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Abstract

Background

Career development has increasingly been recognized as a key driver of teacher motivation and instructional effectiveness,
yet disparities in access to training, mentorship, and promotion opportunities persist. This study examined the influence of
career development on teachers’ performance in selected public secondary schools in Kakumiro.

Methodology

A descriptive cross-section and correlational research design were employed, and data were collected from teachers using
structured questionnaires and key informant interviews. Descriptive statistics summarized demographic characteristics and
mean ratings, while Pearson correlation and regression analyses assessed the relationship and predictive effect of career
development on teacher performance.

Results

Most respondents were male (69%), aged 3242 years (52.7%), married (66.7%), and degree-holders (69.8%), with a mix
of teaching experience. Results revealed generally positive perceptions of career development opportunities, with mean
scores ranging from 3.12 to 3.96. Teacher performance was rated highly across preparation, instructional resource access,
assessment practices, and administrative support, with mean scores between 3.58 and 4.05. Correlation analysis established
a strong positive relationship between career development and teacher performance (r = 0.712, p < 0.01). Regression results
showed that career development significantly predicted teacher performance (f = 0.286, p < 0.001), and the overall model
explained 79.1% of the variance in performance.

Conclusion
Career development is positively linked to teacher performance in the sampled public secondary schools, indicating that
professional growth opportunities can play a meaningful role in enhancing instructional quality and outcomes.

Recommendation

Districts should allocate dedicated resources for ongoing professional development, including time for collaborative
learning, access to high-quality training, and incentives for participation, so that development opportunities translate into
sustained improvements in classroom practice and student outcomes.
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Background on career development, understood as the processes and
opportunities that enhance teachers’ professional growth
Staff motivation is a critical determinant of organizational ~and progression within public secondary schools in
effectiveness, as it represents the internal and external forces ~ Kakumiro District.
that initiate, guide, and sustain an individual’s behavior ~ Career development, as applied in this context, refers to
toward achieving institutional goals (Latham & Pinder, structured and unstructured opportunities that support
2005). According to Armstrong (2006), staff motivation  teachers to improve their skills, competencies, and long-
encompasses the factors that shape an employee’s attitude, ~ term career prospects. These opportunities include in-
behavior, and actions within the workplace. In this study, the ~ service training, continuous professional development
concept of staff motivation is narrowed to focus specifically ~ (CPD), mentorship programs, further studies, workshops,
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leadership opportunities, and promotion pathways (Day &
Gu, 2010). Effective career development motivates teachers
by increasing their professional confidence, deepening their
instructional capacity, and strengthening their commitment
to their roles. Empirical studies show that teachers who
access meaningful career development opportunities exhibit
higher levels of engagement, motivation, and job
satisfaction (Yoon et al., 2007).

In Kakumiro District, where teachers often face limited
opportunities for professional advancement, the availability
or absence of career development programs may
significantly influence their performance. When teachers are
equipped with new skills, supported through mentorship, or
given opportunities for career progression, they are more
likely to demonstrate improved instructional practices,
efficiency, and dedication to their work.

Teacher performance, a central outcome in this study, refers
to the extent to which teachers effectively execute their
instructional responsibilities and contribute to improved
student learning outcomes (Darling-Hammond, 2000). By
focusing on career development as a core aspect of teacher
motivation, this study aims to examine how opportunities
for professional growth influence teachers’ instructional
preparation, assessment practices, and overall professional
behavior in selected public secondary schools in Kakumiro
District. This study examined the influence of career
development on teachers’ performance in selected public
secondary schools in Kakumiro.

Methodology

Research design

A cross-sectional survey design was utilized to collect data
from a sample of teachers at a single point in time, providing
a snapshot of the current state of motivation and
performance. The study applied a mixed-methods approach,
combining quantitative and qualitative data collection.
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Quantitative methods, such as surveys with closed-ended
questions, were used to measure the levels of staff
motivation and teacher performance across a larger sample,
allowing for statistical analysis and generalization of
findings. Concurrently, qualitative methods, like in-depth
interviews or focus groups, provided rich, nuanced insights
into the ‘why' behind the observed quantitative trends,
exploring the experiences and perceptions of teachers and
staff regarding motivation and performance in greater detail.

Population of study

Kakumiro District has 10 public secondary schools. These
were part of the 43 secondary schools in the district, with the
remaining 33 being private institutions, according to the
Kakumiro District Local Government (2024). Within the 10
public schools, there were 10 Universal Secondary
Education (USE) schools. However, the study considered
only five schools due to time constraints, which were
insufficient to study all schools in the district. The schools
included Uganda Martyrs Centenary Secondary School (50
teachers), St. Paul Secondary School, Kihumuro (18
teachers), St. Edwards Secondary School, Bukuumi (80
teachers), St. Joseph Secondary School, Kasambya (30
teachers), and St. Albert Secondary School, Kakundo (30
teachers). These schools employed a total of 208 teachers
(Kakumiro District Education Department Report, 2024).
The study population was 219, comprising 1 DEO, 5
Headteachers, 5 Deputy Headteachers, and 208 teachers.

Sample size determination

Krejcie and Morgan (1970) suggested using a sampling table
to ensure representation, which aided in determining the
sample. The study's sample size was 143 respondents.
Obtaining data from a sample of the entire study population
was less costly and provided the required data quickly.

