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ABSTRACT

Studies conducted in India, Thailand, Nigeria, Tanzania and Uganda, have revealed that
Teacher Attitude (TA), Capacity Building (CB) and Teamwork (TW) enhance Teacher
Performance (TP) by about 11.6%. In some parts of Kenya, for instance, Mumias, Vihiga,
Kakamega and Nandi Sub Counties, studies have indicated that teachers. who have positive
attitude, undergo CB in their various subjects and embrace TW have been found to improve
their performance. From 2009 to 2013, the performance of public secondary schools in
Ndhiwa Sub County had been generally low with an average mean score of 4.39 compared to
Homa Bay (6.20), Rachuonyo South (5.76), Mbita (5.25), Suba (5.18), and Rachuonyo North
(4.92). The purpose of this study therefore was to establish the influence of TA, CB and TW
on TP in public secondary schools in Ndhiwa Sub-County. Objectives of the study were to:
establish the influence of TA on TP; establish the influence of CB on TP and establish the
influence of TW on TP in public secondary schools in Ndhiwa Sub-County. A conceptual
framework showing the relationship between TA, CB and TWas independent variables and
TP as the dependent variable was used. The study adopted descriptive survey and
correlational research designs. Study population consisted of 45 Principals, 223 teachers and
I Sub-County Quality Assurance and Standards Officer (SCQASO). Saturated sampling was
used to sample 40 Principals and 1 SCQASO while simple random sampling was used to
sample 141 teachers. Questionnaire and interview schedules were used in data collection.
Face and content validity of the instruments were determined by experts in education
administration. Reliability of the questionnaire was determined by test re - test method,
whereby Pearson's r computed was .81 for teachers at p-value of 0.05 which was considered
reliable. Quantitative data was analyzed by use of frequency counts, percentages, means and
regression analysis. Qualitative data were transcribed and analyzed in emergent themes and
sub themes. The study established that: teachers in public secondary schools in Ndhiwa Sub
County had positive attitude which enhanced their performance by 40.2%; the influence of
CB on TP was weak and not significant with a coefficient of .114 and p-value of .179; TW
had significant influence on TP and it accounted for 31.4% ofTP. It was concluded that: TA
had significant influence on TP; CB had no significant influence on TP; and TW had
significant influence on TP in public secondary schools in Ndhiwa Sub County. It was
recommended that: teachers should be sensitized more on the influence TA on TP because it
significantly influenced their performance; teachers who participate in CB should provide .
reports on the trainings so that they can be used to evaluate the benefits of these workshops to
teachers; and organize more TW activities so as to enhance teacher performance. The study
findings are significant to teachers who may be influenced to re examine their attitude in
enhancing their performance; and SCQASO in advising teachers on the importance of TA,
TW and CB in influencing their performance.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

Theimportanceof teacher in the meaningful education at all levels is reflected in the national

policy on education (2004) as it declares that no educational system m~y rise above the

quality of its teacher. This declaration in the policy document underscores the need for

teachereffectiveness in our schools.

Attitude determines what each individual see, hear, think and do. They are rooted in

experienceand do not become automatic, routine conduct. Furthermore, "attitude" means the

individual's prevailing tendency to respond favorably or unfavorably to an object or service

(Morris & Maisto, 2015). Attitude can be positive or negative. Brophy and Good (1974)

proposed that once teachers develop a particular attitude or belief, they may begin to treat

studentsdifferently in ways that help bring about the outcomes that they expect. On the other

hand, according to Petty and Cacioppo (1986), attitude and behavior are defined
------ --

comprehensively as individual's general evaluation about themselves, others, other objects,

eventsand problems. Attitudes do depict people's behavior. A study by Malone, Gallager and

Long (20I0), established that the attitude of teachers were significantly positively associated

with performance characteristics. According to Abudu and Gbadamosi (2014) it was

established that attitude of teachers teaching chemistry in senior secondary schools had

significant effect on achievement of students in chemistry as one of the science subjects.

Folashade (2009), established that there exists a significant relationship between the teachers'

attitude and pupils' performance in primary science. Moreover, Ogembo, Otanga and Yaki

(2015), established that chemistry teachers' negative perception of their learners' abilities

was strongly linked to persistent poor performance in chemistry. The studies above indicated

that teachers who have positive attitude towards their roles performed better than those who
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were negative.However, the studies were very specific to the subjects and generalized the

teacherattitude. The performance in public secondary schools in Ndhiwa Sub County has

remained low and it is not clear whether the teacher attitude on their performance has

contributedto that poor performance.

Capacitybuildinghas great deal of importance for the teachers as it is directly connected with

students' learning. Misbah and Samina (2012) citing Ostern and Kenp (1933), states that

teachers need professional development opportunities and teamwork which improves

professional growth and development. Desimon, Porter, Geret and Birman (2002) for

instance, established that professional development programs have positive impact on

teachersfor enhancing their working capabilities and teaching practices. Gibbs and Coffey

(2004),also reported that the professional development training courses and programs bring

positivechanges for increasing the knowledge and skills of university teachers. Thus policies

that enhanceteachers' performance and leads to student's development in different aspects of

their lives require proper implementation of capacity, building practices that accelerates

significantbenefits to the students in terms of improved educational outcomes (Awan, 2008).

Reimer (2003) reported that successful professional development experiences have a

powerful impact on teachers' work both in and out of classroom. The deficiency in the

training programs of most human resource need to be remedied through a system of staff

training (Whawo, 2013). Biggs (2004) reminds teachers that training is necessary because

there is enormous pressure to get with globalization of education which has coincided with

developmentof information technology. It is through in-service training that teachers acquire

the knowledge of using different teaching media like computers, films, projectors etc. It is

therefore clear that for good performance, a teacher must be well prepared and this is done

throughcontinued training during the in service, otherwise known as capacity building.

2

MASEf'l.'~'
S.G.

·1·~·-.•......., . ",....,.~.•...;)r· .••*>l •.•._ ••

",!J~ .'ERSI,yl
'{ARY l

_._- -------- -- - --- - ---



Accordingto a study by Tsafe (2014) on, Impact of Millennium Development Goals on
. ,

CapacityBuilding workshops on teachers' performance in teaching mathematics in Zamfara

state,Nigeria,it was established that the performance of teachers tremendously increased as a

result of capacity building workshops. Maende (2012), in his study on influence of

professionaldevelopment on teacher effectiveness, established that teaclier professional

developmentpositively influenced teacher confidence and knowledge of subject matter. It is

clear from these studies that capacity building improves teacher performance, yet the

performancein public secondary schools in Ndhiwa is still found to be low.

Teamworkis one of the human resource practices that ensure teacher performance is well

managed(Wetungu, 2008). Team building has been a topic of research for many years and

continuesto be important in schools across the country. Head teachers are encouraged to

implementthe curriculum through teamwork as it provides teachers with a significant role in

schooldecision making; control over their work environment and opportunities to contribute

to a range of professional roles (Belbin, 2000). According to a study by Henkin and Park
---- -

(2015)on, Teacher team commitment, teamwork and trust: exploring associations confirmed

the value - added effect of organizational commitment in terms of job performance,

organizational effectiveness and employee retention, and that teamwork was a better

predictor of teacher team commitment. In many schools where teamwork is not in place,

teachers work in isolation, administrators try to accomplish their work alone, new ideas

ultimatelyfall on the shoulders of an individual, and there is general lack of communication

amongthe staff (Edmonds, 2009).

In 2003, the Kenya Secondary Schools Heads Association (K.S.S.H.A) called upon head

teachers to initiate and enhance teamwork' in their schools for efficient implementation of

curriculum and other administrative matters (Opot, 2003). During the same conference,

Makotsi (2003) reported that schools that had embraced the concept of team work not only
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implementedtheir curriculum but also portrayed commitment to the better course of the

schoolfromboth the teachers and students; had good interpersonal relationship between the

teachersand students; high standards of discipline among staff and students but also posted

remarkableresults in the K.C.S.E Examination. Teamwork was enhanced in such schools by

theheadteacherwho organized for activities that promoted positive relation~hips between the

teachersand the students. A discreet head teacher will employ teamwork as a working

strategyin his management of the school as a method of enhancing performance (Musungu,

2009).

Educationstakeholders have very high expectations of public secondary school principals

because they believe that the success of the schools is measured in terms of good

performancein national examinations and the person responsible for this is the principal

(Ibrahim, 2011). When schools strive to appear among the top performers in national

examinations,they are actually aiming at achieving their performance goal (Okumbe, 2001).

NdhiwaSub County parents and other key education stakeholders have put pressure on the

schoolprincipals together with the teachers to ensure that the schools they work in perform

well nationally. This therefore, means that the student academic achievement depends on

teacherperformance. By a preliminary survey of performance in K.C.S.E examination results

in the six Sub - Counties in Homa- Bay County, it was noted that, even though Suba and

RachuonyoNorth were ranked last in 2009 and 2012 K.C.S.E results respectively, the overall

performance in Ndhiwa Sub - County was found to be the lowest and always below average,

of 6.000 as provided for by the Kenya National Examination Council (K.N.E.C), for the

wholeperiod. Table 1 shows a summary of the performance from 2009 to 2013.
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Table1.1
HomaBay County KCSE Mean Scores from 2009 to 2013
Sub-County Mean Scores Average

2009 2010 2011 2012 2013 Mean Score

HomaBay 6.078 6.075 6.309 6.197 6.337 6.199

RachuonyoSouth 5.873 5.725 6.100 5.440 5.649 5.757
'--.

Mbita 4.932 5.072 5.611 5.120 5.509 5.249

Suba 4.788 5.390 5.599 5.480 5.247 5.181

RachuonyoNorth 4.903 5.178 5.090 4.000 5.423 4.919

Ndhiwa 4.884 5.050 4.864 5.248 4.141 4.837

Source:Homa Bay County Education Office, Homa Bay, 2014

FromTable 1.1, it was observed that Ndhiwa Sub County was ranked last in 2010,2011 and

2013while it was ranked second last in 2009 and fourth in 2012. It can also be seen that

Ndhiwarecorded its worst performance in the year 2013 with a mean score of 4.141. The

highestperformance ever posted by Ndhiwa Sub - County was 5.248 (2012) which is grade

c-. This is below average. It was established that there were several capacity building

programsorganized in Homa Bay County. According to the Sub County Quality Assurance

and Standards Officer (2013), the Government of Kenya in conjunction with Japanese

Governmentoffered teachers in service course for Mathematics and Sciences in Secondary

Education (S.M.A.S.S.E). Publishers such as Oxford and Longhorn also organized and

offered in service courses in the specific subjects. Individual schools also invited KNEC

examinerswho gave training to teachers on new examination trends and rules in specific

subjects.According to assessment reports of some secondary schools in Ndhiwa Sub County,

obtainedfrom the education office (Sub County Director of Education Office, 2013), it was

noted that many teachers in the Sub County had opportunity to attend subject based

workshopsorganized through the TSC. Moreover, a number of teachers had attended and/or

clearedthe first 4 cycles of S.M.A.S.S.E. The same report indicated that a number of schools

had adopted team teaching even though the Sub County was challenged in terms of staffmg.
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This was an indicator that teachers in the Sub County had opportunity to attend capacity

buildingworkshops and embrace teamwork. However, the results were still low as compared
I

to those in other Sub Counties. It is against this backdrop that the study was undertaken in

public secondary schools in Ndhiwa Sub- County to establish the influence of teacher

attitude,capacity building and teamwork on teacher performance.

