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Abstract
Motivation of teachers serves as key to facilitatganization performance. However, there are gfiegeto
make these teachers deliver their services to ¢lse df their ability which includes financial andmfinancial
incentives .The management should take initiatteeshape these teachers through in service traoviggnized
by institutions. As it is known, the individualdifstructure is shaped by three types of exterraitsvthe socio-
cultural environment, the role they play and thiatrenship they have and opportunities and conssaihat
enable them to express and develop their careéis. study was conducted in National, county andridis
secondary schools operating in Nyamira districtaidira County. The general objective was to asdess t
effects of motivation on teacher’s performance iyaMira district, Nyamira County. The specific olijees
were: To investigate the effects of financial mation on teacher’'s performance in Nyamira county, t
investigate the effects of non financial motivation performance and to establish the effects ofhias
rewards on performance. The study was a survewrgsalesign which required quantitative methodsréh
were 68 respondents (40 teachers, 14principal dn@®dputy Principals). This study adopted purposine
simple random sampling techniques in selectingsdu@ple for the study. Three five-point likert typeale
questionnaires were used to obtain data for thdystihey were Secondary School Teachers Questi@nnai
(SSTQ) and Secondary School Principals/Deputy jpats Questionnaire (SSP/DQ).The reliability coméfit
on SSTQ and SSP/DQ of 0.65 and 0.68 respectivele wbtained. The data was analyzed by use of a
descriptive statistics, inferential statistics antllti linear regression model, using the SPSS pmaeka
Recommendations on ways of motivating teachersdarao improve the performance were made.
Keywords: Effects, Motivation, Bonus pay, Promotion, Perfonoa, Nyamira District, Nyamira County.

1.0 Introduction

Motivation of teachers act as key to learners’ genfance. Fredrick Taylor (1911) was concerned Wwilv to
get more work out of workers through the best appino their enforced co-operation and the standatidiz
Taylor emphasized that to achieve optimum outpdéqaate provision for teachers selection and trgiri
necessary and that the financial benefits shoulthds®d on merit. Green and Awotua (2011) revetdatl
teachers who are well motivated in the learningcess tend to do well in their line of duty, evenewtthe
learning environment is not ideal. To avoid ovepensive compensation programmes, management niolst th
carefully how to compensate their teachers anidkstp them motivated.

Financial rewards have to be considered the effenéiss of money as a motivator. Payment is expdoted
correspond to the time and quality of work donethd amount of money received doesn'’t satisfy toeker,
money turns to cause dissatisfaction Armstrong 1200lost of the non-financial compensation posiibg are
intrinsic motivators. Intrinsic motivation arise®i the work itself.

Herzberg (1966) described tasks as intrinsicallyivated when they are characterized by key motigasnich
as responsibility, challenge achievement, varietd advancement of opportunities. Hackman and Oldham
(1976) identified task variety, tasks identity, kasignificance, autonomy, and feedback from thekgas
characteristics that generate internal motivatibhativation guides people’s actions and behavi@nd increase
performance and this tends towards achievemenbalsgibaloui (2000). Intrinsic comes from withirparson
or from activity itself Ryan & Deci (2000). Extriits motivation results from the attainment of extdin
administered rewards Thorndike (1911). Throughideatification and change of environmental contimges,
including extrinsic reinforcement, motivation inases have been realized in teacher’'s work behaviour
including attendance, punctuality, stock work,isgll cost reduction, work quality, productivity les calls, and
customer service Komaki (1982).

To succeed in persuasion, managers should contemmamotivational needs of their teachers. Theyukh
persuade their teachers that it is in their bewrést to work the way they have suggested Ledi@92).
Holfstede (2005) argues that threatening and extexwntrol are not the only ways to make peoplekwaatter
to achieve organizational goals but motivationedtegies which triggers their morale to work heimproved
performance.
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In developed countries, pay incentives have beamdoto be generally ineffective in increasing tesach
motivation. Teacher motivation is based on intdrfaictors and that true job satisfaction is basetigher order
needs Sylvia and Hutchinson (1994). Spear et adqRbighlights the wide range of factors that iefigce
teacher job satisfaction in the United Kingdom. Trhain factor found to contribute to job satisfantiof
teachers is working with children whereas job disfaction was primarily attributed to work overalh, poor
pay and low perceptions about how teachers arepext by the society.

