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Abstract
The purpose of this study was to examine the effect of motivational strategies on the performance
of tutors among Teacher Training Institutions (TTIs) in Eastern Uganda. A multiple-case study
design was adopted to explore both intrinsic and extrinsic motivational efforts. The study
population comprised tutors, principals, deputy principals and members of Boards of Governors
from three Core Primary Teacher Colleges. Using a purposive sampling procedure, 66 participants
were selected, including 45 tutors, 3 principals, 6 deputy principals, and 12 Board members,
based on their direct involvement in teacher education and institutional management. Data was
collected through semi-structured interviews and focus group discussions. Thematic analysis
identified key patterns and relationships between motivation and tutor performance. The findings
show that motivation influences autonomy, engagement, job satisfaction and teaching
effectiveness. Professional growth opportunities, recognition and structured feedback systems
were critical in sustaining the motivation. The study concludes that a multifaceted motivational
framework grounded in selected theoretical frameworks enhances the performance of tutors and
institutional productivity. It recommends that TTIs institutionalize transparent goal-setting, equitable
reward systems, continuous professional development and supportive feedback mechanisms to
strengthen motivation and overall educational outcomes.
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Introduction
Teachers play a pivotal role in shaping learning
by creating effective educational opportunities
as they function not only as transmitters of
knowledge but also as facilitators of holistic

development. Their influence extends to
cultivating critical thinking, nurturing creativity,
instilling values and preparing learners to thrive
in dynamic and complex societies. In Teacher
Training Institutions (TTIs), this role acquires
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even greater significance because tutors are
responsible for shaping the professional
identity, pedagogical competence and ethical
disposition of future teachers. In this regard,
tutors act as role models, whose instructional
practices, mentorship approaches and
professional engagement directly influence the
quality of graduates entering the teaching
profession (Konig et al., 2024; Donitsa-Schmidt,
2024).

The ability of tutors to create effective
educational opportunities is closely tied to their
levels of motivation, which determines their
willingness to innovate, invest effort and sustain
commitment despite faced challenges. Where
tutors are well-motivated, they will design
responsive pedagogies, integrate technology
and inspire teacher trainees to embrace best
practices, thereby improving the quality of the
teaching and learning process (Mills et al., 2024;
Sok & Heng, 2024). Conversely, when
motivation is lacking, tutors may struggle with
low morale and reduced research productivity,
which compromises the preparation of
competent teachers.

Motivational strategies, both intrinsic and
extrinsic, have been recognized as essential
drivers of staff performance in educational
institutions (Mahimbo & Mtamike, 2025). These
include structured goal-setting, financial and
non-financial rewards, professional
development opportunities, recognition
systems, inclusive work environments and
institutional feedback mechanisms (Iwu et al.,
2018; Manalo et al., 2020; Moreen et al. 2025).

In the context of TTIs, tutor performance refers
to the demonstrated ability of educators to
effectively prepare future teachers through
quality instruction, mentorship, curriculum
delivery, research productivity and professional
engagement. When tutors are adequately
motivated, their capacity to deliver meaningful
learning experiences, adapt to pedagogical
innovations and remain committed to
institutional goals is significantly enhanced.

Studies have shown that financial incentives
can boost performance by aligning personal
goals with institutional expectations (Serdyukov,
2017; Manalo et al., 2020; Gao et al., 2025).
However, motivation is not solely material;
psychological needs, such as autonomy,
competence, and relatedness—outlined in Self-

Determination Theory (Ryan & Deci, 2000)—
also play a vital role. Furthermore, Herzberg’s
Two-Factor Theory emphasizes the importance
of both hygiene factors (such as salary and
work conditions) and motivators (such as
recognition and achievement) in sustaining
employee satisfaction and productivity.

Global studies from North America, Europe and
Asia (Lopez, 2021; Guler, 2024) have
highlighted that while many motivational
strategies improve teacher outcomes, their
effectiveness depends on institutional culture
and socio-economic context. In Sub-Saharan
Africa, studies by Adedeji and Olaniyan (2011)
and Nwogbaga et al. (2022) reveal systemic
challenges, such as inadequate remuneration,
poor career growth structures and limited
institutional support, which undermine staff
morale and retention (Gao et al., 2025; Elamalki
et al., 2024).