1.2 Statement of the Problem

The importance of teacher attitude, capacity building and teamwork on teacher performance

cannot be over emphasized. The poor performance in K.C.S.E examination has continued to

be a major concern of education stakeholders both at national and county levels. This trend

has been more pronounced in Ndhiwa Sub County, within Homa Bay County, which posted

below average results in KCSE examinations from the year 2009 to 2013 as: 4.884, 5.050,

4.864, 5.248 and 4.141 respectively. The poor performance has led to low transition into

careers within the sub county. In an effort to reverse the trend, the government adopted a

number of interventions targeting teachers and the overall teaching and learning environment.
-- ---- - 2 _

The continued poor performance in K.C.S.E examinations has been attributed to a number of

issues including teacher attitude, capacity building of teachers and teamwork among the

teachers. However, it is not clear to which extent, these factors influence teacher

performance. The study therefore sought to establish the influence of teacher attitude,

capacity building and teamwork on teacher performance in public secondary schools in

Ndhiwa Sub County.

1.3 Purpose of the Study

The purpose of this study was to establish the influence of teacher attitude, capacity building

and teamwork on teacher performance in public secondary schools in Ndhiwa Sub-County.
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1.4 Objectivesof the Study

Theobjectivesto guide this study were to:

i. Establishthe influence of teacher attitude on teacher performance in public secondary

schools in Ndhiwa Sub - County.

II. Establish the influence of capacity building on teacher performance III public

secondary schools in Ndhiwa Sub-County.

III. Establish the influence of teamwork on teacher performance in public secondary

schools in Ndhiwa Sub-County.

1.5 Research Hypotheses

Thefollowinghypotheses were used in the study:

1. HOl - There is no statistically significant relationship between teacher attitude and

teacher performance in public secondary schools in Ndhiwa Sub- County;

n. H02 - There is no statistically significant relationship between capacity building and

teacherperformance 'in public secondaryschools in'NdhiwaSub=County; ~~~

iii. H03 - There is no statistically significant relationship between teamwork and teacher

performance in public secondary schools in Ndhiwa Sub- County.

1.6 Significance of the Study

Thefindings of this study are likely to:

i. Teachers who may be influenced by this study to re examine their attitude III

enhancing their performance;

ii. Sub County Quality Assurance and Standards Officers in advising teachers on the

importance of teamwork and capacio/ building on their performance;

Ill. Principals and teachers in identifying areas to put in more effort in teamwork and

capacity building in order to improve teacher performance.

7
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iv. The Ministry of Education Science and Technology which can rely on the research

findings as guidelines in improving teacher participation III capacity building

workshopsand teamwork in enhancing their performance.

v. Futureresearchers by providing baseline information.

1.7 Assumptions of the Study

'Thestudywas guided by the following basic assumptions:

I. Teachers in public secondary schools in Ndhiwa Sub County have a chance to attend

capacitybuilding workshops.

ii. Teachers in public secondary schools in Ndhiwa Sub County have a chance to embrace

teamwork in their schools

1.8 Scopeof the Study

This study was confined to Public Secondary Schools in Ndhiwa Sub- County. The study

focusedon the influence of teacher attitude, capacity building and teamwork on teacher

performancein public secondary schools for the years 2011 to 2014. A population of 223

teachers,45 principals and 1 S.c.Q.A.S.O were used as respondents.

1.9 Limitation of the Study

The fmdings of this study may not be generalized to other Sub Counties because each Sub

Countyis unique in terms of school ethos, environment and leadership diversities.

1.10Conceptual Framework

The conceptual framework postulates teachers' attitude, capacity building and teamwork as

processesthat enable teachers to be effective in service delivery to the students.
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INDEPENDENT VARlABLES

Teacher
Attitude

DEPENDENT VARIABLES

Capacity
Building

Teacher Performance

• students' performance
in KCSE results

Team
Work

• Principal's
managementstyle

• Students'entry
behaviour;

INTERVENING VARIABLES

Figure 1: A conceptual Framework showing Influence of Teachers' Attitude, Capacity
Buildingand Teamwork on Teacher Performance

FromFigure 1, the study assumes that effective teacher performance is influenced by a

number-of variables including-teacher-attitude, capacity-building-and teamwork. T~acher- -

attitudeon their performance plays an important role as the attendance of capacity building

and embracing teamwork, will entirely depend on how the teachers perceive capacity

buildingand teamwork in relation to their performance. The way the teachers handle the

studentsin class largely depend on their attitude. Capacity building is essential for teachers to

enablethem improve on their content delivery, syllabus coverage, assessment techniques etc.

During the subject based workshops/ seminars, teachers acquire new knowledge on the

content of the subject hence improved content delivery. Moreover, capacity building has

impacton syllabus coverage. Teamwork is conceptualized to be essential in enhancing co-

operation among the teachers hence smooth working relationship and will enhance team

teaching in schools. Teachers' attitude, Capacity building and teamwork are independent

variablesas the teacher performance is dependent variable being indicated by performance in
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KCSE results of students. However, the performance of the teacher may also be

manipulated by intervening variables such as principal's leadership style, students' entry

behavior and schoolculture.
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1.11 Operational Definition of Terms

The followingterms in this study are used in the context in which they are defined herein:

Teacher Attitude: What teachers think, feel and do in relation to their

performance.

Capacity building: In- service training and enhancement of skills in performance

of teachers in public secondary schools.

Teacber performance: Outcomes of the teachers' input as measured by KCSE results.

Teamwork: Working collaboratively in this respect the practice where

teachers work together by pooling efforts to enhance students'

performance in K.C.S.E.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

The literature review in this section will focused on the concept of influence of teacher

attitude, capacity building and team work on teacher performance with th'e following sub

headings: Influence of Teachers' Attitude on teacher performance; Influence of capacity

buildingon teacher performance; and Influence of teamwork on teacher performance.

2.2 Influence of Teacher Attitude on their Performance

Teacher attitude and expectations can affect positively or adversely students' achievement,

teacher behavior, and students' behavior. Attitudes and expectations become more crucial if

they become self fulfilling prophesies, that is, when they produce the very condition or

behavior erroneously believed to exist (Raza, Majid & Zia, 2010)

Misbah and Samina (2014), did their study on, Attitude of teachers towards professional

development training-and-established that -majerity--ef~t-eaeher~ attend e-apae-ity-building

workshops just for the sake of getting certificates and that the attitude of teachers towards

. professional development can be developed. This study however did not establish whether

the teacher attitude towards professional development influenced teacher performance or not.

The finding that most teachers attended capacity building workshops for the sake of getting

certificates purely bordered on teacher attitude towards professional development which

meant that there was no benefit of capacity building to such teachers.

Van (2007), carried out a study on factors relating to teachers' fellowship in international

universities in Thailand, and established that the overall teachers' teamwork attitude in

international universities were "positive teamwork attitude". It was further established that

most teachers preferred to participate in team oriented activities, but as for the way of

12



for their individual performance rather than their

1eams'performance.In another study by Yousef (2013), on teacher attitude towards their

ork and performance in Hyderabad Universities, it was established that teachers were

positivetowards their work as signified by punctuality, honesty, hardworking, friendly,

confidentand competency. In this study, descriptive statistics was used a';id hence did not

addresstheactual influence of teacher attitude on their performance. The study also used the

respondentsfromthe university and did not focus on teachers at secondary school level.

AstudybyAbuduand Gbadamosi (2014), on "the relationship between teacher's attitude and

student'sacademic achievement in senior secondary school chemistry": A case study of

Ijebu-Odeand Odogbolu Local Government Area of Ogun State, Nigeri, established that the

attitudeof teachers teaching Chemistry in senior secondary schools had significant effect of

about 11.6%on the achievement of students in chemistry as one of the science subjects.

Eventhough the study focused on Chemistry alone, it is worth noting that the attitude of

teachersentirely affect the general performance of the sch?ols. On the other hand, a study by

Basmeena,Sheikh and Shah (2015) on, The Catalytic effect: capacity building intervention

towards enhancing teacher's attitude and student development, it was established that

capacitybuilding has strong positive influence towards enhancement of teacher attitude and

teacherperformance. For beginning teachers, who may not have known the importance of

capacitybuilding on their performance, the findings are true as the new teachers gain more

knowledge,teaching methods, assessment techniques etc, improving their attitude towards

teaching,thus student development. But on the other hand for teachers who have known the

importanceof capacity building on their performance have to battle with their attitude on

capacitybuilding in enhancement of their performance.

A study by Folashade (2009) on Teachers' attitude and gender factors as determinant of

pupilsperformance in primary science, established that there exists a significant relationship

13
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betweenteachers' attitude and pupils' performance in primary science. Moreover, a study by

Ogembo,Otanga and Yaki (2015) on students' and teachers' attitude and performance in

chemistryin secondary schools in Kwale Couty, Kenya established that chemistry teachers'

negativeperception of their learners' abilities was strongly linked to persistent poor

performancein chemistry. This means that the attitude of teachersactualiy played a very

importantrole in the performance of the students. The performance of teachers was still low

in publicsecondary schools in Ndhiwa Sub County and it was not clear whether teacher

attitudewas responsible for this poor performance. None of the above studies attempted to

measurethe actual influence of the teacher attitude on teacher performance, the knowledge

gapthisstudysought to fill.

2J Influenceof Capacity Building on Teacher Performance

It is widelyrecognized that although content, text books, buildings, equipment, laboratories,

examsand testing system are all important factors, leaving results would be fairly meager if

teachersdid not know how to use the tools (Chukwu, 200~). Citing Dembele, 2005, Chukwu
-----

(2009), states that: educationists have come to realize that teachers are made and not born.

