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ABSTRACT

Hard to reach schools in rural districts experience many challenges including harsh
environmental conditions, financial difficulties, lack of school buildings and
shortage of teachers due to their locality. Teachers who accept to join such schools
tend to get disengaged because of poor working environments. This study sought
to identify factors related to teacher engagement in secondary schools in rural
hard-to-reach areas in Uganda. Generally, the study assessed the relationship
between head teachers perceived support and teacher engagement in secondary
schools in Buhweju district a hard-to-reach rural district in south-western Uganda.
Specifically, the study tested whether perceived support in terms of training, pay
and promotion related teacher engagement. This correlational study used a sample
of 220 teachers. Data were collected using a self-administered questionnaire and
were analysed using the quantitative approach. Data were analysed using Partial
Least Square Structural Equation Modelling (PLS-SEM) using SmartPLS 4
testing the link between the study variables. The findings revealed that while pay
and training had a positive and significant relationship with teacher engagement,
promotion support had a positive but insignificant relationship with teacher
engagement. The conclusions of the study were to the effect that while pay is
essential for teacher engagement and training is imperative for teacher
engagement in hard-to-reach secondary schools in rural districts, promotion is not
a probable requirement for teacher engagement in the hard-to-reach secondary
schools in rural districts. Therefore, it was recommended that head teachers of
secondary schools should provide pay support to teachers, and prioritise providing
training to teachers but promotion should not be overemphasised.
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INTRODUCTION

Teachers play a crucial role in promoting nation
building for sustainable national development
because they prepare learners for their future roles
as adults in a nation (Novelli & Sayed, 2016).
Teachers are a critical component in establishing
school environment that is appropriate teaching and
learning (Dignath & Biittner, 2018). However, in
rural hard to reach schools, teachers experience
harsh  environmental  conditions,  financial
difficulties, and poor school infrastructure hence
un-conducive working and living conditions which
affect their engagement levels (Dehaloo & Schulze,
2013; Shikalepo, 2020). High teacher engagement
is associated with good teacher-student
collaboration and successful teaching support which
leads to favourable social environment necessary
for students’ positive academic attitudes (Wang et
al., 2022). Teacher engagement is connected to the
concept of work engagement which basically is
about the energy experienced, the fuel of propelled
behaviour that leads to positive work behaviours
and outcomes (Green Jr et al., 2017). Kahn (1990)
introduced the concept indicating that it is how
people express themselves physically, cognitively,
and emotionally during role performances (Kuok &
Taormina, 2017).

Traditionally, work engagement was conceived as
describing three work related attitudes that are

vigour, dedication, and absorption (Motyka, 2018;
Schaufeli, 2013). Vigour is about high energy levels
felt and mental fortitude displayed by an individual
at work characterised by perseverance when
confronted by obstacles. Dedication describes
employees who are fully immersed in their job tasks
and experience a sense of challenge, pride,
motivation, and significance. Absorption describes
an employee's propensity to deeply focus on work
for extended periods of time and getting highly
engrossed in it becoming difficult to detach from it
(Schaufeli, 2013). However, Klassen et al. (2013)
expounded that teacher engagement was different
from that of other general workers and could be
measured appropriately by considering teachers
cognitive, emotional, and social engagements.
Cognitive engagement mirror vigour and absorption
because it describes the level to which an individual
is ready and is able to do a task at disposal and
involves the amount of effort one is ready to put in
working on the task (Rotgans & Schmidt, 2011).
Emotional engagement is synonymous with
dedication and refers to the affection exhibited for
the job including pleasure and belongingness to
workplace (Hakanen et al., 2006). The social
engagement uniquely describes engagement in the
social aspects of teaching because of the need to
socialise with fellow teachers and students (Klassen
etal., 2013).
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World over, a persistent recent educational debate is
the significance of enabling all learners to access
teachers who feel a strong urge to fulfil their
responsibilities (Klassen et al., 2013). This is
because teachers have been found to be disengaged
in many countries (Symeonidis, 2015). For
example, it has been reported that in North-western
Europe, the Netherlands ranks first in high teacher
engagement with 19% being highly engaged
(Schaufeli, 2017). This means that 81% of the
teachers were not highly engaged. In the US, too
many teachers are leaving the field to pursue other
endeavours (Billingsley & Bettini, 2019). In Africa,
data from different countries show increasing low
levels of teacher engagement. Taking the example
of South Africa, qualified teachers leave poor rural
schools (du Plessis & Mestry, 2019) and on average
every teacher was absent for 19.7 days in 2012 and
absenteeism rate in 2017 was equally disconcerting.
In South Africa, there was also high level late-
coming and high attrition (Vermooten et al., 2020).
In Kenya, absenteeism, late coming, delayed
evaluation of students’ work, teaching in several
schools hence failing to be available to students and
involvement in cheating examinations are rampant
(Olurotimi et al., 2015). In Tanzania, there are
widespread reports of professional misconduct
especially in rural schools with absenteeism,
alcoholism, sexual harassment, exam fraud, abusive
language, drug use, and indecent dressing highly
prevalent (Mabagala, 2016).