Murnane (1987) suggested that some university gitaduin the United States of America are attratted
teaching as a medium term occupation rather thgrermanent career. Sharment (1991) puts it that an
organization with gold reward system often attraantsl retains the best in society. Principals obsthneed
extra-ordinary effort to plan their way of rewarditeachers and put it down as a formal way of daeimiggs.
Gunter (2000) says that when motivations is stmectu it ensures that teachers have competence and
conscientious and is an aid to professional devedop and accountability. This constitutes a comirayclical
process of determining performance expectationppating performance, salary reviews and appraising
performance and finally managing performance statsdAnaloui and Fell (2000).

Public sector recruitment freezes in many countdesng the 1990s which have seriously constraitied
growth of the number of teachers in governmenthSaents have affected morale of teachers to parford
detailed studies examining the effect of motivatam performance of teachers are still scanty. Haehing
force has expanded rapidly in only a relatively femuntries such as Bangladesh, Malawi, Ethiopidregr,
Mozambique and Uganda Bennell (2004).

In Kenya teachers’ age and qualifications are #cbads potentially important factors in this stutecent
research shows that teachers suffer more than ptieéessional groups from occupational lack of wetibn
Evans (1999). It is for this reason that the penfmnce of teachers can be influenced by financidl raon-
financial motivation. Many scholars have writtentbe subject but little effort has been made iredaining the
effect of motivation on teacher’s performance ias&lary schools in Nyamira district, Nyamira County

1.1 Statement of the Problem

Moativation of teachers in Kenyan schools is keytha teaching job performance. About 40% of thehess
were on the government payroll in 1996, this fighes gone up to 85.1% in 2004 (Ward et al, 2006g.T
government has improved the teacher payroll managemnd made resources available for increaseen th
teachers’ salaries as a way of motivation. Mosthiees are paid an equivalent monthly salary ranfriom 100

to 150 dollars (Masaka District Teacher's schedolesalary payment 2007/2008). Using the schodlifies
Grant (SFG), government constructed teachers’ lsowBgitenlandse (2008) reports that approximatélp@0
teachers’ houses were available for 124,000 teadhegovernment schools (including 6,300 houses weae
under construction).

Despite the above motivational factors, there lenldeteriorating standards of professional condhutding
serious misbehavior in and outside work, poor praan of teaching material especially lesson notesk of
continuous student assessment and general po@spiofial performance. Teacher absenteeism is yrtabte
high and rising, time on task is low and fallingdateaching practices are characterized by limiiéolrt with
heavy reliance on traditional teacher-centered times (Masaka Municipal Education Inspection Report
October, 2007). It is this situation that promptled researcher to conduct a study to establistetteet of
motivation on teacher’s performance in NyamirardistNyamira County.

1.3 Objectives

The general objective was to analyze the effectsativation on teachers’ performance in secondahgsls in
Nyamira County.

The specific objectives were:

i) To investigate the effects of financial/extrinsiotimation on teacher’s performance.

i) To establish the effects of non-financial/intrinsiootivation on motivation of teacher’s
performance.

iii) To establish the effects of teacher’s rewards ofopeance .

1.4 Importance of the Study

Influencing teachers to improve their performareca tritical issue which should be carried outegutar basis.
By providing important services to teachers in terofi financial and non financial rewards they viiécome

more devoted to their work as a result better theirale hence improve the performance of the schmol
achieve its goals. This study was meant to endidentanagement know why it is important to motivitie
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teachers to improve their performance. When saauel incentives of teachers are improved as tsiegiesture

to improve their leaving standards, teachers willrkvtowards improving the performance hence will be
appraised positively. This will result in improvemef their living standards and working conditiafg¢eachers

in Nyamira County since these teachers will nogséde in the same job group over the years. By uctimty
this research in Nyamira County, it will enableipplmakers to lay strategies to make teachers agvamtheir
career and minimize labour turnover.

