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EFFECTS OF EMPLOYEE MOTIVATION ON TEACHERS’
PERFORMANCE IN SELECTED PUBLIC EDUCATION
SCHOOLS IN KAYONZA DISTRICT, RWANDA
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ABSTRACT
Thastudy entitled “EffectsigL motivation on teachers™ performdnce of 12-Years Basic Education (12-
YB ‘@ case of five selectgdT2-Years Basic Kducation “schools in Kayonza Distriet—¢V"

(April\2022). According to"Sector §trategic Plan

istics and inferential statistics as methgds @
in

search deign by using descriptive s
data analysis. &I&&We& ulation was 177 teachers and schogl' management in five selected 12-YBE @
Kayo@stri composed gt 148 teachers and 29 school manggement. Questionnaire, interview and docuiméntary
reviewere used to collect data.Thé findings revealed that the level of teacher’s motivation in 12-YBE schools in
Kayonzaistrict were moderate in terms of salaries with @ ﬁmcﬁer’s training develbprrT&ﬁ
jon opportunities with the average mean of 4.26; working conditions with the
e average mean of 4.41.The findings revealed that the level of teacher’s
in Kayonza District improved over the last 4 years in terms of regular
with the average mean of 4.53; teacher’s provision of student’s
with the average mean of 4.60, teaching learning process
an of 4.49. The results revealed that there is significant

District. The\{tudy used survey

with mean score of 4.45; proniv
average mean of 4.05 and career wi
performance in five selected 12-YBE schoo
reporting to work which was at very high exten
support and extension activities was at very high ext®s
and evaluation was at very high extent with a very high me
positive effect of employee motivation on teacher’s performamge in five selected 12-YBE schools in Kayonza
District where the results revealed that an increase ofo/lﬁnit_in feacher training, career development, teachers’
remuneration, working conditions and teachers’ promotidh would lead to,increase of 0.210;0.395; 0.740; 0.155 and
0.124 unit in teacher’s performance in 12-YBE in Kayonza District 'v ively. The study recommends that the
management of 12-YBE schools should present to the flinistry of pducation fuarterly and annually accountability
reports for the funds used for conducting workshops and seminars at schools and @ district.
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1. INTRODUCTION

Education is one of the most important tools for emancipating mankind, and each community invests heavily in it to
ensure that each generation gains the required skills, information, and attitudes for future survival. However, the
extent to which education is monitored is heavily anchored on examination scores due to its worth, but academic
achievement also correlates with teachers' job performance. Every government agency and commercial entity
aspire/ to be successful and make long-term progress. Only a few public organizations think that their personnel are

their most valuable assets, capable of driving institutional performance. Modern marketplaces are very competitive,
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and organizations of all siz€s are struggling to retdin employees. To overcome these restraints, a strong and positive
relationship should be £reated and maintained/ between employees and their institutions. Unless and until, the
employees of an orgénization are satisfied, afe motivated for the task’s fulfillment and goals achievement, no
institutions can progress or achieve success (Onfari, 201 1). :

Human resourcesJor the institution's personnel,|are the most important part in industrialized countriegge‘reforc the
need to influencg and persuade them to completd tasks becomes necessary, if not imperative. Every public or private
institution has A goal in mind, and all activities arg directed toward achieving thosg/goals and objectives. As a result,
in order for gy organization to achieve any level

be able to generate enough values (motivation) td compensate for the load placed on employees. Such value or

f meaningful succes;%jr&p{'r's\uin ts aims and aspirations, it must
~

motivatorg can come in the form of good training, fagilities or incentives such as fringe benefits, promotions, status
symbol @ to satisfy the needs of the employees fori ¢d their performance (Karanja, 2018).

Organizations seeking to remain relevant in their operations within an industry that is characterized by heightened
competition must emphasize on investing more in human resource than any other, Ousmame (2013). It was observed
in his survey commissioned in Senegal on sustainability of established learning institutions amid rising competition
from new arrivals that embracing new technology and new ways of doing things determine institution’s ability to
renew itself and maintain a competitive edge over rivals. It was also noted that schools that were able to remain
relevant in undertaking their key mandates to society focused on the human capital development through superior
motivational rewards. X \4’;”(7\ \

In Rwanda employee motivaifon ls one of the policies of managers used to increase effectual job management
amongst job performance in public institutions (Shadier, et al.; 2009). A motivated employee is responsive of the
definite goals and objectives Re/she must achievestirorsfese in that direction. Teachers have performance issues in
Rwanda, as they do elsewhere,‘with inconsistent work attendance being widespread, professional documents being
rarely provided, monitoring of school activities being ignored, class work being inadequate, and learners being left
on their own. Odul (2012). This research looks at employeémotivation and work performance in public institutions.
Money, as well as other variables such as_job security, adequate working conditions, and pleasant working

relationships, are said to e %age employeeh. It was discovered that improving student¢erformance would be

difficult to achieve withouy efforts to inspire fea It. the goal of this study was to discover answers to

the problems of redundatjcy and a positi attitude job perform

institutions face. o il “)

Globally, many organizations have been competing to attract and reta

Mwards available to them. Motivated employees are more Jroductive a
tfan the ones who are less motivated, (Lotta, 2012). Thefe have been|complaints over th

that employees of Rwandan }:,l\tblic
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competent human resources using various

committed towardg%{)ﬁms
public

behavior of

o

secondary schools’ teachers during weekdays when they 4re supposed fo be busy imparting knowledge to the
students.

Their negative attitude towards work is evidenced througlj l&teness, absentfeism, sneaking out of school and trading

i

during school days within the school compound (Gater®, 201p).
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The government, 6f Rwanda has otivate teachers so as to improve in their weftk performance.

A

upervise the school activities, 16.7% of feachers in 12jyears basic educatigh schools, did not make regular

assessment of students, 3.2% of teachers in J2 years basic £ducation, did,not students’ work. As a result, poor

performance of students a

ational examingtion in twelve earsEsics ucation in relation to private sche
boarding schools was freali
places, supervision of school a¥ivities was equally inadequate and learners were insufficiently attended to, as most
of these teachers felt gemotiyated N[his study therefore sought to investigate the influence of motivation on teachers’

uchgion in Kayonza Yistrict with reference to five selected 12-YBE schools i—

performance in 12 years bayic
’
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2. Objectives of the study g()\t

The study has the general objective and specific objectives as follows:

2.1. General objective

The purpose of the study is to investigate the influence of motivation on teachers’ performance in public education

schools in Kayonza District mainly of five selected 12-Years Basic Education schools ind&ayonza district.

2.2. Specific objectives
The study split up in the following specific objectives:
1) To assess the level of employee motivation practices used by five selected 12 Year Basic Education (12-
YBE) schools in Kayonza District.
2) To determine the level of teachers’ performance of five selected 12-Years Basic Education (12- YBE)
schools in Kayonza District for the period of the study.
3) To find out the effect of employee motivation practices on teachers’ performance of five selected 12-Years

Basic Education (12-YBE) schools in Kayonza District.

3. Research hypothesis
Hy: There is no significant effect of employee motivation on teachers’ performance of five selected 12-Years basic

Education( 12 -YBE) schools in Kayonza district.
A

HI1: There is ’iigniﬁcant effect of employee motivation on teachers’ performance of five selected 12- Year Basic

Education (12-YBE) schools in Kayonza district.

9
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/\)[/4 Conceptual framewo
conceptual framework refers’ to the conceptualization of the relationship between variables in the study and

shows the relationship graphically or diagrammatically, Mugenda and Mugenda (2003). The conceptual framework
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is the foundation on which the enti i based on. It identifies the network of relationships among
the variables considered important to\the stufly of/a given problem.\lthdependent Variaﬁis job performance
supervising of school

measured by regular reporting to work ,\adequaye preparation of professional documents+

activities, regular assessment of students tkjfig of students work, quality of education improved, increase of

students and accomplishing important task; which can result into

student success rate sreduction of d
independent varlable that is emp e@notl ation with the following ipdicators such as In-service traml% areer
development, recognition tmche@

munerﬁ%\wo ing con&t and teachers promotion,
x%mk a»{d ’f‘ﬂ/
5.Methods d,\ MW
| \» s‘ .
5.1. Target Population ! W\‘}A M

(2003), $target population to that population to which the researcher wants to generalize

the results of the study: This study targeted teachers and school management of five selected 12-YBE in Kayonza

District. According to the report of Kayonza District, the targeted population was 177 teachers (148 teachers, 29

Teachdr\ssociation (PTA) in five selected/12YBE schools in Kayonza District)

5.2.Sample Size \‘S’y&’ ) _../

Neuman(2012) de n? le as the’process of selectijffg participants for the yady/from the total population so as to

he study collected data on 123 composed of teachers and school management in
——— e s S

school @nagement included Head feache Directfrfgf study (DOS), Sector education of officer (SE@nd Parent

save available time and money’

five selected 12YBE schools 1niT(ayonzaDlstr1ct

5.3.Sampling techniques
Sampling according to Kothari (2011) is defined as the selection of some parts of aggregate of the totality based on

which a judgment or inference about the totality is made. Sampling technique is the procedure a researcher uses to

sc“‘we

gather people, places or things to study (Ordho, 2004). ~
et LWy e

5.3.1 .Convenience sampling teclinique

Convenience sampling is a me on-probability sampling where v choogé’zhe respondents based solely
on accessibility eéavailability of teacher™it each school. The researcher selected 109 gf'teachers from 1438 tea @
from five twalvd(BE schools based on [hei

questionnaired to the teachers who came in ’ﬁaff OMOOI unt]l'&teachers COW\AE hg & H\&
mlva Joms -

e researcher selected only 14 school managenbe’_t leaders amorE

ailability. HencgPghe research visited each school and gave out

5. 3.2.Purposive‘}rr

The study used purposive sampling techniq

29 school management leaders in five selected 1 f-YBE school in Kayonza District including Director of stud

(DOS), A tor Excation of &ﬁ(f( (SEDO) and @

emplo gtivation affect teachers’ performanc%/of tRe five selected 12-YBE schools in Kayonza District.
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because they had more information regarding on how ‘H\L



avgrage mean of 4.26; working conditions with the average mean of

L)
4.05 and careey with ‘Q average mean of /

salaries they feceive motivate them with moderate mean score= 2.86 ; 40.4% of respondeps disagreed that Mt

&
2 YBE schools pays its workers according to the amount of work done with moderate high mean

management

score= 3.17) ; the training is conducted to foster clear understanding on new technology in at;ﬁ'? schools with very L

high mean sggre of 4.26 ; training opportunj \ré are offered to&u departmental employees with very high mean score

of 4.36 provides reglél’ayraining to its teachers with very high mean score of 3.94 ; g/eryone has an %lual

chance t6 be promoted with very high me@core of 4.82 ;'gaff are promoted in a hfair and honesway with k/ery W(\—k/ \y
rs’ housing enables thﬁ}to do lesson planning with very high meaw ’

class is satisf@tory with very high mean score of 4.ﬁ ; uncrowgded

o
ine with ;Yfry high mean score of 4.19 ; provision of textbooks for e

igh mean score of 4.56 ; provision of tea

&
class\’v@ enables them to manage pupils’ diveig
pupils helps to teach t}@upils effectively with very Trigh mean score of 4.57 ; teachers are sponsored by schools to

N
atten# workshops with very hi@mean score of 4.@and caregr advancement enhances roficiency in teaching,(( ‘Caf/ui

of 4.20%. (\h\«:\ ’VY_)\ /
@ Yo beaches (w&\u\a@
Lepel of teachers’ performance gf the five selectedd2-YBE schools in adﬂrg District.
s () [Ravee Spnce ] g e

The Eldings revealed that the level of T€dcher’s performance/in five selected 12-YBE@0@B in Kayonza District
" reporting to work was at veryﬂigh extent with /tbe/ Gt

and extension activities was at very high extent with

score of 4.04 ; teacher-student ratio

N

LY

eading to job satisfaction with very high mean sco

had been improved over the last 4 years in terms of regul

avirage mean of 4.53; teacle viding student’s supp
~the average mean of 4.60, t’?ching learning process and ,evaluation was at very high extent with Aery high

mean=4.49)and iMfrastructure and lear@)esources inplZ-YBE schools in Kayonza District with employeeé

motivation was at very high extent with very high mean=4.33 Whe@ﬂ;e majority of respondents strongly agreed

that the teachers aré\always present in the schools@xr_teaching with 'lery high mean score of 4.37 ; there is regular M_ét;

attendance to extra lessons by the teachers with Ver)augh mean score of A@@ supervis school

A
activities assigned to them b)@hpcﬂ management with very hig Core of 4.70 ; teachers provide counseling

and efiSreg the proper functionipg of clubs and societies/hpuses/! al groups with very
N . W\ Lot A
teac ¢ initiative to learn rgcent pedagogical techniques evea_day with very high m

keep records of scholastic andl co-scholastic achievements with very high mean sc
j
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‘;mploying different mechanisms with"very high mean score of 4.20 .

é ecords fwith [v\ery high mean score of 4@and abe&j;udents pass hiihl in exF

e

ip between employe!%otiv fon practices and teachers’ performance 0 12-YBE
LN

i g variables u:]é‘atlstmal Package for Social
ed to model the effect*Ot the predictor variable such as

nceX12 YBE\ingKayongaBistrict.

A table, the study established the regression model ad a significance level of 0.000Avhich is an

n the population parameters as the value pf significance

indication 1At the data was ideal for making a conclusio

(p-value) was less than 5%. The£akculated value was greate than the critical value (147.182> 2.49)'@ indication

that the combination of teachg omotion, teacher training) career development, teache@remuneration and

working conditions affecXteachers’ job performance in 12 YBE \in Kayonza

less than 0.05 1r:§at\gpg that the model was\éleﬁf/lcant in this study. \}\

cw‘\’\&"

ipn equatlon estaiklhed that taking all factors into account (teachers’ gnotlon career develo ent,

Di\& ict. The sjgnificance value was
0

The r
teach 15tr nin
YBE in Kayonz

, teachers’ remuneration and working condmons) constant at zero; {eachers’ job performance in 12

District was 0.112.
)
The regression results revealed that teac mmg have 31 ance positive influence on Teachers’ job

ict as indicated by [31 0.210, p=0.003<0.05, t= 3.057. The implication is

performance in 12 YBE in Kayonza
that an increase of one unit in teac ing would lead to an increase in teachers’ job performance in 12 YBE in

Kayonza District by 0.210 units. e 0

The regression results revealed that car[e)?development-hawe significance positive influence on qeachers’ job

performance in 12 YBE in Kayonza strict as ipéicated by B,= 0.395, p-value=0.006<0.05, t=3.082. The
implication is that an increase of one unit in carvelopment would lead to an increase in JFeachers’ job

performance in 12 YBE in Kayonza District by 0.395 units. \‘\0’, 0

The regression results revealed that teache§ remuneration h significance positive influence on {gchers’ job
performance in 12 YBE in Kayonza District as indicated by B;= 0.740, p=0.000<0.05, t=5.902. The implication is
that an increase of one unit in teachet’s remuneration would lead to an increase in teachers’ job performance i

YBE in Kayonza District by 0.740 units. This study is li_1—1e with the findings of Green, Jegadeesh, and Tang (2007)

that any difference in representation and advancgment obsgrved in employees’ job motivation and performance, job

~ 6.3. Effecy/of employee motivagion practices on teachers’ performance of five selec@ﬂ YBE school in Kayonza Q

b
W®
W)™ A



The regression res

performance in 12@BE in Kayonza District as

implication is tfg?an increase of one unit in wotking copditions would lead to an increase in teachers’ jo&w’?
Yot

romotioh have significance pos’itive influence on f,’ chers’ job

| -value=0.000<0.05,/1=3.757. The

indicated /by B,=0.155, p-value=0.004<0.05, t+3.297. The

performance in | S BE in Kayonza District by 0.155 unifs
The regression re revealed that teacher’s
performance in 1 E in Kayonza Distri¢t as indicated by B,=0.124,
implication is t n increase of one unit j
l-@BE in Kayonza District by 0.124 units._Promoti rtunity is a goal yhosy workers desir’
£ragto/ which dgﬁ@ﬂﬁéves tifat bging promoted @
wrdividual desires th Komotion. The study found that the

r:ttisf tign and made them want fo Work harder while a

teachers’ promotion would. lead Yo _an increase/ in/ teachers’ job
performance in 1

and tha @‘J dividual's performance is relatgd to the de

unity fof advancement did not {) them “wjth satisfaction

(<Seavdn

at of Walsh and Taylor (28Q7) that mlM

A\so i Kk

sfiificantly higher productivity growth. Extensive training

2004) find ét at employees are engaged when they find

research hypothesis indicated that tional factors will not

wj/ ivation Nrpublic secondary schools. The implication of this fifding is that when
oy employees perceive their grganization as ing greater concern on their job life and aspects of Personal job

characteristics, employee: oré%osifive i putting their very best for the organizational success.

6.4. Hypothesis testing
Null Hypothesis
[\

ki fege



that the model was 1gn1ﬁcant in this study. This 1mp116/that the null hypothesis was
)

rejected in favor to alterpfative hypothesis. Hence, the study conc that there is s1gn1ﬁcant effect of employeeS

. . —
motivation on teachers) performance of five selected 12-year fasjc ducat1on s ools in Kayonza\gi¥trict.

ges an@%@@k

ation should

rre_commendatlons both for policy for tion and further research % draw
Bg}d on the f ndings ye Lvealed that teachers were motivated at lﬁ)derate extent w{é to their
at ‘rBean scopcef 2.86. Hence, the study recommended tha{cﬁe management of

€ year
:hers because it w111 imppeve teaclker pe formanée’}nd finally

" 9\% i

¢ Xindings from the research, in providing rewards that g;/(zgw

teachers impetus to work hard and fa€illtate stude t&p formance, ho utside classroom \\‘P
' \MC ddvocacy before by progenting quarter]y”and annual
budgets from the district requesting for mcrcased funding for dchers'( and\ teacher?” workshops and

seminars. W
The Distui i cer should also present to thefthinistry of ca ion o[;rl !

reports for the funds used for conducting workshops and seinars at schogl and\ch

both head teachers and teachers updated with t hanges in the currigulum or any ofhe
meant to enhance tegehing effectiveness in chools and also to shoy
conducted and ho ?ﬁeneﬁted %}ead teachers and teachers.

The Distm‘r;% | r should' request from MINEDUC i T‘%

more classroom structures to alleviate ov
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LIST OF ABBREVIATIONS AND ACRONYMS

12 YBE: Twelve years basics education
DEO District Education Officer
GDP  Gross Domestic Products

HR Human Resource



IBM
IPAR:
MDG

International Business Management
Institute of Policy Analysis and Research
Millennium Development goals
MINECOFIN Ministry of Finance and Economic Planning
INEDUC Ministry of Education

ISR National Institute of Statistics of Rwanda

Rwandan Francs e @Q '
Sector Education Officer

PSS Statistical Package for Social Sciences
UK United Kingdom
UNILAK

R

University of Lay Adventists of Kigali
UsS United States

USA  United State of America

National Service Scheme
National Cadet Corps.