In Uganda, teachers are also highly disengaged and
show lack of motivation to carry out their job of
teaching and fail to execute all their professional
duties such as effective classroom teaching,
providing management to students, and ensuring
discipline and regularity (Mugizi et al., 2020). Many
teachers in Ugandan schools absent themselves, do
not to make schemes of work, fail to make lesson
plans, and perform weekly duty (Mugizi et al.,
2019). In Buhweju District which is a hard-to-reach
district with poor services delivery in terms of
roads, health services, and education because of its

mountainous terrain (Mukundane et al., 2016), the
challenge of teacher engagement is even higher.
Teacher absenteeism is high (Nahamya, 2017), and
over-consumption of alcohol which leads to poor
work performance and job neglect. Hence, teachers
fail to make schemes of work and lesson plans,
assess learners’ assignments, and report late for
their work (Amanyisa, 2021). Studies on employee
engagement reveal that factors relating to it include
job design, organisational interventions (Bailey et
al., 2017), leadership (Decuypere & Schaufeli,
2020), job involvement (Kusmaningtyas &
Nugroho, 2021), and perceived organisational
support (Bonaiuto et al., 2022; Dai & Qin, 2016;
Jankelova et al., 2021; Murthy, 2017; Saks, 2019).
However, Buhweju District being a hard-to-reach
mountainous area, this study investigated how the
support given to teachers related to their
engagement.  Basing on the  Perceived
Organisational Support Theory (POST), this study
assessed how perceived support in terms of pay,
training and promotion related to teacher
engagement. The following hypotheses were tested;

e There is a significant relationship between pay
support and teacher engagement in rural
secondary schools.

e There is a significant relationship between
perceived training support and teacher
engagement in rural secondary schools.

e There is a significant relationship between
perceived promotion support and teacher
engagement in secondary schools.

LITERATURE REVIEW

This section covers literature review on perceived
support and employee work engagement. The
review includes the theoretical review and review of
related on perceived support constructs and work
engagement.
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The Perceived Organisational Support Theory by
Eisenberger et al. (1986) was the basis for this study.
POST explains the relationship between employees
and organisations (Caesens et al., 2017). POST is
the employees’ perception that the organisation
values their contribution and considers their well-
being (Roemer & Harris, 2018). POST postulates
that employees perceive their organisation to be
supportive when they are rewarded beyond their
contractual agreements. This makes employees
develop perceptions of being supported hence
positive work attitudes because of the organisation’s
readiness to reward increased effort (Viot &
Benraiss-Noailles, 2018). Therefore, POS results
into social exchange processes with employees
feeling obliged to support the attainment of
organisational goals and objectives because of
anticipated greater rewards (Kurtessis et al., 2017).

POST is based on the principle of reciprocity
(Scanlan et al., 2018). POST is an outcome of
various organisational strategies such as providing
satisfying financial rewards, training, promotion,
and organisational policies (Vatankhah et al., 2017).
Employees who perceive higher POS largely
become more engaged to their job and organisation
to enable it achieve its objectives (Nikhil & Arthi,
2018). Basing on POST, this study assessed whether
POS in terms of pay, training, and promotion related
to teacher engagement in rural secondary schools.

Review of Related Literature

The review of related literature involves conceptual
and theoretical literature on perceived support and
employee work engagement. Empirical literature is
also presented on perceived support constructs of
pay, training, and promotion in relation to work
engagement. The gaps that necessitated the
investigations of this study are also presented.