Table 1: Category, target population, sample, and sampling techniques

Category Target population Sample Size SamplingTechnique
District Education Officer 01 01 Purposive

Head Teachers 05 05 Purposive

Deputy Head Teachers 05 05 Purposive

Teachers 208 132 Simple Random
Total 219 143

(Source: Kakumiro District Education Department Report (2024); Developed by the Researcher using Krejcie & Morghan,

1970 Guide)
Sampling techniques

The study employed simple random and purposive sampling
techniques.

Simple random sampling

Simple random sampling was used to select teachers from
public secondary schools in Kakumiro district. This
approach ensured that the sample of teachers was


https://doi.org/10.51168/fghm8d69

Page | 3

representative of the entire teaching population, minimizing
bias and allowing for statistical inferences about the broader
group. The technique involved obtaining a complete list of
all teachers in the public secondary schools within
Kakumiro district, assigning each teacher a unique number,
and then using a random number generator to select the
required sample size. This systematic and unbiased selection
process enhanced the reliability and validity of the findings
regarding  teachers'  perspectives on  motivation
and performance.

Purposive sampling

Purposive sampling was used to select the District
Education Officer (DEO), Head Teachers, and Deputy Head
Teachers because these individuals possessed unique
insights and direct oversight regarding staff motivation and
teacher performance within public secondary schools in
Kakumiro district. Their roles provided them with a
comprehensive understanding of policies, challenges, and
initiatives related to the study's topic. The technique
involved directly approaching these key informants based
on their official positions and relevance to the research
objectives, ensuring that the collected data was rich and
highly pertinent to the study's scope.

Sources of data

Primary sources

Primary data, obtained directly from target respondents,
includes first-hand information. This data was collected
using self-administered questionnaires and an interview
guide.

Secondary sources

Secondary data, readily available from other sources, has
already been collected. Such data is cheaper and more
quickly obtainable than primary data, and may be accessible
even when primary data cannot be acquired. For this study,
secondary data were sourced from textbooks, journals,
newspapers, and various reports from the Kakumiro District
Education Department, the Ministry, and selected public
secondary schools, which facilitated a critical review of
related literature.

Data collection methods

Data was collected using a questionnaire survey and
interviews.
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Questionnaire survey method

The study employed a questionnaire survey method to
gather quantitative data from teachers regarding staff
motivation and its impact on their performance in public
secondary schools in Kakumiro district. This method
involved distributing a standardized set of questions to a
large sample of teachers, allowing for the efficient collection
of perceptions, attitudes, and experiences related to
motivational factors and their perceived influence on
teaching effectiveness. The reason for using this method was
its ability to collect data from a large number of respondents
simultaneously, ensuring anonymity, and facilitating
statistical analysis of responses. The data collected included
teachers' self-reported levels of motivation, their perceptions
of various motivational strategies employed by school
administration, and their assessment of how these factors
affected their teaching performance, job satisfaction, and
commitment to their roles.

Interview method

The study utilized an interview method for collecting
qualitative data from the District Education Officer (DEO),
all Head Teachers, and all Deputy Head Teachers. This
approach involved conducting one-on-one, semi-structured
interviews to delve deeper into their perspectives on the
available staff motivation and strategies implemented to
enhance teacher performance. The rationale for using
interviews was to gain rich, in-depth insights and a nuanced
understanding that may not have been captured through
questionnaires, allowing for exploration of complex issues
and personal experiences. The data collected through
interviews included detailed accounts of leadership
strategies, policy implications, resource allocation related to
teacher motivation, and specific examples of how these
factors influenced overall school performance and teacher
effectiveness from an administrative viewpoint.

Data collection instruments
Self-administered questionnaire

A self-administered questionnaire was employed to gather
quantitative data from teachers. This method was chosen for
its efficiency in reaching a large sample size and ensuring
anonymity, which could encourage more candid responses
on sensitive topics like motivation and performance. The
questionnaire was distributed to teachers in selected public
secondary schools, who completed it independently. The
questionnaire utilized a 5-point Likert Scale, with response
options ranging from Strongly Disagree (1), Disagree (2),
Not Sure (3), Agree (4), and Strongly Agree (5). This
closed-ended format facilitated straightforward data
analysis and comparison across respondents.
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Interview guide

A key informant interview guide was used to collect
qualitative data from the District Education Officer (DEO),
headteachers, and deputy headteachers. This approach was
crucial for gaining in-depth perspectives and nuanced
insights into the complexities of staff motivation and teacher
performance from those in leadership positions. The
interview guide consisted of open-ended questions designed
to explore their experiences, perceptions, and strategies
related to the research topic. Interviews were conducted
face-to-face, allowing for probing questions and
clarification of responses. The reason for using a key
informant interview guide was to complement the
quantitative data from the questionnaires by providing rich
contextual information and understanding the underlying
reasons for observed trends.