1.5 Significance of the Study

The findings of this study will benefit the Minigtof education, school administrators and admiaists at the
policy-making level. It will as well intimate theeed to motivate the secondary school teachers rforpe
optimally and use the result of this study to pciiey teachers in the field of education for maximu
performance.

The study will draw the interest of teachers cloeteaching as a hobby and develop appropriaihiteg
methods, instructional materials needed to fatdliteaaching and learning. The students will berraéikimally
from their teachers as they will put in their bsstmprove students’ performance, skills and valaeessary for
socio-cultural, political and economic developmehthe community. The result of this study will memense
assistance to individuals, organizations or congmand authorities with the administration of edioca Also
the result of this study will serve as a guide theo researchers who would wish to carry out refean a
related aspect of the problem.

2.0 Methodology

The research was conducted through a survey résdasign. This type of design attempted to colfizath from
members of a population by administering two types questionnaires which comprised of teachers
guestionnaire and Principal’s/deputy principalséstionnaire. Because of the nature of variablesdbearcher
used descriptive design to produce data requireddantitative analysis and allowed simultaneouscdption

of views, perceptions and beliefs at any singlenpoi time White (2000). The accessible populatizas 60
individuals from the target population of 600 indival comprised of secondary school teachers, ipafe and
deputy principals. The study sample size was 10dshrandomly selected from 48 schools in Nyamisdridt,
Nyamira County. The accessible population of 68viddials was obtained which represented at lea%b 10
according to Mugenda and Mugenda (2006)

2.1 Instrumentations
Two different five-point likert type scale questi@ires were designed by the researcher to obtanfdathe
study. These were:
i. secondary school teachers questionnaire (SSTQ)
ii. secondary school principals/ deputy principals tjoesaire (SSP/DQ)
The questionnaire consisted of five items elicitimigrmation from respondents about aspects ofwattn.

2.2 Validity and Reliability

Amin (2005) suggests that to ensure validity otrunsients, the instruments were to be developedrutidee
guidance of the supervisor. Piloting was done ksigaéng questionnaires and re- testing it to ahtesftthe
teachers in the sample. This helped the reseatlidentify ambiguous questionnaires in the inseats and be
able to re-align them to the objectives.

According to Mugenda and Mugenda (2003), reliabilias assured through a test-retest method andonese
Pearson’s product moment correlation coefficie®NFCEC) in order to establish the extent to which¢batent
of the questionnaires was to be consistent. I&bdity was 0.70 or more it was meant that the toobe used
was suitable for assessing effect of teacher’s vatitin on the performance. Besides, an alpha value
minimum of 0.5 was to be accepted.

2.3 Data analysis and Presentation

Once the questionnaires were administered, filledl rmaw data collected, it was analyzed by use etiiigtive
statistics like mean,minimum, muximum and standdediation. Multilinear regression model of the form
y=a+b1x1+b2x2+b3x3+bnxn from the statistical paekdgr social sciences (SPSS) was used to analgze th
data.

3.0 Results
The study aimed at determining the effect of mdtbraon teacher’s performance in Kenyan schools:
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Table 1: Descriptive statistics

N Minimum Maximum Mean Std.deviation
Salary 60 17000.00 47000.00 28446.67 7313.98
Promotion 60 2300.00 20200.00 7380.00 3439.67
return
Bonus pay 60 5000 9300.00 7050.00 894.33
Teacher 60 67.00 98.00 81.83 8.29
performance
Valid N 60

Table 1 above indicates that salary had a minimé®hs. 17000 and a maximum of shs.47000 for theoger
under study. The highest variable in average widangfollowed by Promotion return and finally bonpay.
The standard deviation explains the extent of devieof the variables during the period of the stadd in the
same priority salary had the highest deviationofe#d by promotion return and finally the bonus pakis
implies that variance in teacher salary was quitgh tover time. On the other hand teacher perfooman
recorded a mean of 81.83 and a standard deviati8r2® .The lowest deviation in bonus pay couldtigbuted
to the irregularity of payment of the bonus payehese it is not compulsory pay.