Teachereducation of both pre service and in service is thus central to quality improvement in

education.Teachers are made through the educational preparation they undergo on the job;

theyneed professional development otherwise known as capacity building in order to get

abreastwith new teaching technologies. Proper use of resources in teaching and learning

processstrongly enhance students understanding. Substantial evidence from research showed

thatchanges in text books and other resources make little difference if teachers do not know

howto use them well and that it is through capacity building that the use of text books can be

enhanced(Darling-Hammond, 2003). Effective capacity building focuses on the knowledge,

skills and attitude required by the teacher, managers and other school employees making
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In the use of videos, realia, laboratory materials, computers and

. ionsetsso that all students can learn and perform at high levels (Clifford, 2006).

elopment training, established that majority of teachers attend capacity building

workshopsjust for the sake of getting certificates and that the attitude of'teachers towards

professionaldevelopment can be developed. This finding meant that teachers were not

willfullyattending these capacity building workshops and the study did not establish the

extentto which these capacity building workshops influenced teacher performance. Kong

(2005),in a study on professional development through curriculum reform projects: a case

study,establishedthat teachers were positive towards the curriculum reforms and gained new

awarenessin respect of knowledge and skill acquisition, pedagogical strategies, collegial

relationshipsand changes in teachers' role to meet challenges. According to this study, the

teacherswere positive but it did not tell us whether teachers actually attended the workshops

or how these capacity building workshops influenced teacher performance. Basmeena,
-- ---- --

Sheikhand Shah (2015), in their study entitled, The Catalytic effect: capacity building

interventiontowards enhancing teacher's attitude and student development, established that

capacitybuilding has strong positive influence towards enhancement of teacher attitude and

teacherperformance. According to Morgan (2010), teachers acquire more knowledge which

canhelpimprovetheir communication skills enabling them to deliver more while teaching. It

is also known that the best to improve teacher effectiveness in the classroom is through

regular,high quality teacher capacity building. This means that capacity building of teachers

positivelyinfluenced their performance.

Accordingto a study by Barineka (2012), on Analysis of poor performance of senior

secondarystudents in Chemistry in Nigeria, it was established that the various teaching

methodsthat have tested to be very effective should be made popular in the school systems,

15



IIld thatteachersshould be well trained and have recourse for retraining and updating their
- ,

Chemistryknowledge through in service training, workshops, seminars and conferences.

imilarly,Adebayor and Sagaya (2016), in their study on Teaches' capacity building and

students'academic performance among public junior secondary schools in Kwara state,

igeria,established that there was a significant relationship between teacher capacity

buildingand students' academic performance. The more time teachers spend on capacity

buildingactivitiesthe more likely to indicate that it had improved their lesson planning and

studentsparticipation in instruction process (National Centre for Education Statistics, 2001).

Accordingto a study by Otu (2011), it was revealed that teacher professional development

improvesteaching methods which impact positively on learning. Otu (20 11) further noted

that effectiveteaching methods positively impact on teacher's role effectiveness. Ololube

(2005) also indicated. that teachers with little professional development have too little

knowledgeof the subjects that they teach; their students are denied the most basic learning

resource- subject matter. He further indicates that professional development enhanced

organizationof content which had a major effect on content delivery. Kagumire (2009)

establishedin his study that teachers who are well developed and trained are more effective

intheuse of newspapers, magazines, charts and maps in the classroom and therefore have the

greatestimpact on the students' learning. According to Mabula (2012), one of the factors

whichhamper with the quality of teachers and teaching process is the teacher professional

development.Indeed, there are a number of changes that occur in education system especially

intermsof teaching strategies and techniques. All these changes require in service training so

as to update teachers on the changes made by the ministry in the syllabus and teaching

strategies.

Theteacher is the most important and, probably the most expensive resource in a school. To

succeed,a school needs staff who are committed to meeting its aims and objectives, equipped

16
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so by adequatetraining and motivated by management to achieve their potential. It is

roleof humanresource management to recruit, develop, motivate and retain quality staff

(BIkhda, 2004). Kenya Education Management Capacity Assessment (Republic of Kenya,

2008). reportedthat the functional area of teacher development, or as it used to be called 'in-

ice training' is an example of sub- optimal division of labour in. the eJucation sector.

Four agencies are currently delivering service to teachers in this area: the Ministry of

Education,Scienceand Technology through its Quality Assurance and Standards Directorate,

1heKenyaEducation Management Institute (K.E.M.I), The Kenya Institute of Education

(K.I.E)and the Teachers Service Commission (T.S.C). Unfortunately, the target population

is oftenthe same, those in management positions. This leaves out teachers who are not in

managementpositions which form the largest population, Chahenza (2011) citing Chemisto

(2007)noted that in Kenya, individual schools are unable to initiate staff training; instead

SecondarySchool Heads Association usually mounted a one day workshop for the deputies

and heads of various departments. Teachers who are well prepared and trained are more

effectivein content delivery in classrooms and therefore have the greatest impact on the

studentslearning (Killion, 2002). From this study, it was noted that, teachers who were well

developedhad strong knowledge and understanding of the subject matter that they taught

theirstudents.

In-servicetraining courses are very important in teacher education. Citing Indoshi, Wangila

(2011) emphasized that any profession including teaching requires the practitioner to

continuehis education throughout his entire professional life. This includes attendance of

coursesfrequently. In his study, Wangila (2011) looked at factors influencing the use of

media in teaching and learning English, where, it was established that lack of capacity

buildingwas a factor that affected the teaching and learning of English. Jepketer, Kombo and

Kyalo(2015), on their study on relationship between teacher capacity building strategy and
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t's performance in public secondary schools in Nandi County, Kenya, established that
. \

atribution of teacher capacity building influenced students' performance to a greater extent.

Maende(2012), in his study on influence of professional development on teacher

eJrectiveness,established that teacher professional development positively influenced teacher

~.confidenceand knowledge of subject matter.

Fromabove studies, it was clear that capacity building of teachers positively influenced their

performance both internationally and locally. The performance of teachers in public

secondaryschools in Ndhiwa had been generally low. It was not clear whether teacher

capacitybuilding contributed to this low performance. None of the above studies dealt with

theactual influence of capacity building on teacher performance in public secondary schools

inNdhiwaSub County, the knowledge gap this study sought to fill.

2.4 Influence of Teamwork on Teacher Performance

Teambuilding is the generated process of a group of people who join together to perform

theirtasks to achievethegoals=emphasizirrg relationships and reliance of team members s'£&ol1""}--

performing tasks to achieve the goals, activities which have been planned in advance for

collectingdata concerning work of persons (Eameaim, Erawan, & Piromreun, 2009). Teams

and team working is not a new idea. For the successful functioning of an organization it is

essentialthat the administrators devote sufficient time and effort to promote the spirit oftearn

work.No individual can do the work all alone and effectively too. Building a strong tearn of

employees for performing various responsibilities ought to be the prime objective of

administrators (Joshi, 2012). There is a growing evidence that productive teamwork in which

teachers gain new knowledge about what they do and how students learn has the power to

change the culture of schools and make continuous learning and improvement not only

possible but also manageable (Johnson, 2003). According to Polzer (2004), teams have
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benefitsand costs that differ from the traditional work groups where if they work well, they

willhavemanyadvantages like producing creative solutions. A team is considered a group

that is composed of individuals who are independent, who share common goal, and

individualswho must coordinate their activities for task accomplishment (Northouse, 2007) ..
Team effectivenessis based on the two functions of performance, or task accomplishment,

anddevelopment,or the maintenance of the team (Northouse, 2007). Team working is a

complexissue but is highly desirable in many circumstances within an organization

(Wachira,2010).

Studieshave been carried out to assess the state of teamwork in educational institutions.

Accordingto a study by Henkin and Park (2015) on, Teacher team commitment, teamwork

and trust: exploring associations confirmed the value - added effect of organizational

commitment in terms of job performance, organizational effectiveness and employee

retention,and that teamwork was a better predictor of teacher team commitment. In yet

anotherstudy by Malone, Gallagher and Long (2010) on, General Education Teachers'
----

Attitudeand perception on teamwork supporting children with developmental concerns, it

.was established that the attitude of teachers were significantly positive associated with

performancecharacteristics. These global studies indicated that teacher performance was

influencedby teamwork activities.

Phalane(2011) carried out a study on, Experiences of secondary school management teams

on teamwork in Tshwane North District Schools, South Africa. It was established that

absenceof teamwork in the School Management Team (S.M.T) members impact negatively

on the quality of teaching and learning. This finding means that when there is teamwork

amongthe teachers, the quality of teaching and learning is enhanced.
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In another study by Pitsoe and Isingoma (2014) on; how do school management teams

experienceteamwork? A case study in the schools in the Kamwenge District, Uganda, it was

establishedthat teamwork among the school management team (S.M.T) members impacted

positivelyon the quality of teaching and learning. Indeed when teachers are engaged in
'-.

teamworkactivities, their performance is expected to be boosted a great deal. They work

together in consultation to improve their ability to perform and have opportunity to teach

topicsthey are comfortable with leading to better content delivery. However, according to a

study by Wetungu (2012) on, Human resource practices, teamwork and perceived teacher

performance in secondary schools in Kampala City Council of Wakiso District, it was

established that there was no significant relationship between teamwork and teacher

performance. This means that teamwork did not influence teacher performance in any way

contrary to other scholars who established that teamwork among the teachers positively

influencedtheir performance.

A study conducted by Nakhanu (2012) on, Investigation of factors that influence syllabus

coverage in secondary school mathematics in Kenya, established that team teaching was a

factor that enhanced syllabus coverage among other factors. Team teaching is an aspect of

teamwork which when put in practice has a positive impact on teacher performance.

According to a study carried out by Chahenza (2011) in Nandi South District on assessment

of opportunities, strategies and challenges for head teachers in enhancing teamwork in the

implementation of secondary school curriculum, it was established that head teachers met a

number of challenges in their attempt to enhance teamwork meaning that teamwork was a

key factor that influenced teacher performance.

From above studies, except for Wetungu (2012), it was established that teamwork among

teachers positively influences their performance. Teachers in public secondary schools in
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dhiwaSub County have continued to perform poorly as indicated by K.o.S.E results and it

isnotclear whether teamwork is a factor which has contributed to this performance. None of

the above studies addressed the influence of teamwork on teacher performance in public

secondaryschools in Ndhiwa Sub County, Kenya.
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CHAPTER THREE

RESEARCH MEmODOLOGY

3.1Introduction

Thissectioncovers research design, description of the area of study, the study population,
'-.

sampleand sampling techniques, data collection instruments, data collection procedures,

methodsof data analysis and ethical considerations.

3.2 Research Design

Thisstudyused descriptive survey and correlational research designs. As a descriptive form

of research,the method involves asking a group of people questions about a particular issue

(Fraenkel& Wallen, 2009). Descriptive survey is a method of collecting information by

interviewingor administering a questionnaire to a sample of individuals (Orodho, 2003). It

canalsobe used when collecting information about peoples' attitudes, opinions, habits or any

ofthevariety of education or social issues (Orodho & Kombo, 2002). Descriptive survey was

consideredappropriate in this study to explore the mean ratings of teacher attitude, capacity

building and teamwork among teachers in Ndhiwa Sub County. According to Creswelr--

(2005), correlational research design provides opportunities for one to predict scores and

explainthe relationship among variables. Oso and Onen (2011) add that it involves collecting

data from two or more quantifiable variables from the same group of subjects and then

compare how they vary. Correlational research design was considered appropriate in this

studyto explore the relationship between teacher attitude, capacity building and teamwork on

teacherperformance in public secondary schools in Ndhiwa Sub County.