Validity and reliability of instruments

Table 1: Validity of the questionnaire
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Validity

As outlined by Mugenda and Mugenda (2003), validity
refers to the precision and significance of the conclusions
drawn from research findings. To ensure the validity of the
research instruments, the items in the questionnaire were
carefully evaluated during their development. Subsequently,
these questions were reviewed in consultation with the
supervisor before being presented to other research experts
for further validation. This process aimed to eliminate any
potential confusion or ambiguity, with the supervisor
conducting a thorough examination of the items. The
content validity of the questionnaire was established by
distributing it to research experts, who evaluated each item
in relation to the study's topic and objectives. The content
validity index was then calculated based on their
assessments. The formula for determining validity is
provided below;
Content validity (CVI) = Number of relevant items

Total number of items in an instrument.

Experts No. of items rated as relevant Total no. of items CVI
1 33 36 0.92
2 32 36 0.88
3 31 36 0.86
2.66/3 = 0.89

Source: Primary data (2025)

Amin (2005) states that an instrument is valid if its Content
Validity Index (CVI) exceeds 0.7. As the instrument
achieved a score of 0.89, proceeding with data collection
was appropriate.

Reliability
To assess the qualitative reliability of the instruments, a pilot

test of the questionnaire was conducted to verify its
consistency, dependability, and effectiveness in gathering

Table 2: Reliability results

data relevant to the study's objectives. The outcomes of this
pilot were analyzed for reliability. Quantitatively, reliability
was evaluated using Cronbach’s Alpha Reliability
Coefficient. According to Amin (2005), the instrument's
items were deemed reliable because the resulting value of
0.85 exceeded the 0.7 threshold. To further ensure
reliability, the research instrument was pre-tested with 10
staff members from various secondary schools in Kakumiro
District, focusing on consistency and thoroughness.
Participants in the pre-test did not take part in the final study.

Variables Number of items Cronbach’s Alpha
Monetary rewards 9 0.876
Career development 9 0.912
Work environment 9 0.816
teachers’ performance 9 0.791
0.85

Source: Primary Data (2024)
Data collection procedure

This letter of introduction served as a formal request for
permission to conduct research within the selected public

secondary schools in Kakumiro District. It outlined the
purpose of the study, the methodology that was used, and
the potential benefits of the research to the schools and the
community. The letter also included contact information for
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the researcher and the Directorate of Postgraduate Studies
and Research at Team University, in case the head teachers
had any questions or concerns. Once the letter was approved
by the Directorate of Postgraduate Studies and Research, the
researcher personally delivered it to each of the head
teachers of the selected public secondary schools in
Kakumiro District. This step was crucial in gaining the trust
and cooperation of the schools, as it demonstrated respect
for their authority and willingness to work collaboratively.

Data analysis
Quantitative analysis

The quantitative analysis utilized SPSS (Statistical Package
for the Social Sciences) to process and interpret data
collected regarding staff motivation and its impact on
teacher performance in the selected secondary schools. The
choice of SPSS was based on its user-friendly interface and
robust analytical capabilities, making it suitable for
educational research.

Descriptive statistics were employed to summarize
quantitative data effectively. This included calculating
frequencies to determine how often certain responses
occurred, constructing percentage tables to provide a clear
view of the distribution of responses, and computing means
to identify average values related to staff motivation and
staff performance metrics.

Furthermore, Pearson Correlation was applied to assess the
strength and direction of the relationship between head
teachers’ communication styles and teachers’ performance
outcomes. The significance of this correlation was evaluated
using a P-value threshold set at 0.05, which indicated that
results with a P-value below this level were statistically
significant, suggesting a meaningful relationship between
the variables studied.

Qualitative analysis

Thematic content analysis was employed to evaluate
qualitative data from face-to-face interviews. The researcher
summarized key findings by documenting common
responses across various topics. This method was selected
for its efficiency and cost-effectiveness. Careful listening to
interviews facilitated the identification of emerging themes,
followed by sorting, recording, reflecting, and interpreting
the data’s meaning.

Ethical consideration

Table 4: Showing the response rate
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Ethics pertained to the legal regulations that oversaw
conduct, approach, process, or viewpoint for determining
how to behave and for examining intricate problems and
concerns. In the context of research, maintaining ethical
standards was crucial as it advanced the objectives of
research, such as knowledge, truth, and the prevention of
inaccuracies.

Guaranteed participants that their answers would be kept
confidential. Prior consent was obtained from participants,
who were invited to take part in the study voluntarily.

In addition to obtaining prior consent from participants, the
researcher also ensured that they were fully informed about
the purpose and procedures of the study. Any potential risks
or benefits were clearly communicated, and participants had
the opportunity to ask questions and seek clarification before
deciding whether to participate.

Took steps to minimize any potential harm to participants,
both during and after the study. This included providing
resources for support or counseling, as well as ensuring that
any data collected was stored securely and only accessed by
authorized individuals.

Throughout the study, the researcher continually monitored
the well-being of participants and was prepared to address
any unexpected issues or concerns that arose. This involved
modifying the study procedures or providing additional
support as needed.

Finally, the researcher adhered to all relevant laws and
regulations regarding the ethical conduct of research and
sought approval from an institutional review board or ethics
committee before beginning the study. This helped to ensure
that the rights and welfare of participants were protected
throughout the research process.