3.1 Effect of Financial Rewards on Teachers’ Perfanance

To establish the effect of financial rewards ofctears’ performance, a linear model of the form yb& was
used. y represented teacher performance; a andebagastants while x was the financial rewards aasured
by their salaries.

Table 2: Coefficients of Salary

Unstandardized Standardized

coefficients coefficient
Model B Std.Error Beta T Sig
Constant 52.150 11.600 4.496 .000
Salary .007 .000 491 2.390 .028

The regression equation was therefore Y=-52.15@#x T his implied that an increase in salary by illisg
increases teacher performance 0.007 units. Theatdized beta value of 0.491 shows that an incriasalary

by 1% causes an increase in teacher performant@649.

To test goodness of fit of the regression modelRhslue based on ANOVA was used and results were a
shown in the table 3 below.

Table 3: Salary ANOVA

Model Sum df Mean square F Sig
of Squares

Regression 243.882 1 243.882 5.711 .028

Residual 768.668 58 42.704

Total 1012.550 59

The F value from the table indicates a signifidaigh value of 5.711 meaning that the model is validl can
hold. The p-value of 0.028 in the ANOVA table issethan 0.05 significance level and therefore tbeehis a
good model.

The R-square value as shown in the model summbhly #abelow shows that financial rewards can exp2ai.1
% of the variation in teacher performance in Kengahools. Therefore 75.9% of the variation in teach
performance can be explained by other factors.

Table 4: Model Summary

Model R R square Adjusted Std Error of the
R square estimate
1 0.491 0.241 0.199 6.53481

The findings indicated that teacher financial redsaais measured by salary earned at the end ofdhthmalue
affect the level of teacher performance to a lagent. This means that in the event that the taishpaid a
reasonable package then their performance will dwegor

These findings confirm the work of Bennell (2004havstudied the effect of financial rewards on teach
performance across 60 primary teachers in BotswaddJganda. He confirmed that teachers workinguislip
school systems in many developing countries arelypoootivated due to a combination of low moralel gob
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dissatisfaction, poor incentives and inadequatetrobmand the performance in Botswana and Uganda was
reasonably good because they were highly paid.

3.2 Effect of Non- Financial Rewards of Teacher Pé&rmance

A linear regression model of the form y=a+bx wasduto determine the effect dfon- Financial Rewards on
Teacher Performance. Table 5 indicates the results;

Table 5: Promotion Returns Coefficients

Unstandardized Standardized

coefficients coefficients
Model B Std Error Beta T Sig
1.Constant 74.113 3.365 22.027 .000
Promo return .005 .001 .400 1.85 .021

The regression equation was y=74.113 +0.005x.Tleian® that an increase in Promotion Return by llinghi
increases Teacher Performance by 0.005 units. feineardized beta value of 0.400 indicates thaharease in
Promotion Return by 1% causes an increase in Te&&érmance by 40 %.

F-value was obtained based on ANOVA to test goaslrdsfit of the regression model. Table 6 shows the
results.

Table 6: Promotion Return ANOVA

Model Sumof squares df Mean square F Sig
1.Regression 161.751 1 161.751 3.422 0.021
Residual 850.799 58 47.267

Total 1012.550 59

The F-value of 3.422 is substantially a high vadhewing that the model is good and can hold. Thalpe of
0.021 in the table 6 above is less than 0.05 saamite level, thus the model is a valid model.

The r square value from table 7 below indicate$ ghehange in Promotion Retucauses variation in Teacher
Performance by 16 % when all other factors are beittant.

Table 7: Promotion Return Model summary

Model R R square AdjustedR square  Std Error  of
estimate
1 .400 .160 113 6.87507

The findings indicate that Promotion Return haggaificant effect on Teacher PerformarnioeKenyan schools.
This implies that teachers who have been promotee Impacted significantly on the performance atters.
This in makes them have high job satisfaction @irtplaces of work.