3.3 Area of Study

The study was carried out in Ndhiwa Sub- County. The Sub- County is divided into six

administrative divisions namely, Kobama, Nyarongi, Ndhiwa, Kobodo, Pala, and Riana. The

Sub- County is bordered by Mbita Sub- County to the North West-North direction, Homa
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Bay Sub- County to the North-North East direction, Rongo to the East direction, Awendo

Sub- County to the East-South East direction, Uriri to the South direction, Nyatike Sub-

County to the South- South West direction, Suba Sub- County to the West direction. The

Sub- County has its headquarters lying at 0° 43'43"North and 34° 21 '53"East. The Sub-

Countyconsists of 45 public Secondary Schools and the performance in the SUb- County has

not been good for the last 5 years. Teachers' attitude, capacity building and teamwork in

Ndhiwa Sub County were seen to be having a problem since even when the teachers had

opportunities to embrace capacity building and teamwork, the performance was still low.

(Appendix E)

3.4 Study Population

The study population consisted of 45 Principals, 223 teachers and 1 Sub-County Quality

Assurance and Standards Officer, Ndhiwa. The teachers were appropriate to respond to

questions on the influence of their attitude, capacity building and teamwork on teacher

performance as the ones whose performance was to be determined. Principals were
----~---

appropriate for this study in order to control the biasness by the teachers who -were self

reporting on teachers' attitude, capacity building and teamwork. The S.C.Q.A.S.O, as the

one in charge of quality in the Sub- County was able to help in answering questions as the

one directly involved in organizing capacity building workshops in the Sub- County. -

3.5 Sample and Sampling Technique

The study sample consisted of 40 principals, 141 teachers and 1 Sub- County Quality

Assurance and Standards Officer (SCQASO). Fisher's formula (Mugenda and Mugenda,

2003), was used to determine the sample size of the teachers.
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n
n ----=f-l+~

N

Where:

nf= the desired sample size (where the population is less than 10,000)

n = the desired sample size (where the population is more than 10, 000)= 384'

N = the estimate of the population (223)

384 384 384
nf = 1+384 = 1+1.722 = 2.722 = 141.0 teachers

223

This formula was considered appropriate to this study based on the view of Creswell (2005)

that it provides the means for calculating the sample size based on several factors, it takes

guesswork out of determining the number of individuals to study and provides a precise

estimate of your sample size. Simple random sampling was used to select 141 teachers.

Simple random sampltng takes intoaccounrthe fact that alhhe-elements-odndividuals in the-----

population, gets equal chance of selection. Saturated sampling was used to select 40

principals and 1 S.C.Q.A.S.O, since 5 principals and 22 teachers from 5 schools were used

for piloting purposes.

Table 3.1
Sample Frame
Category of respondents Target population . Sample size

(n) F

Principals 45 40

Teachers 223 141

DQASO 1 1
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FromTable 3.1, it can be observed that out of 45 principals, 40 (88.9%) of the principals

wereused.This number was considered to be appropriate for this study as it gave opportunity

tocomparethe responses of the teachers with their responses in order to control the bias. 141

(63.2%)of teachers were used for this study and 1 S.c.Q.A.S.O. was used for the study.

3.6 Instruments for Data Collection

The instruments that the researcher used were the questionnaires and interviews for data

collection.The selection of these tools was guided by the nature of data to be collected, the

timeavailableas well as the objectives of the study. The questionnaire was preferred for its

suitabilityto this study as a method of data collection because it allows the researcher to

reacha large sample within limited time. It also ensures more confidentiality and thus gathers

morecandid and objective replies. The questionnaire comprised of open- ended and closed-

endedquestions and Likert type scale, which were used for rating. Questionnaires were

preparedfor the teachers. Interview schedules were organized for both the principals the

S.C.Q.A.S.O.Any deficiencies in questionnaire were revealed in pre-testing. Interview

scheduleprovides in- depth data that is not possible to get using questionnaires. It is possible

forthe interviewer to clarify questions that are not clear in the interview schedule (Mugenda

. & Mugenda,2003). Probing was used where the respondents were not clear.

3.6.1. Teachers' Questionnaires

This comprised of two sections: Section A comprised of background information from

teachersin public secondary schools in Ndhiwa Sub- County. Section B comprised of close

endedaspects related to the influence of teachers' attitude, capacity building and teamwork

on their performance. The questions required rating of the influence of teachers' attitude,

capacity building and teamwork on teacher performance. The teachers' questionnaire is

attachedas Appendix A.
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3.6.2.Principals' Interview Schedule

Therewas face to face interview with the principals. Guiding questions were used to conduct

in-depthinterview. The principal were better placed to give their opinions about the extent to

whichteachers' attitude, capacity building and teamwork had influenced teacher performance

in the Sub- County, as they are concerned with the internal supervision '-in their schools.

Teachers are directly answerable to them. The Principals' interview schedule is attached as

AppendixB.

3.6.3. S.C.Q.A.S.O Interview Schedule

There was face to face interview with the Sub-County Quality Assurance and Standards

Officer ofNdhiwa Sub- County. Guiding questions were used to conduct in-depth interview.

The S.C.Q.A.S.O. was better placed to give opinions about the attitude of teachers towards

the influence of capacity building and teamwork, and the extent to which capacity building

and teamwork activities had influenced teacher performance in the Sub- County, as they are

concerned with quality of education and carry out assess~ents in the schools and eventually

give recommendations. The S.C.Q.A.S.O. interview schedule is attached as Appendix C.

3.7 Validity oflnstruments

The validity of a test is a measure of how well a test measures what it is supposed to measure

(Kombo & Tromp, 2009). Both face and content validity of the questionnaire were tested.

Face validity refers to the likelihood that a question is misunderstood or is misinterpreted.

Content validity refers. to whether an instrument provides adequate coverage of a topic

(Fraenkel & Wallen, 2009). Expert opinions and pre- testing of the questionnaire established

the content validity. Advisers and members of the School of Education, Maseno University,

who are experts in the area, scrutinized the instruments. The suggestions were used in

revising the questionnaire before preparing a final copy to go to the field.
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3.8Reliability of Instruments

Reliabilityis a measure of the degree to which a research instrument yields consistent results

whenused by independent researchers (Grinnel & Unrau, 2008). He further observed that to

removepossible errors, every instrument should be tested before it is formerly administered.

To ensure reliability of these instruments, piloting was done in five schools in the Sub

County. The five schools did not form part of the sample population. Mugenda and

Mugenda, (2003), recommend a representation of between 9-10% of the population to be

usedfor a pilot study. Respondents were asked to leave out items they found ambiguous. The

pilot study with 22 (10%) teacher respondents showed that the intended responses were

achieved.Test re- test technique was used where the questionnaires were administered to the

samerespondents twice in a span of two weeks. The results obtained from the two tests were

correlated using pearsons' correlation coefficient r, which was found to be 0.81 for teachers

whichwas above 0.7 reflected a reliable instrument as recommended by Lomax (2007).

3.9Data Collection Procedures

Permission was sought and obtained from the Sub-County Education Office, to carry out

research in public secondary schools in the Sub- County. The sampled schools were visited to

administer the questionnaires. The respondents were given adequate time ranging from 20 to

30 minutes to complete the questionnaire. The researcher was available to explain the

purpose of the study and offer clarifications where necessary. 141 questionnaires were

distributed to teachers. The distribution was by hand delivery and the researcher waited to

collect filled questionnaires from the respondents in each school. An in - depth interview was

then held with both the Sub County Quality Assurance and Standards Officer, which lasted

for one and half hours, and the principals which lasted for one hour, in order to respond to

questions on attitude of teachers, capacity building and teamwork with regard to teacher

performance in public secondary schools in Ndhiwa Sub County.
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Thiswas a hybrid, for both qualitative and quantitative approaches were used. Kombo and

Tromp(2006), note that quantitative and qualitative approaches should be combined to

maximizethe strength and minimize the limitation of each. They are complimentary to a

research.Data collected through questionnaires were scrutinized then coded for computer

analysisusing Statistical Package for Social Sciences (S.P.S.S). Both descriptive and

inferentialstatistics were used in the analysis. Descriptive statistics was used in tabulating

datafromthe questionnaires which were presented in terms of frequency counts, percentages,

and means. Data collected through interviews as well as open- ended part of the

questionnaireswere transcribed and organized into themes, categories and sub categories

basedon the study objectives as they emerge from the field.

Inferentialstatistics was used to analyze data by use of correlation, linear regression and

multipleregressions. The items on the rating scale were coded using a five (5) score values of

theLikert scale~s follows:_~i\- Strongly Agre~ A- Agree; N- Neutral; D- Disagree;~nd _

SD-StronglyDisagree and 1 = Very Low (VL); 2 = Low (L); 3 = Moderate (M) 4 =

High(H); 5 = Very High (VH); The responses were then converted into means in order to

ratethe teacher attitude, capacity building and teamwork. Reverse scores were assigned to the

negativestatements in the attitude test. In this case, a person who ticks "strongly disagree"

has the most positive attitude on this item; hence the highest score is assigned, 5, while a

respondentwho ticks "strongly agree" has the least positive attitude on the item and therefore

isassignedthe lowest score, 1, (Kumar 2005).

Using correlation method, Pearson's product moment coefficient between the dependent

variable(teacher performance as reflected by school mean scores in 2014 KCSE results) and

independent variables (teacher attitude, capacity building and teamwork) was obtained.
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Interpretationguidelines by Efison, Runyon and Haber (1990) and Leedy and Ormrod (2005)

wereadoptedwith p-value set at 0.05, when the n - value is about 1000.

Table3.2
Interpretation of Pearson's Product Moment Coefficient (r)

Strengthof relationship Positive (+) Negative (-).

Weak!Low/ Small 0.01- 0.30 0.01~ 0.30

Moderate/Medium 0.31- 0.70 0.31- 0.70

Strength!High 0.71- 0.99 0.71- 0.99

Perfectrelationship 1.00 1.00

Norelationship 0.00 0.00

A linear regression analysis was run to establish the actual influence of teacher attitude,

capacitybuilding and teamwork on teacher performance. Multiple regression method was

used to measure the extent to which teacher attitude, capacity building and teamwork

influencedteacher performance.

3.11Ethical Considerations

Theresearcher was guided in the research by adhering to the procedures in research design

duringdata collection and analysis so that the chance for misleading results is minimized and

. to ensure that the sole aim of contributing to the development of systematic and verifiable

knowledgein research is maintained. The researcher was obliged to ensure that the research

participant's rights and welfare were not violated before, during and after conducting the

research.The researcher urged participants to provide honest, valid and reliable information.

To enhance informed consent, participants were thoroughly briefed beforehand on the

researchproblem, the need for a scientific research on the problem, the reasons for the area of

studyand the benefits of the study. Their rights and risks or dangers associated with their

participation were clarified and their voluntary involvement in the research was fully

guaranteed. The principle of beneficence was observed and the researcher treated the

information obtained with confidentiality so as to minimise the possible harm to the
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participants.Great care was taken to avoid identification of real participants in the study

againsttheir derived information. The researcher was cautious on the questions posed to

SCQASOwhose identity could not be concealed since he/she is the only Quality Assurance

andStandardsofficer in the sub county by asking purely policy oriented and not personal

questions.The raw data from the field were kept under lock and key ~here only the

investigatorcould access. The processed data were kept in computer encrypted by password

accessibleto only the principal investigator.