In Uganda, research has largely focused on
motivation and performance at primary and
secondary school levels. For instance,
Tumwesigye (2022) demonstrated that teacher
motivation significantly shapes learners’
performance in primary schools while Odama et
al. (2025) linked leadership styles in primary
education to overall school quality in Gulu City.
Similarly, recent studies at the secondary
school level emphasized the relationship
between teacher motivation and performance
outcomes. For instance, Mbabazi et al. (2025)
highlighted the role of output planning,
monitoring and review in enhancing job
performance; their complementary work
stressed the impact of effective appraisal
policies in motivating teachers. Aja et al. (2025)
explored how psychological patterns influence
performance in secondary schools while
Muhamad et al. (2024) underscored the
importance of non-monetary intangible rewards
in sustaining teacher effectiveness. The
literature review indicates that limited studies
have specifically targeted TTIs, which remains
critical in shaping the next generation of
teachers. The lack of empirical insight into how
motivational strategies influence the tutor
performance in TTIs, especially in rural or
under-resourced areas like Eastern Uganda,
represents a significant gap in educational
research and policy.This study therefore
investigated motivational strategies and their
impact on tutor performance in selected
Teacher Training Institutions in Eastern Uganda.
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Theoretical Framework
This study adopted an eclectic theoretical
framework that integrates Herzberg’s Two-
Factor Theory (Herzberg, 1959), Expectancy
Theory (Vroom, 1964 and Self-Determination
Theory (Deci & Ryan, 1985)to analyze the
influence of motivational strategies on tutor
performance within TTIs.

Herzberg’s Two-Factor Theory has
distinguished between hygiene factors, such as
salary, institutional culture and working
conditions, and motivators like recognition, job
enrichment and professional growth. While
hygiene factors prevent dissatisfaction,
motivators promote job satisfaction and
productivity. This theory has been particularly
useful in framing how structural supports and
institutional incentives affect tutors’ morale,
commitment and instructional performance. It
addressed the study problem by explaining
why, despite the presence of basic provisions,
tutor performance may still suffer if deeper
motivational drivers are absent.

Expectancy Theory (Vroom, 1964) posited that
motivation depends on an individual’s belief
that effort leads to performance and
performance leads to valued outcomes. Within
the context of TTIs, this theory illuminates how
tutors’ willingness to invest effort is influenced
by their perception of reward fairness,
institutional transparency and personal efficacy.
It addressed the study problem by clarifying the
cognitive processes that underpin tutors’
motivation to engage actively and perform well,
especially in environments where incentives
may be inconsistent or unclear.

Self-Determination Theory (Deci & Ryan, 1985)
emphasizes that intrinsic motivation arises
when psychological needs for autonomy,
competence and relatedness are met. This
theory contributed to the understanding of how
non-material factors, such as trust,
participation in decision-making and collegial
support, sustain long-term motivation among
tutors. It addressed the study problem by
offering insight into how internal fulfillment,
rather than external inducements alone, shapes
consistent and meaningful performance in the
teacher education context.

Together, the three theories provide a multi-
layered lens through which the complex
relationship between motivational strategies

and tutor performance has been examined.
They have enabled the study to capture not
only the structural and cognitive dimensions of
motivation, but also its emotional and
psychological underpinnings, thereby offering a
comprehensive approach to diagnosing and
improving tutor performance in TTIs.

Methodology
Design
This study adopted a multiple-case study
design to investigate participants' perspectives,
emphasizing an in-depth exploration of
contextual dynamics. Conducted within the
natural settings of teacher training institutions
in eastern Uganda, the study sought to
generate rich and comprehensive insights
(Dzogovic & Bajrami, 2023; Masagazi, 2022;
Creswell et al., 2023).

