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[bookmark: _Toc66078603][bookmark: _Toc118703797]ABSTRACT 
Teachers’ motivation is one of the important factors in realizing educational objectives and achieving high academic performance. Without teachers’ motivation educational institutions will continue to boost poor results since the poor academic performance in most primary schools can be attributed to teacher motivation among other factors. The study objective was to examine the relationship between teacher motivation strategies and academic performance in public primary schools in Mandera East sub-county. The specific objectives were to; determine influence of teachers’ working conditions on academic performance, examine influence of teacher professional development on academic performance, assess influence of teacher recognition on academic performance, and establish influence of teacher remuneration on academic performance in public primary schools in Mandera East County. The study was guided by Expectancy Theory of Motivation. This study employed a descriptive research design. The study targeted 30 head teachers and 200 teachers.  Simple random sampling was used to sample 8 head teachers while stratified sampling was used to sample 60 teachers. The study used questionnaires and interviews guides. A pilot study was conducted in three schools that did not take part in actual data collection. Experts in research were asked to give their opinion on the instrument so as to judge the appropriateness. Cronbach’s coefficient alpha was used to test reliability. Both descriptive analysis and inferential statistics were used for data analysis using SPSS. On the other hand, qualitative data derived from open ended questions was analyzed using content analysis technique. The study findings revealed that pupil’s academic achievement was positively and significantly influenced by the school providing adequate infrastructural facilities; school administration organizing for teachers’ seminars workshops; the school administration/TSC recognition of teachers often praising after good performance or giving incentives; and the pension scheme in place offers good expectations upon retirement; and the monetary reward system have increased the level of competition among teachers. this study recommends that the government ought to ensure the schools are well established to enhance the teaching methods thus motivating both the teachers and the learners; the TSC and administrators need to encourage and organize seminars and workshops; The school administration/TSC needs to often recognize teachers by giving them incentives for good performance; and teachers need to be well remunerated to improve the learners performance. 
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[bookmark: _Toc66078611][bookmark: _Toc68924746][bookmark: _Toc118703804][bookmark: _Toc66078612][bookmark: _Toc68924747]1.1 Background of the Study
This chapter covers the background of the study, statement of the problem, purpose of the study, objectives of the study, research questions and significance of the study. The chapter also covers scope of the study, limitations and delimitations of the study, basic assumptions of the study and definition of key terms.
Teachers’ motivation is one of the important factors in realizing educational objectives and achieving high academic performance. Without teachers’ motivation educational institutions will continue to boost poor results since the poor academic performance in most primary schools can be attributed to teacher motivation among other factors (Matoke, Okibo & Nyamongo, 2015). Education is regarded as a promoter of human development in the world and is seen by many to be in the center of any society’s life and concern. Academic performance as the outcome of education constitutes the extent to which a student, teacher or institution has achieved their educational goals. Based on the eight Millennium Development Goals (MDGs), education is a major catalyst for human development (UN, 2010). The United Nations 2025 education goal is to ensure that all learners acquire the knowledge and skills needed to promote sustainable development including sustainable lifestyle, human rights, gender equality and promoting a culture of peace (UNESCO, 2011). Therefore, achievement of Sustainable Development Goals (SDG) depends on investment in education and attainment of education goals especially primary and secondary education. 
In China teachers tend to perform well when provided with conducive working environment (Wong & Tsui, 2007). They noted that the working environment, not necessarily high pay, if properly improved to satisfaction of a teacher, the teacher gets motivated and the out –put is high academic performance (Wong & Tsui, 2007).  Studies in Canada Schools opined that in order to improve quality of education in Canada, teachers should be paid according to the academic success of their students instead of the number of years they have been teaching. Teachers with more education and more experienced are paid more than teachers with less education and less experience although they are doing the same job and some lower paid teachers are more effective in the classroom (Clifton, 2013).
Emenike (2013) observed that factors influencing teachers’ productivity in public institutions in Nigeria included working conditions, availability of working tools and resources, improved knowledge and skills through regular training, accessibility to information and a sense of recognition, superior remuneration and handsome reward system, are the critical ingredients of worker job performance. Usman (2015) lamented that there exists alarming maltreatment of teachers in Nigeria to the extent that many teachers feel ashamed to proclaim the teaching profession. He further reported that teachers are paid meager salaries/wages with almost absence or insignificant welfare packages. Teachers in Nigeria are termed 'natural economists' because their hands are forced to resort to simple living as they could hardly afford luxury. Most teachers live in poorly built houses surrounded with little or no ventilation, unclean water, no electricity, poor road network and mockery by workers from other highly remunerable occupations. Teachers' salaries, pension, allowances and gratuity are mostly delayed, owed and or ceased.
Nduom (2012) states that the Ghanaian Educational System lacks the quality it deserves because there are many schools who cannot boast of decent teaching and learning environment. There is enormous pressure on facilities as many teachers and pupils compete for limited classroom spaces. Library facilities are hardly found in many of the basic schools which does not allow for better teaching and learning. The poor performance of pupils is characterized by inadequate teacher motivation, low remuneration and poor condition of service.  In Tanzania, a study by Haki Elimu (2013) observed that academic performance has been steadily declining as a result of deteriorating of teachers’ motivation.  In Uganda according to Aacha (2010), there is growing fear that perhaps the massive number of teachers without commensurate expansion in facilities, learning and teaching materials; teaching morale may have compromised the quality of education.
 In Kenya, the Teachers’ Service Commission (T.S.C) is mandated to maintain professionalism, integrity and quality teaching standards. It is also the duty of the commission to maintain professionalism, integrity and quality teaching standards in the teaching service. According to the T.S.C Act (Cap 212). The commission has the mandate to formulate policies to achieve its mandate of; providing strategic direction, leadership, and oversight to the Secretariat, ensure that teachers comply with the teaching standards prescribed by the commission, manage the payroll of teachers in its employment, facilitate career progression and professional development for teachers and lastly monitor the conduct and performance of teachers in teaching service among others. 
According to Nyakundi (2012), motivated teachers are more likely to motivate pupils to learn in the classroom, to ensure the implementation of educational reforms and feelings of satisfaction and fulfillment.  Teachers may be influenced through various factors like timely payment of salary and wage, job satisfaction, fairness in the teacher promotion system, reward system, better working conditions, providing the required physical facilities and verbal encouragements for pupils (Muguongo, Muguna, & Muriithi, 2015). 




[bookmark: _Toc106357148]Table 1.1: Mandera East Sub County KCPE Performance 2017-2020 in relation to 2013-2016
	Year.
	Candidates.
	350 and above                 
	Year.
	Candidates.
	350 and above                 

	2013
	1229                    
	150                                
	2017             
	1267           
	100

	2014
	1246                    
	143                                
	2018
	1284            
	93

	2015
	1232                    
	172                                
	2019
	1301            
	74   

	2016
	1256                    
	165                                
	2020
	1353            
	67

	Total
	4963
	630
	
	5205
	334


Source: Mandera East Sub County Director of Education Office. 2020.

Based on secondary school selection, National and Extra County schools select students with 350 marks and above in KCPE. The above performance would see very few students going to the categories mentioned from the sub-county and thus the situation needs to be investigated. The study therefore seeks to investigate the relationship between teacher’s motivation strategies on pupil’s academic performance in public schools in Mandera East Sub County Mandera County.

[bookmark: _Toc66078613][bookmark: _Toc68924748][bookmark: _Toc118703805]1.2 Statement of the Problem
The free primary education in Kenya has expanded demand for classroom teachers while the supply of new teachers is constantly decreasing. Teachers in Kenya have either gone on strike or severally threatened to go on strike since the year 1997. Teachers’ union leaders have also been blamed for poor results in KCPE in several forums. The government and Kenya National Union of Teachers (KNUT) are in a constant and frequent stand-off over better working conditions, a good pay and benefits. Teachers in majority of public primary schools in Kenya are also compelled to cope with teaching-learning environment that are ill-equipped with outdated office fittings, furniture, libraries, basic technology workshops and inadequate sporting arena. Teachers also complain of lack of motivational incentives for them.
According to Mandera County QASO Report (2020) there has been deteriorating standards of professional conduct, poor preparation of teaching materials especially lesson notes and lack of continuous pupils’ assessment and high teacher absenteeism in Madera East Sub County. Other researchers like Ziegert (2015) and Ochola (2017) have also carried out studies on leaners motivation in relation to pupil’s academic performance there is no study which has been done on teachers’ motivation strategies on pupils’ academic performance in public primary schools in Mandera East Sub County. This research therefore focused on teachers’ motivation strategies on pupils’ academic performance in Mandera East Sub County Mandera County.
[bookmark: _Toc68924750]
[bookmark: _Toc118703806]1.3 Research Objectives
[bookmark: _Toc68924751][bookmark: _Toc79315825][bookmark: _Toc118703807]1.3.1 General Objective
The general objective was to examine the relationship between teacher motivation strategies on pupil’s academic performance in public primary schools in Mandera East sub-county, Mandera East County.

[bookmark: _Toc79315826][bookmark: _Toc118703808][bookmark: _Toc466462611][bookmark: _Toc466463769][bookmark: _Toc466464524]1.3.2 Specific Objectives 
i. To determine influence of teachers’ working conditions on pupil’s academic performance in public primary schools in Mandera East Sub-County. Mandera County.
ii. To examine influence of teacher professional development on pupil’s academic performance in public primary schools in Mandera East Sub-County, Mandera County.
iii. To assess influence of teacher recognition on pupil’s academic performance in public primary schools in Mandera East Sub-County. Mandera County.
iv. To establish influence of teacher remuneration on pupil’s academic performance in public primary schools in Mandera East Sub-County, Mandera County.
[bookmark: _Toc66078617][bookmark: _Toc68924753][bookmark: _Toc118703809]1.3.3 Research Questions
i. What is the influence of teachers’ working conditions on pupil’s academic performance in public primary schools in Mandera East Sub-County Mandera County?
ii. How does teacher professional development influence pupil’s academic performance in public primary schools in Mandera East Sub-County Mandera County?
iii. To what extent does teacher recognition influence pupil’s academic performance in public primary schools in Mandera East Sub-County Mandera County?
iv. How does teacher remuneration influence pupil’s academic performance in public primary schools in Mandera East Sub-County Mandera County?