- . -" ~
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CHAPTER FOUR

RESULTS AND DISCUSSION

4.1 Introduction

Thischapter covers demographic data, results and discussions of the data collected during the

study. The study findings and discussions are presented under objective d~iven themes. A

total of 141 questionnaires for teachers were given out. The rate of return for teachers'

questionnaires was 100% as the researcher visited each respondent and waited to collect the

questionnaire. Appointment was also made with the Principals and the Sub County Quality

Assurance and Standards Officer, Ndhiwa Sub County for interviews.

The study was guided by the following research hypotheses:

i. HOl - There is no statistically significant relationship between teacher attitude and

teacher performance in public secondary schools in Ndhiwa Sub- County;

11. H02 - There is no statistic~lly significant relationship between capacity building and

teacher performance in public secondary schools in Ndhiwa Sub- County;

iii. H03 - There is no statistically significant relationship between teamwork and teacher

performance in public secondary schools in Ndhiwa Sub- County.

4.2 Demographic Data of Respondents

The respondents involved in the study were: Principals, Teachers and the Sub County Quality

Assurance and Standards Officer.

The·teachers were asked to indicate their gender, age range, professional qualifications and

experience on capacity building and teamwork so as to establish the credibility of the

respondents. In addition, teachers were asked to indicate the 2014 K.C.S.E mean score for

their schools. The findings were as shown in Tables 4.1, 4.2, 4.3 and 4.4
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Table4.1

Gender of Teachers

Frequency 0/0

Male 108 76.6

Female 33 23.4 '-.

Totals 141 100

It can be observed from Table 4.1 that the number of male teachers was found to be higher,

108(76.6%), than the number of female teachers, 33 (23.4%). There was gender disparity in

the sub county. This finding concurs with Suda's (2002) study finding in Kenya, that there is

disparity of gender in labor market. This means that with regard to teamwork and capacity

building, gender must be considered. For instance, if many males appreciate teamwork then

the influence can be felt since they are the majority, while that of the female teachers may not

be felt. Facilitators however, should not ignore the females in their facilitation on capacity

buildingand teamwork.

Table 4.2

Distribution of Teachers by their Age

Age (Years) Frequency %

20-25 1 0.7

26-30 10 7.1

31-35 57 40.4

36-40 50 35.5

41-45 17 12.1

46-50 4 2.8

51 and Above 2 1.4

Total 141 100
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FromTable 4.2, it can be noted that most teachers were found to be aged between 31 and 35

years (40.4%), then between 36 and 40 years (35.5%), 41-45 years (12.1%), 26-30 years
,

(7.1%),46-50 years (2.8%), 51 and above years (1.4%) and finally 20-25 years (0.7%). The

factthat most teachers are aged above 30 years indicates that they are those who have gained

experience and therefore can respond to questions in relation to capacity building and

teamwork.The highest number of teachers' falls between 31and 35, shows that many of these

teachers are newly employed and have little experience on capacity building and teamwork.

However, the rest of the experienced teachers have a role to induct them with regard to

capacitybuilding and teamwork. Citing Albanese and Fleet (1983), Nthenya (2012) indicated

that the older workers have stronger values and more favorable job attitude than their

counterparts and therefore should not be ignored. This higher number at lower age can be

explained by the fact that Ndhiwa Sub County was a major beneficiary of Constituency

Development Funds (C.D.F) project which saw several schools started. This meant that new

teachers had to be employed to teach in these schools.

Table 4.3

Distribution of Teachers by their Professional Qualifications

Frequency %

Diploma 6 4.3

Undergraduate degree
121 85.8

Masters degree 14 9.9

Total 141 100

From Table 4.3, it is clear that most teachers are undergraduate degree holders, 121 (85.8%).

Only 14 teachers (9.9%) were master's degree holders. There were only 6 teachers who were
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diploma holders. On professional qualification, they are credible enough because they are

highly educated and therefore terms like attitude, capacity building and teamwork are not

foreign. They should be able to consider the rationale of attitude, capacity building and

teamwork and embrace them.

Considering the findings on demographic characteristics where both male and female

teachers were used with 92.2% of teachers were above the age of 30 years, and the fact that

all were trained teachers, their responses were expected to be credible.

The extent to which these teachers were engaged in capacity building activities and team

building was sought and the responses were as summarized in Table 4.4.

Table4.4

Experience in Capacity Building and Teamwork by Teachers-20ll - 2014 Period

Area Maximum Frequency (f) %
Number of times

1-3 44 31.2

4-6 80 56.7

7-9 17 12.1

1-3 105 74.5

4-6 33 23.4

7-9 3 2.1

Capacity Building

Teamwork

From Table 4.4, it was observed that 44 teachers (31.2%) had attended capacity building

workshops up to a maximum of 3 times, for the entire period. The highest number of

teachers, 80 (56.7%) had attended such workshops for a maximum of6 times and 17 teachers

(12.1%) had attended capacity building workshops up to a maximum of 9 times. It is

. important to note that at least all the teachers had access to capacity building workshops,
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irrespectiveof the number of times. Very few teachers (17) had attended capacity building

workshopsquite often. Meaning that if capacity building enhance teacher performance, then

it is expected that the more the attendance the better the teacher performance. The highest

numberof teachers, 105 (74.5) had participated in team building! team bonding exercises to a.
maximumof 3 times. This is an indicator that teachers in the Sub County do not have many

of such exercises by schools. 33 teachers (23.4%) attended to a maximum of 6 times and the

leastnumber of teachers, 3 (2.1 %) had attended the highest number of time to a maximum of

9 times for the entire period. In the same way, if teamwork embraces teacher performance,

thenvery few teachers in the Sub County would have their performance enhanced.

4.3.School Data

The performance of public secondary schools in Ndhiwa Sub County was summarized as

shownin Table 4.5.

Table 4.5

2014KCSE Performance by Schools in Ndhiwa Sub County

Mean Score Frequency (1) Percentage (%)

·1.00 - 3.44 11 27.5

3.45- 5.44 18 45.0

5.45-7.44 10 25.0

7.45-8.44 2.5

Total 40 100

From Table 4.5, it was observed that 11 schools (27.5%) had very low performance in 2014

KCSE examinations with a mean score between 1.00 and 3.44. 18 schools (45.0%), had low

performance of mean score ranging from 3.45 to 5.44. 10 schools (25%) had average
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performance between 5A5 and 7A4. Only 1 school (2.5%) had high performance between

7.45and. 8.44. This performance indicated that most schools in Ndhiwa Sub County

performed below average.

'-.
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4.4.Influence of Teacher Attitude on their Performance

Thefirstobjective of this study was to establish the influence of teacher attitude on teacher

performancein public secondary schools in Ndhiwa Sub- County. To achieve this objective,

teachersin public secondary schools were asked to respond to aspects of teacher attitude in.
relationto their performance, and the null hypothesis that: There is no statistically significant

relationshipbetween teacher attitude and teacher performance in public secondary schools in

NdhiwaSub- County. First, the teachers' attitude on their performance was computed. The

resultswere as shown in Tables 4.6.

Table4.6
Teachers' Attitude on their Performance

Attitude Ratings Frequency Percentage

Very Negative 1.00 - 1.44 0.0 0.0

Negative 1.45 - 2.44 0.0 0.0

Neutral 2.45-3.44 0.0 0.0

Positive 3.45 - 4.44 114.0, 81.0

Very Positive 4.45 - 5.00 27.0 19.0

FromTable 4.6, it was noted that 114 teachers representing 81% had positive attitude towards

theirperformance where as 27 teachers (19%) had very positive attitude. None of the teachers

had very negative, negative or neutral attitude on their performance. This means that if

attitudewas the only determinant of teacher performance, then the performance of teachers in

NdhiwaSub County would be very high. This fmding was in agreement with the interview

findingby the S.c.Q.A.S.O who noted that: "In general, the teachers are positive towards

capacitybuilding as it enhances curriculum implementation."

To confirm this, the teachers' attitudes were then correlated with their performance (Table

4.5)and the results were as shown in Table 4.7.
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Table4.7
Correlation between Teachers' Attitude and their Performance

Correlations

Attitude on

KCSE Team, Work

KCSE Pearson Correlation .634
Sig. (2-tailed) .000

N 141 141
Teachers' Attitude Pearson Correlation .634

Sig. (2-tailed) .000

N 141 141

From Table 4.7, it was established that there was a moderate and positive relationship of

0.634which was statistically significant as calculated p < 0.05. The null hypothesis was thus

rejected.

---- -".-
This means that increase in teachers' attitude on their performance led to an increase in

teacher performance. This means that when teachers' attitude on their performance is

improved, then their performance is enhanced.

The study further sought to estimate the actual influence of the teachers' attitude on their

performance and a coefficient of determination was computed and the results were shown in

Table 4.8.
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Table 4.8

Model Summary on Teachers' Attitude on their Performance

Model R R Square

Adjusted R

Square

Std. Error of the

Estirrrate

.402 .397 1.28660

a. Predictors: (Constant), Teachers' Attitude

FromTable 4.8, it was observed that the teachers' attitude on their performance account for

upto 40.2% of the variation in teacher performance as signified by R2 of 0.402. This means

that when teachers attitude are positive on their performance, they will tend to engage

themselves more and more on activities which enhance their performance.

In order to find out whether the teachers' attitude on their performance was a significant

predictor of their performance or not, ANaVA was computed and the results were as shown

inTable 4.9.

Table 4.9

ANOV A output on Teachers' Attitude on their Performance

Sum of

Model Squares df Mean Square F Sig.

Total

154.455

230.092 .

384.547

1

139

140

154.455 93.307

1.655

.ooo-Regression

Residual

a. Predictors: (Constant), Teachers' Attitude

b. Dependent Variable: KCSE
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FromTable 4.9, it was revealed that the teachers' attitude on their performance was a

significant predictor, (F(1, 139) = 93.307, P < 0.05). This means that the teachers' attitude on

theirperformance can be relied on as a predictor. Meaning, teachers' attitude on their

performance, when put in place will see the performance of teachers enhanced.

To establish the actual influence, linear regression analysis was computed. The results are as

shown in Table 4.10.

Table 4.10
Linear Regression on Teachers' Attitude on their Performance

Coefficients"

Unstandardized Standardized

Coefficients Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) -8.688 1.411 -6.159 .000

Teachers'Attitude 3.709 .184 .634 ' 9.660 .000

a. Dependent Variable: KCSE

. The regression equation is Y = a + bX

From Table 4.10 it can be observed that one unit increase in teachers' attitude would lead to

increase in the teachers' performance by 3.709 units as signified by the coefficient 3.709.