Population and Sampling
The study targeted key stakeholders in TTIs,
specifically Core Primary Teacher Colleges
(PTCs) in Eastern Uganda. The population
comprised principals, deputy principals,
members of Boards of Governors (BOG) and
tutors directly involved in pre-service teacher
training. A total of 66 participants took part in
the study, including 3 principals, 6 deputy
principals, 12 BOG members and 45 tutors
drawn from the three Core PTCs. A purposive
sampling technique was employed to select
both the institutions and participants, based on
their roles, experience, and relevance to the
study objectives. This approach enabled the
researchers to obtain rich, context-specific
insights into how motivational strategies
influence tutor performance (Ahmad & Wilkins,
2024; Dworkin, 2024).

Instruments
This study utilized individual interviews and
Focus Group Discussions (FGDs), guided by
structured interview protocols, to facilitate an
in-depth exploration of the research objectives
(Tomoaia-Cotisel et al., 2024). This method
complemented the researcher’s note-taking
efforts, providing a complete and accurate
audio record of the conversations.

Validity and Reliability
Credibility was reinforced through member
checking, where some participants verified the
interpretation of the data. Dependability was
ensured through data triangulation, the use of
interviews and FGDs. Transferability was
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ensured through thick descriptions of the study
findings, allowing readers to transfer the
findings’s implications to similar contexts.
These measures upheld the rigor, coherence
and integrity of the research process (Enworo,
2023; Cloutier & Ravasi, 2021; Lincoln & Guba,
1985).

Analysis of Data
Data was systematically analyzed through
coding, resulting in the identification of themes
and thematic categories as recommended by
literature (Kanygin & Koretckaia, 2021, p. 317;
Sharma et al., 2024). Relevant data categories
were delineated and relationships among these
categories were examined to identify significant
patterns and insights as recommended by
Gamieldien et al. (2023). A meticulous filtering
process at the data-phrase level ensured the
inclusion of only pertinent information. The
findings were reported verbatim to preserve the
integrity and authenticity of participants'
perspectives

Ethical Considerations
Given the involvement of tutors and
administrators from TTIs as integral human
subjects in this study, ethical approval was
meticulously sought and obtained. The Uganda
Christian University Research Ethics Committee
(UCUREC) and the Uganda National Council for
Science and Technology (UNCST) provided
ethical clearance. In addition, permissions were
secured from the authorities of the respective
TTIs. Informed consent was also obtained from
individual participants, ensuring their voluntary
participation in the study and adherence to
ethical research standards.

Results and Discussion
This section presents the study’s findings,
organized according to emerging themes.
Thematic structuring is aligned with the guiding
research question.

Research Question: How do the motivation
strategies affect the performance of tutors in
teacher training institutions in Eastern Uganda?

Goal Setting and Positive Reinforcement
The study revealed that clear and attainable
goal setting plays a critical role in shaping tutor
performance in TTIs. Participant P6TA
emphasized that such goals not only offer
clarity in daily responsibilities but also serve as
a guiding framework for success: "Setting

attainable goals makes it easy for me to
perform my roles, providing a clear road map
for success and enhancing overall performance.
Through implementing planned activities well,
to avoid negative impacts, ensuring that the
goals contribute positively to this college."

Tutors reported that well-defined goals
provided direction and structure, enabling them
to focus their efforts and align with institutional
priorities. Beyond individual clarity, participants
also noted that setting shared goals fostered
healthy professional competition, motivating
tutors to strive for excellence in their
instructional delivery.

These findings are well-supported by the Self-
Determination Theory, which highlights the
importance of autonomy, competence and
relatedness in sustaining motivation (Deci et al.,
2017. The ability to engage with clear,
personalized and collaboratively developed
goals empowered tutors to take ownership of
their roles and perform with greater
commitment and innovation.

Furthermore, participants valued the sense of
freedom in executing their duties within the
framework of established goals and fostering
collaboration without unnecessary competition.
A case in point, participant P5TA explored the
impact of goal-setting on the autonomy of
tutors within the college. It "provides freedom
in executing duties, promoting a collaborative
environment where tutors can work without
stepping on each other's toes."