[bookmark: _Toc462672925][bookmark: _Toc514225679][bookmark: _Toc66078618][bookmark: _Toc68924754][bookmark: _Toc118703810]1.4 Significance of the Study
Kenya Education Management Institute will benefit from the study in getting to know what to include in its post teacher training needs for professional development of teachers.  The Teachers Service Commission will use the findings to improve on various teachers’ motivational strategies. The findings of the study will be useful to school administrators (head teachers and PTA Members) in identifying factors that motivate teachers and hence make adjustments where necessary towards improved academic performance. The school head teachers will be able to identify aspects of work environment for the teachers that may improve their satisfaction. The Ministry of Education will use the findings to improve the school physical environment for teachers.  This study will help to encourage education policy makers to strive to improve physical environment for teachers for their effective performance and consequently school performance. This will improve provision of education to students and hence achievement of Millennium Development Goals and Vision 2030.  The study will also be useful to future scholars as it will also add to the existing body of knowledge in the field of education relating to teacher motivation and its effect on pupils’ academic performance. 

[bookmark: _Toc118703811]1.5 Justification
In the course of finding out the teachers’ motivational strategies on pupils’ academic performance in public primary schools in Mandera East sub-County, the researcher will find out if there is an increase in the teachers’ motivation; teachers will be more dedicated to their work.	Comment by DR ROSALIA  MUMO: 
Whether motivational strategies will lead to an upliftment in the standard of education at public primary school level in Mandera East Sub County level and finally this research work will focus basically on the roles of teachers in spite of their relatively poor motivation and the effects it has on student’s performance which will enable the researcher to make constructive suggestions aimed at improving the performances of students.

[bookmark: _Toc118703812]1.6 Scope of the Study
The study was confined to public primary schools in Mandera East sub-county. Although there are various factors teacher motivational strategies, this study only focused on influence of teachers’ working conditions, teacher professional development, teacher recognition and teacher remuneration on academic performance. The study targeted only teachers employed by the government since the motivational strategies are standard amongst teachers’ under government payroll. 
[bookmark: _Toc69790137][bookmark: _Toc428451924][bookmark: _Toc462672926][bookmark: _Toc514225680][bookmark: _Toc66078619][bookmark: _Toc68924756][bookmark: _Toc118703813]1.7 Limitations of the Study
Some respondents who were not willing to respond to the questionnaire due to fear of intimidation, were assured of confidentiality by the researcher. Getting some respondents especially the head teachers was difficult to due busy administration and teaching schedules but the researcher prepared the questionnaires in good time to ensure convenience to the respondents.

[bookmark: _Toc118703814]1.8 Assumptions of the Study 
This study was conducted under the following assumptions:
The respondents were willing to give information needed for the study and that the responses were honest. The respondents were readily available in the administration of the questionnaires. 

[bookmark: _Toc118703815]1.9 Definition of Operational Terms
Incentives – the act of providing opportunities for improvement of working condition
Motivation -the internal and external factors that stimulate desire and energy in people to be continually interested and committed to a job, role or subject, or to make an effort to attain a goal.
Performance -the mean score especially the one on the KCPE examination.
Teacher training and development. – the act of improving pedagogy skills
Recognition- giving teachers praise or giving approval to teachers for a job well done, for example, giving teachers thank you cards, prizes or free meals.
Working Conditions: the conditions upon which tasks are performed by teachers in their schools, such as provision of tools, resources, enough working space, availability accommodation, security of tenure, among other factors.
[bookmark: _Toc66078622][bookmark: _Toc68926525][bookmark: _Toc79314661][bookmark: _Toc118703816]CHAPTER TWO
[bookmark: _Toc66078623][bookmark: _Toc68926526][bookmark: _Toc79314662][bookmark: _Toc118703817]LITERATURE REVIEW
[bookmark: _Toc66078624][bookmark: _Toc68926527][bookmark: _Toc79314663][bookmark: _Toc118703818]2.0 Introduction 
This chapter provides an overview of literature from previous studies on internal environmental factors influencing performance. The chapter covers the theoretical framework, empirical review, summary of literature review, conceptualization, and conceptual framework.

[bookmark: _Toc68924762][bookmark: _Toc79314664][bookmark: _Toc118703819]2.1 Theoretical Literature
This study was based on the Expectancy Theory of Motivation propounded by Vroom (2005). According to this theory, a worker’s behavior is governed by the strength of the desire and the estimated probability of a successful outcome and the strength of the belief that an action will satisfy his needs. Vroom (2005) observed that motivation is a product of three factors which he referred to as the valence, expectancy and instrumentality. Expectancy is the perception that performance will be rewarded appropriately. Valence is the belief that attracting valued rewards are available and it describes anticipated satisfaction derived from an outcome Muguongo et al. (2015. The theory perceives people as rational, logical and cognitive beings who think about what they have to do to be rewarded and how much the rewards mean to them before they perform their job. They are motivated to behave in certain ways in order to receive those rewards they are entitled.
Many experts in the field of organizational behavior hold the view that Expectancy Theory is one of the most acceptable theories of motivation and there is substantial evidence to support the theory. According to Armstrong (2012), Expectation Theory focuses on how motivation affects performance and describes how people make choices about desired goals. It is generally accepted as the leading theory of motivation and has become an important basis for explaining what motivates people to work towards performance. The Expectancy Theory seems to be intuitively appealing and is based on common sense. It explains the levels of motivation by breaking it down into separately recognizable stages. It brings forward the linkages between efforts and performance, performance and rewards and personal goals. Therefore, the head teachers can create a conducive work environment, climate and culture that will increase the motivation levels of teachers by understanding the factors that motivate and demotivate individual teachers. 
The theory has some weaknesses in that all employees many not have the time, willingness, favorable situation, resources or even the adequate ability to calculate motivation in the way this theory assumes. Similarly, the managers also may be lacking parameters to take a decision of what motivates a particular employee. The theory is applicable to the study since the Ministry of Education Science and Technology can increase the head teacher’s expectancy by clarifying the individual needs, providing desired goals in the work place and supporting them to achieve the expected school performance. The teacher’s belief that efforts will lead to performance and can be enhanced by being sponsored to seminars, good lunch in the school and rewarding them appropriately when they achieve high marks in their subject. Pupils’ performance can be enhanced by rewarding the most disciplined or most improved in the school. The expectancy theory therefore provides educational manager with a strong theoretical framework, for understanding how motivation and performance can be improved.

[bookmark: _Toc79314669][bookmark: _Toc118703820]2.2 Empirical Literature
This section focuses on the independent variables under study. It emphasizes on empirical evidence available, reviewed according to the current study. The main objective is to ascertain the existing gap in literature for the relevance of the study.

[bookmark: _Toc118703821]2.2.1 Teachers’ Working Conditions and Academic Performance
Teachers working conditions include the physical and material environment such as classroom space and appropriate number of class size, electricity, availability of enough furniture and teaching and learning materials. Teachers’ working conditions include also the opportunity to participation in decision making, opportunity for promotion and have access to decent housing as well as appreciable incentive packages aside regular remuneration. Agezo (2010), argues that when teachers have conducive working environments such as light workload in terms of class size and number of teaching hours, good relationships amongst themselves and with students and good leadership from principals they are likely to be motivated to work and improve students’ academic performance.
Plunkett and Dyson (2011) conducted a study to examine the complex ecologies associated with educating and retaining new teachers in rural secondary schools in Australia. The study adopted descriptive survey design. A close ended and open-ended questionnaire and interview guides were used to collect primary data. Purposive sampling was used to sample 250 respondents.  Findings established that working conditions including the school physical environment, play a critical role in determining the supply of qualified teachers and influencing their decisions about remaining in the profession. Findings also showed that safe school environment is one of the factors that can improve teacher effectiveness, enhance their commitment to school and promote their satisfaction.
Akuoko, Dwumah and Mahama (2012) study aimed at examining the relationship between teacher motivation and delivery of quality education in public primary schools in Tamale metropolis, Ghana. A survey research design was used in this study. Stratified random sampling method was used to select 20 public basic schools from the urban and peri-urban areas and 216 respondents were selected from the schools using simple random sampling method. Primary data was collected using interviews and questionnaires while secondary data was collected from documents, journals, annual reports of Municipal Education Service (Mahama 2012). Results showed a significant relationship between teacher working conditions and quality education delivery and there was no significant difference in terms of motivation between urban and peri-urban teachers in the metropolis. Majority of the teachers joined the service because of the interest they had in teaching but the level of motivation was too low.
Ukpong and Uchendu (2012) conducted a study to investigate the influence of motivational strategies on teachers’ teaching performance in public secondary schools in Uyo – Urban, Akwa Ibom State, Nigeria. Expo Facto design was adopted for the study. A sample of three hundred and sixty (360) teachers were randomly selected from the population of all the secondary school teachers in the 18 public schools in the Area. A questionnaire based on four-point likert-type scale was developed and administered to the 360 teachers (Ukpong 2012). The study findings showed that principals who apply the motivational strategies to motivate their teachers highly, they experience high teaching performance among teachers. On the other hand, principals who do not motivate teachers by being rude, criticizing teachers before students, delay in the payment of salaries and other entitlements, pose a threat to their maximum teaching performance
Ali and Abdulkadir (2016) carried out a study to determine the significant relationship between teacher motivation and school performance in Somalia. In this study a survey technique was used and a convenient sampling method was used to sample 80 respondents from Secondary Schools in Mogadishu. Questionnaires were used to collect primary data.  Findings established that lack of motivation would lead to dissatisfied and uncommitted teachers who may have higher rates of turnover, absenteeism, and withdrawal behaviors. Alyaha and Mbogo (2017) conducted a study establish how working conditions affect job satisfaction of teachers and performance in private primary schools in Yei town, South Sudan. The study employed a survey design.  Simple random sampling technique was used to select the respondents from ten private schools. The respondents included 10 head teachers and 100 teachers. Questionnaires were used for data collection. Findings established that inadequacy of school facilities led to teachers’ dissatisfaction with their job. Working atmosphere also affected teachers’ level of satisfaction. The study concluded that the inadequacy of school facilities led to teachers’ dissatisfaction with their job (Mbogo, 2017).
Shonje (2016) sought to assess the influence of teachers working conditions on job satisfaction of public secondary school teachers' in Kisarawe district, Tanzania. The study used descriptive survey design with case study approach. Data were collected using the questionnaire, interview, observation checklist and documentary review. The sample size consisted of 107 respondents. This included 100 classroom teachers, one DEO, five heads of school and one TSD officer. The DEO, TSD and heads of school were purposively sampled while teachers’ sample was selected using simple random sampling technique (shonje, 2016). The findings reveal that teachers work in poor conditions typified with lack in-service training, promotion and necessary facilities like chairs, housing. Most of them live a long distance from schools where they teach hence affecting them to fulfill their day to day responsibilities which leads to lowering their morale of work. This results into teacher absenteeism and lateness which leads to lower students’ academic performance.
Ouma and Munyua (2018) carried out a study to investigate the relationship between teachers’ working conditions and students’ academic performance in public day secondary schools in Nyando Sub-County Study adopted a correlational research design. The target population was all public day secondary schools in Nyando Sub-County. A sample of fourteen schools, which comprised 50% of the total population, was used in the study. Stratified random sampling was used to allow full participation of the schools. Descriptive and inferential statistics were used to present the results of the study. Findings revealed that poor working conditions and inadequate teaching and learning materials were the major de-motivators of teachers towards good students’ academic performance (Ouma, 2018).

