pa id after achievement is immediately ascertained or aft er work, if ii is Lo have a meaningful 

impact. Similarl y Farazmand (2007) postulates that performance is higher in those organizations 

' ' here em ployees are adequatel y moti vated. The literature rev iewed on extra load allowance did 

not establ ish the extend which extra load allowances influences the quality o f teaching in terms 

of learn ing outcomes 

2.2 Performance pay and the quality of teaching. 

Another area of incenti ve theory that overlaps with research occurs v. here incentives are looked 

a l in relation to compensation or perfo rmance pay. Performance pay or meri t pay in 

education is a longstandi ng idea dati ng back to Great Britain in the earl y 1700s (Stucker & Hall. 

1971 ). In the 1920s. when scientific management was common. administrators adapted 

eva luations from business management to schools, leading to wides pread use of merit pay 

(.J ohnson & Papay. 20 10). This can either be ind ividua l or groups based on the outcome. 

Well -cal ibrated incenti ves have been fo und to be effecti ve motivators of employees 1n 

abundance of empirical studies; however. the nature of these incenti ves is a major point of 

conten tion among economists. Individual job performance is of' high relevance fur the ex istence 

and wellbeing of organizati ons (Sonnentag. Volmer & Spychala, 20 I 0). 

Ladley ct al. (2015) studied the impact of indi vidual versus group rewa rds on work group 

perfo rmance and cooperation. The authors used computational soc ial methods and Agent- Based 

Nlodels to simulate work gro up interactions as di fferent fo rms of iterated games. Group-based 

..,,stems were fo und to outperform individual based and mixed systems. produc ing more 
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cooperat ive behaviour. the best performing groups and indi vid uals in most types of interaction 

games. Barnes et al. (20 l l) also stud ied this confl ict between groups versus individual 

incentives. postulating that trying to mix the two types of schemes put team members in a soc ial 

di lemma. leading them to focus on the indiv iduall y-based component. The authors fou nd that in 

comparison to group-based only incentives. mi xed individual/group incentives lead team 

members to perform faster but less accurately and focus on their own task work to the detrirnenr 

or th e group. 

A study by Salman, Mohammed, Ogunlade. & Ayin la (20 12) found that majority o f teachers and 

students have agreed that perfo rmance-based pay. in terms of bonuses affects thei r performance 

which as a result contributed greatly to students· success. 

On the other hand. a study on teacher perfo rmance pay conducted by Adkins (2004) in Florida. 

lJ A fou nd that most teachers and other instructional respondents disagree that teacher 

performance pay provides an incentive to work harder. Also pay for perfo rmance can be seen as 

encouraging administrator and teachers to cheat by mani pu lating the stati stics or teaching to test 

(Wilms & Chapeleau. 1999). Others say that when performance based compensation programme 

rela) on sLUdents· performance, students end up losing, because curriculum is narrowed to 

include subjects that can be easi ly taught by dri ll and practicals and are easily measured (W ilms 

& Chapeleau. 1999) . 

. \ ccordi ng to the ministry of education and statistics (2004) private schools perform better than 

government aided schools because teachers in private schools are adequate ly rewarded. In 

schools \vhere remuneration is on equ itable grounds based on performance indicators o f 
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individuals. they derive attraction. partici pation. commitment and improved performance 

(M ingat. 2002). UNESCO (2006) Poor performance in schools has been documented to be the 

result of poor teacher reward. MOES (20 13) noted that allowances are some of the fringe 

bcne fits teachers are supposed to earn wh ile performing their duti es as educators. In its report 

(20 13) MOES revea led that appointed teachers are entitled to severa l all owances such as: 

hardship allowance. trave l all owance and others. Robbins (2003) observed that employees who 

are unsatisfied with their jobs had more absenteeism rates than those with job satisfaction and 

'" ith many attendance level s. He concluded that employee satisfaction and performance arc 

connected to absenteeism. 

2.3 PT A allowance and the qua-lity of teach in g. 

According to Maryam (2008), the PTA started in U A with the kindergarten developments 

which were engineered by the Mothers meetings in Chicago in 1855. taking off effectivel y in 

1894 through the T:11others Congregations. In the USA the PTA is a national organizati on 

enshrined in the constitution with each PTA serving a local state. Accord ing to the Uni ted States 

ationa l Parents Teachers Associations mission and purpose statement. the PTA seeks to 

promote the we lfa re of the child and youth at home, in the school, and in the community 

(Maryam. 2008). In the early years of educational development in Uga nda, schools were 

characterized by limited formal ized contacts with parents except in the event of being in vited for 

speech days . sports day and so on. The parents had no say in what was taught or how the schools 

\\ere run. According to Las ibille (2000) the fact that the school leadership did not attempt to 

establish a partnership with the parents, be li ev ing that parents were irrelevant to the schoo ling 

process. s ince they did not even know that a number of parents were illiterate or had low 

educational backgrotmd at that time, anything to do with school was intimidating to th em. 
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There were long distances between home and school, and the cost of travelling inh ibited 

participation. The parents in the government schools borrowed the PTA idea which was sta rted 

by Kampala archdiocese in 1964 to mobilize resources to supplement other organ like BOG and 

SMC to support the construction of new classrooms, maintain the old ones and boost teachers· 

sa laries (Ssekamwa. 200 I) . 

Accord ing to Lewin (2006). schools fo und themselves unable to run effectively anymore; there 

vvere shortages of scholastic materials and basic infrastructu re in some cases. Teachers. who 

were poorly remunerated , resorted to teaching in two or more schools to make odds ends meet. 

Some teachers left the country to seek for greener pastures, wh ile others, who remained, 

resorted to .. coaching·· as a means of earning extra income. PTA al lowance is typ ical ly paid 

much less than regu lar monthly sa lary (Duflo. 2004 ). According to Ondari (20 11 ) human beings 

have the capacity to perform their duties just wel l, but with some external trigger, jobs are 

undertaken more effectively. Ondari further advises that personnel should be allowed to share the 

gains of an institution in the form of monetary rewards to boost their morale as an increased 

motivation to give more to such institut ions. 

In Nigeria. the Parents Teachers Association (PT A) provides financial support to teachers in 

some schools. This is noted to have increased morale of teachers to perform the job effectively 

(Tonjc. 2009). Onyango (200 I) emphasizes that human resource is the most important resource 

in a school organization. He adds that teachers compri se the most important staff in the school. 

However. the contribution made by other staff members such as secretaries, bursars. accounts 

clerk. matron. nurses. messengers and watchmen is also important. Onyango (200 I) posited that 

teachers. apa rt from students. are the largest most crucial inputs of an educational system. The) 

inllucnce to a great extent the quality of the educational output. Teacher· s irregular promotion. 
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lo\\ pay package. societal perception of the job and many more has diminished the morale of 

teachers . When teachers are not motivated. their leve l of job commitment may be low and the 

objectives of the schoo l may not be accomplished. 

Obura, Khatete. and Rimbui (2002) (2005) observe that the most important purpose of a school 

is to provide children wi th equal and enhanced oppo11unities for learning, and the most important 

re ource a school has for achieving that purpose is the knowledge, skill s and ded icati on of its 

teachers and other schoo l. Therefore teachers should be motivated through PTA allowance. 

yaga (2005) in a study on effects of delayed fees payments on the teach ing and learning 

process in public secondary schools in Mbeere Distri ct in wh ich 20 principa ls. 35 teachers and 

162 students parti cipated revealed that PTA allowance was inadequate to sustain the hiring of 

teachers in public secondary schools. Lyimo (20 14) who establ ished that teachers in secondary 

schoo ls in Mo hi District in Tanzania were not receiving their allowances and this had negative ly 

affected thei r li ving conditions and motivation. 