Pay and Teacher Engagement

Pay refers to the total income of an individual
including a range of separate payments established
in organisational provisions (Yinka, 2017). Basic
pay and allowances are common forms of pay
(Vasanthi & Basariya, 2019). Basic pay refers to
fixed salary or wage which is the rate for the job
varying depending on the grade of the job or the
level of skill required (Brutus & Baronian, 2020).
For allowances, these are extra payments beyond
basic pay for special roles or features of
employment such as working during unsocial hours.
Examples of allowances include location
allowances, overtime payments, and working
conditions allowances (Zikanga et al., 2021).
Scholars (Chevalier et al., 2019; Didit & Nikmah,
2020; Kulikowski & Sedlak, 2020; Olusola & Nze,
2019; Putra et al., 2017; Yalabik et al., 2017) have
related pay and employee work engagement.
However, only the studies by Didit and Nikmah
(2020) and Putra et al. (2017) all the other studies
reported that pay had an insignificant relationship
with employee work engagement. Olusola and Nze
(2019) indicated that of the pay variables namely
pay level, benefit, raise, and pay structure only was
a positive significant predictor of work engagement.
These results suggest the importance of pay in
relation to work engagement is still controversial
necessitating further investigations in different
contexts.

Training and Teacher Engagement

Training is the equipping of employees with skills
to enhance their job performance (Rodriguez &
Walters, 2017). Therefore, training is an organised
strategy for learning and development to enhance
individual employees, team, and organisational
effectiveness (Fletcher et al. 2018). Training
enhances leadership development, learning new
work skills, socialisation of new employees to the
culture of an organisation, understanding job
responsibilities, and business ethics (Mugizi et al.,
2015). Studies (Aybas & Acar, 2017; Baker, 2017;
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Memon et al., 2020; Sawasdee et al., 2020; Semwal
& Dhyani, 2017; Siddiqui & us-Sahar, 2019;
Sivapragasam & Raya, 2017) reported that training
relates to employee engagement. However, the
literature above suggests that none of the studies
was carried out in the context of schools and none
at all in Uganda. Therefore, the relationship
between training opportunities in rural schools in
Uganda in relation to teacher engagement remained
unexplored which attracted the investigations of this
study.

Promotion and Teacher Engagement

Promotion is the employee’s rise from a lower-level
position to a higher-level position in an organisation
involving changes in duties, responsibilities, status,
and values (Rao & Krishna, 2009). Promotions
work as rewards for highly productive employees
creating an incentive for increased work effort
(Mugizi, 2019). Promotions work as incentives for
lower-level employees who value the pay and
prestige associated with the higher appointment in
the organisation (Benson et al. 2019). A number of
scholars (Ahmed et al., 2017; Ahmed & Islam,
2018; Bai & Liu, 2018; Liu et al., 2017; Meijerink
et al., 2018; Yalabik et al., 2017) have related
positive promotion and work engagement.
However, except for the study by Yalabik et al.
(2017) all the other studies reported existence of a
positive and significant relationship between
promotion and work engagement. With the study by
Yalabik et al. (2017) inconsistent with the other
studies, it suggests that there is no unanimity on the
relationship between promotion and employee work
engagement. Therefore, there was need for further
investigations in different contexts particularly for
this study in the context of hard-to-reach rural
schools.

METHODS

This segment of the study contains the methodology
that was followed in carrying out the study. The
methodology includes the research design and

associated approaches, the study sample and
sampling technique used. The methods also include
measurement of variables and data analysis method.

Research Design and Sample

This study was guided by the correlational research
design that enables a researcher to explore links
between predictor(s) and a criterion variable.
Therefore, this study investigated the link between
perceived support (predictor variable) and teacher
engagement (criterion variable). Correlational
studies are quantitative in nature and involve
collection of statistical data for correlating the
predictor variable on the criterion variable to make
statistical inferences (Mertler et al., 2021).
Therefore, the study adopted quantitative research
strategies. The sample comprised 220 teachers from
Buhweju District a rural hard to reach area in south-
western Uganda. The sample was obtained using
simple random sampling providing each teacher in
the district the chance to participate in the study.
Using simple random sampling enabled collection
of data necessary for generalisation of the findings.