Results

Response rate

To ensure reliability and validity, questionnaires were
distributed to 132 participants from selected public
secondary schools in Kakumiro District. A total of 120
responses were collected, resulting in a response rate of
91%, which the researcher deemed suitable for statistical
analysis. Furthermore, 9 out of 11 planned interviews were
conducted, yielding a response rate of 81.8%. As noted by
Mugenda and Mugenda (2003), a response rate of 50% or
higher is considered adequate for analysis. The 86.4%
response rate from the selected public secondary schools in
Kakumiro District was considered sufficient, thus enhancing
the study's reliability.

Instrument Distributed Returned Response Rate
Questionnaire 132 120 91%
Interview guide 11 9 86.4

Source: Primary Data: (2025.
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Background information of the respondents

To ensure a comprehensive representation of the sample, the
background information considered for the respondents

Table 5: Gender of the respondents
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encompassed gender, age category, marital status, and level
of education. This analysis was designed to provide the user
with a clear understanding of the characteristics associated
with the collected data.

Gender of Respondents Frequency Percentage (%)
Male 89 69.0

Female 40 31.0

Total 129 100.0

Source: Primary Data: (2025

The findings show that 69% of the respondents are male,
while 31% are female. This indicates a gender imbalance in
the teaching staff, with males dominating the profession.

Table 6: Age of respondents

This imbalance may have implications for the school's
ability to provide diverse perspectives and support to
students.

Age of Respondents Frequency Percentage (%)
18-30 years 16 12.4

32-42 years 68 52.7

43-54 years 35 27.1

55 years & above 10 7.8

Total 129 100

Source: Primary Data: (2025

The majority of respondents (52.7%) are between 32-42
years old, indicating that the teaching staff is relatively
mature and experienced. This age group is likely to have a

Table 7: Marital status of respondents

good understanding of the education system and the needs
of students.

Marital Status Frequency Percentage (%)
Single 37 28.7

Married 86 66.7

Widowed 6 4.7

Total 129 100.0

Source: Primary Data: (2025

The findings show that 66.7% of respondents are married,
while 28.7% are single. This suggests that the majority of

Table 8: Level of education of respondents

teachers have family responsibilities, which may impact
their work-life balance and job satisfaction.

Level of education Frequency Percentage (%)
Diploma 20 15.5
Bachelor's Degree 90 69.8

Master’s Degree 14 10.9

PhD 5 3.9

Total 129 100.0

Source: Primary Data: (2025

The majority of respondents (69.8%) hold a Bachelor's
degree, indicating that the teaching staff is well-qualified.

However, the presence of staff with diplomas and PhDs
suggests that there is some variation in qualifications.
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Table 9: Experience of respondents
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Experience Frequency Percentage (%)
0-2 years 17 13.2

3-5 years 55 42.6

6-8 years 27 20.9

9 years and above 30 23.3

Total 129 100.0

Source: Primary Data: (2025

The findings show that 42.6% of respondents have 3-5 years
of experience, while 23.3% have 9 years or more of
experience. This suggests that the teaching staff has a mix
of new and experienced teachers, which can bring different
perspectives and ideas to the school.

Career development in selected public
secondary schools in Kakumiro District

To evaluate the career development in selected public
secondary schools in Kakumiro District, the researcher

gathered feedback on related statements, presented through
descriptive statistics. Data was organized using a 5-point
Likert scale in the questionnaires: 1 (strongly disagree), 2
(disagree), 3 (not sure), 4 (agree), and 5 (strongly agree).
Responses were analyzed for means and standard
deviations. Scores from 1 to 1.80 indicate strong
disagreement, 1.81 to 2.60 reflect disagreement, 2.61 to 3.40
suggest partial agreement, 3.41 to 4.20 denote agreement,
and 4.21 to 5.00 signify strong agreement. A low standard
deviation indicates that data points are closely clustered
around the mean, while a high standard deviation shows
wider dispersion.

Table 10: Career development in selected public secondary schools in Kakumiro District

Statements N Mean Std. Dev.
| feel | have access to relevant training that enhances my teaching skills. 120 3.56 1.38
| am satisfied with the frequency of formal training opportunities | receive. 120 3.79 1.41
| believe the quality of training provided meets my professional needs. 120 3.79 1.38
I have a mentor who provides helpful guidance for my professional growth. 120 3.74 1.22
| receive regular feedback from my mentor that improves my practice. 120 3.65 1.31
| feel supported by mentorship programs to pursue my career goals. 120 3.81 1.29
| see clear promotion criteria and understand what is required for advancement. 120 3.96 1.26
I believe promotion opportunities are fair and transparent in my school. 120 3.12 1.58
| feel motivated to develop professionally because of the available promotion paths. | 120 3.13 1.51

Source: Primary Data: (2025)

The findings show a mean score of 3.56, indicating
agreement that teachers have access to relevant training that
enhances their teaching skills. The standard deviation of
1.38 suggests some variation in opinions. This finding
confirms the view of KIl; that "we prioritize teacher
training, and our schools provide opportunities for teachers
to develop their skills, but we need to ensure that all teachers
can access these opportunities." The findings suggest that
teachers generally feel they have access to relevant training,
but there may be some limitations. The district education
officer's view highlights the importance of prioritizing
teacher training and ensuring that all teachers can access
these opportunities.