The findings above highlight the influence of
clear and attainable goals on role definition,
allowing tutors to understand their
responsibilities, preventing overlap and
fostering collaboration. This aligns with the
autonomy aspect of self-determination theory,
as tutors feel free to execute their duties within
the framework of established goals without
unnecessary competition (Moore et al., 2020)
The focus on goal setting that boosts morale
and commitment ties into competence as
tutors experience a sense of mastery and
effectiveness in achieving objectives. Lastly,
the emphasis on collaboration without
competition enhances relatedness, promoting a
supportive and connected work environment
(Gilal et al., 2020; Autin et al., 2021).

policy at the college could improve tutor
commitment. Participants emphasized the



17 East African Journal of Education and Social Sciences (EAJESS) 6(4), 13-25.

importance of open communication channels.
This free flow of information was seen as
fostering a culture of trust and collaboration
among tutors. Additionally, some tutors
advocated for a culture of peer observation,
where the tutors could observe each other's
classes and provide constructive feedback.
This focus on continuous improvement and
sharing best practices was viewed as
enhancing commitment to teaching excellence.
Overall, the findings suggested that an open-
door policy that prioritizes open communication
and collaboration contributes to a more positive
and supportive work environment, ultimately
strengthening tutor commitment to their roles.

Effective Communication Channels
The findings revealed that establishing open
and structured communication channels is
essential for enhancing tutor motivation and
professional performance. Participants
emphasized the role of regular meetings and
peer interaction in fostering a collaborative
institutional culture. As noted by participant
P1TC, “Establish regular meetings where tutors
can openly discuss academic concerns, share
best practices and receive feedback from
administrators ensures that information flows
freely and fosters a culture of open
communication.

Such communication platforms not only
address academic challenges but also nurture
a sense of professional belonging. This is
particularly relevant within the framework of the
Self-Determination Theory, which identifies
relatedness as a core psychological need (Ryan
& Deci, 2019). When tutors are provided with
spaces to engage in open dialogue and mutual
feedback, they experience increased trust and
interpersonal support. In addition, peer
observation was described as a driver of
continuous improvement. P5TA, reported “a
culture of peer observations, where tutors
observe each other's classes and provide
constructive feedback. This promotes a
continuous improvement mindset and a
commitment to excellence in teaching.” This
practice reinforces competence—another SDT
construct—by supporting tutors’ pursuit of
growth (Ntoumanis et al., 2020; Howard et al.,
2020). It also reflects the role of intrinsic
motivation through an opportunity for self-
reflection, innovation and performance
refinement.

Performance-Based Bonuses
In the study, participant P1TB discussed how
performance-based bonuses positively
impacted their working morale. The participant
felt that linking exceptional performance to
financial rewards provided a sense of
recognition and value, motivating tutors to
strive for excellence in their teaching and
training efforts: “Knowing that my exceptional
performance is directly linked to financial
bonuses creates a sense of recognition and
value. It motivates me to consistently strive for
excellence in my teaching and training efforts.”
According to Manalo et al., (2020), teachers'
intrinsic motivation stems from their love for the
profession and enjoyment of their students
while their extrinsic motivation is driven by
compensation and continuous learning. These
findings are further aligned with the assertions
of Frimin and Sikawa (2023) and Nguyen et al.,
(2023), who highlight the role of both intrinsic
and extrinsic factors in motivating teachers to
excel in their work.

Synonymous with the above, the expectancy
Theory, developed by Victor Vroom, explains
motivation as a function of three elements:
Expectancy (belief that effort leads to
performance), Instrumentality (belief that
performance leads to rewards) and Valence
(value placed on the reward). In the study,
tutors are motivated by performance-based
bonuses, which act as an extrinsic reward
(Israfilov et al. 2020). They believe that their
efforts will result in improved performance
(Expectancy), that their performance will lead to
financial recognition (Instrumentality) and that
the bonuses are valuable (Valence) (Liang &
Bautista 2021). The desire for financial
recognition reinforces their motivation by
validating their skills and enhancing
performance. Expectancy Theory effectively
captures this dynamic, showing how the
expectation of rewards drives motivation and
performance (Liang & Bautista 2021).