The finding confirms the works of Maisibi (2003) avmmdicated that increasing hours of work, lardess sizes,
more subjects and constantly changing curriculacited as major de-motivators in many countrieslavhi
promotion of teachers is a significant motivatoteacher performance. This implies that non finaln@wards
play a significant role in teacher motivation amfprmance.

3.3 Effect of teachers Rewards on the Performance.

To determine the effect of Performance Rewards eachier Performance a regression model of the ferm y
a+bx was used. The results were as shown in tabé&adv

Table 8: Table of Performance Rewards Coefficients

Unstandardized Standardized

coefficients coefficients
Model B Std Error Beta T sig
1 (constant) 35.412 428 3.451 .003
Bonus pay 0.006 .001 715 4,339 .000

The regression equation was therefore y=35.41268.00hich indicates that an increase in Performance
Rewardsby sh.1 increases Teacher Performance by sh.0/@6 The standardized beta value of 0.715 shows
that when Performance Rewaridsreases by 1%, Teacher Performance in schoaleases by 71.5 % holding
constant all other factors.

To test goodness of fit of the regression modePerformance Rewards F-value was used from the ANOVA
table 9 below
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Table 9: Performance Rewards ANOVA

Model Sum df Mean squares F sig
of squares

1.Regresion 517.694 1 517.694 18.831 .000

Residual 494.856 58 27.492

Total 1012.550 59

The F-value from the table above indicates a vafu8.831 which is substantially high and confirgithat the
model of Performance Rewardsd teacher performance is a valid model. The pevaf 0.000 in the table is
less than 0.05 significance level and thereforetibdel is good and can hold.

The r square value in table 10 shows that Perfocmdewardsan explain 71.5% of the variable in teacher
performance holding constant other factors.

Table 10: Performance Rewards Model summary

Model R R square Adjusted R square Std Error of the
estimate
1 715 511 484 5.24328

The findings demonstrate that Performance Rewaadsahsubstantially high effect on the teacher pewoce

of commercial banks in Kenya. This affirms the wofkMumanyire (2005) the most important motivatorthe
teacher is money which can be in form of salarékwances, wages, bonuses, duty allowances aret oth
monetary rewards.

3.4 Multi-linear Regression Model

To analyze the effect of financial rewards as mesbiby teachers’ salaries, non financial rewardsiaasured
by promotion returns and performance rewards assuned by bonus pay on the performance of teachers i
Kenyan secondary schools a multi-linear regresseration if the form Y=a 5k, +boX,+bsxs+byX4+€ was used.
The results were as shown in table 11 below

Table 11: Multi linear Regression coefficients

Unstandardized Standardized

coefficients coefficients
Model B Std Error Beta T sig
1 constant 29.761 12.761 2.300 .035
Salary .003 .000 .149 726 .041
Promoreturn .004 .000 192 .398 .032
Bonuspay .006 .002 .698 2.650 .017

The model was therefore Y = 29.761 + 0.093X0.004X% + 0.006X%. The beta values indicate that 14.9 % of
the variation in teacher salary can be explainedaniation teacher performance while 19.2% of thgation in
teacher performance can be explained by the chiangemotion return. The variation in teacher perfance
can also be explained by the variation in Bonustpaye extent of 69.8%. This indicates that bgpang has the
greatest effect on teacher performance in the Kemsghools. This finding could be attributed to fhet that
teachers are economically strained and bonus appicecof their efforts is a direct motivator fdrem to work
harder and efficiently.

The ANOVA table 12 below indicates that the F-vatdiehe model was 6.159 which was significant iatiitg
that the multi linear regression model is a gooddehoEqually the P- values showed values less th@b
significance level. This as well indicates that thedel is good and can hold.