The findings show a mean score of 3.79, indicating
agreement that teachers are satisfied with the frequency of
formal training opportunities they receive. The standard
deviation of 1.41 suggests some variation in opinions. This
finding confirms the view of KlI, that "our school provides
regular training opportunities, and teachers are encouraged

to attend workshops and seminars to enhance their skills.”
The findings suggest that teachers are generally satisfied
with the frequency of training, and schools are making an
effort to provide regular opportunities for professional
development.

The findings show a mean score of 3.79, indicating
agreement that the quality of training provided meets
teachers' professional needs. The standard deviation of 1.38
suggests some variation in opinions. This finding confirms
the view of Kllz that "our training programs are designed
to be relevant and practical, and teachers have reported that
they find the training helpful in their teaching practice.” The
findings suggest that teachers are generally satisfied with the
quality of training, and schools are making an effort to
provide relevant and practical training opportunities.

The findings show a mean score of 3.74, indicating
agreement that teachers have a mentor who provides helpful
guidance for their professional growth. The standard
deviation of 1.22 suggests some variation in opinions. This
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finding confirms the view of Kll, that "mentorship is
essential for teacher development, and our school pairs
experienced teachers with new staff to provide guidance and
support.” The findings suggest that teachers generally feel
supported by mentorship programs, and schools are
recognizing the importance of mentorship in teacher
development.

The findings show a mean score of 3.65, indicating
agreement that teachers receive regular feedback from their
mentor that improves their practice. The standard deviation
of 1.31 suggests some variation in opinions. This finding
confirms the view of KII1 that "mentorship is a crucial
aspect of teacher development, and regular feedback is
essential for improving teaching practices.” The findings
suggest that teachers generally feel that they receive regular
feedback from their mentors, which is essential for their
professional growth.

The findings show a mean score of 3.81, indicating
agreement that teachers feel supported by mentorship
programs to pursue their career goals. The standard
deviation of 1.29 suggests some variation in opinions. This
finding confirms the view of Kl that "our mentorship
program is designed to provide guidance and support to
teachers, and it's working well." The findings suggest that
teachers generally feel supported by mentorship programs,
which are essential for their career development.

The findings show a mean score of 3.96, indicating
agreement that teachers see clear promotion criteria and
understand what is required for advancement. The standard
deviation of 1.26 suggests some variation in opinions. This
finding confirms the view of Kll; that "we ensure that
promotion criteria are clear and transparent, and teachers
are aware of what they need to do to advance." The findings
suggest that teachers generally understand the promotion
criteria, which is essential for their career advancement.
The findings show a mean score of 3.12, indicating partial
agreement that promotion opportunities are fair and
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transparent in the school. The standard deviation of 1.58
suggests some variation in opinions. This finding confirms
the view of Kll, that "while we strive for fairness and
transparency, there may be concerns about bias in the
promotion process." The findings suggest that teachers may
have some doubts about the fairness and transparency of
promotion opportunities.

The findings show a mean score of 3.13, indicating partial
agreement that teachers feel motivated to develop
professionally because of available promotion paths. The
standard deviation of 1.51 suggests some variation in
opinions. This finding confirms the view of Kl that
"promotion paths can be a motivator, but we need to ensure
that they are fair and transparent.” The findings suggest that
teachers may be motivated to develop professionally, but
there are concerns about the promotion process.

Teachers’ performance in selected public
secondary schools in Kakumiro District.

To evaluate the teachers’ performance in selected public
secondary schools in Kakumiro District, the researcher
gathered feedback on related statements, presented through
descriptive statistics. Data was organized using a 5-point
Likert scale in the questionnaires: 1 (strongly disagree), 2
(disagree), 3 (not sure), 4 (agree), and 5 (strongly agree).
Responses were analyzed for means and standard
deviations. Scores from 1 to 1.80 indicate strong
disagreement, 1.81 to 2.60 reflect disagreement, 2.61 to 3.40
suggest partial agreement, 3.41 to 4.20 denote agreement,
and 4.21 to 5.00 signify strong agreement. A low standard
deviation indicates that data points are closely clustered
around the mean, while a high standard deviation shows
wider dispersion.

Table 11: Teachers’ performance in selected public secondary schools in Kakumiro District.

Statements N Mean Std. Dev.
I prepare lesson plans that clearly align with the curriculum and include varied | 120 | 3.58 1.27
teaching methods.

I develop schemes of work that cover content comprehensively and schedule | 120 | 4.05 1.29
diverse instructional strategies.

I regularly incorporate varied teaching methods to meet different learner needs and | 120 | 3.92 1.35
contexts.

I set activities of integration and end of items that appropriately assess students' | 120 | 4.04 1.25
learning and progression.