This sense of recognition was further
emphasized by the importance placed on
professional development opportunities. Tutors
valued the opportunity to attend conferences
and workshops sponsored by the institution as
it demonstrated the institution's commitment to
their continuous learning and growth. Similarly,
tutors appreciated the prospect of career
advancement linked to high performance and
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dedication. The potential for career progression
instilled a sense of purpose and motivated
them to strive for excellence (Hur 2018). Finally,
support for obtaining additional qualifications to
tutors was viewed as a sign that the institution
valued keeping tutor skills current and relevant.
This recognition served to boost morale by
demonstrating the institution's investment in
their professional development.

Professional Development Opportunities
Participants P8TC, P13TB and P4TB
emphasized how professional development
opportunities positively affected their working
morale. Tutor P8TC specifically highlighted that
attending conferences and workshops not only
enhanced their skills but also made them feel
valued and invested in by the institution:

The opportunity to attend conferences and
workshops supported by the institution not only
enhances my professional skills but also signals
that the institution values my continuous
learning. This contributes to a positive morale,
as I feel invested in and supported in my growth.

One interviewee (P13TB) further noted that
recognizing and rewarding commitment and
high performance with career advancement
opportunities significantly elevated their morale.
The participant felt that such recognition
reflected a long-term investment in their
professional development: “Knowing that the
institution recognizes and rewards commitment
and high performance with career advancement
opportunities instills a sense of career
progression. This can significantly elevate
morale, as it reflects long-term investment in
my professional development.”

The institution's support for tutors to attend
conferences and workshops and gain
additional qualifications resonates with the
Herzberg's motivators of growth and
advancement (Hur 2018). These opportunities
contribute to a sense of achievement and
professional development, further enhancing
job satisfaction. According to Herzberg et al.
(1959), factors that lead to job satisfaction,
such as recognition, career advancement and
professional growth opportunities, are referred
to as motivators. These motivators drive
employees toward improved performance and
satisfaction (Peramatzis & Galanakis 2022;
Viray & Velasquez-Fajanela 2023).The
institution's investment in tutors' continuous

learning and skills development boosts morale,
which aligns with Herzberg's two Factor theory
view that intrinsic factors (like professional
recognition and development) contribute
significantly to motivation and satisfaction
(Toytok & Acar 2021; Koncar et al., 2022).

Recognition and Awards
Recognition and awards in fostering tutor
morale was highlighted in the study. Tutors
expressed that receiving public
acknowledgment or awards for their
achievements significantly boosted their morale.
The findings are consistent with Chaudhry et al.
(2020), who argued that supervisors should
recognize excellent work and acknowledge
accomplishments and professional milestones
of teachers. Furthermore, supervisors need to
appreciate the outstanding work of instructors
and publicly commend their efforts. This
recognition instilled a sense of pride and
accomplishment, confirming the value their
contributions held.

In addition, tutors appreciated being
recognized for their long-term service and
commitment to their institutions. This
observation echoes the findings of Toytok and
Acar (2021), who reported that formal
recognition of teachers’ dedication, loyalty and
years of service fosters a deeper emotional
attachment to their institutions. According to
these authors, recognition functions as an
intrinsic motivator that enhances organizational
commitment and long-term satisfaction among
the educators. When tutors’ efforts and
longevity are acknowledged through awards,
certificates or verbal appreciation, it reinforces
their sense of belonging and purpose within the
institution.

Furthermore, P7TA reported, “receiving awards
or public acknowledgment for outstanding
achievements provides a tremendous boost to
morale. It fosters a sense of pride and
accomplishment, reinforcing that my
contributions are valued by the institution and
peers.”