Measures of the Variables

The measures of perceived support (predictor
variable) were training, pay and promotion while
the measures of teacher engagement (criterion
variable) were cognitive, emotional, social with
students, and social with teachers’ engagement. The
indicators for each measure were adapted from
earlier tools as follows: training (Mugizi, 2019;
Truitt, 2012), promotional (Mugizi; 2019; Liu et al.,
2015) and Pay (Mugizi & Bakkabulindi, 2018;
Heneman & Schwab, 1985). The measures for the
criterion variables were: cognitive engagement and
emotional (Klassena et al., 2013; Kuok &
Taorminab, 2017), social engagement with
colleagues (Klassena et al., 2013; Khodarahimi et
al., 2012) and social engagement with students
(Klassena et al., 2013; Vorkapi¢ & Peloza, 2017).
The scale for the indicators was a five-point Likert
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scale (1 = strongly disagree, 2 = disagree, 3 =
moderately agree, 4 = agree and 5 = strongly agree).

Data Analysis Method

Data were analysed using Partial least square
structural equation modelling (PLS-SEM) using
SmartPLS 4 software to test the link between the
study variables. SmartPLS was used because of its
ability to extemporaneously generate higher-order
measures and estimate complex models with
multiple latent variables. SmartPLS identifies
predictive relationships between variables on the
basis of strong theoretical underpinnings revealing
causal associations. SmartPLS enabled identifying
of indicators for different constructs and creating
measurement models describing paths between the
different variables (Sarstedt et al., 2017). PLS-SEM
using SmartPLS was the appropriate method for
data analysis for establishing linkages in
Table 1: Demographic Profiles of Teachers

hypothesised model because the sample was big
above 100 (n =220) (Hair Jr et al., 2021). SmartPLS
was useful in producing models displaying the
relationship between perceived support and teacher
engagement.

FINDINGS

This segment of the study presents empirical
findings on perceived support and teacher
engagement in rural secondary schools. The
findings include measurement, structural equation,
and path models.

Demographic Profiles of Teachers

The results on demographic profiles of the teachers
were sex, age groups, education levels, working
experience, and responsibility of the teachers. The
results were as presented in Table 1.

Item Categories Frequency Percent
Sex of the Respondents Male 154 70.0
Female 66 30.0
Total 220 100.0
Age Groups Up to 30 years 84 38.2
30-40 years 106 48.2
40 years and above 30 13.6
Total 220 100.0
Highest levels of education Diploma 73 33.2
attained Bachelor’s Degree 129 58.6
Postgraduate 18 82.
qualifications
Total 220 100.0
Working Experience Less than 5 years 80 36.4
5-10 years 88 40.0
11 years and above 52 23.6
Total 220 100.0
Responsibility Subject Teacher 90 40.9
Class teacher 68 30.9
Head of Department 48 21.8
Senior administrator 14 6.4
Total 220 100.0

Table 1 shows that the majority percentage (70.0%)
of the teachers were males, and 48.2% were aged 30

to 40 years, 38.2% were up to 30 years and 13.6%
were 40 years and above. The larger percentage
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(58.6%) had Bachelor degrees, 33.2% were diploma
holders and 8.2% had postgraduate qualifications.
The larger percentage (40.0%) of the teachers had
working experience of five to 10 years, 36.4% had
experience of less than five years, and 23.6% had
experience of 11 years and above. Further, 40.9% of
the teachers were subject teachers, 30.9% class
teachers, 21.8% heads of departments, and 6.4%
were senior administrators. Therefore, various
categories of teachers participated in the study.

Measurement Models

In preparation of data for relationship tests, Average
Variance Extracted (AVE) and Heterotrait—
Monotrait (HTMT) assessments (Table 1) and
reliability (Cronbach’s alpha [a] and Composite
Reliability [CR]), and Collinearity [VIF]) tests
(Table 2) were done. AVE assessed convergent
validity helping to establish the appropriateness of
the different indicators describing the various
constructs. For every construct, AVE values
exceeded the minimum level of 0.5 which implied

that the indicators for the different constructs were
appropriate  measures (Hair Jr et al., 2020).
Heterotrait—-Monotrait ratio (HTMT) of correlations
was also tested to affirm if each of the independent
variables  (pay, training and promotion)
independently predicted the dependent variable.
HTMT is a reflective test that ascertains the
independence of the constructs measuring the
predictor variable. HTMT ratio of correlations
shows that indicators of each construct describe it
separately (Sarstedt et al., 2021). Heterotrait—
Monotrait ratio (HTMT) of correlations confirmed
the independence of the predictor variables because
the values for each construct were below the cut-off
point of 0.90 satisfying the condition for
discriminant validity (Roemer et al., 2021). This
meant that pay, training, and promotion
independently predicted the outcome variable of
teaching engagement (cognitive, emotional, social
engagement with students, and social engagement
with colleagues). Table 2 presents AVE and HTMT
correlation ratios.