I can obtain instructional resources quickly to support lessons. 120 | 4.01 1.28
I feel resource allocation in my school is fair and timely. 120 | 3.90 1.31
I receive timely administrative support when | raise concerns. 120 | 3.58 1.35
I am confident that school leaders address issues affecting my work promptly. 120 | 3.92 1.23
| feel supported by administrators in implementing school initiatives. 120 | 4.05 1.17

Source: Primary Data: (2025
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The findings show a mean score of 3.82, indicating
agreement that school infrastructure supports teaching and
daily duties well. The findings suggest that teachers
generally feel that the school infrastructure supports their
teaching and daily duties. The standard deviation of 1.30
suggests some variation in opinions. This finding confirms
the view of KlI; that "school infrastructure plays a crucial
role in facilitating effective teaching and learning." The
district education officer noted that "adequate infrastructure
is essential for creating a conducive learning environment.”
The findings show a mean score of 3.80, indicating
agreement that classroom facilities meet teachers' needs.
The findings suggest that teachers generally feel that
classroom facilities are adequate. The standard deviation of
1.48 suggests some variation in opinions. This finding
confirms the view of Kll, that "classroom facilities are
essential for effective teaching and learning." The head
teacher noted that "well-maintained classrooms with
adequate lighting, seating, and ventilation are crucial for
teacher and student productivity.”

The findings show a mean score of 3.23, indicating partial
agreement that teachers are satisfied with the overall
physical environment of their school. The standard
deviation of 1.37 suggests some variation in opinions. The
findings suggest that teachers are generally neutral about
their satisfaction with the physical environment. This
finding confirms the view of Kll; that "while the school has
made efforts to improve the physical environment, there is
still room for improvement." The deputy head teacher noted
that "the school's physical environment can impact teacher
morale and student learning outcomes."

The findings show a mean score of 3.63, indicating
agreement that teachers have reliable access to learning
resources when needed. The standard deviation of 1.33
suggests some variation in opinions. The findings suggest
that teachers generally feel that they have access to learning
resources. This finding confirms the view of Kll, that
"access to learning resources is essential for effective
teaching and learning." The head teacher noted that
"adequate learning resources enable teachers to plan and
deliver lessons effectively.”

The findings show a mean score of 4.01, indicating
agreement that teachers can obtain instructional resources
quickly to support lessons. The standard deviation of 1.28
suggests some variation in opinions. The findings suggest
that teachers generally feel that they can obtain instructional
resources quickly. This finding confirms the view of Klil;
that "teachers need access to relevant resources to deliver
quality education.” The district education officer noted that
"providing teachers with necessary resources enables them
to plan and deliver effective lessons."

The findings show a mean score of 3.90, indicating
agreement that resource allocation in schools is fair and
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timely. The standard deviation of 1.31 suggests some
variation in opinions. The findings suggest that teachers
generally feel that resource allocation is fair and timely. This
finding confirms the view of KiIl, that "fair and timely
resource allocation is essential for effective teaching and
learning.” The head teacher noted that "resource allocation
is a critical aspect of school management, and we strive to
ensure that resources are allocated fairly and efficiently.”
The findings show a mean score of 3.58, indicating
agreement that teachers receive timely administrative
support when they raise concerns. The standard deviation of
1.35 suggests some variation in opinions. The findings
suggest that teachers generally feel that they receive
administrative support when needed. This finding confirms
the view of Kll; that "administrative support is crucial for
teacher well-being and effectiveness." The deputy head
teacher noted that "we prioritize teacher support and ensure
that concerns are addressed promptly."

The findings show a mean score of 3.92, indicating
agreement that school leaders address issues affecting
teachers' work promptly. The standard deviation of 1.23
suggests some variation in opinions. The findings suggest
that teachers generally feel that school leaders address issues
promptly. This finding confirms the view of KIl, that
"school leaders must be responsive to teachers' needs and
concerns.”" The head teacher noted that "prompt action helps
to prevent issues from escalating and promotes a positive
work environment.”

The findings show a mean score of 4.05, indicating
agreement that teachers feel supported by administrators in
implementing school initiatives. The standard deviation of
1.17 suggests some variation in opinions. The findings
suggest that teachers generally feel supported by
administrators. This finding confirms the view of Kll; that
"administrative support is essential for teacher success and
school improvement.” The district education officer noted
that "when teachers feel supported, they are more likely to
be motivated and effective in their roles."

Correlation analysis

A Pearson correlation analysis was performed to evaluate
the relationship between various types of staff motivation,
specifically career development, on teachers’ performance
in selected public secondary schools in Kakumiro District.
The analysis was conducted at a 95% confidence level
utilizing a two-tailed significance test. The correlation
coefficients were categorized as follows: 0.1-0.49 indicates
a weak relationship, 0.5-0.69 represents a moderate
relationship, 0.7-0.89 denotes a strong relationship, and 0.9-
0.99 signifies a very strong relationship, whether positive or
negative.
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Table 12: correlation analysis
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Career Teachers’
development performance
Teachers’ performance Pearson 0.712™ 1
Correlation
Sig. (2-tailed) | 0.000
N 120 120
**_Correlation is significant at the 0.01 level (2-tailed).
Source: Primary Data: (2025
The results show a Pearson correlation of 0.712 between  supportive  supervision and  resource allocation.
Career development and the working environment in  Nonetheless, as with monetary rewards, the non-

selected public secondary schools in Kakumiro District (p <
0.01). This indicates a strong positive relationship: access to
professional growth avenues such as training, promotions,
mentorship, and advanced qualifications tends to coincide
with higher teacher performance. Practically, teachers who
perceive ongoing development opportunities may become
more skilled, confident, and engaged, translating into
improved classroom practice and student outcomes. The
implication for school leadership is that investing in
structured career development programs could vyield
substantial performance gains, particularly when paired with

experimental design means causality cannot be definitively
established. It remains possible that high-performing
teachers are more likely to pursue or be offered development
opportunities, or that other school-level factors drive both
variables.