Additionally, the findings highlighted that being
recognized and rewarded for long-term service
created a strong sense of loyalty and belonging
among the tutors. This acknowledgment of their
time and effort invested in the institution was
seen as a key factor in fostering a positive and
enduring morale as revealed by P13TC: “Being
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recognized and rewarded for long-term service
creates a sense of loyalty and belonging. It
acknowledges the investment of time and effort
in the institution, fostering a positive and
enduring morale.”

Consistent with the above, Herzberg's Two-
Factor Theory distinguishes between
motivators (factors that lead to job satisfaction)
and hygiene factors (factors that can cause
dissatisfaction if absent but do not necessarily
motivate when present). In the context of the
study results, recognition and awards are clear
examples of motivators as they provide tutors
with a sense of accomplishment and pride,
directly boosting their morale (Viray &
Velasquez-Fajanela 2023; Sankaran et al.,
2023). According to Herzberg et al. (1959),
recognition is a key motivator that fosters job
satisfaction by affirming the value of
employees' contributions. The public
acknowledgment of achievements as well as
the recognition of long-term service, resonates
with the idea that intrinsic motivators like
recognition and respect from supervisors
enhance employees' commitment and loyalty to
the institution (Toytok & Acar 2021).

Tutors expressed that institutional support for
their research, through funding and other
resources, signaled commitment to academic
excellence. This sense of backing fostered a
sense of purpose and pride in their
contributions to the scholarly community,
ultimately boosting their morale. Furthermore,
tutors valued incentives related to collaborative
projects and grants. These opportunities
allowed them to work with colleagues on
meaningful initiatives, fostering a sense of
teamwork and shared accomplishment. This
collaborative environment positively impacted
morale by creating a sense of belonging and
shared purpose. These findings imply that
incorporating research and publication support,
including incentives for collaboration, into
incentive programs significantly enhances
morale. This particular finding aligns well with
Self-Determination Theory, which emphasizes
the importance of supporting intrinsic
motivation through autonomy, competence and
relatedness (Gilal et al., 2020).

In this context, the institutional support, such
as funding for research and resources for
collaborative projects aligns with the SDT's
focus on fulfilling individuals' psychological

needs for competence and relatedness. In SDT,
competence is supported when individuals feel
skilled and effective in their roles as when
tutors receive research funding and resources,
signaling a belief in their capability to contribute
valuable work (Gilal et al., 2019). This
institutional backing fosters pride and a sense
of purpose, fulfilling the need for competence.
Relatedness is also reinforced here, as the
opportunities for collaboration allow tutors to
connect with colleagues, cultivating a sense of
belonging and shared goals. The nurturing of
social bonds and team involvement enhances
morale and encourages sustained commitment
to institutional goals as tutors feel valued and
part of a cohesive academic community (Ryan
& Deci, 2017).

Networking and Professional Communities
Findings highlighted the value of networking
and professional communities. These
opportunities allowed tutors to share insights,
learn from colleagues and stay updated on
educational trends, ultimately leading to more
effective teaching strategies. Furthermore,
positive environments fostered a sense of
ethical and moral support. Knowing that there
was a system in place to address ethical
concerns allowed tutors to navigate challenging
situations with confidence, ensuring positive
service delivery. Furthermore, tutors explained
how positive environments, characterized by
supportive colleagues, effective communication
and a culture of appreciation, significantly
impacted their motivation and job satisfaction.
This, in turn, translated into a more enthusiastic
and dedicated approach to delivering high-
quality service to students. In essence, these
findings suggest that fostering a collaborative
and supportive work environment is crucial for
enhancing the tutor service delivery within
teacher training institutions in eastern Uganda.
Participant P1TB reported, “A positive working
environment promotes networking and
engagement with professional communities.
This exposure allows me to share insights,
learn from peers and stay connected to broader
educational trends, positively influencing my
teaching strategies.”

Self-Determination Theory aligns well with the
motivational impact described in the above
discussed arguments as it highlights the
importance of professional networking, ethical
support and a positive work culture in fulfilling
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tutors’ intrinsic psychological needs for
autonomy, competence and relatedness (Ryan
& Deci 2019). These elements create an
environment where tutors feel motivated and
capable, ultimately enhancing their
commitment to quality service delivery.