Table 12: Multi linear Regression ANOVA

Model Sumof squares df Mean square F Sig
1 Regression 542.640 4 180.880 6.159 .006
Residual 469.90 55 29.369

Total 1012.550 59

Table 13: Multi linear Regression Model summary

Model R R square Adjusted R square  Std Error of the
estimate
1 732 .536 449 5.41935
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The value of r square when all variables were dpeyaat the same time was 53.6%.This demonstréuas t
variation in teacher performance can be explaimgdhe variations in teacher’s salary, promotiotume and
bonus pay. Other factors that affect teacher pewdioce would explain 46.4% of the variation in teach
performance

4.0 Conclusion

This study examined the effects of motivation oacter’'s performance of secondary schools in Nyamira
district, Nyamira County. A total of 152 teachefs! principal and 14 deputy principals from 14 sdboo
participated in the study. The respondents werehtva employed by the government which impliesheec
were already conversant with the the motivatorghieir schools and they were able to assess how such
motivators had affected their performance at watke study found out that motivation was necessarhigh
performance of teachers. This calls for attentidnatt stakeholders to consider motivation as key to
performance.

4.1 Effects of extrinsic motivation on teacher’s pgormance

The findings showed that teachers benefited mash fmonetary motivators.The majority of the respatsle
joined teaching because they had interest in tag¢chind others joined because they had no bettemap4.1%
of the respondents indicated that financial moibratvas key to meet their needs with increase éndst of
living.75.9% can be explained by the other factditse inadequacy of salary of secondary school trachas
stressed by one principal that “most teachers atesatisfied with the amount of money the governnmays
them .Its indeed inadequate. The cost of living §ase up and most teachers find it difficult to mdaily
expenses like transport , house rent, food, megliaad school fees for their children”. As a forfmuotivation,
therefore salary was insufficient to motivate teashand increase their performance. Thereforeekd to have
private tuition, remedial teaching which they teaid at the end are given a token of appreciatemcd
increase the performance. Despite low motivatiorthd majority of the respondents indicated thatirthe
performance was good as indicated by 50.4% ofd@bpandents which implies that the majority of thachers
performed their activities as expected.

4.2 Effects Intrinsic Motivation on Teachers Perfomance

Research findings showed that majority of the ragpats were intrinsically motivated by their wonkdathis
was encouraged by the learner’s performance. Tegeoted accorded by the community, the nature af th
teaching, job satisfaction and career developmene ey for intrinsic motivation. The majority dfam 55.8%
indicated that intrinsic motivation had t a smadiemt increase their performance. This also imptret increase
intrinsic motivation increased the performanceeafchers. The study concluded that the majoritggondents
had intrinsic motivation evidenced by increaseeioognition, job satisfaction, career developmenmmanding
control over students challenging and competitiature of the teaching profession. A significant ifhos
relationship between intrinsic motivation and pemiance of teachers was also found to exist, (84Q.4ig =
0.000) at 0.05 level of significance which impli#st increase in intrinsic motivation would increathe
performance.

4.3 Effects of Teachers Rewards on Performance

The findings had high effect on the teacher perforoe of commercial banks in Kenya. 14.9% of théatian

in teacher salary can be explained by variationhteaperformance. 19.2% variation in teacher perémce can
be explained by the variation in promotion and 6®.By bonus pay. In conclusion the findings could be
attributed to the fact that teachers are econofyislained and bonus appreciation of their effista direct
motivator for them to work harder and efficient{y=53.6%) indicates that variation in teacher pemiance can
be explained by the variation in teacher salargnmmtion return and bonus pay. 46.4% can be explaiyeother
factors

5.1 Recommendations

i) The Ministry of education should work out inciet package to motivate teachers in secondary $shoo
Kenya. Attention should be made to increase teatkataries since they are always low as evidetgetheir
strikes year in year out.

Increase in their salaries, they will be devoteaxterto their job hence they will perform.

i) Non financial motivation should be providedteachers. However lower impact on performance dogetther
with financial motivation can make a bigger impantteacher’s effort to work hence increase theifgpmance.
iii) Regular inspection to school teachers by thiistry should be encouraged to monitor progress o
motivation, if not provided, they should take resgibility to ensure strategies are put in placériog in the
idea of motivation to teachers.