[bookmark: _Toc118703822]2.2.2 Teacher Professional Development and Academic Performance
Teacher Professional Development is defined as a process of improving both the teachers’ academic standing as well as –acquisition of greater competence and efficiency in discharging her/his professional obligations in and outside the classroom (Tecle, 2016). Teachers’ professional development also refers to the opportunities offered to practicing teachers to develop new knowledge, skills, approaches and dispositions to improve their effectiveness in their classrooms. It is advancement/enhancement of teachers’ knowledge of the students, the subject matter, teaching practices and education-related legislation (Tecle, 2016).  It includes formal and informal means of helping teachers not only to learn new skills but also develop new insight into pedagogy and their own practice and explore new or advanced understanding of content and resources.  
Asif, et.al. (2016) conducted a study to investigate the relationship between teachers’ job satisfaction and student’s academic performance in secondary schools in Faisalabad, Pakistan. The study adopted descriptive survey design. The target population consisted of 322 secondary-school teachers and 1200 9th-grade students. Simple random sampling was used to sample 72 teachers and 240 students (Shabbir, 2016). Findings established a significant correlation between job satisfaction and students’ performance. The study also established that teachers who were offered in-service training and provided study leaves were more satisfied with their work and they worked extra hours to enable students improve their grades.
Nbina (2012) investigated the influence of teacher’s competence on students’ academic performance in chemistry in senior secondary Nigeria. A random sampling technique was used to select 6 secondary schools out of 10 secondary schools.   200 students, 20 teachers and 6 principals were used in the study. A survey design was adopted. A Questionnaire (TCQ) and Chemistry Achievement Test (CAT) was used to gather data for the study.  Results revealed that there is significant relationship between teachers’ competence and students’ academic performance in chemistry (Nbina, 2012). Findings also revealed that Chemistry students taught by qualified teachers performed significantly better than those taught by unqualified teachers. Also, chemistry students taught by experienced teachers performed significantly better than those taught by inexperienced teachers.
Alphonce (2017) study aimed at assessing the role of teachers’ motivation on students’ academic performance in Ilemela District, Tanzania. Primary data were collected using questionnaires. Simple random sampling was used to sample 50 respondents from five selected secondary schools in Ilemela District. The study used descriptive analysis to analyze data.  Findings established that teacher’s professional development improves students’ academic performance. Nyakundi, et.al. (2019) investigated the influence of teacher motivation to the academic performance of pupils in primary schools in Nyamira South Sub-County. A mixed method design was adopted for this study that used qualitative and quantitative approaches in collecting and analyzing data concurrently.  The population of study was 147 head teachers and 836 teachers in Nyamira South Sub-County. Stratified sampling was used to get a sample of 84 teachers and 15 head teachers.  Questionnaires and interview guides were used for data collection.   A questionnaire was used to collect data from the teachers while an interview schedule collected data from head teachers. The study concluded that the teacher professional development had a significant influence on academic performance of standard eight pupils in K.C.P.E.


[bookmark: _Toc118703823]2.2.3 Teacher Recognition and Academic Performance
Cherrington (2009) defines recognition as non-financial rewards and praises. Recognition is among the factors which go along with many other factors which can have an effect on motivation of employees. Examples of recognition awards include certificates, plaques and sometimes accompanied by gifts and cash rewards. Teachers have to be nurtured in various ways by the principal so that they become motivated and committed to their teaching job.  Recognition from principals, parents and students impact positively on teachers’ motivation. Constant recognition from the principal encourages teachers to excel in their profession. When teachers are recognized, rewarded and praised, principals reap a rich harvest of renewed professional enthusiasm amongst their teachers (Schmidt, 2012).
Roland (2013) conducted a study on teacher incentives and student achievement in public schools in New York City. The target population was 396 teachers of lowest performing public schools. Simple random sampling was used to sample 212 teachers. Data was collected using survey monkeys that were sent to teachers via emails. Findings established that one of the potential methods to increase student achievement and improve the quality of individuals selecting teaching as a profession is to provide teachers with financial incentives based on student achievement.
Kalsoom, Akhter and Mujahid (2018) study investigated teachers’ perception regarding the effect of reward system on teachers’ performance at elementary level in Lahore, Pakistan. The study was based on the Expectancy motivation theory.  A descriptive research design was adopted in this study. Self-rated questionnaire was used to collect data. A total of 200 teachers were sampled from 20 elementary schools (10 private schools and 10 public schools) in Lahore. The results of this study showed that reward system make a significant impact on performance of teachers at elementary level. Monetary rewards based on teachers’ performance improves teacher attendance and retention and students’ test scores.
Donkoh (2016) focused on motivation of teachers on their job performance in La Nkwantanang Madina Education Directorate Greater Accra, Ghana. A sample of 110 teachers was drawn from some selected basic schools. Data was collected using questionnaires. Findings established teachers were generally demotivated. The study also found that teacher had a significant effect on students’ performance. Lusekelo (2016) conducted a study to examine how teachers’ recognition as reward influence performance.  This study was purely qualitative.  The researcher conducted interview guides with ten educational stakeholders including one Regional Educational officer, three District Educational officers, four Heads of schools and two Educational Administrative officers (TSD and School Inspector). The main findings showed that teachers’ recognition influence students’ performance. The researcher concluded that teachers’ work performance is influenced by provision of incentives and rewards.
Barasa (2015) conducted a study to investigate the influence of teacher motivation strategies on the students ‘performance in day secondary schools of Trans –Nzoia west district, Trans Nzoia County, Kenya. A case study design was used for this study. Simple stratified sampling technique was used for sampling. The data collection instrument was a questionnaire. The findings of the study were that most teachers lacked motivation in their work and this accounted for the low performance in these schools. Motivation strategies such as recognition, incentives and career advancement were minimal in the schools. Kihara (2018) carried out a study to establish the influence of appreciation of teachers on students’ performance in KCSE in public secondary schools in Kinangop Sub County. The target population comprised of 28 principals and 310 teachers totaling to 338 respondents. Slovin’s formula was used to select a sample of 184 participants. Stratified random sampling was employed to create 8 zones based on the 8 administrative wards within the sub-County. Using simple random sampling, 16 principals and 168 teachers were sampled for the study. Questionnaires and interview guides were used to collect data in this study.  The study established that teachers’ appreciation through rewards and incentives enhances work commitment, increases engagement with students consequently leading to improved academic performance.