Additionally, the SDT’s principle of relatedness
is particularly relevant here, as professional
communities and networking opportunities
enable tutors to connect with colleagues, share
ideas and stay informed about current
educational practices (Kanat-Maymon et al.,
2020). This connection helps tutors feel part of
a collaborative professional community, which
fosters mutual support and ongoing
professional development. Additionally, the
ethical support systems described fulfill the
need for competence by providing tutors with
the resources to handle difficult situations
confidently, ensuring they can uphold
professional standards (Moore et al., 2020).
Lastly, a culture of appreciation and supportive
communication in the workplace satisfies
tutors’ need for autonomy and job satisfaction
by allowing them to feel valued and respected
for their contributions, ultimately reinforcing
their dedication to high-quality service.

Institutional Feedback Mechanisms
The study revealed that institutional feedback
mechanisms played a crucial role in enhancing
tutors’ professional growth and instructional
effectiveness. Participants emphasized that
structured and consistent feedback from
supervisors and administrators enabled them to
reflect on their teaching methods and
continuously improve their performance. For
example, participant P13TC remarked, “An
institution that values feedback and provides
structured mechanisms allows continuous
improvement. Regular feedback on teaching
methods, curriculum and overall performance
helps me refine my approaches and deliver
more effective service.” This response
illustrates how constructive feedback served as
a catalyst for reflection, professional learning
and improved teaching practice.

Tutors noted that receiving periodic evaluations
of their instructional performance helped them
identify strengths, address areas for
improvement and adapt appropriate
pedagogical approaches to better meet
institutional goals. The existence of formal
feedback channels created a sense of

accountability and ownership, reinforcing a
culture of openness and professional dialogue.
This finding aligns with Xing et al. (2021) and
Warrilow et al. (2020), who argue that feedback
from supervisors enhances teachers’
instructional strategies and fosters
collaboration. Similarly, Lee et al. (2021)
observed that timely and constructive feedback
strengthens teachers’ confidence and
professional competence, particularly when it is
participatory and oriented toward development
rather than evaluation alone.

Overall, the study concludes that institutional
feedback mechanisms contribute significantly
to a positive organizational climate by
enhancing continuous improvement, shared
learning and professional trust among tutors.
When feedback processes are structured,
transparent and supportive, they promote self-
reflection, intrinsic motivation and sustained
performance. In this regard, the findings
resonate with Self-Determination Theory (Deci
& Ryan, 1985), which posits that constructive
feedback enhances individuals’ sense of
competence and autonomy, thereby fostering
intrinsic motivation and long-term engagement
within educational institutions.

Access to Teaching Resources
The study revealed that access to innovative
teaching tools and resources played a
significant role in enhancing the tutors’
instructional effectiveness and engagement.
Participants emphasized that the integration of
technology in teaching enabled them to adopt
more interactive pedagogical approaches,
stimulate learner participation and remain
abreast of emerging educational practices.
Participant P14TB noted, “A positive working
environment that embraces technology
integration provides access to innovative
teaching tools and resources. This enables me,
as a tutor, to leverage technology to enhance
instructional methods, engage students and
stay current with educational advancements.”
Such access not only improved tutors’ capacity
to deliver content effectively but also enriched
the overall learning experience for students.

Tutors also appreciated the availability of well-
equipped physical facilities that supported
technology-based teaching. Comfortable
classrooms, functional laboratories and
resourceful libraries created an enabling
environment that complemented the effective
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use of digital resources. As one participant
explained, well-designed physical spaces
contributed to a positive teaching atmosphere
by fostering concentration, creativity and
efficient use of instructional tools. These
infrastructural provisions collectively enhanced
both teaching and learning outcomes within the
institutions.