2A C hapter S ummary. 

The researcher rev iew of the informat ion is based on the objectives of the stud y. The li teratures 

have revealed that monetary incentives influence the quality of teaching. Well-calibrated 

incenti ves have been found to be effecti ve motivators of employees in abu ndance of empirica l 

stud ies. However. the natu re of these incentives is a major point of di sagreement amongst 

~conomists. The literature review reveal that despite the ex istence of the data. the empirical data 

purely on monetary incentive on the qua lity of teaching is not ava ilable. Fu rthermore. the 

information provided is adequate for the implementation of means of operation that wi ll guide 

thi s stud y. nevertheless the in fo rmati on ava ilable is not in pu re ly monetary incentives on the 

qua I ity teaching hence there is provision to adequately carry this stud y. 
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CHAPTER TH REE 

METHODOLOGY 

3.0 Introd uction. 

This chapter explains the methods that were used to collect data. The chapter focuses on the 

research design . methods of data collection, location of the study. target population. sample size 

and sampling technique, research instruments, measurement, validity and reliability. data 

co ll ecti on procedures, data processing and analysi s and eth ical consideration. 

3.1 Research design. 

The researcher employed a cross sectional study design that involved selection of schools. A 

cross-secti ona l survey was used because it captures a specific point in time and not costly to 

perform (Larvner. 2016). It was used to generate findings and outcomes on monetary incenti ves 

and quality teaching.among the selected schools. 

3.2 Research approaches. 

The stud y used both quantitative and qualitative approaches to co llect data (Mugenda. 2006). 

Quantitative approach was to generate data on monetary incentives that can be expressed in 

numeric fo rm in wh ich stati stica l tests can be applied, it strive to control bias and making 

stat ement understood objecti vely on monetary incentive and qua lity of teaching (Lucido, 20 16). 

Qualitative approach was used to prov ide free exchange of information on monetary incenti ve 

and quality of teaching (Sekaran, 2003). The study used tri angulation to give more valid and 

reli able findings on monetary incentives and quality of teaching as fo llowed Amin (2005), Kou I 

(2009) and Kothari (20 I 0). 

3.3 Study population. 

The . tudy was conducted in 06 government-aided secondary schools in A lebtong district. The 

targeted populations were Headteachers, Deputy Headteachers, Teachers who are on government 

pay Roll and Teachers who are P.aid locall y by schools. The total popu lation was 185 persons 
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(Alebtong. 20 18). The study population was chosen because it was expected to be reasonable 

enough to give a fair representalion and to reflecl a fair view of the relationship between 

moneta ry incentives and the quality of teaching. Teachers were involved in the study because 

they are directly concerned with the teaching and therefore, expected to give relevant 

information about their schools. Headteachers and Deputy Headteachers were in volved in the 

study because they are directly concerned with the administration and implementation of pol icy 

thus. be ing in the centre of all school activities. 

3.4 Sample size selection. 

/\sample size of 72 out of popu lation of 185 was selected as recommended by Krcjcie and 

Morgan ( 1970) tab le fo r determining the sample size. 

The table: I below shows the study population, sample size and sampling design. 

Category Target Sample size Sampling Rationale 

population design 

Headteachers 12 06 Purposive Give relevant 

sampling information 

Deputy 12 06 Purposive Give relevant 

Headteachers sampling information 

Tenchers 161 60 Simple random Member in a 
population has 

sampl ing equal chances of 
being se lected 

I Total 185 72 

Source: Alebtong di strict record ( 2018. 
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The sample included six (06) government-aided secondary schools out of twelve schools in the 

di strict. The study used both male and fema le: 60 Teachers, 06 Headteachers. 06 Deputy 

Headteachers, for the purpose of making inferential stati stics, deductions and general izations. 

Purposive sampling was employed in the selection of key informa nts: Headteachers and Deputy 

Headteachers. Thi s is because they are in position to give objecti ve in format ion on how 

monetary incenti ves support and contribute to the quality of teaching. According to Kothari 

(2004) pu rpos ive sampling technique is recommended and is used fo r qualitative research . 

Purpos ive sampling was used in thi s study because it 's convenien t fo r large population and it 

provided j ustification of the info rmation to make generalization from the sampled study. 

Simple random sampl ing techn ique wa used to give respondents equal opportunity and 

independent chance or being se lected. as Am in (2005) emphas izes. Both male (~0) and female 

(09) teachers were sampled. 

3.5 Methods of Data Collection. 

The data co ll ection instrument used in thi s stud y included; questionnaires and interview gu ides. 

3.S. I Questionnaires 

Teachers \Vere considered for structured questionnaires. The background information or the 

respondents was considered in the first secti on and the rema1n111g sections restri cted to the 

aligned objectives of the study. The instrument was closed ended questions (questions wi th a 

menu of options fo r a respondent to se lect). A Likert' s sca le statement havi ng 5 type response in 

range of 1-5 was used where I= strong I y Agree, 2= Agree. 3= not sure 4= disagree 5= strong I y 

di sagree. Th is was used to measure the variables under study. 

20 



3.5.2 Interview Guides. 

The interview guides were administered to key in formants and this was mostly used in collecting 

data from 1 leadteachers and Deputy Headteachers. Semi-structured Questions concentrated on 

face-to-face interviews were used. The gu ide captured in depth informati on about monetary 

incenti ves and quality of teaching in public schools. According to Amin (2005). intervi ew has 

the adva ntages of generating more information through probing. Interviews also allow for 

clarification and capture facia l expression of the interviewees. 

3.6 Va lid ity of instrument. 

Val idity refers to the ab ility of data col lection instruments to provide findings which agreed with 

the conceptua l or theoretical values or produce accurate resu lts and measure variables in the 

study (Amin, 2005). In establi shing the va lidity of instruments. the researcher worked in 

consultation with the supervisors cross checking the questionnai re items for consistency. 

re levancy. clarity and ambigu ity before the questionnaires were administered to the part icipants 

in public secondary schools. The content va lidity index was used to check whether the 

questionnaires \\Ould measure what they were meant to measure. The overall content val id ity 

index was obtained by considering the tota l number of items regarded relevant by raters over the 

total number of the items in the instrument. 

CV I = o. of items regarded relevant by judges. 28 = 0.84 

The total number of the items in the instrument. 33 

The questionnaire was considered valid as the generated coefficient was above 0.7 as 

recommended by Amin (2005). 

For quali tative validity instrument the data was processed through ed iting. checked while in the 

field to ensure that all questions were answered. 
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The answers to each item on the questionnaires were classi fi ed into mean ingful categories by 

cod ing, tall ying and tabu lating to obtain frequency and percentage ofcach the item. 

3.7 Reliability of the instrument. 

Reliability is the measures of degree to which a research instrument yields consistent resul ts 

when it is used 1n the same condition or respondents (Chronbach. 1953). 

To ensure that the jnstrument was reliable the researcher carried out a pre-test of research 

instrumen t. Cronbach's Coeffi cient was computed as 0.73 fo r quest ionnaire Alpha fo r internal 

cons istency on items and the Cronbach's Alpha Coefficient was 0.73 implied the instrument' as 

reliab le (.loppe. 2008). 