[bookmark: _Toc118703824]2.2.4 Teacher Remuneration and Academic Performance
Drummond (2010) indicated that people are motivated by money for many different reasons. The need to provide the basic necessities of life motivates most people; some people think money as instrumental in satisfying non-economic needs such as power, status and affiliations with desired groups. Money is viewed as a symbol of personal success and achievements. If teachers were paid well, they would undoubtedly be motivated to give of their best thereby bringing about good performance in students. Chiresha and Shumba (2010) observe that once teachers receive attractive remuneration they would be satisfied with their job and this in turn is tied to their work performance including involvement and commitment. 
Lukas and Samardzic (2014) examined the relationship between elementary school teacher’s income and educational achievements of fifteen-year-old students in Canada, Denmark, France, Germany, Israel, Japan, Norway, South Korea, Spain and Switzerland. Data was collected from pedagogical documentation on teacher salaries and student’s educational achievements. Findings were analyzed qualitatively.  The results of the research showed that the level of teacher’s income has an impact on student’s achievements. Where teachers were given raise in the beginning of the year, students scored better results throughout the year. Apart from having a positive impact on the educational achievements of students, increase of teacher’s salaries affects the reduction of the number of students who leave school prematurely by 3-6 %. Shakir (2013) study aimed at finding out the impact of remuneration on teachers’ performance of secondary schools in Islamabad. The data was collected through questionnaires. Frequencies, percentage, mean, Pearson co-relation were used for the analysis of the data. Findings established that teachers were satisfied with the extrinsic rewards provided from the learning institution like: pay, bonuses and allowances.
Yahya and Fasasi (2017) conducted a study to determine the effect of teacher’s income on students’ performance in Mathematics in Adamawa State, Nigeria. The population of this study consisted of all the five secondary schools in Yola north Local Government Area of Adamawa state. A stratified random sampling was used to select sixty (60) students and eighty (80) teachers from the five secondary schools used for the study. Students and teachers’ questionnaires were used for data collection. The data collected was analyzed using descriptive and inferential statistics. A significant correlation was found between teachers’ income and students’ performance in Mathematics. Findings also established that delay in payment of teachers’ salary affects the performance of teachers teaching Mathematics in Schools as some of these teachers transfer their aggression on students by abandoning their primary duties and evading classes thereby leaving the students to roam the streets during the school hours.  
Livingstone (2010) study investigated whether the perceived teacher’s motivation has an effect on students’ academic performance in selected Advanced level secondary schools in Masaka District, Uganda. The study was guided by a cross sectional survey research design using both qualitative and quantitative methods of data analysis. Data was collected using structured questionnaire, in-depth interview guide, field observations and focus group discussion guide. The study revealed that students’ academic performance is dependent on teachers’ monetary rewards, and that there is a significant relationship between monetary and non- monetary rewards on students’ academic performance.
Wambasi (2015) study investigated some motivation strategies influencing job satisfaction among teachers in public primary schools in Bungoma East Sub County. The study used descriptive survey design. The target population was 24 head-teachers and 278 teachers in Bungoma East Sub County. Purposive sampling was used to select 24 head teachers and simple random sampling was used to select 278 teachers. The data was collected by use of questionnaires. The study established that the teachers were not satisfied with the income as according to most of the respondents, income was not a measure of their competence and could not meet their expenses. The other benefits offered such as fringe benefits, pension, medical and transport allowances were also not satisfying.
Mugikuu (2012) conducted a study to examine the influence of teachers' motivation on students' performance in Kenya Certificate of Secondary Education (KCSE) in public secondary schools in Kwale County. The study adopted a descriptive survey design. A sample of 181 teachers and 23 head teachers were selected for the study. Data was collected using questionnaires for teachers and an interview schedule for head teachers and was analyzed using descriptive statistics. Findings revealed that teachers seemed relatively satisfied with the recognition received from their schools, possibly because they are able to build good relationships with management and staff.

[bookmark: _Toc66078632][bookmark: _Toc68924768][bookmark: _Toc79314674][bookmark: _Toc118703825]2.3 Summary of the Literature Review  
Studies have shown that;  working conditions including the school physical environment, play a critical role in influencing teachers’  decisions on whether to remain in the  profession and helping learners to achieve their academic goals; safe school environment is one of the factors that can improve teacher effectiveness, enhance their commitment to school and promote their satisfaction;  teachers who are  offered in-service training and provided study leaves are more satisfied with their work and they work extra hours to enable students improve their grades; providing  teachers with financial incentives based on student achievement method increases student achievement ; monetary rewards based on teachers’ performance improves teacher attendance and retention and students’ test scores;   teachers need adequate and reasonable salary and allowance payments to commensurate with the job they do for them to be able to satisfy their basic needs in life such as food, clothing and health-care and when teachers’ needs are satisfied, it promotes their psychological well-being and enables optimal functioning and performance. The students’ academic performance is dependent on teachers’ monetary rewards and there is a significant relationship between monetary and non- monetary rewards on students’ academic performance. However, these studies were carried out in other parts of the world and in Kenya too but no similar study has been carried out in Mandera East sub-county, Kenya. Through reviewing various empirical studies, geographical, scope and methodological gaps have been established. This current study aimed at filling the research gaps by examining the relationship between teacher motivation strategies and academic performance in public primary schools in Mandera East sub-county.
[bookmark: _Toc69790138][bookmark: _Toc428451925][bookmark: _Toc462672927][bookmark: _Toc514225681][bookmark: _Toc66078620][bookmark: _Toc79314675]

[bookmark: _Toc118703826]2.4 Conceptual Framework
The study conceptualizes that independent variables, teachers’ working conditions, teacher professional development, teacher recognition and teacher remuneration are related to the independent variable, pupils’ academic performance. This relationship is regulated by the intervening variable, teacher attitude towards teaching and pupils’ attitude towards learning.  
[bookmark: _Toc79314676][bookmark: _Toc118703827]2.5 Conceptual Framework
Independent variables                                                                         Dependent variableWorking Conditions
· Infrastructures
· Teaching resources
· Communication with superiors 
 
· required in a school

Professional Development
· In-service training
· Professional forums
· Further studies
Teacher Recognition
· Praising 
· Awards
· Verbal appreciation 


Government of Kenya
Teachers Service Commission
Pupils’ Academic performance
· Improved Mean score
· More secondary admissions

Teacher Remuneration
· Basic Salary 
· Allowances
· Overtime 
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[bookmark: _Toc79314677][bookmark: _Toc79315846]
[bookmark: _Toc118703654]Figure 2.1: Relationship between Teacher Motivation Strategies and Academic Performance 
Source: Researcher 2021
[bookmark: _Toc66078633][bookmark: _Toc68926535][bookmark: _Toc79314680][bookmark: _Toc118703828]
CHAPTER THREE
[bookmark: _Toc66078634][bookmark: _Toc68926536][bookmark: _Toc79314681][bookmark: _Toc118703829]RESEARCH METHODOLOGY
[bookmark: _Toc68924771][bookmark: _Toc66078635][bookmark: _Toc79314682][bookmark: _Toc118703830]3.0 Introduction
This chapter presents a detailed description of research methodology that was used in the study. This chapter covers the study design, study area, target population, sampling design and procedures, research instruments, validity and reliability of research instruments, data analysis and presentation and ethical considerations.  

[bookmark: _Toc79314683][bookmark: _Toc118703831]3.1 Study Design
This study adopted a descriptive research design. According to Kothari (2016) descriptive survey research design provides pertinent and precise information concerning the current status of a phenomenon. In this case, the use of teacher’s motivational strategies on pupil’s academic performance produced specific predictions, narrations of facts and characteristics concerning individual, group or situation and so the design was significant in this study. The descriptive research design sought to establish teachers’ motivational strategies on pupil’s academic performance in public primary schools in Mandera East Sub-County Mandera County.

[bookmark: _Toc79314684][bookmark: _Toc118703832]3.2 Study Area
The study was conducted in Mandera East Sub County which borders Ethiopia to the North and Somalia to the East.  The main economic activities of the sub-county are livestock keeping and some teachers are also involved in business especially those who are not satisfied with the teaching professional especially in terms of remuneration.   Majority of the poor live below the poverty line and are unable to contribute to development projects leading to dilapidated facilities. This might result to teachers’ motivation.

[bookmark: _Toc79314685][bookmark: _Toc118703833]3.3 Target Population
 The target population of the study was 27 public primary schools in Mandera East Sub-county. The target population for this study was 27 head teachers and 200 government teachers from public primary schools and 1 Sub- County Quality Assurance in Mandera East sub-county Mandera East Sub County (2021). The head teachers are targeted since they are the main teacher supervisors and responsible for motivating teachers in primary schools. The teachers were studied because they are implementers of the curriculum and are the ones involved in the teaching and learning process which if effectively carried out determines pupils’ academic performance. The quality assurance officer was essential in provision of information of quality standards in the sub-county. The total target population was 228.

[bookmark: _Toc79314686][bookmark: _Toc118703834]3.4 Sampling Design and Procedures
The 27 public primary schools were used to determine the sample size. Purposive Sampling technique was used to sample the 27 head teachers and 1 quality assurance. 30% of the teachers were sampled using simple random sampling making a total of 60 teachers. This technique was employed to determine the sample size; where 30% of the target population formed the desired precision as an acceptable confidence level for the estimate. (Mugenda & Mugenda 2014).

[bookmark: _Toc79315856][bookmark: _Toc118703835]3.4.1 Sample Size 
The sample size was determined by calculating 30% of the teachers’ population (60 teachers) (Mugenda & Mugenda 2014). He noted that for a study to give data that ensures representativeness and reliability, 30% of a population can be sampled. The researcher sampled 8 head teachers and 1 quality assurance purposely obtaining a total of 88 respondents.

[bookmark: _Toc79315857][bookmark: _Toc118703836]3.4.2 Sampling of Teachers
Stratified sampling design will be used to sample the teachers who will be stratified by gender. 30% of the teachers thus 60 teachers will be selected through stratified random. The schools will serve as stratum whereby the head teachers will be requested to provide a list of the male and female teachers.  In each of the sampled school, the researcher will randomly pick eight names from the list until 60 teachers are selected. This will ensure that all teachers will have equal chances of participating in the study.
[bookmark: _Toc66078642][bookmark: _Toc66078806][bookmark: _Toc68349809][bookmark: _Toc68926150][bookmark: _Toc79315858][bookmark: _Toc106357079][bookmark: _Toc106357149]Table 3.2: Summary Sample Size
	Category
	Target Population
	Sample Size
	Total

	Head Teachers
	27
	8
	8

	Teachers
	200
	60
	60

	SCQA
	1
	1
	1

	Total
	228
	69
	69


 
[bookmark: _Toc74045693][bookmark: _Toc79314687]Source: Researcher 2021
[bookmark: _Toc118703837]3.5 Research Instruments   
 To facilitate data collection, questionnaires were employed to gather information. These were head teachers questionnaire, teacher’s questionnaire and SCQA questionnaire. The researcher used the questionnaire because the participants are all liberate and therefore could read and respond to the items (Ary 2017). This study used both qualitative and quantitative research instruments which included questionnaires and interview guides.

[bookmark: _Toc118703838]3.5.1 Questionnaire for Head Teachers
The questionnaire for the head teacher gathered information on personal data education and professional development, his or her role in implementing motivational strategies in relation to pupil’s academic performance. The information gathered was important to investigate on the teacher’s motivational strategies on pupil’s academic performance in public primary schools as in Appendix II.