These findings align with Herzberg’s Two-
Factor Theory, which distinguishes between
motivators that enhance satisfaction and
hygiene factors that prevent dissatisfaction. In
this context, access to technological tools and
conducive physical facilities functioned as
hygiene factors that while not inherently
motivational, provided the essential foundation
for tutors to perform effectively. When such
resources are available and reliable, tutors
experience greater job satisfaction, reduced
frustration and increased confidence in their
instructional delivery (Kotni et al., 2021).
Consequently, institutions that invest in
technological integration and resourceful
learning environments enable tutors to focus on
pedagogy and innovation, thereby
strengthening both their motivation and
teaching performance.

Career Advancement Opportunities
The study revealed that career advancement
opportunities served as a major source of
motivation and engagement for tutors.
Participants consistently emphasized that
having clear and attainable pathways for
professional growth enhanced their sense of
purpose, confidence, and commitment to their
work. For instance, participant P1TA stated,
“Knowing that there are clear pathways for
career advancement creates a sense of
purpose and motivation. This motivation
translates into increased engagement with my
teaching responsibilities as I am working
towards professional growth and
development.” Tutors viewed promotion
prospects, participation in leadership roles and
involvement in decision-making processes as
recognition of their competence, which
strengthened their intrinsic motivation and
alignment with institutional goals.

Tutors also highlighted that career
advancement often came with access to
professional development opportunities, such
as workshops, conferences and advanced
training. These activities enabled them to

expand their knowledge, refine teaching
methods and enhance classroom performance.
As P8TA explained, “Career advancement
opportunities signal that the institution values
and rewards excellence. In response, I am
more likely to strive for excellence in my
teaching practices, curriculum development
and overall contribution to the institution.” This
finding supports Gore et al. (2017), who noted
that professional advancement and leadership
experiences enhance teachers’ confidence and
collaborative engagement. Similarly, Iqbal et al.
(2020) observed that when institutions invest in
employees’ development, staff reciprocate
through increased job engagement and
improved performance outcomes.

Furthermore, the study found that career
advancement exposed tutors to professional
networking opportunities, enabling them to
interact with peers, researchers, and
educational experts. These engagements
expanded their perspectives, fostered
collaboration, and promoted the exchange of
best practices, all of which contributed to
improved instructional quality. In line with
Expectancy Theory (Yang & Mindrila, 2020;
Liang & Bautista, 2021), tutors perceived
professional growth and networking as
instrumental to achieving valued outcomes,
such as recognition, expertise and career
progression. This belief that effort and
engagement lead to advancement motivated
them to participate actively in continuous
learning and institutional initiatives.

Conclusions and Recommendations
Conclusions
Based on the findings, the study concludes that
motivation is a key driver of tutor performance
and professional engagement in various ways.
For instance, clear and attainable goal-setting
frameworks strengthened accountability, focus
and autonomy, which enabled the tutors to
align personal effort with institutional objectives.
Effective communication channels enhanced
collaboration, openness and trust, thus creating
an environment that supports shared learning
and continuous improvement. Just as linking
performance with tangible incentives reinforced
a sense of value and inspired excellence,
transparent rewards fostered commitment and
cooperation.
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Recognition and awards emerged as powerful
tools that enhanced morale and loyalty by
affirming tutors’ contributions and service.
While constructive feedback mechanisms
supported professional reflection, enabling
tutors to refine their teaching practices and
maintain high standards, access to innovative
teaching tools and supportive facilities played
an essential role in fostering job satisfaction
and effective instruction.

Finally, participation in professional networks
strengthened collaboration and shared learning,
enriching tutors’ experiences and promoting
institutional growth. Therefore, motivational
strategies influenced tutors’ performance in a
positive way.

Recommendations
The study recommends that Teacher training
Institutions institutionalize participatory goal-
setting systems, open communication channels
and transparent reward frameworks.

Expanding professional development programs,
recognition schemes and clear career
progression pathways is essential for sustaining
motivation.

The institutions should also invest in technology,
improved feedback systems and collaborative
platforms to enhance teaching effectiveness
and professional fulfillment. Collectively, these
measures will strengthen the tutor performance
and ensure continuous improvement in the
Uganda’s teacher training sector.
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