The regression equation is:

Y = -8.688 + 3.709X

Teachers, who have positive attitude on their performance, will involve themselves on

aspects which build their attitude and this would enhance teacher performance hence better

K.C.S.E results.
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Thefindingsof this study indicate that teachers' attitude account for 40.2% of the variation in

theteacherperformance. The influence is significant meaning that it can be relied on when

influencingthe performance ofthe teachers.

Mostof the principals who were interviewed and reported that "teacher aWtude was low"

werefound to have posted very low results. However, many principals reported that "the

teachersgenerally had positive attitude." An interview by the S.c.Q.A.S.O revealed that

'teachersin the Sub County generally had positive attitude on their performance even though

theperformancewas generally low." Indeed the teachers may have positive attitude but their

effortsto translate this into performance may depend on a number of factors. For example,

thereare no National schools or Extra County schools and only five County schools in

NdhiwaSub County out of 45 schools, meaning low students' entry behavior. Others may be

the students' attitude, leadership style, shortage of teachers etc. This means that however

muchteachers may try to do their work, the results may show otherwise.

Thefinding actually concurs with a study byMiSbah andSamina (2014rwho established

thatteachers attend capacity building for the sake of obtaining certificates. This means that

the teachers are not driven by the importance to attend capacity building workshops.

Moreover,Abudu and Gbadamosi (2014) established that attitude of teachers teaching

chemistryas one of the science subjects in senior schools have significant effect on the

achievementof students in chemistry. They further note that teachers who show positive

attitudetowards the teaching of chemistry results into better students' achievements than

those who have negative attitude. Ogembo, Otanga and Yaki (2015) established that

chemistryteachers' negative perception of their learners' abilities was strongly linked to

persistentpoor performance in chemistry. Folashade (2009) also established that there exist a

significant relationship between teachers' attitude and pupils' performance in primary
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science.New knowledge generated by this study was that the attitude of teachers influenced

theirperformanceby 40.2% in public secondary schools in Ndhiwa Sub County.

Conclusively,even though teachers had positive attitude, there was a moderate positive

relationshipbetween teacher attitude and teacher performance which was significant hence

the null hypothesis, that there is no statistically significant relationship between teacher

attitudeand teacher performance, was rejected.
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4.5.Influence of Capacity Building on Teacher Performance

The second objective of this study was: To establish the influence of capacity building on

teacher performance in public secondary schools in Ndhiwa Sub- County. To achieve this

objective, teachers in public secondary schools were asked to react to several aspects on.
capacity building. The results were presented in Table 4.11.

Table4.11
Influence of Capacity Building on Teacher Performance (n = 141)

Capacity Building Activities MEAN RATING BY
TEACHERS

Subject content -based workshop; 3.85

Teaching methodology workshop; 3.50

Assessment technique workshop; 3.19

Communication skills workshop; 3.15

Syllabus coverage- based workshop; 3.10

Exam marking -based workshop; 3.52

Classroom practice skills workshop; 3.13

Management skills and knowledge workshop; 2.89

Knowledge of learning environment workshop; 3.12

Knowledge of students understanding and
potential misunderstanding workshop; 3.29

Knowledge of curricular materials; 3.26

OVERALL MEAN RATE 3.27
KEY:

1.00-1.44 = Very Low (VL), 1.45 - 2.44 = Low, 2.45 - 3.44 = Moderate, 3.45 -
4.44 = High, 4.45 - 5.00 = Very High
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FromTable 4.11, it can be observed that subject content - based workshops rated the highest

at 3.85; which was followed by exam- marking based workshop at 3.52; teaching

methodology workshop at 3.50; knowledge of students understanding and potential

misunderstandingat 3.29; knowledge of curriculum materials at 3.26; assessment techniques

workshopat 3.19; communication skills workshop at 3.15, classroom practice skills at 3.13;

knowledgeof learning environment workshop at 3.12 and lastly management skills and

knowledgeworkshop at 2.89.

Therating of the influence of subject content based workshop by teachers at 3.85, indicates

thatattendance of such workshops have high influence on their performance. Bakhda (2004),

reports that, teachers should be able to impart to the students the content of the subject. A

teacher should have enough background on the subject so as to get students started on a

searchand inquiry mission. Indeed, the subject teachers must be knowledgeable in their areas

of specialization. By attending these subject content based workshops, teachers are in-

serviced on their area of specialization imparting them with more subject content. Difficult

areasare discussed in such workshops and any other challenges are overcome.

On teaching methodology workshops, the teachers reported that their performance was highly

influenced (3.50). On these workshops the pedagogical approaches are given which enable

teachers to teach effectively. Different approaches are introduced which enable teachers to

use a variety of approaches to help drive home the subject content. For instance, in sciences,

there are areas where practical can first be done then followed by the?ry while in others, the

concept must first be explained before the demonstration is done. A survey report by Njuguna

(1999) indicated that the performance in s~iences was poor because most teachers are

content! syllabus driven; thinking that covering the syllabus is the same as effective teaching.

Lecture becomes the method of choice even in science subjects because it allows coverage of
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groundin terms of content, although very little, if anything is achieved in terms of learning.

Accordingto a study by Barineka (2012), the various teaching methods that have tested to be

very effective should be made popular in the school systems. Teachers need to be exposed to

suchmethods which could be in form of conferences or workshops to update their knowledge~.
of subject matter and teaching techniques. The findings of this study thus concur with the

findings of Mabula (2012), who reported that teachers who had attended workshops practice

moreeffective teaching methodology.

Attending assessment technique workshops was rated by teachers at 3.19, meaning that such

workshops have moderate influence on their performance. The existing student assessment

system is inadequate to increase competence and gauge the different degrees of excellence

achieved by the students. The principal and teachers should therefore adopt new approaches

of assessment systems such as analysis of value added progress on performance including

change in behavior and attitude (Waudo & Ouya, 2010). This is the reason why attending

such capacity building works~op~~nhance the assessment ~yste!lls adopted by teachers ~~as

to enhance their performance.

The response from teachers on communication skills workshop was rated at 3.15, meaning

that this workshop moderately influenced their performance. This finding concurs with Shaw

(2002), who argues that capacity building workshops help teachers to acquire communication

and social skills to help in development of network, enhance group working and sharing of

experience. Bakhda (2004), states that lack of communication or ineffective communication

may result in chaos, misunderstanding, lack of confidence in the management team, and

insecurity among staff. In order to impart knowledge, a teacher must be well versed with

good communication skills to enable the learner understand the delivered concepts. From
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theseworkshops, the teachers gain effective communication skills and this, as per the

findings,were found to have moderate influence.

Syllabuscoverage based workshop was rated by the teachers at 3.10, which means that it had

moderate influence on their performance. The findings of a study by Nakhanu (2012),'.
establishedthat schools' coverage of syllabus, correlated positively with performance in the

NationalK.C.S.E mathematics examination. Syllabus coverage is therefore seen to be a very

importantstep in preparing students for examinations. It has been noticed that those teachers

whoclear syllabus early enough have got improved performance since it also enables them to

createtime for revision in good time.

Teachersin the Sub County rated exam - marking workshops at 3.52, which was considered

tohave high influence on their performance. This finding was highly rated because it has had

influencein performance of public secondary schools in Ndhiwa Sub County. This is because

in such kind of workshops, teachers get exposed to current trends of setting, marking,

marking-scheme 'development tectmtques and added information on "the curriculum. Other

than yearly trainings during yearly coordination of marking schemes at K.N.E.C marking

exercise, many schools have always invited guest speakers who are usually examiners and

chiefexaminers of different papers. Teachers who attend such kind of workshops have added

advantage over the rest who do not attend such. In Ndhiwa Sub County, many schools are

strivingto have as many trained examiners in their schools to enhance their performance.

The rating by teachers on classroom practice skills workshops at 3.13 indicated that it

moderately influenced the teacher performance. Classroom management skills are vital for

teacher performance. Teachers who attend such workshops have good classroom practice

skills which enable them to perform effectively. Waudo and Ouya (2010) proposes that, for

effective class practice and management, a teacher needs to move around in class as this
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reducesthe distance between the teacher and the leamer, it also promotes learner involvement

and also calling learners by their names which encourages cooperation and active

participationin the classroom.

Managementskills and knowledge workshop was rated lowest at 2.89 by teachers indicating
'-.

thatit has moderate influence on teacher performance. Even though it was found to have such

moderate influence, many of management skills and knowledge workshops are majorly

attendedby those in management positions like principals, deputy principals and heads of

departments.This indeed lowers the access for the rest of the teachers who are not in the

managementpositions even though they are the majority.

Teachers rated knowledge of learning environment workshop at 3.12, meaning that it had

moderateinfluence on teacher performance. This finding was shared by Chukwu (2009), who

noted that unless teachers provide effective instruction and create classroom environment

conduciveto learning, students will not achieve at high levels, even when essential material

inputs are avaIlable and the curriculum is relevant. For learning to effectively take place,

learnersneed to be provided with environment that enables learning to take place without any

difficulties. Such kind of workshops, give teachers opportunity to learn more about what

entailsa learning environment which is conducive. The rating means that teachers who have

attended knowledge of learning environment workshops have benefited from it and it has

enabledthe teachers to create such learning environment.

The rating by teachers on the concept of knowledge of students' understanding and potential

misunderstanding at 3.29 meant that this activity has moderately influenced their

performance. Hanushek (2002) established that having five years of good teaching can

overcome the average achievement difference between low- income students and students

who come from high - income families. Good teachers can thus make up for the typical
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deficitsin preparation for students from low - income backgrounds. '[he teacher creates

developmentallyappropriate instruction that takes into account individualleamers' strengths,

interests,and needs and that enable each learner to advance and accelerate his/her learning.

Suchkind of workshops enlighten the teachers on the fact that different learners come from

differentbackgrounds which must be considered in order to establish how to introduce and

developa lesson.

Knowledgeof curriculum materials was rated by the teachers at 3.26, an indicator that it

moderately influenced the teacher performance. This finding was in agreement with

Kagumire(2009) who established in his study that teachers who were well developed and

trained were more effective in the use of newspapers, magazines, charts, maps e.t.c

(curriculummaterials) in the class rooms. It is true that when teachers are well in- serviced on

the use of curriculum materials, they tend to perform better due to the fact that when these

teaching aids are put in use, the learners understand better than when they are just taught by

lecture method. As stated by Bakhda .QOO,!), teaching should be suppJ.emented with

appropriate text - books and resource materials.

During an interview with the S.C.Q.A.S.O, he was asked to explain whether capacity

building workshops enhance teacher performance, who stated that: "Capacity building equips

teachers with the current teaching and testing trends as well as helping the teachers share

their experiences in their various stations to come up with a joint approach to better

curriculum delivery strategies- hence better performance".

From above, it is worth noting that according to the teachers in Ndhiwa Sub County, there

performance ability was highly influenced by: subject content- based workshop (3.85); exam

marking - based workshop (3.52); and teaching methodology workshop (3.50) as they rated

above 3.44. It can also be noted that the rest of the aspects rated above 2.44 and therefore had
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moderate influence on teachers' ability to perform. In all, the above activities, when put

together,were rated to have moderate influence of3.27 on teacher performance

In order to find out on individual teachers ratings, mean scores for individual teachers were

computedand summarized in Table 4.12.