5.2 Suggestion$or further research

The research suggests for further research in atadiv of teachers especially in the following areas
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i) Effects of promotion on teachers performance

i) Impact of merit pay on teacher performance

iii) Effects of bonus pay on teacher performance

iv)The impact of motivation in enhancing teacherfg@enance

References

Anaoui, F. & Fell, P. (2002). Have been appraisédrrvey of the university administrative stafhe
international journal of Educational Managementghttladini.emeraldinsight.confAiccessed 2004 -01-
27.

Armstrong, M. (2006). A hand book of Human resouremagement practice L &dition, Cambridge, UK.
University Press.

Armstrong, M., Murlis ,H (2007)Rewards management: A Handbook of Remuneratiotegiraand practice
London. Kogan pages limited.

Bennell, P. (2004). Teacher motivation in develgpaountries; paper prepared for DFID, Brighton: \kiexige
and skills for development.

Evans, L. (1999)Teacher Morale, job satisfaction & motivation Lomd®aul Chapman Publication.

Green, B. (1992)Performance and Motivation Strategies for todaytrkforce A guide to expectancy theory
applications, USA. Greenwood publishing Group, Inc

Gunter, M .(2002). Teacher appraisal 1988-1998agecstudy. ool Leadership & Managemed®: 61-72.

Hertzberg, F. (1966Work and nature of mamNew York: Crowell publications.

Maicibi, A. (2003).Pertinent issues in employees’ managemientan resource and educational management.
Kampala. Net Media Monitor Publishers.

Mugenda, O. & Mugenda, A. (200Research Methods. Qualitative and Quantitative Apph Nairobi: Acts
Press.

Mumanyire, M. (2005). Factors affecting teacher iwadion in secondary schools in Mukono district,
unpublished (masters of education) dissertatiorkemaae university, kampala, Uganda.

Murnane, J. (1987nderstanding teacher attrition, Harvard Educatiofeview 57:177-187.

Spear, M, Gould ,K. and Lee, B. (200@yho would be a prospective and practicing teachessdon National
foundation for educational research.

Spear, M., Gould, K. and Lee, B. (20008/ho would be a TeacHherA review of factors motivating and
demotivating and practicing of teachers; LondontidNeal foundation for Educational research.

Sylvia, D. and Hutchinson,T. (1994)/hat makes Ms. Johnson te@ch study of teacher voice and vision in the
narrative of rural South African and Gambian priynaschool teachers’ international journal of
educational development 18:393-403.

Taylor, W. (1911)Principles of scientific managememhtarper, New York.

74



The I1ISTE is a pioneer in the Open-Access hosting service and academic event
management. The aim of the firm is Accelerating Global Knowledge Sharing.

More information about the firm can be found on the homepage:
http://www.iiste.org

CALL FOR JOURNAL PAPERS

There are more than 30 peer-reviewed academic journals hosted under the hosting
platform.

Prospective authors of journals can find the submission instruction on the
following page: http://www.iiste.org/journals/ All the journals articles are available
online to the readers all over the world without financial, legal, or technical barriers
other than those inseparable from gaining access to the internet itself. Paper version
of the journals is also available upon request of readers and authors.

MORE RESOURCES

Book publication information: http://www.iiste.org/book/

IISTE Knowledge Sharing Partners

EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open
Archives Harvester, Bielefeld Academic Search Engine, Elektronische
Zeitschriftenbibliothek EZB, Open J-Gate, OCLC WorldCat, Universe Digtial
Library , NewJour, Google Scholar

e INDEX ({@‘ COPERNICUS

ros I NTERNATIONAL
INFORMATION SERVICES

@ vimsice soumaocs @

£z 8 Elektronische
@O0@ Zeitschriftenbibliothek

open

-

|

o » (..L()R( H()\\\L\I\H{SII\
— UniverseDigitalLibrary —



http://www.iiste.org/
http://www.iiste.org/journals/
http://www.iiste.org/book/