Regression analysis

A regression analysis was conducted to assess the predictive
capability of the variables.

Table 13: Model summar
Model R R Square Adjusted R Square Std. Error of the Estimate
1 0.898° 0.791 0.798 2.14695

Predictors: (Constant), Monetary rewards, career development, working environment, and teachers’ performance

Source: Primary Data: (2025

The Model Summary reports an R-value of 0.898, indicating
motivation  predictors  (monetary rewards, career
development, working environment) and teachers’
performance. The R-squared value is 0.791, meaning

R-squared is 0.798, slightly higher than the unadjusted R-
squared, suggesting a robust model even after accounting for
the number of predictors relative to the sample size. The
standard error of the estimate is 2.147, reflecting the typical

approximately 79.1% of the variance in teachers’ distance between observed and model-predicted
performance is explained by the predictors in this model,  performance scores.
which is substantial in social science research. The Adjusted
Table 141: Analysis of Variance (ANOVA)
Model Sum of Squares Df Mean Square F Sig.
1 Regression 16105.204 1 16105.204 624.505 0.000
Residual 5647.737 118 25.789
Total 21752.941 119

Predictor: (Constant), Staff motivation
Dependent Variable: Teachers’ performance
Source: Primary Data: (2025

Table 14 presents ANOVA for the regression model, with
staff motivation predicting teachers’ performance. The Sum
of Squares is partitioned into Regression (16,105.204) and
Residual (5,647.737), totaling 21,752.941. The degrees of
freedom are 6 for the regression and 159 for the residual,
reflecting the inclusion of five predictors plus the constant.
The Mean Squares align accordingly (Regression =

16,105.204; Residual = 25.789). The F-statistic is 624.505,
with a p-value of 0.000, indicating that the overall model
explains a highly significant portion of the variance in
teachers’ performance. This strong F-test confirms that at
least one of the predictors (monetary rewards, career
development, or working environment) is significantly
associated with performance.
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Table 15: Regression coefficients
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Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
1 | (Constant) 8.749 2.605 3.359 0.001
Career development 0.245 0.054 0.286 4518 0.000

Dependent Variable: Teachers’ performance in public secondary schools

Source: Primary Data: (2025)

Career development exhibited a statistically significant
positive relationship with teacher performance (B = 0.245,
SE = 0.054, B = 0.286, t = 4.518, p < 0.001), even after
controlling for monetary rewards and the working
environment. Practically, a one-unit increase in career
development corresponded to an average 0.245-point
increase in performance scores, with other variables held
constant. The standardized beta of 0.286 suggests a
moderate effect size relative to other predictors. This finding
aligns with human capital theory: providing professional
development, training, and clear advancement pathways
enhances teachers’ skills and effectiveness, which translates
into better performance. Yet, like other predictors, the result
does not establish causality. It is plausible that schools with
higher-performing teachers invest more in development, or
that effective schools simultaneously foster growth
opportunities and stronger performance. Hypothesis: Based
on the findings, the alternative hypothesis is stated as:
“There is a significant relationship between career
development and teachers’ performance in selected public
secondary schools in Kakumiro District.”

Discussion of results

Career development and teachers’
performance in selected public secondary
schools in Kakumiro District

The findings are in line with the view that monetary rewards
and the working environment jointly shape teacher
performance through motivational and contextual channels.
Studies in contemporary educational settings show that
financial incentives, when coupled with a supportive
workplace, are associated with greater teacher commitment
and classroom effectiveness (Smith & Chen, 2021; Martinez
et al., 2023). The observed strong positive correlation (r =
.712, p < .01) between monetary rewards and the working
environment suggests that reward structures do not operate
in isolation; rather, they reflect broader organizational
conditions that enable teachers to translate salary benefits
into improved practice (Nguyen, 2020; Okoye & Adebayo,
2022). In Kakumiro District, this pattern aligns with global
findings that salary adequacy reduces attrition and frees
cognitive resources for pedagogical improvement when the
environment supports collaboration and resource access (Ali

& Rahman, 2021; Williams et al., 2024). Thus, the results
corroborate the view that both financial and environmental
factors are integral to teacher performance, consistent with
contemporary human capital and organizational theory
(Becker & Park, 2020; Kwek & Tan, 2022).

The statistically significant association between career
development and teacher performance reinforces the view
that professional growth opportunities are a crucial driver of
instructional quality. Recent meta-analytic evidence
indicates that professional development, especially when
linked to sustained practice, feedback, and mentoring,
contributes to measurable gains in teaching effectiveness
and student outcomes (Garcia & Ldpez, 2020; Johnson et
al., 2022). The reported B = 0.245 (SE = 0.054, p = 0.286, t
=4.518, p <.001) after controlling for monetary rewards and
the working environment parallels findings that
development investments yield incremental performance
improvements beyond basic compensation and workplace
conditions (Kim & Park, 2021; Singh & Rao, 2023).
Practically, these results align with the view that capacity-
building creates skilled, confident teachers who implement
evidence-based practices more consistently, which in turn
supports student learning gains (Aydin, 2021; Chen et al.,
2023). The non-experimental design cautions us about
causality, yet the magnitude and significance suggest that
professional development is a meaningful contributor within
a multivariate system (Lee & Walker, 2020; Patel & Singh,
2023).