Table 4.12

Mean Ratings by Teachers on Influence of Capacity Building on their Performance
Rating on influence of

Capacity Building Frequency Percentage

F

1.00 - 1.44 0

1.45-2.44 2

2.45 - 3.44 92

3.45-4.44 45

4.45 - 5.00 2

n= 141

%

0.0

1.4

65.3

31.9

1.4

100
KEY:
1.00-1.44 = Very Low (VL), 1.45 - 2.44 = Low,
4.44=High, 4.45 - 5.00 = Very High

2.45 - 3.44 = Moderate, 3.45 -

From Table 4.12, it can be. noted that the highest percentage (65%)- 92 teachers scored

between 2.45 and 3.44, 45 (31.9%) teachers scored between 3.45 - 4.44, 2 (1.4%) teachers

scored equally between 1.45 - 2.44 and 4.45- 5.00. This means that most teachers (92) had

moderate influence by attending these capacity building workshops. 45 teachers (31.9%) had

high influence by attending capacity building workshops. 2 teachers (1.4%) had very high

influence. However, 2 teachers (1.4%) had low influence. No teacher rated influence of

capacity building on their performance as very low. This implies that all of them indicated

that some of them had some influence spanning from low to very high. In all, teachers in
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public secondary schools in Ndhiwa Sub County had moderate influence on their

performanceby attending capacity building workshops as also indicated by Table 4.6 above.

The researcher then computed a Pearson product - moment correlation, r of these ratings

against the performance in 2014 KCSE examinations as dependent variable the results

tabulatedin Tables 4.13.

Table 4.13

Correlation between Capacity Building and Teacher Performance

Correlations

Mean rating on

Capacity building KCSE

Capacitybuilding Pearson Correlation 1 .114

.179

141

KCSE

Sig. (2-tailed)

N 141

Pearson Correlation .114

§ig. (~-tailed) .179

N 141

1

141

From Table 4.13, it was observed that there was a weak positive relationship of 0.114 which

was not statistically significant as p > 0.05. Hence the study failed to reject the null

hypothesis, that there is no significant relationship between capacity building and teacher

performance.

The study further sought to estimate the relationship between mean ratings on capacity

building and teacher performance in terms of KCSE measure so as to confirm the influence

of capacity building on teacher performance. To estimate the influence of capacity building

on teacher performance, the coefficient of determination was computed and results were as

shown in Table 4.14.
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Table 4.14
Model Summary on the Influeuce of Capacity Building on Teacher Performauce

Model R R Square Adjusted R Square

Std. Error of the

Estimate

.013 .006 1.65249

a. Predictors: (Constant), Capacity building

From Table 4.14, it was observed that capacity building accounts for 1.3% of the variation in

teacher performance as signified by R2 of 0.013. Hence other factors contribute 98.7% in the

changes in KCSE mean score. This means that there is very little contribution of capacity

building on teacher performance. Contrary to the previous studies that capacity building

enhances teacher performance, the findings of this study showed otherwise in Ndhiwa Sub

County.

To confirm whether capacity building is a significant-predictor of teacher performance-or not,

ANOVA was computed and the results were as shown in Table 4.15.

Table 4.15

ANOVA Output on the Influence of Capacity Building on Teacher Performance
ANOVAb

Model

Sum of

Squares Of Mean Square F Sig.

Regression

Residual

4.978

3'79.569

384.547

139

140

4.978

2.731

1.823

Total

a. Predictors: (Constant), Capacity_building

b. Dependent Variable: KCSE
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FromTable 4.15, it was revealed that capacity building was not a significant predictor, (F

(1,139)= 1.823, P >0.05). Since capacity building was not a significant predictor, it was

needlessto carry out linear regression analysis.

Whenthe S,C.Q.A.S.O was asked to comment on how capacity building relate with teacher.
performance as reflected by K.C.S.E results, he noted that: "The more intense these capacity

buildingworkshops, the better the results of the handled subjects". One principal during an

interviewnoted that: "the teachers who have always attended faithfully the capacity building

workshops performed better in their subject areas than those who were sluggish to attend and

those who did not attend at all."

However, this was not the case in Ndhiwa Sub County as this relationship was not reflected.

Onhis response to the question on how often are capacity building activities organized in the

Sub County, the S.c.Q.A.S.O informed the researcher that: "The organization of such

workshops varies. Based on availability of funds, different subjects would have capacity

building workshops organized in ~ term based on needs ass~ss~ent". This response indicated

that capacity building workshops were not intense in the Sub County resulting into very low

influence of capacity building on teacher performance. The finding also was found to concur

with the interview findings from another principal who said that: "I have not seen any

tangible improvement in the performance of teachers even though they attend the capacity

building workshops." This response was reiterated by a number of principals who were

questioned on the same.

The study established that there was low influence of capacity building on teacher

performance and the relationship was not significant. However,this finding was contrary to

the findings by Adebayo and Sagaya (2016), Basmeena, Sheikh and Shah (2015), Jepketer,

Kombo, and Kyalo (2015), and Maende (2012), who established that capacity building has
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strongpositive influence towards enhancement of teacher performance. This finding may

showcontrary responses as compared to the existing literature in Ndhiwa Sub County which

actuallydoes not have any National School or even Extra County schools meaning that the

entrybehavior ofthe students is low. Teachers may also have positive attitude but may fail to

attend such capacity building workshops due to lack of funds to do so, as·the case of one

principal who indicated in an interview that: "my staff rarely attend capacity building

workshopsoutside the Sub County due to lack of funds." Indeed the argument by Misbah and

Samina(2014) that majority of teachers attend capacity building workshops just for the sake

of getting certificates may be attributed to. In an open ended part of the questionnaire, a

respondent noted that "some teachers when given opportunity to attend such workshops

would fail to attend but come back with certificates to confirm their attendance". Moreover,

there may be other hidden cultural factors and maybe, other factors may influence students'

performance more prominently than teacher capacity building. The new knowledge generated

by this study was that capacity building had low influence on teacher performance in public

secondary schools in Ndhiwa Sub County.

Conclusively, this study established that, in Ndhiwa Sub County, there was no significant

relationship between capacity building and teacher performance. This means that there was

little influence of capacity building on teacher performance.
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4.6.Influence of Teamwork on Teacher Performance

The third objective of this study was: To establish the influence of teamwork on teacher

performance in public secondary schools in Ndhiwa Sub- County. To achieve this objective,

teachers in public secondary schools were asked to respond to several statements on

teamwork.The results were presented in Table 4.16.

Table 4.16
The Influence of Teamwork on Teacher Performance (n = 141)

Teamwork Activities MEAN RATING BY TEACHERS

Teamteaching 3.95

3.29
Teamplanning

3.17
Settingexams as a team

3.31
Team administration of exams

3.09
Developing marking scheme as a team

3.02
Team evaluation

3.31
OVERALL MEAN

KEY:
1.00-1.44 = Very Low (VL), 1.45 - 2.44 = Low, 2.45 - 3.44 = Moderate, 3.45 -
4.44 = High, 4.45 - 5.00 = Very High

From Table 4.21, it can be observed that team teaching had the highest rating of 3.95; team

administration of exams at 3.31; team planning at 3.29; setting exams as a team at 3.17;

developing marking scheme as a team at 3.09;'and team evaluation at 3.02.

Team teaching was highly rated at 3.95 meaning that it had high influence on teacher

performance. The findings are similar to the findings of a study conducted by Jang (2006),
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which established that the average final exam scores of students receiving team teaching were

higher than those of students receiving traditional teaching. Collaborative teachers provided

different ways in which problems were solved giving learners opportunity to learn to think

differently. However, team teaching is not always successful- some teachers are rigid

personality type or may be wedded to a single method. Some simply dislike th~'other teachers

in the team. Some do not want to risk humiliation and discouragement of possible failures.

Some fear that they will be expected to do more work for the same salary. It is worth noting

that when teachers' team teaches, they become more conscious of accuracy in their teaching.

Furthermore, as team teaching offer opportunity to the learners to compare their teachers, the

team teachers are further encouraged to perfect their teaching approaches, thus effective

teaching. By team teaching, every teacher owns the students and therefore they become

selfless and committed. .

Teachers rated the influence ofteam planning on their performance at 3.29 meaning that team

planning had moderate influence on their perf0f!!!~nce. Letterman and Dugan (2004) in their

study established that careful and extensive planning can help teachers prevent disagreements

down the line regarding assignments, grading procedures and teaching strategies. It was also

established that planning meetings also allowed teachers to familiarize themselves with their

partner's material, helping the class to be a true team effort from the start. Truly, team

planning allows for bonding among the teachers to thrive and it allows teachers opportunity

to select topics in which they are very knowledgeable and skilled making teaching

satisfactory .

Setting exams as a team was rated by teachers ,at 3.17. This meant that this teamwork activity

had moderate influence on their performance. Exam setting is a very important activity which

when not taken good care of, may be deceptive when it comes to teacher performance. When
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teachersare involved in team setting of exams, it becomes very easy to ensure that all the

domains are tested. Individual teachers however, may become biased to test only a few

domainsending up with sub standard .examination papers. It is therefore recommended that

whensetting exams, it should be done as a team to ensure that a credible paper is set.
'-.

Teachers rated the influence of team administration of exams at 3.31 an indicator that it

moderately influenced their performance. Exam administration is a very important aspect

whichruns from its preparation, storage to invigilation. It is at these stages that a paper can

be leaked or students can cheat resulting in incredible results. When exams are administered

as a team, chances of exam cheating or leaking of exams can be minimized if not fully

eliminatedand as a result, a more credible result is obtained.

Marking scheme development as a team was rated by teachers at 3.09 meaning that its

influence on teacher performance was moderate. This means that development of marking

scheme as a team has enhanced the teacher performance in Ndhiwa Sub County. When

teachers engllge·ifi marking scheme deVelopment as a team, they share -ana from each

question discussed, each one of the teachers gain. Furthermore, marking will be effectively

done when the scheme is well coordinated and moreover, during revision of marked exam

papers, the teachers will pass similar content enhancing perforinance.

The teachers rated team evaluation at 3.01 an indicator that it had moderate influence on

teacher performance. This finding concurs with Visagie (2006) who noted that the quality

teaching and learning is also improved as evaluation done by team of educators will be more

insightful and balanced than the introspection and self evaluation of an individual educator.

Teachers who work as a team will always give credible evaluation when an exam is done in

the school. This result indicates that, according to the teachers in public secondary schools in

Ndhiwa Sub County, team teaching (3.95) has high influence towards enhancing their

56



Whenasked on whether there were signs of teamwork among the teachers in the Sub County,
'-.

performance. Team administration of exams (3.31), team planning (3.29), setting exams as a

. team (3.17), developing marking scheme as a team (3.09), and team evaluation (3.02),

moderately influence teacher performance in the Sub County as they are rated above 2.44.

the S.c.Q.A.S.O responded that: "Yes, there are signs of teamwork in schools. This is

particularly on subject areas where the subject panel activities are intense."