Table 2: AVE Convergent Validity and Heterotrait Monotrait (HTMT) Discriminant Validity

Assessments
Constructs AVE CE EE SS ST TE
Cogn 0.752
Emot 0.593 0.659
Sst 0.600 0.653 0.697
Sco 0.555 0.271 0.514 0.567
TE 0.816 0.892 0.869 0.756
Measures AVE HS PA PR TR
HS
Prom 0.586 0.889
Train 0.635 0.898 0.640
Pay 0.719 0.870 0.534 0.764

Cogn= Cognitive, Emot = Emotional, Sst = Social engagement with students, Sco = Social engagement
with colleagues, TE = Teacher Engagement, HS = Headteachers Support, Prom = Promotion, and Train

= Training

Cronbach’s alpha (o)) and composite reliability (CR)
were also calculated to affirm internal consistency
of the indicators for each construct studied. Table 3
reveals that except for the construct of cognitive
engagement with a Cronbach’s alpha value of

0.670, Cronbach’s alpha and CR values for the other
constructs were above the limit of 0.70 (Hair Jr et
al., 2020). This suggested that the indicators for
each construct studied were interrelated. CR besides
Cronbach’s alpha was calculated because it is less
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sensitive as it does not assume that the traits of the
indicators are similar across the population which
lowers reliability values. CR takes into

consideration outer traits leading to a higher number
of indicators becoming reliable (Sarstedt et al.,
2021).

Table 3: Reliability, Average Variance Extracted and Collinearity

Measures o CR VIF

Cogn 0.670 0.858 1.409
Emot 0.827 0.879 1.677
Sst 0.664 0.818 1574
Sco 0.837 0.881 1.321
Measures o CR VIF

Pay 0.910 0.926 1.534
Prom 0.855 0.896 2.150
Train 0.922 0.939 1.900

Structural Model for Teacher Engagement

The structural model (Figure 1) suggests that
teacher engagement is a multi-dimensional variable
comprising; cognitive, emotional, social with
students, and social with teachers’ measures. For

Figure 1: Teacher Engagement Model

each measure, every indicator that loaded above
0.50, the lowest limit when using Factor Analysis
was maintained because it was considered valid
(Hair Jr et al., 2021). Those indicators that loaded
below 0.50 were not included in subsequent
analysis.
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Structural Model for Perceived support

The structural model (Figure 2) suggests that three
constructs namely; pay, training, and promotion
were the head teachers perceived measures studied.
For each perceived measure, indicators that loaded

Figure 2: Perceived support Model

above 0.50, the lowest limit when using Factor
Analysis were maintained because they were
considered valid (Hair Jr et al., 2021). The
remaining indicators that did not load above 0.50
were not included in subsequent analysis.

Prom1
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Train5 ‘_._C'IEM'I'-—‘-‘ Support
TrainG Training
Structural Equation Model for Perceived describes path coefficients between constructs and

Support and Teacher Engagement

The structural equation model (Figures 3) describes
the relationship between perceived support and
teacher engagement. Nonetheless, the model
showed that only emotional engagement and one
indicator for social with students loaded highly
above 0.50 suggesting that cognitive and social with
teachers’ measures did not load at all. The model

reveals coefficients of determination (R?> and
adjusted R?) showing the model’s predictive power.
The model also provides the Betas (), t statistics
and p-values indicating the positivity and
significance of the relationships. In the model, three
hypotheses conjecturing that head teachers’ pay
(H1), training (H2), and promotion support (H3)
had a significant relationship with teacher
engagement in rural secondary schools were tested.
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Figure 3: Perceived support and Teacher Engagement Model
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Table 3: Path Model for Perceived Support and Teacher Engagement
Perceived support and Teacher Engagement B Mean STD t P
Pay vs Teacher engagement 0.154 0.154 0.077 2.003 0.046
Training vs Teacher engagement 0460 0.455 0.097 4.761 0.000
Promotion vs Teacher engagement 0.029 0.042 0.078 0.367 0.713

R?=10.326

Adjusted R? = 0.317

The structural equation model (Figure 3) and path
model Table 3 revealed that pay (B = 0.154, t =
2.003, p = 0.046 < 0.05) and training support (p =
0.460,t=4.761, p = 0.000 < 0.05) had a significant
positive relationship with teacher engagement.
However, promotion support (p = 0.029, t = 0.367,
p = 0.713 > 0.05) had a positive but insignificant
relationship with teacher engagement. R? suggested
that overall perceived support explained 32.6% (R?