[bookmark: _Toc79314688][bookmark: _Toc79315860][bookmark: _Toc118703839]3.5.2 Questionnaire for Teachers
The questionnaire entailed both close-ended and open-ended questions.  The questionnaire had five sections. Section A focused on demographic information, section B covered teachers’ working conditions, section C on teacher professional development, section D on teacher recognition and section E on teacher remuneration as in Appendix III. 

[bookmark: _Toc118703840]3.5.3 Sub-County Quality Assurance Officer
The SCQA questionnaire sought for information on personal academic and professional qualification, the experience in relation to teacher’s motivation strategies to pupil’s academic performance in public primary schools. The SCQA is the government officer in the department of Quality assurance and standard department in the ministry of education. Therefore, he or she ensures quality and standards in education are maintained during curriculum implementation as in Appendix IV.

[bookmark: _Toc118703841]3.6 Piloting of Research Instruments 
Piloting of instruments was conducted in two schools which are not among the sample schools for the study selected randomly. In order to determine the validity and reliability of the instruments, the study sampled 10% of the sample size which consisted of two head teachers. Four teachers and one quality assurance were involved in the piloting (Kothari 2016). The results of the respondents from the piloted schools showed whether the instruments are valid. Detected mistakes were modified guided by my supervisors in order to avoid misinterpretation in the actual data collection.

[bookmark: _Toc79314691][bookmark: _Toc79315863][bookmark: _Toc118703842]3.6.1 Instrument Validity 
Content validity was used whereby research experts from the university were asked to give their opinion on the instrument so as to judge the appropriateness. The expert opinion confirmed to the researcher whether the content in depth and breadth are suitable to the study. Internal validity on control of extraneous variables was addressed by making the questions simple, straight forward and free from ambiguity (Gall, 2016)

[bookmark: _Toc79314692][bookmark: _Toc79315864][bookmark: _Toc118703843]3.6.2 Instrument Reliability 
Using test retest method, the researcher made a comparison between answers obtained in the two piloted schools and check whether the responses are consistent with the instruments. A scale is considered to have a good value if it has alpha value greater than 0.7 (Orodho 2018) states that a Coefficient value of 0.7 is deemed reliable and therefore a cutoff point of all items whose value is less than 0.7 were considered weak, therefore changed or removed from the final questionnaire.

[bookmark: _Toc68924784][bookmark: _Toc66078647][bookmark: _Toc79314693][bookmark: _Toc118703844]3.7 Data Collection Procedures
The researcher got an introduction letter from the dean of school of education, Lukenya University, which helped her to obtain a research permit from NACOSTI.  The researcher also visited the schools to familiarize herself with the respondents and to make appointments for conducting the research. The questionnaires were then distributed to the teachers through the help of the school administration. The purpose of the study was explained and clarification made. The researcher then agreed with the teachers on when to collect the questionnaires. The researcher also conducted face to face interviews with the school head teachers. At the beginning of each interview the researcher explained to the respondents the purpose and nature of the study and assured of a report given to be confidential.

[bookmark: _Toc118703845]3.8 Data Analysis
After collecting data, the researcher organized the data to facilitate analysis. Data will be keyed in to SPSS version 25 to facilitate data analysis. Descriptive statistics such as frequencies, percentage, mean and standard deviation were used to analyze quantitative data while Multivariate Linear regression was used to establish the relationship between teacher motivation and pupils’ academic performance. On the other hand, qualitative data derived from open ended questions was analyzed using content analysis technique. Using content analysis technique, qualitative data is coded and then the data is categorized and analyzed depending on their categories. 

[bookmark: _Toc79314694][bookmark: _Toc118703846]3.9 Ethical Considerations
During the study, once in the field to collect data, the researcher ensured integrity at all times and absolute confidentiality with regard to the information the respondents gave as well as keep their names anonymous. Plagiarism was avoided by ensuring that the researcher acknowledges all the authors from whose work she gets information for the study.





[bookmark: _Toc118703847]3.10 Operationalization of the Variables
[bookmark: _Toc118113159]Table 3.2: Operationalization of the Variables
	Variables
	Indicators
	Data collection instrument
	Methods of Analysis

	Independent variables
Working conditions
	· Infrastructures
· Teaching resources
· Communication with superiors 
	Questionnaire

	Pearson Correlation. Descriptive statistics
(mean, mode, tables, frequencies)

  

	Professional development
	· In-service training
· Professional forums
· Further studies
	Questionnaire

	Pearson Correlation Descriptive statistics
(mean, mode, tables, frequencies)





	Recognition
	· Praising 
· Awards
· Verbal appreciation 
	Questionnaire
	Pearson Correlation Descriptive statistics
(mean, mode, tables, frequencies)



  

	Remuneration
	· Basic Salary 
· Allowances
· Overtime 
	Questionnaire

	Pearson Correlation Descriptive statistics
(mean, mode, tables, frequencies)



  

	Dependent variable
Pupils’ Academic performance
	· Improved Mean score
· More secondary admissions
	Questionnaire

	Pearson Correlation
Descriptive statistics
(mean, mode, tables, frequencies)


[bookmark: _Toc85988891][bookmark: _Toc106002786]
[bookmark: _Toc118703848]CHAPTER FOUR
[bookmark: _Toc85988892][bookmark: _Toc106002787][bookmark: _Toc118703849]DATA ANALYSIS AND DISCUSSION OF FINDINGS
[bookmark: _Toc85988893][bookmark: _Toc106002788][bookmark: _Toc118703850]4.1 Introduction
In this chapter the researcher presents the descriptive statistics for the various variables, before conducting the Pearson correlation tests in an attempt to address the study objectives. 

[bookmark: _Toc85988894][bookmark: _Toc106002789][bookmark: _Toc118703851]4.1.1 Response Rate
The sample for this study was 60 teachers, 8 head teachers and 1 SCDE. All the sampled respondents responded to the questionnaire, representing 100 per cent response rate and is adequate.

[bookmark: _Toc106002792][bookmark: _Toc118703852][bookmark: _Toc256415395]4.2 Dependent Variable
[bookmark: _Toc106002818][bookmark: _Toc118113160]Table 4.1: Pupils Academic Performance 
	Rate of pupil’s academic performance
	Frequency
	Percent

	Very high
	0
	0.00

	High
	7
	11.67

	Fair
	27
	45.00

	Low
	0
	0.00

	Very Low
	26
	43.33

	Total
	60
	100.00


The teachers rating of pupils academic performance was done in a five-scale setting in which 1 was very high, 2 high, 3 fair, 4 low, and 5 was very low.  Table 4.1 shows that 11.67 per cent of the teachers said that pupils academic performance was high; 45.00 per cent said it was fair; while 43.33 per cent noted that pupils academic performance was very low. On average the rating from the teachers was 3.75, which translates to 4 in the nearest whole number, and this corresponds to low. Hence, the academic performance of the pupils in public primary schools in Mandera East Sub-County, Mandera County was low.  Similar sentiments were echoed by one of the head teachers that “performance mean score for class eight is below average for over ten years”; yet another head teacher explained that “community negative attitude towards education coupled with poor understanding”. In the same vein the Sub-County Quality Assurance Officer (SCQA) continued that is due to “the parents are not educated, resources are scarce though there is gradual increase in performance”                              
               
[bookmark: _Toc85988905][bookmark: _Toc106002793][bookmark: _Toc118703853]4.3 Teachers’ Working Conditions on Pupil’s Academic Performance 
The first objective sought to determine influence of teachers’ working conditions on pupil’s academic performance in public primary schools in Mandera East Sub-County, Mandera County.

[bookmark: _Toc118113161]Table 4.2: Teachers’ Working Conditions
	Variable
	Obs
	Mean
	Std. Dev.
	Min
	Max

	Number of pupils has been allocated in each class
	60
	3.24
	1.048
	1
	4

	
	
	
	
	
	

	Equipped library
	60
	1.80
	0.917
	1
	4

	Spacious Classes
	60
	1.97
	0.882
	1
	4

	Teaching aids
	60
	1.85
	1.005
	1
	4

	Spacious staff room
	60
	2.08
	0.869
	1
	4

	
	
	
	
	
	

	The school provides lunch and tea to teachers
	60
	4.33
	0.914
	1
	5

	Employer gives out clear job description to the teachers.
	60
	4.08
	0.869
	1
	5

	The school provides houses to teachers.
	60
	1.48
	0.792
	1
	4

	Instructional tools, equipment and materials are adequate.
	60
	3.18
	1.049
	2
	5

	The school is located within easy reach by teachers.
	60
	2.77
	1.395
	1
	5

	Classrooms are comfortable and adequate
	60
	3.50
	1.214
	1
	5

	The school provides adequate infrastructural facilities.
	60
	2.65
	1.132
	1
	5

	School has offices which are well equipped
	60
	2.72
	1.379
	1
	5


The number of pupils which has been allocated in each class the teachers have been teaching was coded from 1 below 25, 2 25 - 35, 3 35 – 45, and 4 above 45. The average number of pupils allocated per class was rated as 3.24 which corresponds to 35 -45 pupils per class as shown in table 4.2. The extent of the absence of the facilities and equipment’s and how they affect the teachers motivation and their way of teaching was coded in 4 scale reverse order as 1 very great extent to 4 low extent. The teachers rating was on average 2 for all the four facilities and equipment’s corresponding to great extent. This indicates that, according to the teachers the absence of equipped library, spacious classes, teaching aids, and spacious staff room does affect the teacher’s motivation and their way of teaching to a great extent. 

The level of agreement on working conditions was coded in a likert scale with 1 for strongly disagree and 5 for strongly agree. The teacher’s average rating was 4 corresponding to agree, shows that, teachers agreed that the school provides lunch and tea to teachers, employer gives out clear job description to the teachers, and classrooms are comfortable and adequate. 

The teachers were on average undecided with regard to instructional tools, equipment and materials are adequate; the school is located within easy reach by teachers; the school provides adequate infrastructural facilities; and school has offices which are well equipped since the average rating was 3. However, the average rating for the school providing houses to teachers was 1 corresponding to strongly disagree. Hence, the teachers strongly disagreed that the school provides houses to teachers.