Table 4.17
Mean ratings by Teachers on influence of Teamwork on Performance

Teamwork Frequency Percentage
F %

1.00 - 1.44 0 0.0

1.45-2.44 0 0.0

2.45 - 3.44 25 17.7

3.45 - 4.44 116 82.3

4.45 - 5.00 0 0

TOTAL 141 100

KEY:

1.00-1.44 = Very Low (VL), 1.45 - 2.44 = Low, 2.45 - 3.44 = Moderate, 3.45 -
4.44= High, 4.45 - 5.00 = Very High

From Table 4.17, it can be observed that the highest percentage of teachers (82.3%) had a

mean rating of between 3.45 and 4.44, while 17.7% of teachers had a mean rating of between

2.45 and 3.44. This means that 116 teachers (82.3%) were convinced that teamwork highly

enhanced their performance, whereas 25 teachers (17.7%) were convinced that teamwork

moderately enhanced their performance. However, it is worth noting that no teachers were

revealed of very low, low or very high influence on their performance through teamwork.
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I strongly believe that teamwork enhance teacher performance. In teamwork, the more

experienced teachers have the opportunity to share with their counterparts with fewer

years of teaching service. The schools of various categories some with no trained

teachers also get to share resources including joint testing.

During an interview with the S.c.Q.A.S.O, his response to the question, on whether he

believesthat teamwork enhance teacher performance was:

This response was found to be consistent with the teachers' response on whether teamwork

enhances their performance. In all, this is an indicator that teamwork highly enhances teacher

performance in public secondary schools in Ndhiwa Sub County.

The researcher then computed a Pearson's product moment correlation, r of these ratings

against the performance in 2014 KCSE examinations and the results were as shown in Table

4.18.

Mean rating

KCSE on teamwork

Table 4.18
Correlation between Teamwork and Teacher Performance

Correlations

KCSE Pearson Correlation 1 .584

.000

141

1
\

Sig. (2-tailed)

N 141

Teamwork Pearson Correlation .584

Sig. (2-tailed) .000

N 141 141

From Table 4.18, it was observed that there is,a moderate positive influence of 0.584 with

KCSE performance and the influence was found to be significant, p < 0.05. Therefore, the

null hypothesis was rejected. The findings of this study were consistent with Pitsoe and
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Isingome (2014) who noted that one approach that has had a very substanpal and positive

impact on school performance is teamwork. They added that effective teamwork is a very

important methodology which schools can use to develop teachers' potential to the fullest.

Phalane (2012) also established that in the school environment, improvement and

effectiveness can be realized through teamwork. '-.

The study then sought to establish the relationship between mean ratings on teamwork and

teacher performance in terms of KCSE mean scores so as to confirm the influence of

teamwork on teacher performance. To estimate the influence of teamwork on teacher

performance, coefficient of determination was computed and results were as shown in Table

4.19

Tables 4.19

Model Summary Teamwork and Teacher Performance

Model R R Square
Adjusted R

Square
Std. Error of
the Estimate

1 .341 .336 1.35053
a. Predictors: (Constant), Teamwork

From Table 4.19, it was observed that teamwork positively affect the teacher performance

and accounts for up to 34.1% of the variation in teacher performance as signified by R2 of

0.341. The other 65.9% may be accounted for by other factors such as student entry behavior,

students' discipline, leadership style e.t.c.

To confirm whether teamwork is a significant predictor of teacher performance or not,

ANOVA was computed and the results were as shown in Table 4.20.

-MASENO UNIVERSITY\
\ S.G 5. UBRARY
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Table 4.20
ANOVA Output on the Influence of Teamwork on Teacher Performance

ANOVAb

Sum of

Model Squares df Mean Square F

1 Regression 131.019 1 131.019 71.833

Residual 253.527 139 1.824

Total 384.547 140

a. Predictors: (Constant), Teamwork

b. Dependent Variable: KCSE

Sig.

From Table 4.20, the ANOVA output revealed that teamwork was a significant predictor, (F

(1,139) = 71.833, P = 0.000). This means that teamwork can be relied on for better teacher

performance.

To establish the actual influence, linear regression analysis was computed. The results were

as shown in Table 4.21.
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Table 4.21.

Linear Regression Analysis of the Influeuce of Teamwork on Teacher Performance

Coefficien tsB

Unstandardized Standardized

Coefficients Coefficients

Model B Std. Error Beta T Sig.

(Constant) -9.405 1.691 -5.560 .000

Teamwork 3.896 .460 .584 8.475 .000

a.DependentVariable: KCSE

The regression equation is Y= a + bX

From Table 4.21, it can be observed that one unit increase in teamwork would lead to

increase in teachers' performance by 3.896 units as signified by the coefficient 3.896. The

regression equation is:

Y == - 9.405 + 3.896X

The finding of this study indicated that teamwork accounts for 34.1% of the variation in the

teacher performance. The influence is significant and this means it can be relied on when

influencing the performance of the teacher. This finding agrees with the S.c.Q.A.S.O's views

when he stated: "Teamwork by teachers, when properly guided and focused, leads to

improved KCSE mean scores both at the individual subject level and at the individual

candidate's mean scores."

An interview to one principal revealed that: "teachers in my school engage in a number of

teamwork activities and I have seen that the performance is a true reflection of the teamwork

among the teachers." The teachers' performance is boosted by teamwork for the following
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reasons: teamwork makes teachers work easy, enables them to adequate IXprepare for their

lessons, teamwork enables the teachers to share from one another and also allows the teachers

to teach topics they are comfortable with, which is effectively done. The ratings (Table 4.16)

indicated that teachers rated the influence of teamwork on teacher performance at 3.31,

slightly higher than the influence of capacity building at 3.27 (Table 4.11). this means that

teamwork is viewed to enhance teacher performance than capacity building.

This finding means that, team work among the teachers playa very important role in teacher

performance in public secondary schools. By contributing up to 34.1% of the variation in

teacher performance, means that teamwork alone cannot be fully responsible for teacher

performance. The findings concur with Phalane (2011) and Pitsoe and Isingoma (2014) who

established that absence of teamwork in the school management teams impact negatively on

the quality of teaching and learning, Henkin and Park (2015), who established that teamwork

was a better predictor of teacher team commitment. However, the findings contradict that of

Wetungu (201?) who established that there was no significant relationship between teamwork

and teacher performance. According to Kampala City Council report (2008), it was indicated

that ultimate teacher performance is achieved when teachers work as a team. This study

indeed indicates that when teachers embrace teamwork amongst themselves, then their

performance is bound to be improved. In Ndhiwa Sub County, this aspect of teamwork was

embraced leading to improved teacher performance.

The study established that there was a significant influence of teamwork on teacher

performance by 34.1% of the variation in teacher performance and thus the null hypothesis

was rejected.

Overall, the findings in this study concurs with Frank (2012) who established that "In high

performing systems, teachers are resourced, encouraged, in serviced and are expected to work

with and learn from each other". This means that teacher attitude and capacity building
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without teamwork may not have any impact on teacher performance. However? it is noted

her.ethat teacher attitude contributes a lot as compared to the contribution of teamwork and

capacity building towards teacher performance.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter presents a summary of the study findings, conclusions, recommendations and

suggestion for further studies.

5.2 Summary of Findings

5.2.1 Influence of Teacher Attitude on their Performance

Findings concerning influence of teacher attitude on teacher performance were as follows:

i. The relationship between teachers' attitude and teacher performance was moderate

and positive with a coefficient of 0.634 which was statistically significant as p < 0.05.

ii. It was revealed that teachers' attitude accounted for up to 40.2% of the variation in

teacher performance.

iii. Teachers' attitude was a significant predictor of teacher performance, (F(1,139) =

93.307, p <0.05)

IV. Linear regression revealed that increase in teachers' attitude led to an increase in

teacher performance by 3.709.

5.2.2 Influence of Capacity Building on Teacher Performance

Findings concerning influence of capacity building on teacher performance were as follows:

i. The relationship between capacity building and teacher performance was weak and

positive with a coefficient of 0.114 which was not statistically significant as

calculated p > 0.05. The study thus accepted the null hypothesis, that there is no

statistically significant relationship between capacity building and teacher

performance.

64



ii. It was revealed that capacity building accounted for up to 1.3% of the variation in

teacher performance.

lll. Capacity building was not a significant predictor of teacher performance, (F(l, 139) =

1.823, P >0.05)

5.2.3 Influence of teamwork on Teacher Performance

Findings concerning influence of teamwork on teacher performance were as follows:

i. The relationship between teamwork and teacher performance was moderate and

positive with a coefficient of 0.584 which was statistically significant as calculated p

< 0.05.

ll. It was revealed that teamwork accounted for up to 34.1% of the variation in teacher

performance.

iii. Teamwork was a significant predictor of teacher performance, (F(l,139) = 71.833, P

<0.05)

IV. Linear regression revealed that increase in teamwork led to an increase in teacher

performanceby3.896.
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5.3 Conclusions

The following conclusions were made from the study:

i. Teachers had positive attitude on their performance and this enhanced their

performance;

n. Capacity building of teachers had very low influence 'on teacher=performance.

Meaning that attendance of capacity building workshops had little influence on

teacher performance;

iii. Teamwork enhanced teacher performance as signified by KCSE performance.

5.4 Recommendations

With regard to the findings that the influence of teacher attitude on teacher performance was

moderate and positive, the study recommended that:

Teachers should be sensitized more on the influence of teachers' attitude on their

performance, because it significantly influences their performance.

With regard to the findings that capacity building did not have significant influence on

teacher performance, this study recommended that:

i. Capacity building workshops should be made relevant. to teachers in their areas of

weaknesses so as to enhance their teaching capacity;

ii. Teachers who participate in capacity building workshops should provide reports on

the training they undergo so that they can be used to evaluate the benefits of these

workshops to teachers.

With regard to the finding that teamwork had moderate and positive influence on teacher

performance and was a significant predictor, this study recommended that:
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1. Teachers should be sensitized more on the effect of teamwork on their performance as

it significantly influenced teacher performance;

ii. Organize more teamwork activities so as to enhance teacher performance.

5.5 Suggestions for Further Research

The present study focused on the influence of teachers' attitude, capacity building and

teamwork on teacher performance in public secondary schools in Ndhiwa Sub County and

exposed gaps that could be filled by further research:

1. Influence of teacher attitude on capacity building workshops as it relates to teacher

performance in public secondary school.

11. Assessment of capacity building challenges in enhancing teacher performance in

public secondary schools. This study is likely to provide fmdings on why capacity

building is not providing the desired results;

iii. Assessment of challenges and strategies for principals' on teamwork in the

enhancement of teacher performance in public secondary schools. The findings from

this study would be useful in improving teamwork among the teachers thus better

performance.
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