= 0. 326) of the variation in teacher engagement.
Adjusted R? indicated that two significant support
practices of pay and training explained 31.7%
(adjusted R? = 0.317). The coefficient of
determination (R?) implied that 67.4% of the
variation in teacher engagement was accounted for
by predictors other than perceived support
considered in this study. While Hypotheses One and
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Two (H1-H2) were supported, Hypotheses Three
(H3) was rejected.

DISCUSSION

The findings of the study indicated that the study
revealed that pay had a positive significant
relationship with teacher engagement in support of
the studies by Didit and Nikmah (2020) and Putra et
al. (2017). However, the finding was in
disagreement with most previous scholars
(Chevalier et al., 2019; Kulikowski & Sedlak, 2020;
Olusola & Nze, 2019; Yalabik et al., 2017) who
reported that the relationship was insignificant. On
their part, Olusola and Nze (2019) indicated that of
the pay variables namely pay level, benefit, raise,
and pay structure only was a positive significant
predictor of work enjoyment. This means that in
hard-to-reach rural areas, teachers’ value pay hence
their engagement.

The findings also suggested that training had a
positive significant relationship with teacher
engagement. This finding is consistent with the
findings by scholars such as Aybas and Acar (2017),
Baker (2017), Memon et al. (2020), Sawasdee et al.
(2020), Semwal and Dhyani (2017), Siddiqui and
us-Sahar (2019), and Sivapragasam and Raya
(2017) who reported that training relates to
employee engagement. This means that teachers in
hard-to-reach rural schools experience higher
engagement levels when provided with training
opportunities. However, the study revealed that
promotion had a positive but insignificant
relationship with teacher engagement, which is in
agreement with Yalabik et al. (2017). However, the
finding was contrary to most previous scholars
(Ahmed et al., 2017; Ahmed & Islam, 2018; Bai &
Liu, 2018; Liu et al., 2017; Meijerink et al., 2018;
Yalabik et al., 2017) who reported that promotion
was related work to employee engagement. This
means that promotion does not necessarily enhance
engagement of teachers in hard-to-reach area.

CONCLUSION

The discussion above leads to the conclusion that
pay is essential for teacher engagement. This is
particularly when teachers receive pay comparable
to the market value, that is satisfying, fairly
distributed, adequate and related job performance is
an important factor for determining engagement of
teachers. Further, training is imperative for
engagement of teachers in hard-to-reach rural
schools. Therefore, when teachers are provided
relevant training opportunities, are guided on how
to carry out certain activities, receive regular and
extensive training in the different aspects of their
jobs, and participate in seminars and workshops,
they develop engagement. Teachers also become
engaged when they receive training in form of
mentoring, being provided challenging tasks,
receive instructions on accomplish activities and
receive positive feedback on how to carry out their
jobs. However, promotion is not a probable
requirement for teacher engagement in hard-to-
reach secondary schools in rural districts. This is
because the promotion opportunities at school level
were not attractive for teachers even when based on
merit, the promaotion policy is communicated, and
promotion is attained faster.

Recommendations

Head teachers should provide pay support to
teachers to promote their engagement. This should
involve ensuring that they receive pay comparable
to the market value, pay that is satisfying, fairly
distributed, adequate, and the pay should be
determined by the level of job performance. Head
teachers of secondary schools in hard-to-reach areas
should also prioritise providing training to teachers.
This should involve providing teachers relevant
training opportunities, guiding teachers on how to
carry out certain activities, providing them regular
and extensive training in the different aspects of
their jobs, and organising seminars and workshops
for them. Teachers should also be mentored,
provided challenging tasks, given instructions on
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how to accomplish activities and positive feedback
on how to carry out their jobs. However, head
teachers in heard to reach schools should not over
emphasise using promotion in promoting teacher
engagement. Internal promotions whether based on
merit, involving communicating of the promotion
policy and being fast do not enhance teacher
engagement.
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