[bookmark: _Toc106002820][bookmark: _Toc118113162]Table 4.3: Pearson Correlation test for Teachers’ Working Conditions on Pupil’s Academic Performance
	Variable
	Pearson Correlation
	P-value

	Number of pupils has been allocated in each class
	-0.060
	0.653

	
	
	

	Equipped library
	0.129
	0.325

	Spacious Classes
	-0.143
	0.277

	Teaching aids
	0.033
	0.802

	Spacious staff room
	-0.124
	0.347

	
	
	

	The school provides lunch and tea to teachers
	0.049
	0.712

	Employer gives out clear job description to the teachers.
	0.234***
	0.072

	The school provides houses to teachers.
	0.332*
	0.010

	Instructional tools, equipment and materials are adequate.
	0.018
	0.894

	The school is located within easy reach by teachers.
	0.154
	0.240

	Classrooms are comfortable and adequate
	0.457*
	0.000

	The school provides adequate infrastructural facilities.
	0.330*
	0.010

	School has offices which are well equipped
	0.325**
	0.011


NB: *, ** and *** indicates 1%, 5% and 10% levels of significance respectively
In determining the influence of teachers’ working conditions on pupil’s academic performance in public primary schools in Mandera East Sub-County of Mandera County, the researcher carried out a bivariate Pearson correlation test which gives the direction and strength of the relationship. 

Table 4.3 shows that where the school provides houses to teachers (r = 0.332* P =0.010< 0.01), classrooms are comfortable and adequate (r = 0.457* P =0.000< 0.01), or the school provides adequate infrastructural facilities (r = 0.330* P =0.010< 0.01) there is significant relationship at 1 per cent level with the pupils academic performance. In addition, where school has offices which are well equipped (r = 0.325** P =0.011< 0.05), there is a significant relationship with pupils academic performance at 5 per cent level of significance. Moreover, when employer gives out clear job description to the teachers (r = 0.234*** P =0.072< 0.10), there is a significant relationship with pupils academic performance. Thus pupil’s academic achievement was positively and significantly influenced by the school providing houses to teachers, classrooms being comfortable and adequate, the school providing adequate infrastructural facilities, school having offices which are well equipped, and employer giving out clear job description to the teachers. 

In similar vein, one of the head teachers said that “the presence facilities and equipment play a great role in enhancing achievement of curriculum desirable objectives”. The SCQA was even more precise by noting that “well established school enhances the teaching methods thus motivating both the teachers and the learners, but teaching without the above facilities will hinder the pupils and teachers performance to their best”.

Similar findings were deduced by Alyaha and Mbogo (2017) in South Sudan who established that inadequacy of school facilities led to teachers’ dissatisfaction with their job. Working atmosphere also affected teachers’ level of satisfaction. The study concluded that the inadequacy of school facilities led to teachers’ dissatisfaction with their job. Also Ouma and Munyua (2018) in Nyando Sub-County revealed that poor working conditions and inadequate teaching and learning materials were the major de-motivators of teachers towards good students’ academic performance.

[bookmark: _Toc106002794][bookmark: _Toc118703854]4.4 Teacher Professional Development on Pupil’s Academic Performance
The second objective sought to examine influence of teacher professional development on pupil’s academic performance in public primary schools in Mandera East Sub-County, Mandera County.

[bookmark: _Toc118113163]Table 4.4: Teacher Professional Development
	Variable
	Obs
	Mean
	Std. dev
	Min
	Max

	School administration organizes for teachers’ seminars workshops and discussion forums. 
	60
	3.17
	1.210
	1
	5

	The employer offers assistance to enable teachers to participate in service courses, seminars and workshops.
	60
	3.63
	1.104
	1
	5

	TSC organizes in service courses for teachers on a regular basis
	60
	2.78
	1.303
	1
	5

	Teachers get time off to attend classes to develop their skills further 
	60
	2.87
	1.228
	1
	5

	The employer uses fair methods and procedures of teacher promotion.
	60
	2.95
	1.294
	1
	5

	The employer offers opportunities and incentives for further studies.
	60
	2.13
	1.081
	1
	5

	A career teacher schedule is the best way to provide career advancement opportunities for teachers 
	60
	3.70
	0.944
	2
	5


The level of agreement on teacher’s professional development was coded in a likert scale with 1 for strongly disagree and 5 for strongly agree. The teacher’s average rating was 4 corresponding to agree, shows that, teachers agreed that the employer offers assistance to enable teachers to participate in service courses, seminars and workshops; and also the teachers agreed that a career teacher schedule is the best way to provide career advancement opportunities for teachers. 

The teachers were on average undecided with regard to school administration organizes for teachers’ seminars workshops and discussion forums; TSC organizes in service courses for teachers on a regular basis; teachers get time off to attend classes to develop their skills further; and the employer uses fair methods and procedures of teacher promotion since the average rating was 3. However, the average rating for the employer offers opportunities and incentives for further studies, was 2 corresponding to disagree. Hence, the teachers disagreed that the employer offers opportunities and incentives for further studies.

[bookmark: _Toc118113164]Table 4.5: Pearson Correlation test for Teacher Professional Development on Pupil’s Academic Performance
	Variable
	Pearson Correlation
	P-value

	School administration organizes for teachers’ seminars workshops and discussion forums. 
	0.227***
	0.082

	The employer offers assistance to enable teachers to participate in service courses, seminars and workshops.
	-0.195
	0.136

	TSC organizes in service courses for teachers on a regular basis
	-0.043
	0.746

	Teachers get time off to attend classes to develop their skills further 
	0.097
	0.463

	The employer uses fair methods and procedures of teacher promotion.
	0.146
	0.266

	The employer offers opportunities and incentives for further studies.
	-0.233***
	0.073

	A career teacher schedule is the best way to provide career advancement opportunities for teachers 
	0.042
	0.756


NB: *, ** and *** indicates 1%, 5% and 10% levels of significance respectively
In determining the influence of teacher’s professional development on pupil’s academic performance in public primary schools in Mandera East Sub-County of Mandera County, the researcher carried out a bivariate Pearson correlation test. Table 4.5 shows that where school administration organizes for teachers’ seminars workshops and discussion forums (r = 0.227*** P =0.082< 0.10), and the employer offers opportunities and incentives for further studies (r = -0.233*** P =0.073< 0.10). Thus pupil’s academic achievement was positively and significantly influenced by school administration organizing for teachers’ seminars workshops and discussion forums at the 10 per cent level. However, pupil’s academic achievement is negatively and significantly influenced by when the employer offers opportunities and incentives for further studies at the 10 per cent level of significance.

On the same note, one of the head teachers said that “participating in seminars and workshops helps teacher’s hairs some new knowledge and skills to help their professional developments towards pupil’s performance”. The SCQA similarly noted that “teachers’ seminars/ workshops enhance their knowledge, skills and more creativity on modern methods of teaching and other contemporary issues hence improved in areas of weaknesses”.

The study findings are similar to those by Asif, et.al. (2016) in Faisalabad, Pakistan established that teachers who were offered in-service training were more satisfied with their work and they worked extra hours to enable students improve their grades. Alphonce (2017) in Ilemela District, Tanzania also established that teacher’s professional development improves students’ academic performance. Nyakundi, et.al. (2019) in Nyamira South Sub-County concluded that the teacher professional development had a significant influence on academic performance of standard eight pupils in K.C.P.E.

[bookmark: _Toc106002795][bookmark: _Toc118703855]4.5 Teacher Recognition on Pupil’s Academic Performance
The third objective sought to assess influence of teacher recognition on pupil’s academic performance in public primary schools in Mandera East Sub-County. Mandera County.








[bookmark: _Toc118113165]Table 4.6: Teacher Recognition
	Variable
	Obs
	Mean
	Std. Dev.
	Min
	Max

	Rewarding
	60
	2.17
	1.210
	1
	5

	Recommendation for promotion
	60
	2.42
	1.094
	1
	5

	Praising after good performance
	60
	3.07
	1.364
	1
	5

	Giving incentives
	60
	2.33
	1.361
	1
	5

	The school provides certificates of appreciation to teachers who record good performance  
	60
	3.13
	1.334
	1
	5

	Praises and commendations by school management motivates teachers to greater innovation in curriculum delivery
	60
	3.20
	1.338
	1
	5

	The head teachers for whom I have taught appreciated the effort I invested in teaching
	60
	3.58
	1.239
	1
	5

	Teachers’ motivation through praises and commendation influences pupils’ performance
	60
	3.23
	1.511
	1
	5

	Rewarding teachers enhances commitment to their work, resulting to improved pupils performance 
	60
	3.10
	1.526
	1
	5


How often the school administration/TSC recognize teachers in rewarding, recommendation for promotion, praising after good performance, and giving incentives was coded as 1 never,  2 rarely, 3 sometimes, 4  often, and 5 always. Hence, the teachers rating of 2 for rewarding, recommendation for promotion, and giving incentives shows that the school administration/TSC rarely recognize teachers in rewarding, recommendation for promotion, and giving incentives. The teacher’s average rating of 3 for praising after good performance, shows that the school administration/TSC sometimes recognizes teachers in praising after good performance.

The level of agreement on teacher recognition was coded in a likert scale with 1 for strongly disagree and 5 for strongly agree. The teacher’s average rating was 4 corresponding to agree, shows that, teachers agreed that the head teachers for whom the teachers have taught appreciated the effort they invested in teaching. The teachers were on average undecided with regard to the school provides certificates of appreciation to teachers who record good performance; praises and commendations by school management motivates teachers to greater innovation in curriculum delivery; teachers’ motivation through praises and commendation influences pupils’ performance; rewarding teachers enhances commitment to their work, resulting to improved pupils performance since the average rating was 3.