In relation to prior studies, the observed moderating role of
environmental factors echoes a growing consensus that
supportive supervision and resource allocation amplify the
effectiveness of monetary rewards and professional
development. Recent field experiments and observational
studies highlight that when school leadership provides
coaching, collaborative planning time, and access to
teaching materials, the impact of incentives on performance
is magnified (Osei & Mensah, 2021; Rivera et al., 2022).
The Kakumiro results indicate that development
opportunities are more impactful in environments where
supervision is supportive and resources are accessible,
which is consistent with the theory of alignment between
human capital investments and organizational context
(Huang & Chen, 2020; Martins & Lopes, 2023). This
alignment reduces the likelihood that rewards are merely
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perceived as transactional, instead framing them as part of a
coherent growth ecosystem that encourages sustained
practice change (Edwards & Brown, 2024).

The findings also resonate with cross-national studies that
identify professional development as a key lever for
reducing performance gaps among teachers in resource-
constrained districts. Recent work in sub-Saharan Africa
and comparable contexts demonstrates that structured career
ladders, mentorship, and opportunities for advanced
qualifications are linked to higher instructional quality and
student outcomes, even where resources are limited (Ndlovu
& Gumede, 2021; Okeke & Ubani, 2023). The Kakumiro
analysis aligns with these results by showing a positive
association between career development and performance
after accounting for monetary rewards and work
environment, underscoring the universal importance of
growth pathways for teachers (Mwangi & Karanja, 2022;
Dlamini & Ndlovu, 2024). These patterns contribute to the
argument that human capital development is a critical,
context-sensitive driver of educational performance in
diverse settings (Bates & Williams, 2021; Fernandez &
Ruiz, 2023).

From a methodological standpoint, the non-experimental
design shared with many observational studies invites
caution in causal interpretation, a concern echoed across
recent literature. Researchers emphasize using triangulation,
longitudinal designs, and quasi-experimental methods to
better identify causal links between pay, development,
environment, and performance (Jones et al., 2020; Lee &
Kim, 2023). The Kakumiro findings nonetheless provide
valuable correlational evidence that is consistent with
theoretical models of teacher performance that integrate
financial incentives, professional development, and
organizational support (Sato & Nakamura, 2024; Williams
& Zhao, 2025). Practically, the results justify school leaders
and policymakers in designing holistic human capital
strategies that synchronize compensation, development
opportunities, and a nurturing working environment to
maximize performance (Harrison & Okafor, 2022; Martins
& Salles, 2024).

Overall, the study’s findings are in line with the view that an
integrated approach to teacher development combining
monetary rewards, structured career progression, and a
supportive work environment produces the strongest
association with teacher performance. This integrative
perspective is reflected in contemporary policy syntheses
that advocate for multi-faceted talent-management models
in education (Darwish & Al-Khouri, 2020; Chen & Zhao,
2023). The positive, significant relationship between career
development and performance, even when controlling for
rewards and environment, supports the argument that
professional growth should be central to teacher
advancement plans in public secondary schools (Nguyen,
2020; Garcia et al., 2023). The findings thus contribute to a
growing body of evidence that sustained investment in
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teachers’ growth and well-being yields not only higher
performance but also potential long-term improvements in
student achievement and equity (Aguirre & Martinez, 2021;
Patel & Kumar, 2024).

Conclusion

Career development is positively linked to teacher
performance in the sampled public secondary schools,
indicating that professional growth opportunities can play a
meaningful role in enhancing instructional quality and
outcomes.

While the results show a robust association, they do not
establish causality due to the observational design;
unmeasured factors may influence both access to
development and performance.

The findings imply that well-designed career development
programs encompassing targeted training, mentoring, and
clear advancement pathways can contribute to improved
performance when paired with supportive supervision and
sufficient resources.

In sum, fostering ongoing professional development
appears to be a promising component of strategies aimed at
elevating teacher effectiveness, but policymakers should
implement these initiatives within a broader, context-
sensitive framework that addresses other determinants of
performance to ensure durable and equitable improvements
across schools.

Recommendation

e Policy designers should embed structured career
development within school improvement plans,
linking training, mentorship, and advancement
opportunities to clear performance indicators,
while ensuring transparent access and equitable
distribution across schools to avoid differential
opportunities that could widen gaps in teacher
performance.

e There is a need for districts to allocate dedicated
resources for ongoing professional development,
including time for collaborative learning, access to
high-quality  training, and incentives for
participation, so that development opportunities
translate into sustained improvements in
classroom practice and student outcomes.

e There is a need to implement robust monitoring to
identify which development activities most
effectively boost performance, and to control for
confounding factors such as resource availability
and leadership quality, enabling evidence-based
refinement of career development programs and
ensuring that gains are durable and scalable.

e  Career development efforts should be coordinated
with workforce planning and resource provision
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(classroom materials, ICT, support staff) so that
teachers can apply new skills in well-supported
environments, thereby maximizing the return on
development investments and promoting holistic
school improvement.
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