3.8 Research Procedure. 

The researcher obtained an introductory letter from Kyambogo Uni versity to seek necessary 

pe rmission from concerned authority. The researcher visited and held di scussions with the 

schools administrators. A covering letter explaini ng the purpose of the study accompanying the 

questionna ires was distributed to the respondents in their respective schools to be fill ed. 

3.9 Data ana lysis. 

3.9. 1 Quantitative data analysis. 

Quantitative data obtai ned was entered into the computer us111g the SPS so ftware for data 

analys is. The quantitati ve data was analyzed by use of frequency count, percentage summari zed. 

explained and interpreted. Pearson moment correlat ion coeffic ient at 0.0 I level of significant was 

u ed ro determine the relationship between the two study variables. 

3.9.2 Qualitative data. 

Qualitative response from Headteachers. Deputy I leadteachers was summarized on summary 

sh~et constructed containing data on key variables. Qua li ta ti ve data gathered from interviews 

"'as categorized. organ ized and ana lyzed along the themes of major variables. Development of 
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broad categories to differentiate and describe ideas expressed by the part icipants and finall y data 

was reported qua I itatively in description a long with freq uency counts and percentages. 

3.10 Ethical Consideration. 

The researcher got an introductory letter from the head o r department Foundation of Education 

Kyambogo Uni versity fo r assuring the respondents that the information is for academic 

purposes. The researcher also made a pre-visit to the respecti ve schools lO officially arrange the 

day and time to carry out the study in the selected schools. A letter of consent seeking permission 

to conduct the study was given to the respective Headteachers before actual study. The 

resea rcher introduced himself to the respondents and issued questionnaire. The researcher 

ensured that respondents were not coerced or manipulated while participating in the study. 

Respondents were assured of their confidenti al ity and anonymity. Their names were not wr itten 

any\\ here in the report. Word of appreciation to the respondent was done by the researcher. 

3. 11 Study Limitations. 

The tudy area was geographically located far a" ay from each other which required serious 

programing. In some areas respondents were few on the ground this made the researcher to move 

several times and this could not meet the expected sample. However th is was so lved by leaving 

behind the questionna ires to the concerned admin istration and then co llected on another date. 

Some respondents were so busy that it required patience befo re being attended to. The researcher 

solved th is by being po lite and humble and requested some little time. Financia l constraints were 

also another major challenge for the study as research is believed to be an expensive venture. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSlS AND INTERPRETATION OF FINDINGS 

.t.0 Introduction. 

Th is chapter presents the findings of the study on the relationship between the monetary 

incenti ve and the quality of teaching in government aided Secondary Schools in Alebtong 

di trict. The findings were analyzed, interpreted and presented according to the objectives of the 

study namely: to establi sh the effect of extra load allowance on the quality of teaching. to 

establish the effect of perfo rmance pay on the quality of teaching and to establish the influence 

of PTA all owance on quality o f teaching . 

.t. l Analysis of Background Variables . 

.t.1.0 Response rate by teachers 

Out of 60 questi onnaires distributed. 49 were completed and returned. This represents 8 1.6% of 

the targeted respondents which was adequate fo r this stud y. 

4.1.1 Response rate by Head teachers and Deputy Headteachers 

The stud y targeted 12 school administrators including 6 Headteachers and 6 Deputy 

Headteachers. 4 Headteachers and 6 Deputy Headteachers responded to the interview. This is 

about 83% response rate which is a lso adequate for this study . 

.t.J .2 Gender Distribution of the Respondents 

Gender was considered to find out how male perceived the idea of monetary incenti ves and 
qua lity of teaching hence generating gender positive outcomes in this study. 

Table 2: Showing Gender of Responden ts 

Attributes 

Male 
Female 
Tota l 

Source: Primary Data 20 19 

Frequency 

40 
9 

49 

24 

Percentage(% ) 

81 .6 
18.4 
I 00.0 



The majority 40 (8 1.6%) of the respondents were male while 9 ( 18.4%) were female. This shows 

that there "as proper gender representation in th is study. However, there is a big gender gap 

\\here the majorit y of em ployees are male in secondary schoo ls in /\ lebtong district. It may also 

be due to inadequate empowermen t of women by different stakeholders since they were 

previously marginalized. 

4. L.3 Dist r ibution of Respondents by School 

Distribution by school was considered for the purpose of being systematic and generalization of 

the study. 

Table 3: Respondents by school 

Att ributes 

ALSS 
AK S. 

AMSS. 
APSS. 
FACOGSS. 
OM SS. 
Total 

Source: Primary Data 2019 

Frequency 

9 
9 
8 
9 
8 
6 

49 

Percentage(%) 

18.4 
18.4 
16.3 
18.4 
16.3 
12.2 

100.0 

Out of 6 selected schools, 9 ( 18.4%) of the respondents were from ALSS, 9 ( 18.4%) from 

AKSS, 8 ( 16.3%) fro m AMSS, 9 ( 18.4%) from APSS, 8 ( 16.3%) fro m F ACOGSS, and 6 

(12.2%) from OMSS. This implies that the sampled schools were proportionately representative 

of the number of respondents from the selected schools in the district. 

.t . I A Distrib ution of respondents by number of yea rs of ser vice a t current schoo l 

Years of the service was considered for purposed of working experience and knowledge on 

monetary incenti ves and the quality of teach ing. 
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Table 4: Respondents by number of yea rs of service at current school 

Yea rs F requency Percent 
I year 16 32.7 

2 years 10 20.4 

3 years 
,.., 
.) 6.1 

4 years 4 8.2 

more than 5 years 16 32.7 

Total 49 100.0 
ource: Primary Data 20 I 9 

From table 4: 16 (33%) of the respondents were those who have worked for I year. I 0 (20.4%) 

for the period of 2 years, 3 (6. 1 %) for the period of 3 years. 4 (8.2%) fo r the period of 4 years 

and I 6 (32 . 7%) fo r more than 5 yea rs at the current work station, This implies that the period of 

sen ice by teachers was considered and the majority were teachers who joined teaching service 

for the peri od of I year and those who stayed longer (more than 5 years) in the teaching serv ice 

hence the informa tion obtained was from different experience groups making it relevant and 

reliable . 

.t. J.5 Distribution by level of Respondents' Qualification 

Qualification was considered for the purpose of seeking crucial knowledge and skills on monetary 
incentives and quality of teaching. 

Table 5: Level of respondents' qualification 

Attributes 
A' Level 

Diploma 

Degree 
Masters/post­
graduate 
Tota l 

ource: Primary Data 20 19 

Frequency 
2 
27 

18 

2 

49 

Percentage(%) 
4.1 

55.1 

36.7 

4.1 

100.0 

Table 5: indicates that. 2 (4. 1 %) of the responden ts had UACE certificates. 27 (55. I%) had 

diplomas. 18 (36.7%) had degrees and 2 had atta ined masters leve l. This implies that respondents 

\\ere knowledgeable to give relevan t in fo rmation on monetary incenti ves and the quality of 
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teaching. It also im plies that teachers in secondary schools in Alebtong have at least attained the 

minimum leve l of education to deliver quality teaching. 

4. 1.6 Distribution of Respondents by num ber of times teachers receives monetary 

Incen tives School 

Table 6: Respondents by number of times teachers receives monetary incentives 

Attributes Frequency Percentage (%) 

one 4 8.2 

I time 11 22.4 

2 times 16 32.7 

3 times 18 36.7 

Total 49 100.0 
Source: Primary Data 2019 

Table 6 above: 4 (8 .2%) of the respondents received none of the monetary incentives. 11 (22.4%) 

rece ived monetary incentives once in a term, 16 (32 . 7%) received 2 times in a term and 18 

(36.7%) received 3 times in a term. This impl ies that in some schools monetary incentives is 

given to teachers 3 times in a term while other received monetary incenti ves 2 times in a term 

and a fev. of them received no incentives at all in a term. 

4.2 Findings on the effec t of ex tra load a llowances a nd the qua li ty of teaching in secondary 

schools in Aleb tong district in Nor thern Uga nda 

The first objective of this study was to estab lish the effect of extra load allowance on the quality 

of teaching. To come up with the rea li stic conclusions on thi s objective. respondents were asked 

to rate themselves on six items corresponding to extra load allowance on the qual ity of teaching 

bas ing on liker scale ranging from: I representing strongly agree, 2 for agree. 3 undec ided. 4 for 

disagree. and 5 fo r strong ly disagree. For the purpose of generalization. the researcher considered 

the responses to strongly agree and agree as respondents in agreement. wh ile di sagreed for 

respondents who strongl y disagree and disagree. The responses are summarized in table 7. 
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Table 7: Res ponse on the effect of Extra load allowance on quality of teaching in secondary 

schools. 

Statement AGREEMENT u DISAGREED 

SA A D SD Total 

F 'Yc, F % Tota l F 01i, F % F O/o (%1) 

(%) 

Teachers are given pay incen tives 12 24.5 26 53 .1 77.6 4 8.2 6 12.2 I 2 .0 1-U 
based on add itional 
responsibilities at school 

Teachers are always motivated to 18 36.7 23 46.9 83.9 1 2.0 5 10.2 2 4.1 14.3 

do their job when paid incentive 
1 a I Im' ances 

Allowances paid fo r extra load 17 34.7 2 1 42.9 77.9 I 2.0 9 18.4 I 2.0 20A 

encourages teachers to 
adequatel y prepare fo r the lesson 
in this school. 

Extra load al lowances encourage 26 53 . I 15 30.6 83.7 2 4.1 5 10.2 I 2.0 12.2 

teacher to cover up syllabus 
promptly 
Extra load all O'v'vanccs encourages 16 32.7 22 44.9 77.6 2 4.1 7 14.3 2 4.1 18A 

teachers to use positive re-
enforcement during teaching and 
lea rning. 

b ara load al lo"' ances provide a 14 28.6 18 36.7 65.3 2 4.1 12 24.5 3 6.1 J0.6 

bas is for achieving a set goa l 
Source: Primar y Data 2019. 

From the tab le 7 above. majority 77.6% of the responden ts were in agreement with the view that 

teachers are given pay incentives based on additiona l responsibilities at school. and onl y 14.2% 

of the respondents di sagreed with thi s statement. This was in line with the interview results in 

"hich one or the male Head teachers in AKSS said .. ... "lncentil e is paid to teachers based on 

the responsihilitv they hold in school'". This impl ies that teachers in the stud y area receive pay 

incentives based on additiona l responsibilicy they hold in the school. 
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The researcher went ahead to find out whether teachers are always motivated when paid 

al lowances. The findi ngs indicated that 84% of the respondents were in agreement that 

allowances motivate teachers to wo rk harder and onl y 14.2% of respondents di sagreed that 

teachers are always motivated when paid al lowances. This is in line with the in terview reporr in 

which one female director of studies in APSS said ... "extra load allowance motivates teachers 

lo do their work ". This implies that a monetary incenti ve encourages hard work for quality 

teaching. 

The researcher also examined the respondents on whether allowances paid for extra load 

encourage teachers to adeq uate ly prepare for lessons in their schools. The findings indicated that 

77.6% of the respondents were in agreement with thi s statement that extra load allowances 

encourages teachers to prepare adequately and only 20.4% of respondents disagreed with the 

statement. In an interview wi th one of the male Headteachers in ALSS . said .... "Extra load 

allowance motivates some uncommitted teachers to prepare for teaching ". This imp I ies that 

extra load allowances encourages planning and preparation for teaching. 

In addition. the researcher establi shed whether extra load allowances encourages teachers to 

complete the syllabus promptly. the fi ndings revealed that 83.7% of respondents were 1n 

agreement with this assertion that extra load allowances encourages teachers to complete the 

syllabus promptly. and only 12.'.2% disagreed that extra load all owances encourages teacher to 

cover the sy llabus promptly. Accord ing to interview reports majority of the Deputy Headteachers 

gave the ir opi nion that extra load allowances may encourage early completion of sy llabus by 

teachers. This shows· that extra load allowances support syl labus coverage in time by teachers. 
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The researcher was also interested in finding out whether extra load a ll owances encourages 

teachers to use positive re-enforcement duri ng teaching and learn ing. The result indicated that 

77.6% of the respondents \ ere in agreement with th is statement. and only 18.4% of respondents 

disagreed with the statement. 

Ex tra load allowance encourages positive re-enforcement because it reduces supervision task 
as teachers become self-moti vated toward completion of a given task and ex tra load 
allo•vances offe rs solutions to complaints of work load by teachers especia ll y for compulsory 
subjects (A male Deputy Headteachers from school APSS). 

This implies that extra load allowance is a re-enforcement for teachers to provide quali ty of 

teachi ng and learning. 

The findings also revealed that extra load allowances provides a basis for achiev ing set goa ls. 

This was supported by 65.3% of the respondents who were in agreement about the statement and 

30.6% disagreed. Thi s implies that extra load all owances is a motivating factor towa rds 

ach ieving set goa ls. 

-L2. I Correla tion ana lysis 

Ta ble 8: Pea rson correlation betw een extra load a llowance and the qualit)1 of teaching. 

Extra load allowance 

Qua I ity of teach ing 

Pearson Correlati on 

Sig. (2-tailed) 

N 
Pearson Corre lation 

ig. (2-tailed) 

**.Corre lation is significant at the 0.0 1 level (2-tail ed). 
Source: Primary Data 20 19 

Extra load 
all owance 

49 

.000 

49 

Quality of 
teach ing 

.552 .. 

.000 

49 

49 

From the Table 8 above. the corre lation analys is results show that there is a pos itive signi ficant 

relationship between extra load allowance and the quality of teaching (r = 0. 552 ... P>O .000) in 
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secondary schools in Alebtong district. This supports hypothesis I wh ich states that extra load 

allowance has a significant relationship on the quality of teaching in secondary school in 

Alebtong di strict. Th is impl ies that an increase towards motivation through extra load all owances 

cou ld result into iniprovement towards qua li ty of teaching in secondary schools in Alebtong 

district. It a lso implies that extra load allowances affect the quality of teaching by 30.4% and 

69.6% by other facto rs basing on the anal ys is on table 8 above. 

4.2.2 F indings on the effect of performance pay on the quality of teaching in secondary 

schools in Aleb ton g dis trict in Northern Uganda 

The second objective of thi s study was to establish the effect of performance pay on the qua lity 

of teaching. To come up with rea listic conclus ions on th is objective, the researcher requested the 

respondents to rate themselves on six items correspondi ng to performance pay on the quality of 

teaching basing on liker sca le ranging from: I representing strongly agree. 2 fo r agree. 

3 undec ided. 4 for disagree, and 5 for strongly di sagree. For the purpose of generalization. the 

researcher cons idered responses to strong ly agree and agree as respondents in agreement while 

di sagreed for respondents who strongly di sagree and disagree. The responses are summari zed in 

table 9. 
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Table 9: Responses on the effect of performance pay on q ua lity of teaching. 

STATEMENT AGREEMENT u DISAGREED 
SA A Total SD D Total 
F O/o F O/o (%) F %. F ·x. F O/o (%) 

The school 11 22.4 17 34.7 57.1 4 8.2 12 24.5 5 10.2 34.7 
adm inistrato rs make 
sure that teachers are 
paid for the work we ll 
done . 
Perfo rmance pay 

- 10 20:4 27 55.1 75.5 
.., 6.1 7 14.3 2 4.1 18.4 _, 

encourages teachers to 
use better methods of 
teaching and 
i nstructiona I materials 
during teaching and 
learning 
Teachers are more 13 26.6 24 49.0 75.6 5 10.2 6 I 2.2 I 2.0 1-U 
effecti ve and effic ient 
in delivery when pa id 
monetary incentives. 
Fac il itation of staff or 21 42.9 23 46.9 89.8 I 2.0 4 8.2 0 0.0 8.2 
departmental meetings 
encourage team work 
among teacher. 
Per formance pay 17 34.7 26 53. l 87.8 0 0.0 6 12.2 0 0.0 12.2 
encourages teachers to 
carry out assessment 
and evaluation. 
Perfo rmance pay 17 34.7 20 49.8 84.5 5 10.2 6 12.2 1 2.0 14.2 
encourages teachers to 
work harder to give 
feedback and 
correcti on. 
Source: Primary Data 2019 

The researcher established whether the school adm inistrators make sure that teachers are paid for 

work well done. The findings revea led that 57. 1 % of the respondents were in agreement that 

school admin istrators make sure that teachers are paid for work we ll done, only 34.7% disagreed 

and 8.2% were undecided about this because some teachers have served less than one year. This 

implies that in some schools, administrators pay teachers for work well done whi le others are not 

paid for work well done. 
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This was in line ' ith the interview report in which a male Headteacher said that. .. ''they motivate 

teachC!l's for work ll'el! done although there is lack <f appreciation from some teachers and some 

teachers are so demanding that they believe it is the school to solve their.financial challenges ". 

In addit ion. the researcher established whether perform ance pay encourages teachers to use belier 

methods of teach ing and instructional materials during teaching and learning. The finding revealed 

that 75.5% or respondents were in agreement with this assertion and only 18 .4% disagreed. This 

\\as also in support by interview reports in which one Deputyhead teacher noted .... "pe1jor111ance pay 

encourages teachers to use heller methods of teaching and it requires provision of enough 

i11.\trt1ctio11al materials like scheme hooks, text books and lahoralOJ~V equipment lo enable effectii·e 

teaching and teaming ". This implies that performance pay could encourage teachers to use better 

methods of teaching and the use of instructional materials in teaching and learn ing. 

When the respondents were requested to give their op1111on as to whether performance pay 

encourages teachers to be more effective and efficient in delivery. most of them (75.6%) 

answered in agreement. 10.2% were undecided and only 14.2% disagreed This implies that 

performance pay is an incentive for teachers to work harder. This was a lso supported by one 

male respondent in F ACOG S who sa id "petformance pay may encourage e.ff'ectiveness because 

teachers become close lo supervise the students in progress ". 

The researcher was also interested in finding out whether fac ilitation or staff or departmental 

meetings encourages team wo rk among teachers. They do tremendously: (89.8%) or the 

respondents' opin ions were in agreement with thi s statement. while 8.2% were undecided and 

none disagreed with the statement. 
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Also. the researcher establ ished whether performance pay encourages teachers to give more 

assessment and eva luation. The findings revea led that 87 .8 % of respondents ,, ere in agreement 

wi th thi s asse11ion, and onl y 12.2% di sagreed that performance pay encourages teachers to give 

assessment and eva luation. From the interview reports, one administrator in AKSS noted that 

, . . . . . ·· f' e1for111ance reward is good buL for 1hose who excel only. However. non-pe1:forming 

teachers may become lazy and distribution of perjormance reward may cause haired or conflict 

among non-performing teachers "'. 

The researcher also examined whether performance pay encourages teachers to work harder to 

give feedback and correction of students ' work . The findings revealed that the majority. 84.5% 

of the respondents were in agreement that performance pay encourages givi ng feedback and 

doing correction of students' work, only 10.2% were undecided whi le only 14.2% disagreed . 

This implies that performance pay is a motivating factor towards giving feedback and correction 

of studenrs· works. 
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4.2.3 Correlation ana lysis 

Table 10: Pearson correlation between performance pay and the quality of teach in g. 

Quality of teaching 

Performance pay 

Pearson 
Correlation 

Sig. (2-tai led) 

N 

Pearson 

Correlation 

Sig. (2-tai led) 

performance pay 

49 

.s 1 s·· 

.000 

.+9 
**.Correlation is significant at the 0.01 level (2-tailed). 
Source: Primary Data 2019 

Quality of teaching 

.s 1 s·· 

.000 

49 

49 

From the Table I 0 above. the correlation analysis results show that there is a positive significant 

relationship between performance pay and quality of teaching (r = O.s 1 s··. P>0.000) in 

secondary schools in Alebtong district. This supports hypothesis 2 which states that Performance 

pay has a sign ificant relationship on qual ity teaching in secondary schools in Alebtong di strict. 

Th is imp li es that any posit ive changes in performance pay could result into positive signifi can t 

improvement on the quality of teaching in secondary schools in Alebtong di strict. 

It also implies that _perfo rmance pay affects the quality of teaching by 26.5% and 73.5% 1s 

contributed by other factors. 
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4.2.4 Find ings on the influence of PTA allowances on the qua li ty of teaching in secondary 

schools in Alebtong district in Northern Uganda 

The third objective of this study was to establish the influence of PTA allowances on the quality 

or Leaching. To arrive to rea listic conclusions or this objective. the researcher requested the 

respondents to rate themselves on seven items correspond ing to PT A allowances on the qua I ity 

of Leaching basing on liker scale ranging from: I representing strongly agree, 2 for agree, 3 

undecided. 4 for disagree. and 5 for strongly disagree. For the purpose of generalizati on. the 

researcher considered responses Lo strongly agree and agree as respondents in agreement while 

disagreed fo r respondents who strongly di sagree and disagree. The responses are summarized in 

table 11 . 

Table 11 : Response on the influence of PTA allowances on the quality of teaching 

STATEMENT AGREEMENT u DISAGRE EMENT 

- SA A Total D SD Total 

F % F "/o 
(%) 

F % F "/o F 'Yo 
(%) 

PTA allowances is always 7 14.3 13 26.5 40.8 
.., 
.) 6.1 18 36.7 8 16.3 53 

paid to teachers promptly. 
PTA allowance increase 22 44.9 21 -12.9 87.8 0 0.0 ..j 8.2 

.., 
-l. I 12.3 -

morale of teachers to perform 
the job effectivel y. 
PTA allowances is given 12 24.5 19 38.8 63.3 8 16.3 8 16.3 2 4.1 20A 

partia lly to teachers and it 
affects the ir duties. 
Teachers· fac ilitation for 6 12.2 16 32.7 44.9 5 10.2 17 34.7 5 10.2 ~4.9 

staff or department meeting 
is satis lactor) . 

Dela) ed PTA allowance 16 32.7 19 38.8 71.5 I 2.0 7 14.2 6 12.2 26A 

affect teaching and learning. 
PTA allo\ ance discourage 10 20.4 27 55 .1 75.5 

.., 

.) 6.1 7 14.3 2 4. 1 18A 

absenteeism among teachers. 
PTA allowances encourage 12 24.5 22 44.9 69.4 2 4.1 13 26.5 0 0.0 26.5 

soc ial interaction among 
teachers. 

I parents. 
tudenLs and 

Source: Primary Data 2019 
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Table 11. the researcher was interested in find ing out whether PTA allowance is always paid to 

teachers promptly. The result ind icates that 40.8% of the respondents we re in agreement with the 

stateme111 and majority 53% di sagreed that PTA allowances is always paid to teachers in time. 

This clearly shows that few schools in the study area pay teachers PTA allowance in time and the 

majority of the other teachers from other schools do not always rece ive PTA allowance in time. 

This is in li ne with the interview reports in which the majority of admini strators complained 

about parents' response towards fees payment being very poor making it very difficult to raise 

incentives promptly. 

In finding out whether PTA allowances increase morale of teachers to perfo rm the job 

effective ly. The result presented indicates that the majority: 87.2% of the respondents· opinions 

''ere in agreement with statement and only few 12.3% disagreed. This finding was supported by 

interview reports in which most of the deputies were in suppo11 of moti vation of staff to do their 

work effective ly. This implies that PTA allowances is a motivating factor to boost teachers · 

morale to perform their job effectively thus improving quality of teaching. 

On the other findings. it was revealed by majority o f the respondents. 63.2% that PTA 

allowances are given partia lly to teachers by admi ni strators and it affects their duties. 16.3% 

'~ere undecided and few 20.4% disagreed. The find ing was supported by interview reports in 

\\'hich majori ty of Headteachers attri buted pa11ial payment to poor payment of school fees. One 

of the Headteachers from AKS noted ... "failure by parents to payfees tofacilita1e payment of 

incenlives makes schools accumulate o lot of debt wage bill ". 

This implies that sometimes PTA allowance is pa id partly to teacher in some schools while a few 

schools pay PTA incen ti ves to teachers ful ly. 
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The researcher was also interested in finding out whether incentives to staff or departmental 

meetings is satisfactory. Interestingly the result reveals that (44.9%) of the respondents· 

opinions were in agreement with this statement and similarly (44.9%) of the respondents 

disagreed whereas on ly I 0.2% were undecided. This was in line with the interview reports in 

\\hi ch a male Headteacher from school A KS noted that ... "rhe rate r~( incenliFes to stq/T or 

deportment change with environment". This implies that faci litation or staff or departmenta l 

meetings in most cases in these study schools differs from one school to another and also from 

one person to another. 

The researcher also establi shed whether delay in payment of PTA all owances affect teaching and 

learning. The findings revealed that the majority. 71.5% of the respondents were in agreement 

with the statement. 2% were undecided and onl ) 26.4% disagreed. This implies that delay in 

paying PTA allowances is one of the factors that affect the quality of teaching and learning. This 

is because the staff wi ll be demoralized to work effectively. This was in line with report from 

one respondent who noted ... ··some teachers are indiscipline in terms of !are-coming. 

ahsenteeism, discipline management, selfing and marking tests ... 

Furthermore, the findings ind icate that the majority, 75.5% of the respondents were in agreement 

that PT A al lowances discourage absenteeism among teachers, 6% were undecided and fev. 

18.4% of the respondents disagreed with the statement. This implies that paying PTA all owances 

to teachers could discourage absenteeism among the teachers in the stud y area. 

The researcher es ta bl ished whether PT A al lowances encourage social interaction among 

teachers. students and parents. The fi nd ings revea led that 65.5% of the respondents were in 

38 



agreement "' ith the statement. onl y 4% were undecided while only 26.5% di sagreed. This 

implies that paying teachers PTA al lowances encourage soc ial interaction among teachers. 

students and parents. 

4.2.5 Corre lation analysis 

Table 12: Pearson correlation between PTA allowances and the quality of teaching. 

PTA allowance 

Qual ity or teaching 

Pearson Correlation 

ig. (2-ta il ed) 

Pearson Correlation 

Sig. (2-tai led) 

**. Correlation is significant at the 0.01 level (2-tai led). 
Source: Primary Data 20 19 

PT A allowance 

49 
.602·· 

.000 

49 

Quality of 
teachin, 

.602·· 

.000 

49 

49 

From the Table 12 above, the correlation anal ysis results show that there is a positive signi ficant 

relationshi p between PTA allowances and qual ity of teaching (r = 0.602 ... P>0.000) in 

secondary schools in Alebtong distri ct. This support. hypothesis 3 which states that PTA 

allowances have a signi ficant relationshi p on qual ity teach ing in secondar) schools in t\ lehtong 

district. This impl ies that the any positive changes towards PTA al lowance could resu lt to more 

signifi cant improvement on the quality of teaching in secondary schools in Alebtong district. 

It also im plies that PTA allowances affect the quali ty of teaching by 36.2% and 63.8% by other 

factors. 
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.t.2 .6 ~ummary of results/ finding 

It was established that there is a positi ve significant relationship between extra load allO\\ances 

and qua li t) of teaching (r = 0. 552•", P>O .000) in secondary schools in Alebtong district. It 

affects the qua I it) of teaching by 30..+% and 69 .6% h) other factors 

It was establ ished that performance pay has a posi ti ve significant relationsh ip on the qua lity of 

teaching (r = 0.5 15··. P>0.000) in secondary schools in Alebtong district. It also affect the 

quality of teaching by 26.5% and 73.5% is contributed by other factors. 

It \\as established that PTA allo\i ance have a positive signifi cant relationship bet,,een monetar) 

incentives and quality of teaching (r = 0.602·· . P>0.000) in secondary schools in Alebtong 

district. It affects the quality of teaching by 30.4% and 69.6% by other factors. 

The study estab lished that onl y 40% of the respondents were in agreement that PTA allowance is 

always pa id to teachers prompt ly imply ing a partia l motivation of teacher accord ing to the study. 
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CHAPTER FIVE 

DlSCU ION, CONCLUSIONS, RECOMMENDATIONS OF THE FINDINGS 

5.0 f ntroduction 

This chapter presents discuss ion of stud y findings. conclusions. recommendat ions of the fi ndings 

and ends with areas fo r further study. 

5.1 Discuss ion of the study findings 

The discuss ion of findings is presented 111 relation to the objective of the stud~ and prev1ou 

studies that were reviewed. 

5.1.J Discussion of res ults of Extra load allowance and quality of teach ing in Secondary 

Schools in Alebtong district 

The find ings revea led that 77.6% of the respondents were in agreement with the view that 

teachers are given pay incentives based on additional responsibilities at schoo l. This impl ies that 

teachers in the study area receive pay incentives based on additional responsibility. This is in line 

accord ing to Longman d ictionary of contemporary English (1999:36), in which an al lowance is 

an amount of money or something paid to the worker, for specia l reasons. 

84% of the respondents ' opinions were in agreement with the statement that incenti ves motivate 

teachers towards do ing work more effective ly. Th is implies that a monetary incenti ve is a more 

effective moti vator towards quality of teaching. Thi s find ing however disagrees with Uzonna 

(20 13) who argues that when it comes to bringing out the best performance of employees. non-

cash rewards are more effecti ve moti vators than monetary incenti ves. 

77.6% of the respondents· op inions were in agreement with the fac t that extra load al lowance 

encourages teachers to adequately prepare for the ir lessons. This implies that extra load 

allowances encourage adeq uate preparation by teac hers for qualit) or teaching. This is in line 

\\ ith Lavy (2009). who noted that the goa l of extra load allowances for productivity moti vate 
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teachers to apply more effort, which includes quantity and quality. For example. to enhance 

quanti ty. teachers might spend more time on syllabus planning or artcr-school tutoring. 

Also 83.7% of respondents were in agreement with the fact that extra load al lowances encourage 

teacher to cover up syl labus promptly. This shows that extra load all owances encourage effective 

teaching and quick syllabus coverage as this was also supported in an interview report. This is 

also in I ine with Lavy (2009) who emphasizes that extra load allowances encourage effecti ve 

teaching and quick syllabus coverage. 

65.3% of the respondent s were in agreement wi th the fact that extra load all owances r rov idc a 

basis for achieving set goals. This implies that ext ra load allowance is a motivating fac tor for 

achiev ing set goals. Th is is in line with Dessler (2003). who observed that extra allowance paid 

to teachers prov ides a basis fo r achieving the set goals. Therefore. the school administrators extra 

load allowance is a means of improving on staff performance. However. these rewards should be 

ahva) s paid after achievement is immediately ascertained or after work. if it is to have a 

meani ngful impact. 

77.6% of the respondents· op inions were in agreement with the fact that extra load allowance<; 

encourage teachers to use positive re-enforcement during teaching and learning. The result 

shows that the connection between stimuli and responses resu lt into reinforcement. This is in line 

with Clark Hull ( 1943). Hull be lieved that '' learning involves the connection of stimuli and 

responses as the result of rein forcement and each re inforced pairing of a stimulus and responses 

,,·as believed to increase habit strength by a small amount'·. 
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5. l.2 Discussion of results of Performance pay and quality of teaching in Secondary Schools 

in Alcbtong district 

75.5% of respondents were in agreement with the fact that performance pay encourages teachers 

to use better methods of teaching and instructional materials during teach ing and learning. This 

was also in support by interview reports in which one Deputy Headteacher noted that 

.. performance pay would require provision of enough instructi ona l material s like: scheme books. 

text books and laboratory equipment to enable effective teaching and learn ing ... This implies that 

performance pay could encourage better methods of teaching and the use of instructional 

materia ls in teach ing and learning. This is in line wi th Lavy (2009). who argued that the goal of 

allov- ancc for productivity is to enhance qual ity b) adopting innovative teaching techniques or 

experimenting different teaching methods. 

75.6% of the respondents answered in agreement with the fact that perfo rmance pay encourages 

teachers Lo be more effecti ve and effic ient in deli ery. Th is is in line with Mi ngat (2002) who 

noted that in schools where remuneration is on equitable grounds based on the performance 

indicators of indi viduals attract participation. commitment and improved performance. 

84.5% of the respondents were in agreement with the fact that performance pay encourages 

teachers to work harder to give feedback, correction and organize remedials . Thi implies that 

performance pay is a motivator for hard work towards feed back and corrections of students' 

work. l-IO\\Cver. these findings differ wi th Adkins (2004) in Florida. USA who fou nd that most 

teac hers and other instructional respondents disagree with the fact that teacher performance pay 

prov ides an incentive to work harder. The disagreement could be because of different perception 

or source of data co llected. 
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It was established that performance pay has a positi ve significant relationship on the quality or 

teach ing in secondary schools in Alebtong district. This sim ilar to a recent report by Egau (2018) 

who argued that teacher's motivation is a critical issue in the education system and sign ificant ly 

in fluence on the qua lity or teaching and learner outcomes. Th is also in line with Ak itonye (2000) 

who asse11s that money remains the most sign ificant motivating strategy. 

5.1 .3 Discussion of res ults of P TA a llowance a nd q ua li ty o f teachin g in Secondary Schools 

in Alebtong d is t r ict 

The study established that 53% of the respondents disagree that PTA allowances is always paid 

10 teachers promptly. This implies demotivation and harsh living condition. This in line with 

Lyimo (2014) who established that teachers in secondary schools in Moshi District in Tanza nia 

were not receiv ing their all owances and this had negati ve ly affected their living conditions and 

moti\ at ion. This is related to Okel lo (2018) who argues that to boost the standard or education in 

the region, the government should provide more incentives, increase sa lary and recruit more 

staff. 

87.2% of the respondents· opinion wa in agreement with the fact that PTA allowance increase 

morale of teachers to perform the job effecti vely. This was supported by interview reports in 

which most of the Deputy Headteachers were in support of moti vation of staff to do their work 

effecti vely. This implies that PTA allowances is a motivating factor to boost teachers' mora le 10 

perform the job effectively thus improving quality of teaching. Th is was in line with Tonje 

(2009) who noted that the Parents Teachers Association (PTA) provides financ ial support to 

teachers and increased mora le of teachers to perform the job effectively. 

44 



In add ition 63.2% of respondents were in agreement the fact that PTA allowance is given 

parti all y to teachers and it affects their performance. This was supported by interview reports in 

which the majority of Headteachers attributed part ia l payment to poor payment of school fees. 

This implies that partial payment affect teachers· performance of the ir dut ies. Th is is in line with 

Ondari (20 11 ) who noted that human beings have the capac ity to perform the ir duties just \\ell. 

but ""ith some external trigger, j obs are undertaken more effectively. Ondari fu rther advises that 

personnel should be al lowed to share the ga ins of an institution in the form of monetary rewards 

to boost their morale as an increased moti vation to give more to such institutions. 

The findings revea led that majority 7 1.5% of the respondents were in agreement with the fact 

that delays in paying PTA allowances affect teaching and learning. Interview reports indicated 

Lhat ome teachers are indiscipline in terms of late-com ing. absenteeism. discipline management. 

setting tests. This implies that delay in paying PTA allowance is one of the factors that affects 

the qual ity of teaching and learn ing . This is because the staff will be demoralized to work 

effective ly. This in line with Nyaga (2005) who noted that delayed payments on the teaching and 

learning process affected stud y in public secondary schools in Mbeere District. 

75.5% of' the responden ts were in agreement with the fact that PTA allowances provide 

satisfaction to di scourage absenteeism among teachers. This implies that paying PTA al lowances 

to teachers could di scourage absen teeism amo ng the teachers in the study area. This was in line 

with Robbins (2003) who observed that employees who are unsati sfi ed with their jobs had many 

absenteeism rates than those with job sati sfaction and with many attendance levels. He 

concluded that employee satisfact-ion and performance are connected with absenteeism. 
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The study establ ished that performance pay has a pos itive signifi cant relationship on the quality 

of teaching in secondary schools in Alebtong di strict. It also affects the quality of teaching by 

26.5% and 73.5% is contributed by other factors. This implies that a monetary incenti ve is a 

motivating factor to teacher's effectiveness and efficiency. This in line with Afe (200 1) who 

noted that teacher' s effectiveness has an influence on the students' academic atta inment. 

5.2 Conc lus io n 

This study was carried out to estab lish the relationsh ip between the monetar) incen ti ves and the 

quality of teaching in government aided secondary schools in Alebtong distri ct in onhern 

Uganda. The results of the study ind icated that monetary incentives have a sign ificant effect on 

the quality of teach ing. It was establ ished that a monetary incentive is more effective moti vator 

towards teacher's preparation in secondary schools of Alebtong di strict. The find ings also 

revealed that extra load allowances provide bas is for achieving set goals. 

Fi ndings revea led that, that performance pay has a positive significant relationship on the quality 

of teaching in secondary schools of Alebtong di strict. The findings also established that PTA 

allowance has a signifi cant relationshi p on qua lity teaching in government aided secondary 

school in Alebtong di strict. 

The study also established that delays in paying PTA allowances affect quality of teaching and 

learning in secondary schools in Alebtong district. Thi s is because the staff could be demora lized 

to work effecti ve ly. 

5.3 Recommendatio ns 

In order to improve on quality of teaching in the secondary schools 111 Alebtong district. the 

study recommends that schools should give extra load al lo" ance to encourage aJeq uate teacher· s 

preparation. 
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Schools should introduce performance pay to encourage quality teaching. 

PTA should be encouraged to motivate teachers fo r quality teaching. 

Parents should be encouraged to contribute PT A fees for effective payment of teacher" s 

incentives. 

Different incenti ve schemes should be introd uced to encourage the qual ity of teaching. 

Good results should be rewarded to ensure motivation towards sustained improvement 1n 

academic performance. 

chool management should design incentive plans aimed at encourage quality of teaching. 

SA Area for further study 

A deta il study should be done on the fo llowing; 

Parental involvement and quality of teaching. 

Supervision and qual ity of teaching. 

Effect o r chool fees payment on academic performance. 
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APPENDICES 

APPENDIX I 

Questionnaires for teachers in government a ided secondary school in Alcbtong district. 

I am Acuti Kenneth, a student of Kyambogo University carrying out research on che topic 

··Monetary Incentives and the Quality o f Teachi ng in Secondary Schools of Alebtong distri ct 

orthcrn Uganda''. You have been chosen as one of the respondents to participate in this study. 

The information you shall give here. shal l be treated with utmost confidenti al ity and specificall y 

for research purposes onl y. 

lnstrucrron: 

The questionnaire is divided into three (3) sections: Section A (background Characteristi cs): 

Section B (Monetary Incentives) and Section C (Qual ity of Teaching). sect ion D (Infl uence of 

monetary incenti ves on qual ity teaching). 

Plea e answer the questions as objectively as possible. 

Please Tick the right option that best describes each statement. 

A. Socia l Demographic Characteristics 

Please put a tick or a Circle where applicable 

t . The name of the school 

Aloi I 

Aki i Bua Comp. S.S 2 

Amugu .S 3 

Apala S.S 4 
. 

Fatima Aloi Comp.Girls S.S 5 

Omoro .S 6 
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2. Position in the school 

a) Headteacher 1 

b) Deputy Headteacher 2 

c) Director of studies 3 

d) Head of Department 4 

c) Teacher s 

3. For how long have you been in this school? 

1 year 2 years 3 years 4 years S years More than S years 

4. Gender 

Male Female 

5. Marital status 

I ingle 1 

I 
I \larried 
I 

2 

Others 3 
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6. Academic qualification 

a) O' level I 

b) A ' level 2 

c) Diploma 3 

d) Degree 4 

e) Masters/ post graduate level 5 

7. How many times do you receive monetary incentives in a term '! 

a) l time 

b) 2 times 

c) >2 times 

d) None 

54 



SECTION B: Monetary Incentives 

8. U ing the sca le below, please indicate to what extent each of the fol lowing items 

corresponds to the reasons why you are presently involved in you r work 

1-Strongly agree (SA); 2-Agree (A); 3-Undecided (U); 4-Disagree (D) a nd 5-Strongly 
Disagree (AD). 

Extra load allowances 
No Statement SA A u 

I Teachers are given pay incentives based on additional I 2 3 
responsibilities at school 

2 Teachers are always motivated to do their job when paid incentive I 2 " .) 

3 Allowances paid for extra load encourages teachers to adequate ly I 2 3 
prepare for the lesson in thi s school. 

4 Extra load allowances encourages teachers to cover up syllabus 
promptly 

5 Extra load allowance provide a basis fo r achieving set goa ls 

6 Extra load allowances encourage teachers to use positi ve re-
enforcement during teaching and learning. 

Per formance pay 

No Statement SA A u 

I The school administrators make sure that teachers are paid fo r the work 
well done. 

2 Performance pay encourages teachers to use better methods of teaching 
and instructional materials duri ng teaching and learn ing 

-., 
_) Performance pay encourages effective classroom management b) a l 2 3 

teacher. 

-t Facilita tion of staff or departmental meetings encourage team work t 2 3 
among teacher. 

5 Performance pay encourages teachers to carry out assessment and 1 2 3 
evaluation. 

SS 

D SD 

4 5 

4 5 

4 5 

D SD 

.t 5 

4 5 

.t 5 



6 Performance pay encourages reachers to work harder to give I 2 3 .+ 5 
feed back and correction. 

PT A a llowance 

No statement SA A u D SD I 

PTA allowance discourages absenteeism among teachers. I 2 ... 
.) 4 5 

PTA allowance encourages social interaction between teachers, I 2 .... 
.) .+ 5 

students and parents. 
I PTA allowance is always paid to teachers promptly. I 2 3 4 5 

2 PTA allowance increase mora le of teachers to perform the job I 2 .... 
.) 4 5 

effecrive ly. 
.., 
.) PTA all owance is g iven partially to teachers and these affect their I 2 3 4 5 

performance. 
4 Teachers· faci I itation for staff or department meeting is satisfactory. I 2 3 4 5 

5 Delayed PTA allowance to affect teaching and learning. I 2 3 4 5 

SECTION C: Quality of Teaching 

No Statement SA A u D SD 

I Teachers adeq uately prepare for the lesson I 2 
., 
.) 4 5 

2 Teachers prepare scheme of work and lesson plan I 2 
., 
.) 4 5 I 

.., 

.) Teachers motivate learners through pos itive re-enfo rcement. I 2 3 4 5 

.+ Teachers carry out assessment and evaluations of their student I 2 3 .+ 5 

) Teachers uses instructional aid during the lesson I 2 
., 

4 5 

6 Feedback and corrections are done on students· work I 2 3 4 5 

7 Teachers in schools are competent I 2 3 4 5 

Thank you for your cooperation 
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APPENDIX II 

Head Te~lc h ers Q uestionnaires Deputy Head teachers'/ Directors' of studies 
Dear sir/ Madam. 

1 am Acuti Kenneth , a student of Kyambogo University carrying out resea rch on the top ic 

.. Monetary Incentives and the Quali ty of Teaching in Secondary Schools in Alebtong district 

orthcrn Uganda". You have been chosen as one of the respondents to part ic ipate in thi s study. 

The information you shall give here, shall be treated with utmost confidenti al ity and specifica lly 

fo r research purposes only. 

SECTION A: INSTR UCTIONS 

(i) Tick the appropriate answer where choices given are applicable. 

(ii) Fi II in the blank spaces, with answers you seem appropriate. 

1. Sex: 

(a) Male (b) female 

2. Ma rita l s ta tus 

(a) Single (b) Married (c) Divorced (d) Others 

3. Ed ucation level 

(i) Certificate 

(v) Master" s degree 

(ii) Diploma 

(iv) others 

-L Pos ition held in the institute 

SECTIO N B: 

( ii i) Bachelor·s degree 

5. How does extra load allowances do influence the quality of teaching in your school? 

6. What impact does perfo rmance base pay has on the performance of your teachers? 

7. How does PTA allowances influencing the qual ity of teach ing in your school? 
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8. Please ind icate in the space below the factors which prevent the administration to motivate 

teachers through incentives 

9. What can be done in order to improve on the quali ty of your teaching staff? 

I 0. What can be done in order to improve on the learning outcomes of your student? 

11. What challenges do you meet as administrators in implementing monetary incentives? 

12. What are your suggestions regarding monetary incentives as a way of motivating )Olli' teachers co 

add extra effort to\\ ards teaching and learning? 

Thank you for you r cooperati on 
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