[bookmark: _Toc118113166]Table 4.7: Pearson Correlation test for Teacher Recognition on Pupil’s Academic Performance
	Variable
	Pearson Correlation
	P-value

	Rewarding
	0.055
	0.676

	Recommendation for promotion
	-0.044
	0.738

	Praising after good performance
	0.3367*
	0.009

	Giving incentives
	0.3700*
	0.004

	The school provides certificates of appreciation to teachers who record good performance  
	-0.011
	0.933

	Praises and commendations by school management motivates teachers to greater innovation in curriculum delivery
	0.022
	0.867

	The head teachers for whom I have taught appreciated the effort I invested in teaching
	-0.105
	0.426

	Teachers’ motivation through praises and commendation influences pupils’ performance
	0.034
	0.795

	Rewarding teachers enhances commitment to their work, resulting to improved pupils performance 
	-0.180
	0.170


NB: *, ** and *** indicates 1%, 5% and 10% levels of significance respectively
In determining the influence of teacher recognition on pupil’s academic performance in public primary schools in Mandera East Sub-County of Mandera County, the researcher carried out a bivariate Pearson correlation test which gives the direction and strength of the relationship. 

Table 4.7 shows that when the school administration/TSC recognize teachers often does praising after good performance (r = 0.3367* P =0.009< 0.01), and giving incentives (r = 0.3700* P= 0.004< 0.01), there is significant relationship at 1 per cent level with the pupils academic performance. Thus pupil’s academic achievement was positively and significantly influenced by the school administration/TSC recognition of teachers often praising after good performance or giving incentives. 

In similar vein, one of the head teachers said that “praising teacher or learners after good performance motivates the teacher and learner”. Yet another head teacher added that “the teacher’s morale is raised if he/ she is given incentives for good performance and they will increase the teacher’s productivity and performance”. The SCQA also mentioned that “if teachers are motivated, given incentives and promoted, there will be good teacher, pupils and parents relationship which eventually improves performance”.

The study findings are in line with those by Roland (2013) in New York City, who established that one of the potential methods to increase student achievement and improve the quality of individuals selecting teaching as a profession is to provide teachers with financial incentives based on student achievement. Kalsoom, Akhter and Mujahid (2018) in Pakistan monetary rewards based on teachers’ performance improves teacher attendance and retention and students’ test scores. Kihara (2018) in Kinangop Sub County established that teachers’ appreciation through rewards and incentives enhances work commitment, increases engagement with students consequently leading to improved academic performance.

[bookmark: _Toc106002796][bookmark: _Toc118703856]4.6 Teacher Remuneration on Pupil’s Academic Performance
The fourth objective sought to establish influence of teacher remuneration on pupil’s academic performance in public primary schools in Mandera East Sub-County, Mandera County.



[bookmark: _Toc118113167]Table 4.8: Teacher Remuneration
	Variable
	Obs
	Mean
	Std. Dev.
	Min
	Max

	Timely payment of basic salary
	60
	3.85
	1.571
	1
	5

	Allowances
	60
	3.38
	1.473
	1
	5

	Overtime compensation
	60
	2.38
	1.474
	1
	5

	Fridge benefits
	60
	2.27
	1.177
	1
	4

	The pension scheme in place offers good expectations upon retirement.
	60
	3.17
	1.416
	1
	5

	Provision of transfer transport, hardship settlement and education studies allowance motivates teachers to work hard
	60
	3.41
	1.439
	1
	5

	The monetary reward system in this school motivates teachers to perform in their work
	60
	3.87
	0.982
	1
	5

	The monetary reward system influence the pupils’ performance
	60
	3.52
	1.186
	1
	5

	The monetary reward system have increased the level of competition among teachers in this school
	60
	3.72
	1.195
	1
	5


The rating on the effectiveness of remuneration strategies in teacher motivation was done in a 5-scale order with 1 very ineffective, 2 Ineffective, 3 fairly effective, 4 effective, and 5 very effective. The teacher’s average rating of 4 for timely payment of basic salary indicates that the teachers agreed that timely payment of basic salary is effective remuneration strategies in teacher motivation. The average rating of 3 for allowances indicates that allowances are fairly effective remuneration strategies in teacher motivation. Lastly, the average rating of 2 for overtime compensation and fridge benefits indicates that overtime compensation and fridge benefits are ineffective remuneration strategies in teacher motivation.

The level of agreement on teacher remuneration was coded in a likert scale with 1 for strongly disagree and 5 for strongly agree. The teacher’s average rating was 4 corresponding to agree, shows that, teachers agreed that the monetary reward system in this school motivates teachers to perform in their work; the monetary reward system influence the pupils’ performance; and the monetary reward system have increased the level of competition among teachers in this school. The teachers were on average undecided with regard to the pension scheme in place offers good expectations upon retirement; and provision of transfer transport, hardship settlement and education studies allowance motivates teachers to work hard since the average rating was 3. 

[bookmark: _Toc118113168]Table 4.9: Pearson Correlation test for Teacher Remuneration on Pupil’s Academic Performance
	Variable
	Pearson Correlation
	P-value

	Timely payment of basic salary
	-0.224***
	0.086

	Allowances
	-0.123
	0.358

	Overtime compensation
	0.063
	0.634

	Fridge benefits
	0.076
	0.566

	The pension scheme in place offers good expectations upon retirement.
	0.246***
	0.058

	Provision of transfer transport, hardship settlement and education studies allowance motivates teachers to work hard
	0.032
	0.813

	The monetary reward system in this school motivates teachers to perform in their work
	0.151
	0.250

	The monetary reward system influence the pupils’ performance
	0.178
	0.174

	The monetary reward system have increased the level of competition among teachers in this school
	0.264**
	0.042


NB: *, ** and *** indicates 1%, 5% and 10% levels of significance respectively
In determining the influence of teachers’ working conditions on pupil’s academic performance in public primary schools in Mandera East Sub-County of Mandera County, the researcher carried out a bivariate Pearson correlation test which gives the direction and strength of the relationship. 

Table 4.9 shows that timely payment of basic salary as a remuneration strategy in teacher motivation (r = -0.224* P =0.086< 0.01) there is significant relationship at 10 per cent level with the pupils academic performance. In addition, the pension scheme in place offers good expectations upon retirement (r = 0.246*** P =0.058< 0.10), there is a significant relationship with pupils academic performance at 10 per cent level of significance. Moreover, when the monetary reward system have increased the level of competition among teachers in this school (r = 0.264** P=0.042< 0.05), there is a significant relationship with pupils academic performance. Thus pupil’s academic achievement was positively and significantly influenced by the pension scheme in place offers good expectations upon retirement; and the monetary reward system have increased the level of competition among teachers in this school. 

In similar vein, one of the head teachers said that “remuneration enables the teachers to get motivated thus improving the learners performance”. Yet another head teacher added that “a teacher who benefit all these listed remuneration will have the learners at heart, teaches sincerely hence improve the pupils performance”. The SCQA noted that “a well remunerated teacher is a motivated one who will in turn deliver well in a classroom and therefore the pupils will perform well”. Similar findings were deduced by Livingstone (2010) in Uganda, that students’ academic performance is dependent on teachers’ monetary rewards, and that there is a significant relationship between monetary and non- monetary rewards on students’ academic performance.
[bookmark: _Toc85988909]


[bookmark: _Toc106002797][bookmark: _Toc118703857]CHAPTER FIVE
[bookmark: _Toc85988910][bookmark: _Toc106002798][bookmark: _Toc118703858]SUMMARY, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc390870460][bookmark: _Toc394405930][bookmark: _Toc424561175][bookmark: _Toc85988911][bookmark: _Toc106002799][bookmark: _Toc118703859]5.1 Introduction
This chapter summarizes, discusses and makes conclusions on the findings of this study in relation to the study objectives. It also discusses the recommendations for further research as well as recommendations for policy and practice.

[bookmark: _Toc501377264][bookmark: _Toc525151264][bookmark: _Toc85988912][bookmark: _Toc106002800][bookmark: _Toc118703860]5.2 Summary of Findings
The current study was guided by four objectives namely to determine influence of teachers’ working conditions on pupil’s academic performance; examine influence of teacher professional development on pupil’s academic performance; assess influence of teacher recognition on pupil’s academic performance; and establish influence of teacher remuneration on pupil’s academic performance in public primary schools in Mandera East Sub-County, Mandera County. 

The academic performance of the pupils in public primary schools in Mandera East Sub-County, Mandera County was low. Pupil’s academic achievement was positively and significantly influenced by the school providing houses to teachers, classrooms being comfortable and adequate, the school providing adequate infrastructural facilities, school having offices which are well equipped, and employer giving out clear job description to the teachers. Pupil’s academic achievement was positively and significantly influenced by school administration organizing for teachers’ seminars workshops and discussion forums at the 10 per cent level. Pupil’s academic achievement was positively and significantly influenced by the school administration/TSC recognition of teachers often praising after good performance or giving incentives. Pupil’s academic achievement was positively and significantly influenced by the pension scheme in place offers good expectations upon retirement; and the monetary reward system have increased the level of competition among teachers in this school. 

[bookmark: _Toc501377265][bookmark: _Toc525151268][bookmark: _Toc85988913][bookmark: _Toc106002801][bookmark: _Toc118703861]5.3 Conclusions
From the study findings the following conclusion can be drawn:
Pupil’s academic achievement was positively and significantly influenced by the school providing houses to teachers, classrooms being comfortable and adequate, the school providing adequate infrastructural facilities, school having offices which are well equipped, and employer giving out clear job description to the teachers. Well established school enhances the teaching methods thus motivating both the teachers and the learners, but teaching without the above facilities will hinder the pupils and teachers performance to their best.

Pupil’s academic achievement was positively and significantly influenced by school administration organizing for teachers’ seminars workshops and discussion forums. Participating in seminars and workshops helps teacher’s hairs some new knowledge and skills to help their professional developments towards pupil’s performance. In addition, teachers’ seminars/ workshops enhance their knowledge, skills and more creativity on modern methods of teaching and other contemporary issues hence improved in areas of weaknesses.

Pupil’s academic achievement was positively and significantly influenced by the school administration/TSC recognition of teachers often praising after good performance or giving incentives. Praising teacher or learners after good performance motivates the teacher and learner. The teacher’s morale is raised if he/ she is given incentives for good performance and they will increase the teachers’ productivity and performance. If teachers are motivated, given incentives and promoted, there will be good teacher, pupils and parents relationship which eventually improves performance.

Pupil’s academic achievement was positively and significantly influenced by the pension scheme in place offers good expectations upon retirement; and the monetary reward system have increased the level of competition among teachers in this school. Remuneration enables the teachers to get motivated thus have the learners at heart, teaches sincerely improving the learner’s performance. 

[bookmark: _Toc501377266][bookmark: _Toc525151272][bookmark: _Toc85988914][bookmark: _Toc106002802][bookmark: _Toc118703862]5.4 Recommendations
Emanating from the study findings and the conclusions thereof, this study recommends that:
i). The government ought to ensure the schools are well established to enhance the teaching methods thus motivating both the teachers and the learners
ii). The TSC and administrators need to encourage and organize seminars and workshops for the teachers more often to enhance their knowledge, skills and more creativity on modern methods of teaching and help their professional developments towards pupil’s performance. 
iii).  The school administration/TSC needs to often recognize teachers by giving them incentives for good performance to increase the teachers’ productivity and performance. 
iv). Teachers need to be well remunerated to enable them to get motivated thus improving the learners performance 

[bookmark: _Toc525151276][bookmark: _Toc85988915][bookmark: _Toc106002803][bookmark: _Toc118703863]5.5 Suggestions for Further Research
i. There is need for a similar study to be conducted to ascertain if the findings will be the same.
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Dear Respondent,
I am a study of Lukenya University undertaking a post graduate degree study in Master of Education. I am required to carry out a research on teachers’ motivational strategies on pupil’s academic performance in public primary schools in Mandera East sub-County, Madera County, Kenya.
For me to complete this study, I am required to carry out field work to collect data on the subject. I  am therefore requesting you to help me complete this study by filling for me the attached questionnaire. The information obtained in thje questionnaire will be used purely for academic purposes.
Kind regards,
Fatuma Hussein Adan.

 


[bookmark: _Toc79314698][bookmark: _Toc118703866]Appendix II: Questionnaire for the Teachers
Please complete this questionnaire as truthfully as possible. The information given will purely be used for the purpose of this study and will be treated with the strictest confidence.
Section A: Background Information
1. Indicate your gender.	 
a) Male [  ]    b)	Female [  ]
      2. What is your age bracket?
      a)	21 – 30 years ( ) 	b)	31 – 40 years ( ) 
       c)	41 – 50 years ( ) 	 d)	above 50 years ( )
       3.	Marital status
         a)  Married	( )	b)	Single		( )
          c)) Divorced	( )	d)	Widowed	( ) 
         4.  Religion
	a)	Muslim.   ( )	b) Christian	( )
             c) 	Other (Specify)______________________	
        5. What is your highest academic qualification?
    	Diploma			 [ ]
Undergraduate degree     	 [    ]
Masters’ degree     		 [    ]
Others (specify) ……………………………………………
6.  What is your teaching experience?.....................................................................................
………………………………………………………………………………………………
7. How long have you been a teacher in this school?
 Less than 2 years [  ] 		3 – 4years    [   ] 
5 – 7 years 	     [  ] 		over 8 years [  ] 
5. How can you rate pupil’s performance in this school?
Very high ()		   High   (   )     	Fair   (     ) 
 Low     (     ) 		   Very Low     (     )
Please explain your answer……………………………………………………..

Section B: Teacher Working Conditions and pupils Performance
6. What number of pupils has been allocated in each class you have been teaching? 
Below 25 (   )   25 – 35   (   )     35 – 45 (     ) Above 45    (     )
7. To what extent does the absence of the following facilities and equipment’s affect your motivation and your way of teaching? Put a tick in the bracket on the given options
	STATEMENTS 
	Very great extent 
	Great extent 
	Moderate extent 
	Low extent 

	Equipped library
	
	
	
	

	Spacious Classes
	
	
	
	

	Teaching aids
	
	
	
	

	Spacious staff room 
	
	
	
	

	any other (please specify)
	
	
	
	



8. Kindly explain how each of the listed facilities and equipment relate to teacher’s motivation and pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….
9. Please show using a tick (√) the level of agreement with the listed statements on working conditions; Tick (SA) if Strongly Agree, (A) if Agree, (UD) if Undecided, (D) if Disagree and (SD) if Strongly disagree
	Statements 
	SD
	D
	UD
	A
	SA

	The school provides lunch and tea to teachers
	
	
	
	
	

	Employer gives out clear job description	 to the teachers.
	
	
	
	
	

	The school provides houses to teachers.
	
	
	
	
	

	Instructional tools, equipment and materials are adequate.
	
	
	
	
	

	The school is located within easy reach by teachers.
	
	
	
	
	

	Classrooms are comfortable and adequate
	
	
	
	
	

	The school provides adequate infrastructural facilities.
	
	
	
	
	

	School has offices which are well equipped
	
	
	
	
	



Section C: Professional Development and Pupils Performance
10. Have you participated in any of the following kinds of professional development activities? Kindly tick on the ones attended (multiple responses allowed) 
Courses / workshops			 (   )     
Education conferences or seminars 	(   )     
Benchmarking in other schools	 (   )     
11. What was the impact of the activity that you participated in on your level of motivation as a teacher? 
………………………………………………………………………………………………………….

12. Please show using a tick (√) the level of agreement with the listed statements on teacher’s professional development; Tick (SA) if Strongly Agree, (A) if Agree, (UD) if Undecided, (D) if Disagree and (SD) if Strongly disagree
	Statements 
	SD
	D
	UD
	A
	SA

	School administration organizes for teachers’ seminars workshops and discussion forums. 
	
	
	
	
	

	The employer offers assistance to enable teachers to participate in service courses, seminars and workshops.
	
	
	
	
	

	TSC organizes in service courses for teachers on a regular basis
	
	
	
	
	

	Teachers get time off to attend classes to develop their skills further 
	
	
	
	
	

	The employer uses fair methods and procedures of teacher promotion.
	
	
	
	
	

	The employer offers opportunities and incentives for further studies.
	
	
	
	
	

	A career teacher schedule is the best way to provide career advancement opportunities for teachers 
	
	
	
	
	





Section D: Recognition and Pupils Performance
13. How often does the school administration/TSC recognize teachers in any of means listed? Tick (A) if Always, (O) if Often, (S) if Sometimes, (R) if Rarely and (N) if Never
	Recognition strategies 
	N
	R
	S
	O
	A

	Rewarding
	
	
	
	
	

	Recommendation for promotion
	
	
	
	
	

	Praising after good performance
	
	
	
	
	

	Giving incentives
	
	
	
	
	



14. Kindly explain how each of the recognition strategies relate to teacher’s motivation and pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….
15. Please show using a tick (√) the level of agreement with the listed statements on teacher’s recognition; Tick (SA) if Strongly Agree, (A) if Agree, (UD) if Undecided, (D) if Disagree and (SD) if Strongly disagree
	Statements 
	1
	2
	3
	4
	5

	The school provides certificates of appreciation to teachers who record good performance  
	
	
	
	
	

	Praises and commendations by school management motivates teachers to greater innovation in curriculum delivery
	
	
	
	
	

	The head teachers for whom I have taught appreciated the effort I invested in teaching
	
	
	
	
	

	Teachers’ motivation through praises and commendation influences pupils’ performance 
	
	
	
	
	

	Rewarding teachers enhances commitment to their work, resulting to improved pupils performance 
	
	
	
	
	




Section E: Remuneration and Pupils Performance
16. Kindly rate the effectiveness of the listed remuneration strategies in teacher motivation.
	Recognition strategies 
	Very ineffective
	Ineffective
	Fairly effective
	Effective
	Very effective

	Timely payment of basic salary
	
	
	
	
	

	Allowances
	
	
	
	
	

	Overtime compensation
	
	
	
	
	

	Fridge benefits
	
	
	
	
	



17. Kindly explain how each of the remuneration relates to pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….
18.Please show using a tick (√) the level of agreement with the listed statements on teacher’s remuneration; Tick (SA) if Strongly Agree, (A) if Agree, (UD) if Undecided, (D) if Disagree and (SD) if Strongly disagree
	Statements
	SD
	D
	UD
	A
	SA

	The pension scheme in place offers good expectations upon retirement.
	
	
	
	
	

	Provision of transfer transport, hardship settlement and education studies allowance motivates teachers to work hard
	
	
	
	
	

	The monetary reward system in this school motivates teachers to perform in their work 
	
	
	
	
	

	The monetary reward system influence the pupils’ performance 
	
	
	
	
	

	The monetary reward system have increased the level of competition among teachers in this school 
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[bookmark: _Toc118703867]Appendix 111: Interview Guides for the Head teachers
1. Kindly explain how the absence of facilities and equipment’s relate to teacher’s motivation and pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….

2. What was the impact of participating in professional development activities on the level of motivation as a teacher? 
………………………………………………………………………………………………………….

3. Kindly explain how each of the recognition strategies relate to teacher’s motivation and pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….

4. Kindly explain how remuneration strategies in teacher motivation relate to pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….

[bookmark: _Toc118703868]Appendix IV: Interview Guide for the SCQA
1. Kindly explain how the absence of facilities and equipment’s relate to teacher’s motivation and pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….

2. What was the impact of participating in professional development activities on the level of motivation as a teacher? 
………………………………………………………………………………………………………….

3. Kindly explain how each of the recognition strategies relate to teacher’s motivation and pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….

4. Kindly explain how remuneration strategies in teacher motivation relate to pupil’s performance?
………………………………………………………………………………………………………………………………………………………………………………………